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ABSTRACT

The purpose of this thesis was to investigate the geographical and
occupational origins, the educational backgrounds and the career patterns
of the leading executives in Canadian corporations. This information should
be of interest to firms concerﬁed with executive selection and training.
Since both the quality and quantity of managers affect the performance of
the Canadian economy, the government should encourage their development.

Through well-known directories, a list of 332 large firms and their
top executives was compiléd, A twenty-three item questionnaire was mailed
to the three most senior officers in each firm. The response rate of
49.6% compared favorably with other mobility studies.

After the coding and processing of the returns, computer print-
outs were analyzed and compared with census statistics and other mobility

studies to identify the significant items.

This research used the concept of proportional representation to

" measure movement into executives ranks. A ratio was calculated between

the percentage of the respondents with a particular attribute, such as
bifthplace,_education or father's occupation, and the proportion with the
same attribute in the male work force.

The backgrounds of Canada's leading executives were not proportional
to the general population. Urban centers, United States and the western
provinces contributed more than their percentages in the Canadian population.
Quebec was under-represented, even in its own province.

Probably the most significant factor distinguishing the respondents
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from the general population was the educational level attained by the
executives. The proportion with university degrees was eleveﬁ times the
percentage of the male labour force in Canada. At the other end of the
scale, it had more than twelve times more men who had not completed high
school than the respondents.

While the advantage of a university degree seemed greater in Canada,
the emphasis on high education was common to all mobility studies. It was
more evident among the younger executives and the more recent studies.

This study also indicated a growing emphasis on post graduate studies
in business.

Other studies suggested two possible reasons for the under-representation
of French Canadians at executive ranks: lower educational achievement and less
emphasis on business and engineering courses in French language universities.
ETancophonés with such training are now being offered higher starting salaries
and prospects_of faster progress into management.

Comparisons of.the occupationél origins of the executives with those
of the 1ab6ur.force suggested that mobility into executive ranks was less
open- than in_Uhited States. Representation ratios of 8.5 for the managerial
group and 4.5 for profeséional men were higher than in any recent mobility
study éf American leaders.

Because immigrants represent a large proportion of the Canadian
executives and their forefathers, another analysis was made which was indepen-
dent of national boundaries. By comparing the occupation of the executives!
fathers with those of the grandfathers, the ratios of occupational stability
were calculated. This ratio for the major executives in Canada was also

higher than for American business leaders.
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Despite the tendency to recruit executives from families already
in the managerial or professional ranks, the responses indicated less
influence from relatives and friends than in comparable American studies.

Questions about changes in mobility into executive rank and career
development require additional fesearch. ‘Grants for business studies in
Canada would develop managerial talent and preserve Canadian identity
better than grants to foreign corporations to develop resources or build

industrial plants.
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CHAPTER I
INTRODUCTION
THE PROBLEM AND ITS IMPORTANCE

This thesis is concerned with Canadian business leadership, that
powerful, important occupational elite concentrated at the highest levels
of business. Men occupying the major decision-making positions in major
corporations have a large influence on the economic, social and political
affairs of the nation. Although the corporations receive considerable
attention and publicity, the executives themselves arouse little popular
interest.

The corporations themselves and their executives are interested in
leadership. An important characteristic of the corporation is its unlimited
existence and hence it must be concerned with the training and succession
of its top employees. Owners and potential investors are alsoc concerned
with the quality of its leadership.

The federal government is concerned with economic well-being and
growth. Attention to both quality and quantity of managers can be impor-
tant to the effective performance of the Canadian egonomy. The staff
of the Economic Council of Canada has done some work on the supply and
demand of managerial talent indicating a shortage of»good managers and

feels that additional research is required.'l

1D.J. Daly, "The Changing Environment for Management in Canada"
(mimeo, 1969), p. 35, 137.



Training of larger numbers of high quality managers has important
ramifications for the universities. Academic institutions have already
recognized this need and enlarged resources have been allocated to the
task. New positions are being created in management education at a rate
of about 100 per year in Canadian universities.2

The growth in size of corporations and the dispersion of ownership
have brought about increasing interest in the executive from social
.scientists. Most of the studies have concerned themselves with the
nature of the executive function, but several have dealt with social
origins and business careers of executives. However there has been
little attention given to the business executive in Canada and whether he
.differs from others stqdied.

The first of seVeral primary purposes of this thesis was to study
the social, educational and business background of the major executive
in Canada. Data about his nativity, his occupational origins, education,
marriage and business career was compiled from questionnaires to develop
an external profile of the leading executive in Canada.

A second purpose was to find out how business executives reached
their positions, what routes they took and how long it took to achieve
their present position.

A major question arising from these primary purposes is: "Does
the external profile provide a basis for distinguishing the major execu-
tive in Canada from the general population and from the executives in

other countries?" Do seniority, status and family influence play an

2D.E. Armstrong, "The Manager of the Future" (Pulp and Paper

Magazine of Canada, May, 1967).




important role in the selection of major executives? Does foreign owner-
ship influence the selection of executives by nationality or business

background?
THE EXTERNAL PROFILE

In collecting information about the background of executives, the
research emphasizes the external profile of business leadership. It
depicts in outline form the executive's personal and business background.
It tends to reflect the situational theory of leadership which holds that
the social and institutional background of the executive influences his
role as a leader.

The main advantage of the external profile is that it is more
readily quantified than such concepts as motivation, personality and attitudes.
It can also be compared with other mobility studies to ascertain whether
current patterns in Canada differ from previous studies on the business
executive.

Such studies clearly de-emphasize personality and inward strengths,
directing attention to the external aspects of the executive. Personality
studies and psychological profiles obtained through depth interviews,
pencil and paper tests, and projectives were not used. Other researchers
have used these procedures to develop an internal profile of the motivations,
attitudes, and orientations of the executive. Such studies are usually
limited in géographical area and sample size.

A third profile which should be mentioned for purposes of contrast
is the image profile that develops out of the popular concept of business

leadership. Many stories have been written about the captains of industry



and the speculators and plungers who succeeded them at the turn of the
century. Popular interest in executiveé has lagged, and they have not
sought publicity or attempted to refute the popular image.

In Canada very little  study has been made of the total business
experience and training of the individuals who reach the top executive
positions and how this is changing. This study attempts to shed some
light on the questions raised on page 2 by presenting data gathered on
the external profile of the Canadian executive and comparing it with

that developed on executives elsewhere.
SCOPE AND LIMITATIONS

This thesis has already been identified as an objective study of
the social, educational and business backgrounds of Canadian executives.
For purposes of definition, the word "Canadian" as used in this study means
resident in Canada, not citizenship or ownership. Non-resident managers
were excluded. Under this definition, J.R. Gordon, president of the
International Nickel Company of Canada (the nation's most profitable
firm), was excluded although he was born in Ontario because he is now
resident in New York.

As in Porter's earlier Canadian s’cudy,3 the prime concern was
with the "dominant" corporations who hold the leading positions in
Canada's economic activity. The céncentration of economic power by
such firms has been the subject of a number of academic studies. It

is to the executives of such firms that the background questiomnaires

3John Porter, "The Concentration of Economic Power and the
Economic Elite in Canada." (Canadian Journal of Economics and Political
Science, Vol. XXIII, No. 2, May 1956).




were mailed.

The next question beéame, "Which executives?" Anticipating
'aboﬁf a 6ne—third response and hoping to get one response from each
firm, it was decided to mail the questionnaires to the top three exe-
cutives in each firm.

Consequently the data collected in the study describe a highly
selected group of executives from Canada's largest corporations. The
title of the thesis, "The.Mbbility of Top Business Executives in Canada",
suggests these two restrictions on the scope of the research by the use
of the words "top" and "in Canada" to modify the words "business execu-
tives". DNevertheless it should help identify those elements of a person's
background which are most critical towards upward mobility in business.

In making comparisons with other studies it must be recognized
that this research was more limited in scope than those with which
the comparisons are made. The Canadian business picture is dominated
by fewer firms with a narrower range of products. The financial assis-
tance available to undertake the project was limited.

Another limitation of statistical studies is that the individual
is lost among the crowd. A specific individual can be compared with
a mean for the group because the statistical results deal in averages.
Because of the questions asked, no conclusions about personality or
motivation could be drawn. No statistical study could answer questions
about how a particular executive might be selected. Conclusions about

ability and methods of selection had to be made by inference.



ORGANIZATION OF THESIS

Chapter IT discusses some other studies in the area of executive
mobility. No specific footnotes are made here, as detailed and specific
coverage is done in the next chapter. The pioneering study done at Harvard
University in 1928 is mentioned. The classic study done by Warner and
Abegglen to which all subsequent research makes reference is discussed.
Newcomber did a three generation study of big business leaders in 1900,
1925 and 1950 that is the basis for her book. Early research in Canada
- was not aimed specifically at executive mobility but it is discussed as
relevant background to the Canadian situation. Recent studies are
oriented towards the differences in opportunities for French and English
Canadians.

Methodology is the concern of Chapter III. It covers the selec-
tion of large firms and the executives. The development of the question-
naire is discussed with a review of the individual questions. This is
folléwed by an analysis of the returns and discussion of their accuracy.

The next chapter developed the profile of the top business execu-
tive in Canada. First there is a review of his nativity by country,
region and size of community in relation to census statistics. Then comes
a report on the educational level achieved and‘the field of specialty.
Next is a review of his career progress, showing his achievement pattern
and interfirm mobility and discussingit in relation to his father's
occupation and the influence of contacts. Then comes a review of his
immediate family, his wife and children. After a discussion Sf his acti-

vities outside the -board room comes a summary of his external profile.



Chapter V makes statistical comparisons with the results of other
studies in such areas as educational achievement, career progress and
inter-generational mobility.

Chapter VI draws some conclusions on the findings of the research

and suggests some areas for further studies.



CHAPTER IT
OTHER MOBILITY STUDIES ON EXECUTIVES

Preliminary research revealed some of the mobility studies on
executives referred to in this chapter. Others were found after the
questiohnaire had been returned and tabulated. Had some of these been
located sooner, the questionnaire would have been modified to make
some additional useful comparisons. Nevertheless, the later research

increased the depth of the study and made the comparisons more meaningful.
RESEARCH IN THE UNITED STATES AND OTHER COUNTRIES

An early study on the origins of business leaders was done by
Professors Taussig and Joslyn of Harvard University in 1928.1 In their
pioneering work, they looked at both intergenerational mobility of parent
and offspring, and career mobility--the social position of the same
individual at different times. Their work provided the basis for the
conception and methodology of later research. Many of the subsequent
questionnaires are based on theirs so as fo make comparisons in mobility
and to identify trends. Data for their study was obtained from question-
naires completed by seven thousand recognized businessmen in the United
States.

Warner and Abegglen used the earlier study as the foundation for

1F.W. Taussig and C.S. Joslyn, American Business Leaders.

(New York: MacMillan, 1928).




their research at the University of Chicago.2 In 1952 executives were
chosen from the largest firms in the country. Industries were represented
according to their contribution to national income. A preliminary mailing
was used to test the response to the survey and followed up with personal
interviews to check the reliability of the data. More than 17,000 question-
naires were mailed direct to the executives' offices with a response rate

of 48.8%.

Their results indicated that mobility had increased slowly between
the two stu,dies.3 However they also noted that men born to the top were
more likely to succeed and to have more advantages then those lower down.

Warner and Abegglen followed up their questionnaire with personal
interviews that provided the background for a more popular book.4 In it
they described education as the "royal road to success". However it is
the former book that provided the research results and is turned to as
the authority in subsequent mobility studies, particularly of business
leaders.

About the same time Newcomber was using a different approach to
exploring the factors relative to executive success. She directed her

5

research” towards the président and chairman of the board for leading

2W.L. Warner and James C. Abegglen, Occupational Mobility in
American Business and Industry (Minneapolis: University of Minnesota
Press, 1955).

3

Ibid., p. 35.

4W.L. Warner and James C. Abegglen, Big Business Leaders in America
(New York: Harper, 1955).

5Mabe1 Newcomber, The Big Business Executive, the Factors that
Made Him 1900-1950 (New York: Columbia University Press, 1955).

I3




10
corporations in the years 1900, 1925 and 1950. TUsing biographical data,
she developed information on the origin, education and business careers
of the chief executives. While her sample was smaller, she was able to
identify trends in the selection of top business leaders over three
generations. She noticed a trend away from inheritors and organizers
towards people with long experience with the firm and with a university
education. Her study included the structure of the board of directors,
executive compensation and the factors which lead to terminatiqn of
office, something not often examined.

About the same time as the previous researchers were doing their

work, Fortune Magazine printed an article on a group of top executives.6

They analyzed the backgrounds of the three highest paid men in the 250
largest industrial corporations, the 25 largest railroads and the 25

largest utilities. Although the article was short and lacked compara-
tive data, it is referred to frequently and is the basis for a chapter

7 It included graphs on birth-

in a book, compiled by their editors.
place, compensation, age and experience. Tables were shown on the
first job with the firm, education and father's occupation.

Fortune editors must have observed considerable interest in

their article and subsequent studies, because they sponsored another

study on young executives.8 Questionnaires were distributed to successful

®nThe Wine Hundred," Fortune, Vol. XLVI, No. 5 (November 1952),
p. 132. v

7Editors of Fortune, The Executive Life (Garden City, New York:
Doubleday, 1956).

8Walter Guzzardi, The Young Executives (New York: New American
Library, 1965).




11
administrators on the way up through the em?ioying concern. Popular in
style, it also asked about reading habits, car ‘owners, holidays and
politics. The obJjective may have been market research rather than serious
academic study.

Mills wrote a well-documented sociological study on the organi-
zation of American society.9 It depicted the men and women at the pinnacles
of fame, power and fortune in the United States. It included a chapter
on the chief executives that discussed their background and training with
frequent references to other research.

O'Donovan used the Warner and Abegglan approach to compare the
backgrounds of executives and lower managers.1o While the scope of his
investigation was limited to the examination of 326 questionnaires from
only four corporations, he found a clear difference in the occupational
origins. Only one in five executives came from lower occupations as
compared with almost half the lower managers. More than twice as many
executives as lower managers came from a high occupational level. Sixty-
nine per cent (69%) of the executives were college graduates as compared
with twenty-five per cent (25%) of the lower managers. The educational
levels for all other members of the executive's family--father, mother,
wife and brother--were higher than for the respective members of the
lower manager's family.

Warner was the senior author of a study on government employ-

90. Wright Mills, The Power Elite (New York: Oxford University
Press, 1956).

1OT. 0'Donovan, "Differential Extent of Opportunity Among Execu-
tives and Lower Managers," Academy of Management Journal, August, 1962.




12
ees.11 It was a comprehensive analysis of the background, education and
experience of civil service and military leaders complete with a compari-
son with those in American business. Information from more than 13,000
questionnaires indicated that it was now less easy for top-level fathers
to guarantee top positions for their sons as many leaders came from less
favored origins. However, the emphasis on education was even greater
among the federal execﬁtives than for the business executives of 1952.
Subsequent studies often refer to this work as an authoritative source
of information about the government bureaucrat.

In 1964 Scientific American sponsored a follow-up to the New-
comber study by Gould,12 The author noted that only 10.5% qf the top
executives studied came from wealthy families éompared with almost half
in 1900. He emphasized that the percentage of those with science or
engineering degrees increased five-fold between 1900 and 1964 while those

with higher education had doubled.13

However he neglected to separate

business administration training from sogial science and humanities.
Not all mobility studies are confined to the United States.

However information on those conducted on business executives in other

countries are not commonly available in Canadian libraries.

Malferrari directed the Warner approach towards American execu-

11Lloyd W. Warner, Paul P. Van Riper, Norman H. Martin and Orvis
F. Collins, The American Federal Executive (New Haven: Yale University
Press, 1963).

12

Jay M. Gould, The Big Business Executive 1964: a Study of His
Social and Educational Background (New York: Scientific American Inc.,
1965), "Technicians Moving in at the Top," Business Week, (June 12, 1965)
p. ' :

1250y 1. Gould, The Technical Elite (New York: Augustus M.
Kelley, 1966). : -



tives serving overseas.14 His questionnaires were distributed through
fifty-two (52) co-operating firms. While:he did not have Warner's control
over the population to be studied, his results may have some relevance to
the postings of Americans to top positions in Canadian subsidiaries. He
‘noticed that the overseas executive was younger and better educated than
those of the earlier Warner study. In both sample selection and results
his findings are comparable to the Guzzardi study mentioned earlier. .A
booklet appears to have been based on the same data.15
| The most recent study reviewed utilized the Wérner approach
towards the academic field.16 760 questionnaires completed by univer-
sity presidents indicated that a disproportionate number came from-the
business—executive; business-owner and professional fields. Clergymen
and teachers were particularly well represented among the fathers of the
academic elite. A1l of'the académiC‘presidents were university graduates,
nearly three-fourths with university dod#bral degrees. The researcher
concluded that while some university prééidents were more advantaged than
others, the educational and social systems did permit vertical mobility

for a relatively large percentage.

Clements studied managers in Britain.17 Using data collected

14Carlose Jose Malferrari, "The American Executive Overseas: an
extegnal profile," (Unpublished Ph.D. thesis, Michigan State University,
1965) . ‘

15Richard F. Gonzalez and Anant R. Negandhi, The United States
Overseas Executive: His Orientations and Career Patterns (East Lansing,
Michigan State University, 1967).

16Michae1 R. Ferrari, "Origins and Careers of American Business,
Government and Academic Elites," California Management Review, Vol. XII,
No. 4 (Summer 1970).

17R.V- Clements, Managers, a Study of Their Caréers in Industry
(London: Allen and Unwin Ltd., 1957).

13



from 646 interviews in twenty-eight (28) firms, he developed tables on
social origins, education and careers. Sixty—éight per cent of his execu-
tives were university graduates compared with dniy.four“pef cent of his
lower level managers. Sevénty—eight per cent of the highér managers came
from high social origins compared_with only thirty—three per‘cent of the
lower level. Sixty-seven per cent of the lower level managers came from
manual and routine occupational origins.

| There have been enough studies about mobility that 1t has been
possible to'.generalize on the findings..

(1) Mobility studies uniformly show deviation ffom random
distribution, that is, filial status is statistically and posi-
tively dependent on parental status . . . some of most classes of
fathers are distributed throughout most of the status classes.

The status of the father allows considerable variation in the

status of the son.

(2)‘ Sons are more highly over-represented in the diagonal
cells representing continuity by the son of the parental status.

(3) 'Discussion is now centered over two questions:
(a) Has, the rate of mobility changed?
(b) D6 other sécieties show a lower rate of mobility than the -
United States?!8
The first and second generalizations were:consistent with the
findings on the mobility of business executives referred to above. A
comparison of the Tausig and Joslyn results with those of Warner énd

Abegglan and the Newcomber research indicated.a slight increase in mobi-

lity to executive rank in the United States. Although the controls

18Herbert Goldhamer, "Social Mobility. " International Encyclopedia

of the Social Sciences (MacMillan Co. & the Free Press, 1968, Vol. XIv),
. 428-438.
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over the executives sampled by Guzzardi and Malferrari, were not as rigorous,
the backgrounds of their younger executives would indicate a further increase
Cdn mobiiity. Unfortunately, not enough studies on business executives in
other societies were located to warrant comment on the last question. This
thesis will compare the mobility of Canadian born executives with previous

research on those born in the United States.
STUDIES OF CANADIAN EXECUTIVES

Porter conducted an aﬁalysis on the backgrounds of Canadian
business 1eaders.19 Starting with a DBS list of establishwments employing
 over 500 in 1948, he eliminated subsidiary firms and minor companies to
develop a list of 183 "dominant corporations"™. To this group he added
the chartered banks and the ten largest insurance companies in Canada.

Then he used the Financial Post Directory of Directors as a source of

names of board members. The ensuing list of 985 directors was designated
the economic elite of Cagada. Using reference bocks he obtained suffic-
ient biographical data on T7.1% of his economié‘élite Before drawing

some conclusions. Family background and education were quite significant
factors in the selection of top businessmen. He noticed a high degree

of internal recruitment.and the virtual disappearance of the independent
entrepreneur. His origiﬁal study of directors tended to overlook the
influence of full-time company.officials in determining company policy.

In his later book he recognized the concentration of control in the

19John Porter, "The Economic Elite and the Social Structure of
Canada," (Canadian Journal of Economics and Political Science, XXII,
No. 3, {Aug. 1957), p. 199-220.
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hands of management,zo

Park and Park directed their analysis of intercorporate relations
towards financial ownership and inferlocking direétoféhips in Canadian
big business.21 They list about 260 names of men prominent in business
in Canada and their firms. . Rather than seek to understand the develop-
ment of the individual executive, they sought to criticize his power and
control by suggesting iliegitimate corporate behavior.

The Royal Commission on éanada's Eéonomic Prospects recommended
that foreign-owned companies use Canadian personnel and facilities wherever
_possible.22 The commissioners urged the companies to inclﬁde independent
Canadians on their boards, issue stock to Canadians and publish the finan-
cial results of their Canadian operations. They suggested that companies
doing this be given a lower rate of witholding tax on dividends‘paid
abroad. Walter Gordon tried to bring in legislation to do this in his
abortive budget in 1963.

In 1960 the Canadian-American Committee repqrted“én-interviews
with senipr ofﬁicials on the behavior of United Stateé éubéidiaries in

23

Canada. -One aspect examined was the Canadianization of personnel.
It concluded that Canadians already have an employment advantage over

non-Canadians at the professional and technical levels. With respect

20John Porter, The Vertical Mogaic (Toronto: UniVéféity of Toronto
Press, 1965), p. 252.

21Libbie C. Park and F.W. Park, Anatomy of Big Business. (Toronto:
Progress Books, 1962).

22

Canada: Royal Commission on Canada's Economic Prospects, Final
Report_(Ottawa: Queen's Printer, 1958), p. 393.

23John Lindeman and D. Armstrong, Policies and Practices of U.S.
Subs%diaries in Canada (Montreal: Private Planning Association of Canada,
1960) .
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to executive positions, there was a discernable preference for Canadians |
to fill the jobs available in Canada. Some company officials felt this
policy ﬁight restrict opportunities for better jobs with the parent or
other brganization subsidiary. Even more important than the nationality
of the executive or director would be the amount of authority which went
with the position. ) fii

Safarian24 directed some questions abou£ leadership, boards of
directérs and authority to firms participating in his study of Canadian
industrial ownership. He found that most of the 280 foreign-owned subsid-
iaries had policies favoring the use of Canadians in key positions. Forty-
two per cent (42%).of~the direcfors ﬁere associated with the parent or
affiliates outside Canada, with the proportion diminishing for larger
firms. However the boards of directors met less than once a month so
could have 1little influence on day to day operatiéns. His concern was
with the extent of foreign influence on decision making rather than with
the background or experience of the executives.

In 1968 results of a statistical survey on the Canadian executive
were pu.blished.25 The sample was drawn from a magazine's circulation
list and responded at a rate of 41%. Responses to questions concerﬁing
education, family and activities may be compared with this survey, but
like the Guzzardi study in United States, many of the guestions had to

do with spending habits. No interpretation of the statistical information

24A.E. Safarian, Foreign Ownership of Canadian Industry (Scar—
borough: McGraw-Hill, 1966). .

25”Portrait of the Canadian Executive," Executive, the'Magazine_
for Canada's Decision Makers. Southam Business Publication, Vol. X,
No. 3 (March 1968), p. 48; No. 4 (April 1968), p. 53; No. 5 (May 1968) p. 53.
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was attempted. The motive afpeared to be primarily market reseérch.

The Royal Commission on Bilingualism and Biculturalism was primarily
concerned with the opportunities of French Canadians as compared with
English Canadians.26 The relationship between ethnic origin and occupation
and religion was shown using 1961 census figures. Some of the supple-
mentary research delved into the area of management opportunities between
the two groups at greater depth particularly as they related to;education27
and cultural differences.28

The Warner approach has been used to explore occupational mobility
in Quebec.29 As many of the same questions were used, it can be compared
directly with the rééults of this research. Based on 386 returns from
1200;qﬁéstionnaifes, a response of 32.1%, the author observed that both
English and French executives have higher education than the general
population. He concluded that chances of reaching the upper echelon of
business enterprises were as good for 'French Canédians as for English.

In fact he suggested that the French Canadian occupational structure

26Report'of the Royal Commission on Bilihgualism and Biculturalism,
Book ITI, The Work World (Ottawa: Queen's Printer, 1969).

27D.E. Armstrong, "Education and Achievement: Corporate Policies
with Respect to Bilingualism and Biculturalism"(Mbntreal: McGill Univer-
sity, Unpublished manuscript deposited in National Library, Ottawa,
1966 . v
' 28G.A. Auclair and W.H. Read, "A Cross—cultural Study of Industrial
Leadership,” (Montreal: Unpublished manuscript deposited in National
Library, Ottawa, 1966).

