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Highlights

In this issue

����� Work-life balance of  shift workers

� In 2005, about 4.1 million individuals aged 19 to 64 worked something
other than a regular day shift; 2.3 million worked a rotating or an irregular
shift schedule.

� Satisfaction with work-life balance was lower among shift workers than
among regular day workers—while 76% of day workers were satisfied with
their work-life balance, only 69% of shift workers were satisfied.

� Role overload, too much to do and not enough time to do it, occurred
more frequently among shift workers, especially women.

� For both men and women, job satisfaction was positively associated with
satisfaction with work-life balance and being able to avoid role overload.

� For men, working shift was associated with lower odds of being satisfied
with their work-life balance, and shift work was a significant predictor of
role overload for both women and men.

� For women, having a spouse and children or being a lone parent was
associated with lower odds of being satisfied with work-life balance or
avoiding role overload; for men, family type was significant only for role
overload.
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Work-life balance

of shift workers

Cara Williams

Cara Williams is with the Business
and Trade Statistics Field. She can
be reached at 613-951-6972 or
perspectives@statcan.gc.ca.

W
orking 9 to 5 may be
what many consider a
normal full-time job.

However, in an economy that
often demands 24/7 activity, shift
work remains common. At the
same time, however, the labour
force is aging and work-life balance
is increasingly important to work-
ers.

Working shifts can have negative
health effects, and complicate the
scheduling of family activities
(Halpern 2005, Levin-Epstein
2006, Rosa and Colligan 1997,
Costa 2003, Shields 2002). Addi-
tionally, because shift work is rarely
restricted to weekdays, finding
child care on weekends or making
plans for holidays and social activi-
ties can be difficult. Conversely, for
some, working shifts may reduce
the need for child care and may
ensure that a parent is available to
get children ready for school in the
morning, greet children after
school or provide elder care—
thereby reducing work-life conflict
(Marshall 1998).

This article examines the prevalence
and types of shift work among
persons between the ages of 19 and
64 with full-time jobs. It also
examines the hours spent on other
activities like unpaid work or time
with family members. Work-life

Table 1 Workers aged 19 to 64 by shift and work status

All workers Regular day Shift workers

Both Wo- Both Wo- Both Wo-
sexes Men men  sexes Men men  sexes Men men

’000 % ’000 % ’000 %

Total1 14,640 55 45 10,547 54 46 4,068 57 43

Full-time 13,139 58 42 9,774 57 43 3,347 63 37

Part-time 1,494 26 74 773 22 78 721 31 69

1. Includes unknown work schedules.
Source: Statistics Canada, General Social Survey, 2005.

balance, role overload and other
indicators of well-being are exam-
ined for differences across shifts.
Finally, multivariate analysis is used
to assess the impact of work sched-
ules and demographic and socio-
economic variables on work-life
balance and role overload for men
and women (see Data source and defi-
nitions).

Rotating and irregular
shifts most common

Shift work has changed through the
years (see Shifts over time). Today, it
comprises regular night and
evening work, rotating and split
shifts, casual/on-call jobs, and
irregular shifts. In this article, work-
ing shift will refer to anything other
than a regular daytime schedule.

In 2005, approximately 28%
(4.1 million) of the 14.6 million
employed Canadians worked

something other than a regular day
shift (Table 1); the vast majority
(82%) worked full time (30 or
more hours per week). While
women made up approximately
37% of all full-time shift workers,
almost 7 in 10 part-time shift work-
ers were women. Because work-
life conflict and role overload are
more likely to affect full-time
workers, this article will focus
mainly on such individuals (see
Part-time workers).

In 2005, rotating shifts and irregu-
lar schedules were the most
common types of shift work,
accounting for 2.3 million full-time
workers (Table 2), even though
these are considered among the
most difficult shifts because the
body cannot properly adjust to the
sleep pattern changes, rotating child
care is difficult to find and health
effects can be profound (Costa
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Data source and definitions

Every year since 1985, the General Social Survey (GSS)
has interviewed Canadians aged 15 and over in the 10 prov-
inces on a wide range of issues. This paper examines GSS
time-use data collected using a 24-hour time diary. In 2005
the sample size was 19,600. The target population of this
study was persons aged 19 to 64 at the time of the survey
who worked full time (30 hours per week or more). Students
were excluded.

Shift work comprises
� regular evening schedules

� regular night schedules

� rotating shifts (those that change periodically from days
to evenings or to nights)

� split shifts (two or more distinct periods each day)

� on call or casual (no prearranged schedules—for exam-
ple, substitute teachers).

� irregular schedule (changes, but usually prearranged one
week or more in advance—for example, pilots)

� Other, non-day schedules

Non-shift work is any regular daytime schedule.

Work-life balance is a self-perceived notion. The 2005
GSS determined satisfaction with work-life balance by asking

“Are you satisfied or dissatisfied with the balance between
your job and home life?”

The role overload  variable was constructed using five
indicators of overload. The questions used were:

1. When you need more time do you tend to cut back
on your sleep?

2. At the end of the day, do you often feel that you have
not accomplished what you had set out to do?

3. Do you worry that you don’t spend enough time with
your family or friends?

4. Do you feel that you’re constantly under stress try-
ing to accomplish more than you can handle?

5. Do you feel that you just don’t have time for fun any
more?

Respondents who answered yes to four or more questions
were considered to suffer from role overload.

Average time spent on activities (time use) refers to the total
time spent on a given activity divided by the population,
and averaged over a seven-day week. The time spent by
participants refers to only those who participated in that
activity on diary day, and also averaged over seven days.

Table 2  Shift workers aged 19 to 64

Both sexes Men Women

’000 %

Evening 523 49.4 50.6
Full-time 385 56.2 43.8

Night 309 60.3 39.7
Full-time 270 63.1 36.9

Rotating 1,345 54.5 45.5
Full-time 1,215 58.2 41.9

Split 160 52.6 47.4
Full-time 131 58.2 41.8

On call or casual 191 51.9 48.1
Full-time 102 67.6 32.4E

Irregular schedule 1,324 62.5 37.5
Full-time 1,052 70.1 29.9

Other 217 61.9 38.1
Full-time 192 64.7 35.3

Source: Statistics Canada, General Social Survey, 2005.

2003, Rosa and Colligan 1997). Some 385,000 full-
time workers had regular evening shifts and approxi-
mately 270,000 had regular night shifts. On call/casual
schedules accounted for just over 100,000 workers and
split schedules about 130,000.

Occupation, industry and shift

Certain occupations are more commonly associated
with shift work because of the nature of the jobs—
for example, those occupations providing services 24
hours per day such as doctors, nurses and police
officers. Additionally, some manufacturing jobs are
also associated with shift work since some firms
operate 24 hours per day. The 2005 General Social
Survey confirmed this—for example, about 45% of
those working in health occupations were shift work-
ers, as were 66% in protective service occupations
(police, security guards). Other occupations where shift
work was relatively common were sales and service
(40%) and those unique to primary industries (42%).
Conversely, less than 10% of natural and applied sci-
ences and 12% of business, finance and administrative
jobs entailed shift work (Table 3).

