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PREFACE

Not many years ago apprenticeship was regaurded by most
educators and perhaps by a majority of industrialists ag a thing
of only the past. It then seemed that apprenticeship had met
its death blow in the advent of the machine era. That view
has now changed. At the present time much is being written
and accomplished in the name of apprenticeship. No longer
does it nced a champion. The value of apprenticeship is every-
where recognized, and its development is now the object of well-
organized movements, as an examination of trade papers and
educational bulletins will reveal. In the United States, however,
little has appeared on what might be called the philosophy of
apprenticeship, although considerable literature has been evolved
dealing with the technique of apprenticeship relations and
methods of training.

This study was originally undertaken at the suggestion of
Dr. Selig Perlman, Professor of Economics at the University of
Wisconsin, who pointed out the need for a treatise on the philos-
ophy of apprenticeship relations—a book which would reveal
the respective limitations of the state, of the employer, and of
labor, in apprenticeship administration. This inquiry led to
further extensions of the study. It is hoped that the following
pages may reveal the fundamental philosophy upon which
apprenticeship development must proceed, and that they will
call attention to its essential elements.

This book attempts to review the meaning of apprenticeship
in its relation to modern industry; to present its status with
reference to labor; to show its relation to the employer; to reveal
its inevitable affinity with formal education; and to show its
relation to the functions of the state itself. A study is also
made of the new manifestation of apprenticeship in the form
of cooperative training. Finally, some problems of state
administrative experience which have been encountered in the
Wisconsin plan are presented because they show principles and
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procedures which must receive recognition if a thorough knowl-
edge of industrial training is to be obtained, and particularly
if this training is to be subject to any form of state control.

It would be impossible for the author to mention all those to
whom he is indebted for contributing in one way or another, to
the subject matter of this book. Special acknowledgement is
extended to Mr. George P. Hambrecht, State Director of Voca-
tional Xduecation, for making possible the sound development
of the Wisconsin plan while he was Chairman of the Industrial
Commission of Wisconsin; to Mr. Walter F. Bimon, the present
Supervisor of Apprenticeship of the Wisconsin Industrial Com-
mission, for hearty cooperation in providing recent data; to
Dr. R. L. Cooley, Director of the Milwaukee Vocational Schools,
for his friendly ecounsel; and to Dr. Edwin E. Witte, Chief,
Wisconsin Legislative Reference Library, who, in his present
capacity and as former secretary of the Industrial Commission,
has given assistance in securing material.

A debt of gratitude which can never be adequately expressed
is acknowledged to the author’s former teacher, Dr. John R.
Commons, of the University of Wisconsin, whose encouragement
and appreciation have meant so much. Finally, the author
cheerfully recognizes the priceless assistance and inspiration of
his wife who has made the pains of authorship less severe.

STEWART SCRIMBHAW,
MiLwaUEEE, WISCONSIN,
March, 1932,
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FOREWORD

It is unusual that an author of a book on industrial relations
and education has himself gone through every stage of the whole
subject that he writes about. Dr. Scrimshaw began as an
apprentice to the bricklayer’s trade in England; supported him-
self through a university education as a member of the trade-
union working at his trade in America; became State Supervisor
of Apprenticeship under a new law on that subject in Wisconsin,
for which position he was selected by representatives of the State
Manufacturers” Association and the State Federation of Labor;
became the Personnel Administrator in a large machinery-manu-
facturing corporation; then direetor of the engineering coopera-
tive relations between a university and the manufacturing
establishments of a great industrial city; finally Professor of
Personnel Administration and Economics in that university.
Seldom is there such a combination of practical, scientific, and
educational activity, covering twenty-five years, brought together
in one person as preparation for an authoritative book on his
subject. He began with the ancient system of apprenticeship,
which, in England could not be excelled in its training of the
craftsman; then came through all of the mechanization that
broke down the old system; then participated in the efforts of a
state, of private employers, and of wage-earners to fit apprentice-
ship to the new conditions; then had several years of teaching
and research during which he could organize his mass of experi-
ence into a notable contribution to the modern methods of the
science of political economy. This book certainly will find a
place with all forward-looking vocational educators, personnel
executives, leaders of labor organizations, and educational and
economics departments of colleges and universities.

Jorn R. Commons.

UNIVERSITY oF WISCONSIN,
Merch, 1932,
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INTRODUCTION

Many modern influences have contributed to a renewal of
interest in apprenticeship training, The recent emphasis upon
industrial and vocational education has brought apprenticeship
to the center of the stage. With the growing appreeciation of
programs of training which involve a combination of work and
school, there will inevitably ensue still greater efforts to capitalize
the values inherent in apprenticeship training.

Apprenticeship literature is prolific. It teems with romance,
and many of its human-interest phases have been told and
retold to every schoolboy, although quite often with inaccuracy.
Apprenticeship has been subjeet to the vicissitudes of centuries
of economic evolution. In the provincial old world of landed
estates, rather than of close-knit nations as we conceive of them
today, there were many variations and individualistic practices.
Guild apprenticeship practices were so much a matter of local
customn that, it is evident, many aspeets of apprenticeship training
differed with the location or town in which the crafts were
practiced. It is little wonder, then, that medieval apprentice-
ship covers a field, concerning many elements of which not even
celebrated historians ean find unanimity of view.

It is medieval apprenticeship that is usually described in the
industrial- and vocational-education textbooks, and the descrip-
tion is frequently drawn from the imagination as are other aspects
of medieval life. Although most treatises on apprenticeship
devote the major consideration to the historical aspects, the
present work does mot attempt to cover the ground which hes
been so well cultivated by others.

In this book the historieal observations are not presented in a
formal way but find ready place in many parts, particularly in
the chapter dealing with Apprenticeship and Public Authority.
In fact, wherever they have aided in throwing light upon moedern
conceptions, relationships, or practices, historical references
have been freely utilized. Those students who desire to make a
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xiv INTRODUCTION

special study of apprenticeship history will find some noteworthy
historical studies available. The following works will prove to
be of great interest and value:

Duntop and Denuan, “English Apprenticeship and Child Labor,”
T, Fisher Unwin, London,

UnwiN, GEORGE, “Industrial Organization in the Sixteenth and Seven-
teenth Century,” Clarendon Press, London,

Scort, JonatHoN Frexch, ‘‘Historical Essays on Apprenticeship and
Vocationzl Education,” Ann Arbor Press, Ann Arbor, Mich,

MorLey, James M., “Apprenticeship in American Trade TUnionism,”
Johns Hopkins Universily Studies in Historical and Political Science.

Dougras, Pavr H,, '"“American Apprenticeship and Industrial Educa-
tion,” Columbia University Press, New York, (Early chapters.)}

The present work is a textbook on apprenticeship and coopera-
tive pari-time education. Students of voecational education and
human relations in industry are finding it increasingly necessary
te become students of economics. For those, this text will
have particular meaning, because it is based upon economic
study. It touches lightly on educational theory, but more
strongly on the functioning of education. All through, however,
it remains not only a study of apprenticeship in the sabstract,
but alsc a study of human relations as expressed in apprentice-
ship training.

No attempt is made to minimize the good work being done on
apprenticeship, no matter whether voluntary or compulsory plans
are being followed. The principles and relationships discussed
in this text will ind broad application wherever apprenticeship
is practiced. Since this work is primarily concerned with the
principles of apprenticeship and the nature of apprenticeship
relations, there has been no attempt to give a recital of specific
plans in operation in individual places throughout the eountry.
Even if such a recital of methods were possible, it would be
obsolete beforc it was completed. Successful apprenticeship
does show variations in technique, but not in basic principles.

A treatment of cooperative part-time education has been
included because the successful plans of cooperative training are
based upon apprenticeship principles and techniques.

Consideration has been directed to special problems of appren-
ticeship administration, because they are common to all present-
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day apprenticeship systems, whether under the control of public
authority, trade unions, or employer organizations.

In the appendices will be found some material which may be
of value to those interested in studying state systems. Forms
and specific procedures must vary in different places. The
attempt of the present work is to establish principles and to
present modes of procedure. The inclusion of some of the
recent laws on apprenticeship will provide a ready reference to
the latest contribution of public authority to one of the oldest
institutions of eivilization. However, no formal ready-made
scheme, no matter how perfect, can be a substitute for intelligent
planning or the exercise of good judgment, since no law or rule
of administration is any better than its enforcement,

It will be observed that apprentices are spoken of in the text
as masculine, but apprenticeship is also applicable to girls.
It is true, however, that the more extensive employment turn-
over of young women, due primarily to marriage, will always
make apprenticeship for girls of relatively less importance.

At the conclusion of each chapter will be found some suggestive
questions and exercises. These are designed to challenge the
interest of the reader in the basic considerations of the chapter
contents and at the same time to prove a time-saving device for
the teacher.






APPRENTICESHIP

PRINCIPLES, RELATIONSHIPS, PROCEDURES

CHAPTER I
THE NATURE OF APPRENTICESHIP

Apprenticeship is one of the oldest institutions of eivilization.
While most writers have assumed that apprenticeship developed
with the craft guilds and had its origin in them, some scholars
have shown that apprenticeship flourished even in ancient times.
Furthermore, apprenticeship has been common to the Orient as
well as to the Occident.® It is suggested in the literature of all
people. Its ancient forms, however, are so interwoven with the
institution of slavery that it is easy to understand that modern
peoples find it difficult to contemplate apprenticeship prior to the
middle ages. How much of the apprenticeship before that time
was areal aspect of slavery and how many of the appr  tices were
the sons of slaves have not been revealed in apprenticeship
literature.

Today when apprenticeship is spoken of, people think of the
apprenticeship of the middle-ages craft guilds. It is the medieval
period of apprenticeship which is the classical age of the institu-
tion of apprenticeship, although some would acclaim the period of
the building of King Sclomon’s temple. The latter time, of
course, is part of the poetry and song that have so frequently
accompanied the portrayal of early apprenticeship.

Apprenticeship is a human institution. It has noble traditions
which have been extolled by innumerable writers, even to the
point of idealization. It is well to remember, however, that no
human institution of any sort is ever more than relatively per-
fected, and industrial apprenticeship is no exception. It is a mis-

'8ee DouvaLas, Pavn H., American Apprenticeship and Industrial
Education, Chap. 1, Columbia University Studies, Vol. 95, No. 2.

1



2 APPRENTICESHIP

take to make a fetish of medieval apprenticeship; it is better
rather to aceept it as a scheme of education that must be made to
conform to the requirements of our newer industrial day. The
failure to recognize this principle accounts for the observation to
which Carroll D. Wright referred in a report on apprenticeship in
1908, namely, ‘‘Nearly all writers and speakers on industrial edu-
cation state broadly and definitely that the system is dead.’!
Even today we encounter individuals making positive statements
to the same effect, with the same definite conviction, and we may
suggest that these statements are made with the same definiteness
of error.  The fact is that although the old apprenticeship became
decadent, apprenticeship was never entirely killed. The tradi-
tion, the fact, and the principles of apprenticeship are very real
and are ever present. The substance is there although the form
may be changed.

With receant attempts to give apprenticeship its place in our
modern economic society there has unfortunately been a tendency
to neglect a proper understanding of the essential elements of
apprenticeship and to confuse nonessential aspects with funda-
mental principles. This has been partly due to the fact that there
are two phases to the learning-while-earning principle. One is
the historical apprenticeship method of training individuals for
some specific trade or profession, and the other a method of giving
the apprentice a general training while he receives his initial
contaet with industry. The latter arises gut of the nature of
modern industrial society, where the needs of all industrial
workers cannot be met adequately by training everybody for
some special eraft or occupation, however good that training may
be.

Certain types of individuals can be trained for definite trades or
occupations. Others must be trained on a more general basis to
participate intelligently in whatever industrial activity they may
become engaged; but the latter form of training under present
conditions is not apprenticeship, even though it embraces some of
the same principles.

Apprenticeship suggests specific training of an individual for a
craft or occupation; industrial training of a more general character

1The Apprenticeship System in Its Relation to Industrial Education,
U. 8. Bur. Ed. Bull. 6, p. 9, 1908.
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fits him in a broader sense for life in an industrialsociety. The
apprenticeship ideas, techniques, and principles are very effective
in this general type of vocational education; they are so much so
that industrial training is deemed effective or of value in propor-
tion to the extent that there is an application of apprenticeship
principles. In faet, so strongly has this idea captivated some
writers that they have been inadvertently led to treat all forms of
education for working people as apprenticeship training. This
idea, however, is somewhat confusing. Apprenticeship has a
technical meaning and must not be made identical with general
continuation-school procedure. Not uniil there is a definile
eontractual relationship in the learning procedure can there be real
epprenticeship.

Definition of Apprenticeship.— A pprenticeship is thet method of
training in which a learner, usually a minor, enters employment for a
definite period of time under an express or implied contract to learn
e trade, craft, or business, This agreement provides that the
learner shall receive for his services remuneration in two forms:
first, a specific monetary payment; and second, instruetion in the
oceupation in question, or at least an opportunity to learn the
trade, craft, or business through practical experience—a learning-
while-earning process. It is a process of learning in which prae-
tice is supplemented by theory and implies a combination of both
elements. Modern apprenticeship differs from the earlier
apprenticeship training in the fact that the theory of the trade is
taught to the apprentice by some special means of instruction,
usually in school classes, rather than by being acquired by the
apprentice through the individual interest and tutelage of the
master of the craft, Moreover, in the old apprenticeship, theory
and practice were taught together and were hardly distinguish-
able; but in modern apprenticeship, the theoretical element,
because of the scientific aspeet of industrial activity, forms a
larger factor in the training. Any trade today requires special
scientific theory, and therefore needs special effort on the part
of the apprentice to acquire that knowledge.

One of the characteristics of the apprenticeship of other days
was the fact that the apprentice lived in the home of the master.
The fact that such a condition of things could not exist today in no
way affects the real essence of apprenticeship. It may be sug-
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gested by some that apprenticeship in the home of the master
made the diseipline of the apprentice more effective. However,
it can readily be believed that attention to the working regula-
tions of the industrial establishment and to the necessity of
learning to become adjusted to the different personalities found in
employment is equally as effective discipline as the old-time
apprenticeship arrangements,

Modern apprenticeship is not confined to those medieval trades
which characterized the craft guild period. There are many
trades today which were unknown before the industrial revolu-
tion. Of interest here is the statement by Prosser and Allen:

The total number of these ancient crafts was not much in excess of a
dozen. Many of the occupations included within their sacred circle,
such as those of the butcher, the baker, the blacksmith, the saddler, the
shoe repairer, and the tailor, still persist on virtually a hand tool basis
in small communities everywhere, and to a considerable extent in large
communities as well. Here they are followed by a great many more
workmen than in the days of English indentured apprenticeship. In
the smaller towns and in most of the building construction of large
cities, many of the building trades are still carried on “by hand” in
the sense that the power driven tool has not supplanted to any consider-
able extent the uses of hand tool processes. This is obviously true in
bricklaying, plastering, and painting and to a large extent of carpentry
and tinsmithing, The workers in such employments probably equal in
number all the artisans of Europe in the Eighteenth Century.

If it be conceded that hand composition in the printing trade is a
skilled occupation, then we have more skilled workmen pursuing this
one skilled art in the city of New York today than the total number of
craftsmen employed in England at any time during the reign of ‘‘ Good
Queen Bess.” During this same century, the total number engaged at
any given time in all the skilled crafts of all Europe including England,
was very much less than the total number of hand eompositors in the
United States at the present writing. 1If it be conceded that the modern
toolmaker, who is really both blacksmith and machinist, possesses a
skill at least equal to the ancient blacksmith, then we have much more
skill in quantity and quality represented by the toolmakers of the single
state of Pennsylvania than was possessed by all the iren workers of
England at the close of the Seventeenth Century.!

! Prosser and ALLEN, ' Vocational Education in 2 Democracy,” pp.
72-73, Century Company, New York, 1925,
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It may be said in behalf of modern apprenticeship that any
employment which necessitates a grouping of operations or
jobs or experiences within the range of the ordinary individual in
that employment could be subject to apprenticeship arrange-
ments. For example, a man could be apprenticed to the grocery
business or to an office oceupation just as well as to the plumbing
trade, The handicap exists in the minds of the employers or the
public, and not in the nature of the occupation. The main
consideration, then, is that any frade or occupation which gives a
diversified series af specific jobs that can be coordinaled would make
an apprenticeable trade. Just how many these oceupations may
be, for any particular time, will depend upon the character of
contemporary trade and industry. An enumeration of them
could never be made complete. Nevertheless, when the princi-
ples are understood it is eagy to know when apprenticeship can be
established.

Objectives of Apprenticeship Training.—In the preceding
paragraphs there has been & presentation of the meaning of
apprenticeship, with a formal definition. It is now necessary to
examine the principal objectives of apprenticeship. In other
words, what is to be accomplished through this form of training?

It would appear that the functions of apprenticeship would
include, first, the development of skilled workmen; second, the
provigion for a practical method of training for skill; third, the
development of integrity of charaecter; and fourth, the training of
men capable of ready adjustment to technical changes in
production.

The Development of Skilled Workers.—Apprenticeship especially
is a device to turn out men of skill in the different trades and
occupations. This fact is the most evident thing about appren-
ticeship, It is an acknowledgment that skill ean come only by
working on tasks that require skill by repetition, by comparing
present with past performance, by bringing to bear on the day-to-
day experience the benefit of accumulated knowledge, and by
profiting from the experiences of fellow workmen, either from
their positive accomplishments or from their mistakes. Develop-
ing skill is, in other words, a proecess of acquiring judgment,
dexterity, and an appreciation of the value of the application of
geientific knowledge to the tasks in hand—a process of training
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the hand, the eye, and the brain, and of acquiring proper coordi-
nation of these faculties,

Furnishing a Practical Method of Training.—This learning-
while-earning process puts the young person in touch with all the
forces of economic life, and therefore he gradually becomes
adjusted to life and work. It is a natural means of preparing
individuals to accept their responsibilities. There is in appren-
ticeship no question as to whether the kind of work that the
youth does will coordinate with industrial situations, for it is
industrial experience itself. The apprentice is learning to swim
in the water, so to speak, and, after all, that is the only place in
which one can become proficient in swimming.

Development of Integrity of Character.—A third important objec-
tive of apprenticeship training is to develop in workmen charac-
ter and integrity. It is here that the idea of discipline comes in.
There is no question but that the perseverance and “stick-to-
itiveness” engendered by finishing a course of training lasting
over a period of years are a great asset in making the youth a
dependable man. The obligations which apprenticeship neces-
sitates, if carried out, help not only to make the youth an asset to
industry but to make of him a worthy citizen. The very idea of a
contractual relationship is a fine thing to teach the boy the
significance of agreement. The institution of contract, or more
properly the right of contract,is one of the basic concepts not only
of our own social order but of civilization itself. If from no other
point of view, at least from that of character, the men who com-
plete their apprenticeship, provided they have been intelligently
handled by the employer, should be the aristocracy of shop men.

Development of Men Adaptable to Technical Change.—In modern
apprenticeship a more recent aspect than those previously
mentioned is the desire to make men cepable of ready adfustment to
technical changes in preduction, that is, to develop men who will
become dynamic rather than static factors in the shop.

It is a patent fact that one of the outstanding characteristics of
modern economiec life is change, and not merely change, but
rather rapid change—almost cataclysmic in its movement.
The statically minded individual eannot keep pace. Appren-
ticeship training on the job over a period of years will teach a
young man or woman the faet that no two days of industrial
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effort are aslike. There is some change all the time, and it is the
skillful person, the adequately trained person, who is enabled to
make adjustments from day to day. This is a new type of skill
and one of the prime justifications of apprenticeship training.

It is scarcely necessary to say that apprenticeship may, and
usually does, have many other effects which can be said to be
by-products of training. These by-products in some instances
become real objectives with certain employers and trade unions.
The nature of these will be apparent when apprenticeship is
considered in relation to these particular groups of economie
interests,

An English writer, Reginald A. Bray, speaks very much to the
point in his book “Boy Labour and Apprenticeship’:

An apprenticeship system worthy of the name must satisfy three
conditions. TFirst, it must provide for the adequate supervision of
boys until they reach at least the age of eighteen. Before that age &
lad is not fit to be his own master, and should remain at least to some
extent under the control of elder persons. Such supervision must have
respect both to his conduet and to his physical development. Secondly,
an apprenticeship system must offer full opportunities of training, both
general and special—the training of the citizen and the training of the
worker. And, lastly, it must lead forward to some opening in the ranks
of adult labour, for which definite preparation has been made, and in
which good character may find reasonable prospects of permanent
employment. Supervision, training, the provision of a suitable opening
—these must be regarded as the three essentials of an apprenticeship
system.”

Modern apprenticeship cannot merely happen. It is a system
of training that must be properly organized. The apprentices
cannot be left to chance. There must be positive supervision,
and finally instruction in related trade theory, not as an after-
thought but as the capstone of the whole apprenticeship structure.

On page 8 is a comparison of the old apprentice with the new.
It will be seen that the apprenticeship technique of the eraft
guilds would not fit in this industrial age. On the other hand,
the general purpose of the old apprenticeship is fulfilled by some
modifications. These adjustments vitalize apprenticeship and

1*Boy Labour and Apprenticeship,” p. 2, Archibald Constable & Co.,
Ltd., London, 1912.
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make the institution effective—if anything even more effective
than it was in its heyday.

by -
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. Apprentice lived in the home of

the master
performed menial
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. Rules of master and servant

apply at law

. Master gives all of the training

Theory and practice combined
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Trade established by custom
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forced on apprentice

Trade subject to little change
Apprenticeship maintaing status
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years or less,
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Such a comparison should convince even the most skeptical
that apprenticeship is being adapted to modern conditions and
that the establishment of apprenticeship training in modern
industry does not entail the necessity of trying to make applica-
tion of the incidental feature which characterized apprenticeship
in another mode of economic life. The analysis of the new
apprenticeship reveals the fact that the same principles of learning
to do on the job, under supervision, and aceording to agreement,
during the period of youth can be just ag adequately earried out
today as in the time of the craft guilds. One of the outstanding
differences is the greafer amount of education that the youth
brings to the apprenticeship today as ecompared with other years;
a corollary to that is the more technieal and scientifie character of
the knowledge which is expected to be acquired through the
modern apprenticeship.

The apprenticeship of yesterday was that of the medieval
craft guilds. It is a story concerning which most people have
but a hazy conception. It has been couched in idyllic language
with poetic background. We have been told of the fascination
of the work for the boy, of the master and apprentice’s mutual
devotion, of the romance which culminated the terms of the
apprenticeship when wedding bells signaled the oceasion at which
the erstwhile apprentice led the master’s daughter to the altar.
There is no question that there were many times when such a
picture could be accurately portrayed from life. However, one
must not allow such a conception to preclude a proper understand-
ing of the real essence of classical apprenticeship. “We hear
much of a few eminent artisans, but nothing of the low standards,
bungling efforts, and poor goods produced by the great body of
ignorant, indifferent and incompetent workmen. !

Medieval apprenticeship flourished in an agricultural age, but
the present is an industrial age. The old apprenticeship was the
only form of education for the masses, but today we have free
education in schools at publie expense. Formerly the apprentice
lived in the home with his master and performed many menial
tasks after working hours; today the apprentice goes to his own
home after a relatively short working day. Formerly most of
the working hours of the boy were spent on the confines of the

1 Ibid., p. 81.
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small shop; now industrial activity is carried on largely in factory
organizations (some of the building trades being exceptions).
The apprentice of yesterday learncd the secrets of the trade from
his master, but today these are available through books and
schooling. Yesterday the apprentice could not read, but today
the apprentice who is illiterate is a rare exception. In the days of
the eraft guilds economic life may have been an art but it was not.
yet a science. Today, however, we see man’s economie activity
explained in principles of universal application, and economies is
one of the most popular sciences. The activity of the craft
apprenticeship was once a relatively local affair, but the appren-
ticeship of today is & matter of national concern, sustained by
national associations. So one might continue with the compari-
son, which seems to give a basis for the view that since modern
conditions are so different from those when apprenticeship
existed at its best, there can be no possibility of an old institu-
tion’s being fitted into our environment. However, such an idea
is as far from correct as is the idea that the ancient institution of
the family cannot thrive in our modern economic environment.

It is only necessary here to point out that present human
needs are basically no different from those of remote times.
Human psychology is the same now &8 in the days of ancient
Babylon. Although educational methods may have changed,
learning processes of today do not differ from those of yesterday.

A survey of educational methods today will reveal the fact that
most of the newer methods or techniques involve principles of
apprenticeship. It is an interesting fact that all modern educa-
tion is acquiring more and more of the apprenticeship principles.
Increasingly do we see the tendency to combine work and educea-
tion, theory and practice, and to make achievements possible
through up-grading programs.

The development of the high-school and college cooperative
courses reveals the fact that apprenticeship principles are neces-
gary to effect the most practicable program of education.

It need scarcely be said that an apprenticeship system identical
with that of the middle ages is out of the guestion—and who
would want it? An intelligent application of apprenticeship
does not call for all of the conditions of the earlier systems, as the
tabular analysis indicates, but rather for the adaptation of the
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institution to fit modern needs, that is, a taking of what is service-
able and a forgetting of the rest. Modern apprenticeship takes
the permanent essence of the experience of yesterday, the best of
the old days, and applies that to modern needs and conditions.
An analysis of the points described above as essential to appren-
ticeship will reveal the fact that there is nothing in them incom-
patible with modern economic life.

Questions and Exercises

1. Analyze the elements in the definition of apprenticeship and explain
each one.

2. Indicate the aspects of modern apprenticeship which are identical
with the old apprenticeship. Are these the essential considerations?

8. What are the main differences between the apprenticeship of our own
day and that of the sixteenth century?

4. Explain the objectives of modern apprenticeship.

B. How extensive is the apprenticeship method in modern industry and
education? Illustrate.

8. Does work itself have an educational value? Explain.



CHAPTER 11

APPRENTICESHIP AND MODERN INDUSTRY

Characteristics of Modern Industry.—The last century and a
half has brought about such a complete mechanization of
economic life that the present era has been fittingly called the
machine age. 'Our economic order is sometimes characterized
as the factory system, the cooperative system, the system of
division of labor. All of these characterizations are valid and
useful in distinguishing present industry from the domestic
system, or the handicraft system. However, when we view
industry from the standpoint of apprenticeship alone, we must
conclude that modern industry has two fundamental and
important characteristics which, more than any others, have led
people to believe that apprenticeship is incompatible with the
industry of our day. The first of these characteristics is special-
ization; the second is increasing mechanization. The word
mechanization alone might have sufficed, but it is well to realize
that a characteristic of mechanization is that it is cumulative in
its effect giving results which seem to find no metes and bounds.
Specialization means the dividing of the manufacturing process
into special parts—it is the “division of labor” principle carried
to the nth degree. Mechanization, of course, means the sub-
stitution of machine processes for hand labor,

Specialization.—Specialization has gone so far in modern times
that it is not a question of one man’s making an article, or even
one part of it, alone. It is quite usual in the present produective
organizations to have men working on but one single operation.
Well-known examples of specialization can be seen in the meat-
packing industry and in automobile manufacture. The tendency
in American industry is to push forward this idea of specialization,
which, in the factories, has come to be implied under the term
production method, sometimes called quantity production. It is
a system possible only where there is a large potential market, and

12
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for this reason it is not of the same economic advantage in some of
the European countries where the population is relatively small.
However, specialization is not a new phenomenon. A description
of specialized processes in the manufacture of pins was given by
Adam Smith in that famous work “The Wealth of Nations,"
published in the year 1776:

To take an example, therefore, from a very trifling manufacture:
but one in which the division of labour has been very often taken notice
of, the trade of the pin-maker; a workman not educated to this business
(which the division of labour has rendered a distinct trade), nor
acquainted with the use of the machinery employed in it (to the inven-
tion of which the same division of labour has probably given oceasion),
could scarce, perhaps, with his utmost industry, make one pin in a day,
and certainly could not make twenty. But in the way in which this
business is now carried on, not only the whole work is a peculiar trade,
but it is divided into a number of branches, of which the greater part
are likewise peculiar trades. One man draws out the wire, another
straightens it, a third cuts it, & fourth points it, a fifth grinds it at the
top for receiving the head; to make the head requires two or three
distinet operations; to put it on is a peculiar business, to whiten the
pins is another; it is even a trade by itself to put them into the paper;
and the important business of making a pin is, in this manner, divided
into about eighteen distinct operations, which, in some manufactories,
are all performed by distinet hands, though in others the same man will
sometimes perform two or three of them. I have seen a small manu-
factory of this kind where ten men only were employed, and where some
of them consequently performed two or three distinct operations.
But though they were very poor, and therefore but indifferently aceom-
modated with the necessary machinery, they could, when they exerted
themselves, make amaong them about twelve pounds of pins in a day.
There are in & pound upwards of four thousand pins of a middling size.
Those ten persons, therefore, could make among them upwards of
forty-eight thousand pins in a day. Each person, therefore, making a
tenth part of forty-eight thousand pins, might be considered as making
four thousand eight hundred pinsin a day. But if they had all wrought
separately and independently, and without any of them having been
educated to this peculiar business, they certainly could not each of them
have made twenty, perhaps not one pin in a day, that is, certainly, not
the two hundred and fortieth, perhaps not the four thousand eight
hundredth part of what they are at present capable of performingy in
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consequence of a proper divigion and combination of their different
cperations.

What a world of industry hes developed since then! The
United States, which in 1776 was the scene of struggling
colonies, is now a united industrial empire, and specialized indus-
try is the rule of the day. This process of specialization has
been developed so far that in many cases it has gverawed even
educators. Many have been led to believe that all the industrial
experience and traditions of the past are made completely obso-
lete by this relatively new process of manufacturing commodities.

This extraordinary development of industrial specialization
has not arisen without significant causes. One of these was the
earliecr American policy of immigration. A great portion of the
labor force in American industries has come through European
immigration. Before 1890 many skilled men from northern
Europe emigrated to the new werld and helped to build up the
industries of the American nation. Since 1890 the character
of the immigration has been largely unskilled. The American
manufacturer found that in recent years the skilled men were
growing older and scarcer. A natural result of the lack of skilled
immigration was a more or less unconscious attempt to adapt
industry and its processes to the character of the unskilied labor
available. The immigration of unskilled workers persisted from
about 1890 until the World War. This development accentuated
both specialization and mechanization.

Since the economic development of the United States has been
very remarkable, and in view of the fact that the resulting
relative prosperity of the nation is on the whole quite apparent, it
is no wonder that many people look askance at any questioning of
the efficacy of our present economic order. However, the present
gystem has its deserving ecritics. A satisfactory industrial
system has not yet come to fruition, as our intermittent periods
of depression reveal. The system which makes a worker obsolete
at forty is scarcely to be considered ideal. However, it is not the
writer’s purpose here to decry our industrial system, but merely to
recognize its reality, for it is this system which some believe
makes apprenticeship impossible, while others believe that
revitalized apprenticeship is a partial solution of industry’s
fundamental problems.
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Mechanization.—The genius of American manufacture is
expressed in the continual substitution of machinery for man
power. In all progressive industries there are inroads made by
the machine upon the work formerly done by hand. This
development was accelerated by the efficiency movement ushered
in by Frederick W. Taylor and his followers. This was a move-
ment which stressed the fact that there is a best way to do every
job, that processes should be systemized, that wherever possible
automatic devices should control these systems, that waste should
be eliminated, that there should be proper recording of experience,
planning, and courageous experimentation, but most important of
all that there must be good will and cooperation between employer
and employees. In fact, the efficiency engineers know full well
that all the devices of mechanization are useless unless the human
element is satisfactory—that unless there can be real human
cooperation, efficiency plans are as sounding brass and tinkling
cymbals,

Mechanization requires complicated machinery, is very costly,
and therefore must be kept in continuous operation if satisfactory
returns on the capital invested are to be made. The manipula-
tion and repair of the machinery of mechanization require the
services of skilled men; moreover, skilled workmen are necessary
to create the “Iron Man.” The lack of available skill creates
a hazard, for if the machinery is not maintained in good running
order, obviously the profits of the business will disappear.
Modern manufacturing is undertaken with such minute caleula-
tions, under the stress of keen competition, that a fraction
of a cent gained or lost on the cost of the manufacture of an
article produced in quantities will be sufficient either to make a
reasonable profit or to put the business enterprise into bank-
ruptcy. Whenallissaid and done, it is human skill and ingenuity
that are necessary fo make effective the proper functioning of
mechanical processes.

Demand of Industry for Skill—In the preceding paragraphs
we have sketched the well-known fact that there has been a
phenomenal development of specialization and mechanization,
which means, in other language, that there has developed a very
remarkable application of science and scientific method in indus-
trial enterprise. It means that in the economic affairs of men



16 APPRENTICESHIP

there has been applied an extensive mechanization. As a nation
we have made almost a god of mechanization. We have thought
that it would deliver us from evil, that through it we could reach
the promised land, and that it remained only for engineering
technique to bring the millennium.? But we have been disillu-
sioned. Human nature cannot be handled as mechanical forces.
The human factor, the limitations of man, has proved that the
law of diminishing returns applies to mechanized industry just
as surely as it applies to agriculture. The point of diminishing
returns is determined by the limitations of human skill. In
other words the development of general human skill has not kept
pace with the development of mechanization. Scientists dis-
cover the use of new elements, skilled engineers devise new
methods of utilization and manipulation of material, keen
business minds evolve newer and more efficient systems of indus-
trial organization while the rank and file of industrial workers
with inherent conservatism or inertia, seem to be unable to keep
up with the growing demand for skill and intelligence.

Much has been made of the elimination of waste through
improvements on labor-saving devices and the development of
automatic machinery, and perhaps more characteristically in the
development within the factory of automatic systems of convey-
ing material to the point of fabrication or utilization, but the
conviction is now well established that the most essential avenue
to the elimination of waste is the scientific training and inteiligent
handling of the human element in industry. The development of
technical schools and colleges, the organization of courses dealing
with the management of personnel, the outpouring of books and
articles on the problems of utilization of labor and foremanship,
reveal the fact that, particularly if the gains of specialization and
mechanization are to be maintained, improvement in the skill and
efficiency of industrial workers is the most evident necessity in
modern industry.

Universal Need for Industrial Training.—No more striking
evidence of the necessity for industrial training in American
industry can be found than the organization and evolution of the
National Association of Corporation Schools. This association,

! Bec Forp, HENRY, *' My Philosophy of Industry,” Coward-McCann, Ine.,
New York, 1929,
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which was organized in 1906, has had a remarkable develop-
ment and signal suecess. It was reorganized into the American
Personnel Association and in 1923 was incorporated as the
American Management Association. This association is perhaps
the most potent general industrial and business association of the
present day; and the keynote of all its manifold endeavors is the
proper training and utilization of the human elements in industry.

Another striking evidence of the recent emphasis upon indus-
trial education is the American Voeational Association, which was
organized in 1906 as the National Society for the Promotion of
Industrial Edueation. In 1917, as the result of the activities of
this society, the Federal Smith-Hughes law was passed, which is
designed to foster vocational education through the provision of
Federal subsidies to the states for the promotion and maintenance
of industrial and vocational education. It is a further significant
fact that the National Industrial Conference Board was first
organized as the Conference Board on Training of Apprentices.

The Conference Board on Training of Apprentices is organized to
promote cooperation among employers in training employees ‘‘for
industry in industry’ and to impress upon employers their peculiar
responsibility in this respeet: to stimulate the establishment in employ-
ments of effective apprenticeship systems for young people based upon
coordinated trade training and technical instruction, and of specialized
training courses for men and women; to devise plans and make recom-
mendations to employers for the acecomplishment of this purpose; and
to cooperate with all public and private agencies engaged in effective
preparation of young people for industrial life.

Industrial and vocational education is now an established fact;
and as systems of effective part-time education hecome more
general there will be in the United States one of the most com-
plete schemes of edueation that modern conditions can afford.
It is not a matter of accident that such a widespread interest in
industrial education has come about. It has grown up out of
stern necessity. The necessity out of which these far-reaching
modern educational plans have grown can be gathered from the
agreement in the pronouncements of manufacturers, labor leaders,

! Necessity of Apprenticeship, Conference Board on Training of Appren-
tices Bull. 1, May, 1916.
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and the public alike. In the Denver Convention of 1908, the
American Federation of Labor passed a resolution calling for a
committee to study the subject of industrial eduecation. This
committee’s report was presented on August 17, 1912, On
page 108 of this report is the following statement:

The demand for industrial knowledge and skill and the universal
interest in the subject manifested by business arganizations, boards of
trade, labor organizations, as well as by educators and public men, s
sufficient proof that the right kind of education for a boy or girl who
expects to enter upon a vocational career is second only in importance
to their having an education at all.

The report observes that:

It is of more than passing interest to note that a revival of apprentice-
ship by large corporate interests through comprehensive and sane
regulations is taking force.

A marked tendency toward apprenticeship is taking place, and the
feeling expressed by both employer and employee is that a gradual
return will take place if such training is conducted sanely and advan-
tageously to the American Youth,

In a bulletin entitled “The Apprenticeship System, in its
Relation to Industrial Education,” Carroll D. Wright says:

There are certain well defined advantages of a proper apprenticeship
system over almost any industrial school system which is likely to be
devised. A good shop system assures the boy a practical training
in actual shop processes and methods, for every apprentice is employed
on the regular factory product.

Again the United States Commission on Industrial Relations
reported in 1915:

The great importance of this subject appears to be fairly well appreeci-
ated by every class of our citizenship, trade unions, employers’ associa-
tions, educators, merchants, legislators, and so forth, The universal
interest in this subject warrants the eonclusion that its proper solution
18 of paramount importance to the welfare of the nation in order to
establish that kind of education that will enbale the boys and girls of the
United States to enter upon their industrial life properly equipped to
make their lives a success.
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In 1916 the Chairman of the Committee on Industrial Educa-
tion of the National Association of Manufacturers said,!

We may alse contemplate with satisfaction the attitude of the
American Federation of Labor upon Industrial Education. Its position
ig substantially identical with our own.

The statements above are noted, even though they are of a
few years’ standing, to show how relatively recent this industrial
education movement is, and with what convietion it was born.
The significant fact is that the ideas expressed at that time have
been amplified in universal utterances up to the present moment,
Furthermore, the recent interest in foreman training is incon-
trovertible testimony that the workers of a previous generation
in which industrial training was not a factor, are unable to meet
the demands of the modern industrial technique. On that
aceount belated efforts are necessary to develop the capacity in
these older employees, to adapt themselves to changing methods
and processes for which they have little appreciation, if not
antagonism,

Sinece the necessity for skill is widely acknowledged, there is no
choice but to face the fact that some system of training to
produce the desired skill is imperative.

During the last ten or fifteen years the process of specialization
and mechanization has gone on to a degree almost unbelievable,
but strange as it may seem, it is this period which has seen the
greatest development of modern apprenticeship, ag an examina-
tion of the current literature and the activities of the trade assoei-
ations will show, It is of interest at this point, therefore, to
examine the relation of specialization and mechanization to
apprenticeship training,

Apprenticeship Not Obviated by Modern Industry.—Large-
scale production and specialization, with all their implications,
are thought by many to obviate apprenticeship training and the
demand for skilled labor. It is true that specialization seems to
be the most formidable foe of apprenticeship, but as the linotype
invention ultimately led to the demand for more compositors so

! Report of the Committee of Tndustrial Education, National Association
of Manufacturers, pp. 1-2, 1916.
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the application of specialized production has called for more
industrial skill—as will be seen.

There are employers who eling to the view that with specialized
industry apprenticeship is impossible. In the machinists’
industry, for example, the employer says he wants “a lathe hand”
(a man who can operate a lathe) or “‘a milling machine hand” (a
man who can operate a milling machine) or “'a drill press hand”
(a man who can operate a drill press). Likewise, in the printing
industry, an employer says he wants “a linotype operator” (a
man who e¢an run a linotype) he does not necessarily want a man
who understands the prineiples of composition and who has the
training, the intelligence, and the judgment necessary to put up a
good piece of work, but he wants just an “operator.” He
depends upon the fallacious hope that perhaps the brains of the
foreman or some other individual may make up what is lacking in
a man who is merely an operator. Again, the printer may call
for a man who can set up advertising, or a man who can run a
monotype. In the wood-working industry we find the cabinet-
making business split up into a number of processes where the
work is performed by some special machines. So seemingly with-
out end, we could continue in the metal, leather, wool, cotton and
other industries.

However, strange as it may seem, this demand for specialists
inevitably leads to apprenticeship, for apprenticeship does not
mean the abandonment of specialization. It means a higher and
more intelligent applieation of that principle. Past develop-
ments have shown that specialized industry has been largely a
matter of mechanization. It has evolved around special
machines and automatic processes. This specialization has not
been thoroughly synchronized with human psychology, neither
has it taken into consideration the social results of unadulterated
specialization. It is not the purpose of this chapter to elaborate
upon the evils of work specialization. That subject has been
adequately presented by others, but it is desired to show how,
through apprenticeship, the human technique of gpecialization
can be enhanced with profit to industry and to society.

Experience in industry reveals daily that a great number of
specialists are very poor specialists, They know just a particular
process but rarely know the relation of that process to others
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equally essential in the production of the economic goods for the
market. One worker’s aet of ignorance or carelessness may prove
to be a serious matter not only in marketing the product but also
after the goods are put to use, to say nothing of the unwarranted
extra costs involved.

Specialized industry on the human side does not really need
specialists, so called. It requires experts. Is there a difference?
Superficially considered, no. Fundamentally, yes. When we
refer to an expert in science, in law, in medicine, or in research, do
we not tacitly imply a speeialized skill which is specialization plus
a background of related knowledge? A surgeon who iz skillful
merely with the knife and in sewing up the aperture made by the
incision would not be considered an expert. He would not
command confidence unless he knew the reasons for and the
probable consequences of the operation. DMoreover, the certain
knowledge of human anatomy which he should possess cannot be
said to be inherent in the mere skill of carving human flesh. Isa
lawyer admitted to the bar because he has become specialized in
transferring titles of property? Obviously not. On the other
hand, he may become ‘‘expert’” in the transfer of real property by
virtue of a long and careful training in other branches of the
law, such experience giving him better judgment and understand-
ing of the special transactions in which he is primarily interested
and their relation to other legal factors.

In order to have more intelligent specialization, more experts
are required in industry. It is not enough that a workman be put
on one process and kept there. He should learn a number of
processes and become expert in the one for which he is best fitted
or in which he is the most interested. When a boy enters high
school or college, it is scarcely necessary to say that he is not
limited to one subject with a view to specialization. On the
other hand, he does, as a rule, prefer some subject and pursues it
as a major toward the end of his course. The industrial worker
should undergo a variety of experiences in several different proc-
esses, and then, to follow the analogy of the student, should
major in the processes in which he shows the greatest aptitude
and interest. The benefits would be manifold. Specialized
industry would then prove more interesting to the workers,
production would be more efficient, competent experts would be
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available, opportunity for steady employment on the part of the
workmen would be enlarged, and many other results of benefit
to both industry and society would follow. Apprenticeship, if
properly understood, does not purport to obviate specialization
but to make of the relatively ignorant specialist an intelligent
expert.

The experience of the apprenticeship arrangement of the Reo
Motor Car Company shows how experts can be made of specialists
in the automotive shops. The following quotation is taken from
the apprenticeship indenture in a bulletin issued by this company.

The Company agrees adequately to train and instruct the Apprentice
in the principal operations of said art or trade, including:

Shop mathematics Motor assembly Lathe work
Drawing Rear axle assembly  Gear cutting
Lay-out work Final assembly Grinding
Generzal machine work Motor test Milling

Drill press Service work Bench work

Modern industry has been struggling with the problem of
labor turnover, one of the great wastes that has been revealed in
industry of our day. Unfortunately this waste has not been
eliminated by the development of the efficiency movement, or
geientific management, which was expected to check it. In
other words, we have acquired efficiency with our machinery and
efficiency in mechanical operations, but human efficiency has been
left largely out of the category. Young people working on
monotonoug, never-changing, uninteresting processes are not
long satisfied in such employment, and their demand for change is
as inevitable as that night follows day. Where interest cannot be
ineuleated into a person’s work, and where something cannot be
devised to contribute to personal satisfaction and ordinary human
intelligence, there is an unrest developed of which a high per-
centage of labor turnover is but a symptom.

In any event, few young workers stick long at one monotonous
job. New operators must be introduced. Changes go on with-
out eontrol. An apprenticeship system would group operations
into a program of training, and the operators could be changed
from time to time aeccording to plan. This would enlarge the
opportunity of employment, give the worker greater satisfaction,
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increase interest, engender good will, and result in more efficient
productive effort.

While employers and industry in general have suffered because
of the lack of a balancing factor for the high speeialization of
labor, and the lack of or failure to apply apprenticeship, so also
have the workers suffered. By limited vision, by failure to
understand their ultimate welfare, many workmen not only have
been individually handicapped, but have proved in many ways a
hindrance to social progress, since highly specialized workers
usually have an inadequate conception of citizenship obligations.
The lack of statesmanship on the part of either labor or manpage-
ment must inevitably react on the welfare of society.

Owing to the pronounced efforts of modern manufacturers
to cheapen production in order to obtain wider markets, and
ultimately to acquire greater profits, the employer has some-
times unwittingly assumed all labor to be of substantially the
same importanee. That is to say, the workman has been con-
sidered and treated as a commodity, as though he were subject
only to economic forces. The employer has obtained this
commodity at the cheapest possible rate, or, at least, what was
apparently the cheapest rate.

Medern industry, in spite of specialization, has not been able
to dispense altogether with trade training, While it is ungues-
tionable that trades and oceupations have been changed as a
result of the industrial revolution and the development of speciali-
zation, no person cognizant of the facts of history can claim that
the need for human skill and ingenuity has become obsolete.
Far from it! It has meant simply that the form of learning has
had to change, and new adaptations made of the old, as is being
done in every other line of human endeavor.

Industrial processes must be learned in some way or other,
not from abstractions, but from contact with industry itself.
This fact always brings us face to face with apprenticeship.

Many employers are to be found who proclaim they have no
apprenticeship and will never need any, although they are at the
game time training young men in every method essential to
apprenticeship, except the formality of an agreement. They
have the substance but do not recognize the form. Young men
in their plants pick up skill and experience by periodic shifts
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in the work; this is necessary in order that they be trained, even
though inadequately, for different places of responsibility. Since
under such circumstances, the employers refuse to acknowledge
apprenticeship, they merely delude themselves into thinking
that the obnoxious irstitution of apprenticeship, as they eonceive
it, is avoided, just as the proverbial ostrich which sticks its
head in the sand appears to feel that because it cannot see
danger, the danger does not exist.

This attitude on the part of the employer is quite understand-
able. The nature of modern industrial development has required
so much attention to the mechanical phases, to systems, to
finance, and the like, that the entrepreneur has quite largely
taken the human factor for granted. And it is the human factor,
with all its caprices, its potentialities, and its limitations, which
has in the past been too often neglected. No doubt labor has
been taken for granted because it is the oldest and most readily
available factor.

The question finally presents itself, ‘‘Shall this training be
costly, inefficient, unorganized, and inadequate; or shall it be so
conducted as to be at the same time economical, efficient, organ-
ized, and adequate?” Apprenticeship is the economical and
efficient method because it makes it possible for training to be
given in an intelligent way and with the full consciousness of its
aims and purposes.

During the last two decades, apprenticeship 2s an instrument
for improving the productive skill of the worker has been resusci-
tated from what was really only an apparent oblivion, to a
position in which it is today perhaps the most talked of enterprise
among all industrial groups—from the Machinist’s Union to the
Society of Mechanical Engineers, from the Bricklayer’s Union
to the American Society of Architects. Even private corre-
spondence schools have found it to be a profitable field of
endeavor.

All this is no mere accident. Apprenticeship, as previously
set, forth, is inherent in the healthy progress of any institution
depending upon the skill and brains of human beings. Industry
certainly is such an institution.

Fundamental Reason for Apprenticeship.—It is apparent
that apprenticeship affords a very practicable and desirable
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means of meeting the needs of boys and girls on the one hand,
and the managers of industry on the other. Sinee apprenticeship
entails the necessity of working in the shop where the actual
work of production is being earried on, it is there that the final
judgment concerning apprenticeship must be made.

In conclusion it may be reiterated that there are some funda-
mental reasons why apprenticeship is necessary in American
industries. The first is the fact that no longer ecan we as a nation
rely upen the supply of workers obtained through the European
apprenticeship systems. This patent fact has been many times
set forth. It is significant that when skilled mechaniecs have
been obtained from European countries, they were those who
were apprentices in the old world. In other words, apprentice-
ship was not obviated by immigration, for these men themselves
were the products of apprenticeship in another country. Now,
however, this source of supply is a thing of history. Recent
immigration legislation in the United States has in effect pro-
claimed that no more shall we neglect our own youth and exploit,
the European immigrant. In short, we have learned that
American industry should be manned by its own nationals. The
American boy must be given the opportunity to prepare for the
places which have been filled in other days by old-world artisans.

A second reason why apprenticeship is necessary is the evident
need for intelligent supervisors, foremen, and maintenance men,
and at the same time a demand for more intelligent specialists.
Modern industry demands the kind of skill based upon bread
intelligence and ready adaptability, rather than mere manual
dexterity. There must be clear thinking, quick acting, and
self-reliance. It is the tri-square of accuracy, adaptability, and
initiative, These qualities, to a certain degree, must be acquired;
therefore they must be taught in industry by some method or
other. The acquisition of these qualities can come about in one
of three ways: first, by indentured or formal apprenticeship;
second, by informal apprenticeship, that is, apprentice without
formal agreements or schedules of experiences; and third, by
“picking up” skill and experience from job to job, or in other
words, what used to be known as ‘‘stealing the trade”—an
expensive procedure for the employer. One of these methods,
and sometimes all three, prevail with varying degrees of success
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in our American industry. We have not in the past and could
not now get along without apprenticeship in one form or another;
therefore, it is better to make apprenticeship training a conscious
undertaking than to leave training to the hazards of chance.

A third neccssity for apprenticeship is the fact that modern
industry requires manipulation with skill and ingenuity equal to
any needed in the ages that have passed. Even in our metal
industries where specialized production flourishes, we find
machine parts must be milled or turned or shaped to a fraction of
a thousandth of an inch. Automatic machines may do some of
this; nevertheless these machines need skilled men to set them up.
A “set-up man’’ is a real prize in the shop and always in demand.
Moreover, as has been pointed out before, someone must make
the iron man. Where less than aufomalic machines are in use,
and sometimes even with the automatic machines, the trained
eye, the trained hand, and the element of judgment which comes
only through experience are essential. The more intricate the
machinery process, the more skilled, ultimately, must be the man
who makes, assembles, and controls the machines on which these
processes are performed.

The fourth reason why apprenticeship is necessary is the
demand for experts or better specialists. In the words of Prosser
and Allen:

He who plans the handling of large quantities of material and the
making of large numbers of articlea must be more efficient than the man
who plans the making of only one or only a few articles. He who
designs anything to be reproduced many times must be more efficient
than the man who designs one thing to be made cne time. He who
handles or contributes in any way to the handling of large quantities of
material and many articles must be more efficient than the man who
handles a small quantity of stock to make only one or a very few articles.
He who works in cooperation with others must be more efficient than
the man who works alone.!

Finally, it must be remembered that although industry
changes, learning processes do not change. There is no sub-
stitute for experience on the job. Since appreunticeship is merely
a method of training, it is possible and desirable to adapt this
method of training to suit modern conditions. The fact that

1 “VYaocational Education in a Democracy,” p. 82.
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apprenticeship is widely accepted and utilized shows that the
institution can be adapted to modern needs. It is economical
and efficient, and, with enlightened use, can be made a great
asset not only to industry, but to our citizenship, and a boon to
the industrial worker.

Questions and Exercises

1. How do you characterize modern industry?

2. What is meant by specialization?

3. Explain the meaning of mechanization.

4. Does the specialization of industrial proeesses obviate the necessity
for industrial training? FExplain,

6. What relationship is there between mechanization in industry and the
United States immigration laws?

6. About what period did the industrial eduecation movement come into
heing?

T. What does the existence of foreman training activities denote?

8. Has the mechanization of industry made necessary the use of more
skilled workers, or has it made it possible to use unskilled labor, or both?

9. How does the number of skilled men of today in the United States
compare with the number in England during the seventeenth century?



CHAPTER II1

APPRENTICESHIP AND ORGANIZED LABOR

Apprenticeship has always been close to the interests of labor,
When labor is referred to, it is necessary to understand that it is
organized labor that reflects the attitude and interest of the
ordinary industrial workers. Indeed, through the expressions
of the American Federation of Labor it can be discovered that no
apprenticeship plan can fail to attract the vigilant eye of organ-
ized labor. The 1925 Annual Report of the American Federation
of Labor gives assurance on that point, for it states that ““trade
training is a2 problem that concerns the unions vitally.” This
attitude, however, is not new, The history of the relations of
organized labor to apprenticeship is itself an interesting and
engaging study. For the reader who is interested in following
that phase there is that scholarly treatise ‘‘ Apprenticeship in
American Trade-Unions,” by James M. Motley.

In this chapter attention is focused only on the recent develop-
ments and future possibilities of labor’s relation to apprenticeship
training.

Of interest is another statement of the American Federation of
Labor which says:

We hold that the best interests of wage earners as well as the whole
soeial groups are served by increasing production in quality as well as
in quantity, and by high wage standards which assure sustained pur-
chasing power to the workers, and therefore higher nationsal standarda
for the environment in which they live, and the means to enjoy cultural
opportunities.

This statement of the economic creed of the American Federa-
tion of Labor implies a definite relationship between apprentice-
ship and labor. The interest in trade training is involved in the
quest, for the economic and social advantages which ars explicitly
mentioned, because only through adequate training of the youth

28
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who enter industry ean quality and quantity of production be
enhanced, and the earning power of labor be sustained,

There is a definite relationship, then, between apprenticeship
and the ultimate aims of labar. Apprenticeship is not only a
powerful instrument, but is one of the best forms of training for
the achievement of that quality and quantity of production
which labor believes will bring the high wages and cultural
advantages deemed desirable.

The more immediate relations of apprenticeship to organized
labor can be classified under five main heads: first the question
of balancing the distribution of apprentices, expressed usually
in the terms of “limitation of apprentices™; second, the question
of the character or quality of training; third, the proposition of a
common initial experience to induce class solidarity; fourth, the
problem of the administrative control of apprenticeship; and
finally, the concern of labor in legislation affecting apprenticeship
relations.