_ 29Laurent Belanger, "Occupational Mobility of French and English
Canadian Business leaders in the Province of Quebec," (Unpublished Ph.D.
dissertation, Michigan State University, 1967).
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éppeared mere open than the English Canadian since clerical workers and
foremen supply more than their share of business executives among French
Canadians. He concluded that occupational origiri was more important

than ethnicity in opening the road to the summit of business enterprises.

b3



CHAPTER IIT
METHODOLOGY

The preliminary research indicated the overall pattern for this
study of the mobility of top business execufives in Canada. This chapter
describes the modifications made in the questionnaire to suit the Canadian
business situation and the differences which were thought worth investi-
gating in this counfry, particularly the effects ef foreign ownership.
Then the method of selecting the firms and the executives to which the
questionnaires were directed is reviewed. This chapter concludes with

a discussion and summary of the responses to the questionnaire.
THE DEVELOPMENT OF THE QUESTIONNAIRE

The questionnaire employed in this research (included in the
appendix in its original mimeo form, p.156f) consisted of four pages of
items which were constrneted to meet several criteria: First, it was
necessary to duplicate items included in previous studies to provide
accurate data for comparison.1 Second, it was necessary that the items
be phrased clearly enough that each response would be comparable to all
other replies to that item. PFurther, it was desirable to maximum response

that minimum demands be made on the respondent, preferably that he be

1W.L. Warner and James C. Abegglen, Qccupational Mobility in

American Buginess and Industry (Minneapolis: University of Minnesota
Press, 19555} p. 242-245. Carlos Jose Malferrai, "The American Execu-
tive Overseas: an external profile,” (unpublished Ph.D. thesis,
Michigan State University, 1965), p. 128-131.

20
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able to respond by a simple check mark on possible answers previously
arranged; This would also make the coding of the responses easier for
computerbahalysis and summary. Finally the overriding importance of a
high rate of return to the questionnaire required brief items to keep
the total questionnaire as short as possible.

Previous questionnaires were reviewed to pick out the most
appropriate phrasing for a questionnaire so that data obtained from
Canadian executives would be comparable to that of other research. Those
items for which ’significant modifications were made are discgssed below.

The official title of the present business position ﬁ;s<;ﬁrased
as an open-ended quesfion in item 4 f{o allow a wide range of response
and to indicate clearly the lével of the respondent in his organization.

Item 5 was taken from a published questiohnaire2 which contained
many items similar to the Warner studies. It was intended to indicate
with which branch of the organization the business executive was assoc-
iated. Because the population studied was at the top of the organization
structure, many of the respondents indicated more than one branch.
Consequently it was‘not coded for analysis purposes.

The number of occupafions and levels available under items 7 and
17 was reduced from prévious studies fo shoften the questionnaire and
to allow the coding of the respooses in a single IBM card column. When
the responses were being coded, enough explanations of the "other"
category indicated that military service and university studies were

éignificant so that these two were coded as separate categories. Another

2D. Moment and A. Zaleznick, Role Development and Interpersonal
Competence (Boston: Harvard University, 1963).
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problem in the fésponses concerned the professional persbn who worked his
way up the business hierarchy and indicéted two énswers. In this case his
pbéition in the hierarchy was given precedence over his stétus as a profes—
sional person.

The time points seleéfed in item 7 were arbitrary, but consistent
with those of previous studies so that comparisons of the rate of upward
mobility could be made. Two indications of the father's occupation in
item 17 were désigned to proﬁide data on mobility within the father‘s.

g published in 1963 but not seen before the quéstion-—

career. Anofher study
nairerwas prepared dropped the second indication of thé father's occupafibn
in favor of a response on the mother's father. It also expanded the number
of responses available, particularly in the professional area.

Items 10 and 11 were used by Malferrai in his stﬁdj‘of the American
‘Executive Overseas.4 They were designed to uncover foreign experience
. that might bé a factor in non-resident owned firms and to find out whether
the firm ﬁas a recentAentry into the Canadiaﬁ'business scene.

The value of total assets in Canada was.usgdvfo assess the size of
a business rather:than the voluﬁe of sales aslusea in the.Americaﬁ studies.
The hope was to tie in with the ériteria on business size and non—résident

, 4 -SH A : . ,

ownership used in CALURA. While this criterion is subject to guestion,

it appears»that no single standard of business size is totally satisfactory:

3W.L. Warner, Paul P. Van Riper, H. Norman Martin and O.F. Collins,
The American Federal Executive (New Haven: 7Yale University Press, 1963).

4

Malferrai, loc. cit.

2 Anmual Report, Corporations and Labour Union Returns Act, 1962
(Ottawa: Queen's Printer, 1965). : ’



taxable income, reported net income before or after extra-ordinary items
and owner equity might also be used. Because Porter had used the number
of employees as a criterion for selecting his firms, this factor was also
requested in item 12 for a further indicator of a firm's size in Canada.

Item 13 was designed to find out the amount of non—residenf owner-
ship. The categories selected were those used for CALURA_.6

item 14 dealt with the presence or ébsence of influential connec-
tions in the first eﬁploying firm and in the firm with which the fespondeht
was now associated. Used in the 1952 questionnaire, it served as an index
to over-all influence and comnections in furthering the career on the
Canadian executive. |

Item 18 was concerned with the education of the business leader,
his father, mother and wife. The categories used to indicate the formal.
education were c;mparable to census data and to other studies. Those who
were college graduates were also asked.to‘iaentify their college and their
major field of study. Had the large humber of responses indicating
training in business administration and management been anticipated, this
area of iﬁquiry would have been exteﬁded as it was for thevAmerican Federal
Executive.7

The extent of the community activities of the Canadian business
leader was explored by item 19. The influence of such activities could
be estimated from their fesponses. Many of the executives participated
in more than one activity and the responses to this question had to be

coded in order to get an idea of their relative importance.

i

®1pid., p. 19. ~ arper et al, op. cit., p. 283.
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The birthplace of thé executives was the subject of item 20. The
categories were established after a review of the census data. Item 21
sought information about the executive's family with the idea of looking
at the birth rate as a factor in occupational mobility. Item 22 was
intended to give an indication of the career choice of the sons.

Item 2% was usedAto determine whether the executive had completed
similar questionnaires in the past so that comparisons could be made with

the results.

SELECTION OF LARGE CANADIAN FIRMS

An early step in this research was to identify those executives
in Canada which would bé most typical of those participating in the
research done in the United States by Taussig and Josiyn in 1928—298
and by Warner and Abegglan in 19529 and in Canada by Porter.1o
Some criterion was needed to identify the firms whose execu~-
tives would be sent questionnaires. In order to have an adequate response,
it was decided to mail about 1,000 questionnairés hoping for a return
of about 25%.
Initially it wasrdecided to use those firms which had a minimum
of $25,000,000 in assets. The Dominion Bureau of Statistics reported

%82 firms in this size group in 1962.11. They held a total of

8F.W. Taussig and C.S. Joslyn, American Business Leaders.
(New York:  MacMillan, 1928).

9

Warner and Abegglen; op. cit.

10John Porter, The Vertical Mosaic. (Toronto: University of
Toronto Press, 1965).

" CALURA, op. cit., p. 3.
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$27,000,000,000 in assets or 51.8% of the total for ail corporations
reporting.

These figures proved diffioult to rely upon'for th:ee reasons:
(1) privatelCQrporatidns were not yet required to publish financial
statements on their operations in Canada, (2) individual respondents
are treated confidentially by DBS and the Income Tax Division, (3) Sub-
sidiary firms may be treated as separate entities for DBS reports and
tax purposes but consolidéted for published aﬁnual reports to the public,
e.g. Bell Caﬁada.

The initial list of such firms came from a checklist of Canada's

largest companies published in the Financial Post, January 15, 1966.

Sales, assets and net income were recorded on cards for the 100 largest
industrial firms with the most assets shown on published annual reports.
Although that list came down to almost $50,000.in a§sets, there ﬁere
fewer firms than reported by CALURA in that size-groUp.12

To that list were added eight retailing firms, ten banks, ten
finance companies and the eleveﬁ iargest insurance companies. The count
.of 139 was still well below the number of 182 reported_by the federal
government. |

Well-known private companies like EBatons, General Motors, Contin-

ental Can Company of Canada and Mobil 0il Canada were added to the file.

The next source of firm names was the Financial Pdst Corporation
Service. It contained condensed statements and market performance for all
firms quoted on Canadian stock exchanges. Each card in its file was

reviewed to add all firms showing assets in excess of $25,000,000. The

"2CATURA, loc. cit.



total number of firms was still significantly below the CALURA figure
of 382.
Porter had published a list of 183 dominant corporations in the

13

Canadian economy . That list was also reViéwed to add additional firms
té the file. TFor his original list the companys' names came from a DBS
listing of manufacturers with over 500 employees. Such a procedure

would inélude employers with large staff, but not necessarily high invest-
ment. His list included somelabor intensive firms, especially in the
ggfgént industry, which did not meet the asset criterion above.

To try to pick up the names of additional significant private
companies, the Canadian Trade Index was reviewed to include manufacturing
firms with ovér 1,000 employees.

The card file now contained 332 names of the largest firms in

Canada. It was decided that this would be adequate fepresentation of

large corporations in Canada.
SELECTION OF EXECUTIVES

The Financial Pet Directory of Directors, 1967 was used %o help

identify the three top men for each firm selected above. For Canadian-
s Cad .

owned firms, an obvious choice would be chairman of the board, ﬁrésident

and executive vice-president. Hoﬁever titles for the top executives

were by no means consistent from firm to firm. Sometimes the posts of

president and chairman were combined. Sometimes there were only vice-

presidents with no executive vice-president identified. For each firm

13Porter, op. cit., p. 581-595.
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an attempt was made to select the three top executives from the titles
givgn. |

In the case of foreign controlled firms, the executives chosen
had to be resident in Canada. For Pan American Petrbleum Corporation
the three -top executives resident in Canada were é viCe—president and
thé functional managers for the exploration and producing divisions. For
Swift Canadian Company Limited no vice-presidents were shown so the three
executives chosen were "president and general manager", "general sales
manager" and "plant manager".

In the earlier stages of the research project it was thought that
biographié data might be used to check the accuracy of the returns and
to fill in gaps in the responses. In chapter II, it was mentioned that
both Newcomber and Porter had used such information as sources for their
research.

One of Canada's growth industries was selected for a trial run.

Using the top executives listed in Nickle's 0il Register, 1966 for firms

like Texaco Canada, Imperial 0il, British American (noﬁ Gulf), and Shell
0il, an attempt was made to develop biographical data on such men from

Who's Who in Canada. However, this approach was abandoned when the

coverage on the individuals concerned was either incomplete or non-existent.
Large studies of executive mobility cdnductéd.in the United States

used mailed questionnaires as their prime source of data. In books

puﬁlished in 1955 and 1963,14 it was found through follow-up interviews

that there was no significant difference in the backgrounds of those

14Warner and Abegglen, op. cit., p._237; Warner et al., op. cit.,
p. 264.
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who returned the completed questionnaire from those who did not.

For this study several steps were taken to encourage a high rate
of return to the mailing: (1) Philip H. White, dean of the Faculty of
Commerce and Business Adminié%fétion, signed a covering.letter endorsing
fhé study and soliciting a response. (2) A return card was enclosed for
.those interested in a report of the findings on executivg opportunity in
Canada. (3) The return envelope wasiaddressed to the Faculty of Commerce
and Business Admiﬁisfration, University of‘British Columbia, so that the
respondents would know that this was a university appro&ed project handled
in strict confiden;e. Because of the additiéhal gdst and handling involved,
no qffef was made to.pay return postage.

A preliminary mailing to.executi§es in Alberta and British Columbia
indicated a response higherlfhgp orig&nally anticipated. Consequently it
was decided to proceed with the balancé of the mailing before summer
holidays would slow up the returns. Thoughts of follow-up interviews tb
check the phrasing of the items, the accuracy of the responses and the
naturé éf those replying were discarded in favor of getting the question-

naires out and back as quickly as possible.
QUESTIONNAIRE RETURNS

The questionnaire, feturn card and covering letters were mailed to
a total of 978 executives. Each questionnaire had been precoded with an
identifying number for the firm. Each return was reviewed by the_author
and coded for punching on IBM cards. Comments from the respondents
enabled him tb make adjustments in some returnsf Somé comments concerned

.the handling of the survey and have been included in the appendix.
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A total of 487 questionnaires were returned. Two of these responses
were rejected becauseJof incomélete returns to page 2 dealing with the size
of firm, contacts and relatives'occupations. Eighteén mailings were acknow-
ledged but not returned for a variety of reasons: deceased, retirement or
contrary to personal policy. A few were professional people who did not
feel they shouid be included in a study of business leaders.

The total number of usable returns was 485. This is a response
of 49.6% for the total mailed. This return from a mailed guestionnaire
was higher than expected, comparing favorably wifh the 47.6% responsé to

15

the study of American business leaders. It was gratifying considering
'the’enormous volume of questionnaires and requests for ihformation that
cross the desks of key businessmen. Certainly the business executive's .
interest in opportunity and success helped account for the response.
The return card offering a summary of the results also piayed a part as
288 cards were received back or 59.4% of those responding requested a
report on the results.

The mailings and the returns are summarized by industrial grouping
in Table 1. The highest rate of response came from the insurance com-
panies and the lowest from the chartered banks. Further detail on the

industrial classification, the questionnaires mailed and the responée is

shown in the appendix.

15Warner and Abegglen, op. cit., p. 224.
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Table 1. Distribution of Mailings and Returns by Industrial Grqup

Industrial group _ Mailed . Usable Response Rate
Minihg and oil exploration 132 62 46 .9%
Food, beverage and clothing 181 97 ‘53.6
Wood, paper and primary metal 110 - 48 4%.6
Sqngdapy mapufaéfﬁfing 290 . | 149 5.1
Trénsportation and communicétion 112 54 48.2
Merchandising 51 23 45.0
Banking, finance and insurance | 102 52 51 .6

Totals 978 485 49 .6%

An earlyvsfép in the research had.selected the large firms in
Canada to whose executives the questiomnaire would be addressed. Table
2 indicates the bercentage of replies that came from each asset group
iﬁqfhé Quéétionnaire. thice that over 89% of the responses came frdﬁ‘
.f;;mg_with_over $25,000,000 in assets. |

" Thé size of a firm can also be classified by the size of its

staff. Table.3 shows the percentage of responses by the number of emplqyees
in the firm. Ninety percent of the executives were from.firms with more
thaﬁ_five hundred employees and seventy—fivé percent from firms with more _
than one thousand employees. It would appear that the two criteria éf
size of staff and the amount of assets have restricted the responses to

the executives of Canada's largest firms.



Table 2, Percentage of Returns by Amount of the Firm's Assets-
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Amount of firm's assets

Percentage
of Returns

Under $25,000,000 10.7%
$ 50,000,000 -.99,999,999 24.3
$100,000,000 - 499,999,999 29.8
Over $500,000,000 11.4
Total 100.0%
Table 3. Percentage of Returns by the Number of a Firm's Staff
Percentage

Number of employees

of Returns

Under 500

500 - 999
1,000‘- 2,999
3,000 - 4,999
5,000 - 9,999

Over 10,000

Total

10.0 -
14.4
43.5
11.6
1.4
9.1

100.0%
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Another way of analyzing the returns would be by the'position in the
hierarchy of a firm. As.can be observed from Table 4 the questionnaires
have'been completed by the top level executives in Canadian firms. There
were a few instances of questionnaires being passed on to other executives
like the personnel manager for review and completion, but these cases were

the exception, rather than the rule.

Table 4. Returns by Position in Firm

Position : Number Per Cent

Chairman and/or president ‘ 225 46 .4
Vice-president 197 40.6

Other officers: +treasurer, secretary,
salesmanager, personnel
manager, etc. 63 13.0

Totals 485 100.0%

In the case of one of Canada's largest firms, the éersonnel manager
had the questionnaire reproduced and circulated to other eiecutives in the
firm for compleftion. All twenty-one duplicated questionnaires received were
excluded from the tabulations in order not to bias the results for this
“departure from the sampling procedﬁre.

Following coding of the questionnaires and the production of
computer runs summarizing the results, the Faculty of Commerce and Busi-
ness Administration mailed a copy of the highlights of the findings to
those executives who completed a return card. A copy of.the highlights

and covering letter from Dean P.H. White have been included in the appendix.
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As mentioned earlier, the numbe£ of returﬁs exceeded expectations.
The high respoﬁse was heartening, copsidering the time required of busy
‘men to answer the'many personal and confidential QUestions; Although that
meant more work réViewing and coding the questionnaires, it also increased
the validity of any conclusions that might be made from the data received.

Since-59% of the respondents asked to receive an abstract of the
research findings and since many identified theﬁselves despite.given
assurances of confidential treatment of all information, there was a high
degree of commitment and iﬁterest on the part of the respondents. Therefore,
the author feels the responses received were accurate, having been answered

in good faith by many of Canada's leading business executives.



CHAPTER IV
THE PROFILE OF THE CANADIAN EXECUTIVE

After the questionnaires were tabulated came the job of analyzing
the arrays of computer print-out to identify thosé items which were signi-
ficant to display and discuss as relevant to the subject of the mobility
of the leading business executives in Canada. The results of this analysis
are shoﬂnlin the tables and in the discussions on nativity, education,
family background, 6éreer progress and community activities in this
chapter. Some comparisons are made with census figures and Canadian
material to help devélop some generalizations about the background'of the
top executive in Canada. These are then summarized to conclude the chapter

with an external profile of the top business executive in Canada.
NATIVITY

This sectiqn reviews the information about the birth and age of
the executives responding to the survéy. The average age of the fespon—'
dents was 52.6 years with a standard;deviation of 8.36 years. The range
in ages was from 30 to 80 years o£ 50 years. Howé%er Table V shows that
almost half feli into the age group between 45 and 55 years old.

All parts of Canada, ana foreign nations as well, supplied
executives for big corporations in Canada. Over 71% of the'respondenfs
were born in Canada. Whilé all sections of the country were represented
in the group, almoét a third were born in Ontario. The next largest
grbup came from the prairie provinces of Manitoba, Saskatchewan and

34
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Alberta (17.5%). Quebec, the Atlantic provinces and British Célumbia
supplied smaller proportions of the Canadian business elite. |
In order for these figures to tell an accurate story, we should

know how they compare with the general population of these areas at the

Table 5. Age Distribution of the Respondents

Age - Percentage

24 - 34 | | 6.6%

35 - 44 ' 26..0

45 - 54 | - | 48.8

55 - 64 . ‘ . 16.5

over 65 2.1
Total , - 100.0%

time of the executive's birth. The continuing migratiohs of the past
years have changedlthe population to the extent that the 1921 census
hés been used to provide comparative figures in Table 6. A ratio of
relétive representation has-been developed to relate the birthplace of
the executives to the 1921 census to identify those areas which may be
under or over represented.

Comparing the province of the executive's birth with the general
population in 1921 indicates that the western provinces are heavily
represented, but Quebec and the_Atiaﬂtib provinces have not produced

their proportion of executives.



Table 6. Birthplaces
Canadian Population

of Canadian Executives Compared with 1921 General

Ratio of

1921
Executive Population relative

Place of Birth A % representation
Atlantic provinces 5.4 1.3 A
Quebec 11.6 25.8 45
Ontario 3% .1 28.6 1.16
Prairie provinces 17.5 10.1 1.7%
British Columbia 2.6 1.9 1.89
Total Canada 71 .2 T7.7 .92
British Isles 8.8 12.2 .72
United States 16.3 4.3 3.79
Other 3.7 5.8 .65
Totals 100 % 100 % 1.00

Mobility of Canadian born executives out of

has been high. As indicated by Table 7, the number

and Atlantic provinces who hold executive positions

which they were born was less than one third. Over

the executives born in Ontario were at head offices

their region of birth
from the Prairie
in the region in
three quarters of

in that province.

In Quebec, 53% of Canadian-born executives had moved in from other

provinces.
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Table 7. Canadian-born Executive's Movement out of Region of Birth into
Present Region of Business

Head Office of Firm ~ Total

Birthplace Atlantic Quebec Ontario Prairie  B.C. Number %
Atlantic 7 9 8 - 1 25 7.6%
Quebec 3 35 13 1 1 53 16.2
Ontario 2 26 120 i 2 154  46.9
Prairie - 12 38 23 6 79 24 .1
British Columbia - 3 2 3 9 17 5.2

Totals 12 85 181 31 19 328 100 %

As 55% of the firms had their head offices in Ontario and an addit-
ional 26% in Quebec, the relationship between the birthplace of the Canadian
born exe cutive and his present residence was examined in Table 8. The percen-—
tage born in Quebec was particularly low when compared with almost 26% of
returns from that province. |

Cities of over 25,000 in population produced a 1arge£ share of the
executives born in Canada than did towns or rural villages. As indicated
by Table 9, the larger centers produced 64% of the executives although fhe
cities over 25,000 represented only 25% of the Canadian population in 1921.
As the ratios of relative representation indicate, there was a marked size
gradient. The large communities were the primary source of business leaders,
with the smaller communities of relatively lesser importance. At the

extremes, the larger cities were represented over two times more frequently
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Table 8. Birthplace of Canadian-born Executive and Present Residence

Head Office ~ Province

Region 7 ' of Firm of Birth
Atlantic Provinces L ' 3.7% 7.6%
Quebec : 25.9 16.2
Ontario 55.2 46.9
Prairie Provinqes 9.4 24 .1
British Columbia } 5.8 5.2
Totals 100 % 100 %

in business leadership than their proportion to the Canadian population at the
time of the respondent's birth would -suggest, while the rural areas were
represented less than half as frequently as would be expected.

Table 9. Size of Birthplace of Canadian-born Executive dompared with
1921 Census : '

: Ratio of
v Cdn.-born - Relative
Size of Birthplace : Executive . 1921 Census Representation
Over 100,000 . : 40.7% 18.9% 2.16
25,000 - 100,000 14.7 6.6 2.23
3,000 - 25,000 18.6 - 14.2 1.30
Rural and under 3,000 26.0 60.3 43

Totals : 100 % 100 % 1.00




American born executives were over-represented in félafion to the
general population, as indicated by Table 6. Upited States supplied 16.3%
of the respondents although only 4.3% of the Canadian population in 1921
were born there. According to the 1961 census 1.6% of the Canadian popu-
lation reported being born in the United States. Compared with the survey
~responses totalling 16.3% in Table 10 the over-representation of the U.S.
born was almost ten times. Table 10 also showed a higher represéntation
from the British isles and lower from Canada and other than the 1921
comparison. | |

Table 10. Birthplaces of Respondents Compared with those shown 1961.
Canadian Census
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1961 . Ratio of
_ Executive Population Relative
Place of Birth % % Representation
Canada : 7.2 84 .4 . .85
British Isles 8.8 5.6 1.57
United States 16.3 _ 1.6 9.73
Other 3.8 8.4 48

Totals 100 - 100 1.00

Because a large ﬁumber of firms are owned in’the United States, the
amount of Canadian ownership was compared with the degree of Canadian born
respondents. Table 11 indicated that there was a higher profortion of
Canadian-born respondents in firms with a majority of Canadian ownership.

Foreign owned firms, especially those with minority Canadian ownership,



Table 11. Canadian Ownership and Canadian-born Respondents

All Born in Canada  Representation

Canadian ownership Respondents No. ’ % Ratio

Under 5% 124 84 67.6% .87

5 - 49% 103 61 59.% N

50 - 94% 107 8% 77.6 1.00

95% and over 138 108 78.2 1.02

Totals 472 336 71 .3 .92

1921 general population - base yéar T7.7 1.00
1961 general population - 84.4

were more likely to have executives born outside Canada.
When a comparison was made of country of birth and age groups in
Table 12, the proportion of executives born in the United States became

larger with age. None of the respondents born in the United States was

Table 12. Birthplace of Executives by Age Group

Age Group
. Number
Birthplace Under 44  45-54 55-64 Over 65 Responding
Canada 69.5%  75.4%  68.8%  55.0% 340
British Isles 131 . 4.6 11.8 - : 42
United States S 10,9 0 174 16.2 40.0 78
Other » 6.5 2.9 3.2 5.0 18
Totals 100 % 100 % 100 % 100 %

Number responding . 92 - 175 187 . 20 474
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under 35 years old although 6.6% of all respondents were. In all other age
groups the proportion of United Sfates bofn was higher than the 1.6%
reported for the general population in 1961 .

It would appear that big business in CaﬁadaAhas imported techﬁical
knowledge and organizational experience ffom the-United States, particu-
larly'if control was owned oufside Canada. Many of the American-born
leaders were in industries which have experienced great expansion in
Canada during the past 20 years: oil, chemicals and cement. Almost a
third of the U.S. born respondents (25 out of 80) were employed by firms
that have been in operation in Canada less than 20 yéars. Generally
they were more highly educated than the average respondent, particularly
in the fields of business admiﬁistration.and engineering. Consequently
it appears that many American-born executives were brought into industries
where Cénadalhad neither time nor facilities to develop its own experts.

Table 13 provides further evidence that executives born in the
United States were more likely to have experience working in other
countries than those born elsewhere. Only 5% of the Canadian born had
Foriedgn experience compared with 82% of the U.S.'born.‘

Ofxthe Canadian-born executives, 70% were second generation
Canadians at least. .Of'the 336 responding to both items, 237 had their
fathers born‘in Canada also, as indicated in Table f4. There was a
correlation of .65 between the birthplace of the execﬁtive and that
of his father.