Not surprisingly, just as certain occupations are more
likely to be tied to shifts, so too are certain industries.
This may be because they offer services at non-tradi-
tional work times or involve continuous production.
Health care, accommodation and transport industries
come to mind when thinking about shift work.
Indeed, in 2005 more than 50% of full-time workers
in the accommodation and food industry worked
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Table 3  Full-time workers aged 19 to 64 by occupation,
industry and shift

Total Regular
 workers  day Shift

Industry ’000 %
Agriculture, forestry, fishing and hunting 230 65.3 34.7
Mining, oil and gas extraction 302 67.7 32.6
Utilities 121 89.7 10.3
Construction 888 84.1 15.9
Manufacturing 1,717 73.2 26.8
Trade 1,716 73.8 26.3
Transportation and warehousing  650 60.5 39.5
Finance and insurance 904 81.9 18.1
Professional, scientific and technical 1,079 86.8 13.2
Business, building and other support 448 63.9 36.1
Educational services 817 89.5 10.5
Health Care and Social Assistance 1,272 68.0 31.9
Information, culture and recreation 607 62.3 37.7
Accomodation and food 620 47.3 52.7
Other services 544 75.6 24.4
Public administration 831 80.7 19.3

Occupation

Management 1,275 80.1 19.9
Business, finance and administrative 2,479 87.9 12.1
Natural and applied sciences 1,097 90.7 9.3
Health 690 54.7 45.3
Social science and education 990 84.9 15.1
Art, culture, recreation and sport 426 66.3 33.7
Sales and service 2,573 60.5 39.5
Trades, transport and equipment operators 1,900 72.2 27.8
Unique to primary 420 58.5 41.5
Unique to processing, manufacturing

and utilities 886 63.3 36.7

Source: Statistics Canada, General Social Survey, 2005.

something other than a regular day
schedule. About 4 in 10 workers in
information, culture and recrea-
tion, as well as transportation and
warehousing worked shifts. How-
ever, in some industries the vast
majority of workers worked only
a regular daytime schedule—for
example, education, professional
and scientific services, utilities and
construction.

Demographics and shift

While women make up about
42% of all full-time workers, their
share of shift work is slightly lower
at about 37%, with only slight
differences by type of shift (Chart

A). For example, fewer women
worked irregular shifts (25% vs.
35% for men), but they were more
likely to work rotating shifts (41%
vs. 34%) or evening shifts (14%
vs. 10%).

Full-time shift workers were less
likely to be married than their regu-
lar day counterparts. While about 7
in 10 day workers were married
(with or without children), only
about 6 in 10 shift workers were
married (Table 4). Shift workers
were more likely to be single—3 in
10 shift workers were single com-
pared with 2 in 10 of those work-
ing a regular day schedule. This may
be a result of shift workers being

slightly younger than day workers.
For example, the average age of a
full-time shift worker was about
38, compared with 41 for full-time
day workers.

Presence of children may lead indi-
viduals to work different shift pat-
terns. However, the proportion of
married and common-law couples
with children under 15 was the
same for shift workers and day
workers. The only significant dif-
ference was for regular evening
workers. Only about 22% of fami-
lies with a parent working evening
shifts had children compared with
about 30% of day workers.

Reasons for working shifts

The reasons for working a certain
shift can vary. The General Social
Survey did not ask the question, but
the American Current Population
Survey did. The most common
reason, cited by 55% of full-time
shift workers, was the nature of the
job. However, for some, shift
work was preferred because of
family or child care (8%), school
(3%), better pay (7%), or personal
preference (11%). For another 8%,
it was the only type of job they
could get (McMenamin 2007).

Satisfaction with work-life
balance varies somewhat
with shifts

Work-life balance is a self-defined,
self-determined state reached by a
person able to effectively manage
multiple responsibilities at work, at
home, and in the community. It
supports physical, emotional and
family health and does so without
grief, stress or negative impact
(HRSDC 2005).

In general, work-life balance can be
difficult to achieve for full-time
workers irrespective of work
schedules, especially for those with
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Table 4  Family status of shift workers aged 19 to 64

Shift

Regular On call
 day Total Evening Night  Rotating  Split or casual Irregular Other

Family type %

Married or common-law,
no children 41.7 34.3* 36.1 19.3* 33.3* 38.5 41.6 36.4* 41.1

Married, with children
under 15 29.6 27.5 22.1* 27.0 26.2 21.1E 32.1E 31.0 29.8

Separated, widowed, divorced,
no children 6.0 7.1 6.3E 12.0E* 5.8 10.5 F 7.2 7.1E

Separated, widowed, divorced,
children under 15 2.3 1.7* F F 1.5E* F F 1.8E F

Single, no children 19.2 28.0* 32.3* 38.0* 31.6 22.4E 17.7E 23.0* 18.6E

Single, children under 15 1.1 1.5 F F 1.8E F F F F

* significantly different from regular day schedule in the same category
Source:  Statistics Canada, General Social Survey, 2005.

Source: Statistics Canada, General Social Survey, 2005.

children. However, when work
schedules are regular, or when
workers have some control over
their shifts, it is much easier to
reduce the conflicts relating to
family and work (Halpern 2005).
Not surprisingly then, satisfaction

Chart A Among full-time shift workers, women were more
likely than men to work rotating or evening shifts

Evening

14%

Rotating

41%

Irregular 

25%

Night

8%

Other

12%

Women

Evening

10%

Rotating

34%

Irregular 

35%

Night

8%

Other

13%

Men

with work-life balance varies
somewhat by type of shift. Indeed,
day workers were the most likely
to be satisfied with their work-life
balance, followed by regular
evening workers—their schedules
are regular and they can plan activi-

ties around work. Perhaps surpris-
ingly, since their schedules change
throughout a month, almost 73%
of rotating shift workers were
satisfied with their work-life bal-
ance. The least satisfied were those
with split or irregular shifts (about
65% were satisfied), on call or
casual (62%), or with other shifts
(63%)—those workers with the
least control of their work sched-
ules (Table 5).

For families with children where
both spouses work full time find-
ing balance may be a challenge,
which could be exacerbated by
shift work. The GSS shows that
about 75% of full-time day work-
ers whose spouse also worked full
time were satisfied with their work-
life balance. When their spouse
worked part time or was not in the
labour force, about 77% were sat-
isfied. Conversely, full-time shift
workers were more likely to be sat-
isfied with their work-life balance
when their spouse worked full
time (71%) than when their spouse
worked part time or was not in the
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labour force. Indeed, satisfaction with work-life
balance decreased to 57% for full-time shift workers
when their spouse worked part time and was
68% when their spouse was not in the labour force
(Chart B).

While the proportion of full-time workers unhappy
with their work-life balance varied, the main reasons
for dissatisfaction were similar. For example, not
enough time for family and too much time spent on
the job were the top reasons for all full-time workers
regardless of their schedule. Other employment-related
reasons and not enough time for other activities were
also cited.

Role overload—too much to do and not enough time
to do it—provides another measure of well-being. For
example, often feeling that not enough is accomplished
in the day, worrying about not spending enough time
with family, constantly feeling under stress, trying to
accomplish more than can be handled and cutting back
on sleep are all indicators of role overload.