Limitation of Apprentices.—A lack of balance in the distribu-
tion of apprentices among the different occupations is a dis-
concerting factor for labor, for it means an oversupply of skill
in one craft with the corresponding lack of skill in some other.
Such an oversupply, however produced, becomes a serious
menace to the members of the craft. This menace may oceur
in two ways. It may mean that youths are in competition with
adults, or that the occupation is overfilled. In either case
standards of wages and conditions of work for the individuals
in that trade will be undermined, Undue labor competition
in the crafts leads directly to the consideration of the problem
of the limitation of numbers.

In reality the problem of limitation of numbers is not a general
consideration among the ranks of labor, but merely a matter of
limitation in particular groups. It could not mean that labor is
consciously secking to limit entry into all oceupations. Labor
is tacitly striving for a balance of the different crafts and ocecupa-
tions—a, result it desires to bring about faster than the ordinary
forces of supply and demand will accomplish. It is evident
that all the individuals who go to make up our industrial society
must find profitable employment in some productive group;
hence it can be seen that the problem is not to eliminate individ-
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uals from a legitimate participation in economic life, but
rather t¢ plan for better distribution so that particular crafts or
occupations will not be overcrowded and become democralized.
In passing, it may be said that the new movement for vocational
guidance or advisement has a definite bearing on this problem,
and this fact should be recognized by the individuals responsible
for guidance. It may be acknowledged that when a sufficient
number of groups seek to limit their membership it may appear
on the whole as a class movement. However, this is more
apparent than real. In the final analysis it is seen that the crux
of the limitation phenomenon is the matter of keeping a balance
between the different erafts so that one may not unduly profit
through greater bargaining power, at the expense of another.

Limitation of apprentices in itself cannot be classed either aa a
good practice or as an evil one. Sometimes limitation is both
necessary and desirable; at other times it is both unnecessary and
vicious. The test of the efficacy of apprentice limitation is to
be measured by the end to be achieved. Does restriction of
apprenticeship raise the standard of the craft? 1Is the raising of
trade standurds socially beneficial? Is the limitation a purely
selfish maneuver? The answer to such questions will throw light
upon the desirability of limitation of apprentices. A hasty
judgment of the relative value of what is merely a means to an
end cannot be considered weighty. It is the value of the result
to be achieved through limitation of apprentices that will deter-
mine the merit of limitation itself.

If any particular trade or oecupation is being impaired by an
oversupply of workmen, or if there is a breaking down of employ-
ment standards on account of the exploitation of youth io the
detriment of adults, then clearly apprenticeship limitation is not
only not an evil, but is something to be desired. This is partic-
ularly true if no social advantage acerues because of the breaking
down of the occupational status of the members of the craft.
If, on the other hand, the limitation is merely the expression of
inherent selfishness of a group, and not dictated by social needs,
then the practice is to be condemned. The appraisal as to the
good or bad effects must be based upon circumstances in each
instance, These facts, the labor groups themselves are not
always in a position to ascertain satisfactorily. The unions do
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not possess the facilities for obtaining statistical information, and
do not, ordinarily, have trained investigators, nor do they possess
the authority to demand information. Furthermore, their
interest in the impartial findings may be too subjective or per-
sonal. This is one case where labor must place its confidence
in the judgments of impartial tribunals, which tribunals must
usually be public or quasi-public agencies.

In undue limitation labor must inevitably be the loser, The
nature of economic life is such that when labor is in demand in any
particular line there will be sufficient inducements through
competitive wages and working conditions to attract a supply to
meet that demand. If through a limitation of apprentices, or of
new recruits, the demand is not fulfilled in a legitimate way then
the group which brings about that condition is abusing its
monopoly power, and will work its own destruction. The fact is
that when the demand in any cccupation is strong enough, new
recruits will inevitably find their way into that occupation. They
may not be admitted through the regular channels but they will
work in through irregular methods. In other words, if they are
not admitted into the organized group, then they will work at the
trade outside of the group. If they are untrained as they most
likely are, they will both destroy the union’s maonopoly and
break down the standards of the craft. Nothing is more certain
than the fact that men will drift into those occupations in which,
because of current economic demand, there is opportunity.
Since it is absurd to assume that the movement of supply toward
the demand can be definitely stopped, it is better for organized
labor to take care that this supply shall be ample, but properly
trained and kept up to the standard. This action on the part of
labor is at the same time in line with the general good.

There are many local situations where trade-union groups have
defeated their own interests, as well as the interests of society, by
refusing to admit apprentices into their ranks at a time when
the demand for their skill has been high. This has happened
when pumbers of unskilled and “half-baked” mechanics have
worked into the trade through irregular methods. The natural
consequence of this illegitimate inerease in the numbers of
workers in the trade has been both to reduce the standards of
skill and to undermine the strength of the union’s position before
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the employer. It is interesting to observe that notwithstanding
what has been stated above, labor's position with reference to
apprenticeship limitation is overstated in frequent instances by
opposing interests. The aceusation is made against the unions
that their attitude of restriction is responsible for the opposition
on the part of the employer. In reality this opposition of the
employer is due to the union’s control and conduct in the matter,
rather than to the principle or policy of restriction itself. These
employers either prefer to handle apprenticeship matters to their
own liking or to have no apprentices at all.

In the matter of limitation of apprentices, it may be said in
conclusion that judging by the almost universal cooperation
given by trade unions to public apprenticeship efforts, it would
appear that labor is not anxious as a whole to trust itself to
the hagzards involved in pursuing its more immediate interests,
when the ultimate benefits of adequate numbers of trained men
call for a wiser policy of action.

Quality of Training.—Quality of training ean scarcely be
thought of apart from the idea of quality of production. If the
quality of training is high, so will be the quality of production.
The interest in quality of training is prompted first of all by the
fact that if the standard of skill of the workmen in any craft is
maintained on a high level, the members are thereby enabled to
hold greater monopoly power for purposes of collective bargain-
ing. If this quest for quality of training means merely adherence
to antiquated trade practices, then it defeats its own end. Only
a training in present-day methods can enhance the productive
process. Labor can do much to improve the quality of training,
The workmen themselves can be interested in the apprentices and
display a willingness to show the young recruits the technical
points of the craft. It is within their power either to encourage
the apprentice boys to make of themselves high-grade workmen,
or on the other hand, completely to demoralize the boys in the
early period of their apprenticeship.

Moreover, labor can educate the rank and file to assist in
apprenticeship training and should do so, because this training
program will bring advantages, ultimately, to all wage earners.
That this point is not overlooked is attested by the cooperation of
labor in the development of recent apprenticeship movements.
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It is sometimes pointed out that apprenticeship is a matter
exclusively for the employer, and that its success in ““open shop”
communities proves that labor has no direct influence upon it.
Indeed the contrary is the case. The trade unions in any partic-
ular instance could kill the apprenticeship scheme overnight if
they were sufficienily short-sighted to wish to do so. The
fact is that labor invariably gives at least its passive support, and
most of the time its active support in addition. It must be
remembered that the parents of the trade apprentices are found,
not among the professional and employing classes, but chiefly
among industrial workers. It is a mistake to suppose that the
influence of the opinion of workmen toward apprenticeship can be
ignored in any industry, whether organized or non-union,

Another problem of apprenticeship training is the kind of
school instruetion which shail be given to the apprentice. Organ-
ized labor properly favors the giving of the related schooling for
apprentices in a public institution, and has been especially
insistent in promoting public control over this academic phase of
apprenticeship training. Labor is desirous that the related
training will not be exclusively concerned with the job, but that it
will have some elements of a cultural nature. Furthermore, it is
in the interests of labor to see that instruction along the lines of
citizenship, English, economies, and the like, will be presented in
such a way as not to prejudice the apprentice against the point
of view of the union. Incidentally this interest of labor is very
far-reaching. It is an attempt to make it possible for the workers
to appreciate labor’s social philosophy, or at least to prevent the
economic philosophy of the employers from receiving undue
stress.

Class Solidarity.—A third direct interest of labor in appren-
ticeship, which it is quite pessible to overlook, grows out of the
fact that a common experience such as an initiation into the trade,
gives a basis for class solidarity. Those workmen who pass
through an organized apprenticeship system have a bond among
them, that would be impossible otherwise to attain. This
system is to the tradesman what degree work is to the members
of a fraternal order, what the law-school training is to the mem-
bers of the Bar Association, or what the medical school and the
interneship are to the members of the medical profession. It
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capitalizes s fundamental trait of mankind, “fellow-feeling,”
and this common initial experience which practices the fellow-
feeling is doubtless part of the story which accounts for the
persistence of apprenticeship through the centuries.

Problems of Administrative Control. Advantages of Union
Control—Now will be considered the relation of labor organiza-
tion to the control of apprenticeship. It is fitting at the outset
to speak of union control of apprenticeship and to show its advan-
tages and disadvantages to labor.

Among the advantages of monopoly control may be mentioned,
first, a more gencral interest in apprenticeship in the trade.
When a trade union is in control of apprenticeship, the whole
craft has a stake in it and all the members have some interest in
either its success or its failure. On the other hand, if the
employer only is in contrel, then the apprenticeship developments
are likely to be irregular.  One employer may give a lot of atten-
tion to apprentice training while others may ignore this training
altogether. Union control on the other hand will cause diffusion
of apprenticeship throughout the shops, in marked contrast to
the employers’ overdevelopment in certain places, and under-
development of it in other places.

A second advantage of union control is the fact that the union
will usually be active in its participation, It will either stand
strongly for apprenticeship training or just as positively oppose
it. If apprenticeship in the particular trade is not thought to be
inimical to the interests of the members it will be fostered by
the union with much interest where the union controls, and in rare
cases only will it be opposed.

A third advantage of union control is the fact that there is
likely to be a greater feeling of security on the part of the appren-
tice himself when he feels that the journeymen in the trade are
back of him and have an interest in his work.

A fourth advantage of the union monopoly of apprenticeship is
the possibility that the union may ecompel more interest in the
academic education of the apprentice. The interest of the union
in the training is not primarily to promote production, but to
make better members of the group who will be a eredit to the
members of the craft and therefore an aid to labor in obtaining the
benefits of intelligent collective bargaining,
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In concluding the discussion of the advantages of union control
of apprenticeship, it must be said that the advantages set forth
are predicated in the mainuporn wise labor leadership. When this
leadership is not as enlightened as it should be, there must neces-
sarily be serious disadvantages. There are two sides to the ques-
tion of union control of apprenticeship. Perhaps the advantages
are offset by the disadvantages, whiech will now be considered.

Disadrantages of Union Control—Among the disadvantages
of union monopoly of apprenticeship is, first, the probability that
the good will of the employer may be jeopardized, for even though
the requests of the union to the employer may be reasonable and
just, they may be untaetiully set forth, with the result that the
employer resents what he considers undue interference with a
matter which he deems his own affair. This loss of good will is a
serious handicap to successful apprenticeship.

A second disadvantage of union monopoly of apprenticeship
is the faet that it may result in the undue restrietion of appren-
ticeship—a policy not merely of Limitation, but of exclusion. An
experience can be recalled where a union of journeymen tailors
would allow no apprenticeship to exist in the trade. Many of the
members expressed themselves to the effect that a scarcity among
jJourneymen tailors resulted in high wages, and that it was that in
which they were interested, and that they were not going to allow
themselves to be concerned about the needs of the future. They
did not feel any social responsibility for the training, or oppor-
tunity, of the coming generation, nor did they realize that they
were driving their craft out of existence,

A third disadvantage of union monopoly of apprenticeship
sometimes cited is the fact that the boy may be aligned with
trade-unionism too early in his career. His partisanship may
become too narrow, and may be accentuated beyond the point
where any good accrues to either the union or economic society as
a whole. At all events the success of such early espousal of
the union's cause will depend upon the relative intelligence and
integrity of the members or leaders of that particular organized
craft. It must be remembered, however, that when youth
affiliates with any side in economic or social confliets, its allegiance
becomes unusually enthusiastic and militant and may go beyond
the bounds of special advantage to either side.
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It would appear that for labor’s general and ultimate benefit,
union monopoly of apprenticeship is not to be desired, and that
labor itself does not insist upon it, What, then, is labor's
position on the control of apprenticeship? The answer may be
found in the report of the American Federation of Labor.

Vocational and trade education should be a cooperative undertaking
between the school and industry . . . 1

On the same page we read:

All local unions or loeal! industrial groups such as building and metal
trades councils are urged to interest themselves in local vocational and
trade training for apprentices. The first step is the establishment of
tripartite contrel. Some unions provide schools for their own appren-
tices and such undertakings are greatly to be commended. We hope
that work of this nature will be initiated by all trade unions.

Tripartite control signifies the joint control of labor, manage-
ment and government.

It is significant that tripartite control is the “first step.”
Laber leaders evidently recognize the larger good to accrue from
the apprenticeship which is based upon the joint interest of the
employers, the organized workers, and public authority. When
this is not attainable, then it is elear from the statement of labor
that the unions should establish apprentieeship, otherwise there
could be no schools for supplementary training in any particular
trade.

Tripartite control in reality means indirect control by public
authority. As a general proposition, where the immediate
interests of labor and the employers are not identical a happy
solution can be found only through the intervention of public
authority. Too much initiative in a particular situation by
either labor or employers’ organizations may meet with some
resentment on the part of the other group. The initiative can
be taken with better effect by public agency. Public authority,
then, can bring the parties together and act on the best counsel
that can be obtained from both sides. Tripartite control, in
reality, as has been previously stated, means control by public
authority with the assistance of trade committees chosen from
among both employers and labor groups. What, then, are the

! Annual Report of American Federation of Labor, p. 74, 1925.
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opportunities of labor to assist in such a scheme of apprentice-
ship administration? They are twofold—direct, in that labor
is justly responsible for working of apprenticeship administration,
and indirect, in that labor may exercise influence in determining
the policy of legislation.

Labor's direct influence in apprenticeship may be reflected
through the willingness or unwillingness of loeal groups to confer
with other parties on apprenticeship matters. If effective, it s a
participation of good will. This joint participation should be
such that differences with employers not related to apprenticeship
should not preclude the possibility of labor’s getting together with
the employers on matters pertaining to apprenticeship training.

Labor’s direct interest in apprenticeship should furthermore
result in the union’s cooperation with those agents of publie
authority who are charged with the administration of apprentice-
ship. This can be done by encouraging boys to stick to their
course of training on the job. It ean be aceomplished by taking
an interest in the character of instruction and training of the
apprentices and by other constructive suggestions given wherever
they may be of value. In the case of organized trades or in
union shops it may take the form of inducing the employer to
join with the union in the apprenticeship work on a basis of
mutual interest and good will rather than by foree of organization.
This evoperation can be pursued by encouraging every voluntary
effort on the part of the employers in apprenticeship so long as
this apprenticeship is not directly contrary to the interests of
labor,

Legislation Affecting Apprenticeship Relations.—Although the
direct participation of labor in apprenticeship training may be
important, it is scarcely as efficacious in the long run as the indi-
rect or political participation. The latter has more abiding
results. Politieal participation is usually less offensive to
employers and may be the result of more mature considerations.
An example of this phase of labor’s interest can be seen in the
fact that the Smith-Hughes law cstablishing Federal aid for indus-
trial education and the establishment of the Federal Board for
Vocational Education, were supported strongly by the national
labor organizations, particularly the American Federation of
Labor.
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Local labor interest was manifested by the participation of the
labor movement in the apprentice systemn established by the
State of Wisconsin. The part that labor played was singularly
noteworthy in the preliminary work, in the legislative delibera-
tion, and in the early administration which began in 1913.
In the preliminary efforts labor helped the employers and the
state to determine the actual status and the extent of the need
for apprenticeship. 1t aided in arriving at an understanding of
the character of the need, and in determining the kind of appren-
ticeship that was desirable and possible. 1t deliberated with the
employers and the state representatives in forming a compre-
hensive apprenticeship plan which could be expressed in terms of
legislation. Finally, it contributed its good will and assistance
to make the administration of the plan a sucecess. Although it is
true that in Wisconsin many of the best local apprenticeship
organizations are in shops where the union has no control,
nevertheless, labor’s interest in the development and maintenance
of these apprenticeship schemes is permanent, and its criticism
constructive.

The tendency is for labor to exercise increasing faith in the
public administration of apprenticeship, and it is beginning
to look upon apprenticeship as it does on other forms of industrial
training. This attitude is expressed by the committee which
reported to the Annual Meeting of the American Federation of
Labor in 1912, as follows:

We believe that technical and industrial education of the workers in
trades and industry, being a public necessity, should not be a private
but a public furction, conducted by the public, the expense involved at
public cost and as part of the public school system. In order to keep
such schools in close touch with the trades and industries, there should
be local advisory boards, including representatives of the industries,
the employers, and organized labor.

Although this statement contemplates the whole field of
the training of industrial workers; it has particular application
to apprenticeship. It is elear that labor appreciates the feature
of “public necessity,” and it appears that labor, as a general
proposition, realizes the folly of the unions’ attempt to exercise
exclusive control over apprenticeship. This expressed desire of
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labor to take advantage of the cooperation of the employers and
of the public working with them in matters of industrial training
and apprenticeship, seems to be in line with the best modern
thought, and it is fair to say that this attitude if maintained, is
certain to make for a more wholesome industrial society.

Questions and Exercises

1. In what ways can the relation of labor to apprenticeship be character-
ized?

2, What is organized labor’s official position with reference to the control
of apprenticeship?

3. Discuss the advantages and disadvantages of the union monopoly of
apprenticeship?

4. (a) What is meant by tripartite control?

(b) How ecan labor function to make this sort of control effective?

B. Discuss labor’s position with reference to the question of limitation of
apprentices.

6. Why is labor a fundamental consideration in the institution of appren-
ticeship?



CHAPTER IV

EMPLOYERS' ATTITUDES TOWARD APPRENTICESHIP

What is the nature of the relation of the employer to appren-
ticeship? What are the characteristics and attitudes which
employers exhibit toward apprenticeship? There is no categor-
ical apswer to these questions. In the first place, we must
consider what is meant by the “employer.” Too frequently the
idea prevails that the employer is a type of individual in our
economie society who, fipuratively speaking, is a sort of combina-
tion which sometimes funetions normally, but most of the time is
characterized by direful idiosyncrasies and unsocial conduct.
Consequently, pseudo-reformers would prescribe proper conduct
for the employer. This, however, does not bring the desired
results. Employers are human beings with the same capacities
and limitations as other people, and though they may be many-
sided, they do, after all, function normally. Their psychology is
a human psychology, and their conduct is as normal as that
of other people who are subject to similar econormic and social
forces. The fact that an employer may ostensibly be a corpora-
tion does not eliminate the human element. Corporations are
managed by men, and individuals must assume direction of labor,
These observations may seem too obvious to mention, but, since
so much is said and written about the employer, one is compelled
to believe that there is a conception of the employer not at all
unlike the old conception of the “economic man,’” in other words,
a notion which makes him a creature of the imagination. The
employer “in general” does not exist. There are many employ-
ers, so many that any intelligent analysis of them must
necessitate some classification.

Classification of Types of Employers.—For the purpose of this
study employers will be classified into three groups. First,
there is what we may term the opportunistic type of employer.
This type is represented by the one who espouses any practice or
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principle-—not necessarily bad—that will bring immediate returns
to his business. He is not coneerned with what becomes of his
business after he has gone, nor what may happen to his fortune at
some future time. He is concerned with the problems of today
and does not care to cross the bridge before he reaches it. He is
the employer who carries out in business the philosophy of “Eat,
drink and be merry, for tomorrow we die.”” In this class come
many employers of the building trades, who do not know what
may happen to their business fortunes some other day, but who
know they have a business “‘contract” today, which fact incites
them to get as much profit out of it as possible.  Some automobile
manufacturing organizations have revealed others of like kind
who want to make a “killing"” while the opportunity is good.
Among all kinds of business enterprises this type is to be found
here and there. In the main, the attitude of the opportunist is
individualistic and his methods are not always seeial. Therefore
the opportunists, as a class, are not satisfactory in apprenticeship
dealings because their position is uncertain on many fundamental
business policies. For example, this type of employer may be
violently opposed to union labor today, but tomorrow may be
operating under a union agreement. The opportunist may
champion apprenticeship today if that seems to be the thing of
the hour, while tomorrow he may literally ‘“throw out” appren-
ticeship with equal enthusiasm if some turn of events shows it
desirable to relinquish obligations to the apprentices. In modern
industry there are many employers of this type.

The secornd general type of employer is what we may term the
conventtonal or conservative type. This employer tries to live up
to the tradition of the better employing class. He is conservative
but he will join hands readily with other employers. He is the
backbone of employers’ associations. He protects his class
interests. He represents capital in the usual meaning of this
term when it is linked with labor. He builds for the future but
primarily on the lines of past practice. He is slow to take up
new things but is sometimes most gullible to those clever sales-
men who will sell him artificial schemes for keeping his employees
loyal, or who, in other words, will furnish him with someindustrial-
relations “‘patent medicine” which is presumed to insure against
all alleged insidicus encroachments of organized labor. He is
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constitutionally opposed to unionism *‘as it is run,’’ and will deal
with union labor only when he is not strong enough either by
himself or through his associates to defeat its aim of collective
bargaining. All in all, this type is the backbone of American
industrial enterprise, and the most strongly entrenched. Here can
be placed some of those large corporations of absentee ownership.
These employers know the value of well-trained men in their
organizations, and it is among this class that there are to be found
many examples of good standard spprenticeship systems. It is
worthy of note that among this type are to be found many manu-
facturers in the metal trades, producing what, in terms of economic
science, are called capital goods, or goods used not by the ultimate
consumers, but in the ereation of more wealth or more goods.

The third type of employer may be termed progressive. He
represents either the business of a new generation, or an old
business reorganized. He is usually ready to take up anything
which means ultimate success in his business and may evince
great faith in progress by investing much money in enterprises
which the conventicnal employer considers fantastic and radical.
This employer is quite likely to espouse some particular scheme
which virtually becomes the hobby of that particular business.
He is looking for improvements both in manufacturing and busi-
vess technique and also in the field of industrial relations. He
quickly senses apparent weanknesses among business organiza-
tions and frequently startles his associates by striking along new
and untried paths. Sometimes he makes mistakes, but he is often
the winner and contributes much which the conventional employ-
ers subsequently embrace. He is not averse to dealing with
represgentatives of labor, but usually obviates unionism by
going farther forward in industrial relations than the unions
demand. Among these employers is found the most fertile field
for apprenticeship development, although the cause is sometimes
jeopardized by the overreaching that may become characteristic
of too much innovation and initial enthusiasm.

Each type of employer is to be found in all employers’ associa-
tions; and whatever policy the trade association follows, that
policy is, in the main, the resultant of this triangle of forces—
that is, the influence of the opportunist, the conservative, and of
the progressive.
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It is now in point to examine the relation of the three individual
types of employers to the institution of apprenticeship, to seein a
general way how their respective attitudes affect apprenticeship
developments.

The Opportunistic Employer.—How does the opportunistie
employer look upon apprenticeship training? He will measure
its efficiency by the conditions of his own particular business
situation. If he is badly in need of labor, skilled or unskilled, he
will think of apprenticeship. If apprenticeship affords an
opportunity to get bright boys into his shop when other help is
not available, he will exploit apprenticeship so far as he is able,
and will endeavor to justify his action by showing how much
better it is for these boys to work for him than in some other
places with which he may make a comparison favorable to
himself. If full exploitation is not possible for him under given
conditions, he will try to arrange a program for the employment of
youth which has some aspects of apprenticeship. However, with
the first favorable wind that brings him a supply of cheap labor,
which appears more advantageous to him than the use of appren-
tices, he will present excuses showing why apprenticeship does not
work in his business, and he will immediately lose his interest in
the institution.

In another instance he may want to make a favorable impres-
sion among his associates and therefore will devote much lip
service to apprenticeship, and sometimes not a little practical
effort in the shop, because apprenticeship is embraced by the
best employers. He expects by being an advocate of training
for mechanics to acquire status among his fellow employers.
He wants to be thought of as one who plays the game, Of course,
after he has fostered apprenticeship in his plant for a sufficient
period of time, he may be led to see its genuine and permanent
advantages and accordingly may continue to maintain it; on the
other hand there is a great probability that when some other
newer or more popular project comes along, he may espouse it
with like enthusiasm and rest on his oars so far as apprenticeship
is concerned, Many a plant carries a reputation for successful
endeavor on some particular phase of industrial relations for
many years after the thing for which it is renowned has ceased to
be a fact in the establishment. This is due to the fact that the



44 APPRENTICESHIP

people who are interested in any special development are more
concerned in spreading the news of the achievement than in the
follow-up of the subsequent experience. In other words, it
is the positive achievements which are exploited in news and
advertising. The negative aspects are left to be discovered
by the vigilance of organized labor.

Furthermore, the opportunistic employer will protest against
shouldering responsibility for industry’s future skill. If he can
obtain skilled help without the cost of training, he will do so.
Since apprenticeship cannot be made compulsory for the
employer, this situation resolves itself into one of business ethics.
Exigencies of the moment may very likely cause this employer
to practice indirect stealing. He will take the men other employ-
ers have trained, but in ease this practice becomes go flagrant as
to bring protests from other employers, he will, ¢f course, pro-
claim innocence and perhaps temporarily discontinue the practice,
but with no feeling of having done anything not justified by
“good business. "

This type of employer may capitalize on the efforts of the
organized group, while outside of its membership and without
sharing any of its responsibilities. It would not be fair, however,
to assume that this type of employer never favors genuine
apprenticeship; the significant thing to observe here is the faect
that he is not strategic for the development of the institution.
His business philosophy is inimical to consistent development
of apprenticeship. He is likely to resemble the “fair weather
Christian' who is delighted to go to church only while the sun is
shining. In other words, apprenticeship does not become a part
of his business but only & temporary expedient.

Among the motives which cause the opportunistic type of
employer to espouse apprenticeship may be enumerated the
following: (1) a desire to “play the game'’—to maintain status
through practices which are presumed to be the proper thing at
the time; (2} a desire to ease a shortage of available adult labor;
(3) a desire to train men for immediate demands, because he
deems it to be good business for the time being.

Among the reasons which may cause this type of employer
to ignore the institution of apprenticeship for his plant are: (1)
the lack of interest in anticipating future needs; (2) the possibility
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of getting men others have trained; (3) the feeling that training
is expensive and bothersome; and (4) the lack of assurance that
those trained will not go to other employers.

The Conventional Employer.-—Our next inquiry will concern
the second type of employer, whom we have classified as of the
conventional or conservative type, in his relation to appren-
ticeship. This type of employer is well acquainted with
the institution of apprenticeship, although he is likely to be
thinking of it in its historical aspect rather than the modern. He
may always have had some semblance of apprenticeship in his
shop, or, he may believe, as he conceives it, that apprenticeship
is impracticable. This type of employer will, however, face the
facts when eonfronted with them, and will do what the necessities
of good conservative business demand. He will spend money for
training if he believes there will be results, and he will, moreover,
in building up the personnel in his own establishment contribute
liberally to the peeds of the newer and opportunistic employers.
This he will do both consciously and unconsciously. If he realizes
that others may get many of the men that he trains he will count
it to the good if he can get a reasonable share, and if he has done a
good apprenticeship job with the remainder who go to other
shops, he may count it as good advertising. Employers of this
type carry the main burden of their industry and they have some
sense of pride in meeting their obligations to the industry. Itis
this type that makes group action in apprenticeship possible.
They may not be advanced in apprenticeship work, socially
considered, but they aim at least to take care of the needs of their
industry. With certain conventional employers many good
systems of apprenticeship training exist, while, of course, among
others there are forms of apprenticeship not so fortunate, At all
events, they are the employers who are most likely to accept
apprenticeship—if they have it at all—as a permanent and neces-
sary part of theirindustrial organization. Where the conven-
tional employcr does not have apprenticeship, it is most likely due
to the faet that he has until recent years obtained through
immigration a sufficient number of skilled men to obviate the
“pinch,” and has not thought of apprenticeship because of inertia
or the lack of asufficiently compelling motive; but even these
employers are now awake to the problem. At the present time,
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however, it may be said that it is among the conservative
employers that the best permanent apprenticeship work is
being done, This is partly accounted for by the fact that
they are accustomed to think of their businesses as permanent
corporate entities. These businesses represent vested interests
which are large enough to suggest the necessity for an
adequate personnel to keep intact the investments. Indeed
it is these very factors of conservatism that tend to develop
apprenticeship not because it is popularly spoken of as
a good thing, or a desirable thing to do, but because it is known to
be an essential enterprise, This is especially {rue if the industrial
plants are to be maintained in perpetluity and to be kept up
with the demands of competition in dynamic economic society.
With this type of employer apprenticeship is not a fad, not a
pose, but a veritable necessity, and it is from this point of
necessity that the institution of apprenticeship must be viewed,
and upon this foundation it must be built.

In concluding the discussion of the relationship of apprentice-
ship to this second type of employer it may be stated by way of
reiteration that the conservative employer generally looks with
favor upon apprenticeship because, first, he sees the necessity for
skilled men in the industrial establishment; second, he knows
apprenticeship gives perpetuity of skill; and, third, he wants to
meet his obligations to the industry,

The Progressive Employer.—The progressive employer is
quite frequently one whose business is new, and who is & resultant
of the developments that are a corollary to our rising standards of
living. 1t ig necessary for him to have a personnel that can be
adapted to his particular scheme of production. He knows he
cannot get such a personnel already trained, therefore he turns a
ready ear to apprenticeship, and is eager to take advantage of any
plan which will add to the efficiency of man power and permit
his cost of preduction to be low enough for him to market his
product with profit. In effect, this is the force of competition,
and the progressive employer sees it. The employer of this type
is not a philanthropist but he is close to the scientific develop-
ments of his time and knows their import. His asset is a quick-
ened appreciation of human psychology. He knows what to do
to get a good day’s work from his men, He knows that if work-
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men are treated with proper consideration for their individuality
and with fair dealing in the human intrashop relations, it may be
the readier means of making of the men better producers. There
is more likely to be an increment of production which ean be
imputed to the element of good will, to say nothing of the
increased production because of better physical equipment.

In developing apprenticeship, then, it would seem quite natu-
ral that the progressive type of employer will be sought, and
his establishment utilized as an incubation ground, so to speak,
for pew developments in personnel training, Since appren-
ticeship is the real substance of all industrial training, it is
natural that, ameong these employers, apprenticeship will get
increments of good, while at the same time losing some of its
inherited nonessentials.

The progressive employer, then, is not so much eoncerned with
tradition as he is with results. If apprenticeship will be a benefit,
he wants it. He is not going to be worried about the historieal
duels with reference to the proportion of apprentices to journey-
men, the enforcing of the agreement, ete. These things he will
handle as they arise, but he takes up the work unfettered by
illusions or fear or misgivings. He decides that he has everything
to gain from a training program and little to lose. He is not
concerned about others’ taking his men when trained, because he
expects to be able to keep the best of them; they will be more
valuable to him than to others, consequently he ean afford to
bold them with pay commensurate with their services. At all
events, he expects that the training given and interest evinced
toward the apprentices will cause those that leave him to bring
new business to his establishment. In such an employer’s plant
there ean be instituted the most modern type of apprenticeship
training, which can be copied with adaptations of either a plus or
minus guantity by other types of employers.

In short, this employer will take apprentices because he is
scientific in his attitude and wants the facts and the experience
without being concerned with outworn traditions or illusions.
He has the spirit of the frontier man, since he is the product very
largely of the newer countries, or places where industrial devel-
opment is making new inroads upon an older economic order.
He holds the torchlight in the procession and perhaps may be too
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exuberant at times, buf, withal, he is a contributing factor in
improved industrial technigque and enhanced human relations
between employer and employee.

It might be intcresting to observe that in this elass are many
businesses that contribute toward the satisfaction of the more
direct human wants, which would include the manufacture of
food, clothing, and certain luxuries.

No type of industry could be safely said to represent any one
type of employer alone beeause all types exist in all industrial
groups, but for purposes of finding illustrations it has been stated
that the building trade furnishes good examples of employer
opportunism; the metal trades group, the builders of capital
equipment, contains many of the second type; and those employ-
ers who, as we have stated, manufacture “econsumers’ goods™
may give examples of the third type.

The foregoing analysis has been given with the thought in
mind that a better understanding of the psychology of manage-
ment with respect to apprenticeship would result in more effective
apprenticeship work. When individuals dealing with apprentice-
ship realize the differences among employers they may further
more intelligent apprenticeship training, obtain greater satisfac-
tion, and achieve abiding results.

Questions and Exercises

1. Can you state precisely what is the employers’ attitude on apprentice-
ship? Explain.

2. How are employers classified in the text? Can you give any example
to fit this classification from your own knowledge and experience?

3. Characterize the opportunistic employer.

4. How does the conservalive or conventional employer differ from the
progressive type?

6. Are there any economic reasons which account for the different types
of employers? Explain.

6. If you wished to give apprenticeship a thorough test, in what type
of industry would you expect to get resulta? With what type of employer?



CHAPTER V

FUNCTIONS OF THE EMPLOYER IN APPRENTICESHIP

In the preceding chapter attention was directed to the char-
acteristic attitudes of employers. In this analysis it was shown
that employers could be classified with respect to their attitudes
toward apprenticeship. In the present chapter it is intended to
stress the possibilities of apprenticeship both in the establish-
ment of the individual employer or corporation and in the trade
association where apprenticeship plans arein operation. In other
words, attention will be directed to the question of the employer’s
participation in the development and maintenance of appren-
ticeship relations. *The employer is the key to the situation,”
sald the representatives of six of the great national trade associa-
tions, employing over five million persons, meeting as the
Conference Board on the Training of Apprentices in 1916. It
may just as fittingly be said that the employer holds the key
to the situation, but unfortunately, not all employers use the key
to unlock the door to skill. While some realize that their front
doors are barred, they nevertheless hope that skilled men will
somehow get in at the back gate. The front entrance for skill
is an apprenticeship program. Certainly the employer must
have trained men, and he has no right to complain of their
scarcity if he does not do his share to train them, for as said the
Nazarene, “Do men gather grapes of thorns, or figs of
thistles?” What, then, can the employer do in this program of
apprenticeship training?

The Individual Employer.—The first privilege and responsi-
bility that the employer must assume with respect to apprentice-
ship is Cooperation with public authority, Every state has boards
and commissions in constant touch with industry. There are
regulations with respect to child labor, school attendance, and
employment relations, all of which have been set up as a result
of the needs which have grown out of human experience and
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suffering. These regulations are designed to proteet not only
youth, but in a larger sense society itself. No employer can
espouse & plan of real appenticeship and at the same time scorn
public authority. The employer himself depends upen publie
authority to back his enterprise, protect his property, and safe-
guard his contracts. It seems logical, therefore, that the wise
employer will find it to his advantage to cooperate with the
forces of government, especially when, he himself is to be the
principal beneficiary. It may be the Industrial Commission,
the State Board of Voeational Eduestion, the Federal Board for
Vocational Fducation, or some effective local educational or
civic group that is interested in a program of vocational educa-
tion and apprenticeship. Whatever the ageney, employers of
apprentices or prospective employers of apprentices, should find
it to their advantage to cooperate for the benefit of training.
In many cities of the United States and in foreign countries very
effective apprenticeship arrangements have been established and
maintained because the employers were willing to join forees with
those whose special business it was to see that youth had an
adequate opportunity for training. The apprenticeship pro-
grams in Oregon, in New York State, in Wisconsin, in Canada, in
New South Wales and Vietoria illustrate what can be accom-
plished when employers are willing to cooperate with agents of
the state. If the significance of these developments and their
possibilities were fully realized, the employers of every state in
the union would demand of their legislatures an effective law to
promote and {o supervise apprenticeship relations. In a large
way public authority establishes the ‘‘rules of the game.” Such
rules can be established for apprenticeship, and the employers
themselves through the cooperation they give the state may
assist in their determination.

The next important consideration for the employer in the
maintenance of apprenticeship, is that he should offer a bona fide
apprenticeship plan. It i3 not enmough to ‘‘hire apprentices’;
there must be a real educational opportunity for the boy or girl.
Jobs must be classified, related, and grouped, and as a conse-
quence, a reasonably broad field of definite experience provided.
The trade or pecupation must, in the last analysis, consist of a
series of related jobs, which will make of the apprentice, as was
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pointed out in Chapter II, not merely a specialist, but an expert.
A genuine plan of apprenticeship will provide for a regular
agreement—an indenture, with all the details of the relationship
set forth in specific language. The processes that will be taught
to the boy, the length of time that the apprentice must serve, the
wage consideration, and the provision for related academic and
trade-theory instruction will all be stipulated in the agreement.
However, all these stipulations will be worthless without the
interest and good will of the employer. “No apprenticeship
system nor any scheme of industrial training can be successful
without the active interest of the employer,” says the Conference
Board on the Training of Apprentices.! On the other hand, it
might be added that with the active interest of the employer it is
bound to be effective. It is certain that if the employer has a
genuine program of training, it will soon become known among
the men and boys of the community, and accordingly duly
appreciated, The better program, or even the good program,
will attract the better bays to the plant. The cheapest and
most economical way to carry on the training, as to do anything
else, i3 to do it well A good well-planned apprenticeship
program will go a long way to make the training of youth hoth
pleasant and effective.

The third important responsibility of the employer is that
he must cooperate with fellow employers. For years employers
of the country were their own worst enemies on the labor question,
One employer would have an apprenticeship system and produce
skilled men, and another employer would tske advantage of that
fact and steal away skilled men from his fellow employer. A
third employer who wanted to bave apprentices would observe
what was taking place, and remark, “What's the use!” Tt
appears that employers have been afraid of one another. A
solution for such a situation has been discovered in the practice of
cooperation. To make apprenticeship what it should and could
be, cooperation among employers is essential. There must be
cooperation for the agreement on trade standards, on the
character of the apprenticeship indenture, wages to be paid,
length of the apprenticeship period, and other considerations

! Necessity of Apprenticeship, Cuonference Board on the Training of
Apprentices, Bull. 2, 1916.
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which ought to be common to all the employers in the eame
industry. There should be an exchange of experience on
apprenticeship matters 80 that higher standards and better
procedures can be developed. Moreover, cooperation among the
employers affords a means of bringing together groups of appren-
tices for educational and recreational purposes. More will be
said of this in the discussion of Trade Associations and Appren-
ticeship. A third example of what ean be accomplished by
cooperation is the system of exchange of apprentices. This
practice is very desirable where the cxperience in one shop will
help the apprentice to round out his experience gained in another.
The point of this scheme is that each employer of apprentices is
making his contribution to the skilled-labor market for his
industry, and the training project is more complete if one
employer is willing to supplement the work of another.

Altogether, cooperation among employers on the training of
apprentices should be of such a character that competition on
apprenticeship should be reduced to the one proposition—that of
seeing who can do the best training job in the shop.

A fourth consideration of the employer in apprentice training
is that there should be a proper understanding of the apprenticeship
arrangement with the parents. While the influence of parents
is not so significant as it once was, nevertheless, it is usually
sufficient to spoil the apprenticeship if full understanding with
the parents is not established. It is a profitable thing, sometime
along the course of training, to invite the parents to the plant
where the boy works. At all events, the parents should under-
stand that an apprenticeship is not merely a job. The parents
should be kept informed of the progress of the boy in pretty much
the same way as they are informed by the school of the pupil’s
progress. The parents themselves, in the last analysis, should
be the allies of the employer in 2 ¢common endeavor to make the
boy not only a good mechaniec but a high-grade member of society.

The fifth prerequisite for an effective apprenticeship is that the
employer must secure the cooperation of the foremen. Many an
apprenticeship plan has been wrecked because the foremen have
not been in sympathy with it. It is impossible to do justiee to the
apprentices so long as the foremen are not interested in 1he boys.
On the other hand, foremen, beeause of their close contact with
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the boys in their productive work ean do much to make their
training period a success,

The foremen are the key men in an organization, and umless
these men are in sympathy with the training program it is impos-
sible for such a program to succeed. Foremen are interested in
production and will not see the efficacy of apprenticeship training
if it appears to interfere with their production schedules. Fore-
men very often discourage boys who are learning their trades and
sometimes suggest to them that they are wasting their time; not
infrequently they suspect that some of these young trainees may
be competitors for their position, It is a requirement, if training
is to succeed, that the foremen appreciate that a training program
is an asset tc them, and that it will in the end make their own
work more effective and their position stronger.

The next proposition that the employer must consider in a
successful apprenticeship plan is to secure oooperation of journey-
men. It is very often thought by the manufacturer that it is
no concern of the ordinary werkman in the shop as to what is to
be done on a training program, and it is not always thought
necessary to inform journeymen concerning apprenticeship
propositions. Where the trades are organized and trade agree-
ments entered into between labor organizations and employers’
groups the journeymen naturally know all about the training
program and regard it as a part of their own responsibility.
Under such circumstances they are more likely to cooperate for
the success of an apprenticeship system, and offer the boys what
asgistance they can give. On the other hand, if the journeymen
are not taken into confidence, and if they are not made to feel that
the apprenticeship scheme has any relation to them, they are
likely to interfere considerably with its successful execution. The
man who works beside an apprentice day after day ean have much
more potent influence than is very often supposed. It takes
unusual faith on the part of the apprentice in his supervisors to
withstand the constant negative suggestions of the men working
with him from day to day. When an apprenticeship program
is first introduced it is very often met with animosity from
journeymen. If, however, the management is steadfast in this
program, it soon becomes evident to the journeymen that train-
ing really counts for something. Indeed, very often the journey-
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man himself begins to investigate and discover means of
improving his own situation—the scoffer “remains to pray.”

The universal feeling in the shop that everybody will prefit
from training produces the atmosphere which is essential in order
to get the greatest good out of an apprenticeship system. Man-
agement must see that it is evident to the whole organization
that education, training, or improvement is a necessity for every-
body in the organization.

The next important consideration in an apprenticeship
program is adegquale supervision for the apprentices. In order that
any manufacturer or employer may get his money’s worth out of 2
training enterprise it is necessary that there be adequate super-
vision. Supervision requires a competent supervisor, a man who
understands boys as well as he understands the background and
objectives of the business. He must be an individual who knows
the particular field and who is as highly qualified as any other
man in the organization. Tt does not pay the employer to take a
man who is a “lame duck” in some other work and put him in
charge of apprentices. Such practice spells failure for apprentice-
ship. The Conference Board for the Training of Apprentices
says:

Without ecompetent supervision the apprentice is very apt to be
exploited to the disadvantage of himself and his employer. For
instance, if the boy is left to the care of the average shop foreman it will
quickly become evident that the ideals of foremen and apprentice are at
cross purposes. The apprentice is intent upon learning the trade. The
foreman understands his job to be that of keeping down the cost of
producing. Consequently, he will look upon the boy either as an
unnecessary burden in his department, or, accepting him as a necessary
evil, will compel him to perform certain duties that have no relation to
trade instruction. He may often keep the boy constantly employed
at some given operation because of a special required proficiency instead
of advancing him to the various stages.!

On the other hand, the supervisor, unlike the foreman, is inter-
ested in the ultimate well-being of the boy and must therefore
have the authority to direct the boy’s work and see that his train-
ing program is made subordinate to a production record. This
supervision will result in giving a square deal to the apprentice

L Bull. 2, 1916.
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in offering adequate opportunity for experience to hitn. Further-
more, adequate supervision means that the boy will receive
ingtruction on the job. A successful apprenticeship scheme
requires supervision for shop instruction. In a small shop the
supervisor might himself give the instruction, but in a larger
shop, the supervisor's duties would be too manifold to permit of
his giving instruction in the technique of the trade. Moreover,
in the large establishments where there are numbers of different
trades it would be impossible for a supervisor to be competent to
give instructions in the several trades. The number of instrue-
tors would depend upon the circumstances of the trade, layout of
the shop, ete. It is reasonable to state that an instructor over a
number of boys will bring an increase of production and enhance
the quality of production and at the same time give the hoy a
better training. 1t is evident that this is made possible because
of the elimination of waste and the increase in the quantity and
quality of production due to the instructors’ efforts. In other
words, the instruetors pay for themselves. Of interest is the
following testimony from a Midwest corporation which employs
over 150 apprentices.

Cost per piece for every job made by apprentices during this year was
compared with cost per piece of same jobs when made by journeymen,
overhead included in both cases. Answer: It costs nothing. Investiga-
tion disclosed that apprentices earned their wages and total cost of
administering apprenticeship. If all apprentices left our employ upon
graduating, we would still lose no money.

It goes without saying that these instructors should be first-
class mechanics. One firm in the machine tool industry took as
an instructor for its apprentices a man who had been foreman of a
large tool room, on the basis that making men was a bigger and
more important job than making tools. Needless to say, this
proposition paid big dividends in the development of skill.
Competent supervision makes it possible for the boy to have a
court where grievances may be aired and adjudicated. A
supervisor of apprenticeship should be the man to adjust all the
grievances of the boys., He should represent the employer or the
corporation in a big way and should show that same personal
interest which was always present in the old apprenticeship



56 APPRENTICESHIP

system, but which has become less possible with modern corpora-
tion business.

The next aspect of adequate supervision is the fact that there
will be opportunity given for theoretical trade instruction.
Where public authority has provided schools and time for the
apprentice to attend them, this question is somewhat simplified,
but in cases where the opportunity for this theoretical trade
instruction depends upon the good will of the employer, it is
necessary for the supervisor to arrange work so that there will be
technical eourses dealing with related trade theory. In most
cities there are classes established for this purpose, but in other
communities the manufacturers themselves must set up their
own schoolroom, either individually or jointly. It is necessary
to furnish the apprentices the instruction in the related trade
theory referred to in this book. This aspect of supervision can be
so arranged as to discommode the department as little as possible
and to obviate the criticism that ordinarily come from the fore-
men. This is a problem of all part-time education and one of
the problems of all cooperative educational schemes, It might be
mentioned at this point that adequate supervision will determine
the amount of this theoretical instruction necessary. Moreover,
it will go further than that, for there will not be satisfaction with
the mere minimum requirements in this respect, but some more
liberal developments along this line, particularly in trades where a
wide knowledge of science is required.

Adequate supervision will reveal the necessity of giving of a
living wage to the apprentice. Frequently the fact is forgotten
that under the old apprenticeship the boy lived in the home of the
master. He obtained not only his room and board, but clothing
and usvally many other extra things. We have heard of the
premium that was paid by the parents to the master for the
apprenticeship but have not sufficiently taken note of the fact
that this premium paid by the parents was returned at the end
of the apprenticeship. It was given in the form of a bond and
had no relation to the question of the boy’s keep. Because of the
low wages or apparent lack of wages of earlier days, many modern
employers fail to remember that the apprentice boy should be
worth at least his keep if he is any good at all, and this means that
there should be a wage paid sufficient to enable the young man
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to pay his room and board and take care of the ordinary neces-
sities of life. It does not mcan that the wage must be a high
wage, but it means that the principle that the boy must make his
own way should be established.

Adequate supervision may require a record of achicvements.
There must be a record of the boy’s experience from day to day, of
his proficiency, of his application, of his interest, his produetion
record, ete. This is necessary for the boy’s own check, also to
give experience to the employer in order that he may learn how to
improve the apprenticeship arrangements. Another aspect
of adequate supervision is the fitting certification of the appren-
tice after he has finished his period of training. Sometimes this
may be accomplished through eooperation with public authority,
In any event this certification depends upon the fitting recogni-
tion by the employer that the boy has finished his period of train-
ing and has accomplished certain specific things,

Adequate supervision might take into consideration the matter
of assisting the boy to buy his trade tools. The purchasing power
of the employer is much more efficient than that of the boy. The
employer can take advantage of discounts which come from
wholesale buying. The apprentice boy should be given an
opportunity to buy his tools through the firm at discount prices,
and an opportunity to pay for these tools over a period of
time on the deferred payment plan. 1t should be said, finally,
that adequate supervision must contemplate steady work for the
apprentice, that even though there be times when produetion
schedules are low, the boys should be kept busy on some form of
development, either in technieal training in the school, or in
gome special work in the plant which will increase their knowledge
and ability. In other words, advantage should be taken of the
slack period to intensify the business knowledge, but in no
ordinary case should boys be laid off. As has been pointed out
elsewhere, the employer should adjust the ratio of apprentices to
journeymen so that he ean keep a steady list of apprentices
through all the phases of his business cycle.

Employers' and Trade Associations.—It is a commeon thing in
these days to find people in the several trades and industries
organizing for mutual protection and profit. We seem to live
in an age of mergers. This merging proclivity expresses an
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unconscious attempt to take full advantage of modern specializa-
tion which necessitates real cooperaiion and integration. It is
apparent that employers and industries working together can
accomplish much more in the common interest than can be accom-
plished by single-handed performance.

Organization of groups represents the formal aspect of asse-
ciation but does not always guarantee the development, among
the members, of that group consciousness which renders such an
association successful. It will be recalled from the chapter
dealing with Employer Attitudes that there are peculiar con-
stituent parts of any trade or business grouping. There must
be a synthesis established with respect to the varying forces
which make up a trade association, and this synthesis is effected
through the office organization of the association, and ordinarily
through the paid organizer or the full-time secretary. In
industrial groups or associations there will be found oppor-
tunistic, conventional, and progressive employers. It is essen-
tial, therefore, that proper appreciation be had of the different
points of fact or motives which may prompt the association’s
committal on such a question as apprenticeship.

It is worthy of observation at this point that the success of
apprenticeship training depends more and more, upon groups of
employers, group attitudes, and group action rather than upon
the individual employer. The future of apprenticeship as an
institution depends preeminentily upon the cooperative effort
which can come from organized groups. It is important at this
point that consideration shall be given to the function or functions
of these associations in relation to apprenticeship. The question
now arises “ What can employers’ assoeiations do to promote and
maintain apprenticeship?’ Stated in another way, ‘‘What
should employers’ associations doin the apprenticeship program?"

Cooperation with Public Authority—As it was observed with
reference to the individual employer that there must be cooper-
ation with public authority, it can now be said with equal
emphasis that the first obligation of employers’ groups is to
cooperate with public authority. The state boards and local
boards of education and other administrative bodies are able in a
large measure to render assistance to employers’ associations on
any kind of educational endeavor, particularly with reference
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to the training and education of youth. The association can
sometimes save considerable expense by obtaining assistance
from the state or local government bodies.

The second aspect of employers’ association activity in
apprenticeship is the organization of trade commitlees. In a
national association there would, of course, be general com-
mittees and local committees to carry forth the principles and
policies which have been established by the association. It is

STATUS OF APPRENTICESHIP IN THE NATIONAL METAL TRADES ASSOCIATION
Reported by Branches, January 1, 1930

Members Skilled In traiving
Branch training e.mployees (Giain | Loaa
Jan. 1, in planta
1930 training July 1, | Jen. 1,
1929 1930
1. Milwaukee........... ... . ... 28 8,863 1,024 | 1,007 | ... 17
2. Cincinnati.................. .. 33 5,787 289 385 96
3. Chieago...................... 31 6,201 232 303 70
4, Southern Connecticut..... . ... 19 6,252 221 277 56
5 Detroit....................... 18 22,289 252 258 6
8. New York and New Jersey.. ... 33 7.242 319 2151 ... | 104
7. RhodeIsland................. 9 4,496 178 208 30
8 Boston....................... 22 3,504 181 159 | ... 2
9. Cleveland. ... ... 28 3,561 138 150 12
10, Woreeater. .. ................. 11 2,808 128 137 9
11. St. Louis..................... 43 2,813 138 126 | ... 12
12, Pitteburgh. . ..... .. ... ... 10 960 82 108 24
13. Weatern Massachusetta... ... ... 14 1,758 205 105 | ... | 100
14. Central New York........ ... .. 14 2,988 81 100 19
15, Valley........................ 8 1,299 89 99 10
16. Toledo............. ... ... .... 11 5,033 88 92 4
17. Indianapolia.................. 14 2,146 126 87 | ... 39
18. Northwestern Pennsylvania... .. 10 1,548 66 83 17
19. Jamestown.................... 4 929 58 ki 20
20, Tri-City ... oo i 9 1,198 a8 70 2
21, Philadelphia..,................ 8 2,016 53 63 10
22, Columbus.................... 13 2,588 52 62
23. Northeastern Pennaylvania.. ... 5 487 45 42 | ... 3
24 Hartford..................... 7 1,085 34 32 ... 2
25, Grand Rapids................. 8 811 24 24
26. Jackson...................... 8 2,493 30 23 ] ... 7
27. Muskegon ... . ... ... ... ... 3 1,808 14 14
28. Central Ilinois................ 3 410 5 9 4
Non Branch...... e 52 10,149 408 415 7
Totala.......... ............ 476 113,608 4,600 | 4,720 | 111
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these general and special committees which ean, perhaps, more
than any other agency, cooperate with the public institutions
such as the schools. The employers’ associations can make
their committee findings available to the schools, and can furnish
to them and to governmental authorities points of view, and
perhaps advice with respect to administrative problems affecting
education and employment of minors.

