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- INDUSTRY AND INDUSTRIAL LSGISLATION

JANITOBA

PART I: Introductory

It is cheracteristic of the subject of Industrial
Legislation that any literature dealing therewith rapidly
becomes out of date, and, consequently, loses much of its
value from year to year as the wvarious statutes sre amended
and broader interpretations given %o the law, While, gen-
erally speaking, laws affecting the relatiénships between
employers and employees come under the jurisdiction of the
Provincisl Government, there are numerous statutes passed
by the Dominion Government which directly relate to the sub-
_§¢Gtﬁ Hunieipel Bodies also possess certain delegated éﬁth—
_ority to pass by-laws respecting industrial conditions.
Whifé the Courts do not maske law, judicial decision moulds
the interpretation of the law, and, therefore, may be said
to meke changes in theklaw, Then agsain many Industrial
statups sre administered by Commissions or Boards, such as
the Workmens' Compensation Board, ilinimum Vage Bsgid, ete.,
and these bodieé issue regulations under powers conferred
by the governing statute which have the effect of either
widening or narrowing the scope of the law. V¥ith . so many
legislative, judicial and quasi - judicial avenues leading
to changes in the law, it is apparent that & treatise which.
might be gpproxinately compfehensivé in 1931, would be very
nuch out of date a Lew years hence.

A gfeat deal has been written about Industrisl

Legislation during the past fifty years and thercifore there
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is very little need, in fact very little excuse, for orig-
insl thought in dealing with the subject. 4 recital of the
legal intricacies surrounding the working of industrial
statutes might be interesting, but inasmuch as law is nerely
one of the vehicles by ﬁhieh econonic principles find expres-—
sion, an attempt will be made to deal with the subject from
the economic point of view.

As a country becomes more industrialized the greater
is the tendency to interfere with freedom of contract by means
of so-called Labour Legislation: When the industrial pursuits
of Manitoba were confined to the pounding of pemiecan and the
chipping of arrow-heads there was 1ittle need for Eight-Hour
Bay,<or Workmens Conpensation legisl§tion. Before maﬁufac—
turiﬁg~in Ianitoba became firmly estadblished and Agriculture
was not only the basic but almost the sole occupation of the
people the only law which sought to regulate conditions of
labour to any aspprecisiie degrée was that part of the Common
Law of Englend which could;be apolied to this Province, and
which becsme the law of Manitoba on July 15, 1870. Since
that time msnufacturing hss grown to such an extent that in
1929, for the first time, the value of products mznufactured
in Manitoba exceeded the walue of the agricultural production
of the Province. Some idea of the rapid déveiopment of in-
dustry, apait from agriculture, may be gained fron 8 consid-
eration of the faet that, during the past eleven years, the
industrial payroll has been doubled.

With such increased indusirisl activity iunvolving
rapid increase in the employnent of labour it was only nat-:

ural thot muach labour legislation shoulﬂ £ind its way into
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the statute books of the Province. 4s a result there is such
a large wvolume of statute law _dea1ing with thé subject that
it is secarcely necessary to give much consideration to the
Inglish law, except insofar s it lays down principles which
have formed the basis of various Eanit?ba Agts.

While no attempt will be made in this discussion
to exhaust the subject, attention will be drawm to the more
important plieces of legislation. The Yorkmen's Compensation
Act undoubtedly is the most important. industriél statute in
the realm of Manitoba's labour laws, and therefore will re-
ceive more defailed analysis than those laws which.aie more
confined in scope. _

In gppraising the value of the different industrial
statutes consideration must be given to the benefits and cost
to the employee, to the employer and to the State. If?'By:
the application of this measuring-rod, some of the 1awé are'
found to be inadequate and irksome, we must remember that.fre-"
quently political expediency rather than economic regsoning
plays a prominent part in modern demoeratic institutions.”

Before pascing on to 8 more #etailed discussion of
the subject, 1t may be well to note the general tendency to
extent the field of legislative regulation of industry during
tie past twenty years. Our economic and indastrial system
has undergone & radical change. Hass production in large
plants with thousends of workmen hss teken the place of the
zmall worizshop in which employees and employer freguently
worked side by eide on intimate terms. New methods of
firance, mergers snd the mechanizatiah of industry have rc-

noved, to & large extent, the perconal relationship bebween
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ths ﬁwc great partners in industry. During asnd foilowing .
the Great War our governments began, as they thuught, to
make the @ori& g better place in which to 1i§e send Legis-
lation designed to promoie social and humanitarien ideals
rayidlj assumed bblky proportions. Another factor which
hss contribubted to thi& movement hes been the growing
strength of labour organizations., In Zrovineial as well
as in Dominion politics the emergence of third and fourth
pafties hes given a small labour representation an enormous
bargaining sfrength. ‘Governments, dependent upon small groups
in order to retaiﬁ political office, have given concessions
to workmen in the matter of factory reguletion which, under
a strong two-party system might have been postponed until
s much later 3éte. » %

Although the Eastern Provinces, particularly
Ontario and Yuebec, becane in&ustriaiizeﬁ at a much sarlier
dste then Meniitoba, it is noteworthy thst Manitoba sdvanced
much more rapidly in the matter of legislation regilating
working con@it;ons in her <factories and WDrK;ShOPS.' 4 com~
'parisou of the industrial legislation of Hanitoba, and that
of other Provineces of thé'Dominion,shows that lianitoba em~

ployers have tregted their employses very liberally indeed.
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PART II:  M¥inimum Wage for Women

cmaptER I - Purpose end Scope.

| Manitoba hﬁs been & pionser in the field of Mini-
mum Wage legislation, heving passed the Hinimum Wage Act in
1918 and appointed a Board which held ite first meeting in
April of the seme year. 3British Columbia followed with the
appointment of a Bosgrd in July 1918. In 1919 Saskatchewan
passed similar legislaticnién& was followed by the somewhat
elaborate Act passed by the dntario Legislature in 1920. The
Hova Sgotis éct-wgs passed in 1920, but not proclaimed until
1524, and as yet no Board has been éet up to administer the
Act. The Alberta Act which was passed in 1922 was declared
invalid in 1924, and & ne# Act adopted in 1925, and in the
same yesar Quebeg entered the field. B

The Mnimun Wage Act. of Eanitoba has been enforeed
for 13 years, and has not been amended to any appreciable
extents There are two reasons férvthis._ In the first place
the original Act emsiged as the resull of extensive deliber-~
ation on the part of employees and employers, and secondly,
such wide DQWBrs.aréAcanferred upon fhe Board %o issue éegur
lations covering modifieations, necessary to cope with ehangin%Z
indnstrial conditiong, thet extensive anendments to the Act ’
have been found wmnecessary.
The Principal provisions of the Act may be divided

into the following divisions:

(1) General Purposs.

Section 4 of the Aeﬁ summarizes the objects

of the 1egislat10n by setting out that:

"Phe sald Board is hereby authorlzed and empowered to ascer-
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tain and:declare,.and to make zl1l necgssary-or&ers reletive to:-
{a) Standards of minimum wégea for employees, and
| what wages are adequate to supply th%ieeessary
cost of living to‘employees, and maiﬁtain them
in health;
{b) Standards of hours of employment for employees
in eny occupation within the meaning of this Act;
{c) Stendaris of eonditions of labour for employees,
and what surroundings or conditions, sanitary or
otherwise, are essential to the health or morsls
of employees in any such accupation:’

{2} Scope of the Act.

The aét-applies to emplpyees énd the term "em-
ployee™ is defined to, "mesn and inelude every female worker
employed in sny mesil-order house, office, place of amusement,
shop or factoiyiin any eity in Hgnitoba who is in receipt of
or is eétitled to cémpensation for labour performed for any
such employer.”™ |

The definition of the term "shop” excludes domestic
servants and employees of a "religious, cheritable, political
or patriotic institution, or = hgsPitai, nurses' training
8chool or a braneh of sny munieipal or other government.”

If conditions of labo&r, wages and hours of work of
femnle workers prior to the passage of the Zct were such ss
to render regulation necessary it does seem odd thet the above

exemption should be made. In the ecase of hospitals there may
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ﬁe ample cause for leaving femsle workers engaged in nursing
outside the scope of the Act since emergencies may render long
hours of work necessary. Iven admitting this to be the case ’
it would be & simple matter to cover standards of working con-
ditions, wages and hours for nurses by sSpecisl regulations
sufficiently elastic %o ailow for any emergencies that might
arise. There can bs little excuse however, for excluding
maids, assiétants, cobks, cherwomen etc. engaged in hospitels
from the benefits of the det.

IZ it is a gbo& thing to compel owmers of factories
or mail order houses to place their female workers under
sténﬁaris set up by the Minimum Wage Board, surely the same
should apply to political institutionsvas well. 3Zqually in-
consistent is the excelusion of femele domestic servants fron
the operation of the Aet. If it is necessary to pay a female
worker engaged in one line of endeavour, a wage "adeguate %o
- 8upply the necessary cost of living and meintain her in healtgf
for hours of lebour that are "reasonable” under conditions ;
"egsential to the health and morsls of the employee*”then the
game sfould De negessary in all cases. One of the sprongest
argunents sdvanced in févour of iinimum Wage Legislation in
Uanitoba was that female workers must not £ind it necessary to
sﬁpplement their regular wages by resorting to immorsl praec-
tices. With this point of view no respectable person can take
exception, bub it is difficult to understand the basis for the
distinetion between females engaged in shopé gnd factories and

those engaged in wvocations to which the det does not apply.
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Maniféstly the morals of a domestic servant, whose duties
touch the weifaxe of the home, are as important, both to
nerself ss well as to her employer, as those of & female
worker engaged in msking o#erails or wrapping parcels.

On the other hend it may be argued that a Minimum
wage for female workers is unnecessary in the case of the
exempted employees because the conditions of labour, wages
and houre of work are sgtisfactory. In most cases this is
true, but if a wage of §12.00 per”week is the minimum out of
which an overall operator can maintain herself then how can
a domestic servent or a girl engaged by a "political insti-
tution™ live respsctabiy on a lesser wage? The food costs
presumably would be similar and the clothing costs higher for
the donmestic or"political” worker since She must dress more
‘ expensively. It may be ssid that the latter type receive more
than the minimum wage established under the Act. This may
have been the case in 1918 when the Act was passed, but it
does not apply today. It is not uncommon to find maids wo rk=
ing 12 hours a day for 5 days and six hours for 2 days'every_
week at & wage of fiom $10.00 to $25.00 per month: True they
receive théir board but many of then sléép out in their own
rooms. This is 20 hours per week 1ongér than any girl is per=-
nitted to wofk under the Act and is not egquivaslent to the
lowest weekly wage ($11.00) allowed by the reguletions for
experieﬁéed help. Recently two ladies advertised for doﬁestic
help. FortyFSeven girls responded in one ecase and £ifty-five
in the other and all expressed a willingness to acecept £15,00

a month and sleep out.
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While the Act gives the Board power o extend the
applicghion of the Regulation to "any portion of ﬁaﬁitaba,
not in any City" the Board has not exercised the power exten-
sively. The result is that female workers outside of Winnipeg
and Brandon do not enjoy the benefits of the legislation,
except to a very limited extent.

In dJdiscussing Industriel Legislation it may appear
irrelevant to consider the conditions of labour in pursuits
which are not industrisl. The Sco?e 5f the lMinimum Yage Act
is fairly consistently confined to industrisl female workers.
The exemptions from the operation of the Act are discussed
solely to show that employers of industrisl female labour are
forced to pay higher wages for shorter haurs, than any other
class of employer. In other words female workers in non-
industrial wocations have not received the protection afforded
those engaged in industry. That this is discrimination cennot
be doubted. Whebther or not it is unfair diserimination is
ranother guestion.

