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Collection and Use of job Vacancy Data

in Canada

W. THOMSON

NATIONAL EMPLOYMENT SERVICE OF CANADA

INTRODUCTION

The National Employment Service

The contents of this paper are based on the experience of the
National Employment Service (NES), because 1t is the only organ-
ization in Canada which collects job vacancy data on a regular and
national scale. It would be well, therefore, to give a brief outline
of this organization and its background in order that the strength
and weaknesses of the data derived from its operations may be more
readily appreciated.

The National Employment Service came into being in 1941 as
part of the Unemployment Insurance Commission, which had been
organized to implement the Unemployment Insurance Act of the
previous year. An embryo organization at the national level had
existed for some twenty years prior to this, but only as a small
division of the Federal Department of Labour, which served to
coordinate the activities of the various provincial employment
bureaus. Following a further twenty years of operation under the
1941 Act, a Royal Commission was established to inquire into the
operations of the Unemployment Insurance Commission. In their
report, the Commissioners recommended that the Employment
Service should become a part of the Federal Department of Labour,
and the present government has announced its intention of imple-
menting this recommendation. The transfer of NES to the Depart-
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ment of Labour will bring together the two major government
organizations in the manpower field. It is confidently expected
that the new arrangement will result in a more effective employ-
ment service, and it should also facilitate the collection and pub-
lication of labor market information, in line with ILO Conven-
tion No. 88 which the Canadian Parliament has ratified.

When the NES was established in 1941, Canada had already been
at war for nearly two years, and the government had introduced
the National Selective Service Regulations which, in effect, con-
trolled the allocation of manpower. The exercise of this function
was made the responsibility of the new Employment Service (which,
for the rest of the war, was called the National Selective Service).
For the duration of the war it was compulsory for employers to no-
tify the Service of all positions which became vacant, but with the
end of hostilities the National Employment Service, as it then be-
came known, was established as a free public employment service
and these regulations ceased to be enforced. Actually, regulations
requiring such notification, except under certain conditions, are
still in existence, but with a free and healthy economy it has been
neither necessary nor desirable to enforce them, and they have been
retained only that they may be available in the event of a national
emergency. These regulations are referred to in greater detail a
little later in this paper.

In the years since the war, the National Employment Service
has developed into a complex and widespread organization. With
almost 250 offices, grouped into five regions, and some 4,000 em-
ployees, it participates in almost one-third of the hirings in Canada
each year. About two-thirds of the urban employers who employ
ten or more workers, and about one-third of the similar group of
nonurban employers, make use of its services at some time each year.
In addition, about 50 per cent of the placements made by the NES
are with employers who have fewer than ten workers, and such
employers are in a very substantial majority in Canada. It will
be seen, therefore, that the NES participates in a significant cross-
section of the nation’s total hirings and has access to considerable
data on labor demand.

The vast territory and the comparatively sparse population of
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Canada make it unlikely that the present employer coverage by
the NES will increase dramatically in the near future. These fac-
tors also operate against many employers, particularly the smaller
firms, notifying NES offices of job opportunities; and this was recog-
nized in drafting the regulations referred to concerning notification
of available employment. As a matter of interest, the wording of
these regulations is as follows:

39. Every employer who requires to engage an employee in insurable
employment shall, after twenty-four hours have elapsed since the employ-
ment became available, forthwith notify the local office of such require-
ment.

40. No such notification is required from an employer who (a) engages
an employee pursuant to his seniority rights or (b) seeks the employee
within the locality in which the employer’s office is situated, where that
office (i) is located more than twelve miles from the local office, and
(ii) directly controls hirings at the establishment at which the employment
is available.

41. Such notification shall include (a) the place where, and the occupa-
tion for which, the employee is required; (b) a description of the duties to
be performed; (c) the rate of wages and frequency of payment; (d) the
number of hours to be worked each day and each week; (€) the probable
duration. of the employment; (f) sufficient information to describe the
working conditions of the employment; and (g) any incidental information
which the Commission may from time to time require.

It must be emphasized again that in no respect are the foregoing
regulations enforced at the present time.

Definition and Concepts

“‘“The Question is,’ said Alice, ‘whether you can make words
mean so many different things.’ ‘The Question is,’ said Humpty
Dumpty, ‘which is to be master—that’s all.’” (Lewis Carroll,
Through The Looking Glass.)