Going further back ipﬁ9 the ancestry of the Canadian executive,
160 or 29% of "the toﬁa¥ £espondents were thifd generation Canadians,

as indicated in Table 15. The correlation of the grandfather's birth-
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Table 13. Birthplace of ExecutiveAand.Foréign Business Experience

Number with

Number of Foreign _
Birthplace Executives Experience - Per Cent
Canada 340 67 5%
BritishVIsles” 42 14 34
United States 78 64 82
Other Countries 18 11 61
Totals 478 156 30%

place to that of the eXecutive was .54, still relatively high.

When'the analysis was restricted to fathers of Canadian born executives

and their birthplaces compared with that of the father's father in Table 16

Table 14. Executive's Birthplace and Birthplace of Father

Birthplace of Executive's Father

. Executive's Birthplace Canada U.K. U.S.A. Other Total
Canada 237 76 9 4 336
United Kingdom 0 41 0 1 42
ﬁniféd States of America 10 3 57 7 R
Other Countries 1 2 0 15 18

Totals 248 122 66 37 . 4T3




Table 15. Birthplaces of Respondents and Their Paternal Grandfather
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Birthplace of Paternal Grandfather

Executive's Birthplace Canada U.X. U.S.A. Other Total -
Canada 160 150 4 21 335
United Kingdom . ' 0 40 0 1 41
United States of America 5 8 50 13 76
Other 1 3 0 14 18
Totals. 166 201 54 49 470

47% of the patérnal grandfathers were also born in Canada. Most of the

balance were born in United Kingdom, although two fathers had their fathers

imigrate from the United States.

Table 16. Birthplaces of Canadian-born Fathers and Their Fathers

Their Father's Birthplace

Father's Birthplace Canada  U.K. U.S.A. Other Total
Canada - 47.2%  22.% - - 1.5%  70.8%
United Kingdom - 21.8 - .6 22.4
U.S.A. .6 6 1.2% 3 2.7
Other - 3 - 3.9 4.2
_Totals - 47.8% 44.86 1.2% - 6.3% 100 %

Number responding. ' _ 160 150 4 21 - 335
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Ethnic'oriéin rather than:birthplace is the pfimary basistfor repofting
Canadian census statistics. In the author's opinion this procedure teﬁds
to emphésize racial origins such as French orlBritish rather than cre%te
a Canadian identity. The stress on these two founding peoples is apt to
ignore that thirty per cent of the male work force in 1961 had some other
ethnic background.1

Discussion of Table 10 has already indicated that the United States
born were found in top executive positions in almost ten times their
proportion to the total population. Under the Canadian census classification,
a manager whose forefathers had lived in the UnitedAStates for generations
might be reported as British or Jewish rather than American. Those were the
ethnic origins whose representation in the managerial éccupation excetded
their participation in the male work force in 1961.

It was mentioned earlier that the Quebec-born were under-represented
at fhe top level of business, even in their own province. Table 17 suggested
that the odds for obtaining management positions were weighted against the
French-Canadians as there were only two-thirds as many Quebecers as one
would expect if the selection were made on a random basis from the total
population.3

Belanger sent out 1,200 questionnaires to examine the differences

in occupational mobility between French and English in the business elite

1Report of the Royal Commission on Bilingualism and Biculturalism,
Book III, The Work World (Ottawa, Queen's Printer, 1969), p. 38.

2Ibid.

3D.E. Armstrong, "Education and Achievement, Corporate Policies
with Respect to Bilingualism and Biculturalism" (Montreal: McGill Univer-
sity, 1966, Unpublished paper on deposit at National Library, Ottawa.),
p. 106. : :
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of Quebec. Included were questions on the importance of ethnic origin
and religion in the career progress of the respondents. Ethnic origin
was not impoftant according to 65% of the English managers and 56% of
the French. Larger ﬁroportioné, 70% of the Engiish business leaders and

Table 17. DManagerial Representation in Quebec by Ethnic Origin
(Those Barning $10,000. per year and over)

Labour Managers Professionals
Origin - Force % Ratio % Ratio
French 75 4% 44..3% .59 48.7% .65
British Isles 12.8 33.0 2.58 32 .1 2.51
Other i 1.8 22.7 1.92 19.20 . 1.63

63% of the French, replied that religion.was not important.4

Whéf then made .the differeﬁce? The answer appears to be edﬁdéfion,

particularly in management and business.

- _ 'EDUCATION OF THE CANADIAN EXECUTIVE

Formal education has become increasingly important in life.
Instead of starting in a business and working their way up, more and
more men use a college education to further their careers. Technical
and business school training is ftaken more often today than in the last
generation by men ambitious to succeed.

Probably the most significant factor distinguishing the respon-

4Laurent Belanger, "Occupational Mobility of French and Englishé
Canadians Business Leaders in the Province of Quebec,” (Uhpublished
Ph.D. thesis, Michigan State University, 1967), p. 138.
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dents from the general population of Caﬁada was the educational level attained
by the executives. Over 65% had graduated from university, many with second
degreeé. This is mﬁch higher thén the 8.4% reported for the managerial
occupation in staff studies done by the Economic Council of Canada.5
However that study concerned itself with over 440,000 males classified as
managerial in the 1961 census whereas this study deals with an elite groub
of top executives.

Comparing the education level of the respondents with the Canadian
male. labour force in Table 18, those who completed their university training
were over eleven times as likely t6 be top executives. Whereas 79 out
of every 100 of the executive respondenfs’had gone to university, only
16 out of 100 males in the general population had any university training.

Comparisons at lower education 1eyels were perhaps even more forceful.
Less than 1% of the executives had not erered high school compared with
almost 44% of the Canadian male 1abour force. 'Anqther 5 percent of the
executives had not completed high school as compared with 30% of the labour
force. There were about 12 times more men of meager education in the general
population than in the elite.

Emphasis on educational achievement was even more evident among
younger executives. While some increase might be expected because the
average educational level of the Canadian population is improving, the
standards achieved exceed what would be expected. Notice from Table 19

that the level of education of the respondents increased with their youth.

5Gordon Bertram, The Contribution of Education to BEconomic
Growth (Ottawa: Staff Study No. 12, Economic Council of Canada, 1966),
p. 8.




Table 18. Educational Level of the Canadian Executive Compared with the
Canadian Male Labour Force, 1961

47

Canadian Male
Labour  Force

Canadian Ages 25-64 Representation
Educational Level Executive 1961 Rates
Less than high school .8% : 45.9% .02
Some high school : 5.4 29.7 .18
High school graduate 14.5 8.7 1.6
Some college 14.2 10.1 1.4
College graduate _ 42.6 ) .
5.6 »11.6

Post graduate 22.5 )

Totals 100 % 100 % 1.0

The percentage with complete university increased from 30% for those over
65 to 79.3% for those under 44 years of age. In fact, for the uﬁder 44
age:groﬁp, there were more executives with fwo aegrees than with none.
Another indication of the‘growing emphasis on education was the
.h}ghgyélevel achieved by. the vice-presidents of the firm as compared
with the president and other executives éhown in Table 20. 70% of the
vice-presidents had completed university as compared with 63% of the
chairmen and presidents and only 56% of the other executives responding:
This analysis of education and position suggested that the top executive
would likely be replaced by someone with more education.
M6 try to asséss a trend in educatién, the replies were divided

into groups below and above 50 years of age. 76% of the younger group



Table 19. Education of Executives by Age Group

Percentage of Executives in Age Group

Educational Level Under 44 45-54 55-64  Over 65
Less than high school - .6 .6 5.0
Some high school 1.0 5.1 6.4 20.0
High school graduate = = 5.3 17.7  16.1 20.0. .
Some college 14 .4 1%3.2 14.5 25.0
College graduate 39.1 43 .4 45.2 20.0
Post graduate study 40.2 20.0 17.2 - 10.0
Totals - 100 % 100 % 100 % 100 %

University graduate _ 79 .3% 63.4%  62.5% 30 %

Table 20. Education Level by Rank of Executive

Chairman ‘ Viee-
Education Level or President president  Other
Tncomplete high school . 8.5% 3.6%6 im.1%; ".
High school graduate 12.4 16.2 ’15.9
Some college 16.4 10.1 . 17.5
University eraduate 43 .1 - 44.2 33,3
Post graduate 19.6 25.9 22.2

. 'Totals 100 % 100 % 100 %
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and 61% of those under 50 had university degrees.

‘Comparing the field of study for those under and over 50 in Table 21
showed a growing emphasis on education in commerce and business administration,
especially at the graduate level. Twice as large a proportion of respondents
ook post graduate studies in business as did undergraduate studies in that
area..

Further research should be done on business education of the type
that does not lead to a university degree, e.g. that ddne by univeréity

extension departments, ‘Advanced Schools of Management and professional

Table 21. 7Fields of University Study for Respondents Under and Over 50

: Undergraduate Graduate
Field of Study _ Under Over Under Over
Arts, languages, humanities 12.8% 13.0% 5.6% 3 .5%
Geology, biology, zoology 6.0 4.7 5.7 16.5
Social sciences : 5.1 3.6 3.8 7.0
Mathematics, physics, chemistry 5.1 . 8.3‘. 3.8 7.0
Engineering 39.3 42.0 1%.2 14.0
Commerce and business administration 22.3. }£966 49.8 19.3
Charteréd accountancy L 5.4 4.2 14.8 12.3
Law 4.3 4.6 3.8  21.1
Others qbt included above - - ) - 5.3'
Totals | 100 % 100 % 100 % 100 %

Number responding _ M7 193 53 57
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societies. Twenty-six Chartered Accountants indicated their qualifications
and have been shown separately in the tables. Some respondents indicated
a second degree, such as law or graduate studies. Thé latter interpretétion
has been included with studies at the Master's or Doctor's level.

The emphasis on post graduate educatioh is particularly noticeable
among the younger executives. Only 23% of the executives over 50 had
post graduate studies but 34% of the younger executives with university
gradvation went on to post graduate studies, almost half in commerée and
business administration.

At what universities did these Canadian executives earn their
degrees? Almost 20% did not give the name of the university from which
fhey graduatéd and also 30% did not name their post graduate university.
Those which were idéntified were shown on Table>22. Canédian institutions
were shown in 74.1% of the cases, Just slightly'under the representation of
Canadian-born in the respondents. The University of Toronto wasramed most
frequently, in 21.2% of the cases. Of the Canadian-born, 95% took their
~undergraduate stﬁdies in(Canada, but 18% wen£ éutéide for their post
graduate degree. This might be an indication of eithef limited fpnds or
limited facilities for graduate work.in Canada.

Harvard got a strong preference from the respondents for its
graduate school of business while Westefn Ontaric¢was the prominent
Canadién university in that field. Respondents from the United States
did not show the same tendency to come from Ivy League colleges such

as Harvard, Yale and Princeton that was evident in Warner's sample

_ 6W.L._Warner and J.C. Abegglen, Big Business lLeaders in America
(New York: Harper & Bros., 1955),. pp. 50-55.




Table 22. Universities Attended by Respondents

All Executives Canadian Born
University Attended ‘ Undergrad Graduate Undergrad  Graduate
Atlantic universities 12 4 12 4
Quebec French R 2 2 2 2
Mcg;};"_,; Sir Geo. p&iuianis 35 1 S L L
University of Toronto 57 ' 10_ A 54 10
Ontario privatea ' 30 6 : 28 6
Oritario religlous | 2 0 2 o0
Prairie uni%ersities 28 5 25 5
ﬂhiversity of British Columbia 6 1 5 1
Chertered Accountancy 14 12 12 RPN
Big‘Ten (U.S.A.)b : ' 8 s 1 | ‘3
Other State Colleges 27 5 5 2
Ivy Leaguec 10 15 ' 1 ; 6
Other U.S. Colleges v 7 4 ' 2 0
European Universities 13 5 0 -0
Totals 251 82 184 61

aMcMaster, Queens, Western Ontario and Carlétoen.

bMichigan State, Michigan, Indiana, Purdue, Illinois, Iowa,
Wisconsin, Minnesota, Ohio State and Northwestern.

: CBrown, Columbia, Cornell, Dartsmouth, Harvard, Pennsylvania,
Princeton and Yale.
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or Newcomber's research.7'

Table 23 indicated. that executives born on the prairies had the
highest education level while those norn in B.C.r¥had the lowest. This
did not agree with census statistics for educationél levels achieved in
each region. Rather than néflect éensus figures,'the différence“suggested
that nighly educated people migrated to the provinces of Ontario and Quebec
where most of the head offices are located. As pointed Qut earlier in
the éection on Nativify, Quebec was under-represented in executive ranks
according to its population. Table 7 gave statistics on the migration
of executives Qut of théir region of birth.

Examining the birthpiace.of Canadian-born respondents Vié—a-vis
the locus of their university training, we found that 64% of .the Atlantiq

born stayed there for their education. Two-thirds of the Quebec born

Table 23. Education of Canadian-born Executives by Birthplace

Region of Birth

Educational Level ;- Atlantic - Quebec Ontario Prairie B.C.
High school or less . 0% 5.7 7.8% 5.1% 5.9%
High school graduation 12.0 9.4 19.0 1.4 7.7
Some college 24.0 17.0 10.5 7.6 23.5.
University graduate 48.0  39.6 44 .4 48.1 35.3
Post graduate 16.0  28.3 18.3 27.8 17.6
Totals 100 % 100 % 100 % 100 % 100 %
U grad or better 64..0% 67.9%  62.7%  T5.9%  52.9%
7

Mabel Newcomber, The Big Buginess Executive, the Factors that Made
Him 1900-1950 (New York: Columbia University Press, 1955), p. 79.
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went to the English University of McGill; Of the Ontario born 46% wenf
to the University of Toronto and 31% to Western, Queens or McMaster.
of thé prairie born, 46% went to regional universities, but 21% went to
the University of Toronto. British Columbia educated 38% of their poten-
tial executives, but 25% went east to MeGill. Over half of the Chartered
Accountants who started their training after high school were born on
the prairies. In Ontario nine respondents took another degree before
proceeding to their professionalvtraining.

In the section on nativity, it was observed that the United
Stateé born were over-represented in relation to their proportién to thé
general population and that this was also increased with theﬁip;eign
control. Table 24 comparing the education and nativity of Canadian
executives showed that 75.2% of the executives from the U.S.A. and 72.1%
of the executives born in other countries (usually‘continental Europe)
were university graduates compared with 65.8% of the Canadian born and
only 38.1% of those born in the United Kingdom. This relationship was
consistent with that found in Porter's earlier Canadian study. He
observed universify training in 71% of the U.S. born, 62.5% of the
Canadian born and 44% of those born in U.K.8

As indicated by Table 24, the country of birth had soﬁe
influence on the percentages of executives who had graduated from
university: 6nited States, 75 .2%; other couﬁtries, usually coﬁtin—
ental Europe, 72.1%, Canada, 65.9% and of those born in the British

Isles, 38.1%, well below the average of 65.1%. All areas showed

larger percentages with post-graduate studies than the Canadian-born.

' 8John Porter, The Vertical Mosaic (Toronto: University of Toronto
Press, 1965), p. 283-284.
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Table 24. Education and Nativity of Respondents

Country of Birth

Educational Level Canada UK. U.3.A. Other Total
Incomplete high school 5.8%  11.9% 5.0% 5.6% 6.2%
High school graduate 14.9 21 .4 1.1 5.6 14.5
Some college 13.4 28.6 8.7 16.7 14.2
University graduate 44.8 16.7 47.6 38.8 42.6
Post graduate - 21.0 21 .4 27.5° 33.3 22.5
Totals 100 % 100 % 100 % 100 % 100 % -

Number Responding. 344 42 80 18 484

It may be concluded that firms in Canada have imported university trained
talent to manage their business.

The only significant difference in fields of training for Canadian
and U.S.A.-born respondents was that a larger proportion of the United
States;bofn had taken post graduate study in_business édministration.

This was the educational field in which Canada was farthest behind the
United States, according to‘Dr. D.E. Armstrong.9 His stuay indicated
that in relation to population Canada has about 30% in undergraduate
business programs and 14% in the graduate level compared with U.E.A.

The proportion of university graduates in executive positions

varied considerably by industry. The chemical, oil and mining industries

9D.E. Armstrong, "The Threat of New Revolutions in Management
and Education" (Montreal; McGill University, Mimeo, 1968), p. 9.



had the highest proportion of university graduates.
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In these industries

were relatively young firms with a high percentage of executives born in

the United States. Banking, trust and loan, textile and food firms had

the lowest proportion of university graduates. Table 25 portrayed the

percentage of university graduates by industrial group.together with the

number of percentage points different from the average.

Table 25. University Graduates by Industrial Group

Difference
Industrial Group Percentage From Average
Mining and oil exploration 81.2% +16.1
Food, beverage and clothing 54.8 -10.3
Wood, paper and primary metal 67.3 + 2.2
Secondary manufacturing 65 .1 0
Transportation and‘communioation 68.2 + 3.1
Merchandising 65.2 o
Bénking, finance and insurance 55.0 =101

A1l respondents 65.1%

The statistics from Table 26 suggest that foreign-owned firms placed

a higher value on education than did the Canadian-owned firms. The percen-—

tage of the university graduates among the respondents from wholly owned

Canadian firms was 58% or 7 per cent below the average. In corporations

with a majority of Canadian ownership the percentage of graduates was

65% or average. In those firms which were from 5 to 49% Canadian- owned



56

Table 26. Educational‘Level by Amount of Canadian Ownership

Canadian Ownership

Educational Level Over 95%  50-95% 5-49% TUnder 5%
Less than complete high school 6% 4% 4% 6%
High school graduation 14 21 11 - 11
Some university s 22 10 8 15
University graduate 43 37 54 45
Post graduate : - T o8 23 23
Totals } 1006 = 100% 100% 100%
Percentage university 58 65 - 77 68
Difference from average ' -7 0 +12 +3

the percentage of executives with university graduation was 77% or 12% above
the‘average of all responding. With firms where Canadian ownership was
v negligible, the graduates were 68% or 3.per cent above the'average.

When the size of firm by its assets was éompared with the amounf
df education held by the responding executives in Table 27, the middle -
gized firm had a slightly higher propdrtion of univérsity graduafes.
Reépoﬁdents with universify graduation or bettef were 61%, 5%%, 6?%, 73%
and 65% as the firms' assets increased. One explanation for the low,.
percentage of wniversity graduates in firms with over half a ﬁillion in
asgets could be the influence of banks and financial concerns that had
lower 1ev§ls of executive educgtion. It should'b¢>noted that the largest

proportion of executives withqust graduate studies was found in the
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Table 27. Educational Level by Amount of Firm's Assets

Size of Firm's Assets in Millions of Dollars

Educational Level Under 25 25-50 50-100 100-500 OQver 500

Less than high school 7% 7% 7% 3% 5%

High school graduate 15 14 13 15 17

Some college 17 22 13 9 13

University graduate 39 40 43 50 36

Post graduvate 22 17 24 23 . 29
Total 100%  ~ 100% 100% 100% 100%

firms with the most assets.

There was not any clear relationship between the amount of education
and the number of employees in the firm. Table 28 indicates that firms with
between 3,000 and 5,000 employees had only 46% of executives with university
graduation or better. Firms with fewer than 500 employees had 78% of their
executives with university graduation while firms with over 10,000 employees
had 81% of their executives with university graduation together with the
highest proportion of post graduate study of any size or category of
firm. Consequently it would appear that the largest firms in terms of
number of employees or amount of assets put the higheét premium on post-
graduate education for their leading executives.

The eduéational attainment of the family is an important factor
in determining the educational achievement of the children. Most Canadians

advance beyond the educational level of their parents. Did this apply to
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Table 28. Number of Employees in Firm and Educational Level

Educational Level of Respondents

Number of Incomplete High School  Some University Post
Bmployees High School Graduate College Graduate Graduate
Under 500 4% B o/ 2 8% 52% 26%
500 - 1,000 5 16 16 , 38 25
1,000 - 3,000 6 - 17 15 . 43 19
3,000 - 5,000 - 12 9 33 - . 30 16
5,000 - 10,000 3 16 3 51 27
Over 10,000 2 13 4 48 33
All executives 6 ‘ 15 14 43 22

the Canédian executives? Table 29 helped to ahswer this question. The
four vertical columns gave the education levels of the Canadian executives, 
of their mothers, of their‘fathers and of the Canadian male labour force,
25-64 years of age in 1921. The percentage of the respondents' fathers .
with less than high school education (27%) was between one third and one
half of the labour force and the percentage who were college graduates or
had gone 10 college (35.9%) was more than six times that of the 1921
labour force. The executives' mothers aléo achieved a higher level of
education than customary. They were almost six times as likely to have
high school graduation or better than the 1921 male labour force. Still
their sons far outétripped them. The percentage of cdllege graduates

among the sons was three times as great as among the fathers and ten times
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Table 29. Education of Parents Compared with Their Sons and the Canadian
Labour Force -in 1921 :

Labbur Force Canadian

1921 Fathers Mothers Executives
Less then high school 70 .2% 27.3% 23 .9% .8%
Some high school 20 .1 21.5 23 .1 5.4
High school graduwation 4.4 18.3 - 38.8 14.5
Some college 2.1 10.7 8.1 14:2
University graduation 3.2 22.2 6.1 . 65 .1
Totals _ 100 % 100 % 100 % 100 %

the ﬁothers. The percentage of . those who féiled to finish high school
was only about one eighth the percentage of the fathers or motheré.

To some extent the eduéétiona;]level was related to the social
class to which the executive was born. Consequently a discussion of the
educational levels achieved by the executive's parents lead to a discussion

of his social origins in the next sectiom.
SOCIAL ORIGINS

Table 30 shéwed some relationship between the father's occupation
and the educational level achieved. Nevertheless, over half the respon-
dents got to university regardless of the father's occupation. They did
much better than the male labour force where only 16% got that far. : |
However it w&uld-be unwise to generalize on the educational achievements

by social class because all the questionnaires went to successful managers.



Table 30. Father's Occupation and Level of Education of Respondents -
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Educational Level of Respondents

Father's Incomplete High school Some University Post a
Occupation high school graduate College degrees  graduate
Hourly worker 22% 28% 10% 40% 18%
Farmer 10 20 7 63 23
White collar 5 22 11 62 21
Small owner 7 18 18 57 18
Medium, large

business owner 4 17 17 62 21
Foreman, first _

level supervision 3 23 10 63 20
Minor executive 6 8 18 68 20
Major executive 0 9 22 69 22
Professional 5 4 9. 82 36
All respondents 6 15 14 65 23
Male labour force

1961 75 9 10 6

aPost graduvate percentages included in total for university degrees.

Those showing fathers as hourly workers had the lowest level of

education, followed by farmers and white collar workers.

The sons of

professional men had the highest percentages of university degrees and

post graduate studies.

The sons of major executives were next at both

those levels and all had completed high school. How the other groups would
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rank would depend on what was choéen as the best indicator of achieve-
ment level.

The latter table used'the father's occupation when the respondent
became self sﬁpporting. The quesﬁionnaife also obtained his position
at the time the son was in grammar school. However; as Téble 31 indicated,
there was not much change during that period: some owners increased
their business and some first line supervisors and minor executives
moved farther upward. Also introduced in Table 33'Wés the paternal
grandfather's occupation to give some idea of mobility over three gener-
ations. Since the Canadian.census used different classes from the
questionnaire to cover the managerial occupation, the first five groups
have been subtotalled to provide figures readily comparable.to Canadian
census statistics. |

Previous sections have shown representation ratios comparing
census statisticSﬁwith the country of birth,‘size of birthplace and
educational level. The same technique has been used in Table 32 to
relate the fathers"and grandfathers! occupations shown in the previous
table to census statistics. Other occupations were dropped and the
percentages rounded to simplify the presentation as the ratios were the
key concept examined in this table. |

The managerial oécupation was greatly over-represented among
both the grandfathers and the fathers of the Canadian executives respon-
ding to this item. The two ancestors were in the managerial group
seven, and eight and a half times respectively the proportions of that
class in the ﬁale populations of their periods. Professional men were over-

represented about four and a half times. MNeanwhile the other occupations
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Table 31. Occupational Distribution of Fathers and Fathers' Fathers

Father When Son

. . Father's
Occupation in School - Self-supporting Father
Small business owner 18.7% 16.7% 21 .2%
Medium, large owner 3.9 5.6 4.9
First line supervisor 7.1 6.4 2.3
Middle line executive 12.9 10.9 3.5
Major executive 9.4 146 4.6

Total managerial 52.0% 54 .5% 36 .5%
Professional 17.8 16.5 1.4
Whife collar 121 12.0l 9.8
Hourly worker 9.6- 8.6 >1{.2
Farmer 7.1 6.4 30.5
Other 1.4 2.3 ;7.

Totals 100 % 100 %

100 %

were under-represented among the antecedents of the respondents. Lowest

among the groups shown was the hourly worker or labourer with less than a

guarter of his proportion among the forefathers.