It is suggested that there are three causes for this
differential treatment of female workers.‘ The first resson
complies, to a large extent, with the pfinciples of sound
‘economics. It is claeimed that factory and shop work is more
tiring end irksome than work in those occupations to which the
Act does not apply. In most cases +this is true, altbough maﬁy
female workers prefer employment in factories %o housework, and
in most cases city employment is iaken in preference %o thst
offered in towns to which the 4ct does not apply. This economic
reason, however, dbes not asnswer the objection that all female

workers, regardless of where they may be engaged, require stan=-
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dards "essential to bheir hes 1th end morals” and wages ade-
quate for their mmintenance. The second reason illustrates
the effectiveness of labour arganizations, In Cities, where
it is easy to organize workers, the Act applies. Domestic
help knows 1little sbout lebour movements and the Aet ezgluﬁes
it from regulation. Then there is the political csuse, which
is often camouflaged as the "practical" reason for confining
the Act to female in&ustrial wcrkefs. If the Act covered em-
ployment in & "private house, apartment or room used &8s a.
dwelling, or for the purposes of a religious, charitable,
political or patriotic institution, or a hospital, nurses
training school or a branch of any municipsl or other govern-
ment,” it is safe to say that such opposition would be met in
atbtempting to enforce compliaznce therewith that it would only
be a matber of a short time before the Act would be repealed.
In other words, we find one lew for employers Qf industrial
Afemale help where freedom of contract is prohibiéea, gnd an-
other law for the donduct of employment in indusiries not |
covered by the Act where freedom of contrazet is allowed almost

to an unlinmited exitent.
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Chapter IT Administration

Por the purposes of carrying out the provisions
of the Act a Minimum Wage Board has been appointed. This
Board consists of five persons. The Act stipulates that
"two representatives of employers, one of whom shall be a
female, two representatives of employees, one of whom shall
be a female, and one disinterested person who shall not be
directly or indirectly connected witﬁ employers or employees
and who shall act as Chdrhan" shall be the members of the
Board. _

Appointmenis are made by the Lieutenant-Governor-
in~-Council upon the recommendation of the ilinister in charge.
In practice the Hinister asks for recommendations from orgen=-
izations of employees or employers as to appointments, and as
a'general rule acts upon such recommendations. Iliembers of the
Board receive $10.00 per meetiﬁg and there are on the average
18 nmeetings per year. | _

While the Board is not confined to the deta supplied
by the Buresu of Labour as to conditions of labour, wages snd
hours of work, it generally contents itself with thé inves-
tigations carried on by the Buresu of Labour. Inspections of
shops and factories are made by the inspectors and inspeciresses

of the Bureau of Labour.

The Board has for the purpose of its investigations
under the Aet, all the powers, righits gnd privileges of the
Court of>King’s Beneh or of a judge thereof in c¢ivil cases,

ineluding the power of enforeing the attendance of witnesses
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and examining them wpon osth. It may compel the production
of such &ocuﬁents as are pertinent to the subjedt matter of
its inquiries, gnd may punish persons guilidy of coﬁtempt of
fhe Board. - The Board or any méﬁber may issue a summons or

a subpoena to compel the attendanée of witnesses or the pro-
duction of documents. The powers o£~the}Bcard are so wide

s to include the arrest of persons. d4disobeying its summons
or subpoenz.

The practice of the Board is to examine the reporis
of ité inspectresses. If such reporis reveal failure of an
empl@ﬁer to pay the minimum wage, or to comply with the maxi-
mum hours of'laboﬁr or otherwise to violate the provisions of
the Act or the regﬁlations of the Board, the Board Will write
the employer requesiing him o remedy the condition upon which
the complaint is based, Within a short time another inspection
is made and if tﬁe employer has complied with the request of )
the Board the inciaeﬁt is at an end. If the employer feels
aggrieved he is invited to attend the next meeting of the Board
and autliﬁe his objections to its request when the matter is
discussed and,'in'most cases, an agreenment is reached. In some
instancés_members of the Board visit the placé of businsess of
the exployer and discuss grievances with hin after viewing the
prevailing working counditions.

The Act requires every employer to keep & register
of the names and addresses, and the actual esarnings of all his
employees, and to permit any member or any represantative of

the Board to exanine the same. About the first step taken by
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an 1nspec£ress when visiting the employer's place of busi-~
ness is 4o examine the Registere.

Another function of the Board is the collection
from the eméloyer of the &ifferenée between what an empiayee
receivesland the amount she 8hould have received under the
rogulations. The mechinery of the Poliece Court is used to
carry out this function. Under ordinary circumstances a cred-~
itor, even though he be an emploryee having a claim for wages,
rmast himself set the law in motion by the issue of a writ)
whereas the wages of female workers whose employment comes
within the scope of the Hinimum Wage Aet, in many cases, are
often collected by action instituted by the Board. We cften‘
h;ar of the terrible plight of the "slawves of industry™ but
in fhis one regard at least it would seem that the "efuel
éluteh of the industrial hosé"vis alleviated by a form of
paternalism which is conspicuously absent in the cass of fe-
male workers whose em@layment remains outside the genit of
the ﬁinimnm Wage Board.

Any employer who violates any of the provisbns of
fhe Act or of any order, rule or regulation of the Board and
is convicted therefor is subject to s fine of not less than
£25.00 or more than $100,00. In defeult of payment such en-
ployer is punishable by imprisonment for not less then ten
days or more than three months. The Pollice liagistrate seized
with the case may in his discretion impose both the fine and
the imprisonment.

S Regulation of Yemsle employment by the Board.

The Minimum Wage Act authorizes the Board to "pre-
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pare, adopt and promnlgafe rules and resgulations for the ecarry-
ing into effect of the provisions of the dct." Generally speak-

ing the Board places in one group those industries which have
2 similarity in type of work and isses one regulation covering
the group. In some oases 8 regulation covering employment in
one group may apply in Wimnipeg, and snother reguls tion will
cover the same group in Branaon.- There is a very wide letti-
tude sllowed the Board in making regulations and as & consSeg<-
qucnee the rules are very flexible.

The normal regulation dezls with the following matbess :

1. Conditions of Labour,.

(1) Clecanliness - the walls, ceiling, floor and fiz-
tures must be maintained in a sanitary condition.
" {2) Drinking ¥Wabter - fresh water accessible to all
‘Wcrkers.must be provided. Common drinking cups
are prohibited.
{3) Bighting - window space equal to one-eighth of
the £loor space is required,

{4) Wash besins and toilet rooms - one of each must
be supplied for every 20 femele employees. .Inai-
vidusl towels are compulsory.

{(5) Temperature - must vary between 60 and 75 deg. F.

{6) Health - safety devices, & first-aid kit and a
couch or stretcher must be provided.

(7) Lunmh Room - is required where luneh is eaten on
the premises.

Ze Hours of Labour

{1) The hours of labour shall be not more then nine
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hours in any one day o¥ imre than forty-sight in
ony ono woeke Soch femele employee shall recelve
anc afternson helf-hollidsey esch éeaa, Bo work shell
be done on Sundnye

Bfferent hours are provided four in different
types of employment. Por exmuple the adbove hours spe-
1y in most manufsoturing estebliishnments, althouch in
some gsoes £ifdy bours is the mexinmun set per wooks
In the case of stores elsven éaﬂ s half hours mey ve
worked on Satnrdsys with epceial ezceptions made for
the month of December. In restaurans one full dsy
.haliﬁay must be sllowel esch wock. In other aa@l&g-
nsnbs such as in hotels, miliinery shops, fiwve, ten

13 Pifteen gent stores other houre sre st as 8 nayie

e
Svertiie may be worked only whers & pormit 15 scoured.

Strict regulstion of overtime is pravided. Ixtrs pay
et be given and each enployee is rovtrigted to &
certsin numoer of days svertime In one yesre OCeriain
minors are 1ot permitbed %o work more then the roge

ulay honrde.

4t lezst one hour shall be sllowedfor lunchs
TOLe

}  lsthod of Payment - waget must be psid wookly,
within three days after they are egrneld.
] Hotice %o be given - after four wosks ecmployment,

excont in cpess of Llagrant insubordinstion on

the part of the empluyee or Ilagranily unjust

treatnent by the emplayer, one week's nustice of
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Antention to-wosss work, 5 of dismissal must be given by the

enployee o am@xgyér':egpectively‘

AB) ﬁiﬂimum.ﬁagﬁfmrﬁo ex@erienceé female employee over 18
rears of age 8bkall receive wagé&-at a less rate than
(£rom $10150 to ©$12.00) per wesk. In nearly ali cases
the minimwa i8 £12.00 but in some instences as low a8
$10.50 is sllowed.

{2) Adult learnsrs - ﬂb inexperisneed female worke yr under
18 years of age shaii be paid wages at a less rete than
$8.00 for the first four months afber entering the face-
tory and $9.00 for the second four months, and $10.00
for the third four months, after which period of twelve
months she shsll be considered sn experienced adnlt and
shall receive not less then the minimum wage of $11.00
Der wWeeke.

The numbor of learners and nminors in any factory
shall not exceed 25% of the totel experienced female
semployees. Ho girl»uﬁder'fifteea years of age shall be
employed. |

While the wages as set out above do not apply in all
cases they are the normel rates of wages provided for ‘
in 90% of the industries. The limitation of the number

of learners end minors in any factory to 25% of the

total experienced femsle help is for the purpose of pre-

venting an employer fron eﬁgagiﬂg only minors and (or)
lesrners and thereby violating the spirit of the leg-
islation.

4, Board and Lodgings, Ltce.
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Wherse lodglng is furnlshed by the employer, there may
be deducted from the waege & sum which shall be not more
than Vz'oo per week and for board not more than $4.50
per week, and for both lodding and board not more than
$6.00 per week.

Yermits of Exemption

- The Board may issue a permit upon application therefor

to any employer, granting modification of or exemption
from these regulations. Such permits will be issued
only in eases of exceptional or emergent conditions
arisi:ige.. |

Posting of Zegulations.

Bach employer shall keep a copy of the regulstions posted
in a conspicuous place. From a deteiled study of the
regulations issued by the Board it would ear that the
question of wages and hours hass been reggrde& as of most
importence. In dealing with wages three different classi-
figations have been made, namely experienced employees,

minors and lesrners. In some e&SeS minors have been

subjectedﬁ%héu%ame regulations as learners. The period

of learning in most cases is limited to two periods of
three months each . with & higher wage for the second per-
jod. In sone cases hovwever, where greetor‘dexterity and‘
experience are required as many as four periods of six
months each ar. reguired, before the learner is promoted
to experienced class. Vages for these periods are grad-

uated on a scale of inereassaf 1.00 per weck per period.
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In-other cases, such as places of armusement, restaurants,
atcetera, no provision is made for a learning period. )
Respecting the conditions of labourrrequired,by the
regulations, there.is little, if any, objection voiced by
either employees or employers. The chief objections to
the regulations arise in connection with the hours of

labour and the wages provided by the regulations.
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CHAPTER TiI - Atiitude of Employers |
The principle underlying Minimum Wege Legis-

lation is that the state must protect large numbers of
unskilled female workers who find themselves at e dis-
advantage in industriasl bérgainrng because they are un-
organized. If they were so organized they could secure
congenial conditions of employment without the interven-
tion of the state. This principle presupposes that em-
ployees cannot secure g falr minimum wage withoud
governmental interference. It is commonly thought that
employers are opposed to Minimum Wage Laws. That this
is a mistaken supposition is proved by the faet that the
first overtures for such legislation in Hanitoba was made
by employers.

In the auturm . of 1917 various employers’ organi-
zations made g study of Hinimum VWage Legislation and on
February 19th, 1918, submitted the findings of their in-
vestigations together with a draft 4Act cited as the
"Women's Ihdust:ial Welfare Act™ to the Manitoba Govern-
ment. Comparison of that draft with the present Hinimum
Wage Act shows that the latter contains most of the re-
commendations of the employers as set out at that time.

| Leaders in the Labour ﬁovemé?t in HMenitoba
persistently contend that employers are uncompromisingly‘
wedded to high dividends and sweét~shop conditions of
labour and sre unscrupulous in their moial obligations to

their employees. Perhaps the most effective answer to
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this contention would be a recitel of the representations

| made by employers to the Government prior to the pgssage
of the present Minimum Wage Act.

The first statement made by émployers at that
time was a quofation of the Rev. Father J. 4. Ryan,
2rofessor of Zthics snd Zconomics in the St., Paul Seminary,

- "Wages should be sufficiently high to ensble the labourer
1o live in a manner consistent with the dignity of & human
being.” One wounld scarcely expect to find this noble sen-
timent, framed as a motto, to adorn the walls of a sweat-
shop. .

vThe brief submitted by employers, entitled ™A
Living Wage for Women" is based on the following seven
principles and the draft Act appended thereto was designed
to carry thosé prineciples into effect:~

(1) Livine wages must be paid.

TEvery experienced woman worker in Manitoba ought
to receive for her labour, wages sufficient to provide

the necessary cost of living and maintsin her in health.g

(2) Hours and Conditions of Lsbour must be considered.
"Fair standards for hours of employment and other
conditions of employmént of a suitable chsracter should
be prescribed for each occupstion in which any consider-
‘able number of women are employed.” :

(3) Compulsory orders reguired.

"Employment at less than the wages so fixed or for
longer hours or under less favoursble conditions than

may be prescribed, should be made illegai."
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(4) Wage Boards necessary.

"Adequately to desl with the numerous and com- .
plicated factors which enter into the decision of
the above matiers, requireskthé appointment of &
permanent.cnmmission to stu&ﬁ conditions, to mske
investigations into particular occupations and to
ascertain the varying cost of living in the several
cities, towne, villages and rural communities of %the
Province, énd to make such regulations as are suited
to the particular'requirements of each occupation

and loéality."