In the English language the same word often can mean many
different things, and the word “vacancy” is no exception. Indeed,
it is safe to say that most dictionaries will give about six meanings
for this word. Perhaps it was because of this that the framer of the
regulations referred to “employment becoming available” rather
than the more ambiguous term “vacancy.” For this reason, it is
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always well for one to define his terms and, as the NES is the source
of most of the information in this paper, it would seem fitting to
use the definition for “vacancy” which is found in the Technical
Handbook of the National Employment Service and which reads
as follows:

Vacancy: A job for one worker offered by an employer and recorded on
an employer’s order by the employment office is known as a vacancy. These
may be current or deferred vacancies.

1. Current Vacancy: A vacancy on which the employer is prepared to
accept and confirm referrals immediately or at any time within 31 days
from the date on which the vacancy was registered.

2. Deferred Vacancy: A vacancy for which the employer, (a) is not pre-
pared to accept referrals immediately or at any time within 31 days from
the date on which the vacancy was registered, or (b) is prepared to accept
referrals but is not prepared to confirm such referrals immediately or
within 31 days from the date on which the vacancy was registered.

Although this definition may appear clear cut, it must be said
that conceptual difficulties do arise in measuring labor demand in
terms of employers’ vacancies. A vacancy, in some respects, is a
negative factor, and as it is frequently just a thought in the mind
of an employer, it is a difficult thing to measure. For example, most
employers of large numbers of workers will hire a new worker who
is unusually well qualified, whether or not a vacancy exists before
the hiring occurs. Moreover, an employer’s statement of his require-
ments may sometimes be strongly conditioned by his idea of the
labor supply. There are some employers who will not make their
vacancies known, or even look for workers, if they believe that
workers with the qualifications wanted are unavaliable. On the
other hand, there is the employer who will overstate his require-
ments for workers he knows to be in short supply in the hope that
if part of his stated requirements are met this will, in fact, actually
satisfy his needs. Again, there is the employer who makes unreason-
able stipulations when looking for employees, such as young
workers with extensive experience.

The number of workers required at a particular point in time
by some employers, such as construction contractors, can also be
difficult to measure accurately. While total requirements in man-
hours may be known, the number of vacancies these will represent
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frequently depends greatly on the time available for completion
of the specific job; and this may, in turn, be influenced by the
employer’s estimate of such factors as weather conditions, the de-
livery of materials, etc. Thus, the number of vacancies estimated
may fail to give an accurate portrayal of actual labor demand. In-
deed, it has been the experience of NES that for major development
projects, and other massive hiring operations, employers are sel-
dom able to predict with any reasonable accuracy how many va-
cancies they will have. It is not unusual for NES to receive an order
for 500 workers for a logging operation, for which anywhere from
300 to 600 workers may eventually be hired.

It will be appreciated that in many of the foregoing examples
“vacancies” may be reported which do not come within the defini-
tion of the term for operational or labor market purposes, although
in some of the extreme cases the NES has been able to maintain
some control over the validity of its statistics by not counting cer-
tain vacancies until placements have actually been confirmed. Not-
withstanding such precautions, approximately 10 per cent of all
vacancies registered with the NES are canceled, and at least a
part of these are canceled because they did not represent real
vacancies in the first place. While local employment offices make
every effort to prevent such occurrences, their success is always
limited by the ability of employers to estimate total labor require-
ments.

PRINCIPAL SOURCES OF DATA

Employers’ Orders

There are two main sources of vacancy information available
to the NES. The first of these is from the vacancies registered by
employers with the Service. These are, in effect, orders from em-
ployers for workers. Such orders may be received by telephone or
mail, by employers making a personal call at an employment office,
or given to an employment officer during his visit to the employer’s
establishment. Whatever the origin, the job requirements, specifi-
cations, and working conditions are recorded on what is referred
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to as an “employer’s order form.” This form provides for the
vacancy being classified by both industry and occupation. The in-
dustrial classification is the Canadian Standard Industrial Classi-
fication, and occupations are classified according to the USES Dic-
tionary of Occupational Titles. A single order may be for more
than one vacancy if the vacancies are all for the same occupation
and for the same type of worker. Mention should be made of one
internal practice of the NES which can have some effect, although a
very minor one, on vacancy data. Orders are registered by sex, but
where an employer does not specify a preference, or is willing to
accept either a male or female employee, and it is not possible to fill
the order immediately, separate orders are prepared for both male
and female, with the result that the vacancy is double counted.

When a local office is unable to fill a vacancy on an employer’s
order, the vacancy, if the employer wishes, may be placed in “clear-
ance.” It is not necessary to explain the mechanics of this operation,
but a clearance order describing the vacancy is circulated to those
offices where it is considered suitable applicants may be located.
Orders for executive and professional workers are also cleared,
when necessary, to the representatives of the NES in London, Eng-
land. From the number of orders placed in clearance in any given
period, and from counts at specific points of time, information can
be derived regarding specific occupational shortages by geographic
areas.

