Catalogue no 75-001-XPE

PERAPEL 1)

INCOME

SPRING 1998
Vol. 10. No. 1

B STAY-AT-HOME DADS

B WORK ABSENCES

B EMPLOYEE TRAINING

MW RRSPs

— CONTRIBUTIONS AND
WITHDRAWALS

— UNUSED ROOM

ANNIVERSARY

Statistics Statisti
Bl Soisics Stsioue Canada

i+l



At Your Service...

Datain many forms

Statistics Canada disseminates data in a variety of forms. In
addition to publications, both standard and special tabulations
are offered. Data are available on the Internet, compact disc.
diskette, computer printouts, microfiche and microfilm, and
magnetic tape. Maps and other geographic reference materials
are available for some types of data. Direct online access to
aggregated information is possible through CANSIM, Statistics
Canada’s machine-readable database and retrieval system.

Statistics Canada’s Regional Reference Centres in
Canada’s major cities

Halitax (902) 426-5331 Regina (306) 780-5405
Montreal (514) 283-5725 Edmonton (403) 495-3027
Ottawa (613) 951-8116 Calgary (403) 292-6717

Toronto (416) 973-6586
Winnipeg  (204) 983-4020

Vancouver (604) 666-3691

You can also visit our World Wide Web site: http://www.statcan.ca

Toll-free access is provided for all users who reside outside
the local dialing area of any of the Regional Reference
Centres.

National enquiries line 1 800 263-1136
Order-only line (Canada and United States) 1 800 267-6677
National telecommunications device

for the hearing impaired I 800 363-7629

Ordering/Subscription information

This and other Statistics Canada publications may be purchased
from local authorized agents and other community bookstores,
the Statistics Canada Regional Reference Centres, or from:

Statistics Canada

Operations and Integration Division
Circulation Management

120 Parkdale Avenue

Ottawa, Ontario

KIA 0T6

Telephone: 1 (613) 951-7277 or 1 800 700-1033
Facsimile: | (613) 951-1584 or | 800 889-9734
Internet: order@statcan.ca

Standards of service to the public

Statistics Canada 1s committed to serving its clients in a
prompt. reliable and courteous manner and in the official
language of their choice. To this end, the agency has developed
standards of service which its employees observe in serving its
clients. To obtain a copy of these service standards, please
contact your nearest Statistics Canada Regional Reference
Centre.
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Stay-at-home dads
Katherine Marshall

Who are the “stay-at-home dads™? Are their numbers rising?
This article examines the characteristics of these fathers in
single-earner husband-wife families. An overview of recent
changes in family structure, use of parental leave, and time
use among single-earner families puts the analysis in context.

Work absences: New data, new insights

Ernest B. Akyeampong

Factors such as age, family circumstances, work schedules
and leave entitlements all play a role in work absences.
Using data from the redesigned Labour Force Survey and
the 1995 Survey of Work Arrangements, this article provides
an up-to-date, in-depth look at the effect of these and other
factors. For the first time, maternity leave can be excluded

from these statistics.

An international comparison of employee

training
Constantine Kapsalis

Important literacy and training questions can now be
addressed without being hampered by a lack of comparable
training data. Based on the International Adult Literacy
Survey, this article looks at employee training in seven
countries, including Canada. Training effort, sources of
support, motivation, and characteristics of trainees are

examined.
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29 RRSP contributions and withdrawals:

An update
Ernest B. Akyeampong

This study examines some of the factors underlying the rapid
growth in RRSP contributions since 1991, and explains how, and
why, the composition of contributions has changed. Regional
differences in RRSP participation are also provided. Finally,
RRSP withdrawals are briefly noted.

34 Tapping unused RRSP room

Hubert Frenken

Relatively few eligible taxfilers take advantage of their unused
RRSP contribution room in a given year, and they use only a
fraction of it. This article looks at how much room has
accumulated since 1991. It also examines which taxfilers

are using their RRSP room.
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Forum

Letter from the Editor-in-Chief

B The Winter 1997 issue of Perspectives carried an
article entitled “The redistribution of overtime hours” by
Diane Galameau. The article began with estimates of the
number of hours of paid overtime usually worked by
employees (using data from the 1995 Survey of Work
Arrangements). It then examined what might have
happened to the unemployment rate at the time had these
hours been redistributed to the unemployed under
various hypothetical constraints, such as the donor
hours having to come from the same province as the
unemployed who would receive them, and donors and
recipients having to be in the same occupational group,
and so forth.

The media coverage of this article and the reactions of
many with an interest in the topic reminded me of the
fable of three blind men trying to describe an elephant:
same beast, but widely different perceptions. Some
journalists and economists argued that the feasibility of
redistributing overtime hours (one of many proposed
approaches to the more general concept of work sharing)
had already been totally discredited and was unworthy of
further examination. To them, the article’s suggestion
that this redistribution could alleviate unemployment,
however slightly, was offensive. Other journalists, or
more precisely, the people interviewed for a reaction to
the study’s findings, objected to anything that suggested
that this redistribution would not play a significant role in
alleviating unemployment.

Both reactions reveal a misperception of Statistics
Canada’s role in public policy debate. Statistics Canada
does not have a position on the redistribution of
overtime. In fact, the Agency assiduously tries to avoid
becoming part of such debates, and more particularly,
being seen as supporting one side or the other.

Simply put, the goal of Statistics Canada, in both its
statistical and analytical output, is to provide data to
inform public policy debate. Our numbers are often used
by all sides to support certain contentions or to challenge
others. We are pleased when this happens, since it is
testimony to both the relevance of our data and our
achievement of neutrality.

In other instances, directly applicable estimates may
not be so readily available. It may then be necessary for
Statistics Canada to discern the need for quantitative
information and to try to derive that information from our
data holdings and to present it in a readily understood
form of analysis.

This was precisely our intention with the article on the
redistribution of overtime hours. The debate had been
going on for some time, largely without empirical
foundation, and showed every sign of continuing. With
the advent of data from the Survey of Work
Arrangements, particularly those on usual hours of paid
overtime and on preferences for hours of work, we
realized that we could offer up some quantitative
information to the debate. The article was then crafted to
make it very clear that this was an exercise in the
construction of alternative scenarios, and not a single set
of predictions describing the product of a specific policy
option. The vocabulary used was intended to convey the
exploratory nature of the exercise, with such phrases as
“might have been created,” “had it been possible to
convert,” “hypothetical jobs,” “rests on several
assumptions,” “potential new jobs,” and so forth, Rather
than simply address the issue of matching donor and
recipient occupations once and imply that this matching
was the only measure of the effect of occupation, the
study provided three levels of occupational precision for
consideration.

We can appreciate that in the heat of debate the
participants might assume that all players were taking an
advocacy position. However, Statistics Canada doesn’t
take positions. We need to recognize, though, that just
because that principle is second nature to us, it isn’t
necessarily obvious to people outside the organization.
Certainly those of us working on Perspectives will strive
to make the Agency’s position of neutrality even clearer
in the future.

Year-end review

On a completely different topic, the Spring issue of
Perspectives has always contained a year-end review of
the labour market. (Similarly, the Autumn issue always
contained a mid-year review.) For the first time since
Perspectives’ début in early 1989, the Spring issue will not
contain a year-end review.' It is not that this regular
feature has been unpopular with our readers. Rather, it
reflects the results of further enhancements of Statistics
Canada’s analytic output; in this case, enhancements
associated with the revisions to the Labour Force Survey
(LFS) that took effect in January 1997,

In addition to expanding the content of the LFS
(adding wage rate, unionization and several other
variables), the revision extended to the survey’s
dissemination program, which has been radically modified
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to better serve the needs of its users. This revision
includes the launch of a new analytic quarterly called
Labour Force Update, based primarily on LFS data. The
first three issues covered the labour market experience of
youths, the distribution of hours worked, and the
situation of the self-employed. The fourth issue reviews
the labour market for 1997; in other words, it presents a
year-end review. From now on, these reviews will be
carried in Labour Force Update. As for our mid-year
reviews, we will cease publishing these unless
extraordinary events in the labour market warrant it.

Our subscribers will receive a complimentary copy of
the Labour Force Update in which the 1997 year-end
review appears. In the future, Perspectives readers with a
continuing interest in these reviews are encouraged to
subscribe to Labour Force Update?

Ian Macredie
Editor-in-Chief @)

& Notes

I Actually, the mid-year and year-end reviews predate the
launch of Perspectives. These articles began with the 1982 mid-
year review when we (yes, I was involved even then) recognized
the need to go beyond the traditional month-to-month analysis
provided by the monthly LFS. We thought a fuller appreciation
of labour market change was in order.

2 For additional information on this new quarterly (Catalogue
no. 71-005-XPB, $29/896), contact Geoff Bowlby at (613)
951-3325; Internet: bowlgeo@statcan.ca or Jean-Marc
Lévesque at (613) 951-2301; fax (613) 951-2869; Internet:
levejeaidistatcan.ca.
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Highlights

M Stay-at-home dads P9

The estimated number of families with a stay-at-home
dad increased from 41,000 in 1976 to 77,000 in 1997.
Of all families with a stay-at-home parent, 6% had a
father at home in 1997, up from just 1% in 1976,

Families with a stay-at-home dad are less likely than
those with a stay-at-home mom to have a pre-school
aged child at home (40% versus 59%). This may be
because only mothers are entitled to paid maternity
leave when children are infants, and because most
mothers take the parental leave benefit. Of the roughly
31,000 parents on paid parental leave in a given month,
only about 1,000 are fathers.

Stay-at-home parents generally have lower occupa-
tional and educational attainment levels than earning
parents. This suggests that reduced employment
options may have contributed to their decision to
remain at home. For example, only 18% of stay-at-
home fathers and 25% of stay-at-home mothers who
worked in the past year were employed in managerial
or professional occupations, compared with 30% of
earning fathers and 39% of earning mothers.