(6) Dangers Resulting from Flst Minimum Vage.

"The faet that the amount necessary to supply
the necessary cost of living and maintain health,
is much less in other places than in lanitoba, snd
that mgﬂy employers of women in Eﬁnitoﬁa are produc-~
ing or dealing with commodities in competition with
employers elsewhere in Canada, is a reason why care
should be taken in ascertaining the sctual amount
which is fair inlﬁanitoba.as one gonsequence of the .
law proposed above will certainly be to make it more
difficult for many employeé%-in‘ﬁanitoba to compete
with employers elsewhere, and this factor, in combina~
tion with others, may make it impossible to employ'
women in certain occupations in Manitobs.™

(6)  Zmployers Wish to be Fair.

‘"The employers approach the subjeet from the point
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of vieW'of the welfa:e of the Province as a whole,
as depending in 8 large measure upon the welfare
of the women cf the Province and will not advocatbe
any proposals which can be shown %o have 8 prejudi-
cial effect uéon the welfare'of women."

{7) ZEmployers Opposed bto Flat Hinimum.

"Employers are fundamentally opposed to the
rough and ready method of fixing a minimum amount for
the whole Province and for sll cccupations at %10.00
or any other figure, and maintein that justice can only
be done by oreating & commission and giving it power %o
deal with particular-occugations and leéalities in
which women are employed accoriiﬁg t0 the particular
conditions of each. Such a commission can deal with
each particular instance in which it is claimed that
gﬁ%ﬁen are emgloyed under circumstances prejudicial %o
‘thelr welfare.” _ }
Several questions arose during the discussions pre-
paratory to the passing of the présent~éct. One was, "What
is the age at wﬁieh a woman becomes suffieiently mature to
perform a standard day's work.without injury to her healthi"
The representatives of employees contended that sixteen
years was the age at which standafd hours and wages should
apprly, ani that women under -sizteen years of age should not
be allowed to work. The view of employers was that eighteen
years was the proper minirmm age, and this view is supported
by the fact that most Boards in America have established the
minimum 1imit et that agse.



{23)

What ies & standard ééy?s work? Employees
wanted hours to be fixed at a flat maximum while employers
held that this should be left to the Board to fix, beoasuss
standard hours of work vary from occupation to oceupstion
and different regulations would be reguired for ecach. A4
glance at the various regulations issued by the Board will
show that the attitude of emplayeis was fair. It was gen-
erally agreed that the conditions of labour, i.e. ventila-
tion, 1light, dressing rooms, etc., should be subject to
regulation based on conditions in different occupstions
and localities.

What wages does sn adult women worker in ¥anitoba
require to provide the necessary cost of living and maintain
her in health? This question proved to be the most Aiffi-
cult to answer. It is still a matter of controversy, and it
was at this juncture that employees, employers and the
government threw economic teachings to the four winds and
proceeded upon lines based on principles &ifficult t0 under~
stand.

Representatives of employees maintained that a
flgt minimum wage should be made a provision of the 4ct.

In order to chenge that minimom it would have been necess~
ary to secure an amendment to the 4ct, and this could only
be done during about two months of the year when the Libgis-
lature was in session. The position thus taken by labour
is wholly indefensible. It leaves out of account the im-

portant distinetion between "real wages" and the "money wage."
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It ignores the fact that money changes in value and in
purchasing power, although the change in the general pur-
chasing power of money may not be the exact measure of the
change in i%s purchasing power over the items that enter
into the lsboursr's standard of iiving. Furthermore, &
flat statutory minimum wage does not mske allowance for
varieties in the form of payment, other than money, such
as board and lodging or payments in kind: opportunities
for supplemental earnings, which are very important in the
case of certain female employees, e.g. restaurant and hotel
workers; and the degree of regularity of employment.

Employers, on.the other hand, argued that the sum
necessary to enable a woman of eightéen to supply the necess-
ary cost of living and maintain health varies according to
the occupation of the woman and the cost 6f living in the
particular locality in which she is employed. It was elaimed
that the stendard at which such a women Should 1ive should
not be fixzed by herself, but in accordance with what public
opinion should consider necessary, having proper regard to
the conditions of 1ife in Hanitoba.

To the credit of employers it may be said that in
expressing the above argument they did so with grester regard
for the welfare of employees than for themselves. In fact,
employers advoeated a system of flexibility that would, over
a period of years, prove more asdvantageous to female employees
than the arbitrery flat minimum suggested by the enployees

thenselves.
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| Bmployees claimed that $10.00 per week was the
minimum wage which'an adult womsn required to supply the
necessary cost of living and to meintain health. They did
not however present budgets to support this Pigure. Instead
individnal.representétives gave their own opinion as to the
amount required, and one of them claimed that at least %17.00
per week was negessary. Finally the labour representatives
agreed on a £10,00 minimum but no budget was submitted %o
show that this amount would suffice. For example, they
could not say how much of the %ib.eo was required for cloth-
ing. Finally telephone operators submitted thres budgets
prepered in Hay 1917 calling for $10.00, $9.00 and $9.00
a.week, respectively. 4An analysis of these budgets reveals
the extent of the differences of opinion entertained by
different female operators., One budget msde provision for
the following clothing: +three pairs of shoes at $9.00 per
pair and three hats at $6.00 apicce. The second contained
the same items, but priced the shoes at $6.00 a peir, two
hats at $4.00 and one at $6.00., To add to the vsriations
the third budget included one pair of boots at $6.50, one
pair of pumps at $5.00 and two hats at $5.00 esch.

The fégulatians issued by the Board discarded the
principle of s fiat minipum wage and provided for different
minima for minors, learners and experienced female workers.
The Board then fixed different minims for each of these

classes in different oceupations.
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Discussing tﬁe prineiple of fixinz a flat mini-
mom wage by statute, John R. Comu:ons and John Z. Anirews,
two well Xnown éccnﬁmie writers state, "This method of fix-
ing uniform flat rates prevents the more carefﬁl-a&justmeni
Tor various industries and localitiés which is elsewhere
undertaken by Wage Boards, and the method is therefore held

by most students of the problem to be disadvantageous.”
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Chapter 1V: Criticism of Act.

Tthile the Board has the prower 1o chanoe the rates

of Hinimum Vare to harmonize with changes in the purchasing

power of money, no real attompi has been nedc o do so. I
g ware of {12.00 was necesgary to supply the necessary cost
0¥ livins of a femasle worker in 1210 when the Act was pass-

18280, cue to

ft

ficicent ix

the inerease in cost of livins which took place during those

b

two vears. Similarly $12.00 is more than suflicient to main-
tain a wonman in 1921 vhen livins costs nave teen materiallg
reduced, and yet there has been no refuction in minimum wag-

egs. The sane minima thaet epplied in 1928, when living cosis

ffort to au tnst real waces. In this resard at least ithe
gystem in vorsue in Hanitoba canncot be Justilied Iron an econ=-
omic peint of wview since it fails to distinzuish beiween real
wares ani money waTes.

Our Yinimum Vace Act tends to accentuate unempliloy-
ment. Nost emplovers would prefer to reisin as big a staff
as-possible at o reduced waze rather fthan dismiss large
nnmbérs and maintein hi-her wares, even zlihough the net re-
sult would be more costly. Iewever with nminisum wae re-
strictions employers are compelled tc heep thelr waies up
to the minimam. BSusiress condiitions, such as existed in the

s

Iatter part of 18cd

thelr vasze bill. Zhe

unenplpynent the Uinimws

Ve

x . £y 5 - et IO
ins many feormnle enployees cut of work.
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The attitule of labour leaders to this aspect of
the problen is very interesting. 7They contend thot it is
better to have wuages maintaineé et prosperity levels at all
times evez il the result is that numbers are thereby thrown
out of work. They arsue that a halfl a loafl is not better
hen n#ﬁe at all because if workers rsceive noihing in wases
tney can 70 on the "bread-line” and get at leasi the proverb-
ial half-loaf, while their brcihers asnd sisters who retain

wanes which normal-
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jobs will not suffer from a reduciio
ly fo lows on over-supply of labour.
Arother objection to the operation of the present

act arises in connection with overiime. In many
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particularly in the needle trades, it is impossible to a=-
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: periods followed by periols of zreat
activity. Cliimatic conlitions and chenges in styles in ihe
clothing trade are responsisle for these fluctuvetions. The
Yininum VWaze Regulations allow female employees o work a
ceriain number of éars overtime in each year if their ém-
plorers secure the necessary permii. Factory mansgers con-
tend that they seldom know in advance when they will be re-
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uvired to operate overitinme at plant_capacity, and therefore
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fin%d it inconvenient ani sometines impossibl

required permit in $ime to £ill the rush orders. Very often

fenale workers are kept on ithe payroll durins slacl periods

2 3 - - oy 7 D en T %
doins much less tlan & ork pey day. Vhen

: oyl xremepads 3 on
caniot vorl overtine

and thereby c'rm nsste enpli during
slack wporicds. Iurthermore heve

spent two or threce weels neriod

vould enjoy the exitra rumunersiion 'to bz earned durine a
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husy season. Unless & permit is secured this eannct be done.

his is another of the failures ol infustrial legislation 1o

axe into account the prectical problems of indusiry.

Perhaps the srestest cifficulty wiih Uininunm
Lerislation is thet it does not allow for ithe human element.
It assumes ithat all minors commencing work can earn the min-
inum wase for minors. The sane 1Isg true of learners. ?gile

Py

one zirl may become as efficient in one month as another will

et

n six months, the latter must receive her incresse in pay

fate

L%

n three months, in the sanme way as the brizhit irl does.

There sre mumerous instances of Gull zirls being

I~

dismissed, who could have becone efficient if they were ziven

& longer time to learn, because they could not esrn the nin-

@

imum wage set by the rggulations. One employer in I
was pleaded with by a repreéentative of a Church fto give

vork 10 a cirl who hal jusi come to Canads from a Zuropean
country, ani who hal no éxperience arpd could not talk Lng-
lish. In addition to this she was slow by nature and awk-
ward with her hanis. She was given a job at less than the

minirum wazge. Labour leaders objected fo the violation of

the Vinimum ¥Vaze Act. The employer hald an independent per-

. AR - ES T - e ¥ -y IR A - . -~ i$- SN e W s s Fu e ory
were found to be defeciive with a congequent vasi® ol mater-

a2 3 an - 1 P 2 gy ~
nig Chureh friqond as 10

s ; ol s wyewrr o N 12 mle e peit 1S e g
i87lss tne Jirs Oy Day ner wales walcn Shig ctuld 10T ehXl.
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If he paid her the increased wages, 1n fairness to other

nerease thelr pay. If he

e

learners ne worlé be Torced tco
increacsed thelr pages he could not sell nis proluet withou
ineresasine the price o the conswner. If he increased his
prices, nis compelitors would undersell him in which case
he coule not sell his profuct. If he could not competle with
the rest of the industry he would be forced cut of dusin ness
with the resuli that all his staff would become unenployel.
Eauurglly he disnissed the zirl, not because of any controil-
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but because of the levelling of wazes

] 03

by our Fipirmum Yagze regnlaglons. The emplover's business
went aheald. He 4id not suffer but the female worker, for
whose benefit the'ﬁet weg passed, was forceld te find ancther
job, her spirits lowered and her Church friend a little less
enthusiastic about the benefits of our WKinirmun Vage 4ct. The
girl could | vé secured a permit to work Ior less than the
reculation wage but 6id not do so, bPeing unaware that such
permit is available to those mentally or pﬁysicélly deficient.
Had she:gecured such a8 perﬁit it wounld scercely be looked

unnr by prospective employers as a favourable letter of ree

commendstion.

hecause it disre~aris the resl cost of lsbosvr. Vhile the

: P . T .- F T o -~ . PR S S 2 1
nominal cost of Zabeur to the employer ig inficmied by the
- . .. - . o Yo - ke < R | P T . e
money varte ue nays, the resl cost, @s J. S, "1ll noints out,
03 Y W o K - P Y [ R .
is 2 functlon of three variables; (1) the aucunt of ithe renl
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revwari ziven to the latocurer; (2) the cosi to the enpioyver
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of ohdainins thet recl revwsrl; ani
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labovr, which determines what vhie emplover receives in
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return, This objsstion does not hole ~ocod in the cuse of
Temsle workers uwho ¢an, and 4o, earn nore than the Yinimunm
Yage, bdul it is & very real source of anyiety in the casse

of Temamle employees vhose experience and efficiency do nod

I8

mininmg set By resulations.