It should be emphasized that data derived from this source has
limited value as a reflection of demand. At best, it merely indicates
that in a given locality a shortage exists in a particular occupation;
and it does not necessarily indicate the extent of the demand. The
reason for this, of course, is that only a relatively small proportion
of unfilled vacancies will be placed in clearance. If a shortage of
workers in a particular occupation is known to exist in all regions,
or if other orders for the same type of worker are already in circu-
lation, there would be little point in placing additional orders for
the same type of worker into the clearance system. Furthermore,
employers may sometimes be reluctant to seek workers from com-
paratively far afield because of the difficulties involved in interview-
ing applicants, the fear of having a moral obligation toward a
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worker who may come from some distance away and prove unsuit-
able, and for various other reasons. In other words, the clearance
system is an operating device to assist in overcoming local shortages
by providing the widest possible circulation of information con-
cerning specific job vacancies. Data derived from it regarding labor
demand is a by-product that is useful as an operational tool rather
than as a reliable statistical measure.

Semi-Annual Report of
Hirings and Separations

The second major source of job vacancy data in Canada is, pos-
sibly, unique. This is the Semi-Annual Report of Hirings and Sepa-
rations (see form 847).

The National Employment Service is fortunate in having a statu-
tory authority which requires employers to submit a report of their
hirings and separations for each of the six-month periods ending on
the last day of February and the last day of August each year. These
regulations require the report to be submitted by most employers in
the country having ten or more employees, plus all the branches of
chain organizations regardless of the number of workers in any
branch. (Excerpts of the actual wording of the regulations appear at
the end of this paper.) In brief, they require the employer to report,
separately for each of his establishments, and by sex, the number of
people in his employ at the beginning of the report period, the
number of hirings and separations each month, and the number re-
maining on the payroll at the end of each month.

The information received through this report is of great value,
particularly in the operations of the employment service. However,
there are a number of factors which limit the usefulness of these
data for some forms of economic planning.

The most important of these is that although the hirings reported
reflect vacancies that have occurred, the time lapse between their
occurrence and the receipt of the reports precludes their use in any
“warning system.” The value of the information must necessarily
lie in its use as an historic indicator and in the construction of
trends. To use the reports in this way, however, still requires a con-
siderable degree of care, for they exclude firms operating only one
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place of business and having less than ten employees, departments
of government, and a few other groups such as agriculture, hunting
and trapping, nonprofit hospitals and other charitable institutions,
and the armed forces. Notwithstanding these exclusions, the reports
still cover approximately 70 per cent of all the employed paid
workers in the country and about 85 per cent of the employed paid
workers in the nonagricultural and nonservice sectors. Naturally,
such coverage varies somewhat by industry.

In addition, in order to simplify the work of the employers in com-
pleting the form, two other practices have been adopted, the effect
of which also varies by industry. The first of these is the exclusion
from the report of casuals, that is to say, persons hired for periods
of six working days or less. The second is that persons who are laid
off with definite instructions to return to work within thirty days
are regarded as remaining on the payroll. Such persons are not,
therefore, reported as separations at the time of layoff and as hir-
ings at the time of return to work. The purpose of this, of course,
is to make it possible for the figures on the reports to be a more
meaningful reflection of actual new hirings but it will be appre-
ciated that the cut-off period of thirty days still makes it possible for
a firm, which is closed down for, say, six weeks for retooling, to re-
port the entire staff as new hirings when they return to work.

On line 22 of the Semi-Annual Report (form 847 appended), the
employer shows the number of additional workers, male and female,
required at the date of preparing the report. This might appear to
be an excellent source of vacancy data, but its value in this regard
is limited because occupational classifications are not shown, and the
employers prepare the reports on different dates. While the regula-
tions require the reports to be submitted on or before the fifteenth
day of the month following the close of the reporting period, like
all surveys of this kind some months elapse before all forms are re-
ceived. Actually, the only purpose of this item is to provide the
local offices of NES with information regarding immediate job
openings. Forms bearing an entry on this line are immediately dis-
patched to the local office serving the area in which the employer is
located and he is then contacted to see whether the NES can assist
him. Thus, it will be seen that this item simply serves an opera-
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tional purpose, but its value in this regard should not be minimized,
for although only some 2.5 per cent of the total of seventy thousand
odd forms returned in each reporting period have an entry on this
line, some 7,300 job vacancies are reported in this way during each
six-month period. Employers not reporting in this space are not
followed-up, as this would not be consistent with the present policy
of nonobligatory reporting of vacancies.