The length of time out of the workforce varies
substantially for stay-at-home fathers and mothers:
49% of fathers at home have been there for less than
one year, while the corresponding figure for stay-at-
home mothers is only 19%. In contrast, 7% of stay-
at-home dads have been at home for five years or
longer, compared with 45% of stay-at-home mothers.

B Work absences: New data,

new insights . P 16

In 1997, close to half a million full-time workers lost
some work time each week for personal reasons
(excluding maternity leave). On average, each full-
time employee lost 7.4 days over the year — 6.2 for
iliness or disability and 1.2 for personal or family
responsibilities. This amounts to an estimated 66
million workdays in total.

Time lost for personal reasons averaged 6.3 days for
men in 1997, and 9.1 for women. Women lost more
work time than men for illness or disability (7.6 days

versus 5.3) and for personal or family responsibilities
(1.5 days versus 0.9). The presence of pre-school aged
children exerts a strong influence on work absences
for personal or family responsibilities, especially for
women. In families with pre-schoolers, women lost 4.2
days for this reason, compared with 1.8 for men.

B Full-time workers in public administration and in
transportation and communication lost the most time
in 1997 (8.9 days each). Those in agriculture and in
trade lost the least (5.5 and 5.8 days, respectively).
Almost all the difference can be traced to absences
due to illness or disability.

B British Columbia (8.8 days) and Quebec (8.4) recorded
the most work time lost; Alberta (6.5) and Ontario (6.6),
the least.

B Workers covered by a union contract missed almost
twice as many workdays for personal reasons as their
non-unionized counterparts (10.7 versus 5.6 days).
This is not surprising, since most, if not all, collective
agreements include paid sick leave entitlements.

B Full-time workers with a flexitime arrangement werc
less likely than those without this option to report
missing some work during the reference week because
of illness or disability (3.4% versus 4.0%), according
to the 1995 Survey of Work Arrangements.

B An international comparison
of employee training . P23

B The average Canadian employee received 44 hours of
training in 1994, according to the International Adult
Literacy Survey. This finding was similar to that of
Switzerland, the United States and Germany, but
considerably less than that of the Netherlands (74
hours per employee).

B These hours include employer-supported, government-
supported, and self-supported training. In Canada, 33%
of employees received employer-supported training,
while 15% undertook training on their own. A much
smaller percentage (5%) received support from the
government. Employer-supported training involved
fewer hours than self-supported training (83 versus
121 hours per trainee).
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Canada reported the highest incidence of employees
who wanted more training for career- or job-related
reasons (33%).

Women and employees in small firms generally
received less employer-supported training than did
men or employees of large firms. This was the case
for all participating countries.

RRSP contributions and

withdrawals: An update - Pp-29

Annual contributions to RRSPs rose steadily from
about $15 billion in 1991 to more than $26 billion in
1996, a 74% increase. Over the same period, the
number of contributors increased by 28%, from 4.7
million to almost 6 million.

The reasons for this growth are varied. Changes to
the Income Tax Act in 1990, which increased RRSP
contribution opportunities for most taxfilers; the
economic upturn; and growing concerns about the
Canada and Quebec Pension Plan and the Old Age
Security/Guaranteed Income Supplement programs
have all contributed. Financial institutions’ effective
promotion of RRSP participation and recent growth in
group RRSPs have also played a role, as has a drop in
participation in employer-supported pension plans.

In 1995, RRSP participation rates were generally higher
in the three westernmost provinces and lower in the
Atlantic provinces. Average amounts contributed in
British Columbia, Ontario and Alberta exceeded the
national average, while they fell well below it in
Newfoundland and Manitoba.

The Yukon and Northwest Territories present a
unique picture. Though they held the top positions
in the country for eligibility rates and average
contributions, their participation rates were lower than
the national average.

Withdrawals from RRSPs also rose between 1991 and
1996 (from $3.2 billion to $4.4 billion), as did the number
of persons making withdrawals (from 604,000 to
851,000). However, average withdrawals were virtually
unchanged: from $5,271 to $5,212.

From 1991 to 1994, Canadians were cashing in one
dollar of RRSP savings for every five contributed; by
1996, they were removing just 85 cents for every five
dollars contributed.

B Tapping unused RRSP room ... p. 34

From 1991 to 1997, the number of taxfilers with RRSP
room increased by a third to a total of 19 million.
Meanwhile, the amount of RRSP room grew nearly
five-fold, from $45 billion to more than $216 billion.

There are indications that at least some of the
accumulated room is being used up by a growing
number of taxfilers. The proportion of total room used
decreased annually from 1991 to 1995, but levelled off
to 12% in 1996. One reason for this was the reduction
of the maximum dollar amount of new room credited
to taxfilers that year, from $14,500 to $13,500.

Only about one-third of taxfilers with RRSP room
contributed in 1995; 29% of contributors used up at
least some of their previously accumulated room.

A large proportion of unused RRSP room is held by
taxfilers under the age of 45 and by those with low
incomes. Taxfilers who use their room, on the other
hand, tend to be 45 to 64, and have an income of
$40,000 and over. For example, while 38% of all 1995
RRSP contributors were between 45 and 64, more than
47% of those who tapped their unused room that year
were in that age group. Those making over $40,000
accounted for 62% of the $9.4 billion contributed.

What’s new? . p. 39

Work Arrangements in the 1990s provides information
on the hours people work, the emergence of alternative
work patterns such as flexitime and home-based work,
the work schedules of families and students, and the
quality of jobs as defined by wage and non-wage
benefits, unionization, job permanence and employer
size.

Earnings of Men and Women, 1996 compares the
earnings of men and women by province, age,
education, occupation and work experience. Also
presented are data on husbands’ and wives’
contributions to family income.

According to Failing Concerns: Business Bankruptcy
in Canada, firms in Canada go bankrupt primarily
because their managers lack the experience, know-how
or vision to run their business. Key deficiencies are
bad financial planning and the inability to master basic
management skills.
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B According to a recent article in Canadian Social

Trends, more than one-fifth of workers with a university
or community college certificate, diploma or degree
felt overqualified for their jobs in 1994,

Low Income Cut-offs has been updated to reflect the
1997 cost-of living increase, as indicated by the annual
change in the Consumer Price Index.

Government Finances and Generational Equity offers
a detailed analysis of the current state of Canadian
fiscal policy and the way in which it has changed
over the past two decades. Collected essays consider
the deficit as a measure of generational equity; the
age distribution for government taxes and transfers;
the effect of reducing the national debt on the well-
being of current and future generations; and the
manner in which generational equity should be
measured.

Employment growth in 1997 pushed the unemployment
rate down to 9.1% by mid-year, and to 8.6% by year-
end, the lowest rate since September 1990. This is
but one of the many highlights in the fourth issue of
Labour Force Update, which offers an overview of
the 1997 labour market.

Highlights

@  Statistics Canada recently conducted a survey to

assess the business community’s readiness for the
Year 2000 computer problem. A report on the survey
determines how businesses in different industries and
size categories have been preparing for potential
difficulties, and assesses the general cost and
magnitude of fixing the problem.

North American Labor Markets: A Comparative
Profile examines the labour markets of the United
States, Mexico, and Canada. It presents emerging
trends and themes over the 1984-to-1995 period in such
areas as employment, work time and non-standard
work, unemployment, unionization, earnings,
productivity, income distribution and employment
benefits.

The Analytical Studies Branch has released two more
research papers. Job Turnover and Labour Market
Adjustment in Ontario from 1978 to 1993 looks at
permanent layoffs and separations and their
probabilities, and at labour market transitions for
separated workers. [nternational Competition and
Industrial Performance: Allocative Efficiency,
Productive Efficiency, and Turbulence reviews theory
and recent empirical evidence of the effects of
international competition on the performance of
domestic industries.

Statistics Canada - Catalogue no. 75-001-XPE
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Back Issues: Did you miss something?

Don't worry! Back issues of Perspectives on Labour and Income are available.
Feature articles in these issues include:

Winter 1997 Work hours: Overtime; Redistribution of overtime; Preferences * Non-permanent jobs across the country *
Statistical portrait of unions * index: 1989-1997

Autumn [997 ‘97 Mid-year review ° Non-permanent work ° Adults going back to schoo! ° Intergenerational equity -
Permanent layoffs

Summer 1997 Job sharing * Retirement age * Post-separation family income - Workplace computerization * After high
school

Spring 1997 96 in review - Northern trends: Employment; Earnings and income - Clothing manufacturing * RRSP
contributors: Young people; Low income * Work arrangements

For more information contact Statistics Canada, Operations and Integration Division, Circulation Management, 120
Parkdale Avenue, Ottawa, Ontario KIA 0T6. Or, call toll free 1 800 267-6677.

Perspectives on Labour and Income

The quarterly for labour market and income information

Perspectives on Internet

Perspectives on Labour and Income is now offering its Highlights section, What’s new? and Subject index on the
Internet.

Gopher is an Internet tool that allows users to browse through an easy-to-navigate, text-based, hierarchical menu
system. Information describing Statistics Canada and its products and services is housed in TALON’s gopher. To
link to our gopher server, type: gopher gopher.statcan.ca

The Statistics Canada World Wide Web site can be reached at: http://www.statcan.ca

order@statcan.ca is an e-mail address from which you can order data products or request additional
information.

Are you moving?

Please forward your name, old address, new address, telephone number and client reference number to:
Statistics Canada, Operations and Integration Division, Circulation Management, 120 Parkdale Avenue, Ottawa,
Ontario K1A 0T6; or call (613)951-7277 or 1 800 700-1033 toll free, or fax (613) 951-1584.