The next great possibility of employers’ associations in
apprenticeship is to efiect clearing houses for trade or industrial

RATIO OF APPRENTICES TO SEILLED EMPLOYEES IN THE NATIONAL METAL
TRADES ASSOCIATION

Reported by Branches

Branch Tn all plants | L0 Plants train-
ing apprentices
1. Milwaukee. .. .. ... .. ... ... .. 1to 8 l1to 7.8
2. Pittsburgh. . .......... ... L 1to 12 Ito 8
3. Valley. ... ... ... 1to 13 1to 12
4, Jamestown.............. .. .. . 1to 18 1to 10
5. Cineinnati... .............. ... .. 1to 19 1to 14
6, Triscity...................... ... 1to 19 l1to 16
7. Northeastern Pennsylvania... . .. .. 1to 20 1to 11
8. Western Massachusetts. .. .. ... .. . 1to 21 1to 16
9. Southern Connecticut....... ... .. 1to 23 1to 22
10. Worcester, .. ................. .. 1to 24 1te 19
11. RhodeIsland. ................... 1to 27 1to 21
12, Northwestern Pennsylvania.. .. .. lto 28 1to 18
13. Boston. ........ ... ..., R, l1to 31 1to 22
14, 8t. Louis..... ................. 1to0 36 1to 21
15. Cleveland. ... ................... 1to 36 1to 23
16. Philadelphia........ ... ... ...... 1to 37 1to 31
17, New York and New Jersey...... .. 1to 45 1to 33
18, Central New York............. .. 1to 51 1to 28
19. Indianapolis....... .. ............ 1to 53 lto 24
20. Chicago......................... 1to 57 1to 19
21. Columbus. .. .................... 1to 58 1to 49
22. Toledo. ......................... 1to 61 1to 54
23, Grand Rapids. ................... 1to 63 1to 33
24, Hertford........................ 1to 76 1to 33
25. Detroit.. ..o 1to 116 lto 85
26. Jackson............ ... ... ..., 1to119 1 to 107
27. Muskegon....................... 1 to 183 1 to 128
28. Central Illinois, .. ........ .. ... .. 1to 210 1to 44
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information which can be utilized for apprenticeship. The work
of the National Industrial Conference Board furnishes an
example of an agency which makes available statistical data of
value to industry which otherwise would be buried in the archives
of the Bureau of Labor Statistics.
there iz the fact that sinee industrial and business life is so
dynamiec, it is necessary for the trade associations to make

More than that, however,

TREND OF APPRENTICESHIP IN THE NATIONAL METAL TRADES A8S0CIATION
Reported by Branches, July 1, 1929, to January 1, 1930

Apprentices, gain or

loss
Branch
Number | Per cent
1. Cineinnati. . ................ —+ 96 33
2. Chicago..... ............ .. 4 70 30
3. Southern Connecticut..... ..| + 56 25
4. Rhode Island........... ... + 30 17
5. Pittsburgh. ... ... ... ... + 24 30
6. Jamestown. ... ......... Lo+ 20 34
7. Central New York......... + 19 23
8. Northwestern Pennsylvania.. .| + 17 25
9, Cleveland. . .. .......... ... + 12 9
10. Philadelphia.. .. ... . ... + 10 19
11, Valley. .................. .. “+ 10 11
12. Worcester. . ................ + 9 7
13. Detroit................. ...l + 6 2
14. Central Nlinois..............] + 4 80
15. Toledo.......... .. ... .. ... + 4 4
16. Tri-city................. ... + 2 3
17. Hartford... .. .............. - 2 6
18. Boston..................... - 2 1.2
19. Northeastern Pennsylvania...| — 3 7
20, Jackson........... ... - 7 23
21. 8t. Louis..........ovoonounn — 12 8
22. Milwaukee. ................ - 17 1.6
23. Indianapolis... ............. - 39 30
24. Western Massachusetts. . . ... —100 48
25. New York and New Jersey...| —104 32
26. Columbus... ............... No change
27. Grand Rapids.. ........ .. ... No change
28, Muskegon... ............ .. No change
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current information available for all branches of the business,
Therefore, it is an easy matter, of course, to bring together all
kinds of information useful to the apprenticeship systems.
Employers’ groups make possible comparative statisties, so that
one employer, or & group of employers, is able to compare to
mutual advantage his own experience with that of others. The
kind of information which trade associations can gather is
illustrated by the tables shown on pages 59, 60, and 61.

Such data might be furnished for other associations, such as
the National Building Trades Congress, The United Typothetae,
or railroad and public utilities associations. The accomplishment
of a local organization ¢an be indicated by the table given below
with respect to one branch of a national group referred to above.
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Such information makes cooperative enterprise in apprentice-
ship much more intellizgent and meaningful.  Another prerogative
of trade associations in the development of apprenticeship is
that of furnishing to the trade material dealing with different
aspects of apprenticeship and possible apprenticeship arrange-
ments. Apprenticeship is beneficial to employers particularly
when it is widely participated in. Participation can be made
general through the efforts of the employers’ groups. Individual
employers must feel that they are being supported in this enter-
prise by other employers in the same line of business, and
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assurances on this fact can come about only through specific
information from the group itself.

The fifth and important possibility of the trade group is
that of establishing standards for apprenticeship in the industry.
This can often be accomplished by the employers’ group
cooperating with the organized labor group in the given trade,
and frequently and more happily by conferences with both
organized labor and public authority on what is termed the
tripartite arrangement. Something of the development of
standards is discussed in the chapter dealing with Wisconsin
practices, Certainly the trade association is in a position to
determine facts upon which a decision concerning the length
of apprenticeship will depend, as well as other considerations in
the arrangements which determine the standards of the trade
itself. Some of the most important factors are the matter of
wage schedules which should be uniform in the industry (other
things being equal), the necessary related science of the trade,
the kind of agreement that shall be entered into, the provision
for bonuses, and other special considerations, such as the matter
of certification through a diploma. These standards which the
trade association may develop will in all probability be revised
from time to time, for much progress can be made in the indus-
try when individual establishments can obtain the latest general
data available, which can be collected only through the organized
group.

Another possibility of employers’ association activity in
apprenticeship is that of promoting discussions among journey-
men in the industry and holding conferences to develop a senliment
tn favor of apprenticeship. This will also induce parents to think
favorably of apprenticeship, so that the right type of boys will be
available for the trades. In the organized trades it is very bene-
ficial for committees of the trade-unions to discuss with com-
mittees of the employers’ associations questions dealing with
apprenticeship and its administration,

Trade associations may establish ceriain working rules with
respect to the relation of one employer to another. It may
establish certain arrangements for the exchange of apprenticeship,
for the mutual cooperation in all phases of apprenticeship work,
and it can bring together the apprentices from all the various
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shops in the industry from time to time for general educational
and recreational purposes. It is necessary to develop in the
apprentices themselves that feeling of solidarity of interest which
comes about through the knowledge of common accomplishment
in skill.

As a final consideration of the function of groups involved in
apprenticeship, it may be said that it is quite probable that
the future of apprenticeship in the United States will have to
depend more on the trade associations than upon individual
employers. 1t is not beyond the range of possibility that devel-
opments in this country can take place which will permit the
indenturing of apprentice boys to an tndustry as a group rather than
to individual employers. This principle is not new. The
Bricklayers’ International Union for a long time has apprenticed
boys to the union and assigned the boys to individual employers
according to the exigencies of each case. It is possible that
trade associations may develop apprenticeship departments and
provide for adequate supervision by the association, and encour-
age cooperation among the individuals in the industry to see that
boys may be shifted from plant to plant according to the require-
ments of the training program. This may seem visionary to
some, but the Appendix will show agreements now in vogue in
Great Britain which earry forth this very idea. Furthermore, in
the United States some of the agreements effected with the
approval of cooperative groups, such as the Building Trades
Congress in Boston, show clearly that we are approaching the
same idea in this country.

Considering the difficulties and the possible hazards of busi-
ness, and considering some of the limitations which arise out of the
conditions of the small employer, this cooperative practice may
prove to be a boon to the development of apprenticeship, benefit-
ing both the boys and the individual employers.

Questions and Exercises

1. In what way can the individual employer cooperate with public
authority?

2, Outline the procedure necessary, on the part of the employer, for &
successful apprenticeship experience.

3. What do you understand to be included under the term “adequate
supervision of apprenticeship'’?
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4. How can employers’ associations contribute to the program of appren-
tice training?

6. What is the status of apprenticeship in the metal-trades industry of
the United States?

6. Is the future likely to bring greater cooperation among employers for
apprenticeship, or more individualistie action for this form of vocational
training? Explain,



CHAPTER VI

LIMITATIONS AND ADVANTAGES OF EMPLOYERS'
APPRENTICESHIP ADMINISTRATION

It has frequently been asserted that the responsibility for
apprenticeship is entirely the employer's. This statement,
however, needs considerable modification. Obviously, the
employer cannot be responsible altogether for the attitude of
organized labor, or the parents, or the boy, or the public with
reference to many phases of apprenticeship. It becomes a
matter of interest, therefore, at this point, to discuss some of the
principal limitations in a program of apprenticeship undertaken
by employers alone. Since apprenticeship invelves manifold
human relations there must be metes and bounds to the activity
of any one of the groups which have to deal with the apprentice.
In this chapter, then, we shall examine some of the character-
istic limitations to the employer’s participation in apprenticeship
and show that, in spite of these limitations, there are significant
benefits of apprenticeship, to the employer, to the boy, and,
incidentally, to the publie.

Limitations of Employers’ Functions.—Many industrial plants
evince individualistic consciousness, which prevents them from
pooling their training facilities. This feeling, which grows out
of the pride of proprietorship, precludes getting the maximum
of training of skill for the industry. This factor can easily be
discovered whenever the plan of exchange of apprentices between
shops is projected. Each employer likes to think that it is
unnecessary for his apprentice to go to another shop to complete
his training. He says, “Interchange of apprentices is a fine
idea, but not necessary in our own shop, ete.” All men who have
studied apprenticeship have thought of the idea or plan of
interchange, In the building trades apprentices have been
transferred from one employer to another for many years; how-
ever, every apprenticeship supervisor knows how hard it is to

[ )
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get a satisfactory working plan of interchange of apprentices
that any group of employers will accept. One local branch
of the National Metal Trades Association has tried through its
apprenticeship committee to promote a plan which is a step
beyond mere interchange of apprentices. It has been heralded
as the “Milwaukee plan.”” It proposes to have a few of the
larger plants practically ‘“‘underwrite” a certain number of
apprentices, and from the “parent plants” to “farm out’’ the
boys for certain limited periods into the smaller shops. This
diffusion of apprentices is designed to take advantage of the
training possibilities of the small shops, and to afford high-grade
gupervision of the apprentices, which the smaller shops alone
cannot afford.

Perhaps there are a few companies that are intermittently
operating on such a plan of interchange, but as might be expected,
the individual pride of most manufacturing establishments
prevents full ecoperation on such a scheme, although the plan is
excellent on paper. It is a plan which has possibilities and can be
suecessfully worked, but it is not likely ever to be very largely
employed until employers as a class lose more of their individu-
alism or acquire more group consciousness in relation to training
people for their respective industries.

In the European apprenticeship of other days, the master was
largely responsible for the general conduet of the apprentice and
supervised his personal life. Buf this was under a social and
political system different from our Western democracy. One may
ask how far the American employer can go into the personal life
of the apprentice. The answer is, ‘‘not far beyond the confines
of the physical business establishment,” and ¢ very little beyond
the minute the apprentice punches the time clock at the end of
the day.” American industry, born and nurtured in a demoe-
racy, causes the young American under the usual conditions to
desire to live his own life unhampered outside the confines of the
shop. It is common knowledge that in many individual cases
large corporations control and influence in a wholesome way the
apprentice boys during the hours they are away from the shop.
However, many times it is heard from those responsible for these
outside activities, recreations, and educational endeavors, that the
boys of today don’t appreciate their opportunities; that they are
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ungrateful, and so forth. There is no mystery about this.
Except in small manufacturing cities where recreational activities
of sufficient magnitude could scarcely otherwise be provided,
there is little ultimate success with these out-of-hours enterprises.

It is an interesting question, then, how far the employer can
go in this direction. Of course, no solution could be given which
would universally apply. In the following general proposition,
however, may be found a partial answer. The manufacturing
plants can with profit provide for the leisure time of the appren-
tices in case the community does not make such provision. This
obligation is sccondary to industry. Too much solicitude on the
part of the firm for the outside personal life of the apprentices is
ultimately sure to bring a certain amount of suspicion and
resentment from the boys themselves, their parents, and their
fellow workmen. A resentment of the employers’ well-meant
philanthropy may be engendered, establishing the convietion
that in the last analysis this philanthropy accomplishes little
good. Further, too much interest on the part of the employers
in the private life of the young men may, and frequently does,
result in absolute harm to the employers.

To sum up, the employer cannot be justified in going beyond
the grounds of plain good business. If industries, in dealing with
young people, are moved to philanthropy, and many of them are,
then it would be better for them and for those they employ, and
therefore for the public, to support generously community
recreational and educational enterprises rather than to attempt
such activities themselves. In other words, where possible they
should cooperate heartily with public authority, because there
can be no public good which does not ultimately spell welfare for
both employer and those who work under his direction, Does
it not seem a sound doctrine that sufficient opportunities for
recreation and education should be provided by the community,
and that the responsibility for such activity should not be placed
upon the manufacturing establishments? There is a common-
sense limit to industry’s control over the individual, and this is no
less true in the case of the apprentice, no matter how well meaning
this control may be. Consequently there must come a time when
the employer will say, ‘“thus far and no farther—the responsi-
bility is now with public authority.” A recognition of these
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principles would in many cases both save the employer money
and result in great help to the cause of apprenticeship,

Metes and Bounds of Shop Training.—What are the limiting
factors of a training program in the shop? Since apprenticeship
is not merely a proposition of employment but an educational
process, the employer, in the main, cannot be expected to do more
than the normal processes of production in his plant permits—
or the normal run of his business warrants. He can give only
the experience encountered in his business. He may set up a
school in his plant for mechanical or trade instruction if he thinks
that better than having the apprentices distributed among the
workers and the actual processes of the shop. Experience seems
to prove the latter plan to be the more practical. Some of the
objections, pointed out elsewhere, that prevail against the public
trade school, apply also to a shop trade school, although perhaps
with less force,

Most of the employers of the country stick to the diffusion
plan of training apprentices, that is, the system under which
apprentices take their places among the workmen in the regular
production jobs. It is easy to conclude that the place where the
actual work is being done in the direct process of preparing the
goods for shipment to the market is where the boy can really
learn the business or occupation to the best advantage. If more
experience is required for the completion of the training for
that partieular industry, then cooperation should be sought from
other industrial establishments.

The employer's primary function iz to produce poods and
serviees for an exchange market. He educates only incidentally
and can be expected to give only the educational advantages
that inhere in his business. It is not to be imagined that an
educational institution should be superimposed on the manufac-
turing plant, but it is not too much to expect that there should
be an educational motive in addition to that of production in the
management of industry and in the handling of industrial
relations. In short, all the industrial processes available should
be used to educate the apprentices, and for that matter the
principle could extend to those who are not formal apprentices.
Thus, the factory becomes a school of genuine experience and
therefore extremely effective in industrial edueation. On the
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contrary, training equipment. which is not a part of the business
procedure, but which is artificially set up, is neither as effective
nor as economical.

The elements of training which are necessary to youth for
general soctal reasons, and which it is not possible to provide for
in the normal course of factory experience, are clearly an obliga-
tion of public authority, directly or indirectly. All that can be
asked of the employer, of industry, with respect to providing
training is that the idea of improvement, promotion, and edu-
cation shall permeate the whole industrizal or business enterprise,
s0 that the latent powers of young people engaged in the industry
can be developed even though it be in the much-heralded school
of experience. As a result there will be advantages for youth,
for the employers, and for the whole of society.

There are economic limitations to educational work faced by
employers from time to time, which depend upon the vicissitudes
of business. When business is good, it would secem that appren-
ticeship systems should thrive. As a matter of fact, the scheme
or idea does receive considerable emphasis, but it is probable
that the realization of a growth in the actual number of appren-
tices may be disappointing. This may be due to the pressure of
production. On the other hand, in times of depressions, appren-
ticeship can in reality be built up. There are two reasons which
make this possible: one is the fact that the slackening in the
demand for labor makes it possible to obtain likely young people
for apprenticeship, and the other reason is that management
can give more attention to the apprentices when the demands
for production are not so high. However, human nature is
true to form. Too often the employer will plan to wait until
the plant is not so busy before he undertakes apprenticeship,
but when business slacks up he is likely to find many objections
to apprenticeship which he had pot thought of before. He
will then probably say: “I guess T'll let the apprenticeship
go for a while, anyway. Maybe when we get busy again we
will take it up.”” These words substantially as given are often
repeated and the cycles of varying indifierence go on forever
with this type of employer or management. Farsighted
management will, in times of depression, prepare for prosperity;
it will ind the desirable personnel for supervision more available;
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it will, moreover, obtain the more promising apprentices—those
who, when business becomes pressing, will stick to the job
and not yield to the first opportunity for higher wages. Where
apprenticeship is inaugurated during a prosperous period can-
didates for apprenticeship are not so available to the firre which
is without apprenticeship traditions. A firm without an estab-
lished apprenticeship will certainly have many disappointments
in starting apprentices, which could be obviated by preparing
the ground at a time when the plant does not encounter the
difficulties and problems that an increasing production schedule
calls for.

Another economic limitation in this eategory is the inability of
the employer to maintain a constant force of employees. This is
due to the effects of the business cycle with its periods of inter-
mittent activity. However, when the employer finds it is
necessary to reduce his labor force from time to time, he eannot in
good faith accept more apprentices than he will be in a position to
maintain when his foree is cut down to its minimum proportions.
With adult workers the labor contract ean be broken at will by
the employer but with the apprentice the employer assumes 2
moral, if not legal, obligation to keep the apprentice going until he
has finished his period of apprenticeship. The adult worker laid
off by one industrial plant may succeed in obtaining work in some
other, as rarely are all industries at the same point in the cycle of
business prosperity and depression at one time. The apprentice,
on the other hand, cannot easily fit himself into another establish-
ment. In such periods as this, the situation is very often
improved by the emplover’s finding some other firm where the
apprentice may work until business picks up again in his own
establishment. This practice is naturally more needed among
employers with seasonal trades and among those whose businesses
depend upon individual jobs and contracts, rather thano in the
case of enterprises such as the railroads and other public utilities
whieh are not subject to such violent and seasonal filuctuations.

The building trades furnish a good example of what can be done
in transferring apprentices. It is quite customary for the
bricklayers, for instance, in their eontrol of apprenticeship, to
move the apprentice from the contractor who has no job to offer
to some other employer who may have work, and to cause
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a return of the apprentice again when the first contractor obtains
more business. This is a sensible scheme and ought to become
more general, for, as has been observed before, all employers in
the industry profit alike when the supply in their labor market is
made up of workers properly trained.

It is well to emphasize that as a permanent policy the employer
should proportion his training program, the number of trainees
being determined by the mean level of employment. This can be
ascertained by the number on the payroll throughout a complete
period of the business cycle, which would reveal the high and low
peints of the business. Just what this proportion is in any
particular instance depends upon the supply of skill in the
industry and the prospects for the future. The determination
of the number of employees, according to which apprentices
should be apportioned, will depend upon the peculiar character-
istics of the particular business; the principle of establishing a
ratio of apprenticeship to a “norm” rather than a peak of pros-
perity is the important thing to be observed. If young people
are to be encouraged to enter apprenticeship training, foregoing
immediate higher earnings in order to obtain a skilled training the
advantages of which are to accrue in the future, then there must
be & genuine interest in their welfare and they must be protected
against the hazard of unemployment.. It should be of interest to
point cut here that it is a dangerous policy to cause the disillusion
and embitterment of a generation of young people in industry
through thoughtiess treatment on the part of employers. Their
discontent may subsequently work havoec in the labor market,
may prove expensive to the industry, and take many years to
overcome. The young workers of today are the adults of tomor-
row, and it is from this source that industrial conflicts may arise.
It is scarcely necessary to say that most members of the labor
foree obtain their prejudices, their lasting impressions, their
attitude toward the social and economic systems, during their
youthful and early contact with industry; therefore, for the
employer to neglect this fundamental fact is frankly dangerous
for him.

Labor movements, like other reform movements, thrive not
because of the so-called “‘hair-brained economists” whom many
employers take exception to, but because of practical causes, real
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conditions. Where there is more attention on the part of indus-
trial management to these—to the normal pgychological reactions
of the ordinary uneducated worker—there is less need or oppor-
tunity to condemn the radical philosopher in economic theory.

Does Apprenticeship Pay?P—In the foregoing discussion of
certain principles invelved in employers’ participation in indus-
trial training we have spoken of training in such a2 way as to carry
the assumption that the training for skill is its own reward. The
assumption is correct. Training pays, whatever the cost, because
it is positively essential. Anything really essential must he
worth its cost. Training assists production. It is essential to
economic production, but in the words of Sam A. Lewisohn, Vice
President and Treasurer of the Miami Copper Company, in an
address before the Eighth Annual Industrial Conference of the
State Department of Labor held in New York City, December
2, 3, and 4, 1924: “We want production, but we do not want
production that will eripple the human beings in the system
morally, emotionally, or physically. We want the self-develop-
ment of the human beings in the system, but any scheme for
developing them must be shaped to assist and not retard produc-
tion.” It is precisely this that apprenticeship accomplishes; it
enhances preductive effort, and at the same time conserves
human values.

In the consideration of the question whether apprenticeship
pays the employer, the advantages which the industrial or busi-
ness establishment enjoys as a by-produet must have considerable
weight. Therefore, these will be diseussed at length.

Advantages Which Accrue to the Employer.—Apart from the
obvious fact that apprenticeship produces skill, there are other
benefits which accrue to the employer, and which at the same
time develop the apprentices as human beings and as eitizens of
a democracy. Attention will now be directed to some of the
advantages.

Development of Morale and Improvement of the Working Force.—
What is the moral effect of a training program in industry? Itis
80 extensive as to be almost impossible to approximate. Wherea
training program exists, it becomes evident to the rank and file
that intelligence and skill are valuable assets. This is a stimulus
for self-education and improvement on the part of many members
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of the labor force not included in the apprenticeship program. It
is an incentive for employees to pursue correspondence courses,
night courses, or any other available means of self-improvement.
This adds moral tone to the industrial organization, There is an
obvious advantage in having & working force seeking to improve
itself, a working force which realizes that intelligence and
increased ability make things more interesting and profitable.
This intelligent interest has a direct salutary effect on the cost of
production, while at the same time it enhances the value of the
individual as a citizen. A training program must essentially
recognize the individuality of the workers. This fact in itself
helps to offset some of the reputed evil effects of the drudgery of
ordinary shop work,

Reduction of Labor Turnover—When the firm shows a genuine
interest in the individual success of its employees, these individ-
uals in return are more interested in the particular firm. Labor
turnover tends to diminish. A contrast of the turnover figures of
shops having a proper training program—an apprenticeship
plan—with the figures of shops having no such plan, where
such data are available, will convince the most skeptical that
the shops with apprentices have less turnover than those shops
without apprentices. The secretaries of some of the large trade
associations can furnish such evidenee. ‘‘Make the shop a fit
place for the apprentice boy,” says one proponent of appren-
ticeship among the employers, “and it will be the place in
which men are willing to stay.” And the same individual
furnishes the following information from the largest groups of
employers in a large industrial center. Addressing a group of
manufacturers, he says:

While you have been endeavoring to interest your boys, you will have
aroused interest in your men, in fact, the atmosphere of your whole shop
will have ehanged with the result that the men, like the boys, will be
both interested and contented. “Turnover” will slip back to normal
and will no longer be excessive.

To prove this last statement, the average yearly turnover per cent of
fourteen shops where apprenticeship is established was compared with
the yearly turnover of sixteen shops where apprenticeship was meager
or entirely lacking. The result was so surprising that we have repro-
duced the figures in the table shown on page 75:
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AvERAGE YEARLY TURNOVER PERCENTAGE IN BHOPS WITH AND WITHOUT
APPRENTICES

1920(1921(1922(1923|1924)1925(1926/192711928(1929

16 shops without ap-

prentices. . .. .| 269| 133] 211| 266( 146 150 180 120| 103] 128
14 shops w1th apprcn-
tices. . . ... 1910 98] 114( 141] 98| 102| 101/ 83| 81| 96

Undoubtedly there are arguments against apprenticeship being the
whole cause for this difference, but it is so persistent throughout the
whole period, we believe that it must have considerable to do with it.!

Although, as Mr. Fairbairn implies, other considerations may
enter into the reduction of turnover, the faet is that the far-
sightedness of the firms that adopt apprenticeship finds expres-
sion in other phases of the business relations, all of which improves
employment relations.

This is profoundly true, Workmen will bring their boys into
the plant, for they desire in many instances in every establish-
ment to have their boys working near them. In this way, tradi-
tions are built up, and the shop becomes the “old home,” even
a place of sentiment, of happy memories, and the employer has
an organization which will stick to him when he most needs it.
However, it is not proposed that these individuals will stand more
maltreatment as a consequence. They may tolerate even less;
but at the same time they will have greater capacity and a greater
desire for cooperation. Anyone, who knows industry intimately,
knows how the employer too infrequently obtaing that amount
of cooperation which he would pay anything to have. To any
business unit this cooperation or lack of cooperation may mean
the difference between success and failure, so close many times is
the possible margin above the cost of production. While these
advantages are for the individual employees, it must not be
forgotten that at the same time they enhance the production
process and directly benefit the employer. Of course an educa-
tional program is not the only influence upon the labor-turnover
phenomenon and cannot be presented as a panacea, but never-
theless it is a noteworthy factor and merits considerable attention.

L' W_ J. Fairbairn, Milwaukee, Wisconsin.
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Industrial Sefety—The next question for attention is the
relation between apprenticeship and industrial accidents. Indus-
trial safety experts claim that the greatest asset in safety is the
careful man. How does a man who has not been properly
trained know how to be careful? Obviously a mechanic who
knows how to handle the machines and tools of his trade is certain,
for one thing, to err less, and for another thing, to know the
points of danger in the process of manipulating his tools apd
materials, It goes without saying that the saving of life and
limb is of benefit both to individual workmen and to society.
Incidentally, it saves the employer money. Apprenticeship
affords safety not only because a well-trained mechanic is a safety
man, but in addition because an apprenticeship course affords an
opportunity to teach the youth safe practices and to point out the
hazards of the occupation in a systematic manner as progress ia
made in acquiring a knowledge of it. This element of instrue-
tion becomes a vital part of the apprentice’s academic or related
work which he receives either in instruction classes in the manu-
facturing plant or in a school provided by public authority.

Maintenance of Industrial Peace—The fourth consideration is
the effect of apprenticeship on industrial peace. Without doubt
peaceful industry with its minimum of class conflict is a thing
desired by all factors of our industrial society. Is there a rela-
tionship between apprenticeship and industrial peace? There
is. However, there are misconceptions about this matter which
may arise either from a failure to understand the philosophy of the
labor movement, on the one hand, or from a too optimistic view of
the value of the influence of the employer's personnel technique,
on the other.

Apprenticeship as an institution is not affected by the organiza-
tion of labor, or its lack of organization. It thrives both in the
atmosphere of the trade-union and in the atmosphere of the open
shop. It ispot the fact of apprenticeship that rules the situation,
but rather the attitude of the employer with respect to it and the
technique or tactics he employs in administering it. The influ-
ence of other factors in industrial relations outside of appren-
ticeship cannot be ignored. Rather than to obviate unionism,
it is quite possible that an apprenticeship system might be so
illiberally handled as to promote the very cause of unionism, and
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it is possible that the employer, by too anxiously anticipating
union propaganda in his apprenticeship relations, might give
cauge for more attention to the subjeet than the mutual good of
either the apprentice or himself might warrant,

Apprenticeship, it should be frankly avowed, cannot be entered
into with a view to educating young men against trade unionism.
Employers know better than to imagine such a thing possible.
The unions on the other hand know that employers cannot be
successful with that aim even if it be an avowed purpose. If it
were not 80, the unions would not support apprenticeship as they
do. Moreover, apprenticeship could not suceeed if the workmen
were against it, because after all it is their boys who are involved.
In no direct sense can the question of industrial conflict have a
place in apprenticeship technique or administration.

Notwithstanding what has been stated above, it is true thatin a
much larger sense apprenticeship does serve the ends of industrial
peace. Apprenticeship makes of the worker a better informed
individual, who consequently is more reasonable to deal with
than the ignorant untrained worker., Such an individual, to
prove susceptible to radical propaganda, would require an agi-
tator with more acumen than those with whom the employer is
familiar.

It is not impossible that in many cases even an apprentice may
join a trade-union. In such an event one of two things is likely
to happen. The former apprentice will either become a leader of
the group or be much more susceptible to the reasonable enlight-
ened leadership of others than the non-apprenticed youth. In
fact, it ia possibie that this training of industrial employees in the
shop, supplemented by public education for adult workers after
the realities of life have made them seriously interested, might
eventually develop a type of organized workmen with whom
employers would be anxious to deal.

This, many employers hope, will come to pass; for when some
of the present abuses growing out of the heterogeneity of our
labor population pass away, the story of industrial relations may
be a different one. Ib any event, inside the union or outside the
union, it is better for the employer to deal with intelligent labor.
Skilled and adequately trained workers will make for the public
good, and labor and management must profit accordingly.



78 APPRENTICESHIP

When apprenticeship becomes involved in the sensitive field of
industrial relations, an opportunity is presented to public author-
ity to function, for the state can zee to it that misconception or
falze motives on either side will not allow apprenticeship to run
amuck; for what injures either employers or employees injures all.
It is the solidarity of interests which must be uppermost in
apprenticeship work, and it is the funection of public authority
to keep the common interests in the foreground.

Improvement in Qualily of Product.—A fifth result of appren-
ticeship, which benefits alike all industry and the public, is the
improvement of the product. It is enough when, through
apprenticeship, the technique of produection is enhanced; it is
enough if even the quantity be increased; but there are not only
these two points of merit, there is, in addition, the inevitable
improvement in the produect itself. Wherever apprenticeship
prevails, there is attention given consciously or unconsciously
to the improvement of the product. This promotes real national
economy. Whatever it be, an automobile or a kitchen utensil, a
better article for the same amount of purchasing power enhances
the material welfare of all. Moreover, there is 2 moral advantage
for our economic society when producers are themselves individ-
usally interested in quality.

This is illustrated by the experience of a machine-tool manu-
facturing company which works on the basis that apprenticeship
is essential for the maintenance of high quality in the produet.
The moral effect iz obvious all around. The workmen who
evince this interest in the quality of work, and who fashion the
material to the point of nicety, naturally, through foree of habit,
take care of their tools and machines, thereby reducing the cost
of upkeep. Moreover this particular establishment has gone so
far as to undertake at very frequent intervals to have the floor
serubbed throughout the whole shop, until many observers have
remarked that the machine-shop floor was elean enough for a
kitchen table. Intelligent managers know that clean surround-
ings engender accurate work and at the same time attract a
higher grade of workmen. There is a consequent higher morale
throughout such a shop. The men are on their honor to turn out
first-class work, and the atmosphere and the working conditions
are such that it is not easy to perform a poor grade of work.
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Suffice it to say that no such conditions could be achieved in an
establishment unless the tradition of apprenticeship and its
fruition of skill prevailed.

Another concern that could be named has had such success
with its apprenticeship program that it has not found it necessary
to set up an employment department, although it employs from
1,200 to 1,800 men. The apprenticeship department seems
to supply the need for new employees, and for such reasons as
have been previously deseribed in this chapter, has very few
separations of the older hands. Here again, of eourse, it is
evident that a program of apprenticeship indicates an enlightened
attitude on the part of the employer, which must find expression
in all aspects of the business.

It has been observed before that in apprenticeship the employer
has everything to gain and little to lose. The workmen have
an opportunity to enhance their earning power and at the same
time to experience more interest in work, and a greater full-
ness of life, whichk social philosophers so much covet for
employees in a democracy. The publie welfare—identical
with the mutual interest of employers and employed—is
greatly benefited as well.

Summary of Advanlages and Limitations.—It has been pointed
cut in this chapter that although the main responsibility for
apprenticeship rests with the employer, there are, nevertheless,
limits beyond which he cannot ordinarily go: limitations which
arise out of the inherent individualism of business enterprise, limi-
tations which are inevitable by virtue of the fact that the experi-
ence of any particular business must of necessity be circumseribed
by conditions which are due to economie considerations, and
limitations which arise out of current social and political ideas.
In spite of the fact that employers cannot control every aspect
of apprenticeship, there are some fundamental advantages to
him beyond the obvious fact that the supply of skill is maintained,
the chief of which are first, an enhancement of morale among
shop workers, second, a tendency to stabilize employment,
third, the promotion of industrial safety, fourth, the maintenance
of industrial peace, and fifth, the improvement of the quality of
product. In addition it should be added that owing to the fact
that as a consequence of training, the materials and equipment
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of the establishment will be handled more efficiently there will
ensue a saving.

Questions and Exercises

1. It is sometimes said that apprenticeship training is a matter for the
employer. Do you agree with this view? Explain.

2. To what extent is the experience of the apprentice in the shop inade-
quate for making a really intelligent and skilled workmen?

3. How would you decide whether apprenticeship is a paying proposition
for the employer?

4. What limitations does the employer encounter in an apprenticeship
program?

6. Explzin the advantages of apprentices to the employer. Do the
apprentices share in the benefits which accrue to the employer? How?

6. What is the relation of apprenticeship to industrial peace?



CHAPTER VII

APPRENTICESHIP AKD THE SCHOOLS

Apprenticeship, it has already been observed, is one form
of education. In this chapter, the apprenticeship plan of
education will be considered in its relation to some other plans.
These standard educational schemes are so well known and so
widely accepted, that they are often popularly thought of as
the only real forms of education. These comprise, in the main;
systemms of schools, which, since they exist in a democracy,
should provide a fitting plan for the development of citizenship.
They will be considered in the following order: grade and high
schools, trade schools, manual training schools, and eorrespond-
ence and evening schools.

One of the first questions that may suggest itself to the inter-
ested reader is: Why is not apprenticeship a generally accepted
form of education? The answer should be that it is, although
many people are not cognizant of the fact. The chief reason
for this is that the principles underlying apprenticeship have
not been sufficiently distinguished from the form of apprentice-
ship. Many unfriendly erities of apprenticeship forget that for
many centuries it was the only form of general education; these
garne critics, however, would never think of condemning general
edueation. True, education has taken on new phases, but it
has, in many instances, unconsciously embodied some of the
fundamental principles of the old apprenticeship system.

The value of apprenticeship methods is seen everywhere in
formal education. The engineer must have his industrial or
shop experience, the lawyer must have legal experience as well ag
knowledge, teachers must have their practice work, physicians
must serve their interneship, and even the librarians whao aid us
in our research must have training in the technique of library
experience. So one might continue to give instances of like
character. In the business and professional world, wherever we

81
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may turn, we find the eternal demand for men of experience.
Why men of experience? Because the individual with experience
has learned while doing. He has acquired intimate knowledge,
he has assimilated the facts by actual performance, and he
knows with increasing clearness the values of future efforts. One
of the reasons why educators have turned away from this early
form of general education, is the pressure of democracy. In
the United States every man is a *king,” He is entitled to the
best. Consequently, what has been conceived to be a good
thing for the learned professions has been recommended to
everyone as something to emulate and achieve. This has resulted
in some good, but the so-called universal desire for higher educa-
tion is largely imaginary: it has been read into the minds of
people who have in very many cases neither the desire nor the
ability to follow the educational processes of the professional
groups. Finally, the realities of modern industrial society
have forced a turning back of many educators to education’s
first love—‘‘apprenticeship.” In other words, it has been
realized that apprenticeship proper was a training for citizenship
and economic effort. Many promotors of formal education
have inadvertently forgotten that the citizenship of today is
primarily the citizenship of an ‘ndustrial society. Therefore,
preparation in the world’s work can no more be evaded now than
at any time in the past. So the question is: What is the best way
to accomplish this preparation at particular stages of youth’s
development? In the past, apprenticeship prepared the youth
for his proper place in life. Do the so-called substitutes for
apprenticeship adequately fit the youth for his working life?
Does even our system of general education adequately prepare a
youth for the world's work? Can modern education develop
effectively without the aid of apprenticeship? These are a few
of the questions which it is hoped will be answered in the following
pages.

Grade School. Our system of graded schools (which the
Germans call the Grund-Schule or foundation school) covers the
years of the boy and girl before the age of apprenticeship begins.
Most of these boys and girls complete the eighth grade ot the age
of fourteen years. There should be no real objection to these
years being devoted to the development of the qualities which
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are prime requisites for manhood and womanhood, of instruments
by which those qualities can be expressed, without any reference
to development for any specific vocation. As much general
culture as can be acquired during these years should be the
minimum requirement. Since it is becoming more and more
widely recognized that children should not ordinarily go into
industry until sixteen years of age, there are stiil two years for
what may be termed prevocational education. This period
will be considered under the heading of Part-time Vocational
Schools.

Primary education, then, is the common denominator of our
democracy. The details of method and eontent may be left to
the educational sociologist. It can be said, however, that there
should be neither more nor less direct preparation for industry
than for the professions. This practice, however, is not always
the case. Many teachers give young boys a distorted idea of the
nature, necessity, dignity, and honorableness of industrial
activity. They unconsciously give to the young pupils the
impression that their own educational experience is the sort to
pattern after, and thus incidentally inculcate a wrong idea of the
true relation of education to business and industry. It is desir-
able, then, from the standpoint of apprenticeship, that the boys
of our primary-school system shall not be propagandized either
for or against industrial pursuits. If they are, the value of this
common denominator of our democracy will certainly be
impaired,

Even when industrial arts and vocational studies are intro-
duced into the junior high schools, there is grave danger that the
wrong emphasis may be given and that the cultural aspects of
this sort of educational work may not receive their proper
significance. In the complex life of industrial society, the foun-
dation work should be very broad. Too early an emphasis
upon one or two specific vocational studies may not prove to be
as good for the youth as no vocational work at all.

High School. At this point the question may be asked, ‘“ What
iz the relation of our Secondary School system to industrial
apprenticeship?” Until recent years our system of secondary
education has consisted of the high-school course, which has
been mainly a preparation for the college or the university.
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Experience has shown, however, that notwithstanding the fact
that a small percentage of the graduates of the high school finish
the college and university courses, little encouragement is given
to the young people of our high schools to consider a life work
in the production side of industry. This does not mean that a
high-school education does not represent enough in economie
return thoroughly to justify the high school. The money value
of high-school education has been well set forth by the United
States Bureau of Education.!

Although there is an unquestionable value in economic terms
which accrues from high-school training, it is eertain that in very
many cases this value would be much higher if the training were
combined with an apprenticeship in some industrial pursuit.
Manufacturers are disappointed by the paucity of high-school
graduates who are candidates for shop carcers and who are
willing to start in as apprentices. College graduates seem to be
willing, perhaps because of their profounder knowledge, to go
“through the mill,’”” so to speak; but the high-school boy too
frequently limits his opportunity by disdaining to prove his
mettle in the shop. Every supervisor of apprenticeship in
industry can relate experiences with these young men who have
been shown the possibilities of achieving success through appren-
ticeship but who have refused that opportunity with such a
remark as “My teacher said I should do better than work on a
mechanieal job. Have you got a position as a itmekeeper, stock-
room elerk, or some other like job?" His request is for a job
which will assure the social distinction of the “white collar.”

Obvicusly, we should not find fault with the high-schoo! boys
but rather with the atmosphere ereated for them in the high
school. Of course, this condition is not universal, but it is still
sufficiently extensive and of enough seriousness to warrant
protest. Moreover, prejudices in so deeply rooted and so
widely accepted an institution as the Ameriean high school will
not be easily dethroned. It will take perhaps a generation
before the old prejudices which are fostered in the high school
against the ordinary work of the world will disappear.

High-school boys who enter a real apprenticeship are usually
given a credit of time that materially shortens the duration of the

1 U. 8. Bur. of Education Bull,, vol, 22,
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apprenticeship period. In the trades they have little eompeti-
tion if they follow the apprenticeship route and their promotion
to jobs of responsibility is swift and certain after the completion
of the period of training. For its foremen and subexecutives,
industry now has to train men recruited from the ranks through
the ordinary apprenticeship method. How much easier it would
be for high-school boys to work up to some of these responsible
jobs, No boy with high-school training need remain in a dead-
end job. It is, however, a matter of proverbial comment how
many high-school boys are following pursuits in which there will
be no advancement. We confidently look to the vocational-
guidance movement, in its infancy as yet, to interest more high-
school graduates in industrial apprenticeship.

In order to fulfil its function, it is desirable that the high school
should give a broad foundation for the youth to build upen, no
matter what line he subsequently follows. It is not necessary,
however, to vocationalize the high-school curriculum. Fitting
are the words of Dr. David Sneddon:!

The best that we can do today, in fairness to all our people—the
prosperous and unprosperous, the able-minded and the frail-minded—
is to require that the entire time of compulsory full-time scheol attend-
ance shall be devoted to the ends of general or liberal edueation.

However, we must not, if we want to maintain a democracy,
permit an educational program to cause youth to disdain the
essential work of the world and to lead them away from an
appreciation of their economic obligations in the direction of
essential cooperative effort. Our economic life is possible only
because of conscious or unconscious ecooperation. It is this,
and this alone, that makes specialization possible. We have
a right to expect that educators who extel the virtues of democ-
racy will be true to their teaching in presenting proper attitudes
toward necessary occupations.

The world's work can be tied up with the romance of invention
and discovery, the struggle upward of the race, the development
of language, literature, and the arts. If industry and education
are not both to fall short of their purposes they must be linked
together. Industry is now stretching out its arms to educators.

1 Educational Sociclogy,” p. 629, New York, Century Company, 1922.
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Industry needs more spiritual content, and it is gradually
acquiring it. Education needs more lessons from industry
and business. Apprenticeship affords the connecting link.
Although, it may be reiterated, it is not necessary to fill the curric-
ulum of the high school with vocational ecourses, it is highly
important that a sympathetic understanding of the social and
economic system may be a part of every young person’s intel-
lectual equipment.

Manual Training or Manual Arts—The next consideration
is the relation of manual training—now usually referred to as
manual arts —and the institution of apprenticeship. In his work
on the “American Apprenticeship and Industrial Education,”
Professor Paul H. Douglas treats manual training as one of the
“substitutes” for apprenticeship. Manual training began as a
cultural study, that is, it was not designed as vocational training.
This author’s review of the development of manual training in
American education is of particular interest. It is worthy of
pote that he says:

As manual training developed it grew to have quite different principles
from those which the founder Cygnaeus had worked out:

1. As in Russia, it was chiefly in the high schools and not in the
primary, but also

2. It came to have a distinet commercial purpose. Tt was used in
part as a means of training workmen for their industrial life, if not for
their specific trade.!

Professor Douglas points out that although leaders of the
movement first protested that manual training was a eultural
study only, some of them later adhered to the idea that manual-
training courses constituted trade training. Professor Woodward,
one of the early leaders in manual training quoted by Professor
Douglas, stated as late as 1903:

By multiplying manual training schools, we solve the problem of training
all the mechanics our country needs.®

The weakness of this statement has been proved by experience
and has been borne out in the work quoted.
1 American Apprenticeship and Industrial Education,’”’ p. 178, New York,

Longmans, Green & Co., 1921.
* fbid., p. 180. [Ttalics quthor's.
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Three reasons have been ascribed for this metamorphosis
of manual training from a cultural to a vocational ageney: the
development of machine tools to take the place of handicraft,
minimizing the importance of the individual; the creation of the
independent manual-training high school which freed the move-
ment from the eultural spirit; the hope of business men (perhaps
their belief} that the manual-training movement could produce
for them the skilled labor which was becoming increasingly
necessary and searce,

The overanxious employer who wanted a useful boy “ready
made ' for certain trade work has often assumed manual training
to be the necessary preparation. Many instruetors in this branch
of education have been quite ready to follow the flattering
inferences of business men and have encouraged the belief that
a course in manual training, or what has later been termed
“manual arts,” would fit a boy for trade work. On this subject
there has been much, if not complete, disillusionment. There are
few people today, informed along industrial lines, and perhaps
few teachers of the manual arts, who would have the temerity
to maintain that the superficial and academic character of the
shop work in the usual high-school courses could be of much value
as trade training.

This, however, should not cause one to lose sight of the fact
that there is a worthy place for manual arts in the high schools.
In any case this form of training, it would seem, should justify
itself on cultural grounds, because on that basis it can function.
Manual arts is a good thing for our demoeracy. If it is desirable
that the children of workingmen shall have the same opportunity
to attend the high school as the children of professional men, then,
of course, it is proper that children of the well-to-do elasses shall
have the same opportunity to learn to use their hands in mechani-
cal work as the children of workingmen. Manual arts training
is not, and cannot be, a substitute for apprenticeship beeause of
the fact that it is taught in an academie atmosphere and at best
is a long way detached from real industrial enterprise. Further-
more, there is usually a lack of industrial experience on the part
of the teachers. It is not, by any stretch of the imagination,
either strictly vocational or apprenticeship training. Appren-
ticeship is essentially a learning-while-earning process—a direct
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participation in industry; but a student of manual arts is learn-
ing to use tools as a matter of gencral culture—although, of
course, there are exceptions here and there. The manual-arts
student necessarily approaches shop work from the theoreti-
cal point of view, just as he approaches anything else. As the
student has not had industrial experience in employment the
presentation of trade work must be theoretical and academic.

Manual training, if promoted, advocated, or pursued as a
means of trade training, as a substitute for apprenticeship, may
be a positive harm to the boys themselves, because it misleads
them into thinking that they are receiving vocational training.
Because of its inadequacy, it may also be detrimental to the
industries or trades in which these boys who come from manual-
training schools try to secure placement, Certainly in such cases
it is inimical to the development of real apprenticeship training
because it causes industry to draw the wrong conclusions about
the ability of secondary education to supplement apprenticeship
training. It is fair to state that one of the big handieaps under
which genuine vocational education has had to labor during the
past fifteen years is the fact that so many people thought, and
some still think, voeational training is the same thing as manual
training, although there is a vast difference especially in the
psychology of the approach to the subject, particularly as manual
training properly functions in the school system.! This is so
because the real function of manual arts as set up is cultural,
and although it is practical work, it is necessarily undertaken
with the academic or theoretical approach, while vocational
training, which apprenticeship essentially is, is education in the
field of actual work which ¢annot be undertaken in any other
approach than the practieal. Manual arts has its place, but it
is a mistake to imagine that it can be a substitute for apprentice
training.

These observations are deemed pertinent because many
manusal-arts instructors and directors in recent years have lost
no cpportunity to oppose genuine apprenticeship development,
whether with a sincere belief that they themselves could make

1 ScriMeAAW, STEWART, Vocational Departments in High Schools vs.
Separate Vocational Schools, frd. Arts Mag. Vol. 9, pp. 207-299, August,
1920,
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the necessary skilled workmen, or for fear that their work might
be thought to be unnecessary.

Full-time Trade School.—In the {ollowing paragraphs con-
sideration is given to the full-time trade school which attempts
to teach the whole trade, and which is designed to substitute for
irade apprenticeship. Those schools which undertake trade
extension, or those departments of so-called trade schools which
give extension work, are in an entirely different eategory and are
not under consideration at this point.

Three reasons may be ascribed for the evolution of the trade
school.  One was the fact that owing to the falling off of skilled
immigrants after 1890 there was an appreciable need felt by
industry for more people with skilled training. Ancther reason
was the desire to give an opportunity for the American youth to
learn the skilled trades, since it was alleged that the trade-
unions, formerly composed largely of immigrants from Europe,
have kept the American boy out of the skilled trades, A further
reason for the advocacy of the trade school was the hope of some
employers—a false hope—that perbaps these schools would
provide young workers who might be used to break the trade
monopoly of the unions. These schools have been established
with great enthusiasm, and with large expenditure of money. In
many cases they have been privately endowed, but in some cases
they depend for suppoert on publie funds.

These schools satisfied neither labor nor eapital. Here and
there boys from trade schools were met by jeers from their fellow
workmen; a sort of stigma was attached to the graduate of a
trade school. This attitude of labor can be explained. First,
the trade-unionists suspected that irade sehools, especially those
which were privately endowed, were established to furnish
strike breakers in some instanees to smash the unions. While
it is possible that a few employers had advocated and maintained
schools with that thought in mind, this consideration could never
have had much reality. Second, the trade-school graduates
were not sophisticated in the trade practices and thereby afforded
the “practical’” rivals an opportunity to express their feelings of
contempt for the ‘“school mechanic.”” This fact of course
complimented the trade school, for it tacitly admiited that the
boys got some good training and for this reason they incited some
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unconscious jealousy. Third, a few important trades only were
taught in the trade school, so that the workmen who saw growing
competition in their particular labor fields naturally were ill-
disposed toward an institution which they thought contributed
to the oversupply. Employers, on the other hand, did not see
the results they had expected. They did not find the panacea for
their labor troubles. There was no new crop of trained young
men to take the places of those out on strike, or of those dis-
charged by the employer. At all events, the supply of skill to
keep industry going efficiently has not been forthcoming from
the trade schools. Perhaps few have fully appreciated the
reasons.

The full-time trade school proper, as a substitute for appren-
ticeship, and in that sense only (note the qualification) has not
met the need. This circumstance is in no way due to the lack of
efficiency or capable administration of the trade schoals, but is the
result of the dynamic aspects of modern industrial society. The
trade school eannot be a satisfactory substitute for apprentice-
ship because in the very nature of things, apprenticeship cannot
have a substitute. Many of the full-time trade schools have
themselves recognized this fact, and have consequently become
‘““technical high schools.”

There are three causes which mitigate against the success of the
full-time trade school as a substitute for apprenticeship training.
First, the trade school cannot offer an adequate number and
variety of trained mechanics because of economic limitations;
second, the trade school technique must inevitably be behind
industrial practice; and third, the trade school is obliged to
funetion in an academic atmosphere incompatible with real
industrial trade training. Perhaps a brief elaboration of these
points would be in order.

The point of inadequacy will be understood when it is realized
that there are only a few trades that can be taught in any school.
The tendency is to establish departments for some building
trades, such as bricklaying, plumbing, steam fitting, and such
erafts as the machinists” and pattern making and perhaps print-
ing composition—rarely more than six or seven of the better-
known trades. Scarcely any mechanics to supply industry are
forthcoming from these schools, and if they were being turned
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out of all the trade schools at capacity, they would constitute
but a drop in the bucket compared with the number of men of
training needed in a variety of industrial crafts. In one of the
best-known trades, such as the machinist, one is justified in
asking where the trade-school product is, Certainly it is not in
the machine shops of industry. Employment managets in every
industrial community will testify to this.

Take another trade, such as plumbing. The thought that
the plumbers of a certain ¢ity could supply their trade from this
source caused great interest in the school on the part of the
employing plumbers. They gave it cooperation and moral
support for years. However, it never met their need, for when
these master plumbers tried to discover how many recruits for
the trade had been gained through the school in a period of years,
they found praectically none who had stayed with the trade.
As a consequence, these same employing plumbers finally
embraced a thoroughgoing system of apprenticeship, which is
adequately meeting their needs and causing greater satisfaction
to the public whom they serve. This particular trade school
was subsequently made a technical high school and as such
functions admirably.

It is fitting to recall that no trade school could be adequate
which did not satisfy the demands for all the trades in all the
industries in the whole industrial district which such a school
was supposed to serve. Particularly is this true with reference
to schools supported by public funds. The question arises why
tailorg and iron founders should pay taxes to support a school
providing mechanics for plumbers and printers, while they
themselves get no contribution to the skill of their own particular
industries? The demand for skill and training is as broad as
industry itself, and to meet the general demand the irade school
would have to be a small replica of industry itseli. This is
clearly impossible physically, and most assuredly impossible
financially. Is it not apparent, then, that the trade school is
inadequate to serve industry? What about the pupil? Is the
trade school handicapped in teaching the whole trade to the
boy? It is apparent that it is, The trade school cannot repro-
duce the industrial atmosphers. Such a school is not subject
to the pressure of competition which causes the manufacturing
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concern to keep up-to-date machinery and to throw on the junk
pile any obsclete machine. The authorities of the school can
ill afford to throw out old machinery, because this would mean
& constant drain on public funds; and whatever the merits of
the case might be, the fact remains that for the schools to try
to keep pace with industry would be a disastrous policy for
school administrators,

Apother important consideration in this connection is that
trade-school boys cannot possibly learn the essential part of the
modern trade, which we shall designate as ‘‘material handling.”
This phase of the trade the boys must get where material is
handled in quantities and in such a way as fits in with modern
production methods. ~ The trade-school boys, although good
in many particulars, are hopelessly lost in the real industrial
conditions and must, in the very nature of the case—if they are
to be uscful—serve some apprenticeship when they enter the
trade, no matter what their proficiency has been in the school.
An interesting example is that of the bricklayer. He may learn
to spread mortar, lay bricks, and build a wall well under the
trade school’'s normal egnditions. However, commereial build-
ing has many different conditions. Bricklaying technigue is
subject to the changes of the weather. Many a trade-school
bricklayer has got along well under fair weather conditions, but
when the material iz soaked with rain, his situation is changed,
He takes up the trowel and finds conditions baffling. The eorner
which was built plumb previously, now fails to continuc perpen-
dicular. He tries to make it plumb, but the more he tries, the
more out of plumb becomes the corner. It becomes apparent to
the foreman that the man is inexperienced. In other words,
there can be no such thing as a competent workman until there
has been a period of learning while doing on the actual job.
Without a proper apprenticeship, the bricklayer may not under-
stand many of his new situations, and the usual experience
follows; that is, he loses his job and discovers that he has yet
much to learn.

Inherently the trade school will ever be bebind industrial
practice. The trade-school technique must, to a large extent,
be the technique of yesterday's industry. Industry must point
out the way because its life or death depends upon its progress.
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The trade school must follow. It takes time to get changes in
any public or semi-puhlic institution, and very often the change
desired comes too late, and then only after new experience has
shown newer and more advanced improvements to be necessary.
This is 3 continuing process, and expresses the dynamic character
of American industrial life. Moreover, it is worthy of note that
conditions of immigration and other vieissitudes in the labor
matket tremendously affect industrial mechanization. The
school, however, i3 not in a position to measure the eflects soon
enough to adapt the trade teachings to the new conditions.
These conditions, it has becn said, are inherent in the trade school
as an institution and are not a reflection on the able and publie-
spirited staff of any particular school.

As a third general limitation of the trade school as a substitute
for apprenticeship, it has been stated that the trade school func-
tions in an atmosphere incompatible with apprenticeship. Boys
who attend the trade school are boys from the same stratum of
society as are those who attend the high schools. The parents
who can afford to send their boys to the full-time trade schools
are most likely to be the parents who decide to put their boys
through high school, If the high-school training is thought to
give social status, then the parent covets that for his child, and
the trade school accordingly is disdained. The parents, on the
other hand, who, beecause of economic necessity or personal
preference, desire their boys to learn a trade, want them to earn
something; hence they do not give the trade school serious eon-
sideration. Therefore, it would seem that the trade school, so
far as apprenticeship is concerned, is on the horns of a dilemma,
one of which is 2 matter of social status, and the other that of
economic necessity. We have to conclude, then, that even
though the trade schools were equipped to teach trades ade-
quately—and in most cases they are not—they would still fail
to function in the scheme of apprenticeship, as most educators
recognize, because of the lack of a sufficient number of students
who will follow the trades which they learn.