COLLECTION AND USES OF JOB DATA

As will be seen from examination of form 847, the employers sub-
mit their returns in duplicate, directly to headquarters. Here a cen-
tral group of statistical clerks audit the reports and classify them
industrially. After this, one copy is sent to the local office concerned
and the remaining copy is sent to the Dominion Bureau of Statistics,
where a great deal of the Employment Services’ tabulating work is
carried out on a service basis. As Canada’s central statistical unit,
the Bureau possesses E.D.P. equipment, which permits it to process
the data far more quickly than the NES could with its own facilities.
The principal use of data derived from the Semi-Annual Report
is as a management tool in the operation of the NES. However, it
should be mentioned that a by-product of the survey is the produc-
tion of hiring and separation rates in the various industrial classifi-
cations, and also in different geographical areas. These are compiled
from the returns by the Dominion Bureau of Statistics, and pub-
lished in various forms. .
The operational use of the data within the NES is not without
interest. It was stated earlier that one copy of the form 847 is sent to
the local office serving the area in which the establishment covered
by the report is located. On receipt of this copy, the local office pre-
pares two forms for internal use. One of these—the “Semi-Annual
Summary of Employment Activity”’—consists of tables of operating
statistics, showing such information as the total number of em-
ployers served by the office, the numbers required to submit forms
847, and data regarding vacancies available, referrals made, place-
ments made, applicants available, etc., both for the over-all opera-
tion and for the group of reporting employers. From this, various
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ratios are calculated, such as placements to total vacancies avail-
able, vacancies to total hirings, and so forth.

The other form is a worksheet on which much of the basic data
for the “Semi-Annual Summary” is accumulated. On it are listed,
alphabetically within industrial groups, all of the employers sub-
mitting forms 847. It also shows the largest number of employees
which each firm had on payroll during the period, the number of
hirings the firm made, the number of vacancies reported by it to the
NES, and the number of referrals and placements made on those
vacancies by the NES. This last information, of course, is entered
from the records of the local office. This form also has a number of
operational uses, as it provides local officials with valuable informa-
tion concerning the operations of all the major employers of labor
in the local office area, including the proportion of their hirings
which were made through the local office and the extent to which
the local office has been successful in filling vacancies reported by
the employers.

By perusing this form, local officers can quickly identify those
establishments which have a high hiring potential and, by referring
to the individual forms 847, much valuable information can be ob-
tained on the seasonality of the respective employers’ hirings: by
showing the hirings made each month in the past, these forms are
a reliable indicator of the probable future hiring pattern of the
firm.

Officers of the NES make over 300,000 visits to employers in the
course of the average year. With a program of this extent, it is abso-
lutely essential that the most efficient allocation of available staff
resources be made. In this connection the information made avail-
able by the combined use of form 847 and the worksheet described
above is of very great value in the effective planning of the visiting
program.

Obviously, another use for the data derived from the Semi-Annual
Report is in assisting local employment offices to make fairly accu-
rate forecasts of the potential number of vacancies which will occur
within various industries in their areas in future months. In this
respect, of course, the effect of large numbers is important, for where
there is only a small number of employers in a particular industrial
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group, the experience of the one reporting period will not neces-
sarily be reflected in the next similar period. However, as the num-
ber of establishments in a given industrial classification increases, so
does the possibility of making accurate forecasts for the group as a
whole.

Before leaving the subject of the Semi-Annual Report of Hirings
and Separations, there are certain uses of the data which should be
given additional emphasis.

As stated earlier, every hire represents a vacancy which has been
filled. With the data provided in the Semi-Annual Report, it is pos-
sible to extend the reported hirings statistically to obtain an esti-
mate of the nation’s total hirings (i.e., total vacancies filled) . This
estimated figure is used to calculate the percentage of total hirings
conducted through the NES and, it will also be noted from what
was said about the “Summary of Employment Activity” that local
offices use the data to assess their operational efficiency and their
penetration of the hirings of the major employers whom they
serve.

The data is also used externally to the NES. For examplé, it is
used in connection with the government’s program of aid to geo-
graphic areas where economic growth has not achieved a satisfactory
level. Average employment figures developed from form 847 reports
have been used as one of the criteria of economic growth, and it
will be appreciated that changes in the average numbers employed
must reflect the existence or absence of job vacancies over time.

Employers’ Orders

Notwithstanding the value of the information derived from the
Semi-Annual Reports, the principal source of vacancy data in Can-
ada is still the employer’s order. The collection of these data is car-
ried out at the local office level, with certain phases of the tabulation
done at headquarters with the participation of the Dominion Bu-
reau of Statistics.