Ale
o

stify the 1

Irportent as iliese objections may be, the Jinimum
Ta~e Lct avowedly has fmproved the lot of the Ter n € workers
cenerally. Vihile it does make it mere 2iffienlt for a Panr
or a learner %o get 2 start in industrial vork, because in

st cases she cannot earn the minirum set, when she does

secure enmployment she is assured of good working conditions,
reasonable hours and a livins waze.

In the lonz view the consuming public pay the cost
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of this form of 1n&ustr1a1 leziglations If Ean
the ocnly FProvinee having & inimum ¥age law, of if the min-

ima set in Hanitoba were hisher than elsewhere, ern
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in genersal and menviacturers in particulsr, would be Tforced
throush extra-provinciasl competition to assume a pari of

the increased wage bill, Generally

2.

is pazsed on thedhe consumer in the form of hisher prices.
The irksomeness ¢ some of the rezulations is, oi course,

horne by the emplorvers vl fermale labour.

What of the charre that Yanitcba emplovers are
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Employers, as o class, realize that nominaliy
dear labour is often really cheap beczuse of its high
efficienty; whilelon the other hand the labour of the
slave; as Adan Smith éays, YThough it costs to his em=-
ployer only his maintenance, comes in the end to be the
&earest»of anv."

(ote: Since the above was written the Mini-
mun Wage Act has been amended to include within iis scope
boys under 18 years of age. This amendment is discussed

in Appendix I hereto)
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PART TIT: ~  The Workmen's Compensation Act,

Chapter I: Historical

S0 important are the benefits econferred by the

Torkmen's Compensation Act that, if given the alternative
of having this Acet repealed or havinpg 8ll other forms of
industrial leagislation repealed, woékmen would undoubtedly
prefer to retain the Vorkmen's Compensation Act. On the
other hand, although the lianitoba Statute gremtly increases
the Common Taw liability of employers, and is a direct
interference with freedom of contract, employers, generally
speaking endorse the prineiples which underlie the legis—
lati Onle

| That relief should be provided where injuries
arise out of industrial gecidents and that such relief
-1Shoula not be contingent upon proof of faulid on the-parﬁv
‘of the employer is the lmgis of all modern Eorkmeﬁ‘s Corm
pensation Acts. If a farmer's wagon is overturned by a
driver of an automobile and the farmer is injured his rew
lie? is directly contingent upon the faulf of the driver
of the car. If the farmer has been gullty of conitribulory
negligence he has no remedy. In the case of sparks from
an emery wheel flying into the eye of a workman while en-
gaged in industry the workman is entitled to compensation,
resardless of the guestion of the negligence of'his emn-
plover or the contributory nezligence of himself. 1In other
words the employer may have had the emery wheel gmarded,
supplied gorsles For the workman ané otherwise have pro-

vided such safegsuards as prudence and regard for human life
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and 1limb dictate. The:%orkman_may have shoved the suard
out of place and resused to wear the gogsles. Regardless

- of these facis showing caré cn the pard qf the‘employer and
carelessness on that of the worlman, the 1atter will re-
ceive ccmpansaticn‘for the injuries to his eyes and the
employer pays ail df the coste.

At first thought it might seem that the gues-
tion of compensating workmen om their dependents for ine
Juries ariging oub of and in the course of employmemnt is
not a problem 6f sufficient economic importance to justify
serious consideration. Vhen it is realized however, that
$1,208,451,08 was the amount of money reguired as compen=
sation Tor industrial accidents arisinz in the year 1929,
end that the VWorkmen's Compensation §earé actually dis-
bursed $1,068,378.86 in cash during that year, the situation
takes on an economic signifieance worthy of nost careful
thought and study. During the year 1928 there were 17,416
industrial aceidents, or 5.5 per workimg‘hoér or one evexry
12 minutes of the working hours of the.year. There nere
© 48 fatgl acciaemts,iﬁ 1928, and at the end of 1929 the Vork-
men's Compensation Board was'paying pensions to 549 depend-
ents of workmen killed in industry during the period from
Karch 1, 1917 to December 31, 1929. VWhen industrial scci-
Gents cost the equivalent of an annual tax of nearly two
dollars for every man, woman and child livins in ¥anitoba,
in addition to the pain. and suffering of the injured work-
men and their dependents, not to mention the cost to industry

occasioned by the loss of the services of skilled workmen who
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have been inéureﬁ,,thé'prcblem, so far as industiry is
concerned, is one of outsianding economic impcrtancé,

An understanding of ﬂorkmen's Compensation
Legislation neéessitates a short anglysis of the princi-
ples upon which compensation is payable tozether with a
brief historical review of the development leaiins up to
the evolution of the present systém of dealing with in-
dustrial acciaents, Practically 21l forms of Workmen's
Compensationvlegislation are based upon the theory that
the cost of human wear and tear should be thrown upon
the industry in which such wear and tear is incurred.
This has been called the principle of “professioﬁal risk.”
 The different compensation systems of the world may be
classified as the Individual Tiability, the Collective
Liability and the State Liability methods of applying the
theory of professional risk.

(1) Individual Liability

Under this system the obligation fé compansate
workmen for accidenbs is thrown upon the individual‘em-
ployer because of the relationship of émplcyer and employee.
This prineiple is illustrated in the English Compensation
Acts and in the recently discarded Saslmtchewan Act. The
enployer may insure against the risk, but he is not obliged
tb do so. In any event he is primarily lisble to his en-
ployees.

(2) Collective Iiability

Under this system liability to compensate the
workman is throwan upon employers collectively. Imployers

are divided into groups accerding to tie hazard of the
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industry, and wvhen an aceident occurs the workman looks
to the group to whichMs employer belonss for compensation.
The group is compelled in most cases to insure mgainst
liebility or oﬁherﬁise provide for an accident fund. This
prineiple was first evoived in Germany and has been adopted
by many European countries and by a number of the states
of United States of America. Fron the employeet's point
of vicw it is preferable to the individual liability sys-
tem, because it more or less guarantees funds for compen=
sation.

{3) State Fund Insurance

Under the so-called State Fund Method the State
passes a law fixing the amounts of compensation to be paid
and compels employers to provide the neceséary funds by a
levy uvpon their payrolis. The employee does not look to
his employer for éompensatidn, but files a claeim with the
state appointed Gompensation Board. Clearly the term"State
Fund Compensation” is a misnomer because all the state does
is pass the law and appoint the Board. It does not provide -
any of the fun’s necessary for the payment of accident claims,
ani in Hanitoba, at least, it does nct even pay the expenses
of administration.

0f al:l three forms the Individual Liability Sys-
tem is most objecticnable. It does not lead to a reduction
in aceidents, it is particularly onercus upon small em=-
ployers, it does n:ot guarantee payment of claimé since the
enployer may be insolvent, it leads to liamp sunm settlenments

instead of periodic payments, it necessitates the incurring
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iof heavy 1egal expenditures both br employers and employees,
"'éﬁd usually engenders ill-will between the injured workman
1/?,and his employers
s The State Fund system hss proved to be the most

v
-

e . : L . .
o _ populer type yet devised. A glance at the various Actis in

fCanada shows its popularity. After an extensive investi-
cation into the whole field of Vorkmen's Compensation Legis-
lation by Chief Justice Sir VWilliam HNeredith, Ontario adopted
the compulsory State Fund sysiem in 1914, Hova Scotia fol;
lowed in 1915, British Columbia in 1916, Alberta and Iew ,
Brunswick in 1918, HManitoba in 1920 and Saskatchewan in 1929,
In 1916 Manitoba passed an Aet providing for an acecident fund
maintained by employers through insurance companies and ad-
ministered by a Commissioner, but so suceessful had been the
experience of the other Provinces, that in 1920 the present
state fund method was inaugurated.
The chief advantages of the Compulsory Collective
Insurance type is bthat it guarantees payment of claims up to
- a limited amount. If the employer is'financially responsible
it ful:y guarantees payment. It also éomﬁéls employe®¥s to
protect themselves to the extent of the coverage that insur-
ance companieé will give. Since it is practically i:possible
to induce insurance companies to ascume sky-high liabilitiss,
the employer is left with the anxiety of liabidity in excess
of that assumed by the insurance company. ILven if insurance
companies would give unlimiteQ coverase employers wounld
still be uneble to esti .ate the amovunt of protection they

would reguire. If they inswured foxr less than the anount
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~of the\claims payable they would be reguired to.contri-
bute the differenge; I they bought too muech coverage
they would be paying to0 much in premiums.

The State Fund system, on the other hand, levies
an amount of premium income from an industrial group of
employers actuarilly calculated. TUnder this system the
employee is nctirequired to Pfinance law-suits, he is assured
of his compensaticn and his job is ncit endangered by 1iti-~
gation between himself and his employer. Ffarthermore, the
State Pund system is less eostly than the Bmployers Collec~
tive Iiability scheme since the former lis operated at cost
whereas the latter involves profits for insurance companies.
 Commissioners of Vorkmen's Compensation Boérds receive &
satry and their efficiency is not esbimated by aividend sheets,
but by a comparison of the amount of premiums collected from
employers with the_amaunx'of compensation benefits paid in-
jured workmen and their dependenis. It is their endeavouf
t0 keep premiums as low and compensation benefits as high
as pessible. The aim of insurance companies, who assume'risks
under a Collective ILiability system, is to receive as much in
premivms as the traffic will bear and pay as few claims for
as small amounis ss possible.

At Common law in England an employver was only lia-
hle for accidents teo his employees if he was guilty of neg-

lisence and it was necessary for the woriman to prove that

1,

the injuries sufiered were in consegquence of that nse:licence.
The enployer had an absolute defence il he couldi provei:-
{2) Contributory negligence, or

(b)) Assumntian of i s“k b\r. +ha amnlovee, J@r
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(c} That the_injary was caused by a fellow
employee.

Tﬁs-state of affairs simply meant that work-
men had no remeéy’for injuries beyond that provided by
the ordinary Commoﬁ Law for cases of injury caused by
persons whe were not his employers. ¥With the expsnsion
of industry. came the development of the Factory sysiem
in which slightly greater rights were given workmen.

In 1877 a Committee of the House of Commons
in England was appointed to investigate into the subjlect,
and in 1880 the "Employers't Liability Act” was passed
end in 1897 the Vorkmen's Compensation hct came into ef=
feét. Commenting on these measures, Ruegg, the}recognized
Znzlish authority on the subject says, "The employer weas
for the first itime made liahie to compensate his workmen
for injuries irrespective of whether or rot he, or any-
one else for whose act he was in law liable, had comhitted
any breakh of his duty to which the injury was atiribvuted.
The Act made him}an insurer of his worimen agaiﬁst the loss
caused by injury which might happen to the: while enzgaged
in work. This insursnce if is Ytrue was limited in extent,
but so long as the injury arose cut of and in the course
of enmployment was quite irrespective 6f cause,

The next stage in the development is the modern
Vorimen's Compensation fAct. Although it is impossible %o
find two Acts that are identical the.e is one prineiple
upon which all are based, viz., that & workman who is injured

while at his work is entitled to reccive compensation regard-
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Chapter TI: ¥hat Manitoba Employers Do For
Their Inhred Verkmen.

Ppoliticians fregquently refer to the benefits
provided by the State for injured workmen thus leaving the
impression that compensation for industrial accidents 1is
paid by the Government. Iothing could be further from the
truth. Vhile the Hanitoba VWorkmen's Compensation Act is
called o State Fund system, the term is a complete misnomer.
Yo% one cent of the éost of workmen's compensation is pro-
vided out of state funds. All of tﬁe cost is paid ﬁy the
employers of lgbour, Even the expenses of aéministratioﬁ,
ineluding the cost of auditing the accounts, is paid by
the employers. If any credit is due for the benefits con-
ferred upon Hanitoba'ls injured workmen that credit is due
the employers of labour. It may be ar"ned that employ rers
pags on the experses of ¥Yorkmen's COﬂ?GﬂS&ﬁlGn to consumers,

tr)‘

and go far as this is possible the arguement is sound. Vhere,
however, Manitoba employers meet competiilon from cutside
commodities produced in Jurisdictions where compensation

costs are lower than those in Manitoba, it is not possible
either in theory or in practice to pass con the &iffe

in cost to consumers.