Questions and Exercises

1. To what extent does education wutilize apprenticeship methods and
principles?
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4. In what way do {(a) the graded school and (&) the high achool relate to
the training of apprentices?

3. Discuss the possibilities and reasons for success of high-school graduates
who enter into industrial apprenticeships.

4, What are the limitations of manual-training instruction as a substitute
for mechanical apprenticeship? What is the significance of the new term
“manual arts”?

6. How are the full-time trade schools being adapted for vocational
training? Can the full-time trade school properly be said to make appren-
ticeship unnecessary?

6. What are the economic handicaps under which the full-time trade
school operates? Is this a eriticism of the trade school?



CHAPTER VIII

APPRENTICESHIP AND PART-TIME VOCATIONAL
SCHOOLS

Vocational education is a relatively new term and suggests
anewer adaptation of educational technique suited to the complex
industrial age in which we live. It has arisen out of two basic
considerations; one is the fact that our industrial and business
life is of such a dynamic character that trade apprenticeship
alone cannot solve the whole problem of the youth’s industrial
training; the second consideration which has forced vocational
education to the front is the fact that the old type of formal
education does not funection in a sufficiently adequate way in the
up-grading and preparation of young people for direct vocational
advancement.

Vocational education is primarily established upon the theory
of assisting people who are at work in vocations or those about
to enter into voeations. In so far as it is to assist those already
in voeations, it must obviously be a part-time scheme.

Vocational education and apprenticeship belong to the same
family, and particularly close in this kinship when vocational
education is on a part-time basis. Apprenticeship is one aspect
of vocational education, but either can scarcely be effective
without a combination of work and school,

It is not the purpose at this point Lo discuss part-time voca-
tional education, except in so far as it relates to apprenticeship.
Part-time education is really a child of apprenticeship. The
fact is that part-time vocational training involves some very
essential principles of apprenticeship, and hence it is not at all
strange that the two types of training should flourish together.
In the present discussion, since vocational education is o broad
a term, attention will be directed toward part-time vocational
schools and their relation to apprenticeship.

95
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The voeational schools are related to apprenticeship in three
main particulars. In the first place the vocational school may
be a preparation ground for apprentices. Second, it affords
the facilities, the atmosphere, and the technique necessary for
the industrial apprentice’s theoretical training, because it is
organized on a basis of combining work and study—a part-time
system. The third particular in which the vocational school
is related to apprenticeship is the fact that this type of school is
equipped for and actually aceomplishes adult training which
supplements the apprentice’s training after and beyond the
period of his formal apprenticeship. It is the apprentices’
graduate school.

Preparation Ground for Apprentices.—The part-time school,
which comprises those persons between the ages of fourteen
and eighteen years who either are working or are candidates for
employment, is in a position to discover the characteristics of
the young person’s emotional life, his mental traits, and his
physical qualifications or limitations. In other words, there
is what has been aptly phrased a sort of pedigree of the potential
apprentices. This pedigree is available in the part-time school,
which in a certain sense is the breeding ground for apprentice
material.

The application of science to industrizl and business manage-
ment entails the necessity of applying scientific principles to
the selection of apprentices. Employers are not ordinarily
equipped to make proper selection according to scientific methods.
They must, therefore, take advantage of those agencies of public
authority established to select young people for occupations
in a manner which is at one and the same time of benefit to both
the boy and the employer. The part-time vocational school
is the proper ageney for the selection of apprentices. Indeed,
all vocational schools should make such a program of selection
and placement a conscious phase of their activity.

There is still another gain from wise and scientifie selection
of young people for training in various occupations and that
is the advantage to society. Scientific selection means less waste
in human effort and, its result, the individual's being properly
adjusted to his economic environment, is an enhancement rather
than a deadening of the human spirit.



APPRENTICESHIP AND VOCATIONAL SCHOOLS 97

The tendency in the United States today is to diseourage the
employment of minors under sixteen years of age. If prohibition
of juvenile labor up to the sixteenth year becomes universal,
and there are reasons for believing that it will, then the vocational
school must plan a two-year program to prepare for employment
those young people who leave the regular school at from fourteen
to sixteen years. In other words, schooling in this period ean
assist in giving the foundation for successful employment—by
preparing them for some useful occupation. Apprenticeship
relations involve employment; therefore it is possible for young
people in this type of school to be prepared to understand and
fully appreciate the possibilities, opportunities, and obligations
of apprenticeship. The better schools of this category organize
their curricula upon the thesis that the fundamental basis of the
system should be adequate and basic vocational guidance. It
requires no imagination to see that the voeational school can
have a profound effect upon apprenticeship through guidance
technique. The character of its influence will depend upon
bow it impresses the student concerning the desirableness of
apprenticeship, Of course, it must be understood that if
apprenticeship opportunity does not exist in the loeality, then
little ean be done, unless the school itself endeavors to interest
employers in establishing genuine apprenticeship systems.
Incidentally, it is quite possible for the school to interest employ-
ers in apprenticeship.

Where apprenticeship opportunity does exist, employers
should be encouraged to recruit their apprentices at the school.
This would afford a more intelligent selection of apprentices
on the part of the employer, and would enable the school to
learn more adequately about the conditions of employment and
the requirements for success. It would afford one way of improv-
ing the process of laying a proper foundation for employment
whether for apprenticeship or any other forms of employment.

Many people interested in youth have believed that it would
be desirable to obtain boys in industrial apprenticeship at an
earlier age than sixteen years, because the discipline of work at
an earlier age might be of advantage to the boy. It has been
the belief that at the more youthful period boys would be more
educable and less likely to be conscious of the discipline of the
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period of apprenticeship. However, there is no likelihood of
the apprenticeship age’s being lowered. This is particularly
evident when we realize the extent of unemployment due to the
mechanization of industrial processes. With the apparent
surplus of labor supply of mature men and women evidenced
by unemployment, which appears to be so characteristic of our
present. industrialism, it is not socially desirable to have regular
places of employment taken by boys under sixteen years of age.
Furthermore, the possibilities for exploitation are too great.
If young people cannot become desirable workers starting at
sixteen years of age, then, perhaps, there is something for both
the school and industry themselves to do to improve matters
without stealing away from youth the leisure which legitimately
belongs to it.

Trade-finding Courses.—The solution seems to be met in the
school by providing something of trade experience in the form
of shop work. An adequately equipped school of this type will
furnish as much as is practicable in courses of shop work which
reflect the industrial opportunities of the community. Naturally
these courses will not attempt to teach a trade but merely to give
the boy a sufficient contact with the trade or occupation to enable
him to satisfy himself that the particular trade is the one which
he should follow. Although it is not possible to present adequate
experience for all the trades or occupations that may be con-
templated, nevertheless it is possible to give sufficient experience
and contact with related trades or occupations to afford a basis
for a line of choice, for intelligent direction, and for effective
vocational guidance. This funetion is desirable for the individual
boys, and at the same time is a contribution to social welfare.
Some of the leading states, in vocational education, are accom-
plishing much in this direction. It goes without saying that this
guidance function properly conceived leads to apprenticeship,
for it is not wise to have a boy fix on a specialty until he has had
a number of different kinds of trade-finding experiences.

It would seem desirable that the ‘“try-out” courses should
extend at least to the end of the first year, and that where the
facilities and variety of instruction permit, the pupils should
be encouraged to continue this kind of work through the second
year. Of interest is the statement of the Wisconsin State Board
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of Vocational Education in its administrative circular, Series 22,
Oct. 1, 1925:

One of the main objectives of the part-time schools in this state in
their trade and industrial program is to promaote, foster, and develop a
true apprenticeship. A true apprenticeship consists in having the
young workers of the state indentured under a learning program in the
trades of their choice . . . and it further consists in having such
apprentices receive part-time instruction in trade extension classes
while attending the voeational schools in the day time a part of each
week.

Several other states, including New York, Massachusetts,
Pennsylvania, and Ohio, have aims similar in substanee although
there may be a difference in the expression of their objectives.

The early part of part-time training can thus be seen to have
a very direct relation to apprenticeship. Exactly what a trade-
finding course or courses can mean, in a city school, may be
gathered from the suggested program for trade-finding classes
made by the Wisconsin State Board of Voeational Education, as
follows:

I. Generzl sutomotive trades

1. Running gear

2, Motor

3. Electrical
a. Ignition
b. Lighting
¢. Battery

4, Tires

5. Body

I1. General building trades

1. Carpentry
a@. Lathing
b, Shingling
¢, Trim setting
2. Masonry
a. Bricklaying
b. Stone work
. Concrete
. Plumbing
Plastering
. Sheetmetal
. Painting and decorating
. Electrical

[ =N
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I11. General commercial work

10.

Stenography

. Filing and indexing
. Bookkeeping
. Typewriting

Office practice
Penmanship

(Office machine operators
Department store systems
SBalesmanship

Advertizing

IV. General service work

1.

CO®TDEC LN

[y

Barbering

, Beauty parlor
. Baking
. Butcher shop

Laundry

Cleaning estahlishment
House maid service
Home nursing

. Home cooking
. Waitress

V. Professional (general)

1.
2.
3.

Optical work
Material testing
Industrial chemistry

VI. General trades

© 0N D 68N

. Power machine

. Cutting and fitting
. Pressing

. Finishing

Millinery

Dress making
Embroidery
Costume design

. Tailoring

VII. General printing trades

1.

2
3
4,
5

Composition—hand and machine

. Press work
. Color work

Bindery

. Wood cuts and linoleum blocks
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VIII. General electrical trades
1. Wiring—inside and outside

2. Machinery—A, C. and D. C,
3. Automotive

4. Radio

5. Central station—switchboard
6. Battery

7. Telephone and telegraph

IX. General metal trades

. Sheet metal

. Machine shop
Forging

Foundry

Welding

. Heat treatment

. Metal pattern making

X. General drafting trades
Blue-print reading
. Architectural
. Mechanical
. Machines
. Electrical
Civil
XI. General wood-working trades
1. Cabinet making
2. Carpentry
3. Pattern making.

NO o 0N

O oo LN

Obviously all schools cannot give the complete group of trade
experiences suggested above. However, it can be seen that it is
possible in most schools to give some experience in each one of
these eleven groups. Although specific ehoices might be difficuls
in some cases nevertheless a little contact with one of the trades
in one group would reveal distinetions of significance from the
trades of another group. For example, experience with any one
of the enumerated electrical trades would be sufficient to show the
essential difference between them and the class of occupations
classified as printing trades, provided, of course, experience is had
in each group.

Trade Extension.—Since a certain amount of trade theory or
science is an essential part of modern apprenticeship, somewhere
facilities for this part of apprenticeship training must be fur-
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nished. Such training iz not a praeticable matter for the
employer of apprentices. It should be provided by special
instructors. Where are such instructors available? What type
of school constitutes the most plausible and fitting place for this
type of instruction? These are questions easily answered where
vocational schools exist.

While it may be said that the chief consideration is that
academic instruction be made available to apprentices and not
the question of the type of school which is to furnish it, never-
theless the vocational school is the logical place for the appren-
tices to receive their academic work,

The part-time vocational school is in the main the best place
for trade-theory instruction because, first of all, it is in a strategic
situation for handling part-time apprenticeship training. As
other people in the same school spend part of their time at work
in industrial employment, the institution must be organized on
8 part-time basis, and the obligations of taking care of appren-
tices furnish no special problem. The apprenticeship organiza-
tion fits into the functioning of the whole program of such a
school. It is becoming more generally the custom to have
apprenticeship instruetion take place in the part-time school.
Apprenticeship instruction is trade extension work, and this work
the part-time school is preeminently fitted to give. Although it
is not impossible to give apprenticeship instruction in other types
of schools, it would be inconvenient and difficult for those
schools which are run on a full-time basis to provide adequately
for trade extension work, since one day or one half day each
week seems to be the time usually allotted for this part of appren-
ticeship training.

In the discussion of the vocational school one must keep in
mind its real essence—and that is schooling for industrial workers,
actual or potential. Therefore the schools must be organized on
a part-time basis. For apprenticeship, then, these schools offer
advantages in training that other types of schools can scarcely
give at all, because of the essential part-time character of appren-
ticeship schooling. However, it is not out of place at this point
to suggest that there is nothing sacred about the practice of
sending apprentices to the established vocational schools. They
might conceivably go to any other sehool, or even to a school
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established by the employers, although the latter would be sub-
ject to definite limitations; moreover, the part-time school is in
a strategic situation for the handling of part-time apprenticeship
training, because these voeational schools are dealing with indus-
trial workers and are more in sympathy with industrial needs
and conditions. These schools are in elose touch with employers
of apprentices, as must necessarily be the case if they are funec-
tioning as true vocational schools,

The vocational school, then, it would appear, is the place
at which apprentices should get their theoretical or academic
instruction, other things being equal. Sometimes, however, there
may be individual cases where apprentices can profit at some
other type of school—for example, a druggist apprentice might
well take his schooling in university extension courses if by that
means he can get instruction in theory related to his occupation.
In most instances the vocational schools can find facilities for
apprentices of the different crafts. In some of the smaller cities,
however, adequate trade extension cannot be furnished by the
part-time school.  In those situations where there are few appren-
tices in a trade, or where there is a single individual serving an
apprenticeship, it becomes necessary to employ itinerant teachers
who travel from one city to another. Under similar circum-
gtances, another solution is to hire some competent individual
who lives in the locality, equipped for the particular need, to
devote part of his time to the instruction of the apprentice. This
is usually quite possible, but less practicable than to employ the
itinerant teacher, mainly because a skilled artisan equipped to
give the trade extension work is needed in the business of his
employer, and hence it is difficult to obtain his services for
apprenticeship training, even though the cost of such instruction
is fittingly paid for out of public funds.

It is now in order to examine the nature of trade extension
courses for apprentices. What is the nature of so-called academic
work for the apprentice? The answer to this question would
appear to be simple. However, when it is recalled that there
are three influences which bear upon this question, the solution
is not always easy. BSince the school hours available to the
apprentice are at best very limited, and since the schooling has
a powerful influence on the life and work of the individual, it is
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not difficult to realize that labor may have one point of
view with reference to the efficacy of the school work, the
employer another point of view, and public authority still a
third.

Where organized labor has a voice there will be the notion that
the trade extension education should be of such a character as to
prepare the boys to accept more readily the economic ideas of the
labor organizations, particularly the value of collective bargain-
ing. The employers on the other hand may be less interested
in the subject matter which would be of eoncern to the trade-
unionist, and consequently would favor instruction, perhaps,
most direetly related to shop experience; furthermore there
might be, to say the least, a tendency to favor the philosophy of
the open shop. The reconciliation of these differing points of
emphasis must come from the state through its educational
institutions, but in the last analysis the instruction must be of
such a character that the interests of the boy are made the
paramount consideration.

Naturally, as we have pointed out elsewhere, both Iabor and
the employer must be consulted so that there may be as broad
a consideration as possible of the values at stake, Where this
has been done, and where representatives of public authority
have had the courage of their convictions there has been little
difficulty in reaching satisfactory standards for trade extension
work for the apprentice.

It has been generally admitted that there are a few subjects
of importance to all trades which can form the basic considera-
tions in apprentice or trade-extension instruction. It has been
generally agreed that the industrial employment should furnish
as much as possible of instruetion pertaining to the trade, but that
the school should furnish such other instruction as shall be neces-
sary to establish the reasonable minimum of instruction required
for the particular trade or occupation. This principle ean apply
only, assuggested above, in the establishment of a minimum. The
extent of this part of the instruction supplementary to shop work
must depend on the good judgment of those responsible for the
administration of apprenticeship instruction.

One might now inquire as to what are the subjects which are
deemed necessary and which cannot adequately be given in the
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shop. Among these would be trade drawing, trade mathematics,
trade science, trade history, and materials of the trade. Some
instruction in English, and citizenship, and safety is a usual
requirement; and finally with this aspeet of the instruction would
be included some basic elements of industrial economics.

It should be noted that the trade extension classes for appren-
tices should not give to the apprentices what the employer ean
give better, but should supplement the shop experience and instruc-
tion with subject matter which the ordinary industrial experience
does not afford. Morecver, the instruction which the school gives
is not merely for the job or the trade, but is in addition something
of a social or ¢itizenship assct to the apprentice.

Interrelation of Apprenticeship and Vocational Schools.—Tt is
eagy to see that a vocational school system established for part-
time instruction for the youth of industry bears a close relation
to apprenticeship and shows an attempt to make up to youth
what is lost when apprenticeship is not possible, It gives to the
industrial worker that educational stimulus and content which
give meaning to industrial effort. Since it is impraecticable for
all young people who enter industry to beeome attached to
apprenticeable trades, it is highly important that such supple-
mentary training be given the ordinary young worker in industry
a3 will make his work approach, so far as posgible, the real appren-
ticeship idea. In other words, the youth of the land, rather
than merely becoming a spoke in the wheels of industry, may
develop into intelligent citizens with capacity to fit into more
places in an ever-changing industrial technique—as Director
R. L. Cooley of the Milwaukee Vocational School states, “It is
not the dead-end job that must give us the greater concern, but
the dead-end boy.” It is more important, then, that the young
person shall have powers of adaptability and not be a ‘' dead-end
boy’’ than it is that particular jobs should either be eliminated
or made more attractive,

With respect to the curricular phase of the training given in
the vocational schools, it may be said that the whole idea of the
institution should be to improve the individuals in their indus-
trial capacity as well as in their citizenship obligations.

When vocational schools were first established great emphasis
necessarily was placed upon industrial technique, or so-called
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“vocational content.” This has led to some misconceptions
concerning vocational schools, In Wisconsin, when Dr. Charles
MeCarthy—sometimes referred to as the father of the continua-
tion schools of that state—advocated public support for these
schools, he made a statement to the effect that the state was
now doing something where nothing had been done before. What
are the implications? Previous to the establishment of the
vocational schools, people who entered industry were stopped
in their educational process. This fact was a great loss to both
the individuals concerned and the body politic, The great ideal
in the democracy, as has been before stated, is to have an efficient
industrial system under which the workmen are not mere auto-
matons, but socially minded, intelligent, and happy people.
The vocational schools, then, must not accentuate the now too
much developed idea of producing efficient *‘operators’’ in the
industrial technique, but through apprenticeship arrangements
they must provide what industry alone cannot give. The char-
acter of the training in the vocational schools should be such as
to function in a cultural way—to do something where nothing
had been done before, to give some culture to those who have
taken their place in industry, which will satisfy not industry
merely, but industrial society, the emphasis being placed upon
the idea of society. The difference as far as the school is con-
cerned is not always so much in the subjects taught as in the
motives and purposes in the minds of the teachers. The differ-
ence is in the point of view. The instructors should know indus-
try and should know where the weak spots of industrial life,
socially considered, are. They should sympathize with the lack
of cultural advantages of the industrial worker, perhaps with
emphasis on the personal and subjective phases of life, rather
than the objective industrial efforts. There is no need for hair-
splitting in the proposition, if the meaning is clear, that it is the
needs of the child, the future citizen in whatever walk of life ke may
be, that is the tmportant consideration, and not his service to any
particular industry.

Employers of labor today are emphasizing more than ever
the element of character among the employees. Only a few
employers are demanding efficient workers from the vocational
schools; the greater number know that business and society
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depend upon the character of citizenship. With character
established, economic returns are gure to follow, for the industries
themselves can teach efficiency in shop practice,

In conclusion, then, we may state that an apprenticeship
system, whether Jocal or state, should go hand in hand with a
system of vocational schools. However, it must be remembered
that vocational instruction is for industrial workers, not instrue-
tion for industrial jobs. Apprenticeship instruction, likewise,
given in the school for those engaged to learn a trade or craft, is
for the apprentices, and is not, and should not be, merely instrue-
tion in the craft. The latter is industry’s respounsibility. The
common idea of both the vocational school and of the appren-
ticeship school, if the two can be considered apart, is training
the individual for the development of individual capacities, and
for the sake of citizenship—although obviously it is citizenship
in a society which is preeminently industrial.

Graduate School for Apprentices.-—After the apprentice has
finished his term of apprenticeship he is afforded an opportunity
to continue his education in a manner not unlike the college
graduate who continues his work in graduate courses. The
vocational school thus becomes the worker's university. Night
courses leading on to higher and higher attainment beckon the
young apprentice graduates to continue their studies and a
surpriging number of them avail themselves of this opportunity.
It is the basis of adult education, which we hear so much about
of late. Again, the school makes a further contribution to the
life of the former apprentice since it keeps him in touch with
another influence than that of the factory and workshop. He
is in touch with a public institution preeminently soecial in its
point of view, interested in the individual as a. eitizen, and extend-
ing an influence in his life which enables him the more fully to
forward his quest for life, liberty, and the pursuit of happiness.

The Vestibule School.—American genius is prone to discover
short-cut methods of accomplishing many things. This propen-
sity of our people is exploited. 1t finds expression in the effort
of many people, old and young, to ‘‘get something for nothing.”
There are many victims—very credulous individuals who follow
the suggestion of quacks, whether in matters of health, finance,
love, or religion, and more characteristically in matters of educa-
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tion. They are quite ready to part with their money to learn
how to become proficient in some craft, art, or language ““in six
lessons,” ete. It is often only after bitter experience that individ-
uals learn that there is no royal road to fortune. In the vesti-
bule school, it is the manufacturer, the employer, who seeks the
short cut. He wants skilled men produced by the quantity-
production method.

Vestibule schools with their corollary—dilution of labor—were
advocated for war emergency, and naturally during the war no adverse
comment was made upon them. However, in times of peace and
normal industrial devclopment, the vestibule school by way of training
a minor for industry is an institution which cannot be looked upon
except with suspicion by all lovers of democratic education and of
opportunity for the young. A vestibule school is not really a school at
all. It is a department for beginners established in special rooms or
space In a manufacturing establishment to make these beginning workers
efficient producers on a particular operation in a minimum of time. If
a vestibule school is maintained for adults, people over twenty-one, who
wish, at the company’s expense, to become competent on some machine,
no one has a word to say, but if the youth of our land are put through
these schools and made intensive operators, espeetally if this is done with
public assistance, and without developing any sense of social responsi-
bility and industrial cpportunity, we should have a great deal to say.
As a matter of fact, a vestibule school can be a prosperous institution
only when there is a large labor turn-over, or when there is a great
influx of new workets, as there was during the war, and we all know that
there is a wise tendency in modern industry to eliminate this excessive
labor turn-over. If this movement is genunine, as we know it is, it must
automatically leave the vestibule school as an educational plan for
minors entirely out of the question.!

Vestibule schools have been advocated as a substitute for
apprenticeship because apprenticeship is said to take too long
a period. Some other aspects of the situation have not been
sufficiently recognized.

If a boy enters an apprenticeship at sixteen and by some ingenious
process becomes a full-fledged mechanic at eighteen, should he be
expected to turn out the same product as a matured man? Is it
expected of him by society, and if it were expected of him, is it socially

! Scrimsuaw, StEwart, Development of Apprenticeship, Wisconsin
Apprentice, Ind. Com. of Wis., Vol. I, No. 2, March, 1919,
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desirable? The answer is obvious. This boy is a youth, and until he
reaches the height of his manhcod, until his muscular actions and
mental processes are the results of mature judgment and cumulative
experience, he cannot rank with the adult workman. If, however, he
should be able at an early age, to produce the same kind of work as a
mature man, could it help but result in making the boy old before his
years, and in the end shorten his life? Is it not much better to lengthen
an apprenticeship and sce that the boy gets more and more education
so that at the age of twenty-one—if he is an apprentice up to that age—
he may be an all-round intelligent mechanie, with a knowledge of a
great many things which could not come to him in any intensive course
designed to make him a competent mechanic over night. The length
of the apprenticeship is not the serious matter, but of great moment is
the question of what the boys get during the apprenticeship. The first
thing to consider is the development of the man to promote human
welfare and happiness; and the second thing to consider is industry,
because industry in the last analysis is only 2 methed by which we seek
to achieve that human welfare and happiness.!

There is more in a trade, as any man who has served an appren-
ticeship well knowg, than the mere skill of performing the partic-
ular work in hand. It takes real industrial experience to get
shop atmosphere; it takes years to learn the ways of shop men,
and how to get along with shop men; it takes years to demon-
strate dependability, as any man who deals with youth in the
shop can tell. Glance over the economic and soeial conditions
in which the boy is placed. He will take his place in industry
soon encugh and what we should desire to see is that when he is
in his ultimate place in indusiry he will have the maximum
amount of education and skill that can be imparted to him in his
youth. In other words, again, i is not a question of seeing how
soon we can make him o mechanical operator, but how well we can
instruct him and how far we can take him in the fields of knowledge
and experience of his occupation before his lerm of epprenticeship
expires.

The vestibule school is no substitute for apprenticeship. It
does not find the solution for the lack of skill in industry, and
furthermore, does not enhance the development of the individual
as a social asset. The contention that an apprenticeship as

1ScriMsHAW, STEWART, Development of Apprenticeship, Wisconsin
Apprentice, Ind. Com. of Wis., Vol. II, No. 2, March, 1919,
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commonly understood is too long, reminds one of the Japanese
who, having been told by a New Yorker that the latter had saved
two minutes’ time on the underground railway, responded,
““What are you going to do with the two minutes saved?” It
is important that we do not sacrifice the desired end to the means.
After all, apprenticeship does not presuppose any definitely
established length of time beyond the obvious requirement of
time sufficicnt to learn the trade or craft or department of a
business which can be considered a sufficiently broad field of
work for one person to follow with profit.

Evening-school Courses.—Where bona fide apprenticeship is
established, day schooling of some kind is usually provided.
There are, however, some “‘old timers” who still think that
apprentices should receive their instruction in the evening school,

With young people of apprenticeable age, evening-school work
can meet with only limited success, It may be good for some
ambitious boys, but for the rank and file, so far as apprenticeship
instruction is concerned, it will fall short for the following reasons:

First, the speed of modern production makes mental work
arduous and less effective after the close of a working day.

Second, boys in their early teens are growing, and it is nature’s
demand that they have relaxation and rest. Experience of
both the pupil and the teacher in the night scheol will reveal
the character of the fight which must be made against the
irresistible propensity to sleep. Many students sleep over their
desks in nearly every night school, particularly if they have been
working out of doors during the day.

Third, time spent in evening school for trade instruction
precludes the opportunity for acquirement of cultural capacities
which other night courses, outside of trade instruction, might
provide. It isgenerally believed that if evening study or instrue-
tion is a part of the apprenticeship, the apprentice then should
be remunerated as he would be at work., This is not usually
practicable, not necessarily because of an unwillingness on the
part of the employer, but because such procedure is out of line
with his business practice and his bookkeeping experiences.

Fourth, the frequency of overtime work in fimes of business
stress mitigates against the effectiveness of night-school instruc-
tion. As a matter of fact, in time of business prosperity, the
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need for school instruetion may be more pronounced, and at
such times the pressure of work may preclude the possibility of
regular attendance of the apprentice at the evening class.

By way of summary, it may be observed that evening-school
work as a phase of apprenticeship training is no substitute for
regular trade apprenticeship, but it may in some eases be a
desirable substitute for the day academic classes. There seems to
be a feeling that since trade instruction is a benefit to apprentices,
and to the industry, it is worth while for the employer to allow
sufficicnt time in the day to make possible the necessary related
instruction.

Correspondence Courses.—Correspondence courses are of
merit for apprentices in places where adequate regular class
instruction cannot be offered. Moreover, they may be of merit
when the apprentices can meet occasionally to receive instruction
and supervision in their correspondence work. On the whole,
correspondence work for apprenticeship instruction is inadequate,
uncertain, and expensive. Rarely do any students except those
with strong determination complete correspondence courses.

Professor Paul H. Douglas has aptly enumerated six reascns
which suggest the possible inadequacy and inefficiency of private
correspondence schools, They are as follows:

(1) Many of them are fraudulent . . . (2) The degree of efficiency,
even among the technically honest firms, is not high . . . (3) The
charges for tuition are too high . . . (4) An enormous amount is
wasted In competitive advertising and canvassing . . . (5) A further
criticism of private correspondence scheols is that only a small per-
centage cver finish the courses that they begin . . . (6) Finally,
correspondence-school courses, even at their beat, are a decidedly unsatis-
factory means of education and should be used only asa lastresort . . . !

Some correspondence schools are now attempting to take
advantage of the need for classroom day instruction, and are
therefore offering their courses to be used in that manner. The
character of some of these courses are such as immediately to
appeal in a large way to those individuals engaged in industrial
apprenticeships. This, however, deviates from the usual

!See American Apprenticeship and Industrial Education, Studies in

History, Economics and Public Law, Vol. 45, No. 2, pp. 241-242, New York,
Columbia University, 1921.
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practice of correspondence schools and courses, and becomes a
system of instruction of a special kind rather than what is usually
thought of as a correspondence-school course.

Correspondence courses are not adequate to provide instruction
for apprentices who desire related trade technique. At all
events, it may be said with emphasis that by no possible nomen-
clature can correspondence courses presume to be substitutes for
apprenticeship training. At best they can only supplement
apprenticeship work,

Questions and Exercises

1. What s the relationship of apprenticeship to vocational education?
Is apprenticeship vocational education? Is vocational education appren-
ticeship?

2. Discuss the function of the part-time vocational school in the reeruiting
of boys for apprenticeships.

3. What is meant by trade-finding courses? Exploratory eourses?

4, Explain the meaning of trade extension. How is trade cxtension
work related to apprenticeship?

5. What are the arguments for and against apprenticeship trade extension
classes in the public school?

6. Explain the possibilities and limitations of the vestibule school. Do
these schools have any bearing upon apprenticeship? Elaborate.

7. Show the possible relation of the evening school to the apprentice,



CHAPTER IX
APPRENTICESHIP AND THE BOY

Apprenticeship without the boy is as impossible as a school
without a pupil. Tt is the human aspect of apprenticeship
which will always have the paramount interest. From time to
time much is heard of apprenticeship relations of one sort and
another, and so often is apprenticeship referred to as an “‘institu-
tion '’ that it is possible to lose sight temporarily of the individual
interests of the boy himself. In this chapter, therefore, attention
will be given to considerations concerning the individual appren-
tice—first, to his vocational guidance; second, to the subjective
responses or attitudes of the boy himself; third, his favorable
attitudes in response to enlightened treatment om the part of
his employer; and fourth, his unfavorable attitudes or responses
to unenlightened treatment on the part of the employer.

Guidance into Trade.—Modern apprenticeship is at its best
when it is correlated with a system of intelligent voeational
guidance. It is important that when apprenticeship oppor-
tunities are offered in industry there should be an effort to find
the right boy for the job. In the chapter on Apprenticeship and
Vocational Education reference was made to the trade-finding
courses for prospective apprentices, but the problem of properly
locating individuals with specific abilities in the occupations
where those abilities ean be best utilized is a matter which
deserves special attention. In another place in this text it was
said that the type of employment a hoy obtained as an initial
job was not so much a matter of concern as the way he handled
himself in that job. This observation, however, presupposes
that there is available a general source of vocational information
to which the boy can bring his experience and where he can
profit from counsel with others who can assist him in making
determinations for his future which will assure him a satisfactory
adjustment to industrial life. At this point our first interest

113
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will be to examine the inabilities of the ordinary boy to make
his own choice of a trade.

It is an obvious fact that our modern economic life is very
dynamic, Each generation of boys is reared under circum-
stances different from those of the others. What occupation
promises success to one generation of youth may bring disaster to
another, What may be an extremely fine thing for one boy may
be an unfortunate thing for another. What apprenticeship
must a boy pursue? Left alone he will take the opportunity
which appears the most attractive at the moment. He may
know nothing of the history of the oceupation and less of its
prospects. He may enter upon an occupation at the suggestion
of the parents or some acquaintance, or perhaps take a chance
at the employment office for what he can get. The latter circum-
stance works something as follows: The boy makes application
at the employment office for a job. He is told that there are no
jobs open except for apprentices and he is asked if he wants to
be an apprentice. The bhoy faces the alternative of accepting
an apprenticeship, there and then, or of being without a job.
Naturally enough he accepts, with the result that he becomes
an apprentice without knowing what it all means. He becomes
discontented later, unless the authorities in the shop have won
him over to the apprepticeship program. At all events, his
success will depend upon the mere chance that he is suited for
the particular trade.

The boy, then, after years of schooling of an academic nature,
is not, because of his very youth, in a position unaided to make
decisions which will commit him to an occupation for his entire
future. It is not fair to expect him to shift around and learn
everything from hig own experience. No employer would expect
anyone to run his business in such rule-of-thumb fashion. He
rather assumes that those who have responsibilities in particular
fields will avail themselves of the accumulated body of knowledge
which pertains to the work in hand. Agencies are set up to
furnish such ipformation. For example, there are the American
Standards Association, the Bulletins of the trade associations,
the professional soecieties, the research bureaus and the great
foundations—in short, every opportunity for the employer to
make decisions aided by scientific information. The boy alone,
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on the other hand, has only ‘“hunches,” the prejudices of
friends, and the ignorance of parents. This is a scientific age,
therefore the boy should have the advantage of seientific informa-
tion in deciding so important a matter as his own eareer. A
scientific selection of apprentices will necessitate giving the boy
adequate preliminary information of diffcrent trades, certainly
of the one which the boy expects to follow, The fact that the
employer uses scientific information in the production side of
his business is certainly sufficient reason why he should apply
the same procedure in the selection of his workers, especially those
who are to become the skilled workmen.

The idea that a boy himself can ordinarily make a satisfactory
choice of oceupation is a hang-over from the days of more simple
industry. When industrial occupations were confined to the
small shops and the small towns, it was quite possible for all the
boys in the community to know of the good and bad points
of the different oecupations. Moreover, under those conditions
business life, although subject to changes, was relatively stable,
and the technical changes came more gradually. At the present
time, with the astounding developments of modern science,
bringing with them miraculous speed and efficiency in trans-
portation and communication, the whole industrial scheme may
metamorphose in a decade.

Under such circumstances what chance has a boy to make the
right choice? An actuary might discover that his chances for
a favorable experience are about 50 per cent. Fortunately,
we are beginning to understand that the matter of getting a boy
properly adjusted to his economic environment is a great factor
in the upbuilding of citizenship, and that such an important factor
must not be left to the law of chance.

Neither must this significant function of guidance be left to
well-meaning society women who have commendable sentiments
but little knowledge of industrial conditions and no background
of experience concerning the work of the world. Vocational
guidance is not a private function. While in isolated cases
private individuals may do effective vocational guidance, never-
theless, the job of guidance for occupations is a community
responsibility and one of the immediate objectives of public
education. In the words of Dr. Turner:
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At an early date in his school eareer every child should have his
attention directed to that day when he must make his choice and go
definitely to work to acquire ability in some one line by which he can
make a living. He should have hig attention called also to the possible
usefulness of every subject he takes in school to possible future occupa-
tional and other activities.

All education must be education for choice of actions. As one enters
the adolescent period, however, the occupational objective should be
given increasing prominence.*

The vocational schools, especially, should assist in directing
the boys into apprenticeship. The job is one which requires
the cooperation of all the teachers, and, in addition, necessitates
a close relation between the schools and the personnel of industry.
The organization of associations of industrial counselors indicates
that much progress is being accomplished in that direction.
As would be supposed, experience has shown that where appren-
tices have been placed after proper guidance procedure, a larger
proportion of them have made good.

It might be well at this point to inquire as to what is a reason-
able guidance program. This query is not out of place since
there are still those who think of vecational guidance in terms
of the charlatan’s technique. There are three main aspects to
the guidance program.

First of all, there must be a faci-finding agenecy. In the
ordinary course of events the schools will perform this function.
By cooperating with industry they should be able to furnish
voeational information. The organization which procures the
trade information must have the confidence of the public and
of industry. The information must be interpreted, classified,
and disseminated,

Becond, there are the personal factors, including health
conditions, interests, aptitudes, achievements, temperament,
and preferences and choice of the individual boy.

Third, there is the industrial or employment side of guidance
which means finding the opportunity for the boy, introducing
him to employment, and following him in his progress in the
job. According to the National Vocational Guidance Association

L Apprentice Education, Fed. Board for Voc, Ed, Bull. 87, p. 39, Washing-
ton, D. C.
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“Vocational Guidance is the giving of information, experience
and advice in regard to choosing an occupation, preparing for
it, entering it, and progressing in it.”’! It is obvious that the
guidance cannot be effective if the employers do not meet
the school authorities halfway. If employment managers and
apprenticeship supervisors do not avail themselves of the
opportunity to make a scientific selection, then they are worse
than the boy who fails to take advantage of valuable information.
At all events, apprenticeship will be more effective where boys
receive proper vocational guidance and counsel and their employ-
ers exercise intelligence in selection.

The following information would suggest that there is room
for more guidance in apprenticeship work.

ANALYSIS OF APrRENTICESHIP CANCELLATION!

Number of cancellations
Reasona
1910|19201021/1622(1623(1924(|1025(1626|1927

11} bealtk or death... .. .. ... ... ... ..] 11 22|16 |29 20 30|15 18
Miafits—not suited for the school .. . 48 [ 33 | 28 | 15 |14 | 10] 12118
Returned to full time achool. .. ... ... . .. ] 3 4 T 3 9 4 4 7
[Yischarged for insubordination, ete.. ... ... 15 | 20 | 41 | 58 | 48 | 57 | 680 | 4% | 45
Left with consent of employer..._......... 10| 13 | 25| 28 | 40 1 68 | 81 | 67 | 88
Jumped contract.. .. ... ... ... ... ... 71829 |18 | 14 ] 3 3 5
Left locality . ........covvninnina. . il | 13 4 816 | 20({19 (10| 6
Enlisted in servioe. ................... . .. 2| 3| 41 2 1 4| 2| 4| 3
Dissatisfied with wages or shop conditiona..| 10 | 27 | 16 [ 17 [ 30 | 20 | 16 | 15 7
Left during probationary period.. ... ... ... 7|51 |54 |66 6443|3920 33
Laid off —obtained work elsewhere.........| 10 9 ¢ 3 2 1 2 3 0
Refused to attend school ... .......,... ... . No record kept 51 11 8 3
Employer unfair........... . oo - No record kept 2 5 a 5
Miscellaneous reasons . .. ... .....cnoo. . 26 |15 | 28 |41 | 19|19 | 35| 9| 18

Total .. ... ... e 163 (218 (264 1280 |284 (297 |326 |224 (242

' Data furnished by Ioduatrial Commission of Wisconsin.

It will be observed that the column of data enumerating misfits
does not tell the whole story. It is more than probable that a
large number of those who are reported as dissatisfied were misfits.
Moreover, numbers of those included under Miscellaneous
Reasons were possibly misfits also. With the passing of time

! The National Vocational Guidance Association in Convention Assembled,
1024,
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and the improvement of records this classification of reasons is
likely to become reasonably accurate. In that connection it is
interesting to see that the number of misfits tends to be less in
proportion to the whole. On the cther hand, some effective
guidance work is being done after the boy gets on the job, as an
examination of those who left during the probationary period
will show, It must be remembered that the probationary period
is usually three months. Much of this waste could be obviated
by greater attention to the problem of voecational guidance.

Personal Attitudes.—The views of people with respect to the
individual responsibilities of the youth for his own success would
if given full expression show a wide diversity of opinion. Just
how much success can be aceredited to heredity, how much to
environment, or how much to the will to suceeed, ete., will never
be determined to the satisfaction of everybody. One thing,
however, is certain and that is that youth itself must possess
appreciation and responsiveness in order to take advantage
of favorable ecircumstances and to overcome those that are
unfavorable.

While no one could present a perfect set of qualities or attri-
butes which would guarantee suceess, it is nevertheless possible
to name a few major considerations which experience with
apprentices and with those who have succeeded after their
apprenticeship show fo be of real importance for the boy who
would establish himself on the highway of success. First of all
the prospective apprentice should be willing to listen to advice from
his leachers, parents, and other vocalional counselors, so that his
mind will not be altogether filled with prejudices which would
make it impossible to effect an intelligent choice of a trade or
occupation. It is of no avail to obtain information for the boy
if he does not make use of it. It appears then that one of the
major signs of intelligence is open-mindedness. The boy must
realize that nge and experience count for something, and that it
is more than probable that individuals of the older generation
can offer many suggestions of profit and ean give advice which
he can use, if he will, to great advantage. All of the vocational
guidance and counsel in the world is useless so long as the boy is
determined not to profit by it. Therefore it is reasonable to
propose that the first rung in the ladder of suceess is a mind
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ready to listen to and to take advantage of the testimony of age
and experience. In other words, the activities of today are
direetly founded upon and cannot be divoreed from the triumphs
and disappointments of yesterday. The past, present, and
future are one, and this continuity must be recognized. The
boy must fit himself into the processes of the present age; the
present age will not adapt itself to the habits of the boy.

The next responsibility of the boy is to distinguish between the
present tmmediate obvious advantage, and the less obvious but real
ultimate advaniages which will accrue for the future. An unskilled
job may pay good wages immediaiely, while apprenticeship
wages are very meagre. It must be seen that apprenticeship
presupposes that part of the boy’s remuneration goes in the form
of instruction. On the other hand, an ordinary job carries no
obligation on the part of the employer to give instruction to the
boy or to show interest in his developmert. If the boy can do
the job he is hired for, which frequently is a job without a future
—a so-called ““blind alley " job—then that is all that concerns the
employer,

A boy of apprentice age applies for employment. Two jobs are open,
let us say, one an apprenticeship in the eleetrical trade paying 25 cents
an hour and the other a job driving a isundry wagon at 28 cents. Unless
we are successful in pointing out the advantage of an apprenticeship
it is an even bet that he will take the laundry-wagon job. He will
take it, not because he feels that laundry-wagon drivers are going to be
in demand, but beeause it pays 3 cents more an hour.!

Such situations as that suggested above are unfortunate for
the boy, for the precious months and years of youth may slip
away, and the boy may find at the end of a period of years he
is even worse off than he was when he commenced employment,

An apprentice boy named Roland, at the age of eighteen years, has
completed two vears of an apprenticeship in a machine shop. He has
an opportunity to work in a steel mill for what appears to him to be big
wages, DBeing a fairly strong young man he finds himself able to do the
work and passes up his apprenticeship for the higger wages in the steel
mill. Five years later, at the age of twenty-three years, the same boy

1Statement to author by W. F. Simon, Supervisor of Apprenticeship,
Industrizl Commission of Wisconsin.
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comes back to the shop where he was an apprentice and begs for the
opportunity to finish up his apprenticeship. He has found that the
other work has not brought him the success which he had anticipated.
The extra money he had earned has easily slipped away from his fingers.
Maoreover, he had arrived at the point where he discovered the work in
a stecl mill was uncongenial and a detriment to his health., TUnfortu-
nately, he desired to finish apprenticeship when it is too late. Too many
earnest young men of younger years are anxious for an opportunity in
apprenticeship, but a boy at twenty-three is beyond the stage when he
is satizfled with the wages of an apprentice of nineteen. What is the
result? This young man who sacrificed his apprenticeship is now
handicapped for life.?

Buch experiences are not uncommon and present a challenge
to those who are interested in the welfare of youth. The older
a boy without training in an occupation or trade, the greater the
handicap with which he must start on a job for adult life. In
the meantime it is more than probable that his schooling has
been neglected. On the other hand, what a contrast is furnished
by the boy who can forego the high wages of the moment in the
process of obtaining a foundation upon which he can build in
after years!

This leads us to the third attribute of & successful apprentice,
which is to the effeet that the boy must appreciate the individual
economic and the tndividual social ralue of training.

It is a first principle of economise that in order to obtain wealth
one must create wealth. Education enhances the power to
create wealth and at the same time gives one the capacity to
appreciate it. A system of training which makes an individual
a better producer must have an economic value to that individual,
and it is necessary that the apprentice appreciate this fact. An
enhanced earning power in the future means that the man will
be able to maintain a betier home and enjoy more of the physical
comforts of life—in other words, he can maintain a higher
standard of living. This fact brings with it individual social
benefits. He is a skilled man, is steadily employed, is a settled
member of the community, and can therefore enjoy social inter-
course which is denied to the unskilled or semi-skilled worker.
In any event he will represent the noncommissioned officer in

1 A typical case from the aythot’s experience.
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the business, and, being one of a select group of men, he is bound
to enjoy a certain distinction which ean acerue only to the man
skilled in his oecupation. Moreover, since he has learned to
adapt himself to the changing technique of industry, he has the
ability to adjust himself quickly to another job when one partic-
ular line of employment is not open to him. As a matter of
faet, he may even work on beyond the requirements of his trade
and find success in higher forms of work, if there can be said to
be any forms of work which are higher than others. To express
the same idea in another way, the graduate apprentice may
be able to follow advanced work which may give him more
personal enjoyment. It has been said that Shakespeare was
a wool comber, Ben Jonson a bricklayer, and Burns a day
laborer. Jeremy Taylor, the poet and preacher, and Turner,
the great painter, were both barbers. Cook, the navigator,
was a ditch digger, Edison a messenger hoy, Fourier, the
famous mathematician, a tailer, and Romney the artist was
a carpenter.

Without appreciation of his opportunity and his advantages,
the apprentice’s responses will not be fortunate. He will, in
consequence, not be able to reach such high attainments as
would be possible if he would fully appreciate the value of train-
ing both for its economic advantages and for the individual social
advantages that it will bring.

Apother attribute for which the boy must assume responsibility
is that of integrity of character. This necessary attribute is com-
mon to both the new apprenticeship and the old, for Lujo Bren-
tano says “ No one was admitted to any trade, even to the lowest,
or tolerated in it, whose moral econduct and honour were not stain-
less;! no one also, who had not proved himself a proper workman;
and, therefore, no one who had not served a regular apprentice-
ship.,” Positions of trust and of responsibility can go only to
those who are scrupulously honest; as Director R. L. Cooley of
the Milwaukee Vocational Schools has so frequently remarked,
““What is the value of teaching a boy to be a locksmith if he
afterwards uses his knowledge to pick a lock rather than make
one?” That is the point. Edueation and ability, and even

L Quoted in SmrTa, TovLsiy, *‘ English Guilds,” pp. ¢xxix—cxxx, Triibner,
London, 1870.



122 APPRENTICESHIP

genius, are socially useless in the hands of a person who iz dis-
honest and unscrupulous.

Another aspeet of this integrity of character is fidelity to
agreement. As one of the medieval kings said to his people {(who
became perhaps the greatest world traders and whose word was
everywhere as good as a bond) ““Keep troth,” so fidelity to one’s
word, a sense of the sacredness of contract, a high ethical stand-
ard, and a code of personal honor are necessary to the accomplish-
ment of any high endeavor. The apprentice in his employment
relations especially must give a square deal as well as demand
one. Much could be said on the subject of character, for char-
acter is no less an object of training than mechanical and personal
efficiency. In fact, it is difficult to imagine personal efficiency
without the requisite character qualifications. If individuals
could not be depended upon, if men did not have faith in each
other’s integrity, if agreements were mot honored, the whole
fabric of business and civilization would fall, and man would
descend to the level of the savage, These character aspects
must be acquired by the boy himself, and in the last analysis he
must be responsible for his own conduect.

A more technical aspect of a boy’s attitude in training is the
desire to cooperate. Modern economic life is the result of men’s
working together in voluntary and involuntary cooperation.
This characteristic is one which differentiates the present age
from that of the domestic system of industry, in which only a few
people worked together, and even these were bound by kinship.
Our vast schemes of produetion, our far-reaching systems of
transportation, our miraculous methods of communication are
all contingent upon the cooperation of man with man, and
groups of men with other groups of men for a reconciliation of
divergent interests. This cooperation in its totality spells
civilization. 8o, in whatever group he finds himself, there must
come & realization to the boy that there is no real progress which
is not based upon joint endeavor. No man can be effective alone.
Specialization of labor necessitates that each man in his speciality
will cooperate with other men in their specialities. The appren-
tice boy must keep in mind that he must work for the ultimate
interests of the organization with which he is identified. This
will make him interested in the accomplishments of others and
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willing to lend a hand. If he acquires some new knowledge he
will not act as though he had a monopoly on it, but will share his
knowledge with others. He will be ready to assist other indi-
viduals from time to time if the interests of the business are
served thereby; he will be a safe workman and will be careful so
to carry on his work as not to jeopardize the life, limb, or health
of a fellow workman. A willingness to cooperate is a prime
essential of the industrial worker, and this attribute should be
conspicuously present in the apprentice. He should be interested
in helping the foreman to make a good showing, and not interested
in revealing how much more knowledge of some things he may
possess than his superiors. He will be willing to bide his time
with the realization that his opportunity will come in due course,
and with the positive assurance that his accomplishments are a
matter of observation and record with his employer. The young
man who is interested in helping others to succeed will find that
others are interested in seeing him succeed. His efforts must
supplement those of other men if they are to be effective; there-
fore it may be repeated that every apprentice must accept as his
own duty the development of the ability to cooperate,

A sixth consideration which must obtain recognition by the
apprentice boy himself is the quality of agreeablencss—ithe ability
to get along with other people. It is possible for an individual
to become a good mechanie, although he may be a disagreeable
person. But this situation is unnecessary. Agreeableness can
be developed. One must think less of oneself and be interested
in the feelings of other people. A leader of men does not expect
to find a group of perfect individuals nor does he expect to make
over those persons who are not aecording to his liking. He takes
them as they are, and learns to get along with them as best he
can. If he succeeds in educating them, or exercising a favorable
influence over them for mutual benefit, that can be counted to
the good, but his sucecess is not contingent upon that fact. In
other words, a leader tolerates the peculiarities of his group and
tries to understand their ideas and feelings. He puts himself
a8 we say ‘‘in the other man's shoes.” The apprentiee can learn
to do the same thing and as a result can reap big dividends.
The person who is chosen for a leader is, other things being equal,
the one who has been courteous and cheerful to others, never
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overbearing, one who is ready to say good things about his fellow
men, and who never magnifies the bad things, He is tolerant
and understanding and reveals in all his conduct an abiding human
interest. Perhaps the rarest quality among men in industry
is the ability to handle people, and this is a possession that brings
gubstantial economic¢ returns and deep personal satisfaction.

A seventh attitude for which the apprentice alone must be
responsible is reasonable faith in his superiors. When a boy
undertakes an apprenticeship in these days it is usually with an
employer who is interested in developing skilled men and who is
alive to his obligations to the apprentice. Employers today are
apprenticeship-conscious. The necessities of the situation, the
educational programs of the great trade associations, the trade-
unions, and the intercst that the state has taken in the training
of young men, have all contributed to the growing interest of
the individual employer in apprenticeship training. Moreover,
the Federazl Board {or Vocational Education furnishes another
public interest which tends to protect the career of the apprentice.
With so many socially minded people interested in preventing
the expleitation of the youth, and so many influences brought
to bear on apprenticeship, the apprentice should have faith in
those who have made his apprenticeship possible. Faith is a
powerful attribute. It causes many difficulties to fade into
oblivion. It is easier to help an individual who has faith; on the
other hand, if the apprentice is suspicious it is difficult to accom-
plish the best results for him.

Although now and again faith may be misplaced, it will
nevertheless be possible to accomplish more than would be
attained by suspicion. At all events, an attitude of faith in
superiors is a more healthy frame of mind to be in, and it will
as a consequence be a personal asset to the boy who possesses it.
Faith in superiors means faith in parents, in teachers, in super-
visors, and in employers. Faith is a quality that cannot be
imparted to the apprentice from the outside. Tt is an individual
matter and must be cultivated by the boy himself, but if main-
tained will assist the young man in forwarding his career.

It is the intention to convey the impression not that blind
loyalty must be given under all circumstances, but that the
apprentice should give the intention of his employer the most
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favorable interpretation. What this means ean be illustrated
by the following incident.

A certain boy came into the office with his mind made up to
learn industrial electricity. He was asked in which shop he
preferred to work. His reply was “I have no preference. I
will go anywhere that you say.”” The next question asked him
was ‘“What pay do you expect to receive?”’ His answer was
‘"I don’t know, 1 am willing to leave that to the boss. You know
about these places and I am going to trust to your judgment.”

To make a long story short, this boy had a remarkable career
in the shop, and now has g responsible position with a large
electrical company in a large city. Before he left his appren-
ticeship the works manager of the firm said the boy could have
anything he wanted, and it was because of the faet that they
became interested in this young man that they assisted him in
obtaining a position which they could not themselves give to
him,

An eighth attitude of some importance to the successful
apprentice is the desire to continue studies. A desire for continual
improvement necessitates the pursuit of knowledge, and formal
courses of study present the most efficient way to continue
education. First of all, the apprentice must give due attention
and application to the related trade interests, and finally must
pursue learning for its own sake, learning which will enszble
him as an individual to acquire personal accomplishments and
to deepen his appreciation of the better things of life. The boy
learns his trade as an economic agency, required in order to make
a good living. The trade is a means to the end. But the
improvement of the mind makes the ends of life more desirable,
for learning aids completeness of living.

As a final necessary characteristic of a successful apprentice
diligence and application may be considered. In older termi-
nology hard work would be given as an essential, but now hard
work is not so important as intelligent or efficient work., With
the assistance of modern science it is diligence and applieation
which are required. This means a consistency in purpose,
attention to necessary details, and the ability to stick to a job
until it is mastered. Of course there is no substitute for work.
This work, however, does not have to be drudgery, but implies
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comstant application so that the results desired will be actually
achieved. Once more it may be said that diligence and applica-
tion are qualities that the apprentice boy must assume to be the
sine qua non of his training, A prominent executive, L. A, Downs,
says:

To be suceessful in any line of work, a young man must be industrious
and energetic. No one can go far in business if he is physieally and
mentally lazy. A man of my acquaintance who is building a highly
successful career once had a job in a section gang. Uneducated though
this foreman was, he recognized the worth of a man’s diligence and tire-
lessness and said of him: *Nothing is too high for him to reach or too
far for him to go.”” Ambition is the force that drives one on to greater
achievements, but without zeal and perseverance it is of little avail.

Since there is no royal road to fortune, success cannot be enjoyed
except as a result of diligent work and intelligent application
of effort to the task in hand.

From the preceding discussion it c¢an be seen that the boy
himself must be responsible for certain personal attitudes if he
is to meet with the success which he naturally covets. First,
he must be willing to listen to advice and receive information
from his superiors; second, he must distinguish between the
immediate and ultimate advantages of an occupation; third, he
must appreciate the individual economic and social value of
training; fourth, he must have integrity of character; fifth, he
must desire to cooperate; sixth, he must cultivate the quality
of agreeableness, seventh, he must exercise faith in superiors or
elders; eighth, he must plan the continuation of studies; and
finally he must evince diligence and application.