Please allow four weeks notice to ensure uninterrupted delivery.

8 / Spring 1998 PERSPECTIVES Statistics Canada - Catalogue no. 75-001-XPE



Stay-at-home dads

Katherine Marshall

O ver the past two decades, the
proportion of single-earner hus-
band-wife families' with children at
home has decreased from 59% to 31%.
During this period, some characteris-
tics of these families have also
changed. For example, in 1976, wives
were breadwinners in only 4% of all
single-earner husband-wife familics
with children; 21 years later, that fig-
ure had increased to 16% (see Datu
sources and definitions).

Does this imply a rise in the number
of “stay-at-home” dads? There may
well be more fathers without a paid job
and at home — both by choice and by
default (because they are unem-
ployed or have returned to school).
Whatever the reason, a rise in the
number and proportion of families
with a father at home has social and
economic implications. The reversal
of traditional sex roles, for example,
even if positive in the long term, may
initially create personal and family
tension or provoke social discrimina-
tion.” Furthermore, family finances
may be affected. Families headed by
female breadwinners have tradition-
ally reported lower annual incomes.

Based on a selected definition of
“stay-at-home” (see In search of the
stay-at-home parent), this article ex-
amines the characteristics of fathers
who stay at home in husband-wife
families with children under 16. Some
comparisons are made with stay-at-
home mothers and with employed
parents. An overview of recent
changes in family types, use of paren-
tal leave, and time use among single-
earner families puts the analysis in
context.

Katherine Marshall is with the Labour and
Household Surveys Analysis Division. She
can be reached at (613) 951-6890.

Feeding a black squirrel in High Park, Toronto, 1917

Changing families and the
roles within

Since the advent of industrialization,
women have been largely responsible
for most household and family work,
and men for paid work. However, with
the long-term rise in women's labour
force participation, and more recently,
men’s growing involvement in child
care, parents’ roles are becoming less
traditional (see Parental leave and
Time use of stay-at-home parents).

The shift in roles reflects the
changing structure of families. For
example, the percentage of dual-
earner families with children under 16
rose from 34% in 1976 to 56% in 1997
(Chart A). The percentage of lone-
parent families doubled from 5% to
10% — owing mainly to an increase in
female lone parents — and families in
which the wife was sole eamner grew
from 2% to 5% of all families. These
changes contributed to the steep de-
cline in the percentage of families in
which the husband was sole earner
(from 54% t0 23%).

This increase in dual-earner and
lone-parent families means that many
parents face a greater challenge in
balancing work and family responsi-
bilities. In order to meet this chal-
lenge, some may decide to pay for
child care or other household serv-
ices, and/or to alter their work
arrangements (Marshall, 1994 and Sta-
tistics Canada, forthcoming). Others
may opt to have one parent leave the
labour force and remain at home. This
article focuses on the last approach,
and in particular, on families in which
the father becomes the stay-at-home
parent.

Why families have only one
earner

The number of single-earner two-
parent families with children under 16
at home declined steadily between
1976 and 1997, from 3.3 millionto 1.8
million (Table 1). Families with a non-
earning mother decreased from 3.2
million to 1.5 million over the same

Statistics Canada - Catalogue no. 75-001-XPE
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Stay-at-home dads

Chart A
The family structure has changed considerably over the past
two decades.

1976 1997

54%

34%

56%

Total families* 5,999,000 Total families* 6,280,000

" Single-eamer father Single-eamer mother B Couple, no eamer

B Male and female lone parents **  [] Dual-eamer couple

Source: Labour Force Survey
* Couples and lone parents with at least one child under 16 at home.
** Includes both employed and not employed.

period, while those with a non-earn-
ing father increased from 0.1 millton to
0.3 million.

Contrary to popular belief, not all
families with only one earning spouse
have chosen this arrangement in or-
der to allow the other spouse to man-
age the household. For example,
some spouses are unemployed and
looking for work, or are permanently
unable to work; these people would
probably prefer to be working. Oth-
ers are attending school in order to
develop skills or to pursue special in-
terests. Spouses who have most likely
chosen not to work so that they may
devote time to family responsibilities
are, by exclusion, those who are able
to work yet are neither looking for
work nor attending school. In this
study only these persons are as-
sumed to be “stay-at-home” parents.

The profile of single-camer families
has changed over time. The number in
which the non-earning spouse is un-
employed, permanently unable to
work or attending school has in-
creased from 347,000 to 542,000 over
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the past two decades. This growth is
mainly the result of an increase in the
proportion and number of non-earn-
ing mothers and fathers looking for
work or attending school (Table 1).

In contrast, the number of single-
earner families in which the non-earn-
ing spouse opts to stay at home has
dropped from 3.0 million to 1.2 million
over the same period. Families with
stay-at-home mothers have dropped
by 1.8 million and those with stay-
at-home fathers have increased by
36.000. Therefore, as a result of this
diverging trend (Chart B), the propor-
tion of families with stay-at-home
fathers has increased from 1% in 1976
t0 6% in 1997.

Stay-at-home dads

Table 1
Single-earner husband-wife families
1976 1979 1982 1985 1988 1991 1994 1997
'000
Total single-earner families 3,342 3,013 2,677 2,400 2,028 1,950 1,854 1,759
%
Earning father/non-earning mother 96 95 g1 90 90 a3 82 84
Earning mother/non-earning father 4 5 9 10 10 17 18 16
Earning father/non-earning '000
mother 3,215 2,870 2,429 2,152 1,818 1,611 1,528 1,472
%
Mother unemployed 6 8 11 14 15 19 18 16
Mother not in labour force
Stay-at-home* 92 91 87 83 80 76 76 77
Attending school 2 2 2 3 4 4 5 5
Unable to work - - - - - 1 1 1
Earning mother/non-earning '000
father 128 142 248 248 209 339 326 287
%
Father unempioyed 52 55 68 67 54 62 58 57
Father not in labour force
Stay-at-home* 32 31 25 25 33 26 25 27
Attending school 6 6 5 4 7 7 9 8
Unable to work 9 8 3 4 6 5 i 8
Single-earner familles with ’000
non-earning stay-at-home
parent 2,996 2,647 2,168 1,846 1,526 1,316 1,245 1,217
Stay-at-home mother 2,955 2,602 2,107 1,784 1,458 1,228 1,163 1,140
Stay-at-home father 41 44 61 62 68 88 82 77
0,
%
Stay-at-home mother 99 98 97 97 96 93 93 94
Stay-at-home father 1 2 3 3 4 7 % 6
Source: Labour Force Survey
* See Data sources and definitions.
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Stay-at-home dads

ravie £

Family characteristics of single-earner husband-wife families

Stay-at-home Stay-at-home

mother father
Total (earning father) (earning mother)
‘000
Total 1,217 1,140 77
Average number of children
under 16 at home 2.0 2.0 1.6
%
With chlldren under 16 at home 100 100 100
At least one child under 6 at home 58 59 40
All children aged 6 to 15 42 41 60
Canada 100 94 6
Atlantic provinces 100 88 12
Quebec 100 93 7
Ontario 100 94 6
Prairies 100 95 5
British Columbia 100 95 5
Residence 100 100 100
Urban* 80 80 73
Rural 20 20 27
Discouraged workers** by region
Canada 2 1 6
Atlantic provinces 8 7 15
Central and western provinces 1 1 4
Urban® 1 1 5
Rural 4 3 9
$
Average weekly rate of pay 773 794 502

Source: Labour Force Survey, 1997

*

more per square kilometre.
** See Data sources and definitions.

Popuiation concentration of 1,000 or more and a population density of 400 or

Families with a stay-at-home
dad

Families with a stay-at-home dad are
less likely to have a pre-school aged
child at home (40%) than are those
with a stay-at-home mom (59%)
(Table 2). This may be because only
mothers are entitled to paid maternity
leave when children are infants, and
because most mothers take the paren-
tal leave benefit (see Parental leave).

The Atlantic region has a dispro-
portionately high rate of families with
a stay-at-home father: 12%, compared
with 7% or lower for all other regions.
Also, one in four such families resides
in a rural area, as opposed to one in
five families with a stay-at-home
mother. The lower cost of living in
rural regions may make it somewhat
more feasible for families to afford
having only the wife employed. Such
families tend to have lower eamnings

than those with single-earner fathers
(Crompton and Geran, 1995; Table 2).
On the other hand, these families may
have little choice in the matter. Stay-
at-home fathers in the Atlantic and
rural regions are more likely than
those elsewhere to be discouraged
workers: 15% and 9%, respectively —
well above the 6% national average.
Relatively limited opportunities may
have led some of these men to remain
at home because they believed no
work was available.

Stay-at-home dads

Stay-at-home fathers differ from their
female counterparts, and from eamning
parents. Their average age is 42, com-
pared with 35 for mothers and 38 for
eamning parents (Table 3). Four in ten
stay-at-home fathers and mothers
have a postsecondary certificate,
diploma or degree. In contrast, some
55% of earning fathers and 52% of
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Chart B
More fathers are opting to stay home with their children.
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Source: Labour Force Survey

Stay-at-home mothers do the most unpaid work.

Stay-at-home dads

earning mothers have graduated from
a postsecondary institution. Simi-
larly, only 18% of stay-at-home
fathers and 25% of stay-at-home
mothers who worked in the past year
were employed in managerial or
professional occupations, compared
with 30% of earning fathers and 39%
of earning mothers.