Advocates of a free and open class structure in Canada would be

‘disappointed in the apparent
rank in Cénada. Most ratios
"1.Q" for the fathers of the

This would be expected since

removed from the respondents.

trend towards less mobility into executive

were farther away from thé hypothetical

business leaders than for their grandfathers.

the grandfathers are another generation
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Table 32. Occupational Mobility Rates for Fathers and Paternal Grandfathers

-

Comparison for Fathers Comparison for Grandfathers
Occupation Work 1931 males? Ratiob Work 1911 males® Ratiob
Managerial 54%C 6%F 8.5 36% 5% 7.0
Professional 17 4 4.5 11 2 4.6
White collar 12 14 v .85 10 10. .94
Farm 6 35 .56 31 40 .76
Labourer 9 40 24 m 41 27

aDoininion Bureau of Statistics, 1961 Census of Canada (94—501, Table -

3).
bProportional representation = 1.00

gPercentages have been rounded to simplify presentation.

Consideraﬁle movement from rural areas to cities and towns has
taken place over the past sixty years. In both the fields of educational
achievement and movement into éxecutive ranks, those of farming origins
have done better than those of labouring origins. .

Generalizations about the rigidity of the social structure in
Canada based only on Table 32 would ignore the significant changes that
have taken place through imﬁigration."It has already Been pointed out’
that a large number of the executiégé and their ancestors were born
outside Canada. Percentages were as follows: respondents, 29%; their
fathers, 51%; their grandfathers, 64%. Generalizations would éssume a
similar occupational distribution in their native countries.

Another assumption inherent in comparisons like those in the last
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table is that fathers of all occupational groups provide an equal number
of sons in the succeeding generation. As is well known, the lower groups
have proportionally more offspring than the upper classes of most western
societies. This differential fertility is almost impossible to adjust for
statistically. The result is that the proportions of sons from lower |
occupations are underestimated while those of upper occupations like
professionals are overstated. The fertility rate of the Canadian execu-
tivgs is discussed later in the section on marriage and fémily.

Most studies of intergenerational mgbility follow the movement
in each of the occupational groupé as the family unit shifts its position
in the occupational structure. Thus Table 33 presents the distribution
of the fathers of the Canadian executives for each occupational group,
by the occupations of the fathers' fathers in each group.

To explain further, the first column of Table 33 indicates that
80% of the fathers who were hourly workers were the sons of houfly workers.
Another 10% had fathers who owned businesses and the balance were in
other occupations. The diagohals have been underlined because they repre-
sented occupations in which there had been no movement from grandfather to
father. If mobility took place in a random fashion and the paternal
grandfathers' occupation did not influence the fathers' choice of work,
then all the vertical columns would approximate that on the extreme right.
Despite the fact that all the respondents were from executive rank, the
table conformed with the two generalizations on mobility quoted on
page 14.

Ratios of occupational stability have been calculated by dividing

each column in Table 33 by the last column of the same table. These are



Table 33. Distribution of Fathers in Each of Eight Occupatlonal Groups -
According to Occupation of Paternal Grandfather
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Occupation of Father
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Occupation 2 Q Qo S 59 18 Q fathers in
of < 5 S 2 ' g d ™ o | eroups of
Grandfather N I < = M 0 = ny | occupations
percentages
Labourer ' : 80.0 41.4 32.1 26.2 18.8 15.4 28.2 30.9
Farmer - 0O 41.5 11.3 8.2 10.6 2.6. 7.7 11.2
White-collar ' 3.3 4.9 18.9 11.4 9.4 12.8 6.4 9.8
Business owner 10.0 - 7.3 22.5 42.8 30.6 28.2 19.2  26.3
Supervisor or 3.5 4.9 5.7 3.4 12.9 2.6 5.1 5.8
minor executive — :
Major executive 0o 0 1.9 1.0 5.9 20.5 6.4 4.6

 Professional 3.3 0 7.6 7.3 11.8 16.4 25.6  11.4

shown on Table 34. The ratio on the diagonal indicated the tendency of the

father to follow his father's occupation. It was the highest ratio in each
row and becagse of its éignificance-it has been underlined. This ratio of
cohtinuity was'the highest for the cell indicating the father following
his father in the major executive position. Since the fatherts occupafion

was used at the grammar school position; the ratio slightly understated the

father!s movement into major executive rank from a lower supervisory
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Table 34. Ratios of Movement of Fathers from Paternal Grandfathers'

Occupation

Occupation of father‘

4
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& oo S

£ g 185 B | ~

© = 3 S o

— Q q O O g9

— O M (0] (e}

= O n n o M Ul
g H o o T, ) 2 Average
. s | § | 2| A 82 5| g vl
Occupation of = o g 2 £d B ° out of
Grandfather = Pt = [2a} 0 S A | occupation
Labourer 2.59. 1.34 1.04 .85 .61 .50 .91 .88
Farmer - 3.7 1.01 S5 95 .23 .69 12
White collar 34 .50 1.93 .16 96 1.31 .65 .82
Business owner 38 .28 .86 1.63 1.16 1.07 .73 .74
Supervisor or 57 .84 .98 .53 2.22 .45 .88 .71
minor executive —_—
Ma jor executive - - 41 .22 1.28  4.46 1.39 .82
Professional .29 - .67 64 1.04 1.6 2.25 19
Diagonal mean 2.68 Average mobility out of occupation .78

position.

The other ratios gave'clues to the movement out of that background

into other occupations. As an indication of overall mobility out of a

given occupation, the average has been shown in the extreme right column.

Both the ratios of occupational stability and the average of.the other

ratios have been used in the next chapter for comparison with other mobility
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studies on executives.
BUSINESS CAREER

The chain of events which brings a man into executive leadership
begins as far back as his grandfather's generation. The occupational
and social chafacteristics of his forebearers enhance or reduce his chances
for movement into high position. The size of his birthplace and its
geographic region play a part; the educational level he attains, the field
of study he elects, and the college he attends are all part of the long
selection process which defermines whether he will become a business
executive. Such antecedent characteristics are not an iron mould that
controls his subsequent career, however. The process goes on after he
finds his first job, a process related to the‘execufive'saown volition,
his ability and his energy resources.

Inforﬁation'més gathered‘at specific pointsvbn the main career
lines from the first'occupation to the present position to find out the
route to becoming a toﬁ business executive.

- The average fespondent'to our questionnaire‘on Canadian execu-
tives became éelf~suppofting at age 20 with a standard deviation of
3.05 years. The educational 1evel attained naturally influenced the age
af which he became self-supporting. If he had less than high school, the
mode was 16 years old; some highvschool, 173 high school‘graduate, 18;
some college, 19; uniVersity graduate, 21; and;post‘graduate 22 years.

The occupational sequences pf the res§0néénts)ﬁere shown in
Table 35. More than half the entifevgroup were inclﬁaéd in the lower

white collar occupations at the time of first employment. The professions



Table 35. Occupational Sequences of Canadian Executives
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. First 5 years 10 years - 15 years
Occupation Occupation later later . later
Parmer 1.0% .4% .O% 2%
Hourly worker 16 .1 4.2 .0 .0
White collar 52.2 27.6 6.0 1.4
Owner of small business 1.7 1.5 2.2 .5
Owner of medium or

large business 4 4.0 2.2 1.6
First line supervisor 2.4 27.6 22.6 7.0
Middle line supervisor 1.5 13.6 43 .1 30.3

. Major executive 0.0 .2 1.7 52.%
Professional person 13.0 11.8 9.2 6.1
Military service 9.2 5.3 2.0 .5
Other 2.7 3.7 .9 2
Totals 100 % 100 % 100 % 100 %
Number answering 477 456 446 442
No response (of 485)
percentage 1.7 6.0 7.9 8.7

involved another 13%. ‘Only 16% of the executives studied began their

careers in the hourly worker class.

The office, rather than the shop,

provided the first employment for most of the respondents. It should be

noted”fhéf’Z% began their careers as owners of business.

_Further examination of the career sequence indicated that 41 .4% .

had moved up into a supervisory position by the time they were employed
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for five years. After ten years most of them were in middle-line super-
visory or major executive positions with all other occupational categories
decreasing in size. By the timeAthey had been employed fifteen years,
52.3% were major executives and 30.3% were middle line executives. They
had moved out of the laborer and White1collar occupations quite decisively.

Table 36 showed a breakdown of the career sequences by educational
level. While university studies may have delayed the respondent's employ-
ment, they accelerated his advancement afterwards.. Within five years
all with post graduate studies and three quarters of those with é degree
had left the hourly ranks. Half of those employed in salaried ranks who
wént to university had also moved into supervisory and executive ranks.

By the time ten years had passed, none of the respondents remained
in farming and labouring ranks, and the salaried employees were a ninth
of what had been first employed in white collar positions. The pefcentages
reaching minor or professional levels were %4% for the post graduate? 67% for
graduates, 58% for some university and 47% of those with lower educational -
levels. The rank achieved was directly related to his educational
achievement.

By the time fifteen years of employment had passed, over eighty
per cent of the graduates had reached executive levels with smaller
proportions of those ét lower educational levels.

At the degree level the fields of languages and humanities appeared
to progress fastest followed by engineering. Masters of Business Adminis—'
tration moved into supervisory ranks within five years, fastef than any
other graduate field. After ten years there was a larger proportion of

such graduates at the executive level than any other field.



Table 36. Educational Levels and Occupational Sequences

Incomplete

High School Some University Post

Occupation high school graduate college degree grad. Totals

First occupation .
Farmer 1 3 1 0 0] 5
Hourly worker 4 17 8 36 11 76
Salaried worker 22 44 38 91 52 247
Small owner 1 1 4 1 1 8
Medium, large business

owner 0 o) 1 0 1 2
First level supervision 0 0 o1 7 2 10
Minor executive 0 1 2 2 2 7
Professional 1 1 3 34 23 . 62
Other 0 3 8 30 16 57

Totals 29 70 66 201 108 474

Iive years later
Farmer 1 1 0 0 0 2
Hourly worker 2 7 2 8 0 19
Salaried employee 8 27 20 44 25 124
Small owner 1 3 1 1 1 7
Medium, large business

owner 1 .2 5 8 1 27 "
First level supervision 4 18 18 59 ° 27 . 126
Minor executive 3 7 7 27 18 62
Major executive 0 0 0 0 1 1
Professional 1 0 3 30 20 54
Other 3 1T 4 21 12 41

Totals 24 66 60 198 105 45%

(Continued)

0L



Table 36. Educational Levels and Occupational Sequences

(Continued)

Incomplete High School  Some University Post _

Occupation high school graduate college . degree grad. Totals

Tén years later
Salaried employee 1 10 1 7 8 27
Small owner 1 3 1 4 1 10
Medium, large business ‘

owner _ 1 2 2 5 0 10
First level supervision 5 18 21 44 11 99
Minor executive 12 22 29 80 49 192
Ma jor executive 2 7 6 21 16 52
Professional 2 0 0 26 13 41
Other 0 3 0 3 6 12

Totals 24 65 60 190 104 443

Fifteen yvears later
Salaried employee 3 0 1 2 7
Small owner 1 0 0 0 2
Medium, large business

owner 1. 2 1 2 1 7
First level supervision 1 10 5 - 9 6 31
Minor executive 5 28 20 .65 14 132
Ma jor executive 13 24 35 94 64 23Q=)
Professional 1 0 0 17 9 27
Other 0 0 0 0 .3 3

‘Totals 23 68 61 188 99 439

LL



Another factor that accelerated progress into executive raﬁk was .
experience in foreign countries. The two-thirds of the respondents that
had no foreign experience moved into middlé or major rank more slowly:
36% reached that level in five years; 49% in ten. For executives'withl
foreign experience, the percentages were 45% iﬁbfive years and 55% in ten.
That trend should encourage people to seek transfers to the United,States
or elsewhefe to advance their progress in the firm.

There was a relationship between education and foreign experience;
Of those with incomplete high school, 23% had foreign experience and the
percentage increased with further education until 44% of the post gradu-
ates had foreign experience.

Canadian born were less likely to have foreign experience: bnly
one in five as compared with five out of six of the United States born.

Foreign ownership also influenced the degree of experience in
other countries. Only 14% of the executives of wholly-owned Canadian
firms worked outside of Canada, but 48% of the exeéutives in foreign
owned firms had foreign experience.

Firms fhat have operated in Canada less than twenty years were
more likely to be foreign controlled with Canadian participation iﬁ '
ownership. They had fewer employees than the average but placed a highef
emphasis on eaucation. Executives of such firms were twice asvlikely to
‘be born in the United States or continental Europe as the total sample.v
One must conclude that new firms in Canada have made extehsive us¢ of
foreign money and talent.

The mobility of the father while the respondent progressed from

grammar school to self-supporting was significant only in a few areas.

72
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Middle executive rank Was achieved by 21% of the first line supervisors
while 31%vof;the winor executives advanced to major roles. For 83% of
the resﬁondents, there had beénino bhangé in the fatheré' occupations.

Because the‘occupational classifiéationsvwéréAdiffereﬁt.from those
of United States and the questionnaire, a comparison with census figures
was awkward. However, almost ten times the number of execufives that would
be’expecfed came from the managerial>claés of the 1931 census. The only
6ther group with above average representation in thé fathers of the execu—
tives was the prbfessional gfoup with 4.5 timés ifs proportion iﬁ the
labour force. All other groups were under—represenfed in the,ﬁopulatidns
studied. |

The>age at which the respondent enterea his pfesent organization
ranges from 13 to 64-years of age. Despitezthe fact that the highest.
frequency for becoming self»suppprting occurred at age 22, the mean for
entering his present organization was 30 years with a standard deviation
of 10.45 years. Table 37'shows the age group at which the executives
joined their present firm. Plotting the frequencies for this distri-
bution would show a curve skewed towards the lower ages.

The word "organizétion" used in these questionnaires proved.ambig—
uous in view of téker—overs; i.e. An executive fron Gulf'Oil might consider
his organization new in ‘Canada, but someone from British-American would
consider the same firm old. This weakness in phrasing the item was a
more serious problem in this Canadian study than those in which it had
been used previously because of the large numbers of take-overs of
Canadian enterprises by non-residents.

Another aspect of the business career closely related to mobility
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Table 37. Age of Entering Present Organization

Age Number Percentage

Under 24 | 179 57.5%

25 - 34 : : 163 34 .1

35 ~ 44 B - 16.9

45 - 54 - _ - 40 8.3

Over 55 ' 15 3,2
Totals 478 100 %

from one occupation to another is the movement from one business firm to
another. Jénnings suggested that "The old saw of hard work and devotioﬁ
to corporation is diéapﬁgé?iné rapid1y; To be mobile, one must not
become permenently identified,with any one corporation."1o The extent
of this interfirm mObiiity.Was showﬁ on Table 38, . Of the respondents
27% have been with the same firm throughout their careers, while 22% have
been associated with four or moie firms; The average number of firms
served was 2.4 and 147 as an executive. This was less interfirm mobility
than found in Warner's studyg11 He showed.ZS% staying with one firm and
30% associated with four or more firms, When it came to association as
executiveé, 48% of the Americans had been associated with one firm

compared with 58% of the Canadian respondents.,

10z, 5. Jennings, The Mobile Manager (East Lan51ng, Michigan
State Un1vers1ty. 1967), Do 245

1"

Warner and Abegglen, 0p. cit., psx 127,
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Table 38. Number of Firms Associated With

Number of Firms As Employee As. Executive

1 o E 27% 5%
2 e 24
~ 3 ' 24 IS
5 o o 6 6
6 | 3 ‘ .4
7 or more 4 4
Totals 1. | 100 100%

influential connections played no part in obtaining the first job

for three quarters of the respondents. In the case of starting emplojment,
the following connections were present: relatives, 12.3%; friends, 11.9%
and business associates, 4.6%.

. In the case of the current firm, influential connectiohs were
' prééent for 29% of the respondents. Where éuch contacts did exist;"
they benefitted the man whébwas in the president's or chairman's post
most frequently, as shown in Table 39. Only when the father was often a
ﬁajor executive or the owner of a medium or large business did the pefcen—
tage of respondents with connections exceed the average qf 29.3%. - As the>
é%érégé president or chairman was older thén the average vice-president, -
such figures suggest a decline in family influence in the future. As

presidents are often chosen for their ability to get along with others
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Table 39. Influential Connections in Present Firm

Business
Position v , Relatives Friends Associates
President or chairman 11 .8% 13.7% 17.1%
Vice-president 8.4 8.0 | 147
Other officers 4.9 1.7 1%.3
A1l executives 9.5 11 15.5
U.S.-born respondents 6.3 1.4 12.7

it would be unwise to extend that conclusion to’ the other contacts mentioned.
These statisties indicated that influential cénnections played a |

small part in Canada. Those with no comnections were 70.7% for all

respondents and 75% of the U.S. born. Another observation from this

study was that the U.S. born respondents had eﬁen fewer connections than -

fhe proportions for all respondents.
MARRTAGE AND FAMILY .

Median age for the respdndents' first marriages was 26 for thoée
over 50 and 24 years for those under 50 years old. As the average age of
males marrying in 1939 was 29, the executives married younger than the
general population. Iess than one per cent stayed single as compared
with more than ten per cent of the male population in Canada. Table 40
indicated that thére were also fewer widowed or divorced. One can only

conclude that the executivé is more likely to be happily married.
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Table 40. Marital Status of Respondents

Males 45-54 'Canadian

Status ﬁ ‘ 1966 Census Executives
Single 10.6% .8%
Married , ‘ 84 .4 97.8
Widowed 4.4 6
Séparated or divorced .6 .8

Data collected about the occupational origins of the women who
marry Canadian executives was displayed in Table 41. Business and profes-
sional backgrounds supplied 62% of the wives as compared with 70% for the
fggpondents. Only‘8% of thé wives! fathersﬁwere major executiﬁes compafed
w@th,14% of the executives' fathers. Farms were the origin of 13% of the
wives compared with six per cent of thé executives. PFurther analysis
indicated that the executives married women from their own or the adjacent
classes mofe than half thé time. The respondents married women of lower
status almost 30% of the time and women from higher socio-economic origins
léss than 20% of the time.

-Managerial oécupations were represented about eight times and
professional about four times in the wives; fathers as compared with their
proportion in the 1931 male labour force. The other occupations were
not under-represented as much as among the executives' fathers.

Only about 10% of the éxecutives married wives outside their
occupational origins. The Canadian executives were less likely to marry

women of lower rank than those of the Warner study. Compared with 62% in-



Table 41.

of Wives' Fathers and Respondents' Fathers

8

VMale Labour Force.of 1931 Census Compared with Occupations

1931 Male Wives'
.Occupation Labour Force Fathers Fathers
Owner, small business 21.4% 16.8%
Owner; large business 3.4 5.6
First line supervisor 6.2 6.4
Middle line executive 10.4 11.0
Major executive 8.0 14.4
Total Maﬂégerial 6;4% 49 .4% 54.2%
Professional 3.7 5.4 16.4
Farmer 33 .7 12.7 6.4
Hourly worker 4.7 10.2 8.6
Clerk, salesman 14.2 12.9 12.0
Other' .3 1.4 2.4
Totals 100 % 100 % 1005 %

this study,13 51% of the wives in that research came from business and

professional origins.

Wives chosen were more highly educated than the average Canadian

female. They were also better educated than their fathers, but not as

highly as the respondents, as shown in Table 42.

Their marriage produced an average of three children, which was

13

Ibid., p. 179.
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Table 42. Education of Executive and his Wife

, _ Canadian _
Education level A Executive - Wife
Incomplete high school 6.2% 10.1%:
High school graduation | 14.5 v 40.1
Some college 14.2 ' 22.2
University graduate | A 42.6 23,9
Post graduate . ‘ ' 22.5 3.7

Totals » 100 % 100 %

higher than Canadian census statistics show. Moreover, thefe was a trend
‘fdﬁérd lérger families among the younger executives evident in Tabie 43;
The executives' marriages produced 755 sons or 1.58 per respondent.
Waihéf’s study found only 1.01 sons per business leader although the ratio
wgs:hégher for owners of large businesses'and major executives than for

14

those who moved up from lower status positions. The high fertility rate
for Canadian executives may be oﬁe reason.why there appeared tQ be less}
mobility here than in the United States. For our southern neighbor, thefe
wére barely enough sons to fill the occupational positions of the bu;iness
ieaders.‘ In thi; study there were 58% more than»ﬁecessary to fill the
feépdﬁdentS' places. The trend towards 1argér familieé among the youhger’

executives might make movement from other occupational origins into

executive ranks more difficult in the future.

Y1pid., p. 250.
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Table 43. Number of Children

Number o » Under.50‘ ' : Over 50

1 5.8% ‘ 4 14.2%

2 : 23 .7 ' 42.2

3 34 .6 21.4

4. 16.0 . 16.2

5 12.2 4.%

6 3.9 - 1.0

7 or more ' 3.8 .7
Totals 100 % ' 100 %

Respondents reporting
“children - 156 303

As to son's careers, 231 were employed as'indicated in Table 44. A
larger proportion gained professional employment than for the respondents when
they became self-supporting. Many have salaried employment, similar to
thg way their fathers started out. The percentage who were business
owners or partners was only half of what Warner showed.15 As the response
categories for the questions were slightly differeﬁt, it is not posgible

to show an exact comparison for the up-coming generation.

51pia., p. 205.



Table 44. Careers of Bxecutives' Sons
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Occupation Number Percentage
Farmer : : 10 4.4

Hourly worker 10 4.4

Salaried worker 86 37.5

Business owner or partner 15 6.5 B
Professional o 101 44 .6
Government Service ‘ 9 2.6

100 %

Totals 231

COMMUNITY ACTIVITIES

Most mobility studies do not deal with community activities;r However,

Porter discussed the activities of his economic elite outside the board room,

at some length.16 Question 19 was intended to discover the involvement

of major executives in philanthropy, religion and other activities outside

the firm for comparison with the earlier Canadian study. Because his

book is often used as a text or reference for university courses on

Canadian society, it was thought worthwhile to include such comparisons

which might apply to the Canadian executive. The responses might indicate

whether such organizations helped train an executive and/or made use ofA

his managerial ability.

16Porter, op. cit., p. 296-303.



Table 45. Importance of Participation in Social Orgahizations
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- Helps Neither
Types of Social Helps nor Don't
Organizations Much Some Little Hinders Know
Country Clubs and _
Businessmen's Clubs 9.5% 42 .9% 9.5% 38.1% -
Military Clubs - 42.9 2846 4.2 14.3%
University Alumni : : :
and - Fraternities 12.5 75.0 - 12.5 -
Sporting dlibs 25.0 - 25.0 50.0 -
Other | | 8.3  58.3 - . 333 o
None 7.8 21.3 18.6 31.4 10.9

Table 45>has been adapted from a study including the attitudes
of executives towards social organizations.17 Although space was
pfovided‘for answers from the executives on whether such activities
might hinder promotion, none thought such participation would. Even
those who were not active generally felt that such projects did help .
prdgfess.

When they commented on the companies' attitudes towards such
participation, 55% said that their -employers had no policies in this
regard and exerted no pressure. Another 18% did not know what their
employers' attitudes were. Some felt the compaﬁy was favorable to

pdrticipation and in a few instances actually paid for some of the

17R.L. Powell, Race, Religion and the Promotion of the American
Executive (Columbus; Ohio State University, 1969), p. 56.




memberships. Anofher small percentage said the firm had no objection
to membership. The conclusion was that the majority of executives saw
value in joining social clubs, but did not feel compelled to join by their
employer's attitude.

Over 85% of the respondents were active in at least one community
activity and frequently served as an officer as indicated by Table 46.
Industry, ownership or location of head offices seemed to have little

bearing on the extent of their outside activities.

Table 46. Executive Participation in Community Activities

Currently 'Pfésently or formerly

Number of areas _ Active ' an Offieer
0 - 14.2% 22.9%

1 13.8 19.2

2 23.9 22.9
30 21.2 18.2

4 _ 18.4 _ i 10.5

5 : 5.0 4.7

6 or more 3.5 1.6

When the number of activities was related to the exeoutive's birth—
place, the Canadian born was more active while those born in a non-English
speaking country were the least likely to be active or hold office. Over-
representation in executive ranks by United States born was not reflected
ianqmmﬁnity action where their participation rate was slightly less than

for Canadian-born. Those born in other foreign countries had a lower
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activity level and less officer'experience tﬂan those born in English
speaking counfries. The section on nativity had indicated that the létter
group was under-represented in the top executive ranks. Language difficu-
lties, cultural differences and prejudice might all play a'bért in this
lower level of représentation.

The executive over 50 was slightly more active than his younger
colleague with‘an average of 2.5 activities compared with 2.3 for those
vuhder 50. The older man had slightly more experience as an officer. Hé
had served in that capaci;cy in 2.1 éreas compared with 1.6 for respondents
under 50. Of courée there had been more time for his capabilities to be
reéognized and utilizéd.