Attitudes Engendered by the Employer’s Treatment.—As a
general consideration apprenticeship is a beneficial thing to the
boy himself, or the institution could not have endured through
B0 many ages. Whenever conditions have been such as to make
an apprenticeship inimical to the interests of the boy, there
has been a decline in the appreaticeship system. This has been
strikingly evidenced by the experience of apprenticeship training
since the advent of the industrial revolution. Too many times
during the changes and readjustments of the last two centuries
has youth been exploited in the name of apprenticeship—appren-
ticeship which was such in name only, where there was merely
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an attempt to obtain cheap labor rather than an assumption of
the obligation to teach young men trades.

Apprenticeship, like many other relations, it an excellent
institution if it is not abused, but, as in other affairs, much evil
can ensue if abuses are allowed. In the case of apprenticeship,
the boy is the first to suffer if his considerations are not upper-
most. The normal boy if ireated with fajrness and with real
intelligence will respond in a satisfactory manner; on the other
hand, if he is exploited and manhandled he is likely to be dis-
agreeable and unsatisiactory and probably to become an enemy
of soeiety.

It is the intention at this point to examine some of the principal
attitudes of the normal boy in his apprenticeship. In considering
these attitudes the assumption is that in all eases the boys who
evince these various attitudes (favorable and unfavorable) are
capable of pursuing a successful apprenticeship, and that their
attitudes are, speaking generally, normal responses to their
environment, which includes the treatment of them by those who
have authority over them during the term of apprenticeship.

The Favoroble Aititudes—The favorable attitudes can be
discovered by considering the experiences of successful appren-
ticeship and following the boy through his experiences. The
apprentice should take up his trade as a matter of preference and
choice. This comes about when the boy's sehool experience has
properly fitted him to appraise the real meaning of apprentice-
ship, and where vocational guidanee or placement departments
have seen to it that the proper information of trade opportunity
has been given him so that he can intelligently make his choiee.
Preference and choice have been exercised when the boy has made
his own decision after proper direction and suggestion, and
when he has not allowed himself to be placed in an apprentice-
ship because of too much persuasion or on account of moral
coercion, The normal attitude of the boy starting an appren-
ticeship should be one in which he feels that he himself has
preferred his trade and made his own choice. If this attitude
can be obtained at the start, the experience, so far as the boy i
concerned, promises well.

Now that the boy has aceepted the terms of his apprenticeship
and embarked upon his work, his first characteristie attitude is
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one of expectancy and hope. He sees around him men of experi-
ence performing what to him seem to be wonderful achievements.
Will he ever be able to do what they are doing? Will the boss
ever give him a chance to try his hand at this and that? He
must have skill and experience te be able to do this job and
that one, but how is he ever to be able to do the job unless he
first tries it? What will be his experience when he makes his
first trial? At the present time he is doing a job which does not
require much skill, but how long will he be kept at this unskilled
work? Will he fill the place of an unskilled worker for a long
period at apprentice’s wages? What will be in store for him
tomorrow? Will he get a more interesting job, or continue at
the same work? Is the work as interesting as he thought it
would be? Does it continue to hold as much promise as before?
Does the boss take any notice of his endeavors? Does anyone
care whether he succeeds? Is he just a number in the shop, or
is he an individual? Such questions suggest the boy’s psy-
chology. It is indeed one of expectancy and hope. If the
management is sensible to this psychology there is a great
possibility that the boy may become an asset to the industry,
but if it is ignored the results will not be so fortunate.

If the boy is fairly treated, if he is not kept too long on unskilled
jobs, if he is properly supervised and not left to chance, if interest
is taken in what he does and every effort made to encourage his
work, then his next characteristic attitude will be one of interest
and endeavor. These can be engendered quite largely by the
apprentice’s superiors. Induecements ean be offered in the form
of rewards and prizes for the proper fulfillment, of tasks. Compe-
tition can be set up among the boys which will stimulate the
interest of the apprentices. Incentives for endeavor can be
made by giving recognition to the good work. So long as the
boy believes that the boss or the firm is taking mnotice of his
work he will proceed with renewed vigor. An example of what
can be dope in this connection has been demonstrated by the
metal trades shops of a midwest city. This group of manu-
facturers has made it a practice for several years to hold city-
wide contests giving first, second, and third prizes for excellence
in the machinist, pattern-making, drafting, iron-molding and
steel-molding trades. This practice is now recelving wider
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recognilion, and the same sort of thing is being carried on in
the National Associations of the Metal Industry as the quotation
below will show.

Apprentice Contests—1930

Any fourdry or group organizstion having regularly indentured
pattern-making or molding apprentices is invited to conduct local
contests on its own behalf. The winning pattern and casting in each
contest may be sent to participate in the national contest held at the
time of the 1930 Convention of the A, F. A,

Copies of rules and regulations governing apprentice contests are now
available and can be secured by request from the Secretary of the
A. F. A, 222 West Adams Street, Chicago, Tli.}

Contests among the apprentices if properly handled are aids
in encouraging the attitude of interest in work, and an induce-
ment to the boy to work harder, or with more application.
Youth is naturally ambitious and anxious to get ahead, and
that fact should be capitalized. A boy's inquiries should meet
with adequate response. The boy should be encouraged to
think, and opportunity should be given him to express himself
from time to time in such a manner that what he says will
appear to him to be of real interest to the management. (It
might incidentally prove to be of actual value te the manage-
ment.) He must believe that what he does is of sufficient
importance to receive the cognizance of his superior officers in
the organization. Interest must be taken in his related school-
ing, and nothing that is worthily tried should escape the attention
of the boy’s immediate supervisors. Although discussed in the
chapter on Apprenticeship and the Employer, it ean bear
reiteration that management must see that there is interest in
training all the way down the line of the organization, so that
the boy will not meet with the negative attitudes among the
foremen and other skilled men in the plant. These simple
precautions and obviously sensible procedures will develop in
the apprentice the next characteristic attitude, expressed in the
words achievement and success.

Apprenticeship is not worth the name if it dces not enable the
boy to achieve and succeed. If a boy makes headway it is

' Bull. of Amer. Foundrymen's Assoc., January, 1930,



130 APPRENTICESHIP

because he has had an opportunity. It is the result of intelligent
handling and training, and is the normal result of a correct
system of training. When the boy well along in his apprentice-
ship career can take a job and do it as well as or better than the
journeyman of longer experience can, then the results of real
apprenticeship are in evidence. It is not uncommon to find
that in modern apprenticeship schemes it is quite possible to
obtain from the apprentice production records and work experi-
ence which surpass those of the older men in the shop. There
is no reason why this experience should be eonsidered unusual,
since the young man is in the business of learning, has the
opportunity to improve upon the experience of others, and
has direct assistance in doing so. It will often be found that
the young apprentice scores higher because he has heen able to
bring to bear upon the job in hand more scientific knowledge,
and to discover better methods, but it does not mean that he
can necessarily best the older men by the same process that
they employ. It has been well said that nothing succeeds like
success. Once a few records of unusual merit are made, the
attention of superiors is focused upon the apprentice. He then
receives due recognition in one form or another, establishes a
reputation in the shop, and is pronounced a success. From
this time on the boy can practically take care of himself, He
is in demand in the shop. Different foremen try to have him
assigned to their respective departments, and the very force of
circumstances assures the boy continued success.

Appreciation and pride comprise the fourth and final classifi-
cation of favorable attitudes of the apprentice. When a young
man has been able to accomplish things through the aid of
others, and when he can see that by having had a real opportunity
to learn, to get abead, to receive recognition, and to obtain in
consequence a larger economic return in the form of wages and
better work, he will normally evince a feeling of appreciation.
This feeling of appreciation on the part of the youth as he is
finishing his training and crossing the threshold of manhood is
a matter of great moment for society. A boy with appreciation
and pride in his accomplishments is naturally going to have
some respect for the conditions and for the institutions that have
enabled him to succeed. He is on that account a good citizen,



APPRENTICESHIP AND THE BOY 131

ar to say the least, a potentially good citizen. As a matter of
fact his moral conduct, which is important to his citizenship,
will be affected favorably by the feeling of appreciation which
he has, and will likewise be enhaneed by the pride which he has
in himself and in his accomplishments. In order to witness this
feeling of appreciation and pride, it is only necessary to attend
the graduating exercises of groups of boys who have successfully
finished their apprenticeship periods, or to receive letters from
the boys themselves after they have embarked upon their
journeymanship. Here are a few characteristic statements
from graduate apprentices:

During the war it was pretty hard for me to “stick to it.” Butchers,
bakers, book-keepers, clerks, everybody was a machinist and getting
good money, but I'm glad I stuck.

[Draftsman}

Well satisfied. Opportunities for learning splendid. Company
always showed an active interest. My one regret is having listened to
some of the journeymen who were always telling us what fools we were
for learning the trade. This caused me, as well as others many hours
of discontent. Overcome this, and you have done much to make the
life of an apprentice more pleasant and interesting.

[Machinist]

I am well satisfied with my apprenticeship, and would do the same
thing over again.

[Electrician)

I am well satisfied with my trade and advise every young man to learn

a trade for it gives one the experience and pleasure that others do not

get.

[Template maker)

I am more than satisfied that I learned my trade. It helped me a

great deal since I finished my apprenticeship. My four years of appren-

ticeship and schooling I received in the apprentice department of the

Central Continuation Schovl—sure was a great help to me and I appreci-

ate it very much.!
[Machinist]

These favorable attitudes ensue when and where the appren-
tice boys have been properly handled. As a contrast, attitudes

will nhow be considered which manifest themselves when and
! From the records of the Industrial Commission of Wisconsin,
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where the boys do not get intelligent and proper treatment from
the employer.

Unfavorable Attitudes.—The first unfavorable attitude that
shows itself in the apprentice boy is likely to be an attitude of
suspicion and mistrust. ‘The boy now being considered had the
same start as the other boy, and when he gets to work, he has
accordingly all the questions and individual concern that were
suggested in the previous case, but he is less fortunate in their
solution. He finds himself neglected; he is kept upon work which
does not secm to contribute anything to his knowledge or skill
in the trade. No one individual appears to have any special
interest in him. The foremen are indifferent if not hostile to
him, and as a consequence he finds that he is largely shifting
for himself. This lack of intelligent procedure on the part of
the management does not improve the original aftitude of the
boy, or the attitude which he had on commencing his apprentice-
ship, but makes it worse. The boy's suspicions are deepened, he
loses all the faith he may have had in the older generation, and
develops the fecling of mistrust. He incidentally beecomes a
good prospect for the radieal agitator and is not an asset to the
tranquillity of the working force. He gets the idea that it does
not matter very much how he proceeds. He thinks that nobody
is concerned, and nobody seems to be.  'Where he might have had
his ambition kindled and his interest aroused, he now, instead,
reacts to the lack of good faith on the part of his employer, who,
it appears, is working him as a special operator but paying him
apprentices’ wages. This the boy knows is not according to
his liking, and where he is unable to make an effective protest or
to obtain a satisfactory adjustment he develops an attitude of
indifference and inertia.

Indifference and inertia are in marked contrast to the attitude
of interest and endeavor. The boy now assumes an attitude
which causes his superiors to call him lazy. Perhaps they tell
the boy that it is because he is lazy that he has not been given
a better chance. These kinds of employers are likely to justify
their own failings by blaming the boy for not showing more
interest in his work and for not working with a will. These
managers expect too much, Their ¢wn attitude is unintelligent,
They do not understand the heart of the boy. They lose the
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chance to make 2 real mechanic and a good citizen, and through
their own lack of understanding and their neglect of the boy’s
psychology they drive him into a progressively worse state of
mind, a feeling of disappointment and failure.

The attitude of disappointment and failure probably causes
the boy to quit his apprenticeship, and at that point he is
regarded as a failure. Management has been responsible here
for developing, as a contrast to achievement and suecess, this
attitude of disappointment and failure,

What now will be the boy’s attitude to industrial organization,
or to our economic system? Why should he be interested in
protecting the social arrangements which have spelled failure
for him? This desirable aspect of citizenship he is not likely to
possess. He may develop into an enemy to society, for now he
has developed a feeling of bitterness and regret.

Bitterness and regret characterize the final attitude which
comes to the boy who has been the victim of exploitation.
Exploitation is a hard word to use against an employer never-
theless exploitation does occur, and when it does it is a tragedy
for the boy and an unfortunate thing for society. The boy
now will ““tell the world” that apprenticeship is ““all the bunk'!
He is the individual who will impugn the motives of all employers
who hire apprentices. He is the type of person who can have no
faith in industrial managers; all attemnpts to straighten him out
on his misconceptions will usually be of no avail. Fortunately,
because of the vigilance of public authority, and because of the
enlightened self-interest of employer groups and the interest of
the trade-unions, the experiences just presented are the exception,
However, maladjustments in apprenticeship relations have been
sufliciently prevalent in years past to lead some people to the
unfortunate belief that all apprenticeship is exploitation. QOne
of the mitigating factors has been the collective interests of
employers in apprenticeship training as expressed in their
trade associations.

Below are a few statements which tell a little of the negative
side of apprenticeship, and which illustrate some of the situa-
tions suggested above,

After serving four years I think it was too long for what we got in
return for it.
[Machinist]
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All T ean say is, that I am as capable as any other journeyman.

 Apprentices should be treated or eonsidered more than common laborers.

In many cases that is all they are classed as and that is what discourages

the apprentices.

[Boilermaker)

I wish to say that I have been disgusted with the Company that I
served my time with.

[Pattern maker|!

It should be remembered, however, that the real examples are
to be found with those who have not stayed with their appren-
ticeship, and who are too impatient and disgusted to make any
comment on their experience.

In concluding this subject it may be reiterated that a healthy
apprentice program should produce in the boy an attitude of
expectancy and hope, rather than suspicion and mistrust;
interest and endeavor, rather than indifference and inertia;
achievernent and success, rather than disappointment and
failure; and finally appreciation and pride, rather than bitterness
and regret. The boy is entitled to that much consideration, not
only for his own sake, but for the welfare of the society of which he
is a member. In no little measure does his attitude depend upon
the character of the treatment he receives from his employer.

Conservation of Youth through Genuine Apprenticeship.—In
concluding the discussion of the subject of the relation of appren-
ticeship to the boy, it may be said that in a very real sense
apprenticeship conserves the youth of the boy. What can be
more pathetic than wasted years of youth! In how many thou-
sands of cases are precious years of youth dissipated because there
is no program of consecutive and progressive experience in the
employment, opportunity of the young man or woman. An
apprenticeship gives the young man a program in which years
of youth will mean in many ways the foundation for a successful
life. The need for this happy result is strongly felt by all those
who observe the kind of humanity which continually surrounds
the employment offices, men without training and men without
ability of adjustment. These unemployable men are the vie-
tims of the economic and social scheme where industry and
business attempted to reap the harvest of industrial man power,

* From the records of the Industrial Commission of Wisconsin.
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but where they did not sow the seed of training. When a boy
has completed an apprenticeship he is equipped for steady
employment, for rarely if ever need those who have completed
their apprenticeship be out of employment.

It is not necessary to ignore the fact that sometimes the
apprenticeship chosen may not be in the line of work which may
be followed later in life. While that may be true, nevertheless
it is a matter of little importance. The kind of employment
or occupation the boy follows in his youth is of less importanee
for his future success than the manner in which that employment
is pursued. If a boy is superior to his trade, the trade appren-
ticeship will be an aid in his rise. The experience of a program
completed, with its disciplinary and character developing aspects,
is a sure stepping stone to further progress. Many successful
men today, in all walks of life, are of those who served an
apprenticeship in their youth, and at a trade which in many
cases has no direct relation to their present occupation. On the
other hand, there are few men who have achieved success whose
years of youth were spent in aimless hit-or-miss experience. A
steady educational program of any kind is preferable to work
with no aim or organization. In this sense, then, apprentice-
ship conserves youth by making it a real asset to life rather than
a liability.

Questions and Exercises

1. How does the vocational-guidance movement relate to apprenticeship?

2. Why is vocational guidance necessary for prospective apprentices?
What should be the process of selection of apprentices on the part of the
employer?

3. In the analysis of apprenticeship cancellations shown in the tahle on
page 117 it appears that the number of “‘misfits’’ is decreasing, while the
number of *discharged” is increasing. What is your explanation?

4. What characteristic attitudes can be expected from the normal appren-
tice? Does the treatment extended the apprentice by the employer have
anything to do with the boy’'s attitudes?

6. What attitudes must the boy evince in order to make his apprentice-
ship relation successful?

6. Tell of the advantage of genuine apprenticeship to the boy himself.



CHAPTER X
APPRENTICESHIP AND PUBLIC AUTHORITY

In the consideration of the relation of the state to appren-
ticeship, it is necessary to understand fully all that the word
state conveys. The term public authority is more comprehen-
sive, and its connotation more adequately carries the idea of the
complete functioning of politically organized society. By using
this concept, it is possible to think of the state as it functions
through its various agencies, particularly the publie schools.
Education, as a public function, is a state problem, and these
educational policies represent the state itself, for although in
certain localities there may be much autonomy, nevertheless it is
autonomy in carrying out the educational program of the state.
The organization of present-day society necessitates that eduea-
tion be viewed as a state function, since it is obvious that a
democracy cannot be maintained on any other basis. All of the
people must receive a definite minimum of edueation to fit them
for duties of citizenship. The untrained and illiterate individual
from the territory that neglects edueation may migrate to other
parts and disconcert the locality that gives proper attention to
the education of its people.

The equalization plan of supporting schools in the poorer
counties of sorme of our states is justified on the basis that educa-~
tion is a state function.

In this respect apprenticeship has followed the course of many
other institutions, in that it has evolved from a private custom
to a public institution.

The most important feature in its development is its gradual evolution
from an insignificant private custom into a public institution: the
engagement of apprentices was left to the discretion of the individual,
while the conditions of service were a matter of agreement between
father and master. Gradually, however, it became a public or quasi-

136
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public affair, falling under the control of the municipal authority or of
the gild.!

This is in line with the advance of civilization, The state
then can be a party to apprenticeship, either through its legisla-
tive or administrative bodies, or through the public schools,
which it controls. Since apprenticeship is an educational process,
it is logical that state interest in apprenticeship would evidence
itself in the attitudes and actions of school authorities with refer-
ence to it.

The question of the relationship of apprenticeship to public
authority is not new. It is centuries old. This is attested by
the famous Elizabethan Statute of Apprentices of 1562.

Early in 1562 the Statute of Artificers was passed, and in November
of the same year it came into force. Although many of the details of
Elizabethan apprenticeship as we know it from 1562 to 1814 are based
upon custom and usage, this Act is the foundation as well as the starting-
point of the national system of apprenticeship. Hitherto it had been a
gild custom voluntarily adopted; the Act transformed it into a national
institution by imposing & compulsory servitude of seven years at least
upon &ll who henceforth wished to enter any industrial calling, and by
adopting for the whole country the custom of London, local variations
being thus, generally speaking, superseded by one universal practice.?

The high watermark of state regulation of apprenticeship was
attained during that period of industrial development which
is characterized by the termn mercantilism. During this period
all industry came within the range of minute governmental
regulation, and the restrictive policies of the guilds were either
taken over by the state or sanctioned as good public policy.
Apprenticeship was essentially a part of the guild system, and
when that system came under the economic ban, apprenticeship,
of course, suffered with it. It is of interest at this point, there-
fore, to inquire into the reasons for the decline of apprenticeship.

In educational literature there are frequent assertions to the
effect that apprenticeship is no more, that it is something to be
relegated to the middie ages, along with other institutions of that
time. It is a fact, however, that all over the industrial world

! Donnop and Denmax, “English Apprenticeship and Child Labor,” p.
30, T. Fisher Unwin, London, 1912.

? Ibid., p. 60.
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today apprenticeship in some form and for certain trades has
never been abandoned. The decline has been relative but not
absolute,

Causes for Decline of State Regulation of Apprenticeship.—
It is of interest at this point to examine the causes for the decline
of public authority in apprenticeship. It is important to know
whether the causes were inherent in the institution of appren-
ticeship or due to other considerations,

The causes for the decline of apprenticeship as an institution of
public authority may be classified under three main headings:
first, the economic philosophy of laissez faire; second, changing
industrial technique; and third, inadequate administrative
governmental machinery to adapt apprenticeship regulations
to changing social and economic conditions.

Econemic Philosophy of Laissez Faire.—The doctrine of laissez
Jaire, advoeated by Adam Smith, was the chief economic phil-
osophy which affected the status of apprenticeship as an inati-
tution of public authority. Laissez faire philosophers were
convinced that business was greatly curbed under governmental
regulation. Regulation of industry by the government, par-
ticularly when this regulation was augmented by the detailed,
monopolistic provisions set up by the craft guilds, became
extremely oppressive. This economic system was known as
mercantilism, and was strongly opposed by the eighteenth
century economists. It was natural, therefore, that Adam
Smith, when he saw that the youths of his day spent their years in
long periods of apprenticeship under the mercantilistic regime,
which a changing industrial system seemed to show to be incom-
patible with economic progress, should include the institution
of apprenticeship in his general condemnation of the economic
system {(mercantilism} of his time.

Adam Smith was aiming at the abuses of apprenticeship, not
the principle. Since so many economists and publicists have
taken their cue on apprenticeship either directly or indirectly
from Adam Smith, it is well to observe a few passages from his
famous work, the “Wealth of Nations,” which give credence to
the belief that the author found nothing inherently objectionable
in apprenticeship. It is obvious that he thought apprenticeship
periods were too long for the condition of industry which the
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eighteenth century precipitated. He says in one place, “The
institution of long apprenticeships can give no security that
insufficient workmanship shall not frequently be exposed to
public sale.” In the following paragraph he continues, ‘‘The
institution of long apprenticeship has no tendeney to form young
people to industry.” Still further on is found this passage,
‘“ Long apprenticeships are altogether unnecessary,. !

Is it not plain to be seen, therefore, that the length of appren-
ticeship was one of the chief disadvantages which occurred to
the mind of Adam Smith? Apprenticeship was an instrument
of monopoly in the hands of the guilds, and since he opposed this
monopoly, he could not look with favor upon the instrument of
monopoly; even less could he favor the government’s giving its
sanction or support. He thought trade should be free from
governmental interference, should be subject to free competition,
and he deprecated anything which pointed away from liberty of
action,

The philosophy of laissez faire was a vital force in accentuat-
ing the development of the industrial revolution. It affected
apprenticeship in two ways: first, it made an attack on all forms
of industrial monopoly, which included the guilds, and as a
consequence apprenticeship, which was an institution of the
guilds, came under the ban; and second, it sought to discourage
all governmental interference in industry, declaring that the
individuals in an economic society know their own interests
better than does the state.

The philosophy of laissez faire has been much discussed since
Adam Smith’s day. It still has its adherents and its adversaries.
In the main, however, the philosophy of laissez faire has lost
ground since the middle of the nineteenth century. It ia
not deemed necessary to appraise its merits in this treatise,
since the only interest inm it is its effeet upon the institution of
apprenticeship.

Changing Industrial Technigue.~—~Following the economic
philosophy of laissez faire, the next main cause for the decline of
apprenticeship was the change in industrial technique, Under
this heading the chief considerations are: first, the division of

! Ttalice are the author's.
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labor; second, the introduction of mechanical power; and third,
mass production with all its necessary concomitants.

Most writers who have dealt with this subject have included
the above-named causes which brought about the substitution
of machine for hand labor, but A. H. Leake! has included the
growth of population as a prime cause. However, is it not
reasonable to believe that the increase of population has been
quite as much conditioned by the technique of industry, as the
technique of industry has been determined by growth in popula-
tion? Let it suffice, then, to allow the term ““changing industrial
technique” to include growth of population, substitution of
machines for hand labor, new attitudes of employers, of journey-
men, of boys, and even a change in the length of the apprentice-
ship period, because these phenomena, whatever their individual
natures at particular times and places, are characteristic features
of modern industry.

In a word, it appears that the changing technique of industry
came so fast and developed so far that the old institution of
apprenticeship was not adapted quickly enough to the conditions
which arose out of these new developments. Division of labor
and the substitution for handicraft of machine work became so
overwhelmingly the factors of emphasis that the question of
training the man power was not only neglected but quite largely
thought unnecessary {so deep was the faith in the omnipotence of
mechancial power). This circumstance is still an important
consideration.

Lack of Administrative Seience.—The third chief factor in the
decline of apprenticeship as an institution of public authority
is the lack of administrative machinery for adapting apprentice-
ship to the new changes in industrial technique.

The first step in the breakdown of the apprenticeship system
came during the period of 1650-1720; it was the increasing
disregard for the Statute of Artificers,

the gilds were now almost alone in their efforts to enforce apprentice-
ship; the Government no longer took a prominent part in the administra-
tion of the Act; the law courts were definitely opposed to it; and the

t “Tndustrial Education,” pp. 131-138, Boston, Houghton Miflin Com-
pany, 1913
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municipal authorities were becoming indifferent to apprenticeship, as
they found themselves unable to use it to their own advantage.!

Unwin holds that the Statute of Apprentices

sought to give fixity to the status of the various classes of the working
population, to ensure greater regularity to the course of employment,
and to bring wages into a steadier and more equitable relation to prices.?

This function was static. This statute failed in another respeet
beecause it inadvertently entrenched the monopoly of the guilds.

It did not prevent the system of apprenticeship from being used by
the gilds as a bulwark of their monopely. Indeed, the probability is
that, far from being checked, the narrow policy of the gilds was indirectly
encouraged by the statute.?

The Civil War in England, at the middle of the seventeenth
century, was another factor which made it difficult to carry out
the rules and regulations of the Statute of Artificers; but more
serious than that was the fact that no adequate administrative
machinery, as we now understand it, was in operation to apply
the rules of the Statute of Apprentices. In other words, that
fourth branch of government in the form of an administrative
commission with guasi-judicial powers was the thing that was
necessary to make enforcement practicable. To this fact, more
than any other, can be aseribed the failure of the early regulation
of apprenticeship by public authority.

The Return of Public Interest in Apprenticeship.—In recent
years, with the growing emphasis upon man power in industry,
thought has again been directed toward the institution of appren-
ticeship. The good points of the old system are readily acknowl-
edged by most students of industry and edueation, but many
think they cannot be utilized under modern conditions, The
possibility of certain general practices embodying the best of the
old system with adaptation of the new have resulted in inquiries
concerning the possibilities of state participation in this form of
industrial education. The factors which cause the renewal of
this interest in the relation of the state to apprenticeship may be

' Dunwop and DENMAN, op. cit., p. 132.

t UnwiN, GEORGE, “Industrial Organizations in the Seventeenth and
Eighteenth Centuries,” p. 119, London, Clarenden Press, 1012,

* Dunvor and DENMaN, op. cit., p. 86.
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classified as follows; first, the failure of the economic philosophy
of laissez faire; second, the group activity charaeteristic of
modern industrial society; third, the scientific aspect of industrial
technique; and fourth, a greater understanding of the functions
of government. It is of interest to note that the first factor is
taken from the realm of philosophy, the second from sociological
analysis, the third from political economy, and the fourth from
the development of political science and psychology. Hence
the newer fields of study have contributed much, in this instance,
to the process of ' putting old wine into new bottles.”

Failure of Philosophy of Laissez Faire—First it must be remem-
bered that laissez faire was heralded as the handmaid of human
liberty. It was, of course, for a time the way for a nation to
achieve its maximum wealth, but its appeal was due to the fact
that it stressed individualism, and in that way met a great
human need at the time in which it was extolled by the liberal
philosophers of the eighteenth century. It was thought then
that the youth must be free to follow his bent, that he must not be
enslaved by a “long” term of apprenticeship. Laissez faire
prevailed. Apprenticeship came into relative disuse,  All classes
were allowed, in theory at least, to follow their inclinations in
economic endeavor. But did it bring the results that were
confidently expected of it? If it did, it certainly brought some-
thing else besides. Xarl Marx's manifesto of 1848, in which he
called upon the workers of all nations to unite, to join the forces of
revolution, informing them that they had everything to gain and
nothing to lose but their chains, would suggest that something
had gone awry. The whole socialist movement, the foree of
trade-unionism, and many other “isms,” which are well known
today bespeak the faet that the ‘“let alone policy” did not stop
with achievement of scme good, but extended in other less
desirable ways that could not be foreseen by Adam Smith and
the French Physiocrats.

While Adam Smith saw the abuses of mercantilism and
advocated strongly the “let alone policy,” some of our modern
economists have observed that the systern which was presumed
to insure human liberty and the pursuit of happiness has, in its
fruition, threatened to become the very instrumentality of the
enslavement of the people. Thoughtful observers have been
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able to see in modern times how strong economic interests,
unrestrained, may affect adversely the lives of the people and
even the processes of government itself. As a living witness to
the truth of this observation is the existence of the Interstate
Commerce Commission, the Federal Trade Commission, and the
publie utility and industrial commissions of the various states,
which in their functioning offset some of the evils inherent in
overaccentuated economic individualism. It is no longer, then,
sufficient to object to any institution because it entails govern-
ment participation, but on the other hand, the participation of
government may be even welcomed because it may afford an
opportunity for the expression of the ideals of the common
citizen and be the means of affording greater economic justice.

Modern Society Characlerized by Group Activity.—The second
reason for a renewed interest in public control of apprenticeship
is the character of modern industrial society. It has often been
peinted out that the predominant feature of modern society is
group activity. People are divided in groups for almost every
field of economic endeavor; there are classifications and cross
classifications. There are employers, organized, and employees,
organized. There are trade associations, and professional
associations. There are socialists, and trade-unionists. Class-
conscious groups of many varieties are to be found. This very
fact has made it necessary to enlarge the functions of government
to promote the ends of social justice, for no single group or
combinations of groups ean be safely entrusted with so important
a factor as the training and development of the nation’s youth.
Economie groups are seeking private advantages, and not pri-
marily the good of either the individual or the state. Apprentice-
ship then must have the support of, and be controlled by, public
authority, if it is to function in the interest of the whole society,
as subsequent considerations will show.

Scientific Aspect of Industry—The third reason for public
authority in apprenticeship, as it has been stated, is the scientific
aspect of industry—an economic consideration, primarily.
Industrial practices today are exceedingly complex, highly
developed, and require a background of scientific knowledge.
All this presupposes, and actually entails, scientifie training of
industrial workers. This training eannot be given by industry
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alone. Industry can give the practical experience, but this must
be supplemented by scientific training under state supervision,
for there must be available that information, experience, equip-
ment, and teaching personnel that will make it possible for the
industrial apprentice to acquire that essential minimum of
scientific training which must supplement the manual and mental
efforts of his economic production. As we have observed else-
where, apprenticeship training, to be adequate, must have direct
assistanee of public authority.

The Science of Administration—The fourth reason for the
renewed interest in state participation in apprenticeship is the
contribution of political science. In recent times the study of
government has revealed more scientific aspects of state regula-
tion of industry. It is true that a great deal of this regulation
is indirect, but, nevertheless, it is effective. It is possible now
for the state to effect many things in the interest. of all the people
without the attendant abuses so common to governments of
earlier times. The science of psychology has contributed some-
thing here, as it has in industry. It has revealed rational bases
of mutual benefit in cooperation. In brief, it is now known that
by properly constituted administrative departments, involving
investigation and research, the state can not merely regulate in
the interests of the whole people, but can do positive good for
specific economic groups. The growing popularity of what
Professor J. R. Commons named the “fourth branch’ of govern-
ment has made it easy for many students of industrial problems
to turn to the states for the solution of any problem which looms
large and which requires cooperation of all groups. Especially
is this true of an institution such as apprenticeship which holds
many possibilities for the enhancement of the youth—the
principal of tomorrow’s industrial society.

Participation of Public Authority in Apprenticeship.—Since
the reason for a renewed interest on the part of publie authority
in apprenticeship training has been discussed, it is fitting at this
point to inquire into the possibilities of public regulation of
apprenticeship. Before an examination is made of a program
of state supervision, attention will be first directed to the part
that the Federal government may perform in apprenticeship
work,
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Federal Government.—It is apparent at once that there are
two principal limitations to the activity of the Federal govern-
ment in apprenticeship. The first is the constitutional or the
theoretical limitation, the second is the practical difficulties
which would be involved in administration.

Our government is one of enumerated powers, and its framers
fully intended to keep as many powers with the states as possible.
The sentiment of the country with reference to the proposed
child-labor amendments and also the growing opposition to the
inerease of Federal control in state matters through appropria-
tions for subsidy, suggest that it is beyond the range of probability
that the states would permit a program dealing with such volun-
tary personal relations as are required by apprenticeship to be
superimposed by the Federal government.

The second limitation is more real than the first. The admin-
istrative difficulties that suggest themselves, which grow out
of the hugeness of the Federal domain, seem practically insur-
mountable. Since, as has been suggested, apprenticeship rela-
tions are eminently personal in their nature, and since the various
parts of the United States have different industries, different
economnic interests, different racial extractions, different religious
convictions, and many provincial problems, administrative
success would be contingent upon great latitude and loeal
autonomy. If the requisite local autonomy were allowed, the
Federal government would in that case be doing really little
more than it is doing at the present time without any responsi-
bility for national apprenticeship administration. Its present
interest in apprenticeship is in the form of propaganda for its
development, and a guarantee of its good faith in the provision
of subsidies for the states which earry on that kind of work.
This procedure was established under the sanection of the Smith-
Hughes Law for vocational education. Various bulletins of
generzl information on apprenticeship have been of most interest
to the local committees. An outstanding example is a bulletin
issued by the Federal Board for Vocational Education in June,
1923, entitled Apprenticeship Education. The Federal Board
has been responsible for uniting industrial groups in the pursuit
of apprenticeship programs and has conducted conferences for
the appraisal of certain aspects of apprenticeship training.
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Examples of this type of activity were the Conference on Appren-
ticeship in the Construetion Industry for the New England
states, Boston, Massachusetts, 1924, and the Conference for
Vocational FEducation Staff, Birmingham, Alabama, 1929. In
such conferences the Federal Board makes available valuable
information and experience for local vocational-education
administrators and apprenticeship instructors and supervisors,

There can be no intelligent objection to such participation,
but it scems clear that the part the Federal government must
continue to play in apprenticeship is merely that of the godfather
who helps by moral suasion and by indirect financial aid to carry
forward the work.

The character and purpose of the Federal government's part
in industrial education in the states are indicated by a statement
in the original Senate document prior to the enactment of the
statute referred to. It reads as follows:

An act to provide for the promotion of voeational education; to
provide for cooperation with the States in the promotion of such educa-
tion in agrieulture and the trades and industries; to provide for coopera-
tion with the States in the preparation of teachers of vocational
subjects; and to appropriate money and regulate its expenditure.!

State Governments.—The main consideration at this juncture
then is the character and the effect of state participation in
apprenticeship. The passive form of state authority we may
mention in this review. It is exemplified where the institution of
apprenticeship is not prohibited, and by implication receives
legal sanction. If, for example, apprenticeship were not in
accord with public poliey, it would be prohibited just as gambling
is prohibited (gambling participants have no standing in eourt
to collect their debts). However, no such attitude toward
apprenticeship is anywhere to be found. On the other hand,
since it is possible for either party to an apprenticeship agreement
to appeal to the ecourt for redress if the other party violates the
contract, there is implicit recognition of the institution. Because
apprenticeship is so old, reaching back into common law and
custorn, there is a long line of precedent concerning legal relations.
This procedure is governed by the general law of individual

! Public Document 347, Sixty-fourth Congress, Sce. 703.
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contract, but without any specific intent to foster or limit the
institution of apprenticeship. So far as this study is concerned
this passive support of public authority has little significance.
Our interest lies in the forms of active participalion which may
be included under four heads. First, there is the case in which
the state has enacted an apprenticeship statute, but leaves it
unenforeced, so that the law becomes a dead letter on the statute
books. This form of state interest has obviously nothing in its
favor. It may be worse than no law at all, so far as its moral
influenee is concerned. Strange as it may seem, this is the part
played by nearly all of the American states. The laws now on
the statute books of the majority of states are the produets
of a time when the United States was an agricultural nation.
These laws reflect the simplicity as well as the erudity of the times
when nearly all of our people were engaged in agriculture. The
statutes tell us that children under the ages of twelve and fourteen
years could be apprenticed until their majority. Who are these
children? Inmates of houses of refuge, of homes for friendless
children, children of state orphan asylums, industrial homes,
and state reform schools—in gencral (to quote one of the statutes)
‘“children of drunken, vicious or unfit persons.”?

The secend form of state activity is one in which good statutes
are enacted, but the enforcement rests entirely with private
initigtive. That is to say that the law is enforced through the
courts, when specific cases involving the statute come before
them. This is very little better than the first form in its ultimate
effect. Under this head may be placed the English national
apprenticeship system of the Elizabethan period,? although in
that case certainly, becausc of the fact that the Statute of
Apprentices legalized the guild system, it can be seen that the
guilds would not fail to exercise their prerogative. The attitude
of the government is revealed by the fact that *Numerous
petitions were presented to Parliament by lawful workmen
throughout the eighteenth century; but though there was no
doubt as to the truth of their complaints that the act was dis-
regarded, the Commons made little effort to apply a remedy.’”

1 District of Columbia, Code of 1911, See. 173, 402-411, “Labor Laws of
the United States,” U. 8. Bur. Labor Slatistics Bull., Whole Na, 48, p. 12.

? English Statutes, 5th Elizabeth, chap. 4,

? DonLop and DENMAN, op. cif., p. 237.
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The third form of state control is that indéirect influence over
apprenticeship training exercised by the state vocational-educa-
tional department through the vocational school system. This
is the character of state participation which is at present the
most general. It is certainly better than the preceding types of
public interest in apprenticeship.

The fourth form of state activity is seen where the state
has enacted statutes governing apprenticeship and has set up
administ{rative machinery with powers of investigation and
research, for the enforcement of the intent and purposes of these
statutes. At this juneture will be considered the phases of
apprenticeship with which the statute must deal, and then the
method by which the principles laid down in the statute will
be carried into effect.

The remaining considerations in this chapter will have to do
with the fourth type of state supervision, in other words, with the
examination of a state apprenticeship law and its enforcement.

What a State Law Must Prenide.—Having examined the basis
of the state interest in apprenticeship, it is now in order to ask
““What are the considerations which make a state law necessary
and desirable?” At the outset it must be assumed that appren-
ticeship training is a desirable form of industrial training. We
may at this point inquire concerning the essential principles in the
institution of apprenticeship which an effective law cannot ignore,

First, the state must determine who shall be allowed to be
apprenticed, Apprentices are usually minors—this fact being
one of the chief justifications for state participation. The
statute must determine the minimum age at which a youth may
enter an apprenticeship. Just what this age shall be—whether,
for example, it shall be fourteen years of age or sixteen years—
will depend wpon what any state regards as good publie policy.
In order to preclude exploitation of child labor some minimum
must be determined.

The second consideration for state determination is the nature
of the indenture or instrument of agreement. The state must
lay down certain principles with reference to what the agree-
ment must cover, Here would be considered the length of
apprenticeship, the remuneration, trade to be taught, and special
considerations.
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The third element with which the statutes must deal is the
technique, or the method of making practical application of the
principles set forth in the substance of the apprenticeship
agreements.

It is unthinkable that any modern state would, or could, make
apprenticeship compulsory either with the apprentice or the
employer, but this much it can do: It can provide conditions
under which apprenticeship must be pursued, or deny the privi-
lege altogether.

How the Siate Functions tn Apprenticeship Administration.—
What now is the function of state administration of apprentice-
ship laws? In other words, what is {t that the state can or
should accomplish in administering apprenticeship supervision?
Can it do for apprenticeship what private enterprise is unable to
accomplish, or can it do better than industry alone in certain
essential features? The answer to this inguiry is manifold.
First, the state represents all the people, and it can lay before all
classes of people the need for and the efficacy of apprenticeship,
for its employer and for the public, and, better than any other
influence, it can point out to boys and girls who enter industry
the advisability of choosing this form of industrial opportunity.
In brief, it can perform the important funetion of guiding the
youth, through apprenticeship, in choosing his economic oppor-
tunity, and that in the best sense of the word, because it can put
before the youth, and the parents, the essential objective facts
that young people should know about oceupations and their own
probability of success in them, This prevents much disillusion-
ment later in life and lessens the possibilities of exploitation of
boys. Much of this work is done through vocational or indus-
trial schools, which it must not be forgotten are institutions of
the state. Many of these part-time schools function as voca-
tional-guidance institutions—giving preparation for entering
industrial employment, rather than job training.

Second, the state can prevent the institution of apprenticeship
from becoming an instrument for exploitation; that is, it can see
that boys are not, under the caption of apprentice, lured into
industrial employment where no actual apprenticeship training
is given. In most states it is quite a common experience to see
cards in the windows of business establishments asking for
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apprentices, and likewise to see advertisements in newspapers
for apprentices, when the individuals so advertising, may not,
in some cases, be able to tell the meaning of apprenticeship.
These employers know through experience that some youths are
attracted by the word apprentice. Considerable value is no
doubt imputed to the word because of apprenticeship tradition
which is handed down from many of our forebears who received
their early training in European countries, where apprenticeship
is more general than in the United States. Especially is this
true in those sections of the United States which have been
subject to relatively recent North European immigration.

Third, the state can maintain good will between employers
and labor, where either is concerned with apprenticeship
training. Apprenticeship cannot succeed unless employers and
employing groups maintain good relations—unless, in other
words, each has confidence in the other in all matters which
pertain to the training of apprentices. Any other condition
would mean that the apprentice would either not exist, or be
crushed between the millstones of suspicion and lack of faith.
The state is able to call together interested parties and to conciliate
differences whenever they become serious or jeopardize mutual
understanding. It is obvious that apprentices cannot be ade-
quately trained without the good will of the workmen themselves.
Workmen, notwithstanding the efforts of the employer, may
make the working atmosphere desirable or undesirable to the
apprentice. After all, is it not the workmen's sons and daughters
who are recruited for apprentice training?

Fourth, the state can establish and maintain apprenticeship
gtandards. It can take measures to cause modification of the
institution of apprenticeship to conform to the ever changing
technique of industry, and, at the same time, see that it is main-
tained with due regard for public policy and that it measures
up to ethical and social standards. It is here where the finesse
of apprenticeship administration comes, because no matter how
carefully standards may be written into the statute, it is the
enforcement, the application of these standards that will spell
success or failure for the whole enterprise. It is here that com-
mon sense, tolerance, and perhaps all the other human virtues
are necessary, for all elements in the community are affected
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directly or indirectly by the character of these apprenticeship
standards.

Fifth, the state can determine what are apprenticeable trades.
Since there is so much skepticism about the possibilities for
apprenticeship among some educators, it would appear particu-
larly fitting that the private opinion of economic groups should
give way to, or at least only assist, the state in determining what
are the trades or occupations to which young people should be
apprenticed. It is neither a fair nor a sensible thing to put a
young person on a long-term contract to work or learn some
specific specialized task. To what extent an employer shall go
in affording a variety of experienee to the young worker can be
determined not by his immediate interests but by the objeetive
and impartial effort of the state. The state can see the possi-
bilities of the situation as affecting the lives of future apprentices
and may be able to see the ultimate social consequences, and this
in a manner equaled by neither the employees nor employers as a
class, no matter how far-sighted or public-spirited they may be.
This function of apprenticeship administration is certainly one
which must be met and answered.

Sixth, there is the question of the length of apprenticeship
terms. This the state can determine because of its access to
wide information and broad experience. As a rule, the local
industry is not able to appraise the value of this time element
beyond the experience of its own particular establishment. The
state, on the other hand, considers this term of training as an
investment which the youth is to make and is solicitous for a
permanent return to acerue to the boy who makes such an invest-
ment. It is a matter of concern, therefore, as to how far the
experience gained in any one particular business will be of
advantage in other places.

Seventh, there is the determination of the related trade tech-
nique that shall be required as a part of the apprenticeship train-
ing, otherwise termed the ““theory of the trade.” This is usually
established through those agencies of public authority known as
the schocls. Just where this instruction may be given, and
what it shall contain, is again a matter which the state,
through its administrative machinery, is alone capacitated to
determine.
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It is this phase of apprenticeship which constitutes the kernel
of the contribution of our time to the apprenticeship concept.
It is essential because modern industry is scientific, and no indus-
trial trade or occeupation is mastered until the scientific elements
are taken into account. It is the basis of the merit of all part-
time or cooperative schemes of education. It is the sine qua non
of both industry and edueation. It is the result, if you please,
of specialization. In other words, it is that essential part of
industrial training or apprenticeship which the school only—and
the public school generally—ean adequately give.

Apprenticeship schemes can have no meaning without this
related technical or theoretical instruction, and any apprentice-
ship plan which attempts to train youth in industrial practices
without it is a pure, unadulterated fake.

The eighth important function of the state in apprenticeship
administration is the adjustment of the differences that may
arise between parties to the agreement. What are a few of the
problems which, safe to assert, can be solved only by the omnipo-
tence of the state? Here are some examples: First there is the
question of the apprentice’s conduct in the situation of a strike.
All who have had experience with education in industry know,
only too well, of the manifold problems that may arise from this
one lone contingency. Becond is the historie problem of the
proportion of apprentices to journeymen. Just what the number
in any particular situation shall be is a matter which the state
alone, through its machinery and its ability to call together the
different elements in an industrial enterprise, ean determine.
Third is the matter of the cancellation or the annulment of the
apprenticeship agreement, in other words, the termination of
apprenticeship relations. Who shall determine what is good
cause for caneellation? Who shall see that justice prevails?
Surely no agency is more competent to determine this than the
state. [In the disputes which arise in the terms of fulfillment of
the agreement, who is to discover the {acts in the case and who
is it that shall give the impartial judgment? The answer, it
would appear, is obvious. It is the state. Fourth, what shall
be done with reference to the young man, who violates his
agreement and ‘‘jumps’ his contract without cause? This
indced, is a serious problem. It has always been a serious
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problem, but perhaps more difficuit to handle today than at any
time in the past, owing t¢ our modern demoecratic conceptions
and the achievement of the great idea of human freedom. Since,
however, these apprentices are minors, and therefore, under the
doctrine of in loco pareniis, the doectrine which underlies all
child-labor legislation, the state must do something to minimize
these violations of agreements in the interests, not only of the
apprentice himself, but of socicty. One of the chief benefits of
the apprenticeship indenture is the lesson of the significance of
agreement. Professor T. N, Carver has properly given some
emphasis to agreements and their fulfillment in relation to
national prosperity. He says: “One of the greatest discoveries
of the human intellect is that large enterprises can be carried
out by voluntary agreement among free citizens.”! And he
goes on to show how necessary is the fulfillment of voluntary
agreement, if a free society is to be maintained. Contract
pervades our whole social and economic life. Business is based
upon it and so also are most of our human relations. “Very
closely related to the question of intelligence as an economizer
of human energy is the factor of mutual confidence. One of the
greatest factors in the economy of effort, otherwise called the
saving of labor, is confidence.”? It would appear, then, that
social and economic welfare demand the enforcement of or
fidelity to agreement. This function of duress belongs only to
the sovereign state.

The ninth consideration for state administration of apprentice-
ship is the fact that the state can maintain adequate and uniform
records of the experience of apprentices. These records are
necessary to show where apprenticeship experience is leading,
what achievements have been made, and what improvements in
the interests of public policy shall be attempted. Good records,
clear analyses of definite developments or lack of developments,
an impartial point of view, all are necessary to adapt apprentice-
ship to modern changing economic society. This is clearly an
obligation of the state for no other agency could perform this
task adequately, if indeed at all.

! “Principles of National Eeonomy,” p. 102, Boston, Ginn & Company,
1921.

* Evy, Hess, Leita1, and CamvER, ‘‘The Foundation of National Pros-
perity,” p. 320, New York, The Macmillan Company, 1923.
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Tenth, as a corollary to adequate records, is apprenticeship
certification. This also is eminently a function of the state.
Certificates or diplomas are great incentives for successful com-
pletion of apprenticeship. They indicate a recognition by
organized society of the importance of acquiring skill and make
the individual graduate apprentice feel that he and his work are
not without some importance in the life of his time. In fact,
it would appear that diplomas were originally given for craft
mastery before our modern school diplomas were known, It is
quite fitting, therefore, that skill should receive some of its
ancient recognition.

At all events certificates of apprenticeship are a eonvenience
for both the apprentices and the employers, and they not only
give satisfaction to the boy, but prevent successful misrepresenta-
tion of individual accomplishments to prospective employers.
In addition they result in some protection to the public who are,
of course, the ultimate consumers of skilled training, through the
commoditics they buy, or the personal services for which they
pay. Of interest here are the words of Adam Smith:

SBeven years seem anciently to have been, all over Europe, the usual
term established for the duration of apprenticeships in the greater part
of incorporated trades. All such incorporations were anciently called
universities; which indeed is the proper Latin name for any incorporation
whatever. The university of smiths, the university of tailors, etc., are
expressions which we commonly meet with in the old charters of ancient
towns. When those particular incorporations which are not peculiarly
called universities were first established, the term of years which it was
necessary to study, in order to obtain the degree of Master of Arts,
appears evidently to have been copied from the term of apprenticeship
in common trades, of which the incorporation was much more ancient.
As to have wrought seven years under a master properly qualified, was
necessary in order to entitle any persen to become & master, and to have
himself apprenticed in & common trade; so to have studied seven years
under & master properly qualified, was necessary to entitle him to
become a master, teacher, or doctor, (words anciently synonymous) in
the liberal arts, and to have scholars or apprentices (words likewise
originally synonymous) to study under him.!

1 SmiTH, ApaM, ““ Wealth of Nations,” Chap. X, Part I, p. 126, London,
Clarendon Press, 1867.
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In including these observations on the function of the state
in apprenticeship administration, an eleventh consideration
should be pointed out—that, since the apprentice is an individual
without full legal powers to protect himself, the prime function
of public control in apprenticeship is the profection of the individ-
ual apprentice. In the apprenticeship relation the state takes
the place of the parent, and all the activities referred to in the
last analysis are in the interest of the youth who is the apprentice.
If we believe that industry was made for man—and we must—
then we must likewise believe that the state was made for the
individual; therefore, the state must save as much individuality
a8 possible, with due regard to group forees and desirable eco-
nomic competition. Adequate training of young people in
industrial life will lead not only to their further economic advance-
ment, but to the more important realization of greater individual
happiness. This will mean enhanced social welfare and hence
a greater state.

Questions and Exercises

1. How do you account for the fact that public authority has always
been interested in apprenticeship training?

2. Explain the causes for the decline of state control of apprenticeship.

3. Give the reasons for the renewed interest in state control of apprentice-
ship.

4. Why did Adam Smith ohject to apprenticeship?

6. What kinds of participation of public authority in apprenticeship are
to be found?

6. Discuss the possibilities and limitations of state control of apprentice-
ship training.

7. To what extent does the Federal government participate in apprentice-
ship endeavors?



CHAPTER X1

PRINCIPLES OF COOPERATIVE VOCATIONAL
EDUCATION

In recent years there has been a significant development of
what is known as cooperative education. This term connotes
not every kind of combination of school and shop, for in that
case all voeational education would be cooperative edueation,
but a special form of training which is designed to c¢oordinate
working experience with schooling. It is not ordinarily a coordi-
nation of specific jobs with school work, but an attempt to make
werk and school complement each other. The work is expected
to vitalize the academic studies, and the schooling, on the other
hand, is intended to enable the individual to pursue his work with
greater understanding and efficiency.

Definition of Cooperative Education.—Cooperative education
is that plan of education wherein the school takes the employer
into partnership, and recognizes the educational value of work.
It is a plan of half-time sechool and half-time work, with students
engaging in alternating periods of school and shop. The school
and the employers cooperate in the plan, which is administered
by the educational institution. It implies progression in shop
work and gives the cooperative student a fairly broad industrial
training, and at the eame time, permits him to continue academic
studies.

As might be expected, there are many elements about coopera-
tive courses which suggest the trade apprenticeship. However,
there is a distinetion which makes the two in reality different
forms of vocational training. Apprenticeship is a scheme of
trade or occupational training wherein the schooling that goes
with it is intended definitely to supplement shop experience.
Cooperative training, on the other hand, is designed to make
schooling more effective, the shop work being entered into with
the idea of vitalizing academic studies and broadening the

156
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industrial horizon of the student. Of course, there may be an
exception here and there, but the faet that the initiative for
cooperative education usually comes from the educational
institution would seem to confirm that thesis.

Types of Cooperative Education.—The first type of cooperative
course is that offered by the higher institutions, that is, the
college cooperative course. This type is now well known; its
virtues have been much extolled during recent years, especially
since the Great War., The University of Cincinnati gets the
credit in the United States for initiating this type of education in
1906, and the father of the movement was Professor Herman
Schneider, now president at that universify. An interesting
account of the development of the cooperative system of educa-
tion is contained in The United States Bureau of Education
Bulletin, No. 37, 1916, written by Clyde William Park. A
number of other institutions including the following have followed
the lead of Cincinnati, with variations:

Northeastern College, Boston, Mass.

Georgia School of Technology, Atlanta, Ga.
Municipal, University of Akron, Akron, Ohio
Massachusetts Institute of Technology, Cambridge
Marquette University College of Engineering, Milwaukee, Wia.
School of Engineering, Milwaukee, Wis.

Drexel Institute, Philadelphia, Pa.

Ohio Mechanics Institute, Cincinnati, QOhio
Harvard Engineering School, Cambridge, Mass.
Newark Technical Sehool, Newark, N, J.

Antioch College, Yellow Springs, Chio.

The second type of cooperative education is that of less than
college grade, or the courses in secondary institutions, These
schemes represent departmental enterprises of the respective
schools. In other words, there are cooperative classes of seleeted
students. Few schools can be devated exclusively to the coop-
erative plan unless the student body is especially selected,
Below is given a list of cooperative schools in secondary institu-
tions, taken from page 194 of Bulletin No. 87, issued by the
Federal Board for Voeational Education.