The lower occupational and edu-
cational attainment levels of some
stay-at-home parents suggest that
reduced employment options may
have contributed to their decision to
remain at home with the children. And
the length of time out of the workforce
varies by sex: 49% of fathers at home
have been out for less than one year.
The corresponding figure for mothers
is only 19%. Roughly one in three
stay-at-home fathers and mothers
have been out of the workforce for
one to five years, and a full 45% of
mothers and 17% of fathers have been

Hours per day of unpaid work

10
83
8
6
4
2
0
Stay-at-home Stay-at-home
mothers fathers

Single-earner Single-eamer
mothers fathers

Source: General Social Survey, 1992
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Stay-at-home dads

Table 3

Characteristics of stay-at-home and earning parents in single-earner husband-wife families
Stay-at-home Stay-at-home Earning Earning

father mother father mother
Average age 42 35 38 38
%o

Education 100 100 100 100

High school graduation or less* 58 58 46 48

Postsecondary certificate or diploma 27 29 35 35

University degree 16 13 20 17

Occupation** 100 100 100 100

Managerial/professional 18 25 30 39

Clerical, sales and service 15 62 18 49

Processing, machining and fabricating 14 6 22 7

Construction 25 - 11 -

Other 28 i7 18 4

Duration out of labour force 100 100

Less than 12 months 49 19

12 to 59 months 34 36

60 months (5 years) or more 17 45

Reason left last job (if worked in past 12 months) 100 100

Lost job 67 43

Personal or family responsibilities - 34

Other 30 23

Source: Labour Force Survey, 1997

* May include postsecondary education that was not completed.

** The occupation for stay-at-home parents refers to the last job they held, for those who worked in the past 12 months.

out for five years or longer. Among
the stay-at-home parents who have
worked in the past year, 67% of fathers
and 43% of mothers said they had lost
their last job. One in three mothers
(34%) had stopped work because of
family or personal responsibilities;
30% of fathers and 23% of mothers
reported other reasons.

Summary

The number of husband-wife families
opting to have one parent stay at
home dropped from 3.0 million in 1976
to 1.2 million in 1997. This is a direct
result of a reduction in families with a
stay-at-home mother (1.8 million), and
in spite of a 36,000 increase in the
number of families with a stay-
at-home father.

Although this article has focused
on families with a stay-at-home father
(77,000 1n 1997), some 210,000 families
have fathers at home for other reasons
(unemployment, at school, unable to
work). Even if some of these men have
not chosen to stay at home, and
despite whatever time some may
spend searching for employment,
they are assuming the role of a
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stay-at-home parent — performing
unpaid work and child care at home.
Fathers at home, by choice or other-
wise, are sensitizing themselves and
their children to a role historically
unfamiliar to most men. O

& Notes

1 This includes common-law families.

2 R. LaRossa discusses the “negative
consequences that have accompanied asyn-
chronous change in the social institution
of fatherhood.” He cites several sources
that address this issue in detail.

Stay-at-home dads
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Work absences: New data,
new insights

by Ernest B. Akyeampong

revious studies by Statistics

Canada have mentioned work
schedules and collective agreement
provisions as possible factors influ-
encing the level of work absences for
personal reasons (absences due to a
worker’s own “illness or disability™
and “personal or family responsibili-
ties””) (Akyeampong, 1988, 1992 and
1995). Data from the 199] and 1995
Survey of Work Arrangements
(SWA) now support this hypothesis:
work absence rates are indeed higher
among employees without flexitime
work arrangements (that is, schedules
that permit, within limits, some varia-
tion of work start and end times), and
among those whose collective agree-
ments include paid sick leave and
vacation entitlements (for details, see
Appendix).

The redesign of the Labour Force
Survey (LFS)in 1997 split the personal
or family responsibility work absence
code into sub-categories (maternity
leave, caring for own children, caring
for elder relative, and other personal
or family responsibilities). As aresult,
it is now possible to produce work ab-
sence estimates that exclude maternity
leave and hence are more relevant to
those who rely on such statistics for
their attendance management policies
and practices.

The LFS enhancements also iden-
tified more types of worker than was
previously possible. It is now possi-
ble, for example, to estimate work
absence rates by union status, job
permanency and firm size.'

The work absence estimates given
here and in a forthcoming statistical
compendium (Akyeampong and

Ernest B. Akyeampong is with the Labour
and Household Surveys Analysis Division.
He can be reached at (613) 951-4624.

The Railway and Commercial Telegraph School, Ottawa, 1906

Usalcas) exclude maternity leave.
Estimates for absences due to illness
or disability are not affected by the
change.

Work absence rates among
full-time workers: An
overview

In 1997, excluding women on mater-
nity leave, an estimated 5.5% (489,000)
of full-time employees missed some
work each week for personal reasons:
4.1% for illness or disability and
1.4% for personal or family responsi-
bilities (Table 1). As aresult of these
absences and their durations, 3.0% of
full-time employees’ usual work time
was lost each week in 1997: about
2.5% to illness or disability and 0.5%
to personal or family obligations. On
average, each full-time employee lost
7.4 days over the year for personal
reasons (about 6.2 for illness or
disability and 1.2 for personal or fam-
ily demands). In total, full-time
employees lost an estimated 66 million
workdays in 1997 (see Data source,
definitions and measurements).

Variations in absence levels

Several underlying factors affect
absence levels for various demo-
graphic groups, industries, occupa-
tions and provinces. The effect of
any of these factors is difficult to
measure. Family circumstances, espe-
cially the presence of pre-school aged
children and other dependent family
members, play arole. Sotoo does the
physical health of the worker, which
is frequently related to age. Work
environment, degree of job stress,
employer-employee relations, union
coverage and work schedules also
have an effect.

These factors interact in a number
of ways. Flexitime, for example, is
associated with larger firms, as is
union coverage. Paid sick leave, too,
is more likely to be available through
collective agreements and large em-
ployers. None of the simple compari-
sons presented (for example, absence
rate differentials based on firm size)
can measure the effect of only one
variable. While some interactions are
noted in this article, a multivariate
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analysis would be required to isolate
the influence of each variable on ab-
sence rates. The following analysis is
limited to differences in average days
lost per worker. Differences in inci-
dence and inactivity rates are shown
in the tables.

Differences by selected
demographic characteristics

In 1997, time lost for personal reasons
averaged 6.3 days for men working full
time, and 9.1 for women (Table 1).
Women lost more work time than men
for illness or disability (7.6 days ver-
sus 5.3) and personal or family
responsibilities (1.5 versus 0.9). The
presence of pre-school aged children
tends to exert a strong influence on
work absences for personal or family
responsibilities, especially for women.
Men in families with pre-schoolers
lost 1.8 days for this reason — about
twice the average for all men. For
women, the days lost amounted to
4.2 - almost three times the level for
all women.

Workdays lost for both men and
women also tended to rise with age.
For both sexes combined, youths (15
to 24 years) averaged slightly less
than 5 days and workers aged 55 to 64
recorded close to 11. This increase
can be attributed to illness or disabil-
ity; days lost to personal or family
responsibilities remained around one
day per employee for most age
groups, with the notable exception of
women in their prime child-bearing
years (25 to 44), whose level was
approximately twice as high, at around
2 workdays in 1997,

Variations by industry and
occupation

The nature and demands of a job, the
sex composition of the workforce,
and the percentage of employees
belonging to a union or covered by a
collective agreement all contribute to
variations in work absence rates by
industry and occupation,

Work absences: New data, new insights

Workdays missed for personal rea-
sons were highest (at 8.9 each in 1997)
for full-time workers in public admin-
istration and in transportation and
communication — both highly union-
ized industries — and lowest in the
less-unionized agriculture and trade
industries (5.5 and 5.8, respectively)
(Table 2). Absences due to illness or
disability accounted for most of the
difference, as variations in time lost
to personal or family demands was
minor (ranging from 1.0 for workers in
manufacturing and trade to 1.4 days
for those in public administration).

By occupation, too, differences
arose mainly from time lost to illness
or disability (Table 3). Persons in
physically demanding and heavily
unionized transport equipment oper-
ating jobs recorded the most days lost
(10.4); those in sales jobs, the fewest
(4.9). Workers in white-collar jobs as
a group lost fewer workdays (6.7)
than those in blue-collar and service
jobs (8.4).

Table 1
Absence rates for full-time paid workers, by selected demographic characteristics, 1997
Incidence * Inactivity rate ** Days lost per year?!
Personal Personal Personal
liness  or family lliness  or family lliness  or famity
or responsi- or responsi- or responsi-
Total disability bilities Total disability bilities Total disability bilities
% days
All employees (15+) 5.5 4.1 1.4 3.0 2.5 0.5 7.4 6.2 1.2
Men 4.6 3.4 1.2 2.5 2.1 0.4 6.3 5.3 0.9
In families with pre-schoolers 4.9 3.0 1.9 2.4 1.7 0.7 5.9 4.2 1.8
Women 6.7 51 1.7 3.7 3.0 0.6 9.1 7.6 1.5
In tamilies with pre-schoolers 8.6 5.1 3.5 4.7 3.0 1.7 1.7 7.5 4.2
Both sexes
15to 19 41 2.9 1.3 1.8 1.5 0.3 4.6 3.7 0.9
20 to 24 4.6 3.2 1.4 2.0 1.5 0.5 5.0 3.9 1.1
25 t0 34 5.4 3T 1.7 2.5 1.9 0.6 6.2 4.7 1.4
3510 44 5.6 4.2 1.5 3.1 2.6 0.5 7.6 6.4 1.2
45 to 54 5.7 4.6 1.1 3.6 3.2 0.4 8.9 7.9 1.0
55 to 64 6. 5.2 1.0 4.4 4.0 0.4 10.9 10.0 0.9
Source: Labour Force Survey, annual average
*  Absent workers divided by total employed.
** Hours absent divided by hours usually worked.
tInactivity rate multiplied by working days in year (250).
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Differences by province

Work absence levels also vary by
province. Once again, most varia-
tions in work time lost can be traced
to illness or disability, though some
are explained by personal or family
responsibilities: in New Brunswick
and Saskatchewan the latter differed
considerably from the overall level of
1.2 days (at 0.8 and 1.6, respectively)
(Table 4). For both reasons combined,
full-time workers in British Columbia
and Quebec recorded as many as 8.8
and 8.4 days lost. At the other end of
the spectrum, those in Alberta
recorded just 6.5 days lost and in
Ontario, 6.6.