Rank in the executive hierarchy was also reflected in experience
as an 6fficer in community organizations. The president and/or chairman
had served as officer in an average of 2.1 groups compared with 1.8 for the
vice président and 1.7 for othér officers. A |

Table 47 indicates the relative participation in various types of
community activities by the respondents. Pfofessibnal bodies and trade
associationé had the highest rate, followed by charity drives and relig-

" ious organizations. Political and local government activity was iower
than expected. ‘

Professional and trade organizations provide the execubtive with
opportunities tq stay current in his field through business magaziﬁes,
coﬁferences and short courses and give him contacts with others in the
same area. Of the respondents over 50, 42 .8% were sefving as officers
at the time of the survey and aﬁother 9.5% had served a term'previahsly.

Another 20.8% were currently active. ‘While almost as large a proportion
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Table 47. Community Activities Participated In

Active and Formerly

Type Active Officer an Officer None
Professional and trade ' _

organizations 2473% 38.8% - 8.5% 28.4%
Charity drives . - 26.8 24.3 | 124 36.5
Chﬁ;ehioxhgynagogue | 22 .1 21.6 8.9 o AT
Educational bodies 15.0 12 .4 7.0 65.6
Parent activities - 6.2 12.8 » 121 68.9
Service clubs - 11.1 10.7 8.3 69.9
Other 5.0 6.4 1.9 88.6
Pdlitical organiéation 2.9 2.3 1.0 93.8

Local government 1.9 1.2 1.2 95,5

of those under 50 (62% as compared with 63.6%) ﬁere active, 30.4% were
éurrently serving as officers with another 6.3%'having an earlier term.

The chief executive was more likely to havé an office in a profes-
sionai or_trade organization: 40.4% were serving at the time of the
questionnaire and 10.2% earlier, as cgmpared with 38.6% and 7.6% for .
vice-presidents, and 33.3% and 4.8% for other officers. It would appear
that such'organizafions are making use‘of the skill and prominence of the
chief executivé.

Porter suggested that professional and trade bodies serve as

an extension of economic power in that they often serve as pressure



groups serving the interest of the members.18

Similarly, 73.3% of the chief executives have worked on charity

drives as compared with 58.4% of the vice—presidents and 44 .4% of the

other respondents. Of the executives over fifty, 69.4% have been involved
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compared with 51.3% of those under fifty. Wealth, prestige and experience

put their services in demand in this area.

Porter described organizéd philanthropy as governed by the corp-
orate elite of Canada. They supplied funds and recruited younger execu-
tivés to help on the campaign. He claimed such activity has passed from

19

the control of religion to the control of big business.
Religion was ranked third highest of the community activities.
At the time of the survey, 43.7% of the executives were active‘in church
activities, 21.6% as officers. Another 9.5% had served as officers
previously. Although rank in the hierarchy seemed to make no difference
in‘participation, those respondents under 50 showed 3% less activity-in
this area. No gttémpt was made to identify religious denomination.
Service on school boards, university senates etc. of educational

bodies was performed by 34 .4% of the .respondents. Inlthis way 40.7% of

vfhe older executives and 21.5% of the younger executives had been active.

The chief officer was more likely to sit on such bodies—-47.1% as compared

with 25.4% for vice presidents and 21.5% for other officers. Porter had

commented that members of the business elite were often chosen to honorific

roles on educational bodies.20

In the area of parent activities, the younger executive was more

91p44., p. 302.

18Porter, op. cit., p. 300.

“Oryi4., p. 300.

———



active. lIn such groups as the P.T.A., Boy Scouts, Little League etc.
28.8% were currently active as compared with only 14;7%'of those over
50. This could be related to the trend towards more children noted in
the section on marriage and family. The chief executive has been less
active as an officer in parent organizations. In such a capacity 20%
have served as compared with 28.9% of the vice presidents and 30.2% of
the other officers responding to the survey.
| 'The other officers were mére active in service clubs like Lions,

Kiwanis, Shriners, etc. inclugi’ing the accept&nc.e of officer i)osi‘tion.
Generally the executives overqéb were more active now and formerly as
officers in this class of activity. Ln ¢t

In other groups like ﬂoépital and library boards 11.1% of the
executives were acti&e. Age‘did not make much diﬁferencé although the
chief officer was éurrent1y ﬁore aétive than the Qice-president or other
officers.

Participation in political activities was limited to 6.2% of the
respoﬁdents which was lower than one would expect from other studies.
Porter was able to identify the political party affiliation'of almost
27% of his business elite from biographical information, although he

acknowledged that directors were more likely to have membership than

full-time officers who were the prime subjects of this study.21 In another
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Canadian survey done 32..6% of the presidents indicated that they personally

made a contribution to a political party.22 However financial contribu-

tions were less "active" than participation shown in this study.

2 1id., p. 297.

22Executive, the Magazine for Canada's Decision Makers (Southam
Business Publications: May 1968, Vol. 10. No. 5.), p. 58.
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Newcomber was able to identify the political affiliation of 52% of
her big business presidents of 1950 from biographical data. However the
U.S. system of primaries requires more commitment to specific parties
than ddes Canada's political system. Moreover any U.S. executive in
Canada would lose his American citizenship if he engaged in any political
activity, even voting.

Participation in 1ocai’government'is limited to 4.5% of the execu-
tives and age or rank do not appear to make much difference in the extent
of such activities.

One function expected of a chief executive is participation in
public affairé. The study quoted at the start of this section indicated.
that many executives feel that such activity helped their progress although
they did not feel compelled to participate by any company policy. This
section has tried to give an idea of the kinds of social organizatiéns in
which Canadian.executives share. Not intended to be all-inclusive, the
questionnaire item did not include all the types of activities possible.
However it did give an indication of the number and type of community

activities in which big business executives take part and hold offices.
SUMMARY OF THE EXTERNAL PROFILE

The objectivé of this section is to bring together the main items
of the chapter into an ordered summary so the outstanding factors learned
about the top executive in Canada were reviewed prior to making a compari-
soh with some of the other mobility studies that have been conducted on

executives.

Table 48 attempted to take the information from the returns and
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Table 48. Chronology of Events and Corresponding Ages for Canadian Executives

Yéar Event Age
1914 Birth : : -
1934 Became self-supporting 20
1935 - Graduated from University 21
1939 Married o 25
1940 Entered supervisory ranks 26
1944 Joined present firm 30
1945 Entered middle management ranks | ' . 4 31
1949 Became major eiécutive 35
1960 ~ Assumed present position . 46
1967 Answered questionnaire : 53"

convert the averages into years and ages in order to make a summary of the
external profile of the Canadian exécutive more meaningful in terms of
historical events.

Since the questionnaire was completed in‘mid 1967, the average'
age of 52.6 years gave a birth date of 1914. The avérage respondent was
most likely born in an ﬁrban center inlOn%ério. The chances are better. than
average that he may have been born in United States or wééterg Canada. He
was less likely to havébbeén born iﬁ Quebec, the Atlantic provinces or
Burope than the total population suggested. The average respondent has
been geographicdllyrmebile. Only 25% of the returns came from the:same
province in which the executive was born.

The average executive came from middle or upper class parents who
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immigrated to Canada prior to World War I.

Perhaps because of his family background, the exec;tive did get a
good education although it was completed during the depression when money
and jobs were séarce. HQ went to university and was over eleven times as
likely to have graduated as the total male labqur force in 1961. Nothing
distinguished the fop executive from the general population as much as the
high level of eéﬁcation achieved. Moreover it would appear that the
emphasis on univérsity education has increased &s there were more respon-
dents under 44 with two degrees than with none.

The respondeﬁt was three times as likely as his father to complete
a university degree despite the fact that both his parénts were also better
educated than the labour force of their time.

Although age 21 was the most frequently mentioned age for becoming
self-supporting, followed by 22, then 18, the mean or average was 20. This
age was used in the chronology to allow for those who contributed to the
cost of their education by scholarships and working. One in tﬁenty resﬁon—
dents was a-full—timé student after becoming self-supporting.

Although'military service was not mentioned on the questionnaire,
over 15% of the‘respondents wroté in that occupation as the first job
or at the five_yéar point. Actual numbers were probably higher. Cénse—
quently the war affected the careers of a significant number of the respon-
dents despite the fact that Canada has no compulsory military service.

An aﬁerage age for marriage of 25 would give 1939 as the year for
that event. That was younger than the 29 year old average for Canadian
males that year. Fewer respondents were single, divorced or widowed than

for the male populétion over 25 in the 1966 census.
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. The marriage produced three children, again above the Canadian
average. Almost 45% of those sons that were émployed had professional
occupations, a much higher pércentage than for the respondents when they
started their career. Salaried employmgnt involved 37% of the sons, but
few were owners. It would appear that the sons were following the high
educational and occupational status achieved by their fathers.

The average age for entering the present. organization was used
in the chronology although other ages appeared more frequently in the
responses. On an integer basis, the number of interfirm moves was one
prior to becoming an eiecutive.

Influential connections, contacts, pull or whatever term might
be used had little effect on getting the first job or any subsequent
appointment the respondent may have received.

Although some of the respondents were in supervisory ranks within
five years after starting work, the median passed that point shortly after.
Movement then was quite rapid as éver half were at the executive level
within ten years and major executives by fifteen. The points selected
for the chronology reflect this rapid upward progress.

There were two major factors that distinguished the external profile
of the top execu%ive from the male labour force in Canada. One was the
relatively high'occupational status of his father. Over 70% of the respon-
dents came from managerial or professional origins. In relation to popu-
iation, he was over eight times as likely to have a father in the managerial
or owner classification of the census and almost four and & half times one from
a professional occupation. However iﬁfluence played little part in securing

his appointment. Chances were less than one in five that his father had a
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farm or labouring job.

The other factor was the high level of education achieved. Over
65% of the respondents were university graduates as compared with only
5.6% of the male labour force in 1961. The proporfional representation
waé eleven times what would be expected on a random basis. At the other
end of the scale,vé}2% of the executives had not completed high school
contrasted with 73.6% of that labour force. The représentation was only
one-twelfth what might be expécted. One respondent suggested that a high
school graduate of the 1960's would not be able to-advance to a senior
executive position because the emphasis on high'edﬁcational levels Wpuld
prevent him from entering the stream.

The external profile which has been developed in this chapter has
outlined the relevant characteristics of the top executive in Canada.
Some generalizations have been made about his environment and the forces
that were significant during his life, particularly during his business
careef. Filling out his social, educational and business background was
éne of the primary purposes of this thesis mentioned in Chapter I. There
has also been some discussion of how he reached his position and the route
taken.

Another use for this profile was to compare it with those of other
exécufive types as proposed initially for this research. This is done in

the next chapter.



CHAPTER V
COMPARISON WITH OTHER STUDIES

The objective of this chapter is to compare’the external profile
of the Canadian executive developed in the last chapter with that of
other mobility studies to identify similarities and differences in.
Canadian busineés leadership.

The discussion in.Chapter IT mentioned numerous studies done on
executiveé. In order to restfict the comparisons to a manqgeable size,
it was decided to cdnfineftabular preseﬁtationS‘to those using the Warner
approach. However discussions of Clements' book on British managers1
and Canadian studies on bilingualism and biculturaliém have been included
because tﬁéré were few studies available on executives born in'countries
ofher than United States.

Topics covered in the chapter are birthplace and\nationality,
education, social origins, and business career. The areaé of immediate

family and outside activities have been adequately discussed already.
BIRTHPLACE AND NATIONALITY

Althoﬁgh sixty percent of Canada's population lived in centers of
under 3000 people in 1921, the Canadian born respondents showed the same
téndency to come from larger population centers that had been observed in

American mobility studies. Considerable urbanization has taken place

1R.V. Clements, Managers, a Study of Their Careers in Industry
(London: Allen and Unwin Ltd. 1957).

93



94
since that census, but the majority of the Canadian executives repiying
came from cities, not from rural areas. Despite the fact that the Canadian
census used 3000 for a dividing point, between categories, calculations

resulted in similar ratios of representation in Table 49.

Table 49. ©Size of Birthplaces Compared

) : .
v 4 American Canadian
Size of Warner Federal . Overseas® Can. born U.S. born
Community % R % R % R % R % R,
400,000 and over 26 2.4 21  £.9 25 15 1.4
. . 39 1.5 2.2 (s
100,000 - 400,000 14 1.5 12 1.5 : 15 10 1.3

25,000 - 100,000 12 1.5 12 1.53% 19 .9 15 2.2 13 1.3
2,500 - 25,000 22 1.5 21 1.4 25 1.6 19 1.3d 25 1.6
Under 2,500 26 .6 34 .6 17 4 26 4% 3 8
Census year used 1900 1910 1920 1921 1920

®W.L. Warner and J.C. Abegglan, Occupational Mobility in American
Business and Indust;y,(Minneapolis: University of Minnesota Press, 1955),
p. 87.

bW.L. Warner et al., The American Federal Executive (New Haven:
Yale University Press, 1963), p. 58, 333.

°c.J. Malferrari, "The American Executive Overseas: an External
Profile" (Unpublished Ph.D. Thesis, Michigan State University, 1966), p. 38.

dCanadian census ends this group at 3000. Correct ratio would be
closer to 1 than shown. '

The only group to show more of a tendency to come from towns and
" small rather than large cities was the U.S.-born respondents serving in

Canada. It was almost as though such a background was more suitable fo
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the Canadian operations. However it may be unwise to generéliZe as the
number of U.S. born ahswering this item waé only 78.

| The praportion of Canadian executives who were foreign born exceeded
expectations. Porter had shown 19.6% of his economiq elite of 1950 as
foreign born, half of them from United Statés.2 Although he sﬁggested
that a sizable sharevwaS'foreign, his figures were lower than the 28;5%
foreign-born and 16.3% from U.S.A. for the_Canadian executives shown in
Table 6, page 36.‘ The proportion of American-born respondenté was about
ten times the proportion of U.S. born recorded in the 1961 census. The
pércentage increased with the degree of foreign ownership. During the
.period between the two studies, the amounf of foreign ownership of Canadian
firms grew‘from'25%'to over 34%.3
The official'policy of most multi—natiénal corporations is to hire
as many local natibnal;as possible. A quote similar to the followng might
be found in maﬁy_onks on internationél business:
Most companies compel a firmvto employbat least 85% of nationais,
. The attitude of American business is that a company should use
a minimum of Americans necessary to protect the interest of the owners
and hire the maximum npmber,of local nationals.?
That source gave ratios for the number of Americans in relation to the

total staff employed overseas: developed countries, 1:107; semi-developed

2John Porter, The Vertlcal Mosalc (Toronto: University of Toronto
Press, 1965), p. 287.

“Financial Post, Feb. 27, 1968, p. 21.

4Harland Clevland et al, The Overseas Americans (New York: McGraw-
Hill, 1960), p. 115.
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1047y undeveiqped»cbuntries, 1:29.5

One study indicated that nine percent of the U.S. overseas executives
were in Canada; but"the only comment onitﬁeir backgrounds was that Canada
had the 1aféest:percentage.of university graduates "of any cpuntry reported
on.6

The Royal Commission on Canada's EconomiC~?rospects recommended
that foreign-owned firms include independent Canadians on their boards,
sell stock to Canadians and publish annual reporté oﬁ their operations.
The Commissioners suggested a 1bwer rate of withhg;ding tax for companies
fdllowing such praétices.7 Walter Gordon's budget of 1963 reducedithe
withholding tax on dividends from 15% to 10% for firms with at leaét 25%
of their directors resident in Canada and 25% of the voting stock owned by
Caﬁadians. Proposed increases in such taxes for firms not meeting those
standards were dropped within a year.

Officials of U.S. subsidiaries interviewed on their Canadian opera-
tions were aware of the Canadian feeling that Canadians s@guld occupy‘the
top positions. However they felt that the degree of aﬁténomy enjoyed
by Canadian management was more related to the personality of the sénior
‘éxecutives in Canada than to fheir nationality. In many cases the Canada

opération was more like a branch of the American firm than a separate

enterprise. Some officials felt that free movement across the border

STpid.

6R.F. Gonzalez and A.R. Negandhi, U.3. Overseas Executive, Orientat—
ions and Career Patterns (Bast Lansing: - Michigan State University, 1967),
p. 63.

7Roval Commission on Canada's Economic Prospects, Final Report,
(Ottawa: Queen's Printer, 1958), p. 39.
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1eft more opportunity for personal‘_advancement.8

Returns from 280 foreign cdhtroiled subsidiarieé indicated that in
many cases the boards of.directorsTmet infrequently and had little authority,
particularly in the case.of small firms. The parent organization and
affiliates were often represented on such béards, In only 18% of the cases
was the board chairman shown as an active resident in Canada. A total of
158 presidents or 57% were resident in Canada although some were nationals
of the company of the affiliate.9

Since 1962 the Cofporations.and Labour Union Returns Act has
required firms with over $500,000 in revenue or $250,000 in assets to
provide financial and ownership data for pufposes of economic analysis and
bublic-information. The firsf annual report disclosed 66.7% of the direc-
tofs of 257 firms wifh assets over $25,000,000 were resident in Caﬁada.
Both the percentage of directors who lived in Canada and who wefe Canadian
citizens increased as the proportion of Canadian ownership increased.1o
Table 11, page 40 of this study indicaggaua similar relationship for
Canadian—born executéves. Subsequent reports omitted figures on the
citizenship and residence of the directors and officers. A later amend--

ment blocked access to information on private firms for surveillance

purpbses. However changes in the Corporations Act made in 1971 require

8John Lindeman and D.E. Armstrong, Policies and Practices of
U.S. Subsidiaries in Canada (Montreal: Private Planning Association of
Canada, 1960), p. 36-37.

9A.E. Safarian, Foreign Ownership of Canadian Industry (Toronto:
McGraw-Hill, 1966), p. 57.

1OCorpora’tions and Labour Unions Returns Act, Annual Report, 1962
(Ottawa: Queen's Printer, 1965), p. 35, called CALURA in subsequent
fqotnotes. : : :
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federally-incorporated private firms to disclose their financial position

to the public in the future.

Safarian's statistics on the composition and operation of boards

of directors of Canadian firms have been used as the basis for Table 5_0.1

1

Firmg owned in the United States had slightly higher percentages of inside

directors than the average for non-resident firms, and fewer resident

directors. The average number of meetings per yéar was greatef for all

Table 50. Composition: of Boards of Directors

Assets over a million

B . resident- non-resident Over $25
Composition owned owned million
Management ofbcompany ) 33.6% 36.5% 34 .9%
Foreign affiliates - 40.8 37.3
" Liside divestors 55 0% 7.5 N 1
Other significant owﬁers» 22.4 A 2.4 3.7
Rgsident_outside'directors 3% .6 16.8 19.1
Others 6.2 3.5 5.0
Number of directors 806 1036 356
Pergentagevresidént ip Canada 9% % 55 % 60 %
Number of firms. 90 122 32
Average number of directors 8.9 8.4 1.4
‘Number of meetings per year 7.0 5.1 : 7.6‘“

M Saarin, 0p. cit., p. 271, 34.
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firms with over $25,000,000 in assets at 7.6 per year. The number of
directors was also larger with an average of 11.4 for the biggef-firms.
CALURA reported 66.7% of the directors as residents in Canada for that
size of firm with an,qVéfége size board of 10.12

The question of Canadianizing top personnel and outside Canadian

directors came up again in guidelines for American controlled firms in
1966.13 However, the questionkof outside directors was examined by an
extensive study of performance using profits, market share and other factors
for many large American firms. That author concluded:

Outside—type'directors seem to be an evolutionary remnant of an
era when financier-speculators were prominent in business development.
Under present conditions this type of control seems to be having
serious difficulty in adapting and perhaps in surviving.

Inside-type directorates are far more suited for effective perfor-
mance in modern business endeavor because they provide the competency,
initiative and dedication that are-so essential to today's intensified
competition. In addition, this type of control is best suited for
bargaining and compromising, which assume greater importance as
business decision-making becomes more and more democratized.14

Safarian had returns on the number of presidents having foreign

experience with affiliates. Theyfféhge from 12% for firms with under
$1 million in assets to 44% for firms bétween $10 and $25 million with an
average of 22%. For the next three officers the average was 217.15 All

. three percentages were less than the 48% found for presidents responding

"20ALURA, op. cif., . 35.

13Financial Post, April 23, 1966, p. 2%; August 9, 1966, p. 5.

. 14Stanely C. Vance, Boards of Directors: Structure and Performance
(Eugene: University of Oregon, 1964), p. 3.

15

Safarian, op. cit., p. 58, 60.
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to this survey despite the fact that the questionnaires were not festricted
to foreignQOWned firms.

Political pressure for more Canadian influence in management has
continued. In June 1972, Ontario passed an amendment to its Business
Corporations Act requiring all Ontario—incorporated companies to have a
majority of resident Canadians on their boards of directors.

Gray's report on Foreign Direct Investment in Canada made a mild

recommendation that the government appoint some directors to the boards
of multinationél corporations in Canadé to represent the public interest.17
Both these proposals tend to ignore the gradual erosion by executive
management of the power of the board of directors as the decision making
body. |

| It has been reﬁorted that some officials feel that free movement
across thé border allowé more room for personal advancement. Movements of
executives to U.S.A. or other countries was difficult to trace because
Canada does not record the occupation of emigrants. An extensive gurvey
én immigration and emigration of professional manpower sponsored by the |
Bconomic Council of Canada indicated a net loss of over four thousand

18 In fact this was |

managers to the United States between 1958 and 1963%.
the only occupational group for which emigration to the U.S.A. was not
counter balanced by immigration from other countries. The author said

later:

YO pinancial Post, July 22, 1972, p. 5.

T 1pig.

8Louis Parai, Immigration and Emigration of Professional and
Skil%ed Manpower During the Post-War Period (6ttawa: Queen's Printer,
1965), p. 57. '
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Often, the movement of some of these people is from one branch
plant to another, and such movements are at times a necessary part
of the training and organization of the particular firm. In so far
as this is ftrue, the movements of such persomnel are essentially a
matter of company planning and policy, rather than one of migration
motivated by. superior economic opportunities.19

One of the studies done in United States picked up the movement

of Canadian executives southwazd. Although foreign born represented only
s1x percent of the presidents and chairmen compared‘with 11.5% of the
total population, Newcomber noticed a high representation of Canadians:
In fact, the proportion of Canadians in the 1950 group far exceeds
the proportion of Canadian-born in the population. No French Cana-
dians are found among the executives.
The Royal Commission on Bilingualism and Biculturalism noted that
8.9% of the French Canadians were in the managerial group as compared
with 13.9% for those of British origin. The average for the total labor
Torce in Canada was 10.9%. The percentages of Italians and Ukrainians
in managerial ranks were even smaller.21

The next section suggests that one of the reasons for lower
French-Canadian représentation in executive ranks was the lower level

of education achieved and less emphasis on business oriented courses like

commerce and engineering.

"91pid., p. 93.

20 Mabel Newcomber, The Big Business Executive (New York: Columbia
Uhlvers1ty Press, 1965), p. 42,

21Roval Commission on Bilingualism and Biculturalism: Book IIT,
The Work World (Ottawa: Queen's Printer, 1969) p. 47.
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EDUCATION

Chapter IV has already indicated that the respondents were over
eleven times as likely to have a university education as the male labour .
force. 1In the age group under 44 and for firms with over 10,000 employees
there were more executives with two degrees than with none. There was also
an increasing emphasis on the business administration field, particularly
at the graduate level.

The Commission on Bilingualism and Biculturalism presented figures
that indicated the French Canadian male had received 7.1 years of school
compared with 9.4 for a male of British origin and a Canadian average of
8.4 years. The proportion of people between fifteen and nineteen years
of age attending school was lower in Quebec than any other province in
1961.°2

Two supplementary studies zero in on the differences in specific
terms:

Canadian business organizations today are acutely aware of the
dearth of French-Canadians in higher management positions, and have
naturally attempted to discover the reason for it. One factor which
has been suggested as the chief cause for this significant shortage
is the lower level of education attained by the average French
Canadian in comparison to his English Canadian colleague, a factor
which has, it is proposed, essentially disqualified many otherwise
prime candidates among the French Canadian groups for middle and
high posts in Canadian industry .

Another causal factor proposed has been that the type of educational

system to which French Canadians have been exposed is essentially
different from that of English Canadians. The French Canadian

®21v4id., p. 28.
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system prepared members of this ethnic group for professional or
theological careers rather than for the demands of business.23

Compared with English-language schools, the French language
institutions granted a considerably higher proportion of their total
degrees in the arts and social sciences. Relatively fewer French
‘had either the level or the kind of educational qualifications required
for managerial and professional functions in modern industry. This
is particularly true for those disciplines geared to provide entry
into business carecers: commerce and business administration, sciences

.and engineering.2

‘Not only Was?there the question of field of study but also of the
choice of employment after graduation. Most of the French speaking chartered
accountants (90%) went to work for the provinciél and municipal governments
while 40% of the English speaking foﬁnd jobs in industry and commerce. One
quarter of the French engineers went into'privafé industry and 19% into
consulting as compared with 70% and 12% of the English speaking graduates
' respectively.25“

Armstrong devoted much of his study to a comparison of salaries for
English and French graduvates employed in business, concluding that the

French salaries are as good or better than for the English graduates.