In the local office, information pertaining to vacancies is tran-
scribed from the employer’s order to a worksheet (form 753). This
form is simply a device for collecting a variety of statistical data, and
is not intended for circulation or analysis.
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From the data collected, two important series on vacancies are
tabulated. One of these, and perhaps the most important, is that for
vacancies “notified” (reported) ; the other is for unfilled vacancies.

Vacancies “Notified”

Each month the local office prepares a ““Statistical Report on Em-
ployment Operations by Industry.” This report is made on a four-
part form (form 751), and contains, among other information, the
following vacancy data: vacancies unfilled at beginning of month;
vacancies “notified” during month; vacancies canceled during
month, current vacancies unfilled at end of month, and deferred
vacancies unfilled at end of month.

The data are reported for a total of thirty-nine broad industrial
groups. In an operational form such as this, it is obviously impos-
sible to present the information by every industrial classification,
and the groupings which have been selected for this form are those
which experience has shown to be most useful in reporting the oper-
ations of the NES. This point is important, for if the report had an
economic rather than an operational basis, it is quite possible that
a somewhat different breakdown of industrial classifications would
be found necessary.

Each month, one form is prepared for male data and one for
female, and one copy of each is sent to headquarters, the regional
office and the Dominion Bureau of Statistics.

The vacancies “notified” series, in conjunction with other statisti-
cal data on action taken on the vacancies, enables management to
determine the volume of labor demand reported to each local office
on a relatively current basis, and the degree to which the local
offices are successful in filling that demand. Consolidations of the
data also make it possible to carry out this analysis by industry and
sex, and seasonally on the regional and national levels. To assist in
this, certain tabulations prepared by the Bureau of Statistics and
NES are circulated internally within the NES. The vacancies “noti-
fied” series is, of course, of particular value to local office managers,
who can study local trends in job vacancies on an industrial basis in
the light of their intimate knowledge of their own local areas. It
also provides them with data required for internal administrative
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control, as it indicates industrial groups to which additional staff
resources may need to be applied.

Unfilled Vacancies

The unfilled vacancies series is compiled from a count of unfilled
employers’ vacancies at the close of business on the last working day
of each month. These data are reported by both industrial and occu-
pational groups.

Because NES endeavors to fill all vacancies as soon as possible
after they are reported to a local office, unfilled vacancy data at any
given time represent only a portion of total vacancies reported. Un-
filled vacancies usually consist of three main groups: (1) Vacancies
to which workers have been referred but confirmation of placement
has not yet been received from the employers. (2) Vacancies reported
to the local offices within a day or so of the count being taken. (3)
Vacancies for which there is a local (or wider) shortage of appli-
cants, including those which are hard to fill because of low wages
or other unfavorable working conditions. '

A distinction is made on form 751 between current and deferred
vacancies. When the term ‘““unfilled vacancies” is used in this paper,
it refers only to current vacancies, i.e., those for which employers
are willing to accept and confirm referrals within thirty-one days of
reporting the vacancy to the local office.

Unfilled vacancies are also compiled in the local office, by occupa-
tional groups and by sex, and reported on the “Inventory of Regis-

-trations and Vacancies by Occupation” (form 757). In addition to
unfilled vacancies, this form also shows “unplaced applicants.” This
is not a complete count of all applicants registered for employment,
but is an inventory of applicants, by sex and occupation, who are
actually unemployed and seeking work. Thus, the unplaced appli-
cant figure on this form will differ from that on form 751, as the
totals shown on the latter include a number of applicants excluded
from the total on form 757 such as workers with jobs who are seek-
ing other employment.

Officers of the NES find this series on unfilled vacancies by occu-
pation useful in connection with studies of labor shortages, particu-
larly when used in conjunction with vacancies placed in clearance,.



186 Job Vacancy Data in Other Countries

which, of course, represent local labor shortages. Both sets of data
(unfilled vacancies and unplaced applicants) are also used in deter-
mining where to clear employers’ orders and, in some cases, workers’
applications. Data on unfilled vacancies by industrial groupings are,
naturally, useful to local offices in the operational and administrative
application mentioned in connection with the vacancies “notified”
series. Indeed, an intelligent use of the latter would be difficult to
achieve without the added information made available through data
on both current and deferred unfilled vacancies, for these provide
an indication of the size of the “stock’ of vacancies relative to their
flow over a period of time.