Generally speakins when an accident %a%ﬁeﬂs 1; an
inftustry one or more of six situations may arise. The injury
may nct disable the enplcoyee for ore than three days, it may
result in his death, it may cause permanent total disability,
perpanent partiel disability, tenporary ftotal dlsability or

temporary partial disebility. The Hanitoba Vorkmen's Com-
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rensation Act sets out the benefits to be paid in case
any of these six situstions occur.
fhere death results from any injury arising out
of and in the course of an employment under thelﬂct the
anount of compensation pgyebdle igi-
(1) The necessary cocts of burisl of t:e workman, not
exceeding $150.00. .
{2) Vhere the widow or an invalid widower is the sole
depéndent, a monthly payment of $40.00 for,iife.
If she remarries the monthly payments eeése, but
she is entitled $o0 receive a lump sum egual to the
monthly payments for itwo years;

{

[¢2]

} Yhere. the dependenis are a widow or invalid wicdower
and a c¢hild or children, the sanme paymentvas in
(2) above plus monthly payments ofi-
{a) ©12.00 for the first child
(b) £10.00 for the second child
{e) $ 9.00 for the third child
(d) & 8.00 for esch of the remaining children.
Payments to dependents are limited to 66v2;3 per-
cent of the deceased parent's monthly waze. vthen
a child atﬁains}the aze of 16 years paynents cease,
except where i1t asppears adviseble to continue %the
education of the child the Board may conbtinue pay-
nents for such purpose up to the ase of 18 years.
there there is a widow and one c¢:iid there is a
- minimum of {12.50 applied to The workman's earnings

per week, and 1T the dependents consist of a widow
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and two children the minimum is set at £15.00 per week.

{4) Where the dependents are orphan children & month-
1y payment of $15.00 is made in respect of each
ehild. Such payments cease when the child attalins
the age of 16 years except where such child is an
invalid vhen péyments cease when the child dies or
ceases 0 be an invelide.

(5) Paymenis up to $20.00 @ér manth are made to a de-
pendent other than those mentioned above, limited
to $40.00 per mcnth where such dependents number
two or nore.

¥here perganent total disebility results from an
industrial accident the amcunt of the compensation is fixed
at periodical paymehnts during the life of the workman at
66 2/3 percent of the workman‘s average sarninss. Tihe Act
stipulates, however, that such compensation shall not be
less than $15.00 per week.

¥“here & workman suffers permaneﬂt partial disabil-
ity the compensation he will recelve is 66 273 pevcent of
the difference between the average earnings of the workman
before the acecident and the averaze amount which he earns
or is able to earn after the acecident. Such payments are
made periocfically and continue during the lifetime ol the
worlman. Even vhere o woriman is able to carn substantially
the same avount after an accident as before it, hé may
nevertheless be entitled o a lump sunm settlement for per-~
nanent disfizsuration.

-

there temporary total disability resulis from the

r

ury pericdic payments of &6 2/% neveent ef $-¢ worlman's
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sverace wages are made S0 lonz as the disability lests.

Vhere the disabllity is temporary and partial
66 2/3 percent of the difference between the average earn-
ings of the workman before the aceiﬁént; and that which he
earns or is able to earn after the zccident is paid. These
payments cease when the disedility is at an end.

IA addition to0 the compenssation provided by the
Act the Vorlmen's Compensation Board provides for the in-
jured workman such medical, surgical and hospital treatment,
transportation, nﬁrsing, medicine, crutches and apparatus,
ineluding artificial members as may be ccnsidered reasonably
NecessSary. There surgical operations are reguirad the gogt
is paid by the Board. luring the first three days of dis=-
ability no compensation is paid, but melical 2id is supplied
even for this waiting periods

The Act applies to all employees ex?oseﬁ to the
hazard of the industiriss set out in Schedule I of the Act,
bub does not apply to a person engaged ir purely clerical
work, or to an out-worker. An out worker is one who washes,
cleans. alters, répéirs, or érﬁameﬁts articles or mﬁteriais
in his own home or on premises not under the control of the
person who entrusté him with this ﬁypé of work. The Act also
excludes casu&al workers, farm labourers and domestic or men-
ial servants.

Space will"not pernit 2 discussion of the proced-
ure by which claims ave paid. Suffice it to say that the
procé&ﬁre is very simple. The workman fTiles a claim with the
“oard, an inspector investigates the clainm and obtains a
repoxrt ffom the employer and if there is no doubt as to the
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validity of the c¢lainm compensation is paid at once. Vhere
some Qoubt exists as %o whether the injury was due %o an
accident arising out of and if the course of the employ-~
ment, the Board nears additional evidence before deciding'
upon the payment of compensaticn. In ail cases medical
2id is provided at the first opportunity. |

It must be aprarent &hat Hanitoba emplovers treat
their injured wcrkmen~generouslv.' ihere is not a. class of
veozle in{iaq;toba, which 1n case of accident, recelves
one-tenth of the bene;xts that are conferred upon indus-
trial workers, without eontributlng towards tne cost.

- The Act is administered by *The Workmen's Com-
vensation Board®™ which consists of =2 Commissioner and two
Directors, eppointed by the Lieuntenant-Governor-in-Council.
The Commissioner devotes the whole of his time $o0 the dis-
charge of his duties and the Directors are appeinted on a
part time basis. There is s strong movement in favour of
2ll members of the Board being full time a&ministrators,:anﬁg
since the administration of the 01d Age Pension Act has been
placed in the hands of the Board it is thousht likely that
in the near future the whole itime of the Directors will be
reguired. DSalaries are paid out of the Aceident Fund pro-
vided by employers. Nembers of the Board hola office during
good behaviour but their appointment terminates when the aze
of 75 years is attained.

The Government alwsys appoints one Director as
the representetive of enployeeo and the other =z repre-
sentative ol empioyers. The uct roguires the Spard to sit

at least once 2 week, but in practice the Boardi neets more
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fregunently. Iembers of the 3Board must not be interested
directly or indirectly in any indusiry %o which the het
applies, They are forbidden to hold any bonds or secur-
ities of any pe rson or corporation ocwnins such industrye.
Sueh officers as Seecretary to the Board, Chief HMedical
foicer, accountants, investigators, stenographers, et
are appointed by the Board,

Since different irndustries exhibit different
degress of hazard the Board divides employers into éif-
fere%§,c1asses according to hagzard, and the rates of pre-
mium charged varies from the lowest rate in the least
hazardous group to the highest rate in the most hazaf&ous
SToUDs

(4% the beginning of each year évcry employer under
the Act is required to file with the Board an estimate of .
vhat his payroll will be for the ensuing yesr and an asSess;
nent is made upon that estimate. When it is possible for
employers to give the exaet amount of their payrolls.they
are_required to do so, and if this amount is higher than the
estimate given at the coﬁmeneement of the year an additional
levy is made. If the originzl estimete exceeded the exact'
payroll, the Board refunds the amount of the levy wiich has
been overpaid.

The soard collecis sufficient funds to meet all
amounts payable from the Accident fund during the yoar,
and to provide a reserve fund for extraordiinary disasters.

In addition %5 this the Board capitalizes reserves sufficient
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of unfairness is certain to arise, but the present method
of capitalization used by the Board is the most practicable

ant just system vei devised.
L4 'Y
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CHAPTER TIT @ - S
iIs the HManitoba Act Sg;g;gient;z
Generous in Benefits to Employees?

Comparing the benefits under the Manitoba

Workmen's Compensation Act with those under the Acts of

the other Canadian Provineces it will be found that the

Manitoba Act is the most generous in its provisions for

compensating disabled workmen and their dependents. It

must be borne in mind also, that the scale of Compensa-~

tion benefits under Canadian legislation is much more |

genérous than the scale provided by the Aets of the

United States which in turn grants grester benefits than

is done in Zuropean countries. in other words, the Man-<

~ 1toba Act is perhaps the most generous %o employees df_anyt

legislation in the world. P
In meking comparisons it is necessary to take

into account all of the benefits of the Acts compared, An |

example of the folly of ocomparing individual clsuses was

afforded by the representations of Chunsel,for the Tfades

and Labour Council before the Legislative Committee of the

Manitoba Legislature investigating the subject in‘1929.

At that time the Manitoba Act provided for monthly payments

of $30.00 to widows, §12.00 to the first child, $10.00 to

the second, 9,00 to the third and $8,00 o each succesd-

ing child under 16 years of age, 6 workmen killed in in-
dustrys No maximum was fixed. Ontario paid $40.00 to

widows and $10.00 to each child under 16 years, with a

maximum set at 66 2/3% of the workmen's earnings. Manitoba
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paid $150.00 funeral expenses, while Ontario paid only
$125.00. |

The labour representative urged the sommittes
to raise widows payments to $40.00 s month a&s was paid
in Ontario. Pinally the committes agreed to adopt the
Ontario ré;‘ae and a1lso the Ontario maximum of 66 2/3% of
the workman's earnings, without opposition fronm i‘abour.
The result is interesting. It is true that for e widow,
or perhaps a widow and one child, the lasbour propossl
increased benefits, but where the bereaved household con-
sisted of & widow and a large number of children, benefits
were decreased.

Take the case of a man working 44 hours a week
at 40¢ an hour. He will earn §76.31 a month in either
Provinee. If he is killed the following were the benefits

 payable in both Provinces:

Hanitoba Ontario
Funeral benefits $150.00 $125.00
’r‘?idow received 30,00 | 40,00
Hidow and 1 ¢hild received 42,00 50,00
Widow and 2 ghildren " 52,00 50.86
Widow and 3 childrem ¥ 61.00 . 50.86
Widow and 4 children * $9.00 50.86
Widow and 5 childrem ™ 77.00 50.86

Widow and 6 children ¥ . 85,00 50.86
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In other words, although Gntario'benef;.ts
appeared highey than those of Hanitoba, the limitation
of 66 2/3% of the workman's average esrnings had the
effect of offsetting the apparcnt advantage. After the
Labour representative obtained tghat he sdvocated the
comparison is as follows:

Hanitoba Bofore  After

Funeral benefits $150,00  $150,00
Widow receives 30,00 40,00
Widow end 1 child receives 42,00 50.86
Widow and 2 children ™ 52.00 50.86
- Widow and 3 childrem ™ 61.00 50.86
Widow and 4 childremn © . 69.00 50.86
Widow and 5 children * ' 77.00 50.86
VYidow and 6 children " 85,00 50.86

It may be argued that $76.31 is a very low
wage. The Lebour representative said that $109.50 was
the average wage paid in Menitoba during 1927 and his
calculation was approximately correct. Let us apply his
Tigures and see vwhether his advocacy of the Ontario s&8ie
of benefits was in the best interests of those whom .‘ he
represented. With wages at $109.50 and the Ontario limi-
tation of total compensation to two-thirds of this amount,
it is elear that a bereaved household cannot receive ﬁo_xe
‘than §$73.00 per month. Under the original Act & widow
with 5 children would receive $77.00, but after the Amend-

ment was passed she receives $73.00. It is true that small }
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househclds benafitted by the amendment seeured by Labour
but larger dependent households have the representations
of Labour to thank for a smaller monthly pension thén they
previously received. It is surely sound sconomics +that
the larger the number of dependents, the grester should be
the amount of the pension. 4 sole widow can partially earn
her living, but a widow with 5 children must stay home and
look after them.

While comparison of individval benefits may be
misleading, comparisons sre given to show that the Manitobs
4ct is the most generous in Canads. To obtain an accnmate
picture of the liberality of the Hanitoha Act, regard must
be had to all of the following items:

(1) Funeral benefits.

Under the Menitoba Act $150.00 is made available
for funeral expenses. Ho other Province in Cansds
ellows more than $125.00. Nova Seotia allows 575,00,
while~Britlsh Columbia and New Brunswick each pay
$100.00 for this purpose. '

{25 Widows' Pensions.

Nova Scotie and New Brunswick pay %50;00 per
month, Alberts and British Columbia $35.00 per month and
Ontario, Saskatchewsn sna lianitoba pay $40.00 monthly.
The latter three Prov1nces limit payments to dependents
to 66 2/3% of the deceased wnrkman's average earnings.

(3) Children under 16 vears of age.

The pension allowed in manitoba is $12,00, $i0.00,
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and $9.00 per month for the first, second and third
c¢hild respectively, and £8.00 fcr-all others, limited
as statsed above; For educational purposes the age
limit may be raised to 18 years. Albersa pays the
same but there is no limitation. Ontario pays $10.00
monthly, subject to the above limitation, and payments
555 2t the age of sixteen. British Colugbia allows
$7.50 for each child which with the widow's allowsmce
is linmited to $65. 00 per month, and the Nova Scotis
benefits are the same exeept that the limit is pet at
$60..00 per month and Saskatchewan has the same pro-
vision as Ontario.

Where children are the only dependents,$15.00 &
month is paid to each in all the}Provinnes with limits

$60,00 8 month to all children in British Columbia

and Hova Secotig.

(4)  Permenent Total Disabilijz.