Differences by union status,
firm size and job permanency

It 1s now possible to estimate work
absence rates according to union
status, firm size and job permanency.
L.FS data show that full-time workers
who belonged to unions and/or were
covered by collective agreements

Table 2
Absence rates for full-time paid workers by industry, 1997

Incidence * Inactivity rate ** Days lost per year!

Personal Personal Personal

lliness  or family or family lliness  or family

or responsi- responsi- or responsi-

Total disability bilities Total disability bilities Total disability bilities

% days

All Industries 5.5 4.1 1.4 3.0 2:5 0.5 7.4 6.2 1.2

Goods-producing industries 5.2 3.8 1.4 2.9 2.5 0.4 7.3 6.2 18

Agriculture 4.3 3.0 -- 2.2 1.8 -- (544 4.6 --

Other primary 45 3.2 1.3 2.7 2.2 0.5 6.8 515 1.3

Manufacturing 585 4.1 1.4 3.1 250 0.4 o 6.7 1.0

Construction 4.4 3.1 1.3 2.5 2.1 0.5 6.3 51 1.2

Utilities 4.9 3.3 1.6 2As 2.0 0.5 6.2 4.9 1.3

Service-producing industries 5.4 41 1.4 29 2.4 0.5 7.3 6.1 1.2

Transportation and

communication 56 4.4 1.2 3.6 3.1 0.5 8.9 7.6 1.3

Trade 4.8 3.4 1.4 2.3 1.9 0.4 5.8 4.8 1.0
Finanee, insurance and

real estate 4.9 3.4 1.4 2.4 1.9 0.5 6.0 4.7 143

Services 5.8 4.4 1.4 3.1 2.6 0.5 7.9 6.6 1.3

Public administration 6.9 52 1.7 3.6 3.0 0.6 8.9 7.5 1.4

Source: Labour Force Survey, annual average

* Absent workers divided by total employed.

** Hours absent divided by hours usually worked.

' Inactivity rate multiplied by working days in year (250).
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Table 3
Absence rates for fuli-time paid workers by occupation, 1997
incidence * Inactivity rate ** Days lost per year?
Personal Personal Personal
liness  or family lliness  or family llness  or family
or responsi- or responsi- or responsi-
Total disability bilities Total disability bilities Total disability bilities
% days
All occupations 5.5 4.1 1.4 3.0 2.5 0.5 7.4 6.2 1.2
White-collar 5.4 3.9 U 2.7 2.2 0.5 6.7 5.4 1.3
Managerial/administrative 4.8 3.3 1.5 2.2 1.7 0.5 5.4 4.2 1.2
Professional 5.8 4.5 1.3 3.2 2.6 0.5 7.9 6.6 1.3
Clerical 6t 4.4 1.7 3.0 2.4 0.6 85 6.1 1.4
Sales 4.1 2.9 1.2 2.0 1.6 0.4 4.9 4.0 1.0
Service 5.5 4.3 1.2 3.4 29 0.4 8.4 7.3 1.1
Blue-coliar 5.7 4.4 1.3 3.4 2.9 0.4 8.4 7.3 1.1
Primary 4.4 3.3 1.1 2.6 2.2 0.4 6.6 5.6 1.0
Processing, machining
and fabricating 6.0 4.5 1.4 3.3 2.9 0.4 8.4 7.4 1.0
Construction 5.0 3.7 1.3 3.0 2.5 0.5 7.5 6.4 1.2
Transport equipment
operating 6.1 4.9 1.2 4.2 3.6 0.5 10.4 9.1 1.3
Material handling and
other crafts 5.9 4.7 1.2 3.4 3.0 0.4 8.5 U 1.0
Source: Labour Force Survey, annual average
*  Absent workers divided by total employed.
** Hours absent divided by hours usually worked.
t  Inactivity rate multiplied by working days in year (250).

Table 4
Absence rates for fuli-time paid workers by province, 1997

Incidence * Inactivity rate ** Days lost per year?
Personal Personal Personal
lliness  or family lliness  or family liness  or family
or responsi- or responsi- or responsi-
Total disability bilities Total disability bilities Total disability bilities

% days

Canada 5.5 4.1 1.4 3.0 2.5 0.5 7.4 6.2 1.2
Newfoundland 5.0 3.7 1.3 3.0 2.4 0.6 7.4 6.0 1.4
Prince Edward Island 515 4.0 1.4 3.1 2.6 0.5 7.7 6.4 1.3
Nova Scotia 5.3 4.1 1.2 2.8 2.4 0.4 71 6.1 1.0
New Brunswick 5.0 4.1 1.0 2.9 2.6 0.3 7.3 6.5 0.8
Quebec 57 4.5 1.2 3.4 3.0 0.4 8.4 7.4 1.0
Ontario 5.0 3.6 1.4 2.6 2.2 0.5 6.6 5.4 1.1
Manitoba 6.4 4.7 1.6 3.2 2.7 0.5 8.0 6.6 1.3
Saskatchewan 6.3 4.4 1.9 3.0 2.3 0.6 7.4 5.8 1.6
Alberta 515 3.9 1.6 2.6 2.1 0.5 6.5 51 1.3
British Columbia 6.4 4.8 1.6 3.5 2.9 0.6 8.8 7.3 15

Source: Labour Force Survey, annual average

" Absent workers divided by total employed.

** Hours absent divided by hours usually worked.

t Inactivity rate multiplied by working days in year (250).
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Table 5
Absence rates for full-time paid workers by firm size, union status and job permanency, 1997
Incidence * Inactivity rate ** Days lost per year?!
Personal Personal Personal
lllness  or family liness  or family iness  or family
or responsi- or responsi- or responsi-
Total disability bilities Total disability bilities Total disability bilities
% days
All firms 5.5 4.1 1.4 3.0 25 0.5 7.4 6.2 1.2
Under 20 employees 4.8 3.3 1.5 2.5 2.0 0.5 6.2 4.9 1.3
20 to 99 employees 555 4.2 1.4 2.9 2.5 0.4 [7A3 6.2 1.1
100 to 500 employees 5.9 4.6 1.3 33 2.9 0.5 8.3 7.2 1.1
Over 500 employees 6.2 48 1.4 3.6 3.1 0.5 9.0 7.8 1.2
Union status
Union member or covered by
collective agreement 71 587 1.4 4.3 3.8 0.5 10.7 9.4 1.3
Not a union member 4.6 3.2 1.4 212 1.8 0.4 5.6 4.5 1.1
Job status
Permanent 5.6 4.2 1.4 3.0 2.6 0.5 7.6 6.4 if2
Non-permanent 4.5 3.1 1.4 282 1.7 0.5 5.4 4.2 1.2
Source: Labour Force Survey, annual average
*  Absent workers divided by total employed.
** Hours absent divided by hours usually worked.
t  Inactivity rate multiplied by working days in year (250).

missed almost twice as many work-
days for personal reasons as their
non-unionized counterparts (10.7
versus 5.6) (Table 5). Absences due
to illness or disability accounted for
most of the difference. This is not
surprising, since most, if not all, col-
lective agreement provisions include
paid sick leave entitlements.

Full-time workers who considered
their jobs to be permanent (who were
also more likely to be unionized) lost
on average more workdays for per-
sonal reasons (7.6) than those who
said their jobs were not permanent
(54).

Days lost for personal reasons also
tended to increase with firmsize. They
ranged from alow of 6.2 in firms with
fewer than 20 employees to a high of
9.0 in firms with more than 500 employ-
ees. This is also to be expected, given
that the likelihood of union coverage
(and paid sick leave entitlement) rises
with firm size (Akyeampong, 1997).

Time lost for personal or family
responsibilities was around 1.1 to 1.3
days, regardless of workers’ union
status or job permanency and regard-
less of the size of firm in which they
were employed.

Conclusion

Recent initiatives undertaken by
Statistics Canada have improved the
quality, diversity, usefulness, and un-
derstanding of the Agency’s data on
work absences. In particular, the
splitting of the absence code for per-
sonal or family responsibilities now
permits the removal of maternity leave
so that more useful estimates can be
provided to managers and human
resources staff. Similarly, there is now
some evidence that union coverage,
job permanency, and availability of
paid sick leave entitlements and flexi-
time work options do indeed have an
effect on work absence levels.

Absences due to illness or disabil-
ity appear to be on the rise. They
have inched up from 6.0 days per full-
time employee in 1993 to 6.2 days in
1997. The aging of the workforce may
be one factor. Increased availability
of paid sick leave entitlements (if this
is truly the case) may be another.’
And, as many believe, growing stress
in the workplace as a result of corpo-
rate restructuring and downsizing
may also be having an effect.

With maternity leave removed,
1997 work absence rates for personal
or family responsibilities were similar
for most worker groups, at around 1.0
to 1.5 days. The only exceptions were
those for workers in families with pre-
schoolers. For these people the rates
were higher, especially among women
(4.2 days versus 1.8 for men), imply-
ing that women still face greater chal-
lenges in balancing work and family
responsibilities. a
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& Notes

1 Though Statistics Canada has, under
the Corporations and Labour Unions
Returns Act (CALURA), collected and
published union data for more than 30
years, it was impossible to generate mean-
ingful absence rates from these data.