Indeed, cutting back on sleep in order to gain time is
one way to try to find time to accomplish more in a
day, but if done regularly it can have negative health

Table 5  Well-being of full-time shift workers aged 19 to 64

Shift

Regular On call
 day Total Evening Night  Rotating  Split or casual Irregular Other

Work-life balance %
Satisfied 75.8 69.1* 73.0 70.0 72.5 65.0 61.7* 65.9* 62.7*
Dissatisfied 22.6 28.5* 23.1 27.2 25.4 32.6 E 37.7E* 32.4* 32.8*

Role overload indicators
Cut back on sleep 53.6 61.1* 70.0* 60.4 62.9* 61.0 60.1 58.1* 56.1
Not accomplishing all in a day 47.2 50.0 47.9 44.2 49.4 53.5 49.9 52.2 52.7
Not enough time with family

and friends 50.8 55.7* 50.9 53.0 54.2 56.4 65.8* 58.1* 58.5
Often stressed when trying

to accomplish more than
can handle 40.7 43.4 45.3 35.8 41.4 49.8 47.3 46.7* 44.5

No time for fun 41.1 43.3 42.0 39.1 42.9 60.1* 52.4 41.5 49.6

Role overload
Yes (four or more indicators) 27.2 30.9* 26.1 33.1 31.1* 35.5 38.6E 30.4 31.8

Other well-being indicators
Workaholic 30.3 36.1* 36.9 27.1 33.2 42.2 41.4 43.1* 26.7
High life stress 26.6 26.8 21.0 25.2 24.1 35.6 22.0E 31.3* 30.1
Flexible work arrangements 40.3 35.0* 19.5* 11.9E* 21.0* 32.8 53.1* 59.9* 43.6

* significantly different from regular day schedule
Source:  Statistics Canada, General Social Survey, 2005.

Chart B Work-life balance more elusive for
shift-worker couples

* significantly different from regular day schedule
Source: Statistics Canada, General Social Survey, 2005.
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Full-time workers aged 19 to 64 by shift

1992 1998 2005

’000

All workers       10,387       11,102     13,139
Men        6,323         6,695       7,644
Women        4,064         4,407       5,495

 %
Regular day          77.9          72.3        74.4
Men          75.6          69.6        72.4
Women          81.3          76.5        77.2

Shift workers          22.2          27.6        25.5
Men          24.4          30.4        27.5
Women          18.7 23.5 22.7

Evening 14.7 10.5 11.5
Men 13.4 10.1 10.3
Women 17.2 11.2 13.6

Night 8.3 7.3 8.1
Men 8.4 7.4 8.1
Women 8.1E 7.1E 8.0

Rotating 51.7 35.1 36.3
Men 52.7 32.1 33.7
Women 49.7 41.2 40.8

Split 6.6 3.2 3.9
Men 6.4 3.1 3.6E

Women 6.8 E 3.4E 4.4

On call/casual .. 3.6 3.0
Men .. 3.2 3.3
Women .. 4.2E 2.6E

Irregular .. 39.9 31.4
Men .. 43.7 35.1
Women .. 32.3 25.2

Other 18.8 F 5.7
Men 19.0 F 5.9
Women 18.3 F 5.5

Source: Statistics Canada, General Social Survey.

Shifts over time

Between 1992 and 1998 the proportion of full-time work-
ers who worked something other than a regular daytime
schedule increased from 22% to 28%; it then slipped back
to 25% in 2005. Over this same 14-year period, women’s
share among full-time workers increased from 39% to 42%,
and their share of full-time shift work increased from 33%
to 37%.

Rotating shifts and irregular shifts remained the most com-
mon. For example in 1992, one in two shift workers worked
a rotating schedule;  by 2005 two-thirds of full-time shift
workers worked either a rotating or an irregular schedule
(irregular shifts were not identified in 1992).

While it is not possible to look at the type of work sched-
ule worked by spouses, it is possible to examine if spouses
of full-time workers were in the labour force and whether
they worked full or part time. If the spousal work patterns
are different for regular day workers and shift workers, this
may suggest that families, where at least one parent works
something other than a daytime schedule, find ways to juggle
their work schedules.

In 1998, about 5.5 million day workers had a spouse in the
household. Most full-time day workers’ spouses worked full
time (60%). In the case of shift workers, just over 2 million
full-time shift workers had a spouse—and about 58% of
spouses worked full time, 16% worked part time and another
23% were not in the labour force. By 2005, full-time par-
ticipation in the labour force grew for spouses of shift work-
ers—about 1.9 million shift workers had a spouse in the
household—and 64% of these spouses worked full time, 13%
part time and 23% were not in the labour force.

The issue of balancing home and work is not new as workers
face the struggle to juggle. Indeed, about 28% of all full-
time workers in 1998 were dissatisfied with their work-life
balance (not asked in 1992). Not surprisingly, shift work-
ers had slightly higher levels of dissatisfaction than day work-
ers (33% vs. 25%). In 2005 dissatisfaction with work-life
balance had decreased slightly to 29% for shift workers and
about 23% for full-time day workers, illustrating that although
work-life balance has been an issue for some time, it does
not appear to be increasing.

implications (Rosa and Colligan 1997). While more
than 50% of all full-time workers cut back on sleep
when they needed more time, the likelihood differed
by work schedule. For example, just over half of all
day workers cut back on sleep compared with 70%
of evening shift workers and 63% of rotating shift
workers. This may be particularly problematic for shift
workers since they may already be having difficulty
with sleep time.

Several other role overload indicators were significantly
different for shift workers. Shift workers were more
likely than their day worker counterparts to worry
about not spending enough time with family or friends
(56% vs. 51%). Those working irregular schedules
seemed the most affected by role overload. They were
significantly more likely to cut back on sleep, worry
about not spending enough time with family and
friends, and feel constantly stressed trying to accom-
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Part-time workers

In general, women were more likely than men to work part
time. This holds true regardless of work schedule. For
example, about 78% of part-time day workers were women
and 69% of part-time shift workers were women.

Working part time may allow workers to achieve work-life
balance and be less likely to suffer from role overload, as
they may feel they have more time to devote to non-work
activities. While full-time shift workers were less likely to
be satisfied with their work-life balance than full-time day
workers, this was not the case for part-time workers—85%
were satisfied with their work-life balance.

Perhaps because of the hours during which they work, part-
time shift workers were significantly more likely to cut back
on their sleep than day workers. However, working part time
seems to smooth out other differences between day and shift
workers, as no other significant differences in role over-
load or other well-being indicators were seen between part-
time day and shift workers.

Part-time workers aged 19 to 64

Regular
day  Shift

Total 773,000 721,000

Sex %
Men 22.4 30.7*
Women 77.6 69.3*

Family type
Married or common-law,

no children 37.3 31.9
Married, children under 15 31.2 32.4
Separated, widowed, divorced,

no children 8.9 5.0E

Separated, widowed, divorced,
children under 15 F F

Single, no children 17.6 27.7
Single, children under 15 F F

Work-life balance
Satisfied 88.0 84.5
Dissatisfied 10.4 13.7

Role overload indicators
Cut back on sleep 41.2 54.0*
Not accomplishing all in a day 47.7 49.0
Not enough time with family

and friends 41.7 41.7
Often stressed when trying

to accomplish more than
can handle 32.7 36.5

No time for fun 28.8 31.5

Role overload
Yes (four or more indicators) 18.9 22.8

Other well-being indicators
Workaholic 15.7 16.3
High life stress 17.4 15.8
Flexible work arrangements 46.9 51.8

* significant difference from part-time day workers
Source: Statistics Canada, General Social Survey, 2005.

plish more than they could handle. While experiencing
one or two of the role overload components indicates
some level of overload, four or more indicates more
serious overload. About 27% of day workers and 31%
of shift workers cited four or more indicators.

Work-life balance and role overload measures differed
for men and women. While women in general had a
higher incidence of work-life imbalance (27% vs. 19%)
and role overload (32% vs. 23%), they showed no sig-
nificant differences by shift type. Conversely, for men,
shift workers were more likely to be dissatisfied with
their work-life balance (29%) than those working a
regular day schedule (19%). Men also differed between
day and shift work in the incidence of role overload.
While 28% of men working shifts had high role over-
load, only 23% of their day worker counterparts
experienced high levels (Chart C).