However, it is probably safe to say that it is the occupational
breakdown of unfilled vacancies that is most frequently used by the
NES. At the local level in the NES, of course, the relationship of
occupations to specific industries (which will be well-known to local
officers) makes it easier to provide the occupational breakdown of
industrial requirements. To assist in using the occupational data,
the back of the form provides space for a detailed breakdown of any
occupational group in which there are numerous vacancies or un-
placed applicants reported. Data on unfilled vacancies are published
monthly in the Labour Gazette.

It will be seen that both vacancy series have been primarily de-
signed to meet operational requirements; vacancies ‘‘notified” are a
part of the statistical report of local work loads, and unfilled vacan-
cies are part of an inventory report as well. In addition, however,
the data have proven valuable to government personnel when used
for other than operational purposes. Sometimes a combined use of
both series is helpful to officers in the NES, and other government
agencies, in special studies of economic and labor market problems,
and in assessing vocational training requirements. Included among
the other such agencies are the Departments of Labour, Trade and
Commerce, Citizenship and Immigration, and Industry as well as
provincial government agencies. The data contain many pitfalls,
however, for nongovernment users, principally because the latter do
not have the same detailed knowledge of the limitations of the data.
This has resulted in their misuse, and in false (and sometimes dan-
gerous) conclusions being drawn.
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A common misuse has been the attempt of some economists (in-
cluding, it must be said, some government economists external to
the NES) to use the unfilled vacancy series as an indicator of total
labor demand or labor shortages. The NES has discouraged this use
of the data because even the total vacancies “notified” series is not
necessarily an indicator of total labor demand, particularly in spe-
cific industries and occupations, and unfilled vacancies are only a
small sample of total vacancies “notified.” Nevertheless, the lack of
any other available information on current vacancies by occupation
has resulted in the series continuing to be used and misinterpreted
in this fashion.

Another way in which vacancy data are misused is in relating
them to the unplaced applicant series to attempt to establish total
supply and demand and occupational surpluses or shortages. NES
statistics published by outside agencies frequently show the two
series side by side, which encourages people to look at totals of appli-
cants and vacancies by occupational groups and draw conclusions
concerning their supply and demand. To discourage this practice,
the NES has discontinued publication of its unfilled vacancies by
occupational groups, although data relating to unplaced applicants
are still published by occupations. There are a number of reasons
‘why the two sets of figures should not be compared.

1. The unplaced applicant series provides a much wider coverage
of the unemployed than the unfilled vacancies series does of avail-
able work. This is because a large portion of the labor force is
eligible for unemployment insurance benefits, and practically all
must register with the local employment office before being per-
mitted to draw such benefits. There is not, on the other hand, any
similar necessity for employers to inform NES of the availability of
work. While it is not known definitely what proportion of all vacan-
cies are reported to local employment offices, it is reliably estimated
that 30 per cent of all hirings are effected through NES, and it may
be assumed that vacancy coverage is slightly higher—the difference
being due to canceled vacancies.

2. As stated earlier, it is the policy of NES to give immediate
attention to vacancies, and to have a minimum remaining unfilled
for any length of time. On the other hand, applications for employ-
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ment for persons entitled to unemployment insurance benefits are
retained in the live file for as long as the benefit status continues;
and nonbenefit applicants are retained in the live file (unless the
applicant is placed) for a period of fourteen to thirty days, depend-
ing on the occupation. This ' means that reported totals of applicants
will always include a number of workers who have found employ-
ment through some other source, or who have been recalled by their
former employers. Of course, this is offset to some extent by the fact
that ‘there also are some workers who have recently become unem-
ployed but who have not yet registered. Unplaced applicants, how-
ever, provide a much more reliable indication of total labor supply
at the time of the file count than unfilled vacancies do for labor
demand.

3. Although 103 separate occupational groups are shown in the
statistical report, because of the very large number of specific occu-
pations, the groups used are still very broad. Consequently, unplaced
applicants in any of the reported occupational groups can be, and
generally are, in completely different specific occupations than the
unfilled vacancies. For example, a vacancy for “auto mechanics and
repairmen” might be for a body worker, while an unplaced appli-
cant under the same heading might be an ignition specialist. A sur-
prising number of people seem unable to understand this, however,
and insist on taking the difference between unfilled vacancies and
unplaced applicants in the general occupational groups as a true
measure of labor surplus or shortage.

4. Unfilled vacancies are not only a very small proportion of total
vacancies reported, but they frequently follow a different pattern.
For example, unfilled vacancy totals may rise due to requests for
workers with comparatively rare skills, while total demand, as re-
flected in part in vacancies reported, may fall. As the vacancies
“notified” series must surely be more accurate, the fact that there is
frequently a variance between its trends and those of unfilled vacan-
cies means that we cannot assume that the latter relate significantly
to labor demand.