~ Hovs Sootis anad Eew‘Brunswick pay pensions to the
workman amounting to 55% of his average earnings,
British Columbia 6234 and 81l other Provinces 66 2/37.
Labour has repeatedly asked for 75% in Manitoba and
will make a similar demand in Alberta this summer.
(5) ' Temporary Total Disahilitx.v

The same percentages as those allowed for per~

manent total disability are paid during the continmance
of the disability in al1l Provinces.
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(6) ZPermsnent Partial Disebility.

The same percentages 8s applied sbove are peid
foﬁ Perﬁanent Partial Disability in all Provinces,
excspt.ﬁova Scotia where a maximum of £2500.00 is
set. The percentages apply on the difference in
wages before and sfter the sceident.

(7) Temporary Partisl Dissbility.

Same percentages applying as sbove are paid dur-
ing the continuance of the partial disability.
{8) Hedical Aid. |

411 Provinces provide full medical aid exeept
Hova Scotia where no medieal aid is provided sfter |
B0 days from the date of the mcoident. During the
Jear 1929, Manitoba's injured employees received
medical gid %o the extent of §256,235.51 as compared
with $71,554,49 in 1921.
(9)  Waiting Period.

All Cangdian Acts provide for a waiting period
of varying duration. 4 Vaiting Period may be defin#d
as the length of time that elapses sfter an accident
happens before compensation benefits commence tp acerue.
There are two kinds, Absolute and Conditionsl. 4An ab-
solute waiting period is one for which, no matter how
long the injﬁries continue, no compensation is paid.
Under a conditionsl vaiting period a certain speeified
length of time is fixed, and if the accident does not

brevent the worlkman from returning to work before thisg

reriod elapses, no compensation is paid, but if the
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workman cannot resume work until after this period

elapses, then compensation benefits are calculated
from the time the accident foreces the workmsn %o cease
work. l

In Alberta end Hanitoba the waiting period is
absolute and lasts for three days. In New Brunswick, Nova
Scotia, Ontario and “askatchewan, the waiting period is
conditional, i.e. if the sceident prevents work for Seven
days or lese& no compensation is payable, but if the injury
eontinues for more than seven days, compensation is paid
from the date of the accident. The British Columbia Act
- provides that no compensation shall be paid for the first
three days disability, if the injury snbsists fo: fourteen
days or less, but if the workmen camnot return to work un-
til fifteen or more days have elapsed»siace the acecident,
compensation is p;yable froq the date of the sceident.

While, at first sight, it mey seem difficult to
Justify any waiting period from & theoretical point of view, .
the practice is warranted both‘in theory and in practics.
' In an ordinary negligence case, such as en sutomobile
cellision, the injured party is entitled to receive Judgment
for an amount sufficient to place him in the same position
after the accident as he was in before the collision took
place. But the injured party must himself be innocent of
contributory negligence, and he must prove that the defen-

dant was legally responsible for the damage done.



4 - (56)

A étudy of}the historical development of
Workmen's Compensation shows that the basis of all legis-
lation on the subject is that of insursnce, and not be-
causs of any legal liability or responsibility resting
upon the employer. It is very rarely that insurance is
consideréd in the light of full indemnity, but only as
assistance against the loss suffered through aceident, and
almost invarlably is not payadble in the event of the loss
arising from the deliberate act of the insured. If all
industrial aceidents were due entirely either to the hazard
of the industry or the negligence of the employer, a wait-
ing period could not be justified in theory. But industrial
gccidents in a very large number of cases are due solely to
such earelessness of the workmsn as, operating emery wheels
without wearing goggles, using scaffolding without taking
the trouble to nasil the supports firmly, throwing dynamite,

dropping tools off comstruction work, etc. ete. Therefore

......

& waiting period is thesreticelly justifiable.

In actual practice the desirability end necessity
for a waiting period has been definitely established by
years of experience both in Oaﬁada and the United States.
Nearly one~guarter of all accilents ocourring in Manitoba
necessitate a lay-off of less than three days. If compen~
Bation were paid for the first three days, the cost of ad-
ministration would be incressed more than 25%, because
trivial sccidents would increase materially if employers

paid for them. Out 6f every thousand persons g certain
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nunber will malinger. If you pay them to do so the
number will increase and the amount of malingering done
by each will tend to increase. Abolition of the waiting
period would be a direct invitation %o pineh a finger, or
nysteriously strain the back whenever there was & prospect
of a day's fishing or the garden needed hoeing.

4 econditionsal waiting period is less desirable
than an absolute waiting period, becsuse it increases the
cost of adminiétration, leads %o controversy and scts as
an invitétian to prolong the period of lay-off beyond the
period justified by the extent of the injury, in order to
secure compensation. JFor example, in & Provincs having a
Seven day conditional waiting period a workman earning
$6.00 per day suffers an accident which would Justify 1ay-._
ing off work for six days. If he returns to work on the
seventh day he will lose $36.00 in wages and receive no
eompensétian, but if he can prolong the lay-off to the
eighth day he will lose $42.00 in wages and receive two-
thirds of $42.00 or $28.00 in compensation, or a net
loss of $14.00. In other words, it is to his finaneial
advantage to extend the convalescent period beyond what
is reasonable beczuse by so doing he profits to the 8xX=-
tent of 322.00.

(10) Gontribution to Compensation Funds.

In all the Provinces of Canada, except 4lberta ana
British Columbia, the employers contribute the full amount

necessary 4o pay compensation benefits. In Alberta work-
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men contribube from one to four cents s day and

under the Brit;sh Columbia Act workmen are com~
pelled to contribute a cent a day.

Comparing the above items and totalling the
benefits conferred upon injured workmen and their depend-
ents by the wvarious provinces, it is clear that Manitoba
provides the highest scale of bensfits in Canada. It is
only necessary to refer briefly to the benefits paid in
the States of the Ameriean Republic to appreciate the
generosity of the lanitoba Act,.

In 17 States the smount of compensation paid is
limited to 50% of the wnrkman's-average earnings; in 3
States 55%; in 8 States 60%; in 3 States 65%: and in only
11 States is 66 2/3% peid.

A% present there is no 1limit to the amount of
compensation which may be paid o a workman or his depend-
ents in Manitoba. In Great Britain the maximum compenss tion
in any one case is limited to $3000.00. There is not one
Workmen's Compensation Act in foree in the United States
which does not fix 8 maximum. Twenty-three States fix a
maximum limit on compensatlon ranging from $3000.00 to $6000,
and the average maximum of seventeen other States is $4270.00.
Reports of theAWorkmen s Compensation Bpgad,show that there
are cases where one accident has cost over $20,000.00. In
one instance $21,895.00 was paid. Six aceidents cost & total

of $88,333,00, or an average of {14,722.00 per aceident.
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Thirty-five States fix a waiting period of one »
week; one 8tate 5 days; 3 States 3 days; 3 States 10 days;
and 4 States 14 days. Payments are also limited as to
duration. For example, if an 4Alabams workman loses his leg,
payments cease 175 weeks sfter the acecident occurred, but
if he losses his arm, payments continue for 200 weeks; if a
Zansas employee loses his big toe, he will not receive com-
pensation after 30 weeks, if he loses a thumb, payments
cease after 60 weeks, but if one eye is destroyed, he will
receive 110 weeks compensation. Iractically all of the
States provide for similar limitations. In Manitobs, no
such limit is fixed.

Eight Stetes limit the amount which will be pro-

. vided for Medical Aid, and éleven States 1imit the duration
of medical assistance, while eight States restriet both
amount and duration of medical aid. In Manitoba a1l necess-~
ary medieal aid is provided employses at the expense of em-
ployers, and the term "kedieal 4id" is given an extremely
wide meaning. o |

In connection with the above comparisons, it is
only fair to take into consideration the fact that Zastern
Canadian Provinces and many of the States of the United
States are well established industrial centers, and that
heavier levies for Workmen's Compensetion can be paid more
easily than in Manitobs where the payroll for compenSation
purposes does not exceed eighty million dollars. While the
Hanitoba Act gives a very generous scale of benefits,

leaders in labour movements do not let a year pass without



 (e0)
asking the government to force employers to assume
greagter burdens in the form of providing more compen-

sation.,
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CHAPTER IV

-

Should Workmen Contribute

to the Coggensation Fund?®?

Under the Mgnitobe system of Viorkmen's Compen-
sation an.employer taking a workman into his employment,
in effect, hands him an insurance policy free of premium
wihout & medical examinstion, covering industrial disa-
billity, partial or total, temporary or permasnent, unlimited
in amount, or st least 1imi;ed only by the workman's ex-
pectation of life, and by the number of dependents jie can '
gather arownd him. Having regard to the meny benefits con-
ferred upon Workmen by the Manitoba Act‘the gquestion natur-
ally arises as to whether or not workmen should be compelled
- to defray at least s smell part of the expense involved.
Consideration of the subjeet of s finaneisl con-

tribution by workmen to the fund necessitates a clear under-
standing of the underlying principles of modern Workmen's
‘Compensation~Legislétiun. Theré are three main causes of
an industrisl accident:

(1) Fegligence on the prart of the employer.

(2) Hazard inherent in the industry.

(3) Carelessness and negligence on the part

of the workmen involved. |
Under the old common law, compensation for injuries

suffered was'a'matter of recovery of damages for fault direct,
or indirect, on the part of the qmployer. In other words the;;

had to be proof of negligence on the part of the enployer,
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either by his omission to do that which an ordinarily
prudent man ﬁould have done or by his doing some act whieh
an ordinarily prudent man would not have done.

Under this system the workmen was obliged to start
an action, pay the costs of issuing a writ, the service charges,
the costs of exemination for discovery, witness fees, includ-
ing expeft medieal evidence, and last, but not least, the
lawyer usually collected a fee for his services. If the
workman succeeded in clearly showing the employer to be
negligent he segured judgment, but his troubles did not
end there. He still had to collect on thet judgment, if he
could. If the'emplbyer was worth the amount of the judgment
the'wnrkman received com@ensatian.'

| Assuming thet the workmsn had a clear case and did
not run foul of the technicalities of the Law Courts, =a greagﬂ
deal of time was lost before he received his compensation. )
In the megntime he had to pay his doctor's fees, his legal
disbursements, and had to provide for his wife and family.

Under the modern system of compulsory State-fund
compensation, such as we have today, the situstion is entire-
1y changed. The workman is now assured of compensation even
if the injury is the result of his ovn negligence or care-

lessness. He now gets 66 2/3% of his wages, plus hospital
expenses, doctors' fees, pensions for his family - all this
regardless of whether the workman himself is entirely res-
ponsible, and it is meintained that he should be Willing to

contribute at least a nominal part towards the cost of the

modern system. He knows that even if his employer suffers
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finaneial r37erses it will not affect the ecertainty of
- compensation. } |

Furthermore, the workman, insofar as his occupa-
tion is concerned is relieved from the necessity of paying
heavy aceident insurance premiums. Where is there an insur-
ance»company.that"will'pay a msn 66 2/53% of his wages, guar-
entee his widow $30.00 a month and his children fronm £8.00
to $12.00 & month as well as pay his medical assistance for
a premium of, say, two cents a working day?

Under the present systém the workman has his
- medical sid provided and does not fight or finsnce a law suit
while the employer contributes the whole of the finsncisl bur-
den under the Act, and furthermore, the case is decided by a
Board upon which the workmsn has as much representation as
the empleyer)

Let there be no misunderstanaing on this point.
Hsnitoba has been very fortunate in its selection of 1abor
representatives and it is only fa;r that the workmen should
have representation on the Board, provided they contribute
finaneially to the fund. It is mreasonable and unfair that
the Workmén's Compensation fund should be sdm$nistered by
any group which makes no contridbution,

To throw the whole cost of insurance upon the in-
dustry not only shocks all sense of Justice, but places the
workmen in an extremely false position. Hven the most ad-
vanced form of Socialism would not seeL to free the workmen

from all sense of responsibility for his own actions, or to

throw upon the employer the TeSponsibility for making pro-
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- vision for his evefy want. OSo long @8 it is recognized

that there are certasin things which the workmen is expected

to provide for himself out of his wages, there must be a

point at which the obligations of the employers ‘end. If

every accident was entirely due to the fault of the employer
then some case could be made for the contention that employers
should bear the burden. But the experience of every Workmen's
Compensation Board, not alone in Canade but elsewhere, shows
that the humen element, i.e. the lack of eare and failure to
use safeguards (supplied and maintained by the employer) én
the part of the workman is responsible for s great number of
accidents. For example the Workmen's Compensstion Board of
Cntario, on page 6 of its report for 1928 states " In any
event the fact remains that the number of accidents is
steadily inecressing and both employer anﬁ employee shounld

put forth every effort to change the situstion.”

Hence it is apparent that secidents aré not en-
tirely dus %o the hazard of the industiry snd the negligence
of the employer. The Ontario Board which has had the largest
experience of any in Canads recognizes this fact.