General life stress is another measure of role over-
load, particularly if it results from feeling that there is
not enough time in the day to do everything. In gen-
eral terms, no difference in life stress was seen
between regular day workers and shift workers—
around 27% of both felt most days were quite a bit to
extremely stressful. As to what caused this stress, about
half cited lack of time as the trigger.

Flexibility of schedule

Previous research has shown that flexible work sched-
ules lead to greater work-life balance and can offset
work stress (Levin-Epstein 2006). The GSS allows for
partial examination of work schedule flexibility, ask-
ing workers if they have flexible start and end times.
While about 4 in 10 day workers had flexible times,
some shifts were less likely to offer this flexibility. For
example, only about 20% of evening shift workers and
less than 12% of night shift workers had flexible work
arrangements, but over 50% of those who worked
irregular, on-call or casual shifts had flexible sched-
ules.

Shift work and time spent with family

Previous research has found trade-offs between non-
standard schedules and time spent with a spouse and
children. For example, working at night is associated
with spending more time with children—suggesting
that night schedules are a way for parents to juggle
child care (Golla and Vernon 2006). In 2005, night
shift workers spent 4.4 hours per day with their chil-
dren—about 30 minutes per day more than day work-
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Table 6  Time spent on activities by full-time shift workers
aged 19 to 64

Time with
Paid Unpaid Time with Time with household
work work Sleep children1 spouse2 members3

hours

Day 6.8 1.6 8.1 3.9 4.4 4.6

Evening 6.4 1.8 8.1 4.2 3.4 3.8

Night 7.1 1.4 7.4 4.4 3.3 3.3

Rotating 6.8 1.7 7.9 3.9 4.1 3.9

Split 6.5 1.6 8.0 3.5 4.1 4.1

On call
or casual 7.0 1.9 7.7 3.3 3.2 3.2

Irregular 7.2 1.5 7.9 3.1 4.2 4.5

Other 7.4 1.9 7.5 3.7 5.0 4.8

1. For those with children under 15.
2. For those with a spouse or partner.
3. For those not in a single-person household (includes time spent with children 15 and over

living at home).
Source:  Statistics Canada, General Social Survey, 2005.

Chart C Regardless of schedule, women
more likely to have work-life
imbalance or role overload

* significantly different from regular day schedule
(*) significantly different from opposite sex
Source: Statistics Canada, General Social Survey, 2005.

ers—and they spent 3.3 hours with
their spouse—just over 1 hour less
than day workers (Table 6). While
working in the evening has been as-
sociated with less time spent with
spouses and children (Golla and
Vernon 2006), the GSS found only
partial support for this. For exam-
ple, evening shift workers spent an
average of 4.2 hours per day with
their children—about 18 minutes
more than day workers—but they
spent less time with their spouse
than day workers (about 1 hour
less).

Average time spent on unpaid
work was relatively constant at
about 96 minutes per day, with a
few exceptions—night workers
did slightly less at about 83 minutes
and those working irregular shifts,
about 92 minutes. Finally, as in pre-

vious studies, some shift workers spent less time sleep-
ing or had more difficulty sleeping than their day coun-
terparts (Williams 2001, Rosa and Colligan 1997,
Åkerstedt 2003). For example, daytime workers aver-
aged just over 8 hours of sleep, while regular night
shift workers had about 45 minutes less.

Multivariate analysis

Logistic regression models were used to examine the
relationship between satisfaction with work-life bal-
ance and role overload and several job characteristics,
including shift work, and various demographic vari-
ables. Separate models were developed for women
and men since factors contributing to their well-being
have been shown to be different (MacDonald, Phipps
and Lethbridge 2005).

Working shift was associated with a lower likelihood
of avoiding role overload. That is, shift workers, both
men and women, were about 15% less likely than day
workers to have no role overload. Shifts were also a
factor in the satisfaction with work-life balance model
for men. Male shift workers were about 25% less likely
than day workers to be satisfied with their work-life
balance. However, shift work was not a significant pre-
dictor in the work-life balance model for women.
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Other factors were associated with satisfaction with
work-life balance and role overload for both women
and men. Indeed, those satisfied with their job had
significantly higher odds of feeling satisfied with their
work-life balance or not being overloaded (Table 7).
For example, women very satisfied with their job had
5.7 times the odds of being satisfied with their work-
life balance and 2.4 times the odds of not suffering
from role overload. This supports research showing
that a positive work environment and high levels of
job satisfaction can help individuals feel less stressed
and help them attain better balance (HRSDC 2008).
Additionally, individuals with high levels of life stress
had significantly lower odds of being satisfied with
their work-life balance or being able to achieve role
balance. For example, women working full time and
having high levels of life stress had a 68% lower chance
of being satisfied with their work-life balance (58%
for men), and both women and men had a 76% lower
likelihood of avoiding role overload.

Time spent on the job also affects work-life balance.
For example, working 46 hours or more per week
was associated with lower odds of being satisfied with
the balance between work and home for both sexes.
Long work hours were also associated with role over-
load. Indeed, for both men and women working long
hours was associated with a lower likelihood of avoid-
ing role overload. For example, women working
56 or more hours per week had a 72% lower likeli-
hood of being satisfied with their work-life balance
and a 56% lower likelihood of avoiding role overload
(78% and 49% respectively for men). Additionally,
those seeing themselves as workaholics also had lower
odds of having struck a satisfactory work-life balance
or avoiding role overload. This may be because worka-
holics perceive and allocate their time differently than
other workers while at the same time feeling they are
under pressure to accomplish more than is possible in
a day (Keown 2007).

Flexibility of schedule was also important in avoiding
role overload for both men and women. Those with
flexible work schedules were 1.3 times more likely to
avoid role overload. For women, having a flexible
schedule was also associated with finding satisfaction
with work-life balance. This may be because a flexible
work schedule allows for appointments, children’s
school events, unforeseen child or elder care issues, or
other events that may arise.

Satisfaction with work-life balance and being able to
avoid role overload are also related to demographic
characteristics. Even after accounting for other con-
founding factors, age seems to play a role for both
measures. For example, individuals between 35 and
54 had lower odds than those between 55 and 64 of
being satisfied with their work-life balance or having
avoided role overload. This may be because younger
individuals are in their prime working years and more
concerned with developing careers, while older indi-
viduals are more established both at home (older chil-
dren) and at work.

The well-being models were similar for men and
women, except for two striking differences. For
women, family type was a significant predictor of both
work-life balance and role overload; for men, this was
not the case. For women, having a spouse and chil-
dren or being a lone parent was associated with lower
odds of being satisfied with work-life balance or avoid-
ing role overload; for men, family type was significant
only in the role overload model. These differences may
reflect women’s continuing role as primary caregivers
of children and managers of households.

The other differences between men and women were
in the industry and occupation variables. While
industry had no effect for women on either measure,
this was not the case for men. For men, manufactur-
ing, trade, and transportation and warehousing were
associated with a lower likelihood of being satisfied
with their work-life balance; manufacturing, and edu-
cation and health, were associated with being less likely
to avoid role overload.

Some occupations—social sciences, sales and culture;
and trades and those unique to primary industries or
manufacturing—seemed to offer some protection to
both men and women with respect to role overload
compared with managerial, business, finance or scien-
tific jobs.