5. Where there is a lack of precise information on the number
of workers an employer will hire (workers for which there is an
unlimited demand, e.g., certain types of commission salesmen), such
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vacancies are not considered reported until transactions occur. They
are never included in the unfilled vacancy series.

6. The business cycle is assumed to affect vacancy coverage, since
there is good reason to believe that employer patronage of the
Employment Service increases and decreases to some extent with
changes in labor supply. However, this cannot be precisely deter-
mined from the volume of vacancies reported, because these data are
also affected by expansion and increased effectiveness of the NES
operations.

In short, therefore, the principal existing source of vacancy infor-
mation, the employer’s order, has two vacancy series derived from it:
“vacancies notified,” which are classified industrially, and “unfilled
vacancies,” which are classified both industrially and occupationally.
The first is a total of vacancies received during a given period; the
second is an inventory of vacancies unfilled at the end of a given
period. Both are designed for operational purposes, and neither are
suited to the needs of the economic analyst who does not possess a
special and detailed knowledge of NES operations and policies.

STRENGTHS AND WEAKNESSES OF PRESENT
VACANCY DATA

Statistics on vacancies presently collected in Canada are, as stated
earlier, obtained from the reporting system of the National Employ-
ment Service, and are used chiefly in the operations of that organiza-
tion. They are considered adequate for this purpose and for some
general economic analysis by members of the Service. The use of
the data in the latter role is only possible, however, because the
members of the NES are knowledgeable about the methods of cal-
culation and data collection, and they make their analysis on the
whole reporting system of the NES and not merely on the vacancy
series. With their knowledge of the data’s limitations, and because
the NES is an active participant in the labor market itself, they can
obtain much useful information on labor market conditions in
Canada. Furthermore, their knowledge of NES operations enables
them to develop additional information about vacancies. For ex-
ample, it would not be possible for the ordinary analyst to estimate



190 Job Vacancy Data in Other Countries

the proportion of job vacancies in any given period which were for
“casual” employment (work with an expected duration of six work-
ing days or less) as vacancies reported to NES are not recorded by
expected duration. Placement data, on the other hand, are recorded
in this fashion, and the Employment Service officer, knowing the
relationship between NES placements and vacancies reported to the
Service, is in a position to make a very reliable estimate of the num-
ber of vacancies by specific periods of employment duration.

The vacancy data available must be regarded as a sample because
of the incomplete coverage the NES has of the employment market.
It is, however, a fairly large sample of total industrial hirings,
although not necessarily of specific occupational or industrial
groups. This conclusion is drawn from a study of the Semi-Annual
Report of Hirings and Separations referred to earlier. From the
hirings reported in this very large sample, it is possible to relate the
hiring rate developed therein to the total number of paid workers
in Canada, and to make estimates of the total hirings in the country.
When these estimates are compared with total placements made by
the NES, it is then possible to arrive at the proportion of total
hirings which have been effected through the NES and, as indicated
earlier, this is about 30 per cent. Vacancy coverage, of course, is
somewhat higher than the hiring-placement ratio because of the
number of vacancies filled by employers after they have reported
them to a local office. The vacancy cancellation rate is approximately
10 per cent. Therefore vacancies reported to the NES represent more
than 30 per cent of the actual job vacancies in the country, although
this percentage would vary widely by industry and occupation.

On the other hand, the imperfections that exist in present Cana-
dian job vacancy statistics should not be glossed over. One has
already been indicated, i.e., the difficulty experienced by anyone
unfamiliar with the effect of operational practices on the data now
produced, in using such statistics for analytical purposes.

Another important weakness is the absence of any satisfactory
method, at the present time, of assessing the causal factors in shifts
in volume of vacancies reported. Increases in volume, for example,
may not be the result of greater demand but of increased patronage
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of the Employment Service by employers, or the result of shifts in
labor supply. Furthermore, while the number of vacancies reported
will generally rise during periods of relatively full employment,
there is a strong possibility that vacancies recorded in such circum-
stances will include many that would not have been reported were
labor more plentiful. In addition, without a more current source of
information on voluntary separations than now exists, it is difficult
to assess the relationship between increases in vacancies reported
and increased demand. For instance, when the labor market is buoy-
ant, or there are occupational shortages, workers will change jobs
much more frequently than during periods of job shortage or reces-
sion. In such cases, an increase in the number of vacancies reported
for ‘an industrial or occupational group can be indicative of in-
creased turnover, rather than a change in demand generated within
the industrial or occupational groups concerned. If the use of this
vacancy data is to achieve its highest degree of efficiency, it seems
necessary that methods must be developed whereby vacancies which
are the result of a growth in the economy, or a sector of it, can be
properly identified. Fortunately, with the developments which are
taking place today in data processing technology, such a prospect is
not as visionary as it might have been a few years ago.