The author commented optimistically on the French Canadian prospects in

the future:

23G.A. Auclair and W.H. Read, "A Cross Cultural Study of Indus-
trial Leadership" (Royal Commission on Bilingualism and Biculturalism,
1966, Unpublished paper on deposit at the National Iibrary, Ottawa),

p. 335.

24D E. Armstrong, "Education and Achlevement——Corporate Policies
and Practices With Respect to Bilingualism and Biculturalism.' (Montreal:
McGill University, 1966, Unpublished paper on deposit at the National
Library, Ottawa), p. 472.

251pid., p. 474.
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Bthnicity or rather lack of fluency in English may at one time
have been something of a disadvantage to the French Canadian, but
now that ethnicity per se has become a factor in corporate practices
and policies of firms operating in Quebec and that it works to the
advantage of the French-Canadian who is young or who has a good
knowledge of English . . . Other things equal, a bilingual French

Canadian is paid a premium for his ethnic origin on today's market.26

Another study obtained returns from 41 large manufacturing firms
employing over 4,000 people each. Discussion of their employment practices
also contained some optimistic comments about Francophone trends:

The availability of French Canadian university graduates in those

disciplines logically related to business has increased markedly
in the last five years or so . . . Demand for those people is so
high that French-Canadians can now demand and receive a salary
premium.

Sample firms are pot neglecting the French-language universities
in their search for new employees. In fact, for engineering and
commerce, the average number of firms visiting each French language
university (23) is more than double the average number of firms
visiting each English language university.27

Auclair and Read did an attitude study of management at three
levels of seven large industrial firms with employment fotalling over
250,000. They commented that they found "no significant differences
between French and English Canadian management-groups."28. This author

has reservations about that conclusion after reviewing some of their

data.

26Ibid., p. 101-102.

27R.N. Morrison, "Corporate Policies and Practices of Large
Manufacturing Firms" (Royal Commission on Bilingualism and Biculturalism,
1966, Unpublished paper on deposit at the National Library, Ottawa),
p. 124.

28puclair and Read, op. cit., p. 48.
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Analysis of their table on the number of years of education29
weakened that argument. With the exception of a large French only firm
with high education levels, the FrancoPhone averaged about six mohths
less than the English speaking. In nearly all groups the French standard
deviation was larger. The French constituted 61% of those at the first
level earning less than $9,000, 46% at the middle level and 25% of those
earning $18,000 per year. The average years of education increased at
éach level of supervision. Such figures would imply that the Frenchimay
be at the lower end of each level and that their educational accomplish-
ments were less.
However the authors of that B & B study concluded that a change in
attitudes was required rather than more education: They recommended the
use of something siwilar to sensitivity gfoups introduced by f?ench'
Canadian executives at the top level.
The results of this study .:'. ;ﬂindiééted that French Canadians
as a cultural group, are not ready to assume the responsibilities
of top management positions because they are not sufficiently economic-
oriented. They do not identify with the primary goals of business '
organizations because role conflicts, which the organizational climate
engenders, create powerful forces of resistance that cannot be broken.
Others, in recognizing that French Canadians have not changed suffi-
ciently, suggest that until the French Canadian educational systenm
changes, one should not expect too much from training . . . it is our .
contention that French Canadian managers have not -changed enough because
-management training programs in industry have not provided the proper

climate to induce change in the desired direction. They have not
been aimed at dealing with the role conflicts that the French Canadian

manager experiences.

Porter made few references to fields of study or universities

attended in his book. However, he did mention that almost all of theA

” - S

Ibid., p. 146. OIbid., p. 337-8.
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engineers and scientists in his economic elite were university graduates
in those fields. McGill was fimt choice for the training of 35.6% of the
Canadian born with the University of Torontobin second placelwith_29.6%.31
In this study, the latter was named most frequently with 21% and McGill
next with aboutf16%; Smaller percentages came from Ontario private
colleges iike McMaster, Queené and Wéstern Ontario, and‘the prairie provin-
cial universities.

Another Canadian study covered.§91 execufives in the Federal Public

32

Service. They had a higher level of education than the Canadian business .
leaders, with 81% having at least one university degree, 30% with a masters
and 14% with Ph.D.'s. The University of Toronto granted the highesf
percentage of degrees with 18.4%, lower than found in this study.

Armstropg reported an analysis of the education levels achieved

by executives according to the number of employees in a firm: for those

with 56—500 employees, 38% of the executives had university degrees; 52%

Ain the middle-sized firm and 68% of those with over 1000 employees.33
Sizge influenced the proportion of executives with university degrees even
more decisively than in this study.

In the last chaptef it was noted that the Quebec born were under-

represented among the top executives, even in their own province. Belanger

noted that 78% of his English executives were born outside Quebec, but

31Porter, op. cit., p. 277.

3ZPhil Chartrand and Ken Pond, "Executive Career Paths in the Public
Service of Canada" (The Canadian Personnel and Industrial Relations
Journal, Vol. 16, No. 3, May 1969), p. 21.

33Armstz‘ong, op. cit., p. 111,
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only 7% of h1s French Canadlans 34 Education played a part in the import
of anglophones: only 67.6% of his FTench managers were university
© graduates; of the knglish, the percentages with un1vers1ty degrees were
72 .6% of thoseiborn-in Quebec; 75% from Ontario, 79% from the rest of Canada
vand 83% of the immigrants. Aside from those”facts, he made no further
reference to the 29% of his so-called Englléh Canadians that were born
outside Canada. It would appear to thls author that unlver51ty training
influenced the movement of many of the potentlal executlves to Montreal.

This section has followed the questlon of birthplace with a
discussion of ethnic origin and the educatlon of: managers with spe01flc
references to Canadian.research in this area. It-would now be approp-
riate to extend the cbmparison of the mobility study to others.

Table 51 compared the educational levgls achieved by Belanger's

35

respondents, those of this study and those of O'Donovan's executives and

36

lower managers. The education acquired by the anglophone and Canadian
executives was similar to that of O0'Donovan's executives.

About 19% of the French Canadian and lower.managers had incomplete
high school. Those with university degrees were‘closer to the exegutive
~level than the lower managers. This would tie in with the large étandard
dev1at10n for the education level of French managers already noted in

the Auclair and Read Study.

Because of the lower educational levels achieved in Quebec and

54 Belander, op. cit., p. 87.

35Ibid., p. 87.

36T O'Donovan, "Differential Extent of Opportunity Among Execu-
tlves and Lower Managers" (Academy of Management Journal, August 1962),
. 145.
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Canada, the representation ratios for university graduatés among the respon-
dents as compared with'the general population were even greater than found
by O!'Donovan: the anglophone leaders in.Quebec were 13.1 times as likely
to have gréduated from university, the French, 10.5 times; the Canadian
executive, 11.6 times; O'Donovan's executive, 7.8; and his 1§wer manager,
2.8 times. The advantage given by a university.degree was even greater
for seeking executive promotion in Canada than in the United States.

Table 51. Education Levels of Quebec and Canadian Executives Compared
With O'Donovan's Executives and Lower Managers

~ Quebec Bxec's® 0'Donovan®
Educational level French  English Cdn. Exec. Lower Mgr.
Less than complete
high school 19.8%6 - 4.6% 6% 3% 19%
High school graduate 12.6 16.0 14 7 S22
Some.college . 15.2 5.7 1425

College graduate 54.5 65.7 65 69 26

a1, Belanger, "Occupational Mobility of French and English Canadian
Business Leaders in the Province of Quebec" (Unpubllshed Ph.D. thesis,
Michigan State University, 1967), p. 87.

T 0'Donovan, "Differential Extent of Opportunlty Among Executives
and Lower Managers" (Academy of Vanagement Journal, August 1962), p. 145.

....Another area where Belanger's respondents resembled O'Donovan's
lower méhageré was in the response rate. For all four firms,ufhe‘iétférféﬁ

response rate was significantly lower for his lower managers thanhis
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execu’cives.37 Only 28% of Belanger's French Canadians and 36% of his
English Canadians returned their questionnaires, whereas the response
rate for this survey and Warner's business leaders was about half.

Belanger's'French respondents had a lower status than the
anglophones: only 21.2% of the French managers were employed by firms
with over $50,000,000 in aséets, the minimum initially set for this research,
compared with 43% of the English. In the group between $10 and $49 millionm,
there were another 35% and 27% respectively.38
The. Economic Council of Canada has commented on the lower educat-
ional achievements of the managerial group in Canada:
There is evidence from the 1961 census of Canada and the 1960
census of United States to suggest that the educational attainment
of the owner and management group is very significantly lower in
Canada than in the United States. The average differences between
the two countries in this regard appear to be wider than in almost
all other major categories of the labour force. Furthermore, inter-
views undertaken by members of our staff indicate that there is
increasing recognition and concern about the need for higher educat-
ional levels for future management in Canadian business firms.
Table 52 indicated the educational levels found in four different
mobility studies.4o As the four questionnaires were completed over a
fifteen year period, the year of return was alsoc shown. A ratio of propor-—

tional representation was also indicated along with the census year used

for its calculation. The three American studies indicated that post

37Ibid., p. 140. 38Be1anger, op. cit., p. 104.

39Economic Council of Canada, Second Annual Review (Ottawa:
Queen's Printer, 1965), p. 62.

4OW.L. Warner and James C. Abbeglen, Occupational Mobility in
American Business and Industry (Minneapolis: University of Minnesota
Press, 1955), p. 100; W.L. Warner, et al., The American Federal Executive
(New Haven: Yale University Press, 1963), p. 354, 355; Carlos Jose Malferrari,
The American Executive Overseas, an External Profile (Unpublished Ph.D. thesis,
Michigan State University, 1965), p. 57.




secondary educétion has now become a virtual prerequisite for entry into
an; administrative career in the United States. Despite a large propor-
tion of American born in the respondents, the Canadian level would appear
about twelve years.behind United States. Because the overall level of
education was lower, the advantage of a udversity degree was even greater
in Canadian buéiness.A

One of the problems in assessing a comparison such as that in
Table 52 was the different methods by which the executives were selected.
The business leaders and Canadian executives were executives whose naﬁes
and firms were available in various business directories and the question-
naires were mailed direct to them. The Federal executives represented
all the employees of the United States government at a grade level of
GS—i4 and higher. With the exception of certain classgified military
personnel, thevqﬁestionnaires were also mailed directly to the executives.
Distribution to the overseas executives was made by fifty-two cooperating
multinational corporations. Hence that research had the least control
over the selection of the population studied. Furthermore, all the
responses from non-U.S. born were eliminated from thét analysis because
there were no domparable statistics available on such respondents. Such
selection would tend to favor men who were on the way up in the organi-
zation rather than those who had already achieved prominence. This diff-
erence in methodology may account for the younger age and higher educat-
ional achievements of the overseas executives.

The average age of the respondents was 52.6 years compared to

5%.7 and 49.4 in the Warner studies and 40.7 in the Michigan study.

110
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Table 52. Education levels of United States and Canadian Executives

Businessa Eedéralb Overseas Canadian
Leaders Executive Executive Executiw
Education Level % R* % R % R % R
Incomplete high school 13 3 1 .06 0 02 6 .2
High school graduate 11 T4 203 A 14 1.6
Some college 19 3.2 14 2.0 .17 LR A S
College graduate 57 8.1 8 9.0 81 9.0 65 11.6
Average age - 53.7 49.4 40.3 52.6
Year returned : 1952 1959 1963 1967
Base year of ratio 1950 1957 1960 1961

*R - ratio of proportional representation

%y.L. Warner and James C. Abbeglen, Occupational Mobility in
American Business and Industry (Minneapolis: University of Minnesota
Press, 1955), p. 100.

bW.L. Warner et al., The American Federal Executive (New Haven:
Yale University Press, 1963), p. 359.

Carlos Jose Malferrari, "The fmerican Executive Overseas, an External
Profile (Unpublished Ph.D. thesis, Michigan State University, 1965), p. 57.

Respondents in this survey were more highly educated Wifhi79.1%
having attended university than the 62.7% indicated in "Porirait of a
Canadian Execu’cive".41 The sample for that statistical study was drawn
from the circulation file of the magazine in which it was published. . .

;éginespondents included executives lower on a firm's hierarchy,withL;LVT;W

greater emphasis on those in service, retail and wholesale and less on

41"Portrait of the Canadian Executive," Executive, The Magazine of
Canada's Decision Makers” (Southam Business Publications, Vol. 10, 1968,
March), p. 49.
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industry and finance than found in this study.

Clements based his book on 670 iﬁterviews in 28 industrial firms.
Consequently his tabulations covered a more restricted sample, but went
further down the organization structure to include lower level managers.
However, it did give some background on managers in England which was
not available elsewhere. University, graduates represented 27% of the

42

total British managers, but 68% of those at upper levels, so his results
indicated a similar emphasis on higher education for those at the top level
of management. Because there was no comparison between the educational
levels and census figures for the.British Hes, it could not be determined
whether the low level of education found in British-born Canadian execu-
tives was typical of all managers born in the British Isles.

Gonzalez observed in his book on executives born in U.S.A. and
serving in foreign countries that those in Canada had the highest propor-
tion of university graduates of any area at 89% which was higher than the
75% shown in Table 24, page 54. The common market countries were next
with 86%. Latin America, the Middle Bast and Far East all had 83%. Other
Buropean countries had 81%, Japan 76% and other areas 667.43

Table 21, page 49 gave an indication of fhe growing importance of
university studies in business among the younger executives. This was a
change from what Porter suggested for his business elite in Canada:
"comparatively few were trained in commerce and administration".44 It

should be remembered that the original data on which his conclusions were

based were accumulated in 1953 and that his elite were directors, not full-

4201ements, op. cit., p. 175.

43 44

Gonzalez and Negandhi, op. cit., p. 62. Porter, op. cit., p. 277.
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time managers. Many changes have taken place in university programmes
and the business leaders since.

Over one-fifth of the respondents to a Canadian magazine survey
indicated that their university degrees were in science, and only 4.6%
held an MBA. The main courses studied were engineering 17%, economics
16%, then business administration 10%, accounting and finance 8% and commerce
7%.%2 I the last three or four fields had been combined, the total would
have exceeded that of engineering and other sciences.

Gould showed a similar trend towards increased education among
younger business executives, especially at the post graduate level,46
as was found for the Canadian executives in Tables 19 and 21, pages
48 and 49 respectively. However, he may have erred in sepé&ating tech~
nical degrees from law and all other aegrees in his analysis and concluding
that "within another decade or two, the majority of the country's 'éaptains
of industry' will be men who speak the language of science and engineering."47

Armstrong's research has indicated the value of management education.
He wrote that education in this field has been badly neglected in Canada;
compared to the United States.

By the time they are in their 50's, engineers in business in

Ontario and Quebec with MBA's earn about $9,000 per year more than the

same kind of engineers with PhUD#s(also in business) despite the
fact that the Ph.D.'s have more years of formal education. . ..

45"Portrait of a Canadian President", Executive, the Magazine for
Canada's Decision Makers (Southam Business Publications, Vol. X, No. 5,
May 1968), p. 54.

46J‘ay M. Gould, The Technical Elite (New York: August M. Kelley,
1966), p. 165.

47"Technicians moving in at the top," Business Week, June 12, 1965,
p. 118.
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The ratio of currenf oufput of graduates in the United States

and Canada per 1000 of population is somewhere between three to four
to one at the bachelor level, seven to one at the master level, and
v1rtually infinity at the level of the Ph.D. 48 :

The returns from top business executives in Canada indicated
a strong tfend towards management education, especially among the youngef
executiveé. An early article in Fortune had noticed that thé proﬁoftion
of executives who graduated‘from science and engineering declined from
45% to 29% for those under 50 while those from business and economics
increased‘from 31% té 38%.49 Similarly Malferrari found a preference
among his overseas executives for business administration at 28% compared
to 17% for engineering. Howevef the first preference of his respondents
wént to é liberal arts education with 45%.50 It could be that ianguages
and social sciences were more valuable to the overseas executives than
éthers.

Without giving any statistical evidence or references for proof,
Jenhings had some definife recdmmendations about fields of study for the
upward mobile: |

Today, 75% of the most mobile men have bachelor's degrees

- in engineering or science and master's degrees in business admini-

stration. Men with this combination of degrees are out-distancing
any other combination .o

'48D.E. Armstrong, "The Manager of the Future,"(Pulp and Paper
Magazine of Canada, May 1967).

49Fortune Editors, Executive Life (Garden City, N Y Douleday,
1956), p. 34. |

50

Malferrari, op. cit., p. 112.

51E E. Jemings, The Mobile Manager (East Lan31ng, Michigan
State University, 1967), p. 21.




15

Richman had a chapter on management development in the United
States. He referred to four separate studies to provide evidence of a
trend toward more and probably betterc education among the business
managerial class, particularly at higher levels. While he admitted that
the proportions of top level managers who had majored in business admini-
stration were small, he explained that formal courses in business were
relatively new, so graduvates had not yet had enough time to reach the top
levels. He described graduate training in business and management as
emerging as a major force in America only in the past several decades.52

Unfortunately Warner's study on business executives did not discuss
field of study so his major work was not available for comparison. Much the
same problem was found in Belanger's study of Quebec business leaders.
However other research has reinforced the findings of this study--an
increased emphasis on courses in management and administration.

The section on education started with a discussion of education
levels in Quebec. It may be appropriate to end with some comments on
education fields in that province.

Armstrong reported less emphasis on commerce courses in the French
universities of Quebec than in the English. Their orientation was towards
the classics and liberal arts. Generally he found a lower ranking for
graduafes from church universities on the Admission Test for Graduate
Study in Business.53

If there is concern about American business leadership in Canada

52Barry M. Richman, Management Development and Educafion in the
Soviet Union (East Lansing: Michigan State University, 1967), p. 32.

53Armstrong, op. cit., p. Bt.
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or about English speaking executives in Quebec, a possible solution
would be to increase the number of university courses with business
orientations. UniVersity training, particularly in business, was where
the gaps between the different ethnic or national origins appeared to

be the widest.
SOCIAL ORIGINS

‘Discovering the social origin of the Canadian executive and
cdmparing it with that of other executives were among the objectives
stated for this study in the first chapter. This section relates the
occupational background discussed in the last chapter to other mobility
studies. The next research referred to served as a convenient tie between
educational and occupational backgrounds even though a direct comparison
was not possible.

Because Clements accumulated his data from personal interviews in
a limited number of firms and because the occupational classifications
were different, it was not possible to make side-by-sideccomparisons

54

of his resulis with those of mobility studies done on the Warner format.
Nevertheless Table 53 suggested great over-representation of executive

and professional fathers and much under-representation of manual and
routine occupations. AThe four key groups that provided 87% of the

British managers represented only 30% of the British males in those classes.

The remaining 13% nhad fathers in routine or manual occupations, which

represented 70% of the British males. Unfortunately, he did not give

54Clements, op. cit., p. 177.
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the census year from which he took the percentages for the male labour

force.

Table 53. Occupational and Educational Background of British Managersa

, Males In Represent- University
Father's occupation Managers Class ation ratio graduates

Professional and high

administrative 34% 3% 1.3 47%
Managerial and executive 26 5 5.2 35
Higher inspectional and ‘ N o
T gupervisory 12 10 1.2 -7 g
Lower inspectional and

_ supervisory ‘ 15 13 1.15 15
Skilled manual and routine 10 10 .25 8
non-manual
Semi-skilled and unskilled 3 29 A7 6
Totals "100% 100% 1.00 - 25%

' “"aR.V. Clements, Managers, a Study of Their Careers in Industry
(London: Allen & Unwin, 1957), Table 10, p. 177.

The first three groups also had larger percentages of university
graduates than those of all British males or of the other managers. The
figures suggested that university graduates often became managers in British
industry, although the overall proportion of university graduates was
lower than that of any other study of business leaders referred to, That .
may have some relationship to the comparatively low percentage of Canadian

executives who were born in the British Isles and had university degrees.



118

If the managers of Cléments' study were typical of the British
Isles, the ratios shown indicated a class structure more rigid than that
found by any other study of managers referred to.

Table 31, page 62 gave information on the occupations of the ante-
cedents of the top Canadian executives. It indicated that the respondent
was more likely to come from a managerial or professional background and
unlikely to have a father from labouring or farming ranks although it was
more possible for his grandfather to have worked in those occupations.

Table 54 provided a comparison of the mobility of the Canadian
respondents with that of two studies done on American leaders over two
generations and one on Quebec business leaders. Unfortunately the latter's
questionnaire did not have an item on the grandfather's occupation, so
the trend into business leadership from farming and labouring ranks evident
in the other three studies could not be confirmed from data available on
the Quebec managers. Each of the other studies showed considerable
movement into executive rank between grandfather and father.

The percentagés of Canadian executives who indicated that the father
was a major executive, big business owner or professional were the highest
of any. The overseas executives showed the highesf percentage with antece-
dents who were small business owners or foremen, ahd the smallest percentage
with antecedents from farming backgrounds. Quebec anglophone leaders
were similar to the Canadian executives except that more came from profes-—
sional and white collar fathers and less from major executive ranks.

Quebec francophones had fewer fathers from big business and professional
ranks, but the largest proportion of any whose fathers.were labourers

or small business owners. This author has suggested that the francophone
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%W.L. Wafner and James C. Abbeglen, Occupational Mobility in

American Business and Industry (Minneapolis:

Press, 1955), . 54.

bCa.'rlos J. Malferrari,

“Laurent Belanger, "Occupational Mobility of French and English
Canadian Business Leaders in the Province of Quebec" (unpubllshed Ph.D.
the81s, Michigan State University, 1967), p. 58.

d

"The American Executive Overseas:
External Profile" (Unpublished Ph.D. dissertation, Michigan State
University, 1965), p. 51.

G - grandfather's occupation.

°F - father's occupation.

fEF - Anglophone's father's occupation.

€rp - Francophone'!s father's occupation.

University of Minnesota -

an

" Table 54. Mobility into Business Leadership over Three Generations
Compared
a b c
Warner Overseas Canadian Quebec
Occupation od  mpe g F ¢ F Erf  mpé
Major executive or 12%  31% 18% 32% 13% 32%  27% 19%
big business owner

Small business owner

..or foreman 20 21 28 27 23 .23 22 . .28,
Professional 10 14 13 15 12 16 17 11
White collar 2 8 11 13 9 12 15 1"
Farmer 35 9 16 2 31 6 5 Ty
Labourer 19 15 13 11 " 9 10 22
Other 2 2 1 2 4 5
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leaders were from smaller firms or were lower in business organizations.

Bach of the authors on mobility included on the last table calcu~
lated occupational representation ratios for the fathers of the business
leaders based on the percentages shown in relation to the census year
nearest to the average year of birth for the executive being studied.

In addition to those ratios, Table 55 showed the results from two other

55 56

groups of administrators; federal executives and college presidents.
Since a university degree would be a prerequisite for becoming the top
administrator of a post-secondary institution, that study was not used in
comparing educational levels. However, such calculations were more valid
when discussing occupational mobility. The ratios were arranged to show
the academic presidents first, and next the federal executives. Then the
four types of business executives were grouped together for internal
comparison and contrast with the other two administrators.

As might be expected, the business leaders were more likely to
have a father already in the managerial occupation. College presidents
ﬁere most likely to have their fathers in the professions of teaching

57

or clergy. Although some federal executives came from labouring
fathers, the elites were unlikely to come ffom farming, labour or white

collar groups.

55W.L. Warner et al, The American Federal Executive (New Haven:
Yale University Press, 1963), p. 322.

56Michael R. Ferrari, "Origins and Careers of American Business
Government and Academic Blites" (California Management Review, Vol. XII,
No. 4, Summer 1970), p. 28.

5T pig.




Table 55. Occupational Representation Ratios of Fathers Compared

Collegea Federalb Business® 'Overseasd Canadian” ngbec o
Occupation of Father President  Exec. Leader Exec. - Exec. English French

Ma jor executive and

Big Business Owner 2.0 5.7 7.8 3.8 ) 8.5 6.3 8.5
Small buéiness owner and : g

first level supervision 2.3 2.2 2.0 1.4 )

Professional 6.2 4.8 3.5 2.5 4.5 2.3 3.1
White collar 4 .8 .8 1.0 .9 .7 1.3
Farmer 7 .9 4 .1 .2 5 .3
Labourer | | .6 1.4 .5 .4 .6 2 .2

Census base 1940 1930 1920 1930 1931 1931 1931

aMichael R. Ferrari, "Origins and Careers of American Business Government and Academic BElits."
California Management Review, Vol. XII, No. 4, Summer 1970, p. 28.

bW.L. Warner et al, The American Federal Executive (New Haven: Yale University Press, 1963), p. 322.

®Ww.L. Warner and J.C. Abegglen, Qccupational Mobility in American Business and Industry (Minne-
apolis: TUniversity of Minnesota Press, 1955), p. 41.

dC J. Malferrari, "The American Executive Overseas, an External Profile"(Unpublished Ph D. thesis,
Michigan State University, 1963), p. 47.

®Laurent Belanger, "Occupational Mobility of French and English Business Leaders in the Province
of Quebec"(Unpublished Ph.D. thesis, Michigan State University, 1967), p :

A
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The extremes were found in the representation of the Canadian
executive, ranging from .2 for labour to 8.5 for the supervisor, owner and
executive. The difference would be even greater if the small owner and
foreman were separated on the Canadian census.