For those with high incomes, the purchase of time,
through restaurant meals, cleaning services or other
services may be one way to reduce the time burden
and thereby find balance or reduce overload. While
income did not have a significant impact for women
on the likelihood of being satisfied with work-life bal-
ance, lower incomes were associated with a lower like-
lihood of being able to avoid role overload for both
men and women.
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Table 7 Multivariate models of work-life balance and role
overload

Satisfied with work- No role
 life balance overload

Women Men Women Men

Work schedule odds ratio
Regular day (ref*) 1.00 1.00 1.00 1.00
Shift work n.s. 0.75* 0.82* 0.89*

Age
19 to 34 n.s. 0.55* 0.68* 0.61*
35 to 54 0.72* 0.65* 0.76* 0.66*
55 to 64 (ref*) 1.00 1.00 1.00 1.00

Family type
Couple, no children (ref*) 1.00 1.00 1.00 1.00
Couple, children 0.67* n.s. 0.72* 0.80*
Lone parent 0.64* n.s. 0.61* 0.56*
Other family 0.79* n.s. 1.47* 1.28*

Education
University degree or above (ref*) 1.00 1.00 1.00 1.00
College diploma or certificate n.s. n.s. n.s. 0.85*
Some postsecondary n.s. n.s. n.s. n.s.
High school or less 1.72* 1.44* n.s. n.s.

Industry
Primary and utility n.s. n.s. n.s. n.s.
Construction n.s. n.s. n.s. n.s.
Manufacturing n.s. 0.74* n.s. 0.81*
Trade n.s. 0.69* n.s. n.s.
Transportation and warehousing n.s. 0.66* n.s. n.s.
Financial, professional, business (ref*) 1.00 1.00 1.00 1.00
Education and health n.s. n.s. n.s. 0.73*
Accommodation and food services n.s. n.s. n.s. n.s.
Public administration n.s. n.s. n.s. n.s.
Information, culture and recreation n.s. n.s. n.s. n.s.

Occupation
Managers, business, finance, sciences (ref*) 1.00 1.00 1.00 1.00
Health n.s. n.s. n.s. n.s.
Social sciences, sales, culture n.s. n.s. 1.25* 1.30*
Trades, primary, processing, manufacturing n.s. 1.40* 1.50* 1.47*

Usual Weekly hours
Less than 39 (ref*) 1.00 1.00 1.00 1.00
39 to 45 0.83* n.s. 0.76* 0.87*
46 to 55 0.52* 0.45* 0.66* 0.64*
56 or more 0.28* 0.22* 0.44* 0.51*

Flexible start and end time
Yes 1.30* n.s. 1.30* 1.30*
No (ref*) 1.00 1.00 1.00 1.00

Job satisfaction
Unsatisfied with job (ref*) 1.00 1.00 1.00 1.00
Relatively satisfied 2.34* 2.20* 1.49* 1.38*
Very satisfied 5.65* 6.90* 2.37* 2.47*

Level of stress
No stress (ref*) 1.00 1.00 1.00 1.00
Mid level of stress 0.73* 0.73* 0.57* 0.54*
High stress 0.32* 0.42* 0.24* 0.24*

Summary

In 2005, over 3 million full-time
workers worked something other
than a regular daytime schedule,
with two-thirds of them working
a rotating or irregular shift. Just as
women’s share of full-time work
has increased in the labour market
in general, so too has their share of
full-time shift work. In 2005, about
37% of full-time shift workers
were women, up from about 33%
in 1992.

Some occupations are more com-
monly associated with shift work.
Almost half of workers in health-
related occupations and two-thirds
of those in protective services
worked shifts. Not surprisingly,
those in sales and service-related
occupations were also more likely
to work shifts.

Time-use patterns are slightly dif-
ferent among shift workers. Virtu-
ally all shift workers spent less time
with their spouse than those who
worked a regular day schedule. But
certain types of shifts had little in
common with daytime work in
terms of time spent on activities.
For example, night shift workers
spent the least time on unpaid work
or sleeping but spent more time
with their children than other shift
workers.

Work-life balance and role over-
load are measures of well-being. In
2005, shift workers were signifi-
cantly more likely to be dissatisfied
with their work-life balance than
regular day workers. They were
also more likely to suffer from role
overload. Indeed, those working
on call or other shifts had signifi-
cantly higher levels of dissatisfac-
tion with work-life balance than
day workers (23%). Interestingly, all
shift workers were more likely to
cut back on sleep when they
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needed more time and were more
likely to worry about not spending
enough time with family.

Logistic regression models com-
pared the factors associated with
work-life balance and role over-
load for men and women working
full time. For men, working shift
was associated with lower odds of
being satisfied with their work-life
balance, and shift work was a sig-
nificant predictor of role overload
for both women and men, indicat-
ing that because of the times they
work, shift workers are more likely
to feel they have too much to do
and not enough time.

For women, family type was a sig-
nificant factor in both satisfaction
with work-life balance and avoid-
ance of role overload. Conversely
for men, industry was a factor, but
family type had little bearing. How-
ever, certain factors were significant
for both men and women. Indeed,
regardless of work schedule or
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Table 7 Multivariate models of work-life balance and role
overload (concluded)

Satisfied with work- No role
 life balance overload

Women Men Women Men

Workaholic odds ratio
Yes 0.57* 0.61* 0.38* 0.42*
No (ref*) 1.00 1.00 1.00 1.00

Elder care
Yes n.s. n.s. n.s. n.s.
No (ref*) 1.00 1.00 1.00 1.00

Income
Under $10,000 n.s. n.s. n.s. n.s.
$10,000 to $29,999 n.s. n.s. 0.63* 0.65*
$30,000 to $49,999 n.s. 1.40* 0.77* 0.73*
$50,000 to $79,999 n.s. n.s. n.s. 0.85*
$80,000 to $99,999 n.s. n.s. n.s. n.s.
$100,000 and over (ref*) 1.00 1.00 1.00 1.00

* significantly different from the reference group (ref*) at 0.05 level or better
n.s. not significant
Source:  Statistics Canada, General Social Survey, 2005.

family type, being satisfied with
one’s job was associated with
higher odds of being satisfied with
work-life balance and being able to
avoid role overload. Conversely,
high general life stress, working 46
hours or more per week, or being
a workaholic all lowered the odds
of being satisfied with work-life
balance and avoiding role over-
load. This, in short, suggests that
satisfaction with work-life balance
and role overload are related not
only to workers’ schedules but also
to a complex interaction of hours
worked, self-perception and gen-
eral feelings of well-being.
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Chart A Newfoundland and Labrador, the
most unionized province; Alberta,
the least

Unionization rates in first half of 2007
and 2008

Average paid employment (employees) during the first
half of 2008 was 14.4 million, an increase of 317,000
over the same period a year earlier (Table 1). On
the other hand, union membership increased by
only 53,000 to 4.2 million. With union membership
growing less rapidly than employment, the unioniza-
tion rate declined slightly from 29.7% to 29.4%.

Unionization rates remained unchanged for women
and declined slightly for men. At 30.0%, the women’s
rate in 2008 continued to exceed the rate for men
(28.7%).

Unionization declined slightly in both the public and
private sectors, to 71.0% and 16.3% respectively.

Five provinces recorded increases: Newfoundland and
Labrador, Prince Edward Island, New Brunswick,
Saskatchewan and Alberta. The five remaining prov-
inces saw decreases (Chart A).

Unionization rates fell from 31.2% to 30.9% for full-
time workers and from 22.9% to 22.7% for part-time
workers.
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Chart B The highest unionization rates were in public sector industries

The unionization rate for permanent employees de-
clined to 29.7%, but increased to 26.8% for those in
non-permanent jobs. The rate fell in workplaces with
fewer than 20 employees, and in those with 100 to
500. On the other hand, it increased in those with more
than 500 employees and those with 20 to 99 employ-
ees.