Delaware, Wilmington Vocational School

Georgia, Rossville School, textiles
Maine, Rumford High School, pulp and paper
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Massachusetts:

Beverly Industrial School

Boston High School

Fitchburg High School

Southbridge Vocational School
New Jersey, Paterson, Boys' High School
New York, The Haaren and Newton High Schools
Ohio:

Cincinnati High Schools

Dayton, Stivers High School

Marion High Schoel

Warren High School
Pennsylvania:

Abington High School

Chester High School

Lock Haven, Industrial High School

Pittsburgh, Ralston Industrial High School

Willinmsport High School

York High School
Rhode Island, Providence, Technical High School, Providence Trade
School, 8outh Carolina, Spartanburg, Textile Industrial Institute,
Vermont, Springfield, High Schocl

The evolution of these cooperative courses shows clearly how
the expanding development of industrial technique has ealled
for new avenues of training, and at the same time gives evidence
of the fact that there is growing up a more tolerant view on the
part of the so-called practical man toward academic education.
This has been particularly noticeable since the War. The
demand for the educated and trained man in all walks of life
gives real significance to the cooperative type of training. The
same forces which make apprenticeship training necessary
demand the cooperative ecourses. It is quite possible for coopera-
tive relations to be established upon a real apprenticeship basis.
In other words, i is quite possible to organize apprenticeship on a
half-time basis.

This type of training is broader than trade apprenticeship,
but comes nearer than any other type of voecational education
to the real apprenticeship relation. Fortunately, apprentice-
ship and cooperative training can prosper side by side. In faet,
in a particular establishment, one system aids the other in many
ways. If the employer enters into a contractual relationship
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with a cooperative student, there is then what can be called
cooperative apprenticeship. Specific contractual relations are
not very practicable in the cooperative plan, as will be evident
as the discussion proeeeds; therefore, it is in the interests of clarity
not to confuse cooperative training with bona fide apprenticeship.

Advantages of Cooperative Education.—Cooperative training,
then, has two obvious but important phases which are not pecul-
iar to any particular calling. One phase pertains to the obtain-
ing or imparting of a thorough knowledge of scientific principles,
the other to the obtaining or imparting of a first-hand knowledge
of the world of practical things where the principles are applied.
In other words, there must be experience in what is perhaps
tritely termed the ‘‘school of hard knoecks.” The increasing
adaptation of scientific knowledge and mechanical power to the
service of mankind makes this necessity ever greater.

Training in seientific principles has been amply provided for
in our technical schools, but on the other side there have been
many aspersions cast upon the merely academic young man with
his narrow outlook and lack of ability to meet the real needs of
the industrial and business world. Such a person seems to the
veteran to be impractical and out of place. Hence the quest
for the solution, which would mean a real combination of theory
and practice—a cooperative arrangement.

At this point, certaia questions present themselves. How
shall this practical training be obtained? How shall the student
acquire a knowledge of the laws of physics, of chemistry, of
mechanics, of mathematies, or of psychology, and at the same
time learn of their applications in economic enterprise? In
other words, how shall high-grade technieal and academic instruc-
tion be correlated with practical experience? The cooperative
scheme of training is the best answer, since it synthesizes the
two complementary phases of training, school and shop. Surely
there can be no more nearly ideal solution.

Cooperative education can be the basis of a real apprenticeship
system. It approaches the ideal, in direct relation to the cor-
rectness of the division of time devoted to theory and of the time
devoted to practice. The best mutual adjustment of these two
factors can be accomplished better through qualitative considera-
tions than through quantitative. That is to say, if experience
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shows that too much time is devoted to practical work, and it is
impracticable to change the length of the practice period, the true
balance can be established by an improvement in the quality or
content of the working experience,

Cooperative education requires the joint participation of the
teaching faculty of the technical school and the industrial
organization in the training of the students. It usually means
half time devoted to theoretical work and half time devoted to
industrial or shop work. These are carried on by two sections of
students, one replacing the other in alternate periods, Further-
more, these educational aspects are coordinated by the coopera-
tive educational institution which assumes the initiative in
promoting and maintaining this educational program. This
scheme is a characteristic of the combined efforts of educators
and employers to develop man power that can better cope with
the industrial problems of today.

Since the training in scientific principles is of long standing, it is
fitting here to examine more particularly the contribution to
training that the cooperative system makes.

It has already been implied that the success of the young
industrialist depends upon both his theoretical knowledge and
his ability to select the most efficient means for the economic
solution of his problems or the accomplishment of his task.
This involves not only the proper selection of material and effi-
cient use of machinery, but also the ability to take advantage of
the assistance of other individuals who are needed, in greater or
smaller numbers, to carry out any project. In order to accom-
plish this to the satisfaction of the employer, or the needs of the
job, the student must be familiar with the manners, customs,
habits, and feelings of the workmen with whom he associates.
His ability to gain the confidence of others is enhanced when he is
familiar with the work they are expected to perform. Coopera-
tive training makes this familiarity possible. For it is only by
associating with the workmeun and by sharing their problems and
points of view that the student ¢an hope to take his proper place
among them. There is no short cut to this kind of knowledge.
The strong advantage that cooperative training has, in making
effective this contact, is the fact that the earlier and more
gradual start in industrial life ag a student, affords him & better
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means of contact and appreciation than could be obtained in an
attempt to pick up this experience all at once,

Anyone versed in industrial practice knows how much more
readily a mistake made by a student in industry would be over-
looked than would the same mistake if made by a full-fledged
employee. This is & distinct advantage in favor of the coopera-
tive student and at the same time a hardship on the technical
graduate or the young man starting in on full time. It is more
than probable that the latter individual may have many things
to unlearn, which years of academic theory unleavened by
industrial contact may have inculcated in him. In point are the
words of Charles Ginrich:!

The cooperative system tends to build character by giving the student
responsibilities that employment always carries. It broadens the
student’s outlook upon life and drives home to his attention the impor-
tance of the human element . . . Moreover, the system is selective
gince men who are unfitted for practical work =oon discontinue it.

One of the criticisms of the purely academic system is that
many students spend years acquiring an education only te learn
upon entering the practical field that they have not chosen the
right profession.

While the advantages that the cooperative student may have
in the shop are very evident, it is well to point out at the same
time that such a student may cause an enhancement of his
scholastic work because he may bring to the class ideas and
problems suggested by his practical work, which will illumi-
nate the discussion in the classroom and lead him to deeper
powers of perception. In other words, it gives him a keener
interest in his studies and enables him better to grasp the
principles expounded in his academic pursuits. The result
may enable the maintenance of higher scholastic standards.

Since the purposes underlying cooperative education have been
set forth, and some of the advantages stated, it is now of interest
to analyze the administrative features of this phase of education.
It will be the purpose of this part of the discussion, therefore,

! Fifteenth Annual Meeting of the Society for the Promotion of Engineer-
ing Education, July 3, 1907.
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to =et forth some of the aspects which are paramount in the
cooperative activity, and to examine some of the problems which
must be encountered in the administration of the scheme.

Administration Principles of Cooperative Education.—One of
the problems which must be met early in the consideration of a
cooperative plan is the question aa to what types of training shall
be offered. Types of cooperalive training must be determined by
the locality in which the school i3 established and upon the opporiu-
nity for cooperation which might be afforded. Some institutions,
beenuse of peculiar advantages, might specialize in certain types of
cooperative training, and other schools in different phases. Ina
machine-industry center such as Milwaukee, ('incinnati, or
Detroit, it is possible to offer courses in the engincering lines
such as have been already suggested. These courses may or may
not be of college grade, In some instances, perhaps, it is
desirable to establish cooperative courses in architecture, account-
ing, business practice, or any other field, depending upon the
opportunities and the potential demand for any specific class
of students. It is worthy of observation that this specialization
of training may very easily be carried too fur, for the principles
governing all kinds of industrial training are substantially the
same, and subsequent practice and experience in particular lines,
after a general training, may afford all of the practical specializa-
tion necessary or advisable. At all events, one of the problems
in promoting and maintaining the cooperative program is to
decide, according to all the available evidence, upon the more
serviceable types of training that can be offered.

The tendency is to favor the plan which gives more attention
to general industrial training, with perhaps s strong leaning to
the idea of training the workers on a functional basis; that is, to
train them, not merely to be skillful operators, but to function
properly in whatever type of work they may get, trusting the
industry to teach the routine or technique necessary. Coopera-
tive training should not aim at producing mere specialists.

For an institution devoted exclusively to the cooperative
scheme, there will, unquestionably, be a limitation upon the
courses that may be offered. However, the opportunity for the
individual to develop for industrial and business employtment can
in itself be regarded as a worthy aim of a cooperative plan.
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The next matter to be considered is how long the courses of
training shall be. This, obviously, must be determined by the
character of the student produel. it is desired to turn out, and the
length of time required to give the requisite amount of instruetion
or study in the given case. The character of the desired curricu-
lum will govern, in most cases, what the length of the course shall
be. Expediency, custom and the institution’s fidelity to high-
grade scholarship, will be factors in giving the solution. It may
be set forth as a general proposition that the theoretical training
found to be necessary in any course should not be curtailed for the
sake of practical experience. A cooperative course should
provide supplementary training in the form of special industrial
or commercial work that will add to and enrich the academic
studies, but should not, by any means, be a substitute for sound
training in seientific principles.

Among the cooperative schemes in vogue, there have been
arrangements to suit local exigencies. In considering the
administration of cooperative work, the most outstanding feature
appears to be the question of the supervision or coordination of
the student’s work while in the shop—the problem of the stu-
dent’s industrial relations. From the school standpoint there
are two principles of supervision. One distributes responsi-
bility for the students in various departments of the school
among the heads of the several departments. The other prin-
ciple makes one individual in the institution entirely responsible
for the conduct and placement of all of the eooperative students
in the school, without regard to the department in which they
may classify. The first, which we may term ““multiple supervi-
sion,’’ has some advantages. The closer relationship of the head
of the department to the students in his particular field cnables
him to see that the work in the shop may be better correlated
with instruction. This advantage, however, is more apparent
than real. The benefit derived in such a relation is largely a
matter of theory, particularly when the earlier years of the
course are devoted to general studies. This is partly due to the
fact that there are so many other variables.

It is poor administrative policy to have several people respon-
sible for the same activities, especially when several individuals
may enter the same shops to deal with the same employees,
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where the different students are at work on their jobs. Any
expert in administration, upen reflection, will see what difficulties
would arize. The dictates of common sense should obviate the
practice which engenders petty jealousies and interferences and
““wire crossing” which would be inevitable where students of
different departments are cooperating in the same industrial
establishment, for it is only human for a department head to
work for the benefit of his group of students. This scheme of
administration would destroy the spirit of solidarity among
students at the achool. Moreover, it would not conform to
correct administrative principles, and would be in direct opposi-
tion to the practice in the industrial establishments with which
the students must gain their experience, As a matter of fact, it
would “kill the goose that lays the golden egg' It would
cause irritation and finally disgust in the plant, and would result
in the decision of the shop administrators to terminate any
relationship with a plan g0 administered.

Even in such a highly organized plan as the engineering
cooperative scheme, Professor Roe says with regard to adminis-
trative principles;

The cooperative plan has not been uniformly successful. Ita success
has hinged largely on the quality of the coordination between the work
done in the college and that in the industries. Where this has been
well handled the plan has worked well; where it has been slighted failure
has resulted. At Cincinnati, Dean Schneider at first acted as coordi-
nator himself, a fact which in no small way accounts for the success of
the system there. Later, when the work had grown beyond the capacity
of one man, the heads of the various engineering departments acted as
coordinators, each caring for his own men. This led to lack of uni-
formity in policy, confusion, and an oceasional crossing of wires. The
solution was the creation of a department of coordination with an
experienced head and a corps of assistants.

A coordinator should be a man of high caliber, a good executive, a
keen judge of men, thoroughly familiar with both college and industrial
conditions. In setting up the work he secures not only the consent,
but the active interest and cooperation of the owner or manager . . . !

On the other hand, the second method, which places the
responsibility for the cooperative work of the students in the

1 University of Cincinnali Studies, Series II, Vol. 11, Part 3, p. 29.
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hands of one executive, who may be assisted by others, results
in a more efficient method of supervision, affords more impartial
treatment to the students at large, and makes for harmony and
good will in the relations which exist between the school and the
industrial establishment. In fact, no cooperative scheme can
be successful which does not fix the responsibility in a definite
place, thus providing a single contact which obviates the dodging
of responsibility. Such 2 plan can be carried out by establishing
& department of coordination or what might be termed a depart-
ment of industrial relations through which all the cooperative
relations with all the industrial plants may be considered. This
department should be the connecting link, not only for coopera-
tive students and the plants, but for other interests which the
school may have with the industries. It is not to be inferred
that the interests of the faculty of the college in the industrial
relations must be relayed through the department of coordina-
tion, but merely that the contacts should be harmoniously
executed and the unity of the college made evident. It can be
seen that this principle of administration of cooperation is the
most desirable from the point of view of the school.

This centralized system itself, however, may involve two
methods. In the one case, the department of eoordination will
deal directly with the students in the various shops; in the other
case, the contact will be made with the students in the shops
through a functionary of the management in the factory. In
other words, the question may arise, shall the coordinator expect
to walk freely through a shop and interview the student concern-
ing any particular phase of his experience, with a view to making
suggestions to the factory official for the student’s handling, or
shall these contacts be made through an individual in the plant
who is held directly responsible for the conduct and experience
of the students in the shop? The experience of the cooperative
system in a large city of the Middle West demonstrates that the
latter plan is the most practicable method for all concerned, and
is particularly satisfactory to the industries which hold the key to
the success of the cooperative plan.

It has been found desirable to encourage interest on the part
of the cooperating firms by inducing them or encouraging them
to assume responsibility for the character of training of the
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young men, since some of the latter may subsequently become
associated permanently with their establishments. Certainly
more can be accomplished for the cooperative student by the
officers of the firm, who are interested in his supervision, than
would be done for him by an outsider who would periodically
appear with suggestions dealing with the relation of the student
to his employment. This plan permitting outside supervision
might lead the industrial executive, if he countenanced it at all,
to be more or less indifferent to the student until the coordinator
came around, and then to forget the student as soon as the
coordinator had left the plant. It would seem evident that it is
far better for the school, ag well as for the students, to have a
number of agents with the proper point of view (participants in
the industrial plants) to lock after the students, than it would be
to neglect this important opportunity and expect the welfare of a
student to be sufficiently maintained by the intermittent appear-
ances of an administrative officer from the school. Experience
at one cooperative school in particular! has shown that when the
responsibility for the welfare and training of these students is
comrmitted to some person in charge of personnel or educa-
tional work in the industry, much can be accomplished
for the student in his training which would otherwise be impos-
sible. This is eminently true where apprenticeship organiza-
tions are already established in the industries.

Under this plan the coordinator from the college must work in
close cooperation with the responsible person in the plant. This
results in preventing exploitation of the cooperative student,
which is to be preferred to attempting to eliminate abuses of the
cooperative relations after they have appeared. As a rule it
means the possibility of accomplishing more for the student than
even the school will dare to ask. This comes about because the
element of pride is engendered among the functionaries in the
plant, which often results in causing them to try to ocutdo other
plants in promoting an educational scheme of much merit. If
the responsibility for the success of students in the plant depends
upon someone's coming in from the outside, the direct interest in
the students on the part of management will be missing. The
shop supervisors with whom the students work will act only at

i Marquette University.
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the suggestion of the college instead of themselves being the
cause of the promotion and growth of the student in expsrisnce,
It will be seen, then, that such a principle makes the need for
many assistants in the office of the department of coordination
of the cooperative school unnecessary, for under proper
management, with good will and cooperation, the school can
have what is virtually a coordinator in every plant where the
student works.

It goes almost without saying that it takes a high-grade
person to make a coordinator who can without question see that
the plan is thoroughly ‘‘sold” to the heads of the industries
participating. Under this system it has been possible for a
cooperative school to have its entire number of cooperative
students supervised by cne coordinator, without requiring him
to devote all his time to this particular task, and it may be said
that this has been aceomplished with a roll of over three hundred
students in the cooperative work. Perhaps something better
could have been done in this case by keeping more adequate
records of the students’ achievements, and by closer follow-up,
but very little more could have been accomplished in the way
of affording students a greater variety of experience.

The main principle in this connection is to induce the cooper-
ating firms, through proper foresight and realization of service
rendered, to give these future adult industrial workers as good
a training as the practical conditions of their businesses warrant.
It would seem that any other method or pringiple of conducting
cooperative training would be beset with manifold limitations.
In the last analysis it is the leaders of business and industry
who must assume the responsibility for the character of training
which students may obtain while in the shops. It becomes
important, therefore, that the coordinator of the school see that
the paramount questions which are involved in a cooperative
scheme of education are adequately appreciated by those
responsible for the conduct of the business establishment.

Of much interest in this connection are the observations of
Assistant Dean Burns, of the University of Cincinnati, made on
the strength of that institution’s twelve years of cooperative
experience, that the principal points of agreement between the
cooperative firms and the coordinator are as follows:
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First, that the Superintendent and the Coordinator arrange a
schedule of sequential shop training for the time that the student is in
the plant.

Second, that the supervision of cooperative students be entrusted lo an
executive tn the firm, who is in sympathy with the cooperative system
of education, who has a good knowledge of men, and who is a man of
some force in the organization.

Third, that a satisfactory wage scale be adopted.

Fourth, that the firm each year take on a minimum number of
students.!

These principles are fundamental. The second one mentioned,
it will be gathered from these pages, is of the utmost importance.
With reference to the first, it would be even better if some officer
of higher rank than the superintendent were also committed to
the plan.

Cooperative training involves three main elements: the
industry, the school (which includes the faculty), and the
students. The different views of these elements must be recon-
ciled and coordinated. A common interest must be estab-
lished. Industrialists who look upon cooperative students as
a means of acquiring intelligent labor cheaply may in the end
lose more than they gain. Likewise, if the school ig narrow in
its point of view, and if it endeavors to project its academiec
notions too strongly upon the managers of industry, then its
scheme of cooperation will soon pass into oblivion. Again, the
student must realize that employers are not offering them
opportunity because of a feeling of philanthropy toward them
(although this may appear in exceptional cases) nor because
of any obligation they may feel toward the educational insti-
tution, but, in the last analysis, because they see in it a matter
of mutual interest and profit. The student must not view
cooperative work as a means of earning something to go through
school, neither must he view it as a necessary evil which must be
endured in order that he may graduate from the school; rather
must the student look upon it as an opportunity which is afforded
him to observe the management of industry, the actions of
industrial men, the atmosphere of modern production, the

1 University of Cincinnati Studies, Series II, Vol. 2, Part 1, p. 75. TItalics
are the author’s.
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vicissitudes of business, and the variable factors which bring
the perennial problems that are characteristic of a complex
and dynamic industrial order.

The suceessful administration of ecooperative training, then,
must reconcile the different views of the participants. The
common interest must be emphasized. Good will among the
parties must be fostered and jealously guarded. The cooperative
enterprise as a whole must be taken into aeccount rather than
the idiosynerasies and peculiar preconceptions of particular
individuals, be they in industry, faculty, or student body.

Questions and Exercises

1. Give a satisfactory definition or explanation of cooperative edueation.

2. Explain the two important aspects of cooperative training.

3. How does cooperative training differ from apprenticeship? Is it
possible to make apprenticeship and cooperative training identical?

4. What is the coordinator's function in the cooperative scheme? Explain
your idea of coordination.

6. Can you relate any experiences of cooperative training? If so, state
what principles suggested in this chapter applied to the case.

8. Cooperative training involves three main elements, the industry, the
school, ard the students. Explain the part that each must play in a
cooperative plan,



CHAPTER XII

PROBLEMS IN ADMINISTRATION OF COOPERATIVE
VOCATIONAL EDUCATION

In cooperative courses the problem of administration is the
crux of the success or failure of the scheme. Industry is not yet
accustomed to the training of students as a part of its regular
activity (although it is fast approaching this ideal); hence many
individual problems of cooperation must be met and mutual
adjustments made. Some of these individual problems that
make the smooth administration of cooperative work difficult
will now be considered.

TYPES OF ADMINISTRATIVE PROBLEMS

In the main there are three general groupa: first, problems
which arise from the points of view, desires, or experiences of the
individual students; second, the problems of employment, or the
objective considerations over which there can be little control;
third, those problems of the educational institution which involve
the necessity for harmonizing the academie or school require-
ments with the demands of industry.

Among the first group may be enumerated the following: the
student’s preference for certain types of work; the rate of wages;
the length of the working day; the question of overtime; prefer-
ence for placement in a particular division of the school {that is,
first or second section); the distance of the job from the home or
living quarters; the opportunity afforded to work on other than
the “co-op™ job (that is, work on the side); the attitude toward
the change of job; the attitude toward apprenticeship agreement;
and the question of credit for work done outside of the surveil-
lance of the cooperative school.

The second group would include the problem of specialization
io the field of work; the matter of keeping the two alternating

170.
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sections of the school balanced; the question of maintaining
equilibrium between the sections, such as the grouping as nearly
as possible of students of the same age class; the question of
holidays, of the student’s health, of incompetence in school work,
of vacations in shop work, and the question of allowing credit
for work done elsewhere,

The fhird group, which more particularly confronts the school
itself, includes the following: quesiions of satisfying the desires
of the faculty; the adjustment of 4 man in his job when his school
work is below standard; the problem of discipline when the
student fails in his shop work whether for incompetence or for
violations of shop discipline; the matter of adequate records;
proper certification; the placing of the incoming class in eoopera-
tive jobs; and the question of students’ activities.

Problems Pertaining to Students.—If it were possible to divide
the class of cooperative students according to some scientific
test, and definitely to determine their status and their placement,
the situation would be ideal. Such a possibility, needless to say,
is out of the question. One of the first problems which a coordi-
nator will encounter is the varying preferences which students
have for different kinds of work. Some care little what work
they do as long as they get the contact and experience with
industry. Others seem to think that experience in mechanical
processes is the summum bonum of their school training, while
still others with more faith in the value of human contact, place
more importance upon the relations they may have with indus-
trial people. Apain some students will desire certain types of
jobs which they believe to be in line with the type of work they
expect to follow. Many students undertake cooperative training
with prejudices either for or against some particular phase of
industrial work, and one of the first tasks of the school is to point
out to these students the common principles involved in all types
of employment, especially for the beginner, and to point out the
necessity for a broader foundation and outlook than can be
afforded by constant attention to the mere operation or pursuit
in some narrow field. Ir other words, it is desirable to emphasize
the value of the funectioning of a job, rather than the manual
performance. The degree to which the school can be successful
in correcting the erronecus views which students show in their
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preferences for certain types of shop work will determine, to a
large extent, the degree of satisfaction that students will have in
their work, and in no small measure, it will determine the char-
acter of the future adult worker.

Much difficulty is experienced in placing students on out-of-
door jobs, such as work in the building trades, surveying, ete.,
because these jobs are ordinarily good only for a portion of the
year, and students so placed usually turn up around the adminis-
tration offices of the school in the winter months for steady
cooperative work, at which time perhaps it is impessible to
obtain. It is necessary, therefore, at the outset, to find
cooperative relations which can be maintained throughout the
four seasons of the year.

Another problem of importance is the question of the wages
which the cooperative student is to receive. There is ample
opportunity for ‘‘passing the buck” from industry to school,
perhaps owing to a lack of complete understanding of the posi-
tion which the cooperative school must maintain. Cooperative
institutions whose chief objective is to afford a better education
for their students cannot assume responsibility for the amount of
wages which the student shall receive. However, they can
insist on a minimum to be agreed upon by the cooperative firms,
with the understanding that reasonable advances will be made
as the student progresses. The cooperating firms should pay
wages which will not be so high as to preclude them from varying
the experiences of the students. It is common experience to
find students working competently on some job for which other
workmen are paid twice as much. Under such conditions the
student is inclined to consider this unfair disecrimination, It is
necessary for him to see, however, that the good student should
earn more than he is paid, and in this way help to carry the over-
head expense involved in frequent changes, but more particularly
is it necessary for him to demonstrate that he is worthy of being
given greater opportunity in training. If the students can soon
earn more than they are paid, then the cooperating employer is
clearly under obligation to change these students from ome
department to another as fast as is consistent with the developing
experience of the student and the practical exigencies of the
business.
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It would be folly for the school to enter into the question of
determination of wages for the students. It may be desirable,
however, that the school should try to standardize students' pay
to some extent, in order that the element of competition between
the plants for desirable students may be based upon the con-
sideration of the amount of educational opportunity afforded in
the cooperative work—the quality of the shop training rather
than the amount of money earned. In short, the school must
et forth with increasing emphasis that the primary consideration
in cooperative opportunity is not the amount of money to be
earned but the educational opportunity involved. Cooperative
relationship structures which are built upon the proposition of
affording an opportunity for boys to earn their way through a
school course are resting upon a foundation of sand.  If, however,
the scheme is undertaken for mutual advantage and is based on
inherent merit, it will have a permanent footing. Other things
being equal, it is a correct principle that the educational content
of industrial experience should be emphasized in preference to
the amount of remuneration. It can be said from experience,
that those establishments which pay the highest wages to
cooperative students are invariably those which give the students
the least educational opportunity. Perhaps the lowest-paying
plant may not afford all the opportunity that it should, but, at all
events, there is a moral basis upon which the firm can be urged
to give more work-opportunity of greater educational value. On
the other hand, where the students are highly paid, there is no
opportunity to promote the educational idea, without, at the
same time, inferring the possibility of a reduction in the amount
of pay.

Cooperative relationships would be quite simplified if the
students were not so human as they are. If these students
could be arbitrarily assigned as mere numbers for certain sections
and certain places, naturally the administration might be simpli-
fied, but, as & matter of fact, we find that students like to be
placed in certain sections because of the desire to be with friends,
to see that the vacations come at the right time to suit them, and
for many other such individual reasons.

It is understood that one of the important features of the
cooperative plan is the proper sectioning of the school, in other
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words, the dividing of the student body into two alternating
groups, usually designated Seetion A and Section B, The plac-
ing of students in any particular section cannot always be arbi-
trary. Experience has revealed this division to be fraught with
some difficulty, and it is & problem which must be reckoned with.,
Here, again, experience has demonstrated that after the original
division, the correct principle in making changes is to allow
upper-class men to maintain their old sections, or to have
preference when changes are involved. The lower-class men con-
sequently must accept whatever their sectional assignment may
be.

When a student receives a shop assignment he may be disap-
pointed to find that it is a long way from his home or his living
quarters, He may have to rise too early in the morning to make
the desirable transportation connections. Perhaps this is not
so bad in itself, but sometimes there are other interests with
which this long journey each day will conflict. One of the
peculiar experiences of cooperative placement is that when other
considerations seem to be ideal, this one variable may be suffi-
cient to ruin the possibility of success in any particular arrange-
ment. Let it suffice to suggest that whether the student is
living at home or whether he is boarding, the distance to and
from work is a matter of no little importance.

Another problemn of students who are working their way
through school arises out of their desire to engage in other jobs,
outside of their cooperative work, such as operating a lantern at
a movie theatre, running an elevator after hours, or attending s
night telephone. Of course, this problem would be obviated
to some extent in a scheme where legal working permits are
required up to the age of eighteen years. The placing of a
student in a cooperative job which will not allow him to engage
in another side job may mean that he must forego the ecoopera-
tive course altogether. On the other hand, the extra job must
be discouraged with a view to having students give more time to
their scholastic work. The question arises whether it is not
better advice to tell the student to stay out of sehool and work
on a regular full-time job for a year rather than to try to work
extra hours, thereby jeopardizing his chance of doing well in his
school work.
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One theoretical advantage of the cooperative arrangement in
the shop is that the student is moved from one job or department
to another in order to vary his experience. This fact may not
always be appreciated by the student, even though the employer
is willing to grant it. The cooperative student may get on a
particular job or in a certain department which he likes, and
consequently he may think it desirable to stay there permanently.
To remove such a one is like performing a major operation. It
is obviously unnecessary to point out that such individuals, if
allowed their own way, would ruin the oppertunity for other
students and limit the advantages in training which cooperative
work offers.

The most persistent objection which students make to coopera-
tive work is the fact that they are not with sufficient frequency
moved from one department to another in the plant—even though
during a goed deal of the time they have not availed themselves
fully of the opportunities which have been extended to them
while in any particular job. This is the old story of apprentice-
ship experience. In this category come most of the difficult
complaints and misunderstandings. This, of course, is the chief
point of attack upon all apprenticeship schemes.

It is quite reasonable to suppose that some firms have a higher
sense of obligation to students and apprentices than other firms
have, at least in so far as this sense is reflected in the actions of
responsible partics within the plants. Equitable practice with
regard to changing jobs can be obtained by helding the eoopera-
tive employment to the foreground as a preblem of education,
rather than one of mere employment. This change of emphasis
will make it possible to give the student the kind of experience
that he ought te have. However, in scarcely any case is the
practical technique as important as the psychological and scien-
tific training which the student should get in his workshop
laboratory.

Employment Problems.—Drawing our attention to some of
the more objeective phases of cooperative problems, we find that
the length of the working day is a matter of some concern. It
affects the cooperative student in two ways: first, in his daily
earnings; second, in the total amount of the experience in his
school course. If an industry is working on short time it is hard
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for the student to get the standard requirements for the working
periods. It has been found better in many cases to base the full
course requirements on the matter of number of hours rather
than on weeks or months, a principle which conforms to the
practice with regular trade apprenticeship. The assumption is
that a certain amount of experience in time is necessary. There-
fore, the requirements cannot be met until the actual time at
work has been fulfilled. This period is usually determined upon
the basis of an eight-hour day, allowing, of course, for legal
holidays and other customary free periods, such as Saturday
afternoons. [If the students work longer than eight hours they
are able to finish the required time ahead of schedule. Such
individuals, however, should be required to continue with the
cooperative firm until the close of the school session for that term.
Otherwise, new problems will be introduced.

The question of overtime is a difficult one. During periods of
prosperity and business stress, workmen are practically required
to work overtime. When the students are in the shop they are
always subject to the same rules as other workmen, hence are
called upon for overtime work. This is objected to by many,
because they feel that for a growing person, a day, which may
usually extend to ten hours, is sufficient. Overtime interferes
with certain social engagements which are presumed to occupy
the thought and attention of young people. Notwithstanding
individual views, cooperative students must work the necessary
overtime when required. Those who see the value in cultivating
the good will of the employer will offer no objection, but the few
who do object may be sufficicnt to bring about a diminution of
good will between the students and the manufacturing concern.
This may cause the employer to take the attitude that since the
student is not interested enough in his business to work overtime,
then there is no advantage for the employer in keeping such a
student on his pay roll. In any event, it is one of those prob-
lems which must be taken into eonsideration in the ordinary
course of placing and maintaining students on cooperative jobs.

Another problem is the relation between the working experi-
ence which 2 student may get in the particular cooperative plant,
and what he thinks is his professional field of work. For instance,
the student who is interested in highway work may be assigned
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to a large manufacturing plant such as one making steam shovels,
or another making ditch diggers, or even one making conerete
mixers. The individual who thinks he has a right to follow
surveying in eoordination with his academic work will perhaps
fail to see the connection between his studies and the building
of these important implements used in engineering undertakings.
He is likely to regard it as work good for other types of students,
but something which does not pertain to his chosen profession.
It may be said here that this constitutes one of the most difficult
questions to handle satisfactorily. Industry does not show
any great concern over the particular academic course which a
person has pursued in school, providing this person is willing
to apply his training or ability in the particular establishment
where he may for the time be engaged; but there is a real difficulty
which arises from the atmosphere which students create in
leading the employer to believe that they are not interested in
his particular line of business. The result, then, is that the
employer does not care to have such students in his employ.
It can be seen, therefore, that if there are not possibilities open
for such students in other jobs, more in line with what is pre-
sumed to be their choice, the problem of placement may become
serious for the school. The fact that the coordinator may insist
on putting certain students in certain places does not do away
with the question of dissatisfaction on the student’s part, nor
does it. prevent ¢ritical members of the faculty from finding fault
with the work of coordination and the kind of apparent oppor-
tunity or lack of opportunity which is meted out to certain
students.

Since the student body must, for purposes of alternation, be
divided into two classes which may be termed Section 4 and
Section B, the matter of balancing these two sections becomes
one of significance. It is worthy of note, however, that all
other factors may not coineide with a proper balancing of the
sections, In other words, this matter of keeping equilibrium
is one of & series of wariables which must ever be considered in
every move that ¢s made with cooperative studenis. The adjustment
must be made in such a way as to avoid the least amount of
inconvenience to all parties concerned, and certainly so far as
the industries are concerned. The good will and intelligent
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participation of industry is the first essential and the greatest
asset in the cooperative plan. Since this cooperative relation-
ship is tied up with the realities of life, there is no chance
whatever of giving universal satisfaction. This fact must be
antieipated in the beginning.

Not only must the sections be kept in correct relation so that
the jobs may be properly taken care of from month to month,
but it is desirable that on general principles sophomore students
alternate with sophomores, junior students alternate with
juniors, and senior groups alternate with seniors. In other
words, alternates should be as nearly as possible from the same
class. If this can be achieved, it will make the arrangement
smoother, because there is a greater likelihood of getting the
cooperative students more evenly matched. Moreover, it will
be at the same time easier for the pay-roll master, who naturally
prefers to have ope price on the same job., This matter of
making the classes even is another variable which is hard to
control. This difficulty is due to the fact that changes must be
made on account of sickness, failure on the part of some students
to make good, and other sufficient reasons. In order, therefore,
to minimize these difficulties it is necessary to establish the
principle that the first consideration must be the fitting of students
into the cooperalive situation. In short, it may mean, so far as a
particular class in the school is coneerned, that there will be such
& division in the number of students as to minimize materially
the number which may be grouped for a specific academic
course. This may lead the faculty members interested to try to
persuade the coordination department to place all the members of
a particular class in one section, ostensibly to bring about a saving
in teaching personnel. A compliance with this natural desire,
however, would viclate one of the principal rules of cooperation.

With reference to holidays, it is very easily understood that
all of the students cannot be holidaying at the same time.
Customary school recesses have to be modified under the coopera-
tive plan. Vacations and school holidays must oceur during
the time which is scheduled for school work in order not to
interfere with shop activity by leaving a job vacant. This fact
suggests that the more successful cooperative schemes must
operate on & whole-year basis. Vacations must come out of
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school time. In this way the employment relations are not
disturbed. The mid-winter vaecations provide the Christmas
week for one section as a holiday week and the New Year week
for the next section. Of course, it would be impossible to arrange
these recesses to suit all students. Conseguently, we sometimes
find students preferring certain sections in the school, with a
motive no other than the desire to get the advantage of the
Christmas-week vacation, rather than that of New Year week,
or perhaps a few days of the Easter recess, which the workers
in the shop cannot obtain.

The matter of student health cannot be ignored in cooperative
work, particularly since workmen’s compensation is a matter of
importance. It is a good plan to require, as most schools do,
that the students shall submit to a physical examination, in order
to discover defects, or potential defects, in health or physique.
In cases where disability of a particular kind may lay the student
open to accident or other industrial hazards the cooperating
firm should be notified of the condition, This precaution has the
effect of inspiring confidence in the school, and reveals the schocls
desire to treat with the industrial firm in a manner which is fair.
An examination of the student’s health will result, in most cases,
in having the disability removed, and a more wholesome relation-
ship with the industry established.

The question often arises as to the relationship between a
cooperative job and a student’s health. There are cases where
students can be adjusted, with this point in view, to the most
fitting kind of work. However, there is a minimum health
requirement in cooperative work of an industrial nature. In
case the student cannot reach this minimum, then, manifestly,
there must be precaution exercised because modern industry,
with few exceptions, involves the liability to intermittent strain
through physical exertion, a liability due either to Iong hours or
to intensity of effort in emergencies. Speaking generally, the
cooperative students with poor health, by the very nature of
ordinary cooperative work, sooner or later are eliminated. These
students should be encouraged to take up other lines of work
whieh do not require physical exertion.

Many students fall down in school work after being placed on
the cooperative job. It will be seen that this may mean one of
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two things. Tt may mean, if the students fall below established
standards, that they will be eliminated from class work, which
will automatically drop them from the course entirely, thereby
creating a vacancy in the cooperative work; or it may mean that
it will be necessary for the student to repeat courses to make up
delinquencies in elass work, which will, likewise, result in the
student’s being taken out of shop work. As far as possible,
students whose academic standing is not likely to fall below the
minimum standards must be chosen for cooperative work; for
whenever cooperative students fall down in their school work, it
automatically creates a problem for the shop.

A matter which complicates cooperative administration is the
desire on the part of the students to acquire additional vacation
by prevailing upon the shop executives to grant them leaves of
absence. The experience works out usually as follows: If the
student is valuable the plant executives are loath to let him go,
but will do s0 in order to be agreeable. If the student is unsatis-
factory, the shop is glad to let him off. In either case, it hurts
the standing of the school, and it is not an unusual occurrence to
find that after a favor has been granted to one student in the
shop, it be¢comes necessary to grant the same favor to other
students; and finally, many students may be out of the plant
when they are really most needed. This causes criticism of the
cooperative course, of the cooperative students, and of the
cooperative school. Employers should be induced, therefore, to
stick strictly to the schedule, and, for disciplinary effect, to
require that no vacations be granted except those which would
be given to any employee in cases of emergency such as sickness,
or death in the family. Shop foremen usually like to be agree-
able. They will let one student go, and then another, and
another. Later, embarrassed by a lack of adequate assistance
because of these favors granted, the foremen will he bitter in
their denunciation of the ecooperative students who have the
temerity to ask for vacation favors.

It is inevitable that in any such enterprise as the cooperative
course there should be & certain number of individuals seeking
to enter with advanced standing. They present experiences
acquired elsewhere, and desire that credit be given for their work.
This is a matter for individual consideration, depending, of
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course, on the kind of work and how well the work was performed.
At all events, there must be an established limit on outside work
that will be credited. The rule should specify that the boys
who are ‘“‘natives’ of the school shall be given preference on
cooperative jobs.

Sometimes there is a desire on the part of some students to
receive cooperalive credit for oulside work done in school time. To
allow such credit is a wrong principle, because it is presumed
that a student’s school hours are adequately taken up with his
academic studies, and it is not a good thing to encourage students
to put themselves under undue strain. Such credit, then, is
given only in extreme circumstanees where perhaps a few addi-
tional hours are needed to complete the requirements for gradua-
tion or in cases where students are exceptional in their school
work.

Problems of the Cooperating School.—In counsidering the
third group of problems previously mentioned, there will be
encountered the difficulties which arise in satisfying the desires
of the faculty. This is mentioned as a problem because in every
department of a school the faculty members feel particularly
interested in their own students, and in many cases express the
desire that certain things should be done with certain students.
To satisfy the faculty on cooperative work is well-nigh impossible.
Perhaps this is as it should be, beeause the members of the
academic faculty do not have sufficient knowledge of the details
of eooperative work to draw the right conclusions. If all faculty
members were of the kind to be interested in the cooperative
enterprise as a whole, the situation would be ideal. But since
this ideal is not within reach, all that the ecordination depart-
ment can do is to consult with the faculty as much as possible,
that iz, providing they get eonstructive assistance, and then
actually do what is in the interest of the whole cooperative
relationship.

Keeping academic work up to the standard is a matter of impor-
tance to the school. This requires a different type of teaching
from whatis prevalentin most schools. There must be an attempt
to tie up the instruction with the student’s needs and experience.
He must be shown where the knowledge he acquired can be
utilized, and certainly should not be allowed to look upon the
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school work as a minor part of the course. This problem is of
some importance because many students who find practical shop
work of interest will minimize the value of fundamental theoreti-
cal training. Insistence on high scholarship likewise produces a
higher grade of shop work. In the main, good school work and
good shop work go hand in hand. In some cases a man may be
good in shop work, although at the same time weak in school
work, but if a student is a poor workman in the shop he is almost
invariably a poor scholar.

There should be little reluctance in enforeing discipline when
students fail in shop work. Foreman and superintendents in
industrial plants are always willing to give a man a *‘fair show.”
A man may fail with one foreman and make good with another,
but scarcely ever will he make good in shop work if he fails with
a number of different foremen. Experience has shown that
although possible it is not the usual thing for a student who has
failed in one shop to make good in another of like industry.
This fact, of course, makes it necessary to use considerable skill
in adjusting difficultics that may arise in shop work. On the
assumption that every effort has been properly made to adjust
the student in his work, and on the basis that fair consideration
has been given all sides of a particular situation, a student should
be dismissed from the cooperative course when he has become
undesirable in shop work. This, of course, would apply partic-
ularly to the failures due to violation of shop discipline. Since
all cooperative students are properly instructed in the nature of
their obligations to the plant and since they are presumed to be
young men with a sense of responsibility, violation of shop rules
should lead to dismissal; in cases of such action of discipline
the school administration should not temporize. Strict discipline
in cooperative work is absolutely essential for the good of all
concerned. Tt is not to be inferred that students should not get
fair treatment, but weakness on the part of the administration
will corrupt the hest cooperative relations that can be established,

Recording of Experiences.—Good records are essential for the
fair and smooth running of any scheme which deals with any
considerable number of people, and in the cooperative school
they are especially necessary. In the first place, it is imperative
that the employer keep a record of the achievements of the
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students. These records are largely made up from the state-
ments of foremen under whom the students work.

In the second place, the record of the students’ achievements
must be maintained by the cooperative school, These records
should be kept in the coordination department and, as far as
possible, contained on one record form.,

The individual records of the students should be kept in an
accessible file, and should contain the complete information of
work and school activities. Such a record ean be utilized later
as a form of certification of the work done by the cooperative
student in his course.

Introduction of the Student to the Cooperative Course—It is a
good plan at the end of the year or term to assemble the class
which is expecting to enter cooperative work the following term
or year. The procedure may be something as follows: At the
first general meeting the meaning of cooperative work is fully
explained to the group and application forms for information
presented to them to be filled out. Two or three successive
meetings are called, where men in charge of cooperative students
in the industrial plants, if available, are asked to come and talk
to the students and to present some of the shop problems. The
aim of these three or four meetings is to clear up in the students’
minds any question that may arise with reference to this new and
unique experience into which they are about to enter.

Placement.—Next comes the question of placement. Before
this ean be done, it i3 necessary to interview each student per-
sonally with the idea of classifying him as far as possible in the
scheme of things, and to find out the kind of work for which he is
best adapted. It is then that it is necessary to go out among the
industrial establishments to see what likelihood there is of satisfy-
ing the apparent needs of the incoming class. This, of course,
is no easy task, for in no case can all the students be fully satis-
fied. The fact that students cannot all be perfectly satisfied is
a condition which grows out of the inevitable variables that have
been spoken of in this discussion under the head of problems in
administration, FEvery factor which has been named is a con-
sideration which modifies every potential move.

Some of the more direct problems of administration have been
considered. It now remains to examine the question of the
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relation of the cooperative course to what is known as school
aclivities, or what might perhaps be better termed outside
activities. It has been claimed by many educators that a large
part of the value of a technical or cultural course of study accrues
from the extra-curricular activities in which students engage.
These are of the character suggested by the mention of athleties,
dramatics, journalism, and activities of the social and technical
societies.

When cooperative work was first undertaken it was believed
by many instructors that it would preclude the possibility of
students’ engaging in these extra-curricular activities. Itisa faet
that activities which involve extensive trips are an embarrass-
ment to cooperative relations, but most other events can be
participated in without much inconvenience to the scheme.
Whatever may be the value of these extra activities and contacts,
it is safe to say that under the cooperative plan there is little
lost if they cannot be indulged in because the same values attach
to many activities connected with the shop or business. It is
worth while to point out that in an institution where the student
body is organized into two sections there is certain to be ample
opportunity for contests in athletic events or scholastic affairs.
The eooperative student body can be organized into an associa-
tion which meets at regular intervals. This association, of
course, would be divided into two parts, and the meetings would
take place for each section when that section was in school. Two
or three times a term, however, there might be held a joint
evening meeting in which the whole cooperative student body
from both sections would meet together. ‘The cooperative group
is usually pretty much alive. Perhaps it is the development of
responsibility obtained through employment which enhances
their enthusiasm and causes them to appreciate the value of such
activities. It may be that the period of shop work gives them
an opportunity to view in proper perspective the work in school,
and to receive the correct impression of the value of all these
things which help to develop the personality of the individual
and the varied powers of expressing individual ability. The
cooperative students can be allowed to participate in the shop
activities with the regular apprentices. They can enter the
industrial athletic events or sporting events such as contests at
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industrial picnics, bowling parties, baseball, basketball, and
various stunts which usually go with the social and athletic
events of the shop. In this way the students come in direct
contact with the efforts of educators and industrialists in the
whole industrial training program. The good in these activities
is reflected in the understanding, in the interest, in the initiative,
and in the eapacities of these men to cooperate in all phases of
school and industrial enterprise.

Questions and Exercises

1. What classes of problems are involved in all cooperative voeational-
education schemes?

2. Explain the problems of employment. Should the cooperative student
be permitted to work overtime?

8. Explain the factors that must be encountered by the zchool adminis-
tration or the coordinator.

4, How should a student be introduced to his cooperative job?

6. Write an article of a thousand words on some particular cooperative
educational scheme.

6. Prepare a brief report on the present status of cooperative part-time
education in the United States.



CHAPTER XIII

WISCONSIN-—A CASE STUDY IN STATE CONTROL
OF APPRENTICESHIP

In 1911 Wisconsin placed upon its statute books a law dealing
with the subject of apprenticeship. For this country it was a
new step in government participation in industry and an innova-
tion in the development of industrial eduecation. In 1915 a new
statute of apprenticeship was enacted, which, in some respects,
was considered less ideal than the first law, but which, neverthe-
less, was deemed to be more desirable because of the fact that
there were indications of its greater enforceability. Further-
more, administrative machinery was more adequately provided
in the 1915 statute.

Apprenticeship requires the cooperation of members of labor
organizations, of employers, of parents, and certainly of the
apprentices themselves. It is also necessary to acquaint edu-
cators, who are in a capacity to advise young people in their life
work, with the nature and opportunity of a state-supervised
apprenticeship system,

At the outset then, the apprenticeship plan should be uni-
versally known and its provisions explained, The industrial
comiInission at an early date established an apprenticeship depart-
ment and appointed a state supervisor of apprenticeship, who
is employed under civil service regulations. This seems to be a
rather desirable feature where there are so many conflieting views
and interests as there are likely to be in the promotion and
administration of an apprenticeship plan.

Interpretation of the Plan.—It is natural that at the outset
there should be considerable misapprehension with reference to
the meaning of the statute, and one of the first functions of the
state apprenticeship department was to explain the plan or
the law and its import to the people of the state. This necessary
procedure was accomplished by talks before all kinds of groups,

186
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from among both employers and employees; at the same time,
every opportunity was embraced to acquaint the educators of
the state with the possibilities of the system. This function
was made easier because of the development of part-time voca-
tional schools.

In an examination of the statute it is well to know something
of what the law does nof do. It does not compel employers to
have apprentices. It provides, merely, that those employers
who do have apprentices must have them under specified con-
ditions. Furthermore, it does not establish apprenticeship
wages. It merely gives the administrative commission power
to annul or disapprove any individual agreement if that agree-
ment is deemed to be inimical to the interests of the apprentice.

The first principle of the law establishes the injunction that
all learners of any trade, craft, or business who are minors
sixteen years of age or over shall be indentured. That means,
of course, that they shall be placed under a written apprenticeship
agreement.

At first the law required that all apprentices under eighteen
vears should attend school five hours per week. An amend-
ment in 1919 required the school period to extend throughout
the first two years of the apprenticeship. In 1923, this clause
was again revised to provide for a minimum of four hundred
hours of school instruction. This minimum of four hundred
hours for the total apprenticeship is to be devoted to related
academic instruction and the apprentice to be paid for this time
at the same rate and in the same manner as for ordinary work in
the shop. It was the intention of the promoters of this appren-
ticeship that the school instruction prescribed should be a mini-
mum. Unfortunately, it has too often been made the maximum.

Overtime is not permitted until after the eighteenth year, at
which time the apprentice may work thirty hours per month in
addition to regular hours, which in no case must exceed fifty-five
hours per week., (The labor organizations are interested in
reducing this maximum of weekly hours.) The customary
rate of time and a half is allowed for overtime.

The statute places authority with the Industrial Commission
of Wisconsin to see that the agreements are equitable, and gives
it the power to annul any indenture upon the application of
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either party and good cause shown. For violation of the con-
tract by either party there is provided in the statute the la-
bility of a fine from one to one hundred dollars. Needless to say,
that since compliance with the spirit of the law is predicated
upon good-will, this penalty has never heen applied. The
Industrial Commission is charged with the administration of the
law and is given ‘‘power, jurisdiction and authority to inves-
tigate, ascertain, determine and fix such reasonable classifications
and issue rules and regulations, and general and special orders
as shall be necessary to carry out the intent and purposes . . . of
the statutes.”” This statement is the heart of the law. It is this
feature which gives the modern scientific character to the adminis-
tration of the apprenticeship program.

It can be seen that these duties involved much pioneering; and
it was upon the character of this pioneering work that the success
of the law and of apprenticeship was contingent.

The problem of administration is in the main sixfold: first,
to induce the employers to have apprentices in their employ, in
other words, to show the necessity for apprenticeship; second,
to show the parents and the publie the value of apprenticeship;
third, to obtain the cooperation of employees {fellow workmen);
Sfourth, to obtain the personal interest of the individual appren-
tices; fifth, to see that such apprentices learn their trades in a
bona fide way under the conditions demanded by the appren-
ticeship statute; stzth, to see that there shall be proper related
academic instruction for the apprentices.

Obviously, it would not be much of a problem to persuade
employers to take apprentices if they were allowed to have them
upon their own terms. However, under such circumstances the
apprenticeship might easily degenerate into a system of exploita-
tion of youth. The important thing to bear in mind is the
character or quality of apprenticeship. In other words, it is the
achievement of genuine apprenticeship that is the interest of
the state.

At the outset, therefore, it is necessary to emphagize the fact
that if a sound system of apprenticeship is to be developed,
great care must be exercised to see that the quality and the
character of apprenticeship are upheid, rather than that apprentice-
ship be exploited, for the mere effect of numbers. With a law
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of this character, of principles so broadly laid down, it is necessary
quite early in the work to establish certain requirements and
orders which will simplify and at the same time make more
practical and effective the administration of apprenticeship.
Although there must be uniformity in the system so far as
practicable, nevertheless specific requirements and classifications
must be worked out for the various individual trades. For
example, the content of school instruction which the law requires
to supplement trade instruction must fit the particular situation.
A bricklayer apprentice, for example, does not need the same
instruction all the way through as the printing compositor.

The law contemplates that while the theoretical trade instrue-
tion shall it the occupation, it shall, at the same time, be inter-
woven with other subjects such as are necessary to promote the
quality of education and general intelligence that public policy
requires. It is clear, then, that rather than have a statute which
shall determine the details of this instruetion, it is better policy
to have the practical rules established upon the principles laid
down in the statute. This affords an opportunity to work out
elements of practical application determined by consulting
experts in the particular trades.

The State Advisory Apprenticeship Board.—In order to carry
out the principle of the statute and at the same time fo make the
application of these principles practical, the Industrial Commis-
gion arranged for the appointment of a State Advisory Appren-
ticeship Board. This board was made up of three employer
members, three representatives of labor, and a representative of
the new continuation schools. The Supervisor of Apprentices
acted as secretary. The first problem which came before this
board was the determination of the kind of apprenticeship agree-
ment form for universal use. On this matter there was an early
determination of four important considerations: First, it was
determined that the minimurm provisions stated in the law must
be indicated on the agreement. Second, it was provided that
apprentices and employers all should be able to read the provi-
sions of the law on each contraet form. Third, an opportunity
should be given in each contract for individual trade specifica-
tions, although the agreement form should be uniform for the
entire state and all the trades. (The present indenture form
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which has been given wide publication and has received modified
adoption outside of the state, was the result. It has worked well,
and to date' it has not been necessary to change its form.)
Fourth, it was decided that the state should furnish the blank
forms to the manufacturers, so that there eould be more ready
and general cooperation in complying with the law.

As the work progressed some of the disadvantages of an
advisory board appeared. Some matters which were referred
to the board by the Industrial Commission were considered by
the board as administrative rather than advisory. This situa-
tion made possible some “buck passing.”” In other words, this
board was not an executive body; it was merely an advisory
board on matters of pelicy affecting the industry, and not a body
to determine specific regulations and make final decisions.
Naturally enough, the board being interested in the develop-
ment of the work, made commendable recommendations to the
Commission, but it became evident that with such a board there
must be a realization of the difference between advisory and
administrative functions.

Sinee apprenticeship must obviously deal with many varieties
of trades and oecupations, one state advisory committee could
not adequately consider the peculiar requirements and conditions
of individual trades. This state committee could advise on
general matters of policy in which the point of view or the
interests of either labor or management might be concerned, but
not the technical conditions of any particular eraft,

Functioning of Trade Advisory Committees.—The next step,
therefore, was the organization of advisory committees in the
different trades and occupations in which it was desired to
establish apprenticeship training.

Metal Trades.—One example of this kind of a committee was
that of the metal trades which was ealled in to work out schedules
pertaining to machine shop, foundry, and pattern-making trades.
Since at the time, more of the work had been accomplished in the
metal trades than in any of the others, this phase progressed
very swiftly and completely., It was determined in such a
committee, to the satisfaction of both labor and employer, that it
would be impossible to specify in an agreement the exact number

18ee Appendix.
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of hours that an apprentice should spend with each particular
department or process. Therefore the schedule of processes to
be taught, which the law required to be stipulated in the agree-
ment, was an elastic one, as may be seen in referring to the
bulletins of the Industrial Commission, on Apprenticeship, which
were first set forth in the third annual report on apprenticeship,
in 1919. Two examples are given as follows:

Machinist (a)

The period of apprenticeship shall be for four years, each year to
consist of 2,440 working hours, inecluding, however, the time provided
herein to be devoted to study.

Drill press. .. ... 1 to 3 months
Milling machine. . ........ ... . ... ... . 6 to 12 months
Engine lathe, turret lathe and boring mill....... . ... 12 to 16 months
Planer and grinder. . .. .......... ... ... .. ..., 6 to 12 months
Assembling and erecting. . .............. . ... 6 to 12 months

Machine (b)
Screw machine department: Cleveland automatie and

J. & L. making small serews, form work and shafting 4 to 7 months
Chucking department: turret lathe, Kempsmith turret

lathe, Davis & Gisholt, box tool forming, boring and

BUFDIME . . o e 4 to 7 months
Milling department: Several grades of commercial

milling and too! room milling, cutters and jigs. . . 6 to 10 months
Tool room grinding department: Grinding milling

cutters, reamers, taps and lathe and planer tools... 6 to 13 months
Commercial grinding department: Grinding shafting,

internal grinding and disk grinding, Landis & Norton

and Heald machines............... ... .. ........ 2 to 5 months
Lathe department: Turning, boring and thread cutting
inthread miller. . ... .. ... ... ... ... .. ... ... 6 to 12 months

Vise work, either assembling millers, or head depart-

ment dividing heads, tool room, laying out jigs or

larger jig work including drill press work.... ..... 6to 9 months

It is a matter of record that seven schedules were set up to
meet. varying conditions in the metal-trades shops.