The Quebec business leaders were not too far behind with ratios
ranging from .2 to 8.5 for the francophone and .2 to 6.2 for the anglo-
phone for the same occupational groups. Belanger's results reinforced
the findings of this author.58 One can only conclude that Canadian busi-
ness was lessvlikely to recruit outside the families of the business
elite, particularly from farming and labouring backgrounds.

American business leaders showed more vertical mobility than the
Canadian executives. Belanger's Quebec business leaders also indicated
more upward movement than did thése responding to this sﬁrvey, and the
French more so than the English. He concluded:

"Sons of men in lower occupational strata are under-represented

in the United States as well as in the English and French elite of

Quebec. However the French-Canadian occupational structure appears
more open than the English Canadian, since French-Canadian clerical
workers and foremen supply more than their share of business execu-
tives. . . . occupational origin is more important than ethnicity

in opening the road to the summit of business enterprises."59

For a number of reasons it was difficult to make direct compari-
sons with Porter's economic elite. His work emphasized corporate direc-
tors who ﬁight have been outsiders brought in to give advice in the fields

of finance or law. A number of such people declined to answer the question-

naire in this survey because they did not consider themselves business

58Be1anger, op. ¢it., p. 61.

59Be1anger, op. cit., p. 69.
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executives. Also this survéy used a questioﬁnéire approach whereas
vPorter used library research to obtain background information on his
executives.

However Porter mentioned a high degree of family continuity
within the management of particular corporations.6o Comparisons with
other mobility studies indicated that such trends were not as powerful
aé in previous studies. However it was still true that the number of
men in the economic elite whose fathers were also in it, was much greater
than it would be on a chance basis. Porter showed‘ﬁith some accuracy
that at least a third of his economic elite came from families already
‘ éstablished in the upper clésses.61 Tables 55 and 54, pages 117 and
119 respectively, showed a higher percentage from that class for Canadian
executives than for any of ther£hers. It would indicate less mobility
in Canada than in United States.

Porter suggested further that there had been a decline in upward
moBility in Canada.62 When the findings of this thesis were placed along-
sidé those of Warner and the pioneering study of Taussig and Joslyn
in Table 56 they appeared to suggest a continuation of the same trends.
There were further declines in the percentages of fathers from farm,
owpef and major executive ranks. Percentages of white collar workers,
professionals, first line supervisors and minor executives increased.over
the forty years.

However some of these changes may have been the resultzof changes

taking place in the labour force. It is common knowledge that farming

0porter, op. cit., p. 274. 11pi4., p. 291.

62

Ibid., p. 294.
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now employs a smaller proportion of the labour force than in previous
years. Hence it was desirable to extend that comparison to figures for
the entire labour force to make valid conclusions about trends. Sinée
there was no éarly Canadian study on business executives done on the
Warner approach, the comparison was made with earlier American studies.

Table 56. Occupations of Fathers of the 1928, 1952 and Canadian
Business Leaders

- 1928° 1952° Canadian
Occupation of father Leader Leader Executive
Farmer ' 12% 9% 6%
Houriy worker 11 15 9
Clerk, Salesman 5 8 12
OWheT of business 34 26 22 )
First and middle line executive 7 11 18
Ma jor executive | , 17 15 : 14
Professional . 13 14 17
Other ' 2 2 2

a'F.W. Taussig and C.S. Joslyn, American Business Leaders (New
York, 1932) as quoted in "b".

b

W.L. Warner and J.C. Abegglen, Occupational Mobility in American
Busi§ess and Indust;y,(Minneapolis: University of Minnesota Press,
1955), p. 45.

The cdmparison of occupational mobility ratios over the years
in Table 57 shows increased mobility for only two occupations in Canada:

white collar and farming. Only the latter was significant. The Canadian
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ratio for the managerial field was closer to the 1928 study, which showed
a high degree of over-representation in that category. For the profes-
sional group; Canadian over-representation was higher than either of the
earlier studies. Repfesentation of the labouring group was low in all
three periods. Canadian figures for the two top classes were closer to

the 1928 study than the 1952 one.

Table 57. Occupational Representation Over the Years

American® Canadian
Occupation of Father ' 1928 1952.7.2 1967
Managerial | 9.7 4.7 8.5
Professional 4.3 3.5 4.5
White collar .1 .80 .85
Farning 52 55 e
Hourly worker W32 3% <24
Census base 1900 1920 1930

%W.L. Warner and J.C. Abegglen, Occupational Mobility (Minneapolis:
University of Minnesota Press, 1955), p. 48.

Because so many of the Canadian executives and their ancestors
were born outside Canada, another approach was used to compare mobility
into executive rank that would ignore the nation of birth. In Chapter
IV, ratios of occupational stability and movement were calculated for the
eggcutive's father in relation to the grandfather's occupation. ngb}e_58 '
showed the comparison of these ratios with other mobility studies. The

selected occupations were listed according to the amount of occupational
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Table 58. Ratios of Occupational Stability and Movement Compared

Selected Occupations a a b
of Fathers Canadian 1928 1952~ Overseas Federal®

Ratios of Occupational Stability

Ma jor executive 4.46 4.47 3.60 2.5 ELZE
Farmer 3.71 2.32 2.40 4.9 1.96
Labourer 2.59 4.08 274 3.5 231
Professional 2.25 3.7 2.70 2.1 2.50
White collar 1.93 3.20 2.00 2.0 2.00
Business owner 1.63 1.69 1.56 1.7 1.94
Average 2.68 3.10 2.50 2.8 2.74

Average Batios Out of Occupation

Major executive .82 ;21. ;ig ;Ei ;éi
Farmer -2 .81 .86 .82 .79
Labourer .88 .60 .65 .66 .66
Professional .78 .63 .70 .61 .76
White collar .82 .68 .67 .66 .94
Business owner T4 .60 T4 .82 .79

Average .76 .62 .67 .84 LT

Proportional representation = 1.00

&y .L. Warner and James C. Abbeglen, Occupational Mobility (Minne-
apolis: University of Minnesota Press, 1955), p. 65.

bC.J. Malferrari, "The American Executive Overseas, an External
Profile" (Unpublished Ph.D. Thesis, Michigan State University, 1965), p. 147.

°W.L. Warner et al, The American Federal Executive (Néw Haven:
Yale University Press, 1963), p. T4.




127
stability shown for.the fathers of the Canadian executives. For each
study the ratio for the occupation showing the most stability hasd been
underlined.

A1l the ratios of 1952 were closer to proportionali~i.e. one —-
than those of 1928. Hence they supported Warner's conclusion that there
had been an increase in mobility during the generation.63 The later study
of Federal executives showed an even higher ratio of 5.72 for the fathers
of executive rank that continued in their fathers' occupation.64 There
was no comment on the effect that might have on the earlier conclusion.
Again there was a high degree of continuity shown by the ancestors of
the Canadian executive. The ratio of 4.46 was the highest shown by any
of the studies of business leadership. Compared tobthe low mobility
out of executive ranks shown by other studies, the Canadian ratio appeared
high.

If the relatively high number of children shown for the Canadian
execubtives has extended over several past generations, the fertility
rate could be forcing some sons out of executive ranks. In Canada
increasing foreign ownership could also be a factor.

Looking back on Tables 34 and 35, pages 66 and 68 respectively,
where these ratios were first illustrated might suggest another explanation.
No executive sons moved into farming or labouring ranks according to
the responses to this survey, so no ratios could be calculated for those
fields. Another contributing factor was the relatively high movement

into the two neighboring classes of professional and of supervision and

63Warner and Abegglen, op. cit., pp. 25, 35, 69.

64Warner et al, op. cit., p. 74.
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middles executive. Unfortunately, Belanger did not include a grandfather
item on his questionnaire so no check was available from his research. The
correct explanation may await another mobility study of executive ranks in
Canada.

The occupational continuity shown for farming in Canada was the
highest of the studies shown. It was associated with the lowest movement
out of farming. It could be that the trend to urbanization was later
affecting Canada than the United States.

Hourly workers came next in terms of continuity, but ranked second
in three other studies. They also showed low means for movement out of the
field except for the Canadian study. The census figures indicated about 40%
of the male work force in this group. The small number of Canadian respon-
dents with grandfathers in this field (42) may have introduced some bias
in the results.

For the Canadian executives, the ancestors in the professions
showed significant mobility into management ranks and little into other
occupations.

For the white collared workers, there appears to have been a decline
in mobility since the 1928 questionnaire. Since census figures show this
to be a growing field of employment, such a trend appeared reasonable.

For all studies the ratio of continuity was the lowest for the
business owner. This could be associated with the growth of corporate
enterprise by incorporation of small firms and outright purchase. The
average ratios for movement out of that field varied, but there appeared
to be a trend towards more proportional representation in the United States.

In summary, the antecedents of the Canadian executive showed more
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continuity invmanagerial roles and farming than most of the other studies.
Although there were differences in other occupations, they were not as
pronounced. All five studies showed the lowest continuity for the busi-
ness owner.

Generally speaking there was less mobility into executive rank in
Canada than was found in comparable studies done recently in the United
States. It would now be appropriate to look at how the business executive

progressed in his career.
CAREER PROGRESS

Comparisons of career sequences found in four different mobility
studies of business leaders were shown on Table 59. The 1srgest percentages
of business leaders started in white collar ranks followed by labouring and
professional fields. TFor Warner's study and Belanger's, the professions
were second and labourers third. Labouring was the starting field named,
second most frequently by both the overseas and Canadian executive.

To shorten the table, labour and farm occupations were combined,
then dropped from the fifteen year point because there was less than half
a per cent left in that group. Belanger's study did not show separate
figures for business owners or military, so the spaces were left blank
on his tables. Other occupations and no responses were also left blank
for overseas executives because the information was not reported in the
book published on those executives.

Over a third of the leaders had already started to move up the
ladder before they were employed five years. Many had left white collar

and labour ranks, although the French leader of Quebec had made less progress
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Occupation

a b .
Warner Overseas Canadian

QuebecC

English French

~First Occupation

Ma jor executive
Minor executive
Professional
White collar
Business owner
Labourer
Military
Other

No response

5 Years later

Major executive
Minor executive
Professional
White collar
Business owner
Labourer
Military
Other

No response

10 Years Later

Ma jor executive
Minor executive
Professional
White collar
‘Business owner
Labourer
Military
Other

No response

10
24
43

15

39
21

N NDW N

26
46
14

— = s\ 0

(Continued)

n Ul
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10
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52

17

41
12
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12

(o)
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0
L
R
44

31
42
14

7

0
"
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36
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11
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37

1"

34
42
17
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Table 59. Comparisons of Business Leaders' Career Sequences (Continued)

, - b Quebecc
Occupation Warner Overseas™ Canadian ZEnglish French
- percentages
15 Years Later

Major executive 57 32 52 62 64
Minor executive 26 63 37 24 . .15
Professional 10 2 6 9 18
White collar 3 2 -2 2 0
Business owner 3 0 2

Military 1 1 1

Other™ ™ 0 0 3 3

No response : 10 9 11 13

%W.L. Warner and J.C. Abegglen, Occupational Mobility in American
- Business and Industry (Minneapolis: University of Minnesota Press, 19557,
P 116, - T

bR J. Gonzalez and A.R. Negandhi, The U.S. Overseas Executive,
Orientations and Career Patterns (East Lans:ing: Michigan State University,
1967), p. 39. ‘

“Laurent Belanger, "Occupatlonal Mobility of French and English
Canadlan Business Leaders in the Province of Quebec" (Unpublished Ph.D.
thesis, Michigan State University, 1967) p. 97.

Aﬁring the first five years. Nevertheless, the franchophone made uﬁ for.
slow.progress. and had the.largest percentage at major executive.rank after
féﬁ &ears. At all times, the francophone showed the largest percentaéé of
professionals. Whether tﬂis reflects their training or the esteem: with
which that field is regarded by the French Canadian would be a matter of. ..
coﬁjecture withqut further research.

The French respondents also showed the largest percentage at the
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major executive rank at each point after starting employment. This could be
a question of terminology in translation or the method of grouping occupational
classifications used by the researcher. Belanger's English—Canadians also.
showed a higher percentage of responses for the major executivé position at
the ten and 15 year point.

Belanger's results appear to contradict the statement made in tﬁe
highlights mailed out for this thesis that "A comparison with-the Warner
study indicates that career progress (for the Canadian executives) ﬁas not
as rapid as for the American business leader." That conclusion was based
on the lower percentages of Canadian executives classifying themselves as
major executives at the five and ten year points on the career progress
question. Belanger's research was not located until after the highlights
were mailed. '

Besides the possibility of interpretation mentioned, Belanger's
Quebec Business leaders came from smaller firms than the Canadian respon-
dents. Many of his respondents came from firms too small to be included in
this analysis. ZLess than half his French managers and just over half his
English respondents in Qﬁebec came from firms large enough to meet the size
ériteria established for this thesis.

One of the things to be noted in the career sequences was the virtual
disappearance of the independent entrepreneur. Few of the business leaders
aéhieved their prominence by owning their own business. The high point for
the Canadian executive was five percent. It was even lower for the American
business leaders.

Newcomber has compiled data over half a century that documents

the disappearance of the entrepreneur. The percentage of entrepreneurs
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among her business leaders shrank from %1% in 1900 to 10% in 1950. Over
the same period the cépitalists, those who inherited or bought existing
businesses, shrank from 12.5% to 4.927.64

Different authors have usea various approaches to link educational
levels and career progress. The career sequences used in the last chapter
and by Warner to relate status and educational levels were patterned after |
Taussig and Joslyn's pioneering work. Newcomber related the age at which
the present position was achieved to educational level and found that educa-

65

tion was a short cut to promotion. Malferrari phrased oné of his questions
to get the age at which his overseas executives assumed positions at differ-
ent levels of the hierarchy. He was then able to determine the average age
at which the respondents reached each position in relation to the level of
education. He found education reduced the age at which the executive reached
each level of responsibility.66

Belanger asked the Quebec business leaders at what age they assumed
their present position. This was then converted to average ages for compari-
son with other items. Belanger found that education speeded progress
through the levels of business organization.68

Regardless of the father;s occupation, the francophone achieved
his present position an average of 6.2 years earlier than the anglophone.
In both ethnic groups the son of a major executive or large business owner

reached his present position soonest. In the case of the English, it was

the labourer's son who took the longest to reach his present position; but

64Mable Newcomber, op. cit., p. 90. 65Ibid., p. 77.

66 67

Malferrari, op. c¢it., p. 40. Belanger, op. cit., p. 77.
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the professional's son was the slowest among the French. Those two
occupations provided the widest ranges between the founding nationalities
of Canada. The French of professional origin "arrived" only two years
before the English, while the French of labouring origin achieved his
present position 9.7 years before his English counterpart.69

While it took both ethnic groups longer to reach their present
positions in large firms than in small, the time advantage for the franco-
phone to achieve his present position was greater in large firms.7o It
would suggest that the lafger firm may be more conscious of Quebec national
feeling and may be trying to do something about encouraging French manage-—
menf. Unfortunately the number of respondents or the level of significance
were not shown, so it may not be correct to do more than conjectﬁre.

Executives in Canada's Public Service showed higher levels of edu-
cation at the more senior levels, something which did not apply to the top
level of Canadian business executives. Although the deputy minister or
department head was older, he spent less time at the team leader position

71

before moving into management levels. A trend towards younger appoint-
ments to executive ranks did not appear among the government executives.
Another interesting observation from that study was that transfers
between departments aided upward progress, but service outside the govern-
ment tended to slow down progress in relation to the time spent in such

areas.

Interfirm movement was something that could be readily compared

69 70

Belanger, op. cit., p. 114. Ibid., p. 123.

71Chartrand and Pond, op. cit., p. 20. 72Ibid., p. 25.
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between the various mobility studies. Unfortunately, none of the research
tried to relate such moves directly to career progress in the same way that
it was done in the report on the public service. Table 60 showed a comparison

of such moves for various mobility studies.

Table 60. Interfirm Mobility of Business Executives

a b Quebec®
Number of Firms Warner Overseas”  Canadian FC BC
1 25 41 27 24 18
2 23 25 27 25 20
3 22 17 24 21 22
PR . . 13 18 9 igt e
5 or more 17 9 13 14 28
 Totals 0% 1% T00% T00% T00%
Average number of firms 2.9 2.2 2.4 2.5 3.3

aW.L. Warner and J.C. Abbeglen, Occupational Mobility (Minneapolis:
University of Minnesota Press, 1955), p. 127.

bR.F. Gonzalez and A.R. Negandhi, U.S. Executive Overseas (East
Lansing: Michigan State University, 1967), p. 99.

L. Belanger, "Occupational Mobility of French and English Canadian
Business Leaders in the Province of Quebec" (Unpublished Ph.D. thesis,
Michigan State University, 1967), p. 106.

Of the five different groups of executives, the Overseas executive
made the fewest moves between firms followed by the Canadian executive of
this study. The French-Canadian business leader in Quebec made the next

largest number of moves followed by the big business leader of Warner and
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Abegglen. The Ehglish—Canadian business leader in Quebec made the most
moves, in sharp contrast to the American executive overseas, who might also
be considered to be working in an alien environment. It was also quite a
contrast with the results of this study in which 126 or about a quarter of
the responses came from the province of Quebec. It could be that some of
those answering Belanger's questionnaire also answered this one, although
none identified it on the iast item of this questionnaire.

Another item worth comparing would be the influence of friends,
relatives and associates on one's career. Unfortunately this péoved more
difficult than anticipated despite the similarity of questionnairé‘items.
Warner and Abbeglen grouped their responses differently when reporting
thé results, while Belanger combined three different categories into one
and Malferrari omitted the item entirely. However some comparisons can
be made for those having no connections: Warner, 66%;73 Canadian.execﬁtives,
71% but 75% for U.S. born; and Belanger, 71% for his FEnglish Canadians’
and 81% for his French.74
ﬂ In the Canadian studies the percentages shown as having friends
and relatives in the same firmwere quite low, particularly since 55% of
the respondents indicated their fathers were in supervisory, executive
or ownership‘roles in business. In this connection, Belanger made this
comment concerning influence: "Pull or hepotism does exist within hierarch-
w5

ical structures, but it was not widesppead.

The phrasing of Belanger's questionnaire gave him information to 4

73Warner and Abbeglen, op. cit., p. 162.

75

74Belanger, op. cit., p. 126. Ibid., p. 218.



137
construct tables showing the average ages at which the respondents entered
business and assumed their present positions. The differences represented the
number of years required to reach their present positions. By doing this for
both the language groups in business leadership in Quebec, he was able to
determine the differences based on education, father's occupation, size of
business and other factors that might influence career progress. He found
that the francophone achieved his present position an average of six years
faster than the anglophone and the difference was even greater for larger
firms.76

Malferrari designed his questionnaire to obtain the age at which the
overseas executive was appointed to three different levels of hierarchy:
first level supervision, minor executive, and major executive. This was
the most useful approach for analyzing the relative effects of education,
birthplace and father's occupation on career progress. In addition to
having upward mobility at the 5, 10 and 15 year points, he had the specific
ages forreaching each level. He was then able to determine percentages,
means and standard deviations for various factors that might affect career
progress.77

Occupational origin, education, foreign experience, birthplace of
the executive all played a part in the upward movement of the executive.
Brief mention was made in the last chapter of the size of firm, its owner-
ship and the type of business as minor factors affecting the upward mobility

in business organizations. Next comes a summary of the findings and the

possible implications for prospective leaders of Canadian corporations.

TIpid., p. 114. "TMglferrari, op. cit., p. 93.



CHAPTER VI
CONCLUSIONS AND AREAS FOR FURTHER STUDY

This chapter briefly reviews the findings of the previous two
chapters and suggests some possible areas for future research.

The leading executives of Canadian business have not emerged
proportionately from the general population. Geographically they have
been quite mobile. Only forty percent of those replying were born in
the province or area where they now occupy major decision-making positions
influencing the economic affairs of the nation.

The western provinces have céntributed more than their share while
Quebec and the Atlantic provinces have not produced their proportion.

Large numbers born:ih these areas havg migrated to head offices in

Ontario and Quebec. About a quarter of those responding from the latter
province were born within its boundaries. 1In contrést, over three quarters
of the executives born in Ontario wére at head offices iﬁ that province.
Educational and cultural differences probably contributed to the disparity.

Urban centers produced a disproportionately large share of the
Canadian born executives. Over 54% of the executives were born in cities
over‘25,000 but only 25% of the Canadians were city dwellers at that time.
Other mobility studies reviewed made similar observations about the origins
of managers. Both social backgrounds and educational opportunities may
have played a part in this situation.

United States born executives held leading positions in Canadian

business in disproportionately large numbers. That country supplied 16 .3%

138
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of the respondents although only 4.3% of the Canadian population in 1921
had been born there. .In 1961 only 1.6% of the Canadian population reported
a U.S. birthplace. Many of the U.S. born executives were found in indus-
tries which have experienced great expansion in Canada during the past 20
years - oil, chemicals and cement. The percentage also increased with the
degree of foreign ownership. In the firms that have been in operation in
Canada less than 20 years, 31.3% of their executives were born in the United
States. On the average, the American immigrants were more highly eﬁucated,
varticularly in the fields of business administration and engineering.
Consequently, it appears that these executives were brought into industries
where Canada had neither time nor facilities to develop its own experts.
This may be placing Canadian bwned firms at a competitive disddvantage
in growth areas.
| Probably the most significant factor distinguishing the respondents
from the general population of Canada was the educational level attained
by the executives. The proportion with university degrees was eleven times
the percentage in the male labour force. At the other end of the scale,
only 6% had not completed high school as compared with over three quarters
of the labour force in 1961. There were more than twelve times more men of
meager education in the general population than among the elite. . Education
certainly appears to be a prerequisite for promotion to executive rank:.
The importance of education was even more evident among the younger
executives and in firms with over 10,000 employees. In both groups of
executives, there were more respondents with two degrees than with none,
This trend towards more education was apparent in executive backgrounds

in all the studies reviewed.
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Also evident in this study was increased emphasis on post graduate
studies in business administration and commerce. Almost half the younger
respondents with post graduate training indicated this field. It has been
-described by Armstrong as thé area of education in which Canada lags farthest
behind United States.1 The trend oﬁserved in.this study indicates that
further researéh should be made into increasing the quality and nuwmber of
Canadians educated in this field.
Lower educational achievement was one of the reasons why French
Canadians appear under-represented at management ranks.2 Studies done for
* the Royal Commission on Bilingualism and Biculturalism indicate that field
of study was another. The French language universities emphasiée classics
and liberal arts. The French speaking graduvate with training in commerce
or engineering is now being offered a premium for his ethnic origin by
large firms.3 There was also some evidence in Belanger's study that the
career progress of such individuals was more rapid than for English Canadian
managers in Quebec.4 Perhaps the rewards now being offered the French
Caﬁadians.méy bring about changes in the educational programmes of that
province.
However, the rest of Canada cannot afford to be complacent about

management education by making comparisons with Quebec. Still larger

1D.E. Armstrong, "The Manager of the Future," Pulp and Paper Magazine
of Canada (Gardenville, Quebec: May 1967) .

2Royal Commission od Bilingualism. and Biculturalism, Book III, The
Work World (Ottawa: Queen's Printer, 1969), p. 93. '

3R.N. Morrison, "Corporate Policies and Practices of Large Manufac-
turing Firms" (Royal Commission on Bilingualism and Biculturalism, 1966. Unpub-
lished paper on deposit at National Library, Ottawa), p. 24.

e s 41, Belanger, "Occupational Mobility of French and English Canadian
Business Leaders in the Province of Quebec" (Unpublished Ph.D. thesis,
Michigan State University, 1967), pp. 114, 123.
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percentages of American executives have university degrees according to
recent mobility studies. If the comparable percentages from this study were
placed on a trend line from the Warner study to more recent ones, it would
appear that the Canadian respondents are about twelve years behind United
States despite the number of well educated executives who were born in that
country.

Comparisons of cccupational origins would suggest that mobility
into Canadian executive ranks is less open than in United States. Seventy
percent of the respondents indicated that their fathers were business
oﬁners, foremen, executives or professionals compared with only ten percent
of the 1931 male labour force. Representation ratios of 8.5 for the manag-
eriai group and 4.5 for the professional were higher than any recenf American
study of business managers.

Because immigrants represent a large proportion of the Canadian
executives and their antecedents, another check on mobility was made that
would be independent of national boundaries. 3By comparing the occupation
of the executives' fathers with those of the grandfathers, ratios of occupa-
tional stability were calculated. The Canadian ratio for the executive
raﬁk was highér than'that of any study of American business leaders. That
observétion tends tp confirm the earliervcomment about less mobility into
Cénadian éxécutive ranks than in United States.

Based on the results of twb mobility studies in United States,
Warnef concluded that there héd beenlan increase in mobility into executive

5

ranks in that country over a generation.” Porter suggested that mobility

5W.L. Warner, and J.C. Abbeglen, QOccupational Mobility (Minneapolis:
University of Minnesota Press, 1955), pp. 35, 65.
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into executive ranks in Canada had deélined.6 The findings of this thesis
aloné were not enough to conclusively refute or suppért his comments.
Additional research will be required to ascertain the true situation in
this area.