Turning to Eanitbba,we_find on pages 4 and 5 of the
Board's Report for 1927 the following quotation:

"The compensation budget may be balanced in
two ways; rates may be incressed or accidents ~
may be prevented. Contact with these cases
from day to day convinces one that at lesst

half our accidents are breventable, some by

greaster precaution on the rart of the employer,
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others by more eére'being taken by the men
on the Jjob. _
"In last year's report reference was made to eye
injuries and acecidents happening by reason of
the collapse of scaffolds. Little, if any, im-
pxovement}has been noted in the first group.
Eye injuries are for the most part preventable.
Goggles should be supplied, and when supplied
should be worn. Appaiently men will take risk
rather than suffer inconvenience. Shop discip-
line in this connection is something difficult
to enforee.” " |
Further statements could be quoted to prove that
accidents are in s large number of cases due to the care-
lessness of workmen. Now, this argument will no doubt be :
met with the statement that no man in his right senses will
deliberately throw himself into a msehine in order to suffer
an accidant and thereby become entitled %o compensation.
@h&s-this reply no person can disagree. but wnrkmen through
thoughtlessness, or carelessness, suffer sccidents which &
reasonable ampunt of care on their part would eliminate.l There
are plenty of instances to prove this. Take for insiance at
the mines, workmen are instructed not to throw dynemite from
one to another but rather to carry it. Notwithstending re-
peated instructions and warnings, dynamite is tossed fromtone
workman to enother. Now, if several workmen were killed be- :

cause of this practice and in spite of the endesavors of em-
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. ployers to ensure the safety of the men, ﬂorkmen 8
Compensation benefits would nevertheless be payable.

Why, under those circumstances, workmen should be held
blameless and employers entirely to blame must remain a
mystery. Yet employers must under our present Act pay for
tﬁ% carelessness and direct disobedience of the workmen.
Surely, without giving further illustrations, it must be
apparent to everyone that sccidents are not always and
entirely due to the fault of the employer, or even to the
hazard of the industry. Surely, too, workmen should not
be permitted to collect compensation when they throw T.H.T.
‘at each ofher,_unIQSS'they are prepared to contribute to-
wards the cost.

S0 long as any injuries are due to the fault o£~'
ths workmen elementary prineiples of justice demand that he
shouldﬁbear a share 6f the éecuniary responsibility. In
fact so elementary is this principle that its mere statement
almost calls for an apology. Buf, those are not the oﬁly
reasons why workmen shculd contribute. There are othefland
weightier reasons for a recognitlon of the principle of con-
tribuntion. In the quotations from the reports of the
Ontario and Lanltoba Boards wherein it was stated that both
employers and employees must take 8teps to prevent accidents
and also from the indisputable fact thet carelessness and“
thoughtlessness on the part of workmen is responsible for a
large number of accldents, it is clear that steps must be

taken to forece both partners in industry to redvee accldents.
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This has*beenblargely acsamplishad,Sc'fa: as employers are
concerned. They have installed safety devices in machinery,
inangtrated shop committees for the betterment of shop prac-
tices with a view to eliminating sceidents; they have in-
duced many of their employees to tske first-aid courses 80
as to lessen the effect of accidents which, unfortunately,
occur and in addition to this the Buremu of Labor inspects
plants and orders further safeguards which must be installed
at the expense of thelemployer and if these are not supplied
the employer is-lisble to prosecution. But, whiié'joint
responsibility for aceidents is recognized snd setion has
been teken by the Government to compsel employers to take
measures bending towards the redmetion of aceidents, no
such action has been taken to compel earefulness on the part
of the workmen. _ |

~ The installation of safety devices cannot reduce
accidents if these devices are not used. The State also |
compels employers to pay the total costs ofraceidentslwhan‘
they ocour and has thus placed a responsibility upon them'to
devise ways and means of reducing the hazards. Unfortunately
a great part of this remedy is entirely beyond their control
and rests entirely in the hands of the workmen themselves,
But unless the Workmen's Compensation Act is amended to pro-
vide contribution of a few cents s day by workmen, there is
no finaneial urge upon workmen %o exercise oare. It will not
e Seriously disputed that the highest degree of co-operative

effort on the part of workmen to the end of preventing



aoeidents'caﬁnot be secured withoumlthrowing upon him, at
least some pecuniary responsibility. It may be ssid that
workmen will objest to paying two cents a day towards the
compensétian fund, but iIf thers should be irritation atien-
dent upon the practice of deducting from wages a portion of
the insurance premium, it will serve to keep before the mind
of workmen, the necessity of eare on his own part in order
to prevent sccidents.

Despite 811 that has been done or may be done by
the employers, the Bureauw of Iabor,or any other agency, the
greater part of the onus of responsidility for mccidents
rests in the final snalysis with the individual workmen, and
steady contribution of workmen would develop an asceident-
preventlon consciousness. It would be & reminder to exer~
cise care. It would give him s finaneial interest in the
fund from which compensetion is payable. Where s men's
pocketbook is, his heart is also, and there would be & ten~
dency for the sk$llsed and careful workmen to impress upen
the untrained and carefree man the necessity of protecting
his own money. Ineidentally contribution by the workmen
would place labor’s representative on the Board in a much
more logicesl position, as he would be disbursing funds to-
- wards which those he represents have contributed.

If there were not some foim of contridbution from
workmen it would be necessary upon principles of elementary
Justice to withhold compensstion in cases where the injury

was due bo the fault of the workmsn. The proposition to com-
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pensate in all cases regardless of fault, must be, there-
fore, logically and justly contingent upon the workmen
paying his share. The employers' share should represent
those injuriés‘which are the result of the fault of the
employer or of the inherent hazard of the occupation.

It ie inconceivable that workmen ss a whole would
raise any objection to a deduction of & trifling few centé
a day from their wages for the purpose of compensation. In
Alberta and British Columbia where workmen do contribute
the scheme is working satisfactorily for 81l concerned.

Let us ¢cm@are our own accident record with the
accidenf record of the Province of Alberta, where the work-~
men contribute to the fund. Let it be noted that the in-‘
dustry of Alberta is of a more hazardous nabure than thst
of Hanitoba owing to the coal mines, mountain constbmotion
and 0il wells existing in that Province. |

1927 Number of Aceidents =~ Payroll { 1 accident
| , {for every $6754.
ALBERTA 10,149 $68,543,673.{ of payroll
MANITOBA 10,982 $65,197,169 { 1 accident for
_ : . ' {every $5936. of
payroll.

For 1927 Manitoba's aceident record is 13%% greater
than that of Alberta.

1928 Humber of Aceidents Payroll

- . (1 saccident for
ALBERTA 13,400 §86,500,519.§every £6,455.,
, . 1 of payroll.
MANITOBA 13,282 %74;900,000.(1“5355553¥ for

(every £5,639.
. {(of payroll .
For 3928 Hanitoba's accident record is
14%% greater than that of Alberta.
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The above figures, it is submitted, show that the
accident record in Alberta where the wuréman contribute one -
4o four cents per working day to the compensation fund is
much better than that of our own prdvince where the workmen
gsontribute nothing. This bears out the statement thgt a
nominal contribution on the part of workmen tends to render
them more careful,.%herebyAﬁirectly reducing aceidents.

| The only arguments advanced in opposition to a
mnnetary contribution by workmen are two in number. The first
is that employers bring industry into being and 1ndﬁst;y is
the cause of industrial aceidents, therefote employersAshould
pay the entire cost of such accidents, The chief difficulty
With this somewhat smug theory is that it is contrary to faét.

We have noted above that the reporis of Workmen's
Coméensation Bogrds show that apart from the inherent hszard
of induSt:y’both employers and empléyegs‘are responsible for
eccldents. If an employer does not kee§ his equipment in a
safe working shape, or fails %o supply safeguards, it must
be admitted that he should be held responsible for accidents
resulting from his carelessness. On the’other4hand, when
workmen fail to use safeguards or sre otisrwise carecless, %hay'
too should be hél& liable for resulting acaidents.

So far'és can be ascertained, no attempt hast been
made in Canada to estimate the percentage of accidents attri-
butable to the fault of the empleye:,’or of the employee, and
that to be attrivuted to the inherent hazard incidental to

industry. The statistics available are very old but give'
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some Indication @s to causes of industrial sceidents in

Germaﬂy, as follows:

Percentages
By fault of employer 20,47 17.30 16.81
;“ " " employee 26.56 29.74 28.89
" " " both 8.01 10,14 9.94
e o negliggﬁgegf . 55,04 57.18 55.64
T " hazard of
A industry 44,96 42.82 44.36

It is clear that over a gsriad of twenty years
‘emyloyees were to blame for at least one~guarter of the
accidents. ﬂhe.l?&? figures covered ééiOGG.gcciéents and
should_therefore be,fairlj’reprasantativa. 4n investigation
of 377 sceidents in Pittsburg in 1910 resulted in the follow-
ing classificatiom: |

_ Pergentages
By fault of employérs . 29,97
T " " employees - 27.85
mom w pogp : 16.91
" T " neither 26.27

1t is true that these statisties are out of date
but it is séfe to assume that human nature does not change
rapldly end that fortuity remains fairly constant. Eurth¢r~
more the inventivé genius of man has undoubtedly lessened
the hazard of in&ustry. Vhile new kinds of machinerj'appear

constantly, safety devices now Supplied comnterbalance the
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machinery haZar&; In any event it is apparent that-wcrkm@n
ara‘?esponsibla for a fairly large pruyartion of aceidents
and thet they should contribute»ant:enly {0 the cause of".
acnideﬁts but also to the cosBt incidental thersto.

‘ The secon& argument against financial contribution
by wnrkmen is that employees already eontribute mnbthir& of
their mages during disability end two~thirds in sddition
&ﬁring the first three days of that &isability. There sre
three answers to this conbtention that the difference between
the basis of compenssy t;on and full earnings constitutes a
. sufflaient contrihut-on from the workmsn. In the first plgce
the 100% earnlng capacity of the workmsn is usualiy hésed
arbztrarily upon the wages which the warkman was receiving
gt the tlwe of the injury. But if the wnrkman had not been
injured there is no humasn probability that he would have
earned full wages to the moment of his déath, so that it is
not fair o reckon the workman's actual loss upon a 100%
basis. In the second place, cempensation places the workman
beyond fu:thef:eoﬁtingency'of loss of earning capacity by
reason of injury from aceident or disease conmtracted else-
wheremthan in industry. Compensstion consititutes an assured
income not subject to the contingencies of sickness, old-age~
or unemployment and renders insurance against these unnecesg-~
ary. Pinally, the workmsn is being paid while he is not pro-
ducing. Compensation cannot be placed upon the same basis

88 wages since the latiter is the price paid for services
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actually performed. It is therefore submitted that work-
men should contribube to the funds fram.which they receive
a proteetian against loss from accident not enjeyed hy any

other class of people in the siate.



(74)

Should the State Contribuie

to the Compensation Fund?

Broadly speaking there are three grounds upon
which the Hanitoba Government should meke a finmaneial
contribution towards the expenses involved in the payment
of Vorkmen?s Compensation. Thét the legisleture realized
the Jjustice of contribution is clear from the wording of
Section 54 of the Act which provides for the annual pay-
ment "to assist in defraying the expenses incurred in the
administration cf the Act." To daite, however, the Govern-
ment has not confxibute& & dollay in compliance with this
provision.

The first and foremost ground upon which the State
should contribute is that the withdrawal from the Iaw Courts
of the work of adjuéieatioalof compensation cases hes effected
a considerable saving in the cost of the administration of
Justiece formeriy borne by the Province. TheProvince pays
the cost of many commissions such &s the Hunicipal and Pub-
lic Utility Board, the ordinary Law Courts excepting Judges
salaries, the Liquor Commission, ete., etc., and there is

no adeguate reason why employers should be foreed fto pe
., ¥ ay

Y

not onily the cost of compensation clalms but aléo the al-
ministrative expeﬁses incidental thereto, so longbas the
semi-public bodies making use of the Hujicipsl and Public
Ttility Board arelexempted from paying the cosis of aémin—

istration incurred by that body.
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A second reason in support of state contribvu-

~

tion is that the state controls appointmenis to the Work-

men's Compensation Board and fixes the salaries. In addition

$0 this the staté'&eterﬁines the benefits payable by the
Board. It is nnfair that the patronage, the fixiﬁg of
selaries and the setting of compensabtion benefits should
be entirely controlled by the staie, when no gcvérﬁmental

assistance is ziven in defraying the cost. It is a viola-

tion of %the principle that "he who calls the tune should

pay the piper.t®

There iz a third ground upon which the staie shounld
contribute, and i£ igs & factor worthy of serious considera=
tion. The‘prOViSiOE for the needs of injured workmen and
their depenfents by Hanitoba employers relieves to a large
extent the burden usually borne by the szeneral public by
way of poor relief, unemployment relief and charity gener-
ally. If employers &id not pay compensation, the injured and
theif dependenis'wenl& be thrown almest entirely-ﬁpon the
charity of the public or the expense of the Government or
State. ¥any injured workmen now receiving a guaranteed in-

come Tor life, even if they had not been injured, would

guffer from unemployment and hecome a state burden were it

‘not for the senerous benefits now provided by employers.