Printing Trade.—Another example is that of the printing
compositor. The advisory committee from the printing trades
included six representatives; among those representing employers,
a job-office proprietor, the manager of a newspaper, and one
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other employer from a general printing establishment; and repre-
senting labor, the president of the typographical union, the
business representative of the typographical union, and a news-
paper-office superintendent. Naturally, since the National
Typographical Union had for many years worked with appren-
ticeship, and since so much of the printing industry was organized,
the results of the schedule which was agreed to by all, including
the two non-union employer representatives on the board, was
substantially the schedule as developed by the experiences of the
National Typographical Union. This, then, became the official
schedule for the compositors in the printing trade. An example
follows:

ComrosiTor

The term of apprenticeship shall be five years, the first six months
of which shall constitute a probationary period.

During the first year of his term, the apprentice shall be employed
at the usual work of proofing galleys, straightening leads and siugs, or
at such other work as he may be assigned by the foreman.

During the second year, he shall be employed at least fifty per cent
of the time at the case,

During the third, fourth and fifth years he shall be employed at the
case, at composition and at all intricate handiwork of the craft, except
that the last six months of his apprenticeship may be devoted to work
on linotype or ather typesetting devices.

Wages are determined by local conditions, and where a typographical
union is established the wage for apprentices is determined by collective
bargaining.

This schedule, then, had the advantage of being supported by
the printers’ union and, at the same time, by the open-shop
printers who had followed the lead of the state when they would
not consent to the dictates of the union.

The Plumbing Trade—While the plan pursued for the various
trades is generally the same, one of the best examples of pro-
cedure can be shown in the plumbing trade. The experiences in
establishing this schedule can be more completely understood by
referring to a special bulletin on Apprenticeship in the Plumbing
Trade in Wisconsin, 1919. This bulletin, by the present author,
is here quoted at length with minor modifications.
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The Industrial Commission realized that to obtain the best results
for the trade with reference to the making of skilled mechanies it is
necessary to consult the trade freely and to make the apprenticeship,
so far as possible, a trade autonomy. The commission, therefore,
requested the State Association of Master Plumbers to nominate three
men to serve on & board to be known as the Wisconsin Plumbers’
Apprenticeship Board. It also appealed to the State Association of
Journeymen Plumbers to nominate three persons from their ranks to
serve on this board, under the auspices of the Industrial Commission.
The State Board of Health was invited to place upon that board its
sanitary engineer, inasmuch as the supervision of plumbing installations
and licensing of plumbers is under the jurisdiction of the State Board of
Health.

The apprenticeship matter was presented to the State Association of
Maater Plumbers by the Industrial Commission at its annual convention
under date of January 15, 1918. At that convention the Association
passed the following resolution:

“ Resolved: That we, the Wisconsin Master Plumbers’ Association,
assembled in Milwaukee, this 15th day of January, 1918, do pledge our
cooperation in the enforcement of the apprenticeship law, Chapter 133,
Laws of Wisconsin, 1915, and we will conform to any orders and rules
governing apprenticeship in the plumbing trade which are the result
of the deliberations of the Wisconsin Plumbers’ Apprenticeship Board,
and that we will furthermore, take any other step necessary for the
improvement of skill in the plumbing trade.”

The apprenticeship scheme was presented in like manner to the State
Association of Journeymen Plumbers at their convention in Janesville,
and as & result the following resolution was carried:

' Resolved: That we, the Wisconsin Association of Journeymen
Plumbers, Steam, Gas and Sprinkler Fitters, assembled in annual
convention at the city of Janesville, Wisconsin, July 6, and Tth, 1918,
do concur in the plumbers’ apprentice indenture plan as formulated by
the members of the Wisconsin Plumbers’ Apprenticeship Board, and
that we extend such assistance as will promote the best interests of all
concerned.”’

. many difficulties will arise from time to time in the adminis-
tration of this work, but by carrying out the broad general principles
which are outlined and by the exercise of good-will on both sides, with
full confidence in the good faith of the Commission, all difficulties can
be adjusted.

The apprenticeship system involves fundamentally three things:
The contract, that is the formal agreement; the trade schedule, that is
Exhibit A of the apprentice indenture; and the general rules for adminis-
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tration. The form of contract is determined by law. The schedule is
determined by the Wisconsin Plumbers’ Apprenticeship Board and is
designed to meet the requirements of the law. The rules of adminis-
tration are more flexible and are intended primarily to carry into effect
the schedule, or Exhibit A.

Extent of period of Apprenticeship:

The term of apprenticeship shall be five years to consist of at least
275 working days, the first three months of which shall constitute a
probationary period.

Schedule of processes to be worked:

During the first three years of his apprenticeship the apprentice
shall receive instructions and experience in all branches of plumbing
necessary to develop a thorough, practical, and skilled mechanie versed
in theory and practice of installing hot and cold water supply, drainage
and venting and plumbing appurtenances, in accordance with the State
Plumhing Code and local ordinances. The apprentice shall perform
such other duties as are customary in connection with plumbing appren-
ticeship. Where vocational schools are established he shall attend
school five hours per week, or its equivalent, to receive such instruction
as may be determined in accordance with Section 2377 of the Statutes.

During the fourth and fifth years the apprentice shall be given in
addition to experience and instruction as provided for the first three
years, opportunity to make plumbing installations under the super-
vision of a journeyman or master plumber such as may enable him to
qualify at the end of his apprenticeship as a skilled mechanic in the art
of plumbing.

Compensation to be paid—the apprentice shall receive in wages:
Minimum rate of wages;

First six months................. $. _ _ __ perweek
Second six months.. ...... ... .. $___  _ per week
Third six months. ............ ... $ . per week
Fourth six months......... .. ... . 5 per week
Fifth six months... .. ......... . $_____ ___ per week
Sixth six months. .. ..... ...... L SO per week
Beventh six months. ........... .. s per week
Eighth six months. ... ........ .. . S per week
Ninth six months.. ... ... ... .. . S per week
Tenth sixmonths................ 8% __ per week

Suggestions: Upon receipt of his state license the apprentice shall be
given a kit of plumber’s tools by the employer.
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Special Provisions:

Both parties to this indenture agree to cooperate with each other, the
apprenticeship school and the Industrial Commission of Wisconsin in
carrying into effect the intent and purposes of this indenture. At the
satisfactory completion of the apprenticeship the apprentice shall
receive a diploma issued under the seal of the Industrial Commission
and the Board of Health of the State of Wisconsin.

The Industrial Commission is granted, by mutual agreement of the
parties to this contract, the right to change any rules of this indenture if
such changes are deemed by the Commission to be in the public interest.

The working administrative rules for the trade established by
the aforementioned board are as set forth:

1. Forms of contract which shall contain the content Exhibit “A"
shall be furnished by the Industrial Commission.

2. Contracts should be received in the office of the Industrial
Commission at Madison, during the first thirty days of the empleyment
of the apprentice, it being understood that the contract is not binding
until after the expiration of three months from date beginning
apprenticeship.

3. Apprentices shall be informed by the school authorities on advice
from the Industrial Commission as to when and where they shall attend
school for academic instruction as agreed under Exhibit “A" of the
contract.

4. Apprentices while attending school are still employed and paid
by the employer, and they must show the same application to work as
if in the shop.

5. Employers shall report immediately any apprentice whom they
shall know to have unlawfully left his employer.

6. Employers shall not discharge a boy without good cause and not
then until such matter has been considered by the commission or a
deputy thereof, and both sides of the case recorded, but may suspend
an apprentice for sufficient cause pending a hearing. Cases in contro-
versy to be adjusted by the Industrial Commission through advice of
the Wisconsin Plumbers’ Apprenticeship Board.

7. At the end of three years the apprentice may make application
for an examination for a license according to law and rules and regula-
tiona presented by the State Board of Health, but this shall in no sense
affect the terms of the apprenticeship indenture,

8. Under the law apprentices already employed are required to
execute the apprenticeship indenture but shall be duly aceredited for all
time they have been employed as such.
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9. Under the law apprenticeship indentures already accepted by the
Industrial Commission shall not be affected by the adoption of Exhibit
‘A" of the Plumbers’ apprenticeship contract.

10. Present arrangements which have not been legally executed shall
be changed so as to comply with the law and the apprenticeship rules.

It is not the purpose of the apprenticeship plan herein out-
lined to prevent an apprentice from terminating his contract in
favor of a techoical education outside the shop. When a young
man under indenture desires to pursue a technical course in a
trade or technical school, he may make arrangements with the
Industrial Commission. In such case his contract with the
employer is legally terminated. Or he may desire to enter a
school of higher education, in which event he may apply to the
Industrial Commission for advice, and suitable arrangements
will be made.

In concluding this statement for the plumbing trade it is
worth while to observe that this Board set forth requirements for
journeymanship so that the apprentices would have some idea
of what is expected of them. The considerations enumerated
are under the following heads:

I. Materials and Tools of the Trade, and Principal Essen-
tials to Be Learned.
II. Trade Terms.
III. Tools of the Trade.
IV. Design of Installation.
V. Drawing.
VI. Arithmetic.
VII. Physics.
VIII. Chemistry.
IX. Practical Tests of Workmanshlp
X. Business Principles.
XI. Related Trade Information.

It should be said that the faet that plumbers are licensed by
the state makes the task of organizing apprenticeship in the
plumbers’ trade easier than in some other trades. However,
substantially the same proceedings would apply for other
organized trades.
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Diversification of Apprenticeship.—The records of the Indus-
trial Commission reveal that there are in existence at the present
time (1932) the following advisory committees: State Committce
on Apprenticeship, Machinists’, Printers’, Bricklayers’, Plaster-

, Barbers’, Tailors’, Electricians’, Plumbers’, Sheet Metal
Workers’, and Carpenters’ Committees. In other trades much
work has been done by consulting the leading individuals in the
various organizations, committee work not being promoted
because of the lack of organization in the particular trades,
especially on the labor side. This diversification of trade and
the distribution of the apprentices in which agreements have
been executed according to the law are suggested by the list of
January, 1930, published in the industrial commission’s reports

Number of
Trade or occupation apprentices
Auto mechanic.. ... .. ... ... L. e 22
Baker . e 44
Blacksmith. . ... e 14
Boilermaker.. ... . 36
Bookkeeper.................. FE N 10
Bricklayer—mason........ ... ... e 170
Cabinetmaker. ... .. .. e 28
Carman (railread)........................ e 87
CarPenLET, o v e e e 72
Commercial artist. ... . ... ... o0 9
Cooperative student apprentices (engmeenng) .. 119
CoremakerS. .. ... oot i e e 7
DIraftaman. ... ... .. 106
Druggist. ... .. e 22
Electrician (house)............. ... .. .ot 34
Electrician {industrial). ......... ... ... ... ... .. 26
Electrieian {railroad)............ ... ... . ..o 11
Engraver. ... u e e 6
Glove industry. ... ......... . i 15
GIOCET . .. e 15
Jeweler. .. .. ... e 10
Junior engineer. .. ... ... 35
Knitting machine adjustor............... ... ... ... 17
Lithographer. ... ...... .. v 15
Machinist. . ... ... .. 673
Machinist (railroad). ....... ... ... .o 134
MIIENGT. ..ot et e e 16

B 1) 13 125
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Number of
Trade or occupation apprentices
Mechanical dentist. ............... .. .. ... ........... (]
Meat cutter. ... .. .. . ... .. . i 46
Painter—decorator.. .................iiiiiiia, 42
Painter (railroad). ....... ... ... ... ... ... ... ... ..... 7
Plumber. ... .. e 450
Pressman. ... .. ... e 9
Patternmaker (wood). ..o 210
Patternmaker (metal)............................... 8
Photo engraver. ... ... . ... ... ... it 16
Printer—compasitor. ............ ... .. .. . 69
Plasterer. ... ... ... . ... i 27
Shoecutter. . ... ... ... ... . 10
Bhoe maker. ... ... .. . ... e 11
Sheet metal worker. ... ... .. .. .. .. .. ... .. ..., 69
Stonecutter............ .. .. 4
Tilesetter. .. .. ... e i0
Too) MAKET. . v e 182
Upholsterer. . .. ... ... B
Watchmaker. .. ... ... . ... . ... . 14
Wire WeaveT. .. ... e B
Welder. .. .. ... e 21
Woodworkers. . ... ..o 12
Miscellaneous trades. ... ... ... ... ... ... ..., 200

Related School Instruction.—The problem of school instrue-
tion has been a matter of much importance, as has been stated
elsewhere in this treatise. Apprenticeship without educational
instruction is a misnomer. The content of this instruction has
had to be determined through processes of experience.

It was obvious that experience in the shop could not alone
provide the information which the scientific character of the
trades demands. It is necessary, therefore, for a modern appren-
ticeship to establish the opportunity to acquire this information
by proper organized instruction. Some employers are fully
convinced that this instruction ean be given in the factory by
special arrangement. To some extent, this fact may be admitted.
There are two points for consideration, however, which cannot
be ignored. One is the fact that in small shops a special class
for schooling is practieally out of the question. Where there
are small shops, a common school for all the shops, in which the
larger shops may be included, would make facilities available
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that would adequately provide for all. On the other hand,
without the inclusion of the larger shop, it would in many cases
prove impracticable to give the apprentices of the smaller shops
the proper kind of opportunity, Therefore, a centralized train-
ing school is, in practice, the desirable thing.

Another consideration is the inability of a shop school to
present the subjects under consideration as objeetively as they
should be presented. This is particularly true of such subjects
as involve social and economic relations,

In the early stages of this apprenticeship development, there
was much thought of independent shop schools. One was
attempted in a well-known threshing-machine company in
Racine, and another in the railroad shops at North Fond du Lac.
In the case of the railroad shops it may be said that the officials
were prevailed upon to forego the shop school to help the smaller
shops of the city by uniting with the vocational classes of the city
of Fond du Lac. In Racine, for reasons not necessary to give
here, the corporation’s school was continued for some time. It
was not, however, a real success, and while it was regarded by
some a5 an ideal scheme, it gradually gave way to the city central
school.

The exact content of instruction has not been always satis-
factorily determined. The first law of 1911 specified instruc-
tions as follows:

(2) In English, in Citizenship, Business Practice, Physiology,
Hygiene, and the use of safety devices. (3 Such other branches as
may be approved by the State Board of Industrial Education.

Under this specification, the employers grew suspicious of the
encroachment of academie considerations on apprenticeship train-
ing, and many objections were made to these provisions, because,
in many places, it was not practicable or possible to give such
instruction. Some objected, on principle, to the specific enumer-
ation of studies in the statute, since it would have a tendency to
tie the hands of those who might deem a more elastic provision
with regard to instruction better for the development in the
future. Moreover, employers, as well as labor leaders, were not
altogether in aceord with the idea of having a group of ‘““school
men,” as they termed them, decide what branches should be
taught to industrial apprentices. Under the law of 1915, there-
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fore, the following paragraph was substituted for the one given
above,

It shall be the duty of all school officers and public school teachers to
cooperate with the Industrial Commission of Wisconsin and employers
of apprentices to furnish, in a public school or any school supported in
whole or in part by public moneys, such instruction as may be required
to be given apprentices,

This provision made the law with reference to instruetion more
elastic. The employers, in advocating the change of the statute,
had in mind to give the Industrial Commission and the employers
the primary right to specify the kind of instruction which should
be given. The Industrial Commission being presumed to repre-
sent sufficiently the state’s point of view, it was clearly the intent
of the framers of the statute to require the school officers and
public-school teachers to cooperate with the Commission and
employers of apprentices, the understanding being that as one of
the employer promoters said “It was done with malice afore-
thought” in order to prevent apprenticeship instruction from
becoming too academic. It was presumed that employers and
the Commission were closer to industry and could determine the
needs for school instruetion better than school men. Since the
development of voeational educators who have been eompelled
to keep their ears to the ground, and who now understand more
completely the needs of industry, the danger is not quite so great.
It may be said that there has been no difficulty under this provi-
sion of the statutes because these vocational men have been
wide awake to the needs of the situation and have been only too
glad to receive suggestions from either the Industrial Commission
or the employers. However, the danger may be greater as voca-
tional education becomes more standardized, when its educators
are less likely to keep pace with a changing industrial technique.
In defense of the school men it should be noted that, strange as
it may seern, the employers have been slow to make their wishes
known and have in many cases been more inclined to find fault
with the efforts of others than to come forward with constructive
assistance in determining the kind of instruction necessary. As
industrial technique changes, the character of apprenticeship
instruction in the schools must chapge. If, however, school
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instruction should in time become too stereotyped, such a provi-
sion in the statute provides the easy solution.

Apprenticeship and the Strike.—One of the arguments which
was presented by some of the employers against centralized
schooling was the fact that boys from non-union shops would
associate with boys from union shops, and therefore become con-
taminated with radical ideas. This point, of course, could not
receive serious cognizance. Nevertheless, the question of
apprenticeship in its relation to labor disputes was a live issue in
Milwaukee in 1916. A general machinists’ strike of the metal-
trades shops was called in the summer of that year when the
apprenticeship work had proceeded searcely a year under the
new arrangement. The question in everybody’s mind was what
to do in the situation. The journeymen desired to have appren-
tices ““walk out” with them. The employers insisted that an
apprenticeship agreement was an individual contract and should
be honored. The burden of the situation fell upon the Industrial
Commission. If the apprentices were persuaded to leave the
shops, employers would lose their faith in apprenticeship and its
administration by the state. On the other hand, if apprentice-
ghip could be used in a way inimical to strikers, then the work-
men themselves would oppose apprenticeship and prevent its
development. The status of the apprentices had to be squarely
met. The apprentices had an individual contract with the
employer, and the state expected this contract to be honored, not
only by the apprentices but by the employers. This meant, of
course, that the apprentices could not legitimately be used as
strike breakers, although they could pursue their trade. Union
leaders considered that the individual contracts which the appren-
tices had should be fulfilled, and they saw, furthermore, that
laber could not ask the employer for trade agreements on the one
hand, and ask apprentices to violate their individual agreements
on the other. The unions agreed to induce the apprentices
(those whom they controlled} to remain in the shops, providing
the Commission would guarantee that the employers would not
use the apprentices as strike bueakers, or instructors for strike
breakers. The employers agreed not to use apprentices in the
capacity of strike breakers, that is to say, not to use them to
instruct new men who were brought into the plant during the
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strike. The Supervisor of Apprentices was to visit the plants
freely during the strike and see that a square deal was given the
boys. This agreement was honored to the end of the strike;
therefore, the apprenticeship situation was kept intact,

Under the circumstances related, it was natural that certain
principles should be evolved which would be of value in adjusting
matters pertaining to a strike. In the first place, it was deter-
mined that it was the proper procedure for the state to refuse any
new apprenticeship agreements that would be entered into in the
shops where the strike prevailed. This provision, of course, later
led the commission to refuse labor permits in similar situations.

The second principle is that apprentices should remain at their
work as long as the conditions are such that they can, in reality,
follow their trade advantageously. In other words, if there are a
sufficient number of men left in the shop, or if only the foremen
stay on the job and instruct the apprentices in carrying on their
legitimate work, these boys should be permitted to stay at work.
If, however, conditions are such that the boys cannot pursue their
trade profitably and cannot follow their ordinary oceupation,
then they should be withdrawn until the strike is over or until
such time as would warrant a change in the situation.

As a third proposition, it was believed that the boys who,
through no direet fault of their own, are prevented from being
in the shop, should not be penalized. For example, a legitimate
cause for absence might be intimidation by picketers, or the faet
that the father of an apprentice was himself a striker.

Fourth, it was well established that apprentices should not be
used to instruct newcomers to the industry with a view to pre-
paring them to take the place of those on strike. Apprentices
are on the job to receive instruction, and not for the purpose of
imparting it to others,

Finally, it was apparent that the ultimate decision in these
situations must rest not with a trade group but with the state,
which should be the arbiter as to the facts in the case. In short,
if the apprentice can pursue his training with profit, he should be
expected to continue. If, however, the process of learning the
trade is interfered with by the lack of adequate instruction or
opportunity, then the state may determine the apprenticeship
relation to be void.
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Determination of Apprenticeable Trades.—QOmne of the peculiar
problems in apprenticeship administration is to determine what
are apprenticeable trades. It is quite easy, among some older
and well-organized trades, to understand how readily apprentice-
ship may be adopted. On the other hand, it is well to remember
that some of the better-known trades today are of relatively
recent development. For example, those of the machinist, the
toolmaker, the plumber, the printer, and the electrician are a
few of many trades which came in with the machine era, arising
out of the circumstances suggested by the term industrial
revolution. It is apparent that modern apprenticeship is not to
be confined to those medieval trades which characterized the
eraft-guild period, but will apply to many well-known crafts of
today which have arisen out of the conditions of modern indus-
trial technique. To answer our inquiry in a practical way, it can
be said that any trade or occupation which lends itself to a series
of progressive steps, or in other words, any employment which
necessilales a grouping of operations or jobs or experiences within
the range of the ordinary individual in that employment, could be an
apprenticeable {rade or occupation. For example, a man could be
apprenticed to the groeery business or to office cccupations just
as well as he could be to the plumbing trade. The handicap
exists in the minds of the employers or the public, and not in the
nature of the occupation. The main consideration, then, is that
any trade or occupation which gives a diversified series of specifie
jobs that can be coordinated would make an apprenticeship trade.
Just what these occupations may be, numerically considered,
for any particular time, will depend upon the character of con-
temporary trade and industry. An enumeration of them could
never be made complete. Nevertheless, when once the prin-
ciples are understood it is easy to know when apprenticeship can
be established.

Limitation of Numbers.—In Chapter III this subject was
considered in its relation to trade-unions; here it is a problem for
state administration. All through industrial history, the
problem of the limitation of apprentices has been paramount.
The craft guilds limited apprentices and justified their linitation,
Trade-unions have limited apprentices and have likewise justified
their actions. As a matter of fact this limitation extends not
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only into the trades but also into the professions. Limiting of
apprenticeship in reality means a limitation in the number of
individuals who can follow the particular trade a8 journeymen,
This prineiple follows a natural tendency of the craftsman to seek
self-protection. The doctors have a long apprenticeship and =&
state medical examination. The bar associations provide for a
definite period of study with & usual provision that in order to
practice law the candidate must pass the state bar examination.
In the technical and learned societies, individuals must in many
cases acquire a professional degree as a result of a long period of
special study—a=all of which involves the same principle that the
trade-unions argue for when they try to limit the numbers in the
craft through apprenticeship. There are two principles which
motivate this holding down of numbers. One is to limit the
number of individuals who go into the trade or occupation with a
view to curtailing the supply with a conscious desire to increase
the bargaining power of the members of the group; the other
principle is to enhance the quality of training or preparation
which the individual member of the calling may have. Within
certain definite limits experience shows these principles to be
sound. Those employers who argue for unlimited apprentices
are not the employers, as a rule, who desire to see men properly
trained. They are usually those who are expecting to obtain
cheap labor. On the other hand, those who desire to limit
apprentices are not always moved by a desire for increased skill;
more often their purpose is to ecause a limitation of the supply
of marketable skill in the oceupation, which results in a higher
rate of wages for individuals in the particular oceupations.
There are two ways to meet this problem. One is artificially to
set up limitations after a study seems to show any particular
trade or occupation is being overloaded. The other and more
effective method is for the state and indusiry to see to it that the
opportunities for apprenticeship training are as broad as industry
itself. In such case the young people of any industrial commu-
nity will be naturally absorbed by the demands of economic life
in a form which will maintain a true balanece. In other words,
if each of all the industries and occupations provides its proper
apprenticeship opportunity, the question of individuals being
funneled into certain trades and occupations in unwarranted
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numbers will be obviated. The contribution of vocational
guidance may be significant in this connection.

Where exploitation of apprenticeship oceurs in individual
cases it can be adequately corrected. In point is the following
example: The cwner of a certain jobbing pattern shop discovera
that with four or five boys as apprentices he ean do work below
the price of his competitor. Therefore, he proceeds to conduet
his shop on the basis of apprentice labor. Experience shows that
in such a shop the boys will be kept for long pericds on certain
specified jobs. For instance, the apprentice will be kept for six
aor nine months, say, shellacking patterns, clearly a process which
does not enhance the skill of the boy as a pattern maker, It
becomes evident, finally, that the apprentices who are graduated
from such g shop are not real mechanies. It is incumbent upon
the state, therefore, to point out this fact, and when an applica-
tion is made for another apprentice, the procedure should be to
refuse the employer the right to take on more apprentices under
the same conditions. The idea, then, is to insist that there must
be ample opportunity for the boy te learn, and in cases where
there might be four or five boys to one skilled journeyman the
state must take the position that mechanics eannot be trained
in that manner. The question finally becomes one of the pro-
portion of apprentices to journeymen. What this proportion
should be cannot be determined until there is adequate informa-
tion on the particular trade, This the state must gather. For
example, there are such considerations as the following: (a)
numbers in the trade, (b) proportion of apprentices, (¢) ratio of
growth in numbers, (d) turnover in trade due to transfer and
deaths, (¢) prospect of the trade.

At the present stage of modern apprenticeship development,
it is perhaps too early to set up an artificial limitation for the
training of mechanics in any line, except to see that the boys who
are apprenticed shall actually have the opportunity to receive
proper training. However, of interest in this connection is the
Falk Formula which is a practical guide for any individual
establishment in determining the proper quota of apprentices for
the needs of the particular business or industry.

L—R

H = rXs
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in which:
H = pnumber of apprentices to be engaged every year
L = average number of mechanies who leave the department
every year
R = average number of apprentice graduates who return to
the department every year after an absence

r = percentage of apprentices who remain after graduation,
expressed as a decimal?
& = percentage of those who start apprentice training and

finally graduate, expressed as a decimal !

Supervision in the Shop,.—The question of supervision of
apprentices ig one of some magnitude. It is certainly impossible
for the state directly to send out supervisors in numbers adequate
to see personally all the apprentice boys in the shops of the state,
as often as they should be seen. This fact was recognized early,
and the tendenecy has been to use local agencies to carry forward
the poliey of the state, Very early in the administration of
apprenticeship it was determined that the directors of vocational
schools in the various cities of the state should be made the local
agents who could represent the Industrial Commission in the
apprenticeship relations in the particular city, This cooperation
is improved wherever the directors of wvocational schools are
made agents of the Industrial Commission with reference to the
granting of labor permits or matters of school attendance, and
particularly when the directors are designated by law as partici-
pants with the commission in the handling of the problem of
child labor. This joint effort in child labor makes it more
eatisfactory for these same individuals to ccoperate with the
commission in the matter of apprenticeship supervision. The
ideal method is to make the office of the director of the loeal
vocational school the elearing house in each city for apprentice-
ship affairs. These directors’ offices should be the agencies
through which the commission should work. At the outset,
therefore, the Industrial Commission, in dealing with individual
employers or trade-unions, deemed it advisable to keep the direc-
tors of vocational schools informed on the apprentice relations as

18ee Farg, H. 3., How Many Apprentices Should You Train? Faclory
and I'ndustrial Management, Vol, 82, No. 3, pp. 346 ff.



WISCONSIN—STATE CONTROL OF APPRENTICESHIP 207

they existed from time to time in the locality, even to the point
of submitting copies of letters which weuld throw light upen
loeal situations. This enabled the directors to know the situation
in their city, and showed the desire of the commission to do
nothing to prevent the proper development of the vocational-
school enterprise in the community. At the present time, most
of these vocational schools have a “ coordinator.” Through the
eoordinator the school has an opportunity, beeause of the per-
sonal contact of one of the faculty members with employment
situations and school procedure, to coordinate the school work
with the needs of industry, and the fitting of the boy for general
industrial life and work. A large part of the coordinator's job
is the maintenance of good will in apprenticeship relations, In
many cases very good work has been accomplished by these
coordinators in developing and clarif ying appreniiceship relations
in the state. The coordinator, however, functions adequately
only where the director is a broad-gauged administrator, one who
is not likely to be jealous of the coordinator as he acquires the
confidence of the local leaders of industry.

The real solution of the supervision problem, in the last analy-
is, is the same as that set forth in the chapter dealing with
cooperative vocational education. In short, it is well to have
men in the industry or in the occupations who are employed
directly by the industrial establishments to give close supervision
to the apprentices in the shops involved, whether these business
establishments be individual corporations, trade associations,
or groups of employers in any particular trades or industries,
In the year 1917, the Bueyrus Company, of South Milwaukee,
followed the lead of some of the manufacturing plants in the
East, and appointed an instructor of apprentices to spend
full time to develop apprenticeship in the plant, This was not
a new phenomencn, but it was quite a forward step in Wisconsin.
Since then many other firms have followed suit. Moreover in
many other plants instructors are appointed to follow the boys
on the machines or on shop processes; and apprenticeship, in a
large number of concerns, has hecome a well-developed part
of the industrial-relations department. In such cases, naturally,
the state can deal directly with these full-time personnel directors,
and the results are unusually happy. This system does not harm
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or impair the cooperation existing in school administrative
relationghips, but really intensifies cooperation. Ideally, the
state should have a check on each apprentice approximately once
each month. This policy, by anticipating troubles before they
happen, has a tendency to prevent difficultics from arising.

At this point attention is directed to the progress of apprentice-
ship in the state since the establishment of the present law.

The important considerations would naturally center around
the number of apprentices who have completed their terms under
the agreements as set up according to the statute. It is this
feature which gives the acid test. The record is as follows:

ToraL. NumMper COMPLETING APPRENTICESHIP

1913 0
1914 0
1015 0
1018 2
1017 8
1918 75
1019 155
1920 333
1921 485
1922 640
1923 803
1924 1,013
1925 1,208
1926 1,448
1927 1,750
1928 2,063
1929 2,301
1830 2,762
1931 3,268

Administrative Rules.—FExperience in the administration of
the apprenticeship law has revealed the fact that those directly
concerned in industry demand specific statements as to what the
law intends or what the commission expects. This potentiality
was anticipated by Section 9 of the law which reads as follows:

It shall be the duty of the Industrial Commission of Wisconsin, and
it shall have power, jurisdiction and authority, to investigate, ascertain,
determine and fix such reascnable classifications and to issue rules and
regulations and general or specific orders as shall be necessary to carry
out the intent and purposes of Seetion 2377 of the Statutes.
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The first rule which was adopted reads as follows:  Apprentice-
ship agreements made pursuant to section 2377 of the Statutes
shall be approved by the Industrial Commission of Wisconsin.”
This rule was intended to eonvey the understanding that in any
particular trade or oceupation the arrangement should be under-
taken in such a manner as to meet the purposes of the law, and
to make it clear that the responsibility of seeing that these
agreements comply with the law rests with the Industrial Com-
mission. As has been stated above in reference to apprentice-
ship schedules, it was not intended that no executed agreement
could be a bona fide apprenticeship agreement until it was
specifically acknowledged and filed by the commission. This
should be evident in view of the fact that the commission set out
early to tell the employers how they should make out agreements
to conform to the statute.

The second rule states that all apprenticeship contracts shall
be made upon a blank issued by the Industrial Commission of
Wisconsin. This provision was to avoid inequities which might
creep into individually constructed agrecments. Moreover, it
becomes a matter of convenience in the examination of the agree-
ments. This uniform blank affords an aspect of state wide
significance which has a good moral effect upon the institution
of apprenticeship. There is a great feeling of satisfaction among
the apprentices when they contemplate that their agreements
are substantially the same as those of all others in the state.

T'he third rule requires: ““In all apprenticeships of three years or
over, unless otherwise stated in the contract, the probationary
period shall be three months, and shall constitute part of the
apprenticeship period. During the probationary period appren-
ticeship agreements are voidable by either party upon written
notice to the Industrial Commission.”” The common law has
always allowed 2 probationary period of apprenticeship which has
extended anywhere from three to six months. A specific state-
ment, as given, does away with any possibility of misunderstand-
ing and affords an easy opportunity for either party to the
agreement to withdraw in case conditions are not satisfactory.

Since state recognition of the apprenticeship product, which
it fosters, becomes a matter of general interest, a fourth rule was
established that *Diplomas shall be granted to all graduating
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apprentices, who, in the judgment of the Commission, satis-
factorily complete their apprentieeship.”” The value of this
provision must be patent to all. It has formed the basis around
which many meetings of apprentices have been held, It has
also given dignified opportunity for the state to make a direct
contact with the graduating apprentices. The moral effect of
this sort of thing is very great, and the possibility of graduating
exercises among apprentices is continually increasing.

A fifth rule reads: ** All apprenticeship contracts shall be filed
with the Industrial Commission within thirty days following the
commencement of the term of apprenticeship.” This rule
taeitly implies that there are difficulties involved in executing
agreements and in having them duly filed with the ecommission.
This limitation of thirty days is an arbitrary time limit established
for the sake of administrative efficiency and for adequacy of
record. It is particularly desirable that this time limit should
not be exceeded because the commission must notify the eon-
tinuation schools or apprenticeship schools as early as possible of
the new apprenticeship relation, in order to diminish the lapse of
time which may occur between the beginning of the apprentice-
ship and the proper connection with school instruction. The
delays before some of these agreements reach the commission
result in many boys not being immediately placed in the appren-
ticeship class in school.

The sixth rule stipulates that: ‘“ Minors between the ages of 16
and 17 years may be employed upon apprenticeship indentures
in lieu of child labor permits if executed on or prior to the first
day of employment.” What has been stated above with refer-
ence to child labor is further supported by this rule which allows
the agreement to stand in lieu of the child-labor permit. If, how-
ever, the apprenticeship agreement is not executed on the first
day of employment, the minor is illegally employed, unless he is
supplied by a child-labor permit issued by the Industrial Com-
mission. This rule was made to clarify misunderstanding on
this situation, and while implied in the statute itself, was not
thoroughly appreciated until the Commission made this specific
stipulation.

Rule seven requires employers to notify the commission on the
termination of any apprenticeship agreement stating the reasons
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for termination. This is largely to eclarify the records and to
remove dead contracts from the files, and to make the Industrial
Commission the potential arbiter in all cases of termination. In
other words, it is a provision which assists in giving parties to
the agreement full consideration.

Rule eight specifically refers to apprenticeship trade agreements
which are entered into between groups of employees upon one
hand and employers on the other. In most eases, it would cover
the agreements usually understood as products of collective
bargaining. Examples of such would be the Bricklayers’,
Masons’, and Plasterers” International Unions' apprenticeship
regulations or those of the National Typographical Union, and
any other like agreements,

Rule nine is designed to cover those cases for apprentices which
have not been considered through trade organizations or through
trade committees. These might cover particular cccupations in
small shops or in smaller communities, The implication of this
rule is that those trade agreements which have been drawn up
with the consent and cooperation of the commission, are, by
that fact, tacitly approved, and since the schedule is the only
variable feature of the contract, it is elear that when this schedule
is drawn up with the Industrial Commission’s eonsent, it is auto-
matically approved. This rule, then, provides for those individ-
ual trades and occupations which do not iend themselves to
trade organizations.

Rule ten states that: *“No minor can be legally apprenticed who
is not placed under a written agreement pursuant to Section
2377 of the Statutes.” This negative statement is made to
eliminate the exploitation of the institution of apprenticeship,
and to make the word appreaticeship mean a definite thing in
Wisconsin. The state, therefore, can recognize no other form
of apprenticeship except that which is entered into in a manner
prescribed by this rule.

Special orders with respect to regulations involved in the
Child-labor Law will be discussed in the sueceeding chapter
which deals with special problems in the administration of
apprenticeship.

The sucecess of apprenticeship under the plan described above
can be seen from the records of the Industrial Commission of
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Showing Number of Indentures Entered into, Canceled, and Completed

“New’' means indentures approved
“Com.” means indeatures completed » given in quarterly perioda
"“Can.’" means indentures canceled

"“Live' means indentures remaining in force after deducting those completed and canceled
1915 1916 1917 1918
i New |Com. | Can. | Live | New |Com. | Can. | Live | New |[Com.{ Can. | Live | New |Com.| Can. | Live
Ist quarter. .. ........ ... ... 0 i 39 o] 0..... 111 0 17, ... 148 0 39|..... 86 10 a7
2d quarter. ... ... .. 41 ] ..... o7 0 26|..... 158 0 4. .. .. 76 106 40
Bdquarter. .. ... ... .. e e 77 o 6l..... 107 2 13)..... 122 4 40(. ..., 74 13 51
dth quarter......... ... ... . .. .. ... 65 0 Bl..... 104 0 22 ..., 82 2 49|, ..., 98 32 38
Total for year............ ... 222 0 15]... .. 419 2 78 ..... 510 6| 172]..... 334 67, 166
Last yearstotal........ ... oo il Lo 222 0 15(..... 841 2 a3]..... 1,151 8 265
Total todate. .......... . ... ool 207| 641 2 93| 546]1,151 8| 265{ B878[1,485 75| 431 979
1919 1920 1921 1922
New |Com. | Can. | Live | New [Com. | Can. | Live ’ New |Com.| Can. | Live | New {Com. | Can. | Live
lat quarter................. [ 135 20 33 ..... 110 40 38]..... 116 41 521, .... 121 37 37
2dquarter. . ... .i.ie i e 72 17 3r..... 77 41 56]. .. .. 95 43 28(..... 156 48 53
3d quarter. .. .....vii i iie e 69 21 61(..... 144 53 461. .. .. 114 38 51(..... 165 36 85
dth quarter....... ... .coiviiiiiinenn.. .. 968 22 19]..... 156 42 54, ... 101 31 40/. .. .. 167 33 61
Total foryear. ... .......... ... ccivuuun... 372 80 130]..... 487 178| 194|.....; 426 153] 171|..... 609, 154/ 216
Last year'stotal ......................... 1,485 75| 431)..... 1,837 155| 581|..... 2,344 333} 775..... 2,770 488| 946
Total todate. ............... e 1,857 155] 681(1,121:2 344! 333 775/1,236{2,770] 4E6| 946(1,338|3,379; 640|1,162|1,577
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1923 1924 1925 1928
New [Com.| Can. | Live | New |Com.| Can. | Live | New |Com.| Can. | Live | New |Com. } Can. | Live
lst Quarter.. .. ... ... ...t 167 37 52|..... 108 54 TG4, . ... 225 51 66). . ... 205 64 79
2d quarter. . ... ... ... e 213 44 ez2(..... 181 54 e1(..... 224 a5 720, ... 210 89 71
Bd quarter. ... ... e 180 32 89)..... 170 a8 78(..... 200 as 7. 200 50 20
dthquarter. ........ ... ... irinnrnrannnnn 227 50 61)... .. 210 64 es(.. . .. 248 41 69)... . 226 57 57
Total for year. . .............. ... ..., 787 163| 264|..... 759 210] 281{..... 805 195| 284|..... 841| 240| 297
Last year'stotal . . ... .................... 3,379 640(1,162|..... 4,168! B803|1,426)..... 4,925|11,013(1,707]..... 5,820;1,208/1,991
Total todate. ... ... ...c.coniivrnee .o 4,166| 8031,426|1,917 4.9251.013|l.707 2,205(5,820,1,208/1,991 2,62l|6,ﬂﬁl 1.4482,2882,925
1927 1828 1929 1930
New |Com. | Can. | Live | New |[Com. | Can. | Live | New {Com. | Can. | Live | New [Com.| Can. | Live
Istquarter . .............. et et et 139 105] 107]..... 158 1] 50]..... 181 BOD 60f. ... . 182 77 55
2d QUAILET . ... it i e e e 183 83 T2..... 189 77 58|..... 209 BO 60|..... 137 99 55
Jdquarter . ... ... .. ... 156 63 T6(..... 153 74 65)..... 206 71 o4|..... B2 98 32
dthquarter.......... ...t irnanrannen. 191 51 TL..... 178 76 53]..... 174 a7 68|..... 94 98 42
Total per year. .. ............c.ivivunnnn. 679 302! 326;..... 678 313| 224(..... 770 328| 242|..... 505 372| 184
Last vear'atotal . . ... .................... 6,681|1,448(2,288|. .. .. 7,340(1,750(2,614(. .. .. 8,018 2,063i2.614 ..... 8,788(2,391|3,080
Totaltodate. ................ ... ... ..... 7,340|1,750(2,614(2,976 8.018‘2.063 2,838(3,117{8,788 2.391%3.080 3.317/9,107|2,567|3,190]3, 356

1 Issued by the Industrial Commission of Wisoonsin, apprentioceship department.
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Wisconsin given under the title ‘‘Progress of Apprenticeship”
shown in the table on pages 212 and 213.

Questions and Exercises

1. Give a brief description of the Wisconsin apprenticeship plan.

2. What should be the function of a state advisory apprenticeship
board? Illustrate.

3. How does n trade advisory committee function?

4. Explain how apprenticeship can be organized in any particular trade?

b. What is meant by “‘related school instruction’’? Where should it be
given? By whom?

6. In what manner can the state deal with apprenticeship in a shop in
which a strike prevails? Should apprentices be permitted in such a situ-
ation? Discuss.

7. What should be the criteria for determining apprenticeable trades?

8. Explain the bases of successful state administration of apprenticeship
which you are able to gather from the Wisconsin experience.



CHAPTER XIV
SPECIAL PROBLEMS IN STATE ADMINISTRATION

In this chapter will be considered some of the special problems
that arise in a state-administered scheme of apprenticeship—
problems which find no logical inclusion elsewhere but which are
too significant to be ignored. Three main aspects will be dis-
cussed. The first problem to be considered will be the relation
of apprenticeship to the administration of workmen’s compensa-
tion; the second, the relation of apprenticeship to child labor;
and the third, the problem of determining where to place the
responsibility for state administration of apprenticeship work.

Relation to Workmen’s Compensation.—The apprentice by
virtue of the very nature of his undertaking must work in the
same environment as other workmen. He must be subject to
the same accident hazards. Need this fact be a deterrent to
apprenticeship development? Does the apprentice himself get
the proper consideration in compensation awards which affect
him? On what basis shall the apprentice be awarded adequate
compensation for accidents arising out of his work? Such ques-
tions have many times been asked. It is hoped that the answers
may be gathered from the ensuing discussion.

The basis of a special consideration of the relation of appren-
ticeship to workmen’s compensation is suggested by the prev-
alence in our industrial states of prohibited employments for
minors of certain ages. These prohibitions have been established
for the protection of youth but have not been made in contempla-
tion of apprenticeship relations. A further ground for a speecial
consideration of workmen’s compensation in relation to appren-
ticeship grows out of the fact that the wage of the apprentice is
not adequately measured by the monetary rcturn expressed in
wages. Hence compensation for accident based upon his
monetary wage alone may not always prove equitable.

To illustrate one of the problems which give rise to this discus-
sion: Suppose that the state statutes prohibited boys under

215
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eighteen years of age in machine shops from working on grinders
and emery wheels; what would be the situation if a youth under
the specified age should be injured on such an operation which
would then constitute a violation of law entailing a special
penalty upon the employer? Clearly it would appear to be
dangerous for an employer to allow an apprentice to sharpen his
own tools used in his trade, since this requires the hoy to work
on grinders and emery wheels. Yet skilled journeymen claim
that a boy should begin to learn to sharpen his own tools in the
earlier period of his apprenticeship. Most of the apprentices
are younger than eighteen years; many as young as sixteen. It
is apparent that special consideration must be afforded the
apprentice; and the penalty such as treble compensation in case
of accident should not apply in such a case.

It is obvious that the compensation law and the prohibited
employment provisions must receive special interpretation or
adaptation for such contingencies as have been indicated. How
can this be done? First of all, it is evident that a violation of
the law will not furnish a solution. However, a way out is
furnished through the possibilities of special administrative
discretion on the part of the enforcing agency. This adminis-
trative diseretion should result in the enforcement of the spirit of
the enactments which can be effected by a frank recognition of
the fact that a boy in order to learn a trade must emulate the
skilled craftsmen. This he obviously cannot do unless he is
given the opportunity to perform the same kind of work as the
journeyman. The anomaly of a statutory prohibiticn of work
necessary for a boy to learn his trade can be solved through the
establishment of special administration orders, which must be
based on a full recognition of the particular facts in each indi-
vidual case. The general legislative prohibition may be modified,
in a legal way, to give acknowledgment of the fact that appren-
tices are under educational supervision and that they are tanght
scientific and safe methods of work; and mareover to recognize
that apprentices are usually hoys who possess more than the
average intelligence.

Exactly what sueh special considerations may entail ean be
gathered from Wisconsin’s experience in this particular., FEarly
in the administration of apprenticeship it was apparent that its
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sueccess necessitated special rules as authorized in the apprentice-
ship statute, part of which reads:

It shall be the duty of the Industrial Commission of Wisconsin and it
shall have power, jurisdiction and authority to investigate, ascertain,
determine and fix such reasonable classification and general and speciat
orders’ as shall be necessary to carry out the intent and purposes of
the Statute.

Under the obligation imposed by this statute the commission
held hearings on particular applications of the child-labor law
which affected the situation, as provided above, and after a full
determination of the facts, set forth the following medifications
of the law to make apprenticeship practicable:

Special order No. 1.

Order No. 1, Item (4) in subdivision (&) in the schedule of employ-
ment or places of employment prohibited to minors under ecighteen
years of age, contained in subsection 2 of section 1728a is modified to
read as follows:

“Dusts; operating or using any emery, tripoli, rouge, carborundum,
stone carborundum, and abrasive or emery polishing or buffing wheel,
where articles of the baser materials, as of iridium, are manufactured, but
apprentices indentured under section 2377 of the statules may, wunder
supervision, grind thevr own tools for their oun purpese on grinding wheels
of these materials, if all general orders of the Industrial Commission
relating to such work are observed.””! [General orders issued pursuant to
Subsection 2 of Section 1728a of the Statutes.]

Special order No. 2.

Order No. 2, Item (6) in sub-division (b) in the schedule of employ-
ment or places of employment prohibited to minors under eighteen
years of age, contained in subsection 2 of section 1728a, is modified to
read as follows:

*(6) Elevators; in the running or management of any elevators, lifts,
or hoisting machines; but apprentices tndeniured under section 2377 of
the statules may use hand hoists or pneumatic hoists in bringing material
from machinery af which they are employed as a part of thelr fraining
under the terms of their indenture.”’! [General Orders issued pursuant
to Subsection 2 of Section 1728a of the Statutes.]

! Ttalics are the author’s.
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These problems of special orders have been considered in this
connection because they directly involve the possibilities of
industrial accidents. They give evidence that the hazard of
accident is less for the apprentice than for the youth nef appren-
ticed. At the same time, they take away the excuse given by
some employers that apprenticeship is not practicable since
apprentices must at times work on processes or apparatus not
permitted to those of apprenticeship years, Furthermore, the
fear of the employer of the strong penalty imposed for accidents
to minors on prohibited employment becomes groundless in so far
ag it is a reason advanced for not having apprentices.

It has been said that equitable awards to apprentices injured
while at work cannot be based upon the mere monetary wage.
Suppose, for example, a boy loses through acecident the use of a
finger. The law may provide a compensation equivalent to a
specific multiple of his weekly earnings. However, his wages do
not measure all his loss, because according to the very conception
of apprenticeship, part of his remuneration is given in the form
of instruction. In the computation of compensation, therefore,
a valuation must be given this phase of the apprentice’s accident
award. That this principle has been recognized can be seen
again from the action of the Industrial Commission of Wisconsin:

Where board, lodging, or apprentieceship instruction is furnished the
employee as part of the consideration, the fair value of these benefits
should be added to the money wage in computing the compensation
due.!

Apprenticeship and Child Labor.—Child labor is a very old
phenomenon, but, strange as it may seem, it is during the evolu-
tion of industrial socicty in the last hundred and fifty years that
its worst aspects have been apparent. Modern states have
enacted statutes to prevent the exploitation of youth, and, more-
over, have provided for the education of youth with the full
knowledge that the boys and girls of today are the men and
women of tomorrow, Child-labor regulations have beem so
designed as on the one hand to discourage the employment of
youth of tender years, and on the other hand to give inducements
for them to pursue education. This is no mere coincidence but

! Bulletin of Industrial Commission, 1929, footnote 56, p. 20. (Work-
men's Compensation Act.)
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a recognition of a necessity for our civilization, born of the
experience of the ages.

Economie literature links apprenticeship with child labor.
Although the faet has been inevitable, nevertheless it has been
an unfortunate thing for apprenticeship and aecounts in some
measure for the disdain with which apprenticeship is sometimes
held. Child labor has oecurred many times in the name of
apprenticeship, it is true, and in many times and places the
distinetion between these two types of employment has not been
sufficiently appreciated.

It is a serious mistake to regard apprenticeship as child labor.
Apprenticeship may be child *“work,” but it does not come under
the connotation of ““child labor.” The latter readily suggests a
form of labor, which if tolerated at all, should be permitted only
under certain specifie limitations which will proteet the rights of
the youth and society and diseourage such employment in the
mind of the employer; and even though protection is afforded,
it would appear more desirable socially to eliminate it entirely.

There is need for a clearer line of demarecation between child
labor and apprenticeship. Apprenticeship is a form of education,
a fact which has been stressed in other places in this book.

Buccess in apprenticeship administration in any particular
cannot be assured if apprentices are regarded as victims of child
labor, rather than beneficiaries of a training opportunity. It is
the educational aspect which must eharacterize apprenticeship,
particularly in these modern times when scientific methods have
lessened the physical burdens in all occupations.

The state looks askance at child labor, but encourages appren-
ticeship. A proof of this can be secn in the fact that the legisla-
ture of Wisconsin in 1919 deliberately exempted apprentices from
the requirements of the child-labor law. In effect this means
that apprentices are governed by an entirely difficrent statute.

Child labor is discouraged by the prohibition of specified occu-
pations to minors up to certain age limits, And again it is
discouraged through the means of requiring the issuance of state
labor permits for those young people who come under the age
classification, permits which are given only under many restrie-
tions. Apprenticeship on the other hand is definitely promoted,
and, in Wisconsin, it is promoted by the same commission that
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enforces the child-labor law. These facts would appesr to give
conclusive evidence that apprenticeship iz desirable although
child labor is not. In practice, however, the tendency for an
industrial commission is to use child-labor psychology rather
than educational psychology in dealing with apprenticeship
problems. As an indication of this tendency, the matter of
proof of age for apprentices is an example. Some persons who
believe that no obstacle should be placed in the way of developing
a genuine sapprenticeship system think that the apprentice
should be thought of more nearly as a boy entering s secondary
school, A boy entering the high school is asked for his age. A
statement from the parents or the boy is deemed sufficient. If
apprenticeship is the kind of institution to be encouraged by the
state, it scarcely seems advisable to insist on disregarding the
statements in a written indenture which would obviously be
given in good faith since it would be subject to the surveillance
of the state administrative department.

The apprenticeship law of Wisconsin gives specific conditions
for an apprenticeship agreement. It states that every indenture
shall contain: (1) the names of the parties; (2) the date of the
birth of the minor, ete.

It does not specify how the date of birth of the minor is to be
obtained. It is reasonable to suppose that the legislators saw
no sefious problem in this matter. The difficulty concerning
the proper certification of age seems to have arisen with the
commission through the apparent confusion of apprenticeship
and child labor.

The commission may have good reason for its position, and it
may he said that there has been no court decision which would
show the commission to be wrong. However, it does appear that
apprenticeship administration, instead of standing on its own feet
and interpreting liberally the legal requirements, has permitted
iteelf to be influenced in its technique by the close proxim-
ity and strength of the child-labor department of the commis-
sion. For example, the Industrial Commission with its broad
powers could just as readily decree that the age given on the
apprenticeship indenture shall be deemed bene fide; particularly
inasmuch as the apprenticeship agreement is reviewed by the
commission and is subject to cancellation. Be that as it may,
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it is the tendency that is important to notice. Red tape is a
corollary of state administration, and difficult to obviate. Red
tape is likely to grow out of petty issues; therefore it would seem
that when a state desires to encourage apprenticeship it should
avoid as much as possible needless procedure which, in faet, does
disconcert an ordinary employer very much, and tends to dis-
courage the development of apprenticeship.

Another instance which has a suggestion of child-labor psy-
chology is the technique employed in the state approval of
individual apprenticeship agrcements. A little explanation is
required at this point, It will be recalled that in the previous
chapter it was set forth that the method of determining bona
fide apprenticeship agreements is determined by the state com-
mission through trade committees. As a consequence, the
committees meet, deliberate, advise on, and approve the trade
schedule. The commission sanctions and publishes the trade
schedules so that the employers of apprentices may be supplied
with forms furnished by the state. Sinee, then, the trade
schedules have all been previously sanctioned, the execution of
an indenture would appear to be a simple matter of compliance
with the rules laid down. In other words, signing up of an
agreement between the interested parties would effect a legal
contract. The commission, however, docs not recognize the
question of fact as to whether on a given date an apprenticeship
contract exists, but merely decrees that an agreement has no
status until approved by the commission, even though it may be
similar to scores written before and in every significant fact
comply with the rulings previeusly sanctioned by the state.
The point of this situation is that although acting under an
apprenticeship agreement which in fact conforms to all the stipu-
lations of the statute, a boy would, nevertheless, be considered
illegally employed during the time the agreement was being sent
through the mail to the state office and the acknowledgment
made. This procedure, then, makes it necessary for the employer
to have even for the apprentice a “working permit” and accord-
ingly adds to the red tape for both the boy and the employer.

As opposed to this procedure it would seem that the appren-
ticeship indenture issued according to the statutes should be
equivalent to a working permit, and that it is a mistake for the
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apprenticeship administration to be too much involved in the
complications of child-labor procedure,

Responsibility for the Administration of the Apprenticeship
Statute.—Widespread interest in apprenticeship throughout the
country leads naturally to inquiry concerning the character of
administration. In Wisconsin the administration of apprentice-
ship is Jodged with the industrial commission which is in fact
the labor department of the state government. FEven in this
state there are two schools of opinion concerning the desirability
of apprenticeship administration being placed with the labor
department rather than with that of vocational education. It
will be the purpose at this juncture to discuss this particular aspect
of the state supervision of apprenticeship.