Unionization rose in 5 of the 16 major industry groups:
mining, oil and gas; public support services; business,
building and other services; educational services; and
public administration. It remained stable for agricul-
ture, while all other industry groups registered declines
(Chart B).

0 10 20 30 40 50 60 70 80

Agriculture

Professional, scientific and technical

Accommodation and food

Other services

   Finance, insurance, real estate

                                and leasing

Trade

Business, building and other support

Mining, oil and gas

Information and cultural

Manufacturing

Construction

Transportation and warehousing

Health care and social assistance

Utilities

Public administration

Education

Unionization rate (%)

2007

2008

Source: Statistics Canada, Labour Force Survey, January-to-June averages.



Unionization

August 2008 Perspectives on labour and income 3 Statistics Canada — Catalogue no. 75-001-XIE

Chart C Unionization in community service occupations far outpaced that in others

Source: Statistics Canada, Labour Force Survey, January-to-June averages.

Among the 10 major occupational groups, unioniza-
tion rose in 4: art, culture, recreation and sport;  pri-
mary sector occupations; those unique to processing,
manufacturing and public utilities; and sales and serv-
ice. Management remained stable, while the rest
showed declines (Chart C).

Data sources

Data on strikes, lockouts and workdays lost, and those on
major wage settlements were supplied by Human Resources
and Social Development Canada (HRSDC). Further infor-
mation on these statistics may be obtained from Client
services, Workplace Information Directorate, HRSDC at
1-800-567-6866.

Information on union membership, density and coverage
by various socio-demographic characteristics, including
earnings, are from the Labour Force Survey. Further details
can be obtained from Marc Lévesque, Labour Statistics
Division, Statistics Canada at 613-951-4090.

The number of employees who were not union mem-
bers but were covered by a collective agreement aver-
aged 301,000 in the first half of 2008, down slightly
from 308,000 a year earlier (data not shown—see
Akyeampong 2000 for a description of this group).
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1,894 29.8 31.4

11,765 30.9 33.1
2,639 22.7 24.3

3,214 28.4 30.4
116 3.5 4.2
285 23.7 25.6
151 67.7 70.5
802 30.2 32.0

1,861 26.8 28.8
11,190 29.6 31.8
2,392 12.2 13.8

700 40.6 42.5

894 9.0 10.6
811 3.6 4.9

522 13.7 15.3
1,187 68.1 71.7
1,650 52.1 53.8

632 24.9 26.9
964 6.7 7.6
519 8.7 10.7
918 67.9 73.6

Both sexes
Men
Women

Sector2

Public
Private

Age
15 to 24
25 to 54

25 to 44
45 to 54

55 and over

Education
Less than Grade 9
Some high school
High school graduation
Some postsecondary
Postsecondary certificate or diploma
University degree

Province
Atlantic

Newfoundland and Labrador
Prince Edward Island
Nova Scotia
New Brunswick

Quebec
Ontario
Prairies

Manitoba
Saskatchewan
Alberta

British Columbia

Work status
Full-time
Part-time

Industry
Goods-producing

Agriculture
Mining, oil and gas
Utilities
Construction
Manufacturing

Service-producing
Trade
Transportation and warehousing
Finance, insurance, real estate

and leasing
Professional, scientific and technical
Business, building and other

support
Education
Health care and social assistance
Information and cultural
Accommodation and food
Other
Public administration

Table 1 Union membership and coverage by selected characteristics

2007 2008

Union density Union density
Total Total

employees Members Coverage1 employees Members Coverage1

’000 % % ’000 % %
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988 8.3 10.9
2,700 24.9 27.0

378 17.2 18.9
685 23.2 25.6

1,637 27.3 29.4
1,030 23.7 25.8

864 61.4 63.2
101 40.2 45.3
266 81.2 82.9
229 56.5 58.0
268 53.8 55.0

1,298 57.7 61.0
589 36.8 40.0
710 75.1 78.4
478 86.8 89.0
232 50.8 56.6
301 23.7 26.1

3,674 20.0 21.7
381 5.4 6.5

1,062 12.3 13.6
561 7.8 8.6
231 54.9 62.0
190 45.6 48.7

1,250 26.1 27.7

2,007 36.5 38.8
111 32.3 34.9
256 37.7 39.9
793 39.6 41.9
511 36.3 38.1
337 29.8 33.2
277 14.9 16.9

946 33.9 36.2
751 33.9 36.1
196 33.6 36.5

4,598 13.1 14.7
4,638 30.0 32.3
2,976 41.1 43.8
1,874 51.2 53.8

3,341 14.9 17.3
4,448 23.1 25.1
2,206 32.9 35.1
1,308 36.6 38.7
2,784 51.9 54.4

12,310 30.2 32.3
1,777 25.8 28.5

1,036 8.3 10.8
2,840 24.3 26.3

395 17.1 18.9
775 22.4 24.6

1,670 26.9 28.8
1,074 22.5 24.8

882 60.9 63.1
89 41.6 47.0

275 77.2 79.1
208 56.4 58.5
310 55.1 56.6

1,351 56.7 59.4
640 37.1 39.4
711 74.3 77.4
480 86.4 88.2
231 49.0 54.8
330 25.8 28.8

3,658 20.1 21.8
361 4.9 6.0

1,037 11.6 12.8
533 9.1 10.0
245 51.8 59.0
185 47.3 49.6

1,297 25.9 27.3

2,094 35.5 37.5
134 28.6 30.6
274 37.5 39.6
850 36.4 38.6
492 37.0 38.6
343 32.3 34.4
263 16.7 18.6

876 34.2 36.4
697 34.5 36.8
178 33.0 34.9

4,713 12.6 14.2
4,708 30.3 32.4
3,073 39.6 42.0
1,910 52.0 54.8

3,432 15.9 18.2
4,584 22.8 24.6
2,135 33.4 35.6
1,434 35.3 37.0
2,819 50.4 52.8

12,728 29.7 31.7
1,676 26.8 29.6

Occupation
Management
Business, finance and administrative

Professional
Financial and administrative
Clerical

Natural and applied sciences
Health

Professional
Nursing
Technical
Support staff

Social and public service
Legal, social and religious workers
Teachers and professors

Secondary and elementary
Other

Art, culture, recreation and sport
Sales and service

Wholesale
Retail
Food and beverage
Protective services
Child care and home support
Travel and accommodation

Trades, transport and equipment
operators

Contractors and supervisors
Construction trades
Other trades
Transportation equipment operators
Helpers and labourers

Unique to primary industry
Unique to processing, manufacturing

and utilities
Machine operators and assemblers
Labourers

Workplace size
Under 20 employees
20 to 99 employees
100 to 500 employees
Over 500 employees

Job tenure
1 to 12 months
Over 1 year to 5 years
Over 5 years to 9 years
Over 9 years to 14 years
Over 14 years

Job status
Permanent
Non-permanent

1. Union members and persons who are not union members but covered by collective agreements (for example, some religious group
members).

2 . Public sector employees are those working for government departments or agencies; Crown corporations; or publicly funded schools,
hospitals or other institutions. Private sector employees are all other wage and salary earners.

Source: Statistics Canada, Labour Force Survey, January-to-June averages.