In most modern compensation systems these features

" are recognized and the state itself bears a portion of the

2

expense of the system. In some sysiems, thet of Switzerland

A 3]

1
3]

Tor example, the state contributes a definite proporiion of
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the insurance premiums. The Alberta sovernment haé paid
$33,589.52 towards offiee rental Tor the Alberta Vorkmen's
Compensation Board durinz the past ten years. in the same
period the Frovinee of British Columbiz has contributed

the sum of $156,000.00 by way of salaries. During the first
thirteen yeérs operaticn of thelntaric Board the government
paid the salaries of the Board amouniing to $26,000.00 an~
neally, and in aciition, during ithe first nine years contrie
buted §655,586.Gauin grants. Saskalchewan provides $25,000.00
anmually toward: the expenses of the sysiem. Precedent

therefore, is not lacking for state coniribution.
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'CHAPTER VI
Cenclusion

~ thile Henitoba is rapidly becoming an indus-
' trialized(pra?incéiher industries are breaking new ground
end cannot progress if the state imposes upon thém nore
.ﬁhan legitinate burdens. It is true thail cheapnéss of
eleetric power has given Manitoba a competitive advan-
tage over many other provinces but this has been largely
offset by the heavy freight rates paid by the people of
this pr@vince,-ﬁaﬁiﬁcba is geographically situsted in a
position where sﬁé]mnst remain destined to pay t#élpeak
- of transportation chargec. In a.dition to this Manitoba's
indugtries are comparatively young and nany of them are
small compared with those of competitors in the Eastern
Canadian Provinces and the United States. TheAresnlt is
that the economies of larze production and distribution
-of which advantage 1s taken in the well esteblished in-
Vdustrialjcenters canhot be practised to the same extent
in Manitoba. WFanitoba manufactupers are the only manu-
fecturers in_Canada who pay & Prcvinciai Corporation In-
come Tax and, to the extent cf this tax, are placed in =
disadvantageous competitive position. Vith a more generous
Yorkmen's Compensation Act than apnlies elsevhere in Can-
ada, Manitoba's industiies are handicapped at the very |
commencement o ftheir existence.

The industrialists of Hanitoba have ne righit to
ask for artificial stimulation in the form of zovernmental

assistance but they have a rizht to demand that the sovern-
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ment should not set up such artificial restraints as an-
fair texation and unlimited Worimen's Com@enﬁatien costs.
The development of industry in Manitova is of viial cone
cern to every citizen of the Province. To the farmer, the
dairyman and the gerdener it 1s important because it in-
creases the market for what he pro&uces; to the merchant
because it adds to his trede; 4o the workman because it in-
creases the number of jobs and opporﬁanities; to all becausge
‘it @istributes taxation over a greater number. ;ndustrial-
ists therefore claim the right to an egual opportunity Wiﬁ%»'.
others to build u@.the province in which they have invéé%ed

their capital.
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APPENDIX T

Hinimum ¥acze For 3oys

The Elnimum Wage Act was amended in,;pril ise1l
to ineclude within its scope the emplorment of boys under
the age of 18 years in industries 1o which the Act applies.
The resumlg tions issued in respect of female workers by the
- Minimum VWage Board were made applicable to such boys.

It is rather Gifficult to understand why the
legislature passed this ameniment, On four previous cc-
casions in the last five years the legislature defeated
the same'amendmént which was introduced by one of the Za-
boﬁt‘members, andliespité the fact that govermmental in-
‘vestigaticn of boy labour in Hanitoba during these years
}.ahowed that hours of labour were bging reduced aﬁd,@eekly
| wages were heiﬁg increased the Biii was naéseé.- The cur-
rent unemplﬁyment;si$uation was not shown %o have had any
_ beQrin& on the auestion of the employment of boys, and other-
wise no evidence was submitted in 1%El to show tﬁét-boy
labour was being treatea aifse erently than uitherto, excepd
~ that hours were somewhat shorter and wages sli htly higher.

Fotﬂithsuanﬁlng these factors, the lapislature
approved in 1931 tge Bill which it had rejected on four
previous occasions. Undér these circumstances it would. no%
seen unfair to conclude that if the lssislature was Justi-
Tied in rejecting the proposal every year for four years
1% was not justified in adopting it in the Tifth vear. 1In
other words the legislature must be held o have condemned

its previous sbands on the questicn,
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Iebaur'éepresentatives appearing before the
Law Amendments Committee of the Legislature sup;érted
a ¥inimum %age for boyé on two grounas.. The first was
that boys were worked during unreasonably long hours for
less than & living wage, therefore the interests of boys
should be safeguarded. In the second place the same re-
presentatives contended that the passaze of the péoposal
was necessary because employers in Manitoba were displacing
female workers receiving the Minimum Waze by boys whd wounld
work for less than the minimup therefore the Bill should
be passed to safeguard the interests of female workers.

Iet us assume for the sake of argument that the
gecond ﬁonteﬂxicn,was supported by the facis. fhe'only
benefii that could be hoped for in this connection would be
that female wcrkers displaced by boy labour would be given
- back their pssitibns. In order té aceomplish this,'employers,
under existing eeqnemie conditions, would be foreed to ais-.

miss the boysi This was pointed out {0 Labour rejresentativeg
| who were asked to state whether they represented fhe intér- E
ests of boys or of femnle workers. ZImbarrassed by the inébﬁ-
sistency of their'érguﬁents, labour representatives then
conecentrated upon tﬁeir first contention.

The chief opnosition to the Bill came from repre-
sentatives of boys work organizations, who elaimed that, if
a minimum wage were esiablished for boys, it woul. be mofe

diffieult for them to find work for theboys. The Bill w

[3
w

also opposed on the gound thet to place boys on the same basis
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as female workers was tantamoﬁnt to saying that boys
needed the same wages for the same mumber of hours of
work as applied in the case of female workers. UToe buod~
gets were coﬁuidered by the legislature to show what

iz a living wage for boys, and no evidence was submiﬁted
to indicate the pumber of hours a boy ean work withqut
injury to his health. Until such budgets are produced it
is submitted that nc person can prove that boys employed
in Wanitoba do nat receive a living wage, becau se the temm
"living wage" has not been dé¢termined, The sameAappliQ%

%0 the reasonableness of hours of labour. Thersfore i%

is contended thatfthe legislature 4id nct have sufficient

facts before it to arrive at a decision that would be

economically sound.

A minimum wage law for boys is subject to all

the objections that apply to similar legislation fcr fe- .

male workers, withou% many of the compensating advanuages’

To argue that because a ninimom waze law may ae juSuified

- in the cage of ;ewale or?ers. it is therefore 3uuo1?1ahle

in the case of boys, is faplty beecause it fails to Gig~

tinguigh the GSSQﬁ$1a1 difference between iemale_and nale

enployments It leaves out of account the effect that the

institution of marriage has uwpon iandustrial emplbyment;
The larse majority of indusirial female workers cesse 4o be

employed in indusiry when they grafuvate to the larger field

- of wifehood; where minimum wages and maximum hours of work
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are not resulated by the state. On the other hang ﬁrac-
tically &1l malegé§ikers engaced in industry continue their
regular‘employmeht after they are married. In other words,
despite the growinz independence of wonmen, industrisl pur-
suits are not.geberally looked upon as & life-work in the
case of the majority of female workers, whereas boys enter
upon their work with the knowledze that marriage will not
bring about a change in their life-work.

it is only reagonable that greater time and ef fart
he spent in preparatien for a life-work, than in the pre—
paratian for o position that is regarded as femporarye.
The period from 15 to 18 years of age is the time in whiech
boys are either fzndinb thelr vocation or preperinb thsm‘
selves for their life-work. In factories it is almost always
necessary %0 traﬁsﬁer boys from one department to another in
order*that they @;3_f1n& the work for which they are best
fitted. During this»]earniﬁu perio& boys reeeive greater-
benefits from their experience than they do *rom tanir WaZes. ﬁ
Very often their serfices are actually wortn litﬁle or noth- .

ng to thelr employers in the first year or more of emnlayment

durinzg which their eepahilit;es for the future are being de-
veloped. This fact is recofnized in indusi®ies go which the
apprenticeship sysben applies.

¥ith female workers the offtlock, inm ét cases is
entirely different. Host factory positioﬁs held by women

are what is known as "blind alley Jobs", where tﬁé most
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1mpcrtént elémenx to be congidered is that of wages and
not of future advancement.

The effect of placing boys under the operation
of the Minimum VWage Act, cannot yet be estimated. It is
almost ceriain that the Minimum Wase Board will be forced
to set up speeial regulstions %o cover the employment of
boyrs because of the differences beuween Temale and boy em=
ployment. There can be nc doubt, however, that, if the
mininum wage set by the Board incresses waszses eveﬁ_slightly,
many boys will find it impossible to secure emplqyméni. A
number of emplayeré have alrealy stated that, if wages of
voys under 18 years of age are raised, they will employ
those over the age bfflS at & slightly increased money wage
and secure greater. efficiency by so doing.

There is one condition under which the amend-
ment will prove beneificial. In any group of individuals
there are always;g few who are unscrupulous and employers
are not entirely immune in this reépéet. A% tié.present
time there are a few éases wnere boys work extremely long
hourg for very Low~wa#es. The amendment will re eay this
condition. I% is unfortnnate, however, that, beczuse of a
few cascs of unfairness, the larse majority of boys should
be placed under an Act which disregards natural ability,
willincness and individuality and treats those imeluded

within its =scope as aubtomatons. : ~
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APPENDIX IT

““Miscellaneous

There are a number of statutes which seek to
regulate the relationship between employers and employees
-in Hanitoba, bub there are none of egual import ance with
the Minimum Wage Aqt and the ¥Workmen's Comnensatlon Acte.
Space will not permit more than a vrief veference %o some
of the nmore ontstén&ing statutes.

1. One Day's Rest in Seven.

In 1928 the legislature p&sse& an Act which pro-
vzdes thai all employees, with ceriszin ex cceptions, shall

have at least 24

ggnsacutive hours rest per wegek. The ex~
ceptions, inelude watehmen, stationery boiler engineers,
Lireman, tlegfapgers, employees working less than five

hours daily anﬂv§¥§$e whose work is managerial. Wide powers
of'sxeﬁption are'§£§en.t0 the Buresu of labour,

2o Buil&ina Crades Pretectlan Act.

This Aet came into force in 1914 and pre?i&es for
safety measures in the erection or repair of any bnildings,
Briefly, it is sought to regsulate scaffolding, hoists, lad-
ders and flogringlior the protection of workmen.

¢ The Fair Yoce Acte.

This fSet was passed in 1918 and came into force
two years later. ZProvision is made Tor the anbointment of
a Fair Waze Board vhose duties consist in mazing investi-
gations as to wages and hours of labour in employment upon
any governmental public works and to nake regu afions gov--

erning same. The Minister of Public VWorks ihen approves or
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amende these recommendations agter,whiah they begome law.
. ¥any regulations hgye been passed governing the rate of
wages per hour-anéfthé}nnméer of hours per week that shall
epply on public works for such employeeq sas teamsiers,
bricklayers, stmgemasons,‘plasterers, plumberg, carpenters,
eleciricians, etc,, elc.

A similar law was passed by the Dominiocn Parlia-
ment in 1929 to apply to federal public works.

44 The Factories-Act

This'ﬁc%fregulgtes the operation of factories
and @rovides fc?_iﬁsyectian of conditions of labour, san-
itary provisions, precaﬁtion against fire and mahy other
matters havinz to Go with the welfare of emgloyées. Faco~
to:}es are inspeeted from time io time by officials of

the Bureau of Labour.

The 5h§§s resgulation Act and the Bake-Sths Act
provide for similesr proteciion to employees eﬁgagaé in
stores, @arehcuses éné'ather shops of a similar naturg, with
spebial provisions applying in the case of bake éhags.’ |

Under the Steam Boller Act rigid inspection of
stean bﬁilers of all_kin&s is provided for eieept_of those

sed in heating private residences. It is expected that
at the next session of the legislature thé resulation of
refrigeratineg plants, inelwding those used in apariment

bloeks will be sousht.
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