2 Some human resources practitioners
exclude persons on long-term illness or
disability leave (exceeding one year) from
their attendance management statistics.
Such persons are, however, included in the
Agency’s work absence estimates if they

count themselves as employed (that is,
they continue to recetve partial or full pay
from thetr employer). In 1997, the number
of empleyed persons on such long-term
illness or disability leave averaged only
13,000 in a typical week. Their exclusion
would have reduced the weekly work
absence incidence for illness or disability
from 4.1% to 4.0%, the inactivity rate
from 2.5% to 2.3%, and days Jost per
worker from 6.2 to 5.9.

3 The 1995 SWA marks Statistics
Canada’s first comprehensive data on paid
sick leave entitlements. For details on this
and other non-wage benefits in the
workplace, see Akyeampong (1997).

Work absences: New data, new insights
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Appendix

LFS redesign; development of the
SWA

Unanticipated needs for survey data
often arise only after a survey has
been designed. Nevertheless,
because users can see some useful
proxies to their required informa-
tion, they come to rely on the sur-
vey’s findings. When the survey is
later revised, their applications of
the data can often be better accom-
modated.

This is exactly how the work
absence data from the LFS evolved.
The previous survey redesign in
1975 took place long before a user
community for this information
emerged. That response, in the late
1980s, inspired some of the most
recent revisions to the survey.

Specifically, prior to 1997, the
personal or family responsibilities
category had included maternity
leave, a reason for absence not
usually addressed by attendance
management policies. Various stud-
ies had consistently drawn attention
to the problem of including this sub-
category (Akyeampong, 1988, 1992
and 1995; Statistics Canada, 1995).
The revision also created additional
sub-categories: caring for own chil-
dren, caring for elder relative, and
other personal or family responsi-
bilities (see Reasons for work
absences in the LFS).

The elimination of maternity leave
from the statistics led to an overall
decline in work absence estimates for
personal or family responsibilities,
particularly for some groups of
women. The overall weekly incidence
dropped from 2.2% to 1.4%. And
since maternity leaves are more likely
to be full-week absences, the declines
in the inactivity rate, or days lost per
worker, were even greater (see Data
source, definitions and measure-
ments).

Data from the redesigned LFS
show that 75,000 women were on
maternity leave in a typical week in
1997. This is higher than the aggre-
gate of women who were absent to
care for their own children (12,000) or
an elder relative (slightly over 1,000),
or for other personal or family
responsibilities (48,000).

Unfortunately, improvements
do not come without a price. Since
the pre-1997 estimates could not
be adjusted to conform to the
changes, the old time series had to be
abandoned and a new one started
with the estimates given here and
elsewhere (Akyeampong and
Usalcas, forthcoming). The redesign
involved no changes to the own
illness or disability code.

The need to substantiate state-
ments about work absences for per-
sonal reasons was an underlying
consideration in the development of
the Survey of Work Arrangements
(SWA), conducted as a Supplement
to the Labour Force Survey in
November 1991 and again in Novem-
ber 1995. (The latter was funded by
Human Resources Development
Canada.) For example, it had been
argued that a person with a flexible
work arrangement could simply
adjust his or her start and end work
times, rather than call in absent
in order to see a physician. Thus,
persons with such work schedules
would be expected to have lower
absence rates. Similarly, all things
being equal, persons with paid
sick leave entitlements would be
expected to miss more workdays for
sickness than someone who would
have to forfeit wages.

Indeed, according to the 1995
SWA, workers with flexitime work
arrangements were less likely to
report missing some work during the
survey reference week because of
their own illness or disability than
people without such an option (3.4%
versus 4.0%). In the same reference
week, 4.3% of employees with
paid sick leave reported such an
absence, compared with 3.2% of
those without such entitlements.
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An international comparison

of employee training

Constantine Kapsalis

here is increasing recogni-

tion that skills development is a
lifelong process. Employees enter the
labour force with skills acquired prima-
rily through their initial schooling.
Over their working lives, they main-
tain and upgrade their education
“stock” through a “flow” of training,
reinforced by practical experience. Put
simply, in the same way that capital
needs continuous investment to re-
place what has been depreciated and
to meet new production requirements,
employees also need an ongoing flow
oftraining investment to maintain and
upgrade their skills.

Canada has a strong education
record. Along with the United States,
it has the highest percentage of em-
ployees with some postsecondary
education, almost double that of
countries like Germany, the Nether-
lands or Switzerland. However, some
believe that “‘Canadian industry is not
making adequate investments in train-
ing” (Betcherman, 1992).

In the past, it has been difficult to
compare Canada’s training effort with
that of its competitors. Despite the im-
portance of international compari-
sons, “little is actually known on
basic empirical questions such as
what the extent and nature of training
actually are.... This state of affairs is
due partly to the complexity of the
issues and partly to the limited avail-
ability of training statistics. It is also
due to the quality of the data currently
available” (OECD, 1991).

Adapted from Employee Training: An
International Perspective, published by
Statistics Canada (Catalogue no. 89-552-
MPE, no. 2). Constantine Kapsalis is with
Data Probe Economic Consulting Inc. He
can be reached at (613) 726-6597, or
kapsalis@magi.com.

Typing class, London, Omtario

This article uses data from the 1994
International Adult Literacy Survey
(IALS) to examine employee training
in the seven participating countries:
Canada, the United States, Switzer-
land, the Netherlands, Poland, Ger-
many, and Sweden. The 1ALS is the
first major effort to gather consistent
international data on literacy and
training (OECD and Statistics Canada,
1995). For the first time, it is possible
to address important literacy and
training questions without being
hampered by a lack of comparable
training data (see About the survey).
(For another source of Canadian data,
see Adult Education and Training
Survey.)

The results presented here are from
the Canadian perspective. However,
the objective of the study is not sim-
ply to see how well Canada is doing
relative to the other countries, but
also to find out what lessons can be
learned from the combined experi-
ences of different countries.

Training effort

Training effort is often measured in
terms of incidence (percentage of
employees who received training) and
hours of training per frainee. A more
comprehensive gauge of training ef-
fort over time and across countries is
average training hours per employee.’

In this respect, Canada’s training
effort relative to that of other coun-
tries surveyed was average. The
average Canadian employee received
44 hours of training in 1994 (Table 1).
This includes all types of training:
employer-supported, government-
supported, and self-supported. Aver-
age hours per employee were similar
to those in Switzerland, the United
States and Germany, but considerably
less than those in the Netherlands
(74 hours per employee).’

Hours of training per employee in
Canada and the United States in 1994
were virtually identical. This compari-
son is important because of the
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Table 1
Selected training statistics, 1994
All training Employer-supported
Per Per Per Per
Incidence trainee employee incidence trainee employee
% hours hours % hours hours
Netheriands 48 154 74 38 138 52
Switzeriand 46 110 50 29 85 24
United States 53 86 45 42 69 29
Canada 43 104 44 33 83 27
Germany 23 181 42
Poland 24 157 29 17 118 16
Sweden ** 62
Empioyee-supported Government-supported
Per Per Per Per
Incidence trainee empioyee Incidence trainee employee
Y% hours hours % hours hours
Nethertands 14 156 21 3 -- --
Switzerland 22 106 23 7 - --
United States 12 108 13 4 -- --
Canada 15 121 18 5 - .-
Germany * ook
Poland 6 259 14 1 -- -
Sweden **
Source: International Adult Literacy Survey, 1994
Notes: May not add to totals because some training may be supported by more than one source, or sources not specified. Order of
countries is based on hours per employee for all training.
*  Source of training support was collected, but the data are not comparable.
** Data include the self-employed. No data were collected for hours of training or source of training support.
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countries’ extensive trade links. Also,
Canada-U.S. comparisons are more
meaningful than those with other
countries because of the similarities
between the two countries — including
the extensive use of postsecondary
education. By contrast, comparisons
with European countries may be more
useful as broad indicators than as pre-
cise measures.

Sources of support

The two most common sources of fi-
nancial support for training were em-
ployers and employees themselves.
Government-supported training was
considerably less frequent. In general,
employer-supported training covered
more employees than did employee-
(or self-) supported training, but it in-
volved fewer hours per trainee. In all
countries, in terms of average hours
per employee, employer-supported
training exceeded self-supported
training.*

In the case of Canada, 33% of em-
ployees received employer-sup-
ported training, while 15% received
training on their own (Table 1).
A much smaller percentage (5%)
received government-supported
training. On average, employer-
supported training involved fewer
hours than employee-supported
training (83 versus 121 hours per
trainee).’

Canada’s balance between the two
types of training, in terms of average
hours per employee, was also similar
to the average for other countries
covered in the survey. Canadian
employees tended to receive some-
what more training on their own, while
Americans obtained more through
their employers.

Demand for training

Overall, Canada had the highest inci-
dence of employees who wanted more
training for career- or job-related rea-
sons (33%). The explanation for this
is far from simple, but it could mean at

An international comparison of employee training

Chart

One-third of Canadian employees want more training.
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Source: International Adult Literacy Survey, 1994
Note: Information was not collected for Germany or Sweden.

least two things: the lower the level of
training, the greater the amount of
unfulfilled demand for training; and
the more training employees receive,
the more they tend to want. Regard-
less of the interpretation, Canadian
employees do seem more willing to
undertake further training than those
in other countries (Chart and Table 2).

Training and employee
characteristics

The relationship between the inci-
dence of training and employee char-
acteristics was similar in all seven
countries. Furthermore, groups with a
higher incidence of employer-
supported training often had a higher
incidence of self-supported training,
perhaps a reflection of these workers’
perception of their need for training.

Women and employees in small
firms generally received less
employer-supported training than
men or employees of large firms. This

was the case for all participating
countries. In spite of being more likely
to report a preference for more train-
ing, employees in these two groups
received relatively less support.

Finally, in all countries, level of
education, level of literacy and inci-
dence of training were strongly linked
in a “virtuous cycle” (Figure).