Table 1 Union membership and coverage by selected characteristics (concluded)

2007 2008

Union density Union density
Total Total

employees Members Coverage1 employees Members Coverage1

’000 % % ’000 % %
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14,251  4,175 29.3
7,186 2,070 28.8
7,066 2,105 29.8

3,283 2,331 71.0
10,969 1,845 16.8

2,500 330 13.2
9,959 3,226 32.4
6,607 1,944 29.4
3,353 1,282 38.2
1,792 620 34.6

325 80 24.7
1,496 306 20.5
2,932 754 25.7
1,220 257 21.1
5,003 1,677 33.5
3,276 1,101 33.6

964 282 29.2
193 70 36.0

60 17 28.3
391 111 28.4
321 85 26.5

3,300 1,183 35.9
5,607 1,486 26.5
2,540  667 26.3

508 178 35.0
409  135 33.1

1,623 354 21.8
1,841 557 30.3

11,716 3,599 30.7
2,535 577 22.7

3,278 928 28.3
127 5 4.0
288  60 20.8
138 91 65.7
780 238 30.5

1,944  534 27.5
10,974 3,248 29.6
2,380 303 12.7

680  277 40.7

877 84 9.6
757 32 4.3
542 69 12.7

1,130 756 66.9
1,621 862 53.2

661 165 25.0
970 71 7.3
492 45 9.1
864 583 67.5

Both sexes
Men
Women

Sector2

Public
Private

Age
15 to 24
25 to 54

25 to 44
45 to 54

55 and over

Education
Less than Grade 9
Some high school
High school graduation
Some postsecondary
Postsecondary certificate or diploma
University degree

Province
Atlantic

Newfoundland and Labrador
Prince Edward Island
Nova Scotia
New Brunswick

Quebec
Ontario
Prairies

Manitoba
Saskatchewan
Alberta

British Columbia

Work status
Full-time
Part-time

Industry
Goods-producing

Agriculture
Mining, oil and gas
Utilities
Construction
Manufacturing

Service-producing
Trade
Transportation and warehousing
Finance, insurance, real estate

and leasing
Professional, scientific and technical
Business, building and other support
Education
Health care and social assistance
Information and cultural
Accommodation and food
Other
Public administration

Table 2 Union membership, 2007

Union member1

Total
employees Total Density

’000 ’000 %

2007 annual averages

Approximately 4.2 million employ-
ees (29.3%) (Table 2) belonged to
a union in 2007 and some 316,000
(2.2%) were covered by a collec-
tive agreement.

Those in the public sector—gov-
ernment, Crown corporations, and
publicly funded schools or hospi-
tals—were over four times more
likely than their private-sector
counterparts to belong to a union
(71.0% versus 16.8%).

Almost one in three full-time em-
ployees belonged to a union, com-
pared with about one in four
part-time. Also, almost one in three
permanent employees were union
members, compared with one in
four non-permanent.

High unionization rates were found
among employees aged 45 to 54
(38.2%); among those with a uni-
versity degree (33.6%) or a post-
secondary certificate or diploma
(33.5%); in Newfoundland and
Labrador (36.0%) and in Quebec
(35.9%); as well as in educational
services (66.9%), public administra-
tion (67.5%), and utilities (65.7%);
and in health care occupations
(61.9%). Low unionization rates
were recorded among 15 to 24
year-olds (13.2%); in Alberta
(21.8%); in agriculture (4.0%) and
professional, scientific and techni-
cal services (4.3%); and in manage-
ment occupations (8.3%).



Unionization

August 2008 Perspectives on labour and income 7 Statistics Canada — Catalogue no. 75-001-XIE

1,006  84 8.3
2,753 677 24.6

376  64 17.1
712 163 23.0

1,666 449 27.0
1,051 243 23.2

864 535 61.9
98 41 41.6

273 218 79.7
217 125 57.8
276 151 54.7

1,276 716 56.1
600 217 36.2
676 499 73.8
447 385 86.1
229 114 49.8
324 79 24.3

3,687 726 19.7
384 20 5.1

1,069 127 11.9
556  44 7.9
235 129 54.8
178 82 46.3

1,265 324 25.6

2,066 753 36.4
114 36 31.7
275 110 39.8
811 318 39.2
519 184 35.5
347 105 30.2
293 44 15.1

930 320 34.4
737 252 34.3
194 67 34.7

4,684 607 13.0
4,670 1,375 29.5
2,994 1,207 40.3
1,904 985 51.7

3,425 509 14.8
4,494 1,031 22.9
2,209 722 32.7
1,321 478 36.2
2,802 1,436 51.2

12,409 3,710 29.9
1,843 465 25.3

Occupation
Management
Business, finance and administrative

Professional
Financial and administrative
Clerical

Natural and applied sciences
Health

Professional
Nursing
Technical
Support staff

Social and public service
Legal, social and religious workers
Teachers and professors

Secondary and elementary
Other

Art, culture, recreation and sport
Sales and service

Wholesale
Retail
Food and beverage
Protective services
Child care and home support
Travel and accommodation

Trades, transport and equipment
operators

Contractors and supervisors
Construction trades
Other trades
Transportation equipment operators
Helpers and labourers

Unique to primary industries
Unique to processing, manufacturing

and utilities
Machine operators and assemblers
Labourers

Workplace size
Under 20 employees
20 to 99 employees
100 to 500 employees
Over 500 employees

Job tenure
1 to 12 months
Over 1 year to 5 years
Over 5 years to 9 years
Over 9 years to 14 years
Over 14 years

Job status
Permanent
Non-permanent

1. Excludes non-members covered by a collective agreement.
2. Public sector employees are those working for government departments or

agencies; Crown corporations; or publicly funded schools, hospitals or other
institutions. Private sector employees are all other wage and salary earners.

Source: Statistics Canada, Labour Force Survey.

Table 2 Union membership, 2007 (concluded)

Union member1

Total
employees Total Density

’000 ’000 %

Differences between
the sexes

For the fourth year in a row, the
unionization rate for women in
2007 surpassed that of men (29.8%
versus 28.8%).

Among men, part-time employees
had a much lower rate than full-
time employees (18.0% versus
30.1%). Among women, the gap
was narrower (24.8% versus
31.5%) (data not shown). The
unionization rate for women in the
public sector (72.8%) exceeded that
of men (68.2%), reflecting wom-
en’s presence in public administra-
tion, and in teaching and health
positions. However, in the private
sector, only 12.5% were unionized,
compared with 20.9% of men. The
lower rate among women reflected
their predominance in sales and
several service occupations.

A higher-than-average rate was
recorded among men with a post-
secondary certificate or diploma
(33.9%). For women, the highest
rate was among those with a uni-
versity degree (40.0%), reflecting
unionization in occupations like
health care and teaching.