An influencing factor mentioned in this thesis would be the large
number of sons reported by the Canadian eiecutives. Their marriages produced
an average of 1.58 sons, which would be more than enough to fill their
fathers! jobs. If the high rate of fertility and the high rate of contin-
uity continues in high executive ranks in Canada, it may make upward mobility
difficultlin the future. In comparison, Warner observed only 1.01 sons per
executive in his respondents, barely enough to succeed their fathers,7

Despite the observations made in the last paragraph,'the responses
to both this study and Belanger's indicate less influence from relatives and
friends than had been found in the Warner and Abbeglen research. All mobi-
lity studies had noticed that the ratios of continuity were the lowest for
business owners. The decline of the individual proprietor in favor of the
éorporate form of organization is fairly common knowledge.

In view of this, why the high degree of continuity among the
executives? How do Canadian corporations recruit their managers and prepare
them for executive roles? Although the answers to such questions were part
of the goals:of this thesis, no satisfactory explénation developed——another
possibility fof additional research.

The social, educational and business backgrounds of major executives

6John Porter, The Vertical Mosaic (Toronto: niversity of Toronto
Press, 1965), p. 294.

7Warner and Abbeglen, op. cit., p. 250.
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in Canada should be of interest to corporations concerned with the training
and succession of their top employees. The universities have a responsibility
to provide the facilities and programmes for their academic training. Since
both the quality and quantity of managers affect the performance of the
Canadian economy, the governmenﬁ should encourage their development.

This research has indicated the value of university training in
business. Corporations and governments could encourage the development of
courses aﬁd prospective managers by providing grants to investigate further
the development of managerial skills and the various approaches which might
be used to encourage their growth.

This is an area of education in which Canada lags far behind the
United States. Would pfoviding.funds for developing such human resources
be a better way to preserve a Canadian identity than giving grants to

corporations to develop resources and build industrial plants?
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Table 61. Analysis of Mailings and Responses by Industrial Classification
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No. of No. of Questionnaire Response
Industry Firms Mailed Returned Rate
Mines 28 78 29 37.1%
Mineral fuels 19 b4 33 61.1
o132 62 48.5
Foods 33 94 52 54 .2
Beverages and Tobacco _ 9 27 12 44 .4
Rubber and. leather 10 30 19 63.3 .
Textile and clothing 10 30 12 46.6
‘ . 181 97 51.9
Wood, paper & lumber - 22 67 26 38.8
Printing and publishing 6 18 9 50.0
Primary metal 9 25 13 '52.0
_ 110 48 43.6
Metal fabricating 10 350 13 43.3
Machinery 10 30 16 53.3
Transportation equipment 17 50 24 48.0
Electrical products 14 42 24 57 1
Cement 9 28 16 57 .1
Refining = - 11 32 17 53.:1
Chemical 12 35 20 57 .1
Miscellaneous manufacturing 15 43 20 46.5
’ ' 290 150 51.7
Construction & other 6 18 7 38.8 -
Transportation and : -
© communication 31 94 47 50.0
112 54 48.2
Wholesale & retail
- trade 17 51 23 45.1 45.1
Banking 8 24 5 20.8
Finance 8 25 14 56.0
Trust & loan 7 21 12 57 .1
Insurance 11 32 21 65.6
102 52 51.0
Usable replies 485 49.6%
Discarded as incomplete 2 2
Refusals 18 1.8

Totals | 332 978 505 51 .6%
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QUESTIONNAIRE COMMENTS

"I went to university during the day and worked nights and weekends—-
it can be done!"

"I believe executive opportunity in Canada is very great. It seems to
us that the opportunities considerably exceed the supply of competent
people.

In the Atlantic region, the difficulty of keeping or attracting
first class management is having a serious negative effect on our develop-
ment. It seems to be very difficult to keep or attract good managers
to this region unless they have a personal interest here, such as family
connections.

There are constant opportunities and pressures for good managers
here to accept positions in Central Canada or the U.S.A. They are very
hard to deny."

- President, Maritime Telephone and
Telegraph

". . . many of your questions seem quite superfluous if the title of
your thesis is "Mobility of Business Executives in Canada". If you are
interested in the how and why of 'Executive opportunity in Canada' you
surely would be more concerned with the why and how a man succeeded in
attaining his present job rather than where one was born and the sex of
one's children etc."

- from an executive born in Russia

"VWpre important than all the foregoing are hard work, desire to lead,
sense of responsibility and flexible attitude--following of proper degree
education.”

"There is an insatiable demand for honest young people of average intelli-
gence who are prepared to dedicate themselves to the success of their

firm knowing intuitively that their personal success can only come with

or after their firm's success—-never before."

"Many subscribe to the theory that 'luck' plays a key role in an individual's
success. If 'luck' bears the following definition, then I subscribe to

the theory:--'Luck is when good planning meets opportunity'. DMore than

ever before, the opportunity for a full and successful life time is

available to more and more Canadian youth. It requires good planning,

a creative mind and a generous amount of hard work."
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Questionnaire comments 2

"A breakdown of the specific industry might be enlightening. For example
the oil business has developed most since 1947. Time is required to train
nationals for key positions . . . Another point you might find of interest
is the reason a person entered that particular field. You have ascertained
the family-friend connection but could you not have researched the original.
motivation.

Why was relluneration omitted? Should you not at least check the
remuneration at the time of starting employment, as related to remuneration
available in other fields®?"

- President, Great Plains 0il & Gas

"Do not underestimate the role of the services in providing opportunity
in handling people and in administration. Despite the overall horror of
war, many of my generation would not have advanced as far as we have
without the education and experience, however informal, of the service.
I doubt that 'advancement to senior executive position' will be
possible for high school (only) graduates of the 1960's. Not because
some might not be smart enough, but because of our demands on starting
educations which will deny to many the opportunity to enter the stream."

"For students seeking a career in sales of a professional nature such as
chemical or mechanical engineering, I consider the following steps
important:

1. Obviously attain as high an academic education as possible. (The

. main contacts are with high calibre professional engineers.

2. Gain practical experience in the related field (such as an apprentice-
shlp) You then can discuss manufacture intelligently as well as the
technical aspects)..

3. Never stop learning and keep in touch with new procedures.

High pressure salesmanship is not required and is in fact frowned
upon, but complete technical and practical knowledge is a must.

With enjoyable hard work and constant study, this is a very rewar-
ding and worthwhile career with unlimited opportunities for 1nd1v1dual
advancement."

— Industrial Sales Manager

"There are three requirements for success as an executive and in this
order: 1. Integrity, 2. Brains, 3. Energy. If education is available
it helps in proportion to the amount. These qualities however are more
essential than education, breeding, social position, colour, pull, or any
other."

— President, Dunlop Rubber
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Questionnaire comments 3

"Data developed from this survey would probably reveal a different pattern
for the years 1947-67 (20 years) than for the previous 20 years 1927-1947.

The information developed might be more meaningful if reported as separate
or subtotals. Trend might be more discernable."”

"The factor of 'being in the right place at the right time' should not be
overlooked. It has some importance in one's progress.”

"Have been a director and senior executive in a large U.S. firm for 25
years. This firm owns 80% of the Canadian company of which I am now
president, through its Canadian subsidiary. $240 million have been
expended in building the plant, more than 90% of which was raised in the
U.S5. All of the funds are guaranteed by the U.S. parent company, hence
its interest in hav1ng the new company under supervision of one of its
senior executives.

- President, Great Canadian 0il Sands

"Following graduation from university, I was employed by a U.S. company
in the U.S.A. Years later that company acquired control of a Canadian
company of which I became a director, then vice-president, then subse-
quently president, returning to Canada to reside and work."

"As a matter of general reflection, I did not know any person in any of
the four companies in which I have been employed when I joined each
company."

"Looking back, I would say that any success I have had was due in part to:
1. I had to make an effort if I were going to be regarded as a "success"
by the standards of my time, 2. The college courses I selected, namely,
Mathematics and Physics are most interesting disciplines. I learned to
develop formulas rather than, as engineers do, use formulas. The study
of Mathematics forces one to think in the abstract and to think clearly,
3. 1 was blessed, or otherwise, with an imnnate drive which some people
lack.

The above three points are all wrapped up in the French system
whereby top students who have acquired their senior matriculation (Bacca—
laureat in.France) if they had the above three requirements and have done
particularly well in their Baccalaureat, they spend two years cramming for
the examinations which will admit them to the Ecole Polytechnique in Paris.
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Questionnaire comments 4

Three hundred are accepted each year. As graduates they are known as
Les "X". Alumni of the "X" wind up running most of France's biggest
private and state—owned companies. The Polytechnigque's curriculum is
based upon Mathematics and. Science and problems are dealt with in
abstract terms.

I suspect that such an approach is tougher but more valuable
than the Business Administration Course given today even the top ones
such ag the Harvard Business Administration School.

- President, Cement lafarge
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Study of Business Leaders In Canada
Faculty of Commerce and Business Administration

Univérsity of British Columbia

STRICTLY CONFIDENTIAL Industry code 1-5

1,

2.

3.

What is your present age? . . ¢ « o o o o o o s o o o' 6=7
At what age did you enter your present organization?. . 8-9

How many years have you been at your present level of
job reSPOnSibility? . 2 s ~ @ ¢ o e s & & e o @ o ¢ o lo'u

What is the full official title of your present
business position? 12

Which of the following categories production « « « o &

most clearly describes the kind sales, promotion . .
of work done by you or the people accounting, control
under you? finance, credit . .

engineering . « .+ o

research . + « « o+ &

personnel . . . .« &
other (please
specify)

NowmPWwN
Vo
[
N
7

RN

®

At what age did you first become self-supporting? . . . 14-15

After beccming self-supporting, what occupation did you
engage in? (Please check the most appropriate category.
If you have not been self-supporting as long as the column
indicates, leave blank).

When you first

became self- 5 years 10 years 15 years
supporting later later later
16 17 18 19
farmer « + ¢« ¢« ¢ o ¢ o o o 0 0o e o0 1 1 1 1
hourly worker: « ¢ « o ¢ ¢ ¢ o o ¢ o __ 2 2 2 __ 2
salaried employee (non-

Supervisory) » « o + o ¢ ¢ s o o o __ 3 3 3 3
owner of small business. « « « o« « « __ 4 4 _ & __ 4
owner of medium or « + ¢« ¢ + & « o

large business « ¢« « ¢ ¢ ¢ ¢« ¢ o o __ 3 3 5 3
First line supervisor. « . « « ¢« o » __ b _ 6 6 __ 6
middle line executive. « ¢ ¢ ¢« o « o« ___ 7 7 7 17
major executive . . « ¢ 4o s o e .. __ 8 __ 8 .__ 8 8
professional person. « « ¢« + o o « o« __ 9 9 9 9
other (please specify) . ¢« « ¢« o« oo __ 2 __a __a __ a

How many firms haQe you been associated with during
your business career (including your present firm)? . . 20

How many firms have you been associated with at the job
level of minor or major executive (including your ‘
present firm) ? e @ & ® e e ¢ € 9 0 * e s+ & o & s o o o . 21
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10,

11,

Have you been a resident outside Canada while employed
by.business? . v o ¢ s ¢ ¢ 6 4 e 0 s s s s e s s . . o yes 1

' : no __ 2 (22
If yes, in how many countries? . . . . « ¢« v ¢ o ¢ o o o __ 23

How many years has your present organization been con-
ducting business in Canada? e e s e b s e e e s e 24~-25

12, What is the approximate size of this organization's
activities in Canada? . .
approximate value of total under $25,000,000 _ 1(26
assets in Canada: $ 25,000,000~ 50,000,000 2
$ 50,000,000-100,000,000 3
$100,000,000-500,000,000 __ 4
over $500,000,000 _ 5
approximate number of under 500 1
employees im Canada: 500-1,000 2
1,000-3,000 3
3,000-5,000 . 4 (27
5,000-10,000 __ 5
over 10,000 __ 6
13, To what degree is the voting stock over 95 per cent _ 1
of your organizaticn owned in Canada? 50 - 95 per cent - __ 2 (28
5 - 49 per cent __ 3
under 5 per cent __ 4
14, Were any of the following owners or executives:
in the business which in your present firm
you first entered when you entered it
yes no yes no
' (D (2) (1) (2)
relatives __ 29 _ 32
friends _ __ 30 _ 33
business associates - 31 — 34
15, Are you single? 1
married? 2
separated? __ 3
divorced? __ 4 (35
divorced &
remarried? __ 5
widowed? __ 6

16.

17.

In what year were you first married? . . « « « o « o ¢ o 19 (36=~37)

What is (was) the principal occupation of the following:
ycur father your father your . your
when you were when you became father's wife's
in grammar self-supporting father father
school :
38 39 40 41
farmer 1 1 1 1
hourly worker 2 2 2 2
salaried employee (non
supervisory) -3 3 3 3
Owner of small business & _ & _ & _ &
owner of medium or large '
business 5 5 5 5
first line supervisor 6 6 6 6
middle line executive 7 7 7 7
major executive _. 8 — 8 _ 8 __ 8
professional person 9 9 9 9
other (please specify) —a —a __a ~_a

(If deceased or retired, please indicate previous occupational level.)
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18, What was the highest level of écHooling attained by yourself and
certain members of your family:

yourself father mother wife
Less than high school 1 1 1 1
some high school 2 2 __ 2 2
high school graduate 3 (a2 __3(43 __3(a4 __3(s5
some college _ 4 & & __ &
college graduate 5 5 5 5
post graduate study 6 __ 6 __ 6 6

If you are a college graduate, please answer the following questioms.

If not, please skip to question 19,

Name of college or university If you have done graduate work, name
awarding undergraduate degree: university awarding highest degree:

46 47

Please indicate undergraduate graduate
major field field

arts, languages, humanities
biology, zoology
social sciences
physics or chemistry
engineering
business administration
medicine
law
other¥*

*please specify

(48 (43

O oUW
O CONOU B WN

19, What are your community activities? check here check here if
if active you are or were
an officer
parents' activities:
P, T.A., Boy Scouts, Little League, etc, 1 1
Service organizations:
Lions, Kiwanis, Shriners etc.
Church or synagogue
Charity drives, United Fund, etc.
Educational bodies: (50 (51

|1
L VI )
|11
Bwn

school board, university senate etc. 3 -
Professional or trade associations _ 6 __ 6
Local government 7 17
Local political organization __ 8 _ 8
Other¥* _9 9
* please specify
20, Place of birth self father father's
, father
Canada 1 1 1
British Isles __2(52 253 __ 2 (54
United States 3 3 3
Other * _ & _ & _ 4

* please specify

If born in Canada or United States, in which state or province were

you born?
What was the approximate size over 400,000 (or suburb) 1
of your birthplace at the time 100,000-400,000(or suburb) __ 2
you were born? 25,000-100,000 __3(55
2,500-25,000 b4
rural or under 2,500 5
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21, How many children do you have?

boy(s) 56 girl(s) 57

22, What career has your son(s) entered? If more than one son is
self supporting, please indicate the number in each career,

not entered career as yet
farmer

hourly worker

salaried worker

business owner or partner
profession

government service

NN s W
P}
\n
@

23. Do you recall participating in a similar scientific study
of business leadership? s

1
o__ 2 (59

5 &

If yes, please indicate under whose auspices it was
conducted. e 60

(If you have any further remarks about these matters, they would be helpful.
Please use the space on the reverse side for any comments you would like to
make.,)



160

PRINTED CARD ENCLOSED WITH QUESTIONNAIRE

Please forward a summary of the thesis ‘“The Mobility
of Business Executives in Canada,”” by W. G. Daly to:

RETURN ADDRESS STAMPED ON RACK

FACULTY OF COMMERCE
AND BUSINESS ADMINISTRATION
UNIVERSITY OF DRITISH COLUMBIA
VANCOUVER, B.C.
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CHARACTERISTICS OF SENIOR BUSINESS EXECUTIVES IN CANADA

Highlights from thesis research done by W. G. Daly for the degree of Master
of Business Administration at the University of British Columbia.

The excellent response of Canadian executives to our questionnaire made
this report possible. Executives receive numerous requests to cooperate in
various types of surveys. We realize, too, the heavy cost in executive time,
of answering every request. -Knowing this, we particularly appreciate the
fact that so many cooperated and took time to complete our questionnaire,

Our sincere thanks to all our participants. I regret that economic pressure
forced me to take a job and delayed progress on the research and this report.

From the 986 questionnaires mailed out, 485 usable replies were
processed, or 49.2%. The executives to whom they were addressed head the
largest business concerns in Canada. To the list of 100 largest manufacturing
firms published by the Financial Post were added others with over 500
employees or assets over $25,000,000. 90% of the responses came from firms
with assets over $25,000,000 and 75% from those with over 1000 employees.

In some public corporations the selection of three top officers was
straight-forward: chairman, president and executive vice-president. How~-
ever the use and meaning of titles is by no means consistent from one firm
to another. Sometimes the author made an arbitrary choice based on the title
and Canadian residence of the executive. A summary of those replying is
shown on the next page to indicate the authority of those included in this
report:

Composition of Sample by Position in Hierarchy

, Number Per Cent
Chairﬁan or president 225 46.4
Vice President 197 40.6
Other officers: treasurer, secretary,
sales manager, personnel manager, etc. _EE . 13.0
Totals 485 100%

To indicate the representation by different segments of the economy,
a summary of the returns by industrial classification has been provided:

'
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Composition of Sample by Industrial Classification

Mining and oil expl;iation

Food, beverage and clething
Wood, paper and primary metal
Secondary manufacturing
Transportation and communication

Merchandising

Banking, finance and insurance

Number
65
94
48

148
54
23

52

485

Per Cent
.4

13
19.

9
30,
11,

4
10

4

.9

8
1

.8
.7

100%
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Probably the most significant factor distinguishing the respondents from

the general population of Canada was the educational level attained by the
executives. 64.8% graduated from university, many with second degrees.
is much higher than the 8.4% reported for the managerial occupation in staff

studies done by the Economic Council of Canada .l

Educational Level of the Canadian Executive

Compared with Canadian Labour Force (Male)

Educational
Level

Less than high school
Some high school

High school graduate
Some. college

College graduate
"Post graduate'

Totals

1 Bertram, Gordon W., The Contribution of Education to Economic Growth,

Canadian
Executive

.8
5.4
14.7
14.3
42 .4
22.4

100%

Canadian Male
Labour Force
Ages 25-64

43.8

29.7
8.7
10.1

5.6

100%

i

Staff study No. 12, Economic Council of Canada, 1966. Page 8.

This
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Compared to the educational level of the Canadian male labour force,
those who have completed their university training are over eleven times as
likely to be top executives.

This relationship is in agreement with previous studies done on
executives born in the United States. The proportion with degrees is higher
than the 577 observed by Warner and Abegglen in their study of 1952 American
executives.? However it is not as high as the 81% shown by a Michigan study
for executives born and educated in the United States, but serving their
corporations overseas in 1962,

In the Michigan study the executives to whom the questionnaires were
sent out were selected by the overseas division of the cooperating firm.
Consequently the distribution would tend to favor men who were on the way
up in the organization rather than those who had already achieved
prominence. This difference in methodology probably accounts for much of
the younger age and higher educational achievements:of the overseas
executives,

Average age of the respondents was 52.6 years compaxed to 53.7 in the
Warner Study and 40.7 in the Michigan study referred to above. To try to
assess a trend, the replies were divided into groups below and above 50 years
of age. 76% of the younger group and 61% of those over 50 had university
degrees.

Respondents in this present survey were also more highly educated
(79.1% had attended university) than the 62.7% indicated in "Portrait of a
Canadian Executive™, The sample for that statistical study was drawn from
the circulation file of the magazine in which it was published. Compared
with the cross-—section used in this study, their respondents included
executives lower on a firm's hierarchy with greater emphasis on those in
service, retail and wholesale and less on industry and finance than does
this study. More questionnaires were processed despite the fact that
response rate had been less. Motivation for the research appeared to be
market studies rather than probing the backgrounds of executives to
determine career progress and opportunity.

Analyzing the field of study under the age groupings mentioned above
showed a growing emphasis on education in commerce and business administration,
especially at the graduate level, Further research should be done on business
education of the type that does not lead to a university degree, eg. that
done by university extension departments, Advanced Schools of Management
and professional societies. Nineteen Chartered Accountants indicated their
qualifications and have been shown separately in the tables below. Some
respondents indicated a second degree, such as law or graduate studies. The
latter interpretation has been included with studies at the Master's or
Doctor's level.

2 Warner;, W. Lloyd, and Abegglen, James C., Occupational Mobility in
American Business and Industry. Minneapolis: University of Minnesota
Press, 1955,

3 Malferrari, Carlos Jose, The American Executive Overseas: ' An External
Profile. (Unpublished Ph.D. dissertation, Michigan State University, 1965)

4 "portrait of the Canadian Executive', Executive, The Magazine of Canada's
Decision Makers. Business Publications, Vol.10, 1968, March, p.48-53,
April, p.53-61, May, p.53-58.
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Social sciences

Engineering

Law

Totals

Educational Fields of Study for Canadian Executives

Field of Study undergraduate graduate
under over under over
Arts, languages, humanities 12.8 13.0 5.7 3.5
Geology, biology, zoology 6.0 4.7 5.7 10.5
5.1 3.6 3.8 7.0
Mathematics, physics, chemistry 5.1 8.3 3.8 7.0
39.3 42.0 13.2 14.0
Commerce and business administration 22.2 19.6 49.3 19.3
Chartered accountancy 5.1 4.2 14.8 12¥3
4.3 4.7 3.8 21.1
Others not included above - - - 5.3
100%  100% 100%  100%

117 193 53 57

Number responding

No relationship was found between the number of employees in a firm and
the educational level of its top executives, but the results suggest that
firms with greater total asset values had top executives with greater

educational achievements.

An examination of the career sequence of top Canadian executives
indicates that 41.4% started to move up into a supervisory position by the
time they were employed for five years. After ten years most of them were

in middle line or major executive positions.

By the time they had been

employed fifteen years, 52.3% were major executives and 30.3% were middle

line executives.

165
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Trends of QOccupational Advancement

Occupation of

Canadian Executive First S years 10 years 15 years
occupation later later later
Farmer 1.0 .4 .0 .2
Hourly worker 16.1 4.2 .0 .0
White collar 52.2 27.6 6.0 1.4
Owner of small business 1.7 1.5 2.2 .5
Owner of medium or large business 4 4.0 2.2 1.6
First line supervisor 2.1 27.6 22.6 7.0
Middle line supervisor 1.5 13.6 43.1 30.3
Major executive 0.0 .2 11.7 52.3

Professional person 13.0 11.8 9.2 6.1
Military service 9.2 5.3 2.0 .5
Other ' 2.7 3.7 .9 .2
Totals 100% 100% 100% 100%
Number answering 477 456 446 442
No response (of 485) percentage 1.7 6.0 7.9 8.7

A comparison with the Warner study indicates that career progress was not
as rapid as for the American Business leader.

Nevertheless a comparison of the occupations of the executives' fathers with
such previous studies suggested greater upward mobility in that a larger
proportion of the top executives had fathers who were laborers or first line
supervisors,

Relatives, friends and business associates did not influence the career
progress of over 70% of the executives. However, where such contacts did
exist, they benefitted the man who was in the president's or chairman's
post most.

Influences of Others on Career Progress

Business

In Present Firm Relatives Friends Associates
President or chairman 11.8 13.7 17.1
Vice President 8.4 8.0 14.1
Other position 4.9 11.7 13.3

5 Warner and Abegglen, p. 116.
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As the average president or chairman was usually older and less well
educated than the average vice-president, such figures might suggest a
decline in family influence in the future. As presidents are often chosen
for their ability to get along with others, it would be unwise to extend
such a conclusion into the other two major classes of contacts covered in
the questionnaire.

An analysis of the birthplaces of the top executives indicates that
Quebec and the Atlantic provinces are under-~represented in relation to their
populations. The ratio born in Quebec seems particularly low when 25.7% of
the responses came: from that province.

Birthplaces of Canadian Executives Compared
With 1961 General Canadian Population

Place of Birth Executive 1961 Ratio of
Population Relative
% % Representation

Atlantic 5.4 11.3 .47
Quebec 11.6 25.8 .43
Ontario 33.1 28.6 1.16
Prairies 17.5 10.1 1.11
British Columbia 3.6 4.7 1.31
Total Canadian Born 71.2 84 .4 .85
British Isles 8.8 5.6 1.57
United States 16.3 1.6 9.73
Other Europe 3.8 8.0 .48
Elsewhere - .4 -
Totals ' 100% 100% 100%

Because of the over representation of American born executives, further
research was done to compare their background with that of the Canadian born
executives. The United States born were more highly educated, particularly
in the fields of commerce and engineering. Many of them were in the
industries which have experienced great expansion during . the past 20 years;
0oil, chemicals and cement. None of the American born executives were under
35. Consequently it appears that these men have brought considerable
experience and knowledge to fields where Canada has not been able to develop
its own business executives.
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