Conclusion

Analysis of the IALS data shows that
Canada has strengths in the area of
education and training on which it can
build. These strengths include a high
percentage of employees who would
like more career- or job-related
training.

Employers play an important role in
promoting training. However, self-
employed and contingent employees,
who make up a growing share of the
labour force, typically do not benefit
from employer-supported training.
Morcover, this training tends to be

Statistics Canada - Calalogue no. 75-001-XPE

Spring 1998 PERSPECTIVES / 25



An international comparison of employee training

e ——— e e s —— s MR T et—— e

Table 2
Incidence of training by employee and job characteristics, 1994
Document Company
Age Sex Education * literacy * size Wages *
25-34 35-44 45-60 Men Women Low High Low High <100 100+ Low High
% of employees

All training
Netherlands ** 54 48 41 47 54 45 61 36 54 . N 44 52
Switzerfand 54 48 37 46 48 42 64 33 56 38 52 36 55
United States 53 54 52 51 54 37 71 37 64 39 59 53 70
Canada 47 51 30 45 39 31 56 27 50 41 44 31 49
Germany 26 24 20 21 29 20 34 13 28 19 27 24 25
Poland 27 24 20 23 25 18 44 20 35 23 25 19 31
Sweden ** 62 64 61 59 67 57 73 50 65 = n 58 64
Employer-supported
Netherlands ** 4 40 33 39 35 35 49 26 43 ” . 31 44
Switzerland 31 28 27 30 26 26 41 21 35 21 35 20 36
United States 41 44 42 42 42 29 57 28 52 26 49 40 60
Canada 35 40 25 36 28 23 45 18 40 27 35 23 38
Germany ***
Poland 18 18 16 18 16 15 27 15 24 15 20 13 24
Sweden !
Employee-supported
Netherlands ** 19 " 8 10 25 12 18 11 14 . N 17 1
Switzerland 31 24 12 19 29 21 28 14 28 21 23 22 22
United States 14 1 12 12 12 5 20 6 16 14 11 12 19
Canada 22 17 8 15 16 7 24 9 18 19 14 14 17
Germany "**
Poland 10 5 3 5 8 3 19 3 14 8 4 6 7
Sweden 1
Want more job-related training
Netherlands ** 26 22 15 20 27 20 27 19 23 = . 21 23
Switzerland 34 33 21 29 31 30 27 29 30 3 29 30 31
United States 30 30 22 26 29 21 35 20 32 27 28 27 36
Canada 36 36 27 3 35 28 38 33 32 43 29 32 32
Germany Tt . - - . - . . " . - . . ..
Poland 18 16 12 16 15 11 30 12 23 14 17 14 19
Sweden 1t
Source: Intemational Adult Literacy Survey, 1994
Note: Order of countries is based on hours per employee for all training.
*  See note 6.
** Information was not collected on company size for the Netheriands or Sweden.
** Source of training support was collected, but the data are not comparable.
t  Data include the self-employed. No data were collected for hours of training or source of training support.
t*  Information was not collected for Germany or Sweden.

26 / Spring 1998 PERSPECTIVES Statistics Canada - Catalogue no. 75-001-XPE



geared to present job requirements,
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while much of the demand for training
comes from individuals who know
they must upgrade their skills for new

Figure
The education-literacy-work virtuous cycle

jobs. This suggests that public edu-
cation institutions will be under
increasing pressure to meet the train-
ing needs of the workforce.

Two areas that require further
study are employer-supported train-
ing of female employees and of work-
ers in small businesses. Both issues
are complex. For example, the gender
gap in employer-supported training
may reflect the concentration of
women in certain occupations, as well
as the conflict between workplace and
family demands. Similarly, the lower
incidence of such training in small
businesses may reflect, for example, a
higher reliance on informal on-the-job
training, or the absence of a formal
human resource function. O

Education
and
lifelong
learning

Appreciation Productivity,

of need for employability, Employment

training and earnings, Opportunm.es and
personal job ocwpgtnonal
motivation satisfactio choices

Use of
literacy skills
at work and
access to
training

The education-literacy-work virtuous cycle

Employees with better education and training have a better chance of securing
better-paying jobs demanding more skills. This background allows them to use
their skills at work, and provides befter access to employer-supported training.
Jobs requiring more skills aiso create a stronger appreciation of the importance of
training, which is a key motivator for taking further training and education. The
above virtuous cycle is usually reinforced by the interaction of literacy skills used

& Notes

| The objective of the age cut-off was
to exclude employees who may stiil have
been students, and employees who were
nearing retirement. The 42-week employ-
ment cut-off was meant to ensure that
employees had an employer most of the
year.

2 “Hours per employee” is the incidence
rate multiplied by average hours of in-
struction per trainee. For example, if the
incidence rate is 25% and the average
hours per trainee is 400, the average hours
of training per employee will be 100.

at work and at home.

Hours per employee is a more comprehen-
sive measure because it combines informa-
tion on both the extent (incidence) and
intensity (hours per trainee) of training.

3  Also, Canada’s trainming effort was
probably less than Sweden’s. The latter
had the highest incidence of training.
However, no information exists on that
country’s hours of training, which would
be necessary for a complete assessment
of its training effort.

4 No information was available on train-
ing support for Sweden. Information for
Germany was available but not comparable
with that for the other countries.

5 Because of sample limitations, it was
not possible to estimate the average hours
of government-supported training.

6 Because of institutional differences
between countries, and sample size limita-
tions, the education codes were collapsed
into two broad categories: low corresponds
roughly to secondary education or less;
high corresponds roughly to postsecondary
education.

Document literacy refers to the knowi-
edge and skills required to locate and use
information in various formats, including
job applications, payroll forms, transpor-
tation schedules, maps, tables and graph-
ics. These tasks were scored on a scale
from 0 to 500. Low scores were from 0 to
275; high scores were from 276 to 500.

Wages are expressed as either low
(first three quintiles) or high (fourth and
fifth quintiles).
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RRSP contributions and
withdrawals: An update

Ernest B. Akyeampong

Annual contributions to regis-
tered retirement savings plans
(RRSPs) rose from an estimated $15.0
billion in 1991 to $26.2 billion in 1996.
This represented an increase of 74%.

Over the same period, the number of

contributors to RRSPs increased from
an estimated 4.7 million to almost 6
million, a rise of 28%. Withdrawals
from RRSPs also rose, but at a slower
pace. They increased from $3.2 billion
to $4.4 billion, a jump of 39%.

This study briefly examines some
of the factors underlying growth in
RRSP contributions in recent years. It
also explains how, and why, the com-
position of total contributions has
changed. Regional differences in
RRSP participation are examined for
1995, the latest year for which data are
available. The article concludes with
a few remarks on withdrawals.

Factors underlying growth in
contributions

Several factors are responsible for the
growth of RRSP contributions.
Changes to the /ncome Tax Act in
1990, which increased RRSP contribu-
tion opportunities for most taxfilers
(Frenken and Maser, 1993), have had
an effect,' as have improvements in
the economy - notably the growth in
employment since 1993. Growing
uncertainty about the future of the
government-sponsored Canada and
Quebec Pension Plan (C/QPP) and Old
Age Security/Guaranteed Income
Supplement programs, and more cf-
fective marketing strategies by finan-
cial institutions, have encouraged
greater RRSP participation. Finally,
lower participation in employer-spon-
sored registered pension plans in
recent years and growth in group

Ernest B. Akyeampong is with the Labour
and Household Surveys Analysis Division.
He can be reached at (613) 951-4624.

Bank interior, carly 1900s

RRSPs have also probably played a
role. This interplay of factors has led
to the increase in both the number and
percentage of taxfilers eligible to make
normal RRSP contributions (RRSP eli-
gibility rate). It has also spurred
growth in the percentage of eligible
taxfilers who make contributions
(RRSP participation rate) and in the
dollar amount they put aside.

Between 1991 and 1995, the RRSP
eligibility rate rose from 75% to 80%.
Over the same period, the RRSP par-
ticipation rate increased from 32% to
35%, and the average amount contrib-
uted, from $2,694 to $3,537 (Chart).
Despite these increases, RRSPs still
remain underused by Canadians
(Frenken, 199%).

Changing composition of
RRSP contributions

RRSP contributions fall into three cat-
egories, whose proportions have
shifted as a result of new legislation
implemented in recent years.

The so-called “normal” contribu-
tions, namely, those charged against
taxfilers’ available deduction limits

(RRSP room), have formed the largest
component. These RRSPs have their
origin in a 1957 amendment to the
Income Tax Act. Thanks to the fac-
tors previously noted, normal contri-
butions nearly doubled between the
1991 amendment to the Act and 1996,
from $12.3 billion to $22.7 billion
(Tablel).

The second category, commonly
referred to as retiring allowance
rollovers (tax-free transfers to RRSPs
of certain types of lump sum amounts
received by employees when they
retire from or terminate work), were
first permitted in 1966. A 1995 amend-
ment now allows them only for
service with an employer prior to
1996. Because the volume of these
rollovers is dictated by layoff and re-
tirement patterns, contributions rose
considerably following extensive lay-
offs in the carly 1990s, from $2.0 bil-
lion in 1991 to $3.4 billion in 1995. By
1996, they had reached $3.5 billion.
As a consequence of the 1995 amend-
ment, this type of contribution is
expected to disappear gradually.