Among those in permanent posi-
tions, the rate for men (29.6%) was
similar to that for women (30.2%).
Among those in non-permanent
positions, women were more un-
ionized than men (27.2% versus
23.2%).
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Table 3 Average earnings and usual hours by union and job
status, 2007

Hourly earnings Usual weekly hours, main job

All em- Full- Part- All em- Full- Part-
ployees time time ployees time time

$
Both sexes 20.41 21.73 14.33 35.6 39.5 17.4
Union member 23.58 24.15 19.99 36.0 38.7 19.3
Union coverage1 23.51 24.11 19.81 36.0 38.7 19.1
Not a union member2 18.98 20.55 12.56 35.4 39.9 16.9

Men 22.17 23.24 13.25 38.1 40.7 16.5
Union member 24.38 24.83 18.10 38.4 39.8 18.2
Union coverage1 24.32 24.79 17.94 38.4 39.9 18.0
Not a union member2 21.20 22.50 12.07 38.0 41.1 16.2

Women 18.62 19.89 14.80 33.0 38.0 17.8
Union member 22.79 23.36 20.59 33.6 37.3 19.6
Union coverage1 22.71 23.31 20.43 33.6 37.3 19.5
Not a union member2 16.71 18.16 12.78 32.6 38.3 17.2

Atlantic 17.22 18.19 12.22 36.7 40.4 17.5
Union member 21.98 22.22 19.76 37.6 39.5 20.0
Union coverage1 21.90 22.16 19.54 37.6 39.6 19.8
Not a union member2 15.15 16.24 10.50 36.3 40.8 17.0

Quebec 19.35 20.52 14.15 34.5 38.2 18.0
Union member 22.10 22.52 19.41 35.2 37.6 20.0
Union coverage1 21.92 22.39 18.98 35.3 37.7 19.8
Not a union member2 17.66 19.17 12.14 34.0 38.6 17.2

Ontario 21.27 22.83 14.01 35.6 39.6 17.0
Union member 24.86 25.70 19.48 36.1 38.9 18.6
Union coverage1 24.85 25.70 19.41 36.2 38.9 18.5
Not a union member2 19.86 21.62 12.53 35.3 39.8 16.7

Prairies 21.06 22.24 15.04 36.7 40.5 17.4
Union member 23.71 24.23 20.59 36.4 39.3 19.3
Union coverage1 23.81 24.34 20.60 36.5 39.4 19.2
Not a union member2 19.97 21.39 13.24 36.8 40.9 16.8

British Columbia 20.49 21.67 15.62 35.3 39.6 17.5
Union member 23.94 24.39 21.61 35.8 39.0 19.3
Union coverage1 23.93 24.41 21.49 35.8 39.1 19.1
Not a union member2 18.86 20.29 13.47 35.0 39.9 16.9

1. Union members and persons who are not union members but covered by collective agreements (for
example, some religious group members).

2 . Workers who are neither union members nor covered by collective agreements.
Source: Statistics Canada, Labour Force Survey.

Average earnings
and usual hours

Unionized jobs generally
provide higher earnings than
non-unionized jobs (Table 3).
However, factors other than
collective bargaining provi-
sions also play a role. These
include varying distributions
of unionized employees by
age, sex, job tenure, industry,
occupation, firm size, and
geographical location.

Although the effects of these
factors have not been exam-
ined, it is clear that unionized
workers and jobs tend to
have certain characteristics
that are associated with
higher earnings. For example,
the unionization rate is higher
among older workers, those
with higher education, those
with long tenure, and those in
larger workplaces. Although
differences in earnings and
non-wage benefits cannot be
attributed solely to union sta-
tus (Akyeampong 2002), the
union wage premium (after
adjusting for employee and
workplace characteristics) has
been estimated at 7.7% (Fang
and Verma 2002).

In 2007, the average hourly
earnings of unionized work-
ers were higher than those of
non-unionized workers. This
held true for both full-time
($24.15 versus $20.55) and
part-time ($19.99 versus
$12.56) employees.

In addition to having higher
hourly earnings, unionized
part-time employees gener-
ally worked more hours per

week than their non-unionized counterparts (19.3 versus 16.9). As a result, their
average weekly earnings were much higher ($391.14 versus $216.43) (data not
shown).

On average, unionized women working full time received about 94% as much
in hourly earnings as their male counterparts. In contrast, unionized women
working part time earned 14% more.
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Table 4 Major wage settlements, inflation and labour disputes

Average annual increase
in base wage rates1 Labour disputes and time lost3

Annual
Public Private change in Proportion
sector sector Total consumer Strikes and Workers Person-days of estimated

Year employees2 employees2 employees price index1 lockouts4 involved not worked working time

% ’000 ’000 %
1980 10.9 11.7 11.1 10.1 1,028 452 9,130 0.37
1981 13.1 12.6 13.0 12.4 1,049 342 8,850 0.35
1982 10.4 9.5 10.2 10.9 679 464 5,702 0.23
1983 4.6 5.5 4.8 5.8 645 330 4,441 0.18
1984 3.9 3.2 3.6 4.3 716 187 3,883 0.15
1985 3.8 3.3 3.7 4.0 829 164 3,126 0.12
1986 3.6 3.0 3.4 4.1 748 486 7,151 0.27
1987 4.1 3.8 4.0 4.4 668 582 3,810 0.14
1988 4.0 5.0 4.4 4.0 548 207 4,901 0.17
1989 5.2 5.2 5.2 5.0 627 445 3,701 0.13
1990 5.6 5.7 5.6 4.8 579 271 5,079 0.17
1991 3.4 4.4 3.6 5.6 463 254 2,516 0.09
1992 2.0 2.6 2.1 1.5 404 152 2,110 0.07
1993 0.6 0.8 0.7 1.8 381 102 1,517 0.05
1994 0.0 1.2 0.3 0.2 374 81 1,607 0.06
1995 0.6 1.4 0.9 2.2 328 149 1,583 0.05
1996 0.5 1.7 0.9 1.6 330 276 3,269 0.11
1997 1.1 1.8 1.5 1.6 284 258 3,608 0.12
1998 1.6 1.8 1.7 0.9 381 244 2,444 0.08
1999 2.0 2.7 2.2 1.7 413 160 2,443 0.08
2000 2.5 2.4 2.5 2.7 379 144 1,657 0.05
2001 3.4 3.0 3.3 2.6 381 221 2,199 0.07
2002 2.9 2.6 2.8 2.2 294 168 3,033 0.09
2003 2.9 1.2 2.5 2.8 266 81 1,736 0.05
2004 1.4 2.3 1.8 1.9 297 260 3,209 0.09
2005 2.2 2.5 2.3 2.2 260 199 4,150 0.12
2006 2.6 2.2 2.5 2.4 151 42 791 0.02
2007 3.4 3.1 3.3 1.9 207 67 1,791 0.05
20085 3.2 4.0 3.4 1.8

1. Involving 500 or more employees.
2. Public sector employees are those working for government departments or agencies; Crown corporations; or publicly funded schools,

hospitals or other institutions. Private sector employees are all other wage and salary earners.
3. Involving 1 worker or more.
4. Ten person-days not worked.
5. 2008 data refer to January to April only.
Sources: Statistics Canada, Prices Division; Human Resources and Social Development Canada, Workplace Information Directorate .

Wage settlements, inflation and labour
disputes

Wage gains of 3.3% in 2007 significantly surpassed
the rate of inflation (1.9%) (Table 4). This reflects the
third consecutive year in which wage increases were
greater than the rate of inflation, although the differ-
ences in the two preceding years were not significant.
The 2007 trend continued during the first four months
of 2008, with wage gains averaging 3.4%, while infla-
tion stood at 1.8%.

Wage gains in the public sector in 2007 (3.4%) sur-
passed those in the private sector (3.1%). The gap
reversed and widened in the first four months of 2008.
The corresponding gains were 3.2% and 4.0%.

Annual statistics on strikes, lockouts and person-days
lost are affected by several factors, including collective
bargaining timetables, size of the unions involved, strike
or lockout duration, and state of the economy. The
number of collective agreements up for renewal in a
year determines the potential for industrial disputes.
Union size and strike or lockout duration determine
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the number of person-days lost. The state of the
economy influences the likelihood of an industrial
dispute, given that one is legally possible. The estimated
number of person-days lost through strikes and lock-
outs dropped to less than a fifth, from 4.1 million in
2005 to 791,000 in 2006. In 2007, however, it
rebounded sharply, reaching 1.8 million.
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