The limitations in existing vacancy coverage must- also be re-
garded as a weakness in present vacancy data. This is not to suggest
that 100 per cent coverage is essential, but the fact that present data
relate only to vacancies reported to the NES does suggest that they
are subject to bias, e.g., the different rate of patronage by urban and
nonurban employers. However, except for the statistical estimates
developed from the Semi-Annual Report of Hirings and Separa-
tions, no measures are taken to obtain data on the admittedly large
number of vacancies not reported to NES.

In addition, there is no distinction in either of the present series
between part-time and full-time openings, nor are data collected on_
such items essential to labor market analysis as the length of time
jobs have remained vacant, the number of vacancies on which re-
ferrals have been made, or on vacancies which are difficult to fill.

Because of the incomplete coverage mentioned, precise data are
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also unavailable on vacancy coverage by industry, although the
placement and hiring ratios referred to earlier vary by industry, and
it may be assumed that vacancy coverage follows the same pattern.

Finally, but by no means of least importance, is the fact that while
the most useful of the present vacancy data, for purposes of labor
market analysis, is the vacancies “notified” series, that series is pres-
ently compiled only on an industrial basis. The full development of
vacancy data utilization really requires that vacancies “notified” be
compiled by occupation. It might be mentioned that placements
are, in fact, recorded by occupational groups, and placements are a
reflection of vacancies “notified.” Nevertheless, as in the case of the
unfilled vacancy series, the groups by which they are tabulated must,
of necessity, be very broad ones. For either vacancy series to be a
really effective tool of labor market analysis, it is essential that the
data be broken down into specific occupations.

CONCLUSION

Notwithstanding the limitations on both the collection and use of
job vacancy data in Canada, methods available today, for both their
collection and use, are incomparably better than ten or twenty years
ago. Furthermore, a strong basis has been established for future
development by virtue of delineating present limitations (and, of
course, through organizational changes, some of which are still in
progress). Consequently, while problems which this paper has not
attempted to minimize do exist, there is no doubt that many of them
~will eventually be overcome.

EXCERPT FROM REGULATIONS MADE UNDER
THE UNEMPLOYMENT INSURANCE ACT

Reports of Hirings and Separations

42. A report period for the purposes of sections 43, 44, 46, 47, and 48
shall be the six-month period ending on the last day of February and the
six-month period ending on the last day of August, in each year.

43. Every employer who has employed at least one person in insurable
employment at any time during a report period shall furnish to the Head
Office of the Commission at the time specified in section 47, a report of
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hirings and separations and other information as required by sections 46
and 48. (Amended by P.C. 1958-1567, effective Jan. 4, 1959.)
44. No report is required from an employer for any report period
(a) during which he had
(i) one establishment only, and
(i) not more than nine persons employed therein at any one
time; or
(b) in respect of which he was excepted from such requirements by
an officer of the Commission, either as a member of a class or
group, or individually. (Amended by P.C. 1958-1567, effective
Jan. 4, 1959.)

45. (1) For the purposes of sections 43, 44, 46 and 48, casual employees
shall not be considered. (2) “Casual employee” means a person who is
employed for a particular job or jobs of a casual nature for a period of
six working days or less.

46. The report required from the employer by section 43 shall be fur-
nished on such form as the Commission may from time to time determine
and shall give the following information for both male and female em-
ployees:

(a) the number of employees actually in his employ at the beginning of

the report period;

(b) the number of whom he has engaged during each month;

(c) the number who have separated from his employ during each month;

(d) the number in his employ at the end of each month, and

(e) any incidental information which the Commission may from time to

time require.

47. (1) The employer shall furnish the report semi-annually not later
than the fifteenth day of the month that follows immediately after the
end of the report period. (2) An officer of the Commission may, upon
application, grant an extension of time for furnishing a report.

48. The report shall be furnished separately in respect of each estab-
lishment in which the employer had one or more insurable employees at
any one time during the report period, but the employer may furnish one
consolidated report in respect of more than one establishment for any
report period during which he had more than one establishment,

(a) where such establishments

(i) are situated in the same city or town, and
(ii) relate to the same kind of business, or

(b) where, upon application, authorization to do so is given by an offi-

cer of the Commission.
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