The third category, generally
known as spousal rollovers (the
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Table 1
RRSP contributors and contributions, 1991 to 1996
Normal Spousal Retiring allowance
Total contributions rollovers rollovers
Contributors Amount Number Amount Number Amount Number Amount
000 $ millions '000 $ millions '000 $ millions '000 $ millions

1991 4,699 15,033 4,558 12,284 148 721 88 2,028
1992 4,892 16,439 4,739 13,533 160 781 95 2,125
1993 5,110 19,177 4,953 15,547 167 848 107 2,782
1994 5,425 21,268 5,265 17,436 166 861 118 2,971
1995 5,707 23,392 5,650 19,984 125 3,408
19967 5,996 26,200 5,930 22,700 . 130 3,500
Source: RRSP room file
Note: Retiring allowance rollovers for all years and spousal rolfovers for 1994 have been revised from previous published data.

transfer of benefits from employer-
sponsored pension plans to spouses’
RRSPs), came into effect in 1774,
Spousal rotiovers rose from $721 mil-
lionin 1991 to $86 | millionin 1994, the
last year they were allowed. (For a
fuller description of RRSP rollover
opportunities and a look at how the

(Aldridge, 1997; Frenken, 1990;
Maser, 1995). However, not much has
been written about regional differ-
ences, even though the implications
(for retirement incomes, and the mar-
keting of RRSPs, for example) may be
equally interesting. This update uses
the most recent data available (1995)

in RRSPs. The analysis is limited
to normal contributions, which
accounted for 85% of total contribu-
tions that year.

Factors affecting eligibility rates
include sources of income and the
suitability of such sources for RRSPs.

Magislation affecting them has All things being equal, regions whose

changed in recent years, see Frenken,
1996b.)

to examine regional participation

The above-noted amendments
have contributed to a change in the
composition of total RRSP contribu-
tions over time. For example, in 1991

Chart
Only 35% of those eligible participated in RRSPs in 1995.

normal contributions accounted for % $
approximately 82% of the total, retir- 100 [J 1001 | 1995 4 5.000
ing allowance rollovers 13%, and .
spousal rollovers 5%. By 1996, the
disallowance of spousal rollovers had 80 44,000
been offset by a similar percentage-
point gain in normal contributions 60k &3.006
(then accounting for 87% of all con- v
tributions).

40 F 12,000
Provincial and territorial
variations 20t 11.000
Past studies in Perspectives and else-
where have shown that RRSP partici- )

Eligibility
rate *

Average amount
contributed

Parlicipation
rate **

pation, as well as the average dollar
amount contributed, varies by sex,
age and income: contributions are
generally higher among men, older
workers and higher income groups

Source: RRSP room file
* Proportion of taxfilers with normal contribution room.
** Contributors to normal RRSPs as a percentage of eligible contributors.
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residents depend more heavily on
government transfers, an income cat-
egory ineligible for RRSPs, might be
expected to have lower eligibility
rates. Conversely, regions where a
larger proportion of residents have
employment income would probably
have higher eligibility rates.

Factors influencing participation
rates include the savings habits of
residents and their demographic
composition (age, sex, income and
educational attainment distribution),
as well as the availability of RRSP
contribution room. In addition, rates
may be affected by the composition of
the workforce (self-employed versus
employee, private versus public sec-
tor). For example, the existence of
more generous pension plans in the
public sector could reduce or even
eliminate the incentive for some of
these workers to contribute to
RRSPs.

Finally, the amounts set aside for
normal contributions are influenced
by income, demographic composition
of eachregion, size of RRSP room, and
extent of participation in an employer-
sponsored pension plan, as well as by

RRSP contributions and withdrawals: An update

the composition of the workforce. All
things being equal, regions whose
residents command higher employ-
ment earnings would likely make
larger dollar contributions. Similarly,
one would expect regions with higher
employer-sponsored pension plan
coverage to see RRSP contributions
reduced by the pension adjustment
(PA) factor.> With these points in
mind, what were the regional differ-
ences in 19957

According to the data, taxfilers in
the Yukon and Northwest Territories
had the highest RRSP eligibility rates.
More than 90% of taxfilers in those
two areas had RRSP room and hence
were eligible to contribute (Table 2).
The national rate was 80%. Among
the provinces, eligibility was high in
Alberta (84%) and Prince Edward
Island (83%), and relatively low in
Manitoba (77%).

In terms of RRSP participation rate,
Saskatchewan, Alberta and British
Columbia led the country at 38%, fol-
lowed closely by Ontario (37%) and
Manitoba (36%). Rates in Quebec
(34%) and in each of the Atlantic
provinces were below the national

average of 35%. In the Maritime prov-
inces, only one in four eligible taxfilers
contributed to RRSPs, and in New-
foundland, just one in five did.
Despite their high eligibility, taxfilers
in the Yukon and Northwest Territo-
ries participated at rates below the
national average.

Although eligibie taxfilers in the
Territories were less inclined to con-
tribute to RRSPs, those who did so set
aside much more money than their
counterparts in the rest of Canada.
The average normal contribution in
the Northwest Territories was $4,632
in 1995, and in the Yukon, $4,065. Con-
tributions in British Columbia ($3,875),
Ontario ($3,749) and Alberta ($3,597)
exceeded the national average
($3.537). Average levels for those in
the remaining provinces were lower
than overall, especially in Manitoba
($2,997) and Newfoundland ($2,948).

Withdrawals

RRSP withdrawals by taxfilers under
65, traditionally regarded as the
normal retirement age, are closely
related to the health of the economy
and to personal circumstances. They

Table 2
Normal RRSP eligibility, participation rates and average contributions, by province/territory, 1995
Average
All Eligible Eligibility Participation amount
taxfilers taxfilers rate* Contributors rate**  contributed
'000 '000 % ‘000 % $
Canada 20,028 16,047 80.1 5,650 35.2 3,537
Newfoundland 380 305 80.4 63 20.8 2,948
Prince Edward Island 93 77 83.0 19 24.6 3113
Nova Scotia 632 502 79.4 135 27.0 3,101
New Brunswick 528 417 79.0 102 245 3,192
Quebec 4,995 3,948 79.0 1,323 33.5 3,174
Ontario 7,490 6,020 80.4 2,213 36.8 3,749
Manitoba 778 601 77.2 216 35.9 2,997
Saskatchewan 655 521 79.5 200 38.3 3313
Alberta 1,824 1,534 84.1 583 38.0 3,697
British Columbia 2,577 2,060 79.9 777 37.7 3,875
Yukon 18 17 91.6 5 30.1 4,065
Northwest Territories 36 33 92.1 11 31.8 4,632
Source: RRSP room file
* Proportion of taxfilers with normal contribution room.
“* Contnbutors to normal RRSPs as a percentage of eligible taxfilers.
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RRSP contributions and withdrawals: An update

are also affected by RRSP-related
programs such as the Home Buyers’
Plan begun in 1992 (Frenken, forth-
coming).” Between 1991 and 1996,
withdrawals rose (from $3.2 billion to
$4.4 billion) (Table 3), as did the
number of persons making withdraw-
als (from 604,000 to 851,000, arise of
41%). However, most of this occurred
during a lean economic period. Total
withdrawals have changed only
shightly since 1994. And average with-
drawals have remained virtually
unchanged since 1991: from $5,271 to
$5,212n1996.

Another way of describing how
RRSP activity is tied to the economy
is to show the withdrawal/contribu-
tion ratio (total withdrawals expressed
as a percentage of total contribu-
tions). From 1991 to 1994, the ratio
stood at around 20%; that is, for
every five dollars contributed, one
dollar was withdrawn. Since 1994, with
continued improvements in the
economy, it has dectined. In 1996, it
stood at 17%, meaning that for every
five dollars put into the plan, 85 cents
was removed.

Summary

Despite amendments to the /ncome
Tax Act ending spousal rollovers
and restricting retiring allowance
rollovers, contributors and contribu-
tions to RRSPs continue to increase.
The reasons for this are varied, but the
amendment increasing contribution
opportunities for most individuals, the
economic upturn, growing concerns
about the Canada and Quebec Pen-
sion Plan and the Old Age Security/
Guaranteed Income Supplement pro-
grams, and financial institutions’
effective promotion of RRSP partici-
pation, have all contributed. In con-
trast, withdrawals from RRSPs
remained steady before 1995, at
roughly one dollar for every five con-
tributed, and have decreased slightly
since then.

Table 3
RRSP withdrawals and withdrawal/contribution ratios
Withdrawal/
contribution
Year Number Amount Average ratio *
‘000 $ millions $ %
1991 604 3,182 5,271 21.2
1992 635 3,403 5,363 20.7
1993 707 3,790 5,364 19.8
1994 775 4,240 5,473 19.9
1995 815 4,253 5,219 18.2
1996 851 4,437 5,212 16.9

1993 to 1996

retirement age.

Source: Small Area and Administrative Data Division, 1991 and 1992; RRSP room file,

Note: Withdrawals are for persons under 65, generally regarded as the normal

* Total withdrawals expressed as a percentage of total contributions.

Participation and average amount
contributed vary not just by sex, age
and income, but also by region. In
1995, program participation rates for
normal contributions were generally
higher in the three westernmost prov-
inces and lower in the Atlantic
provinces. The rate for Ontario resi-
dents was above the national average,
and that for Quebeckers, slightly
below. Average amounts contributed
in British Columbia, Ontario, and
Alberta exceeded the national aver-
age, but fell short in the remaining
provinces.

Residents in the Territories pre-
sented a unique picture. Though they
claimed the top two positions for eli-
gibility rates and average contribu-
tions, their RRSP participation rates
were lower than the national average.

(]

& Notes

I These changes were implemented in
1991.  Although the effect was most
noticeable between 1990 and 1991, the
ripple effects of the change (for example,
the possibility of carrying over unused
room) probably encourage people to con-
tribute. (For more information, see
Frenken and Maser, 1993)

2 The PA is a calculated value of the
pension credits earned by the taxfiler who
participates in an employer-sponsored
pension plan or deferred profit sharing
plan. The inclusion of the PA in calculat-
ing RRSP room is intended lo provide
similar tax breaks to workers with or
without such coverage.

3 Withdrawals under the Home Buyers’
Plan are nol reported on the income tax
return. While