Elsewhere have been stated the advantages of a state-adminis-
tered plan. Therefore in the present circumstances our inquiry
is directed only to the question concerning which department of
the state government should have the responsibility for the
direction of a state apprenticeship program.

Before the United States entered the World War there was
relatively little organized effort in the field of vocational educa-
tion, There was almost no independent vocational personnel.
The movement for vocational education has been but recently
sponsored. It began among those educators whose point of
view and experience enabled them to see the necessities of the
times together with other persons from the ordinary walks of
life who were able to see the possibilities of industrial training
when linked up in a systematic way with a program of school
training, It was a natural circumstance, therefore, that at the
time when Wisconsin established an apprenticeship scheme it
should place its administration with an established department
of the state government rather than with a new board which
had not then established public confidence.

The considerations which point with favor to apprenticeship
being administered by the industrial eommission or the labor
department may be given as follows:

Arguments in Favor of the Administration of Apprenticeship by
the Labor Department.—First, the labor department of the state
government i3 a department of long standing. It has been a
necessary growth to cope with the human problems which are
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inevitable to industrial development. This department of the
modern state has become established in the minds of all factions
in our economie life. This alone would appear to give a tre-
mendous advantage in making effective a new legislative poliey
such as an apprenticeship program, and to provide an argument
favoring the administration by the labor department,

Second, the industrial commission is in close contaet with
industry itself. In fact, its exclusive business is to administer
the statutes which pertain to matters of industrial employment
and the physical conditions which are incident thereto. Its
relationship with industry is one of continuity with both the
employers and the employees. This fact would suggest that
administration of apprenticeship could be very easily and fit-
tingly adapted to the work of the commission, because appren-
ticeship actually takes place in industrial establishments. The
law has already opened a way for this department of state to
inspect and follow up the employment and working eondition
in the places of employment, a fact which suggests the next
consideration.

Third, the industrial commission regulates conditions of work.
It is obliged to check on hours of labor, safety devices, sanitation,
and other conditions of work of all employees. Therefore it
would seem to be an easy maiter for the commission to add the
burden of following up the apprentices to its other responsibilities.

Fourth, another reason which favors administration by the
commission is the indirect power which the commission can
wield over the enforcement of apprenticeship regulations. This
power, though somewhat unconsciously held, is nevertheless a
very effective weapon. It has already been pointed out that the
industrial commission seeks compliance with the general labor
statutes, apprenticeship being one. Should the commission dis-
cover that the apprenticeship law is being violated, it might
fittingly presume that other laws were being violated. This
presumption would invite closer inspection and the more
detailed check on the plant practices and condition., The result
would be, of course, that the employer would find it to his
advantage to comply with the law rather than invite too close
inspection. This strategic position of the commission as an
enforcing body unconsciously compels the employer to observe
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a more uniform compliance with the statutes. That is to say
that the power which is inherent in the commission to bring
pressure to bear on the principals of industry is sufficiently
potent to convince those interested in apprenticeship that the
law can be reasonably well enforced by the commission.

Fifth, the commission is in the situation where it must adjust
relationships between employer and employee. The adminis-
tration of workmen's compensation brings together the employer,
employee, and the eommission. There is also the question of
adjusting other employee and employer relationships where dis-
putes arise between management and labor. The commission,
however, in the administration of these phases of labor law has
built up, as any labor department of any state can build up, a
spirit of good will between it and industry which can be turned
to aceount in the administration of a statute such as the appren-
ticeship law, which being operative on the employer only through
his own volition depends entirely on good-will relationships,

Sixth, the industrial commission is charged with the enforee-
ment of child-labor legislation and is responsible for the issuance
of child-labor permits. Child-labor legislation, of course, is
closely allied to apprenticeship. A proper understanding of
child-labor problems should result in a greater appreciation of
the possibilities of apprenticeship. It should be possible for
the child-labor enforcement machinery or personnel to facilitate
apprenticeship relations and procedure by virtue of its experience
with people of apprenticeable age.

Seventh, the labor department is in the strategic position for
apprenticeship administration inasmuch as this department
usually is the statistical organization for the collection of expe-
rience and facts concerning trades, industries, employment, and
the like within the state. This fact makes it possible for the
commission to advise properly with regard to the relative impor-
tance of various occupations, and the tendencies to obsolescence
of particular occupations. The economic aspect of apprentice-
ship is more elearly comprehended by an administrative depart-
ment which is able to view all the other economic aspects of
employment or lack of employment.

Eighth, a final consideration which would favor enforcement
by the industrial commission would be the fact that factory
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inspectors in other fields could contribute to the experience
of the apprenticeship department and bring to bear points of
interest with respect to the character of the work being done,
the hazards involved, the hours of labor, and like aspects.

Arguments in Favor of Administralion of Apprenticeship by
Departments of Vocational Education.—In recent years state
boards of vocational education have been established in most
of the states of the union. The Smith-Hughes law of 1917,
providing Federal funds to supplement state moncys for the
department of voeational education, brought in its wake voca-
tional-education crganizations or administrative bodies in these
states. Apprenticeship, as has already been pointed out, having
such a large educationsl or academic feature in conjunction with
it, has challenged the interest of vocational educators. This
fact, of course, is & very natural thing because apprenticeship,
after all, i3 a very vital form of vocational training. We shall
suggest then at this point some of the considerations which have
led some people to believe that the interests of apprenticeship
would be furthered by having the state scheme administered
by the boards for voecational education rather than by labor
departments of the state government. There will be given
below some of these considerations.

First, vocational-training educators are giving more specific
educational attention to the apprenticeship department. The
necessity for giving a certain amount of academic instruction
to apprenticeship calls for the full cooperation of vocational
educators. It would seem logical, therefore, that the whole
responsibility for supervision of apprenticeship should rest
with that body whose full time and attention are given to educa-
tional problems. It is implied that the labor department on
the other hand undertakes apprenticeship as only a minor aspect
of its total industrial relations program.

Second, apprenticeship has for many centuries been directly
associated with what is known as child labor. It would be
preferable for the development of apprenticeship in these days
that it be given the educational rather than the employment
emphagis or that a distinction be made between the ides of
apprenticeship for employment, or child labor, and the concept of
an educational program, which real apprenticeship should typify.
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Granted that this emphasis is a desirable achievement, it would
be accomplished more effectively by the voecational-educa-
tion administration than by the administration by the labor
department,

Third, it would bave a tendency to take apprenticeship out
of the child-labor classification and would cause the vocational-
education people established in all of the industrial ¢communities
to be directly interested in apprenticeship training. It would
mean that there could be developed a well coordinated legal
follow-up for apprentices which cannot be go universally effective
with a department of state which has no regular local legally
constituted officers functioning full time for that department.

Fourth, the vocational educators understand the nature of
the academic training required of these apprentices. They have
to make direct contacts with the apprentices in their hours of
academic schooling. It would be logical therefare for these
educators to follow the apprentices into the workshop and to
effect a supervisory interest in all the phases of the apprentices’
experience,

Fifth, the development of the coordinator in vocational
educational centers is another reason for administration by the
vocational-education department. Where vocational schools
have been established it has become customary to have an
individual in the community who, as a coordinator, goes between
the industry and the school, and follows the boys in their daily
work in their places of employment. The coordinator should
bring to the school such information and understanding of the
economic aspects of the young person as will vitalize the curricu-
lum in the voeational schools. It seems to be a logical considera-
tion that where coordinators are established for other forms of
juvenile labor, it would be fitting to have them assume respon-
sibility for the apprenticeship relations in like manner, reporting
ultimately, of course, to the state administrative machinery,
Incidentally, if apprenticeship were supervised by these edu-
cators, the odium of child labor in connection with apprenticeship
could be largely obviated because the apprenticed boys would
then begin to consider themselves as a part of an educational
program. This would help to eliminate the inferiority complex
which a manual job gives to many young people starting in
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industry, and which has an unfortunate effect on the social
standing of those who receive training in industry rather than
in school.

Sixth, an educational administrative board would have a
larger personmel directed specifically to wvoeational-education
problems. This has been inferred before. A larger personnel
would be a boon to the apprentices and perhaps to the employers
in the development and maintenance of this form of training.
It would partly grow out of the fact that a more generous support
of public funds could be obtained for apprenticeship work through
vocational education than could be obtained through the labor
department. In the labor department one phase of the budget
takes care of apprentices, but this is a minor phase of the whole
department. Apprenticeship training is in a sense the whole
of the effort of vocational edueators, and hence what funds were
obtained would be specifically turned toward the main proposition
of industrial training with a correspondingly greater effective-
ness. Finally, it should be remembered that edueational
training organizations have developed very considerably in recent
years, and are not now so limited in dealing intelligently and
sympathetically with industrial establishments as they were
before the war. They have made apprenticeship a part of a
great scheme of vocational training and have evinced great
interest in seeing this form of training advanced and vigorously
maintained.

In concluding these observations with respect to state admin-
istration of apprenticeship, it should be stated that there are
certain basic principles which must not be ignored. At the
outset it may be said that whichever department is charged with
the responsibility of the administration of the apprenticeship
scheme, cooperation bet ween both departmentsis absolutely essen-
tial. No scheme, no matter how perfectly it may be conceived,
notwithstanding the greatest exquisiteness of design, can be more
effective than it is skillful in its administration or execution. It
is important to observe that the substance in administration, as
in other things, is more important than the form, the spirit is
more important than the letter, and the end is more important
than the means. In other words, it is almost axiomatie that the
circumstances of particular times and places will call forth
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different schemes or facilities for earrying out eertain established
principles. In one state one fortn will bring results, while in
another state another form will bring equally good results. One
plan may be successful in one state and unsuccessiul in another,
The fundamental question to consider is how the job can be done
to the best advantage. In other words, it is not so important
to argue concerning the merits of particular plans, which are
merely means to an end, but it i3 important to see that the
regults desired are achieved and maintained, and that the public
purpose is enhanced. This will be easily attainable if the
interests of the boys are made paramount.

Questions and Exercises

1. What inequity appears in the plan of compensating the injury to an
apprentice on the basis of a percentage of his enrnings?

2. Doea workmen's-compensation legislation make apprenticeship more
dificutt? Can the difficulty be obviated?

8. How does the atate of Wisconsin reconcile apprenticeship statutory
provisions with those of workmen's compensation?

4. How would you differentiate between apprenticeship and child labor?

5. Should u state spprenticeship plan be administered by the department
of labor or by the department of vocational education?

6. What do you consider the best arguments in favor of the adminis-
tration of apprenticeship legislation by the labor department?

7. What are the arguments in favor of the administration of apprentice-
ship by the vocational educational departments?

8. What is the important consideration in the success of any apprentice-
ship plan?
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APPENDIX A

WISCONSIN EXHIBITS

I. THE TEXT OF THE LAW UNDER WHICH APPRENTICES SHALL
BE INDENTURED

Section 106 of the statutes, as amended by the Laws of 1919 and 1923

Apprentice Defined

Section 106. 1. The term ‘‘apprentice’” shall mean any minoer, 18 years of age or over,
who shall enter into any contract of service, expressed or implied, whereby he is to receive
from or through hia employer, in consideration for his eervices in whole or in part, instruction
io any trade, craft or businesa.

Indenture Defined

2. Every contract or agreement entered into by an apprentice with his employer shall be
known as an indenture: such indenture shall be in writing and shall be executed in triplicate,
one copy of which shall be delivered to the apprentice, one to be retained by the employer
aod one tu be filed with the Industrial Comrmission of Wisconsin at Madison.

Who May Be Indentured

3. Any minor, 18 years of age or over, may, by the execution of an indenture, bind himself
as hereinafter provided for a term of service not less than one year.

Who Must Sign Indenture

4. Every indenture shall be signed:

(1) By the minor.

{(2) By the father; and if the father be dead or legally incapable of giving consent or has
abandoned his family, then

(3) By the mother; and if both the father and mother be dead or legally incapable of
giving consent, then

{4) By the guardian of the minor, if any.

{5) If there be no parent or guardian with authority to sign, then by two justices of the
peace of the county of the residence of the minor, or by a member of the Industrial Commis-
sion of Wisconain or a deputy thereof.

{(6) By the employer.

Conteats of Indenture

5. Every indenture shall contain:

{1) The names of the parties.

(2) The date of the birth of the minor,

(3) A statement of the trade, craft or business which the minor is to be taught, and the
time at which the npprenticeship shall begin and end.

(4) An agreement stating the number of hours to be spent in work, and the number of
hours to be spent in instruetion. During the firat two years of his apprenticeship, his
period of instruction shall be not less than four hours per week or the equivalent. If the
apprenticeship is for a longer period than two years, the total hours of instruction shall be
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not less than four hundred hours. The total number of hours of instruction and service
shall not exceed fifty-fve per week; provided, that nothing in this paragraph shall be con-
strued to forbid overtime work as provided in subsection 7 of this section.

{3) An agreement as to the process, methods or plans to be taught, and the approximate
time to be rpent at each process, method or plan.

{6) A statement of the compensation to be paid the apprentice.

{7} An agreement that a certificate shall be given the apprentice at the conclusion of his
indenture, stating the terms of indenture.

Provision for Schooling

6. The employer shall pay for the time the apprentice is receiving instruction, at the
same rate per bour a8 for services, Attendance at school shall be certified by the teacher
in charge, and failure to attend school shall subject the apprentice to a penalty of losa of
compensation for thres hours for every hour such apprentice shall be absent without good
cause,

Overtime

7. An apprentice over 18 yeara of age may be allowed to wark overtime not to exceed
thirty hours in any one month. Overtime shall be considered all time over ten hours in
any one day, and in case the hours of labor are limited in the particular eraft, industry or
business, and as to the particular employer, to less than ten hours, overtime shall be figured
a8 all time in any one day in excess of such limitation, For overtime the apprentice shall
receive cne and one-helf times the rate per hour provided in his contract for regular time.

Penalty for Viclation of Contract

8. If either party to an indenture shall fail to perform any of the stipulations thereof, he
shall forfeit not less than one dollar or more than one hundred dollars, such forfeiture to be
collected on complaint of the Industrial Commiseion of Wisconsin, and paid into the state
treasury. Any indenture may be annulled by the Industrial Commission of Wiesconsin
upon application of either party and good cause shown.

Administration

9. It shall be the duty of the Industrial Commission of Wisconain, and it shall have power,
jurisdiction and autherity, to investigate, ascertain, determine and fix such reasonable
classifications and to issue rules and regulations and general or special orders as shall be
necessary to carry out the intent and purpose of section 106 of the statutes. Such investi-
gations, classifications and orders, and any action, proceeding, or suit to aet aside, vacate or
amend any such crder of said commission, or to enjoin the enforcement thereaf, shall be
made pursuant to the proceeding in sections 101.01 to 101.28,¥ inclusive, of the statutes,
which are hereby made a part hereof, so {ar as nut inconsistent with the provisions of section
106 of the statutes; and every order of the said Industrial Commission of Wiaconsin ehall
have the same force and effect as the orders issued pursuant to sections 101.01 to 101.28,*
inclusive, of the statutes, and the penaltieas therein shall apply to and be imposed for any
violationa of section 106 of the atatutes, excepting as to the penalties provided in subsection
8 of section 106,

Determination of Instruction

10, It shall be the duty of all school officers and public school teachers to co-operate with
the Industrial Commission of Wisconsin and employers of apprentices to furnish, in a
publio school or any achool supported in whole or in part by public moneys, such instruction
as may be required to be given apprentices.

Limits of Application

11. The provisions of section 108 shall not be construed as invalidating any contract of

apprenticeship entered into before July 1, 1915,

¥ Industrial Commission Law,
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INDUSTRIAL COMMISSION OF WISCONSIN

APPRENTICE INDENTURE

This Indenture, Made in triplicate this......... day of 19
between _... ....hereafter called the first party,
(Addrema)
and .. A MINOT BOMM.cuvmeirctrvaveansene -
(Data of Birth)
of .. » Wisconsin, and
{Blrved snd Mamberd {City

o hereafter called the second parties:
(Nams ol Paremi or Quardian)

'ﬂnn”ﬂ" That the first party agrees to take the said minor into its employ and aervice as an

apprentice to teach him the trade of ... . 88 per
Exhibit A.'"

That the said second parties agree that the said minor shall diligently and faithfully work for and
serve the said first party during the full apprenticeship.

The apprenticeship shall beginonthe ... ... .| day of 9.

and shall be for a period of ... years. The length of vear. the compenaation for the term of
apprenticeship, and the procenes, “methods or plans to be taught shall be as per Exhibit A,

It is mutually agreed that the total number of hours work in any one week shall not exceed fifty-
five (55) and that st least four (4) of such hours or its equivalent'?’ shall be devoted by said minor
to school instruction. If the apprenticeship ia (or & period longer than two years, the total hours of
instruction shall not be less than four hundred {(400) hours,

(This clawse shall aot o somstrued 10 proveni Mbeal LAstrection sfter the Sesthd Fear if Stk purtis agres 16 1k coutiatatics of mma)

Any indenture may be annulled by the Industrial Commission of Wisconsin upon application of either
party and good cause shown.

At the completion of the apprenticeship the said minor ghall receive a certificate stating the terms of
his indenture.

3ot Witness MWhereof, The parties have caused this indenture to be signed as required by
Chapter 106 of the laws of Wisconsin,'"

(Seal) R
Apprentie Mame of Tirm sr Corperasion
(Seal) (Seal)
Farwst & Ouardian (Rmplayer)
{Seal) By . -

1) Babibet & 1g s br Bled et om page B of 1his ferm
) Te --l (L] - pernliar requirewenis of cortain Lrades speral arTangemenis for whooling may be mady through the indusirla) Commiaston

L7 1} A —v of l.h e formiow (e basie apom which |his Indeabure W made snd gotivning sll matiars sot sepressnd in this ¢snirscl (v bervie
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EXHIBIT A

ROTICE: Woapprenticeship Indentore witi B lrgal which doea not havs this cxhibiy Biled oot aa iniicated dslam.
(Sectidn LO8 of the Hlatuten.)

EXTENT OF PERIOD QF APPRENTICESHIP— (Here must be stated the length of time to be aerved,
and wherever the trade can determine, the exact length of each apprentlceship year.)

SCHEDULE.OF PROCESSES TO BE WORKED—{Here must be stated the proceases, methods or plana
to be tatght and the approximate time to be apent at each process, method or plan—to conform to
the character of the individual trade.}

COMPENSATION TO BE PAID—The apprentice shall receive in wages:

SPECIAL PROVISIONS ‘These to be stated here or on following page.
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[Back page of Wisconsin Indenture]

INSTRUCTIONS FOR FILLING OUT INDENTURES

NOTE:—This indenture is a contract—a contract for services, and it ia
as binding on the parties to it as any other kind of contract. It is of the
utmost importance, therefore, that employer, apprentice and his parents
thoroughly understand each other when the agreement is being entered into.
The nature of the duties the apprentice is to perform, his hours of labor,
overtime, wages, vocational school attendance, and all other conditions of
employment, should be fully agreed upon and understood at the beginning
of the apprenticeship.

The first page of the indenture hardly needs an explanation.

On the third page, headed ‘‘Exhibit A,” at least three things must be
stated:

1. The length of the apprenticeship. (One year is the shortest period for
which an indenture may be executed.) It is advisable to state the extent
of period of apprenticeship as a certain number of working days, or, better
still, as so many hours. Thus, *The length of apprenticeship shall be four
years, each year to consist of 2240 hours.”” The figure 2240 is commonly
used where the eight-hour day prevails. There are about 270 working days
in a year so that if the length of apprenticeship is to be given in days it
would be worded: “ The length of apprenticeship shall be four years, each
year to consist of 270 working days of prevailing hours.”

2. Under the heading ‘‘Schedule of Processes to be worked,” there should
be given an outline of the different divisions of the trade in which the
apprentice is to be employed or which the apprentice is to learn. This
should be as complete as possible. If it is not feasible to draw up a definite
schedule of training then a statement may be written in covering the trade
or business in a general way. For example, * The apprentice shall be given
experience and training in the trade of ............ in all its branches
and shall be advanced in the trade from time to time in such a manner and
at such times as to thoroughly develop his capacity and enable him to
become an efficient journeyman.”” The wording of this section should be
a promise to teach the learner the entire trade or business as carried on by
the employer.

By writing to the Industrial Commission a pamphlet containing the
standard schedules of training for all principal trades will be sent free.

3. Under “Compensation to be paid,” there must be a statement of wages
to be paid the apprentice. It is advisable to give this in six-months periods
with a suggested increase in wages of from one to five or more cents per
hour every six months. This varies with the trade. A schedule of wages
for the entire apprenticeship should be given here. This wage iz merely a
minimum one, there being nothing to prevent the employer from paying
more if later the apprentice proves himself worth more.

There is no law governing wages of apprentices indentured according to
the terms of the apprenticeship law. But it is recommended that the scale
paid in any one community be uniform in each trade,
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It is poasible to state the wage scale for apprentices as a certain percentage
of the prevailing journeymen's scale, For example, 25 per cent of the
journeyman's wage for the first six months; 30 per cent the second, etc.
In that case the apprentice’s scale would fluctuate with the journeymen’s.
However, the usual practice is to state the wages as s0 much an hour with
the periodical increase.

Under the fourth heading, *Special Provisions,” mention may be made
of & borus to be paid the learner upon suceessful completion of his appren-
ticeship. An offer of a bonus is not compulsory but it is of considerable
value as an incentive to the apprentice. Practically all indentures now
specify payment of such & bonus in money and tools ranging from 50 to
100 dollars. Here should be mentioned any other special condition of
employment.

Notes on miscellaneous matters:

Time credit may be given the apprentice on his term of training for pre-
YV10Us experience.

The first three months of the apprenticeship constitute a probationary
period unlesa otherwise specified in the indenture, During the proba-
tionary period either party to an indenture may void the agreement by
notifying the Industrial Commission.

Diplomas are issued by this Commission to all graduates who satisfac-
torily complete their apprenticeships.

It is necessary in every case to fill out and sigh three indentures. QOne of
these must be sent to the Industrial Commission at Madison for approval
and filing, one is delivered to the apprentice and the third is kept on file by
the employer.
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AN ACT RELATING TO AND PROVIDING FOR THE TRAINING OF
APPRENTICES (1931)

Be It Enacted by the People of the State of Oregon:

Section 1. Apprentice Defined. The term ‘apprentice” shall be any
minor, 16 years of age or over, who shal! enter into a contract of employ-
ment of more than two months duration whereby he is to receive from or
through his employer, in constderation for his services in whole or in part,
instruetion in any trade, craft, occupation or business, and whereby the
learning of any trade, craft, occupation or business is an essential part of
the condition thereof and of the benefit to be derived therefrom.

Bection 2. Indenture Defined. Every contract or agreement entered
into by an apprentice with his employer shall be known as an indenture;
such indenture shall be in writing and shall be executed in triplicate, one
copy of which shall be delivered to the apprentice, one to be retained by the
employer, and one to be filed with the state apprenticeship commission of
Oregon.

Section 3. Who May Be Indentured. Any minor, 16 years of age or
over, may, by the execution of such an indenture, bind himself, as herein
provided, for a term of service not less than two months.

Section 4. Who Must Sign the Indenture. Every indenture shall be
signed:

(1) By the minor.

(2) By the father; and if the father be dead or legally incapable of giving
consent or has abandoned his family, then

(3) By the mother; and if both the father and mother sre legally incapable
of giving consent, then

{4) By the guardian of the apprentice, if any.

(3) By the employer.

Section 5. Who Must Approve the Indenture, Every indenture shall
be approved:

(1) By the state apprenticeship commission or a duly suthorized deputy
thereof.

(2} By the local apprenticeship commission and/or the apprenticeship
sub-commission of the trade, craft, occupation or business (if any such
exist) covered by said indenture.

(3) If there be no parent or guardian with authority to sign, the said
contract must be approved by the judge of the juvenile eourt or the judge
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of the court of domestic relations in the county in which such minor resides,
if any such court exists.

Section 6. Every indenture shall contain:

(1) The name of the parties.

(2) The date of the birth of the minor.

(3) A statement of the trade, eraft, occupation or business which the
minor is to be taught, and the time at which the apprenticeship under the
indenture shall begin and end.

(4) A statement setting forth all training and employment eonditions
perteining to the learning of the trade, craft, occupation or business by the
apprentice.

(5) A statement setting forth a schedule of processes to be worked; a
schedule showing the per cent of mechanic’s wage to be received by the
apprentice in accordance with the per cent of mechanicship attained and the
employment status of the apprentice.

(6) Such cther and further terms and conditions as may be preseribed
by the state apprenticeship commission of Oregon not inconsistent with the
provisions hereof.

Section 7. State Apprenticeship Commission. The state superin-
tendent of public instruction, the state labor commission, and a member of
the state industrial aceident commission, to be designated by the governor,
shall constitute the state apprenticeship commission of Oregon. Such
commission shall elect its own chairman and appoint a secretary, and pre-
seribe rules relative to the business to he transacted by it. It shall be the
duty of the state apprenticeship commission of Oregon, and it shall have
the power, jurisdiction and authority, to investigate, ascertain, determine
and fix such reasonshle classifications, and to make rules and regulations
and such general and /or special orders as shall be necessary to carry out
the intent and purpose of this act, and may prescribe the asuthority and
duties of its deputies,

Section 8. Local Commissions. The names of the members of the
local apprenticeship commission and/or apprenticeship sub-commissions,
if any such exist, and the names of the officers thereof authorized to approve
the indentures shall be filed with the state apprenticeship commission.

Section 9. School Training and Attendance. It shall be the duty of all
school officials to cooperate with the state apprenticeship commission, the
state board for vocational education and employers of apprentices in pro-
viding the necessary training classes for apprentices. The apprentice
shall be reguired to attend such classes not less than the equivalent of four
hours per week, either within or without the usual working hours, as a part
of his working obligation.

(Approved by the Governor, Feb. 28, 1931.}
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THE OREGON BUILDING CONGRESS

Apprenticeship Commission and Sub-commissions

Uniform Apprenticeship Indenture Contract

RENDERED IN TRIPLICATE (FIRST COPY)

BOYE:r This SAMPLE COPY of the suggested uniform Indenture Contract is printed in
ordeP Lo bring Lbhe importance af proper indenturé procedure hefore the Interadited public.
Ruvislens 10 the Anal copy will be madoe Ln light of reattions recalved.

Gbil unﬁmtm ontrert entered into under date Of e eneoom oo ccocmm oo eceemmemimmaan V19 ...
at Portland, Orepgon, for the period e
D W BT it e e e e ———— Age e
Full name of apprenilce
Place of Birtheamemcae oo mmcccce oo accaae s Date of biethe oo oo emeeeeimnaeeen—a-
Town Stare Month Ly Tear
Permanent address o eimean e mmm oo
Street and number Town State

AN s et et e e m v rimemEEe————————————
Name of employer
Permanent address e m e e ——————— e
Street and number Fown Swate
Hereafter known as the EMPLOYER

WITNESSETH:

That the Employer takes the Apprentice for the purpose of learning or acquiring the trade or occu-
pation of__.____ o e B B S B e e e e e o e

. That the Apprentice agrees to serve the Employer diligently and cheerfully thronghout the period of
this agreement and take advantage of all training opportunities offered by the co-operating parties,

That it is mutually agreed that the Apprentice is 1o be

1. Hired as a learner, 3. Work as a learner.
2. Trained as a learner. 4. Paid as a learner,

It is further mutually agreed-that the stipulations printed on the [cllowing sheets or attached thereto
are hereby made a part of this agreement with full force and eflect.

IN WITNESS WHEREQF, we have hereunto set our hands and seals.

Employer . —— - —e={Seal) Apprentice oo oo ooo R, (Seal)
BY creceemrcecmamamecammmmanac e aea ==al A €0 e cmacmmcsssmamcmmmaee——ee. Seal
Y v ) pprove Parent of Guardlan ( b )
Signed and sealed before me this.__._.__.. day of oo
intheyear..____.__._____.

(NOTARIAL SEAL) e eeicmmmammm—s——cm——ce——r—r——ma———-
Notary Public.

My commission expires. -
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INDENTURE CONTRACT STIPULATIONS

I
BASIS

The conditions of this indenture are based on the idea that each and
every individual or group who participates in the benefits derived through
the program of Vocational Education must co-operate morally and finan-
cially, either or both, in making these benefits possible,

In justice to all concerned, the conditions affecting cach and every
apprenticeship, whatever they may be, should be clearly set forth in an
indenture contract.

I
DEFINITIONS

(1) The Apprentice—A young person who undertakes an employment
contract of more than six months duration wherein the learning of a trade
or occupation is an essential part to the conditions thercof and benefits
derived therewith,

{2) Improver—An individual who has finished the apprenticeship period,
but has not yet obtained a proficiency necessary for a full-fledged worker in
the trade or occupation,

(3) The Employer—A firm or individual legitimately engaged in the
trade or occupation and capable of carrying out that part of the obligation
necessary for the proper teaching of the trade or occupation to the apprentice.

(4) The Parent or Guardian—The individual having the legal autherity
to make this indenture contract legally binding for apprentices who have not
attained legal age.

(5) The Trade or Occupational Advisory Committee—A group of repre-
sentative individuals from the trade or occupation respective to this inden-
ture contract. Hereafter called the Advisory Committee.

(6) The Employers’ Organization—A duly recognized representative
group of individuals or firms or both who respectively employ workers in
the trade or occupation pertaining to this contract, and who are organized
for the mutual advancement of trade conditions and craftsmanship.

(7) The Employees’ Organization—A duly recognized representative
group of individuals emploved in the trade or occupation pertaining to this
contract, and who arc organized for the mutual advancement of trade condi-
tions and craftsmanship.

(8) The School—The Department of Vocational Education of the Port-
land Public Schools represented through authority vested in the Director,
Supervisors and Teachers of this department.

IIT
THE APPRENTICE

(1} Qualifications—No one shall begin a term of apprenticeship before
their sixteenth birthday or after their twenty-first birthday except under
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conditions approved by the Advisory Committee. Candidates for appren-
ticeship must be well qualified, physically and mentally, for attaining a high
proficiency in the trade or occupation sclected.

(2) Supervision of—The Apprentice gshall be under the direet supervision
of the employer while on the job and under the direct supervision of the
schocl eputhorities while in school, and at all times under the indirect super-
vision of the Advisory Committee, The Apprentice must report to the
Advisory Committee or the School on call,

(3) Attendance Obligation—The Apprentice shall be employed by the
week which shall include a minimum equivalent of four hours attendance to
classes established by the School as part of the apprentice’s working obliga-
tion, subject to the provisions under part X1 of this contract. The appren-
tice shell also regularly attend classes established by the School during
temporary periods of unemplovment. Assignment to such classes in the
trade or occupation shall be made by the School.

(4) Regulations—The Apprentice shall at all times cheerfully comply in
letter and in spirit with the regulations set forth from time to time by the
Advisory Committee and the School authorities.

v
THE EMPLOYER

(1} Qualifications—The primary obligations of the employer are to pro-
vide training throughout the length and breadth of the trade or occupation,
steady employment and proper working conditions for the apprentice. In
special cases with the approval of the Advisery Committee, the apprentice
may be indentured to an organization or individual (such as a Father or
Labor Organization, ete.), qualified in effect as the employer, but without
the payroll responsibilities.

(2) Approval of —The employer shall prove to the Advisory Committee,
ability and willingness to comply with the above provisions before the final
approval of this contract.

(3) Selection of Apprentices—The final selection of the apprentice must
rest with the employer, This selection will be made, however, with the
approval of the parties to this agreement and where possible with and
through the support of other co-operating groups.

(4) Quota of Apprentices—The ratio of apprentices to journeymen shall
be in conformity with the going practice in the trade or oceupation.

{5) Attendance Enforcement—The employer shall compel attendance of
apprentices under his employ to classes established by the School in con-
formity with the provisions hereafter enumerated in Part XI of this con-
tract, Assignment to such clasges in the trade or occupation shall he made
by the School.

(6) Trade Placement—The apprentice shall be placed in strict conformity
with the recommendations made by the Advisory Committee. Such
placements will regularly be efiective January 1st and July 1st of each year.
Special recommendations may, however, be made at any time by said Com-
mittee and shall be effective in accordance with written notice,
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{7) Suspension of Apprentices—On written request from the Advisory
Committee and in full conformity thereof, the employer shall temporarily
or permanenily suspend from employment apprentices who have failed to
comply with the rules and regulations set forth by the School Authorities or
Advisory Committee.

(8) Transfer of Apprentices—The employer may temporarily transfer
the apprentice to another employer in the same trade or occupation without
nullifying in any way this agreement. The Executive Officer of the Advi-
sory Committee shall, however, be notified immediately of such transfer.
Permanent transfer may only be effected with the approval of the Advisory
Committee through the marginal endorsement of all parties concerned.

{9) Scope of Training—The Employer shall provide the apprentice with
practical training throughout the scope of processes based on an analysis of
the trade or occupation as specifically outlined in Part X of this contract.

Vv
THE GUARDIAN

(1) Enforcement—The guardian shall assure the diligent enforcement of
the apprentice’s obligations in letter and spirit, both before and after
attainment of legal age by the apprentice.

{2) Home Environment-—The guardian shall assure home conditions
conducive of regular attendaace to school, health, honesty, cheerfulness and
home study.

Vi
THE ADVISORY COMMITTEE

(1) Personnel—The individuals comprising this group are to fairly
represent the trade or occupation. They are to be nominated in equal
numbers by the respective recognized trade or occupational! organizations
where such exists. Where the trade or occupation is unorganized or where
epecial conditions exist nominations may be made by the City Director of
Vocational Education. Nominees shall be approved by the City Director
of Voceational Education and appointed by the Board of Education of the
Portland Public Schools in order to effect the legal status herealter outlined
in Part XII of this contract.

(2) Duties——The Advisory Committee shall conduct examinations, make
recommendations for trade placements, set apprentice wage scales, assist
in providing supplies and equipment for apprentice classes, settle all con-
troversica regarding job conditions, and in general maintain active interest
and effective results in the apprentice training withia their power. Execu-
tive authority for the Advisory Committee shall be vested in the School
through the City Director of Vocational Education.

VII
THE EMPLOYERS’ ORGANIZATION

(1) Representation—Individusls nominated are to fairly represent the
recognized employers’ organization on the Advisory Committee and shall
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be clothed with full authority to carry out the duties outlined in Part VI
of this contract.

(2) General Enforcement of Regulations—All recommendations of the
Advisory Committee or school authorities pertaining in any way to appren-
tice training shall be cheerfully and effectively enforced by the recognized
employers’ organization.

(3) Enforcement of Attendance—The reeognized employers’ organization
shall at all times take definite and effective means to enforce the regular
attendance of apprentices in good standing whether employed or temporarily
unemployed, to the classes established by the School, in the respective trade
or occupation.

Vil
THE EMPLOYEES’ ORGANIZATION

(1) Representation—Individuals nominated are to fairly represent the
recognized emplovees’ organization on the Advisory Committee and shall
be clothed with full authority to carry out the duties outlined in Part VI
of this contract.

{2) General Enforcement of Regulations—All recommendations of the
Advisory Committee or school authorities pertaining in any way to appren-
tice training shall be cheerfully and effectively enforced by the recognized
employees’ organization.

(3) Enforcement of Attendance—The recognized employees’ organization
shall at all times take definite and effective means to enforce the regular
attendance of apprentices in good standing whether employed or temporarily
unemployed, to the classes established by the School, in the respective trade
or occupation.

(4) Suspension of Apprentices—On written request from the Advisory
Committee and in full conformity thereof, the Employees’ Organization
ghall temporarily or permanently suspend from membership in said organiza-
tion apprentices who have failed to comply with the rules and regulations
set forth by the School Authorities or Advisory Committee.

X
THE SCHOOL

(1) Housing—The School shall provide and maintain proper class-room
facilities within the provisions of the funds available.

(2} Instruction—The School shall provide proper and effective instruction
through teachers experienced in the trade or occupation within the provision
of funds available,

(3) Testing—The School shall ascertain through tests and examinations,
the information, appreciation and doing ability of the apprentice in the
various phases of the trade or occupation,

(4) Records and Reports—The School shall keep complete records as to
school progress, personal qualifications, experience, and attendance of
apprentices and report same to parties affected at such periods to insure the
effectiveness of the training program.
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(6) Advancements—The School, with the co-operation of the Advisory
Committee will grant periodically such advancement Certificates of Merit
and Diplomas as merited by the apprentice.

(6) Regulations and Schedules—The School shall prepare and administer
such rules and regulations as are necessary to insure proper school conduct
and instruction procedure, and also set and administer such process sched-
ules, fee schedules and class schedules necessary for the effective progress for
apprentice training.

(7) Authority—The School shall in general act as the Clearing House and
executive in correlating the aims and sctivities of the various co-operating
groups.
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X
SCHEDULE OF PROCESSES TO BE WORKED
Based on an analysis of the Trade or Occupation




APPENDIX B 253

XI
EMPLOYMENT STATUS

Explanatory Note: It is not intended that all of the conditions set forth helow
shall apply to every indenture contract. Where such conditions do not
apply insert the word “ VOID,"” in the blank space provided,

(1) Employment—The Apprentice will be employed by the week which
shall include four hours, or equivalent, attendance to the school as part of
the working obligation.

(2) Hours—Time and overtime conditions shall conform to the going
practice in the trade or occupation except that attendance to school shall
be on the straight time basis. Such attendance to school shall be either in
or out of the usual working hours, and conform with class schedules set by
School Authorities. Overtime work shall in no case be allowed to conflict
with school attendance.

(3) Wages—For time and overtime the apprentice shall be paid the
percentage of the going scale for full-fledged workers in the trade or ocecupa-
tion, listed herewith according to trade placement. Such trade placements
to be based on trade attainments, independent of the time worked.

Pre-service training. . ... .., 174 3rd yearhigh............. . LA
st yearlow............... % 4th yearlow.............. %
I1st year high. ... ... ... % 4th year high. ... .. ... .. .. o
2nd yearlow.............. % Sthyearlow... ... ........ %%
2nd year high. ............ % 5th year high........... ... o,
3rd yearlow. . ....... ... .. %o 1st year Improvership. . .. %

{4) Penalty—The employer will deduct from the apprentice’s weekly
wage two hours pay for each hour of unexcused absence from the school.

(5) Present Standing—1It i3 understood and agreed by all partics con-
cerned that the trade placement of the apprentice at the date of entry of
this contract 18, .. ... oo

(6) Yearly Employment—In economic conformity with the wage scale
above gutlined the employer guarantees the apprentice a minimum of .. ...
WhB. oo weeks employment per year during the

(7) Bonus Provision—In order to stimulate the interest of the apprentice,
the employer has deposited in escrow withthe. .. ... ... ... ... ..... ...
the sum or security to theextentof ($.......... Y
Dollars, to be paid the apprentice on the satisfactory completion of thig
indenture contract.

{8) Deposit Provision—In order to assure the employer that this inden-
ture contract will be fulfilled, the apprentice has deposited in escrow with
the. ... ... .. . . e the sum or security to the
extentof (§.......... S U Dollars,
to be paid the employer in case this indenture contract is not completed
satisfactorily by the apprentice.
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Xnn
ENFORCEMENT

(1) Arbitration—The Apprentice, Employer, Guardian or other parties
directly interested in apprentice training shall have the right of appeal to
the Advisory Committee for arbitration concerning any and all controver-
sies, arising under or out of, in connection with, or relating to, or for the
breach of, the agreement of which this is a part. Such arbitration shall
be conducted under the terms and conditions outlined in Chapter 186,
Oregon Session Laws, 1925, and according to the rules and regulations of the
duly appointed Advisory Committee; and judgment upon any award
rendered may be entered in the office of the Clerk of the Court {Circuit or
County) of the County where said Arbitration is held.

(2) Annulment—This eontract may be annulled at any time and for any
reason during the six months period immediately following the date of
entry, by cither Employer or Apprentice, by formal notice to the Executive
Officer of the Advisory Committee through the surrender of the copy of the
indenture contract held on which is noted the reason thereof. In case of
such annulment any bonus or deposit provision entered into under Part XI
shall be held void and return of same made to orginating source.

After the expiration of said six months period this contract can only he
annulled by the formal application of both Employer and Apprentice in a
manner as above noted or by a formal ruling of the Advisory Committee,

(3) Cbanges—Additions and amendments may he made at any time
through the Exceutive Officer of the Advisory Committee by marginal
memorandum and endorsement of all parties concerned.

{4) Approval—This contract, rendered in triplicate, must be completely
signed and approved by all partics concerned before becoming efiective.
One copy is to be held by the Emplover, onc copy by the Apprentice, and
one copy filed with the Executive Officer of the Advisory Committee.

Approved for the Advisory Committee of
the trade or occupation, known as...........

1M—L.E.B.—11-1-28 Executive Officer.
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THE ONTARIO APPRENTICESHIP ACT (1928)

An Acl respecting the Training of Apprentices

His Majesty, by and with the advice and consent of the Legislative Assem-
bly of the Province of Ontario, enacts as follows:—

1. This Act may be cited as The Apprenticeship Aet, 1928,

2, In this Act,

(a} “Apprentice’ shall mean & minor at least sixteen years of age who
enters into a contract of service in accordance with this Act, whereby
he is to receive from or through his employer, in whole or in part,
instruction in any industry, trade, eraft or business;

() ““Employer” shall mean and include in relation to an apprentice, any
person, firm or corporation, or municipal, provincial or other public
authority to whom an apprentice is or is proposed to be hound in
accordance with this Act, by contract of apprenticeship in any
designated trade;

{c) “Inspector” shall mean Inspector of Apprenticeship appointed under
this Act;

(d) ““Minister” ghall mean Minister of Labour;

{¢) “Regulations” shall mean regulations made by the Lieutenant-
Governor in Council under the authority of this Act;

(f1 “Trade” shall include industry, trade, eraft or business and any
branch of any industry, trade, eraft or business.

3. The provision of this Act shall apply in respect of apprenticeship in
any trade specified in Schedule “A' of this Act and every such trade is
hereinafter referred to as a “designated trade.”

4.—(1) Upon receiving a petition signed by at least twenty-five employers
in any trade asking to have such trade added to Schedule '*A*' the Minister
shall direct the Inspector to inquire into the matter of the petition and the
Inspector shall thereupon make such investigation as may be deemed neces-
sary to determine whether or not such trade shall be added to Schedule ' A.”

(a) Nothing in this section shall prevent the Minister from directing such
an investigation by the Inspector upon his own motion.

(2) The Lieutenant-Governor in Council, upon the recommendation of
the Minister, may from time to time add to Schedule *“A’" such other trades
as may be deemed expedient.

5.—(1) The Lieutenant-Governor in Council may appoint a Provineial
Apprenticeship Committee to be composed of an equal number of employers

255
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and employees and of a chairman to advise the Minister on all matters eon-
nected with the conditions governing apprenticeship.

(2) The Lieutenant-Governor in Council may appoint an Inspector of
Apprenticeship for the purpose of carrying out the provisions of this Act
and may also appoint such other officers or clerks as may be deemed neces-
sary or expedient.

(3) The Inspector and such officers and clerks shall be under the direction
and control of the Minister who shall be charged with the administration of
this Act,

6. Bubject to the regulations it shall be the duty of the Inspector:

{a) to keep a register of every contract entered into by an apprentice;

(b) to make such examination and enquiry as may be necessary to ascer-
tain whether the provisions of this Act are being complied with by
both employer 2nd apprentice;

(€) to arouse and promote interest in the adoption of zpprenticeship in
industries;

(d) to assist in establishing a permanent system of training of apprentices
in any industry;

(e) to provide such information as may be required by apprenticeship
committees;

(f) to collaborate with educational authorities in the training of appren-
tices;

(g) to submit a report annually to the Minister;

(k) generally to perform such other duties and exercise such powers as
may be prescribed by the Minister for earrying out the provisions of
this Act.

7. After the commeneement of this Act, no person shall enter into any con-
tract of apprenticeship in a designated trade except in accordance with the
provisions of this Act.

8.—(1) A minor shall not be employed in any designated trade for a
longer period than three months, except under a contract of apprenticeship
in accordance with this Act.

(2) Subsection 1 shall not apply to a minor who has already completed
the period of apprenticeship customary in the designated trade.

9.—(1) Every contract of apprenticeship shall be in the form set out in
Schedule “B” of this Act, except that the Minister may upon the recom-
mendation of an apprenticeship committee authorize the variation of such
form to suit the special circumstences of any particular designated trade,

(2) The contract shall not be of any force or effect until it has been
approved of by the apprenticeship committee and the Inspector by writing
endorsed thereon, and has heen registered by the Inspector in the manner
preseribed by the regulations.

(3} A contract of apprenticeship under this Act shall not be entered into
for a period of less than two years.

10. Where a minor has been employed under a contract of apprenticeship
in any designated trade prior to the date of the commencement of this Act,
such contract shall within three months after the said date be registered at
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the office of the Inspector, but such contract shall in other respects be
regarded as if this Act had not been passed.

11, Where 8 minor is employed as an apprentice in a designated trade,
but not under a contract, the provisions of this Act shall in relation to any
unexpired period of such apprenticeship apply as from the expiry of three
months after the commencement of this Act and the period during which
any such minor was employed as an apprentice may, with the approval of
the apprenticeship committee, be allowed as part of the time required to
complete the full period of apprenticeship.

12. Ewvery contract of apprenticeship shall be signed:

(a) by the minor to be apprenticed;

(b) by the father of the minor, and if the father be dead or legally incapa-

ble of giving consent or has abandoned his family; then

{¢) by the mother of the minor, and if hoth the father and mother are
dead or legally incapahle of giving consent; then

{d) by the guardian of the minor, if any; or

(e) if there be no parent or guardian with authority to sign, then by the
judge or junior or acting judge of the county or district court of the
county or district in which the employer carries on business; and

(’ by the employer.

13.—(1) The Inspector may refuse to register any contract of apprentice-
ehip which is not in his opinion for the benefit of the apprentice.

{2) Where the apprenticeship committee approves a contract of appren-
ticeship but the Inspector refuses to register the same, the matter in dispute
shall be referred to the Minister whose decision shall be final.

14, The registration of a contract of apprenticeship shall not be regarded
as a guarantce that all the provisions of the contract are valid or that any
provision thereof is not in conflict with the provisions of this Act.

15. Subject to the approval of the Minister, a contract of apprenticeship
may be terminated by mutual agreement of all parties thereto, or it may be
cancelled by the Inspector, provided good and sufficient reason is adduced by
the employer or apprentice or his guardian, and the fact of termination or
cancellation shall be endorsed by the Inspector upon the copy of the contract
registered in his office,

16. Where the terms of a contract of apprenticeship cannot be fulfilled
the Inspector may arrange for the transfer of the apprentice to another
employer but such transfer shall not he regarded as completely effected until
it has been approved by the apprenticeship committee and registered.

17. The Lieutenant-Governor in Council, may make regulations:

(a) to establish for any defined area, an apprenticeship committee or
committees to advise the Minister on all matters connected with the
conditions governing apprenticeship in any designated trade within
that area;

(b) preseribing the powers, duties and functions of apprenticeship com-
mittees relative to; the designation of any trade; the period or periods
of apprenticeship; the qualifications upon which apprenticeship may
commence in any designated trade; the standard of education for the
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apprentice; the nature and number of educational classes to be
attended by the apprentice; the course of training to be given an
apprentice in a designated trade; the number of apprentices that
may be employed by an employer in a designated trade; the issuance
of a certificate to an apprentice who has completed his term of service;
fixing the hours of labour and rates of wages for apprentices; recom-
mending such methods of assessment of employers as may be deemed
pecessary to maintain a system of apprenticeship in any industry or
designated trade;

{c} specifying the number and qualifications of members of an appren-
ticeship committee, and fixing the period of appointment and the
method of designating or appointing a chairman and other officers;

(d) governing the procedure of an apprenticeship committee at its meet-
ings and the time and place of such meetings;

(e) providing for books, records and forms to be used by an apprenticeship
committee; and

(f} generally such other matters as may be necessary for the proper carry-
ing out of the provisions of this Act.

18. The Minister may assign an officer in his Department to act as secre-

tary to an apprenticeship committee.

19. Such courses of part or full time instruction in a school, collegiate or
other educational institution as may by regulation under this Act be pre-
seribed for the training of an apprentice shall conform to the provisions of
The Adolescent School Attendance Act and The Vocational Education Act.

20. The members of an apprenticeship committee shall serve without
remuneration but the Lieutenant-Governor in Council may fix an allowance
to be payable to such members on their attendance at meetings and in trans-
acting the business of apprenticeship committees, and zll reasonable and
necessary travelling and living expenses and all other expenses incurred by
it in carrying out the provisions of this Act shall, when approved by the
Minister, be payable out of such sums as may from time to time be appropri-
ated by the Legislature for that purpose.

21. Every person who, after the commencement of this Aet:

{a) enters into a contract of apprenticeship in respect to any designated

trade except in accordance with the provisions of this Act: or

(b) except as expressly provided by this Act employs any minor in a
designated trade; or

(¢) contravenes any of the provisions of this Act or any regulation made
thereunder,

shall incur a penalty of not less than $10 nor more than $100 to be recovered
on summary conviction before a police magistrate.

22. This Act shall come into force on the dey upon which it receives the
Royal assent.



APPENDIX C 259

Provincial Apprenticeship Committee of Ontario
P
CONTRACT OF APPRENTICESHIP
SCHEDULE “B”

THIS CONTRACT, made and entered into the dayef.............. 19..

betireen . . ... ... e e e (hereinafier called
the Employer) of the First Part,and . ... ....... ...,
a minor of the age of . . . .years, having been born on the.. . .day of
................ 19. (heremaﬁer called the Apprentwe) of Lhe Second Part,
and . e, (insert name of

parent or guardian or judge) of the Third Part,

WITNESSETH: 1. That the party of the Second Part, having been found
medically fit, does of his own free will and with the consent of the party of the
Third Part by these presents agree:—

(a) To bind himself as an Apprentice to the said Employer in the trade or
occupationof .. ... ... foraperiodof............. years commencing
onthe ..... ..., dayof.............. 19..

(b)) To serve failthfully, honestly, and diligently the Employer and to obey
all lawful and reasonable demands and requirements of the Employer
or those dwuly placed in authority over him.

(e) Notto disclose or communicate Lo any person whomsoever any informa-
lion relateng to the business of the Employer.

(d) Not o be interesied directly or indirectly, either as o paid ageni or
servand, in any business or undertaking other than that of the Employer.

(e) T'o altend, in accordance with the requirements of the Mtnister, such
classes as may be decided upon by him for the purpose of recefving
technical or other education.

2. That the Employer does by these presents agree:—

{2} To bind himself to receive the said Apprentice for the period stated
and Lo teach efficiently or cause to be taught efficiently the said Appren-
tice in the trade or occupation specified.

(b) To refund to the said Apprentice the reasonable class fees expended on
technical instruction where free insiruction is notf avatlable, provided
that the Apprentice hus made not less than seventy-five per centum of
the full number of prescribed atiendances at the lechnical course, and
provided that the principal of the lechnical institution has reported
that satisfactory diligence has been shown by the Apprentice.

Note: This contract is of no force or effect until it has been approved by the
Provincial Apprenticeship Committee and registered.
Forward three completed copies to the Inspector of Apprenticeship, East
Block, Parliument Buildings, Toronto, 5. One copy will be returned
to the employer, one copy to the apprentice, and the other kept on file in
the office of the Inapector.
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(¢) To pay to the said Apprentice wages al the following rafes, viz:—
(Specify Only One Method of Computing Wages)

For the first year thesum of . ........ ... ...._ ... per.........
OF e % of the prevalent journeyman's rale
For the second year thesum of $..................... per........
OF i % of the prevaleni journeyman’s rate
For the third year thesum of §. . ... ... ... ... ... ..... per........
OF e ee e e e % of the prevalent journeyman's rate
For the fourth year thesumof $...................... per........
O it enannns % of the prevalent journeyman's rate
For the fifth or any subsequent yeor the sum of $........ PeT. ...,
OF . e % of the prevalent journeyman's rale,
or af such other rates as may be decided upon from time to time by the
Mindster.

(@) To furnish annually a report on the progress end conduct of the
Apprentice to the apprenticeship commitiee.

(e) To endorse and sign this condract on completion of the period of
apprenticeship and to hend ¥ over (o the Apprentice as kis property.

3. That it is further agreed between the parties to this contract that:—

(a) This contract may with the mutual consent of all parties be transferred
to another Employer in the same trade, provided that the Employer or
the A pprentice shows cause why he should nof complelethe contract, and
provided that the Inspector assents to such transfer, and such transfer
shall be effected by endorsement thereof on this contract signed by the
parties thereto and endorsed on the copy of this contract filed in the
office of registration, and upon such transfer taking place all parties
thereto shall be bound by all the terms of this confract for the unexpired
portion thereof.

(&) If the Employer has good grounds for belief thal the Apprentice has
commiited a serious breach of the terms of this contract or that the
Apprentice has been or 18 conducting himself in an unseemly manner
and contrary to geod discipline, he may forthwith suspend the A ppren~
tice and shall immediately report the matier Lo the Minister to be dealt
with under the Aect.

(c) If the Employer shall commit any serious breach of the lerms of this
contract the Apprentice may with the consent of the party of the third
part report the matler to the Minister to be dealt with under the Act.

(d) The Minister shall be notified by both parties to this contract in the
event of any alteration to the contract such as provided for in the last
Jour preceding paragraphs.

IN WITNESS WHEREOQF the contracting pariies hereto have hereunder set
their hands the day and year eforesatd.
As Witnesses:

................................
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......... R TSI
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2
Registered at the office of the Inspector of Apprenticeship this..... ... ..day of

....................... 19

Inapector of Apprenticeship
(To be Filled in if Apprentice Transfers to Another Employer)

With the consent of all the parties to this contract the services of the Appreniice
and the responsibilities of the Employer are hereby transferred (o

this .. ... ... ... ... .. dayof . ... ... . 19
As Witnesses
|
e o
e
5
e e i
2 P
)
o Parent or Guardian
. Z
L. i i,
e P
5N
Registered ai the office of the Inspector of Apprenticeship this. ... ... . .day of
......................... , 19.. ..
o Inspector of Apprenticeship
(To be Filled tn on Completion of the Term of Apprenticeship under this
Contract)
This i3 lo certify that the within-named. ... ................. has completed
his apprenticeship under this contract, this. . .. .. ... .dayof. ... .. ... 19....

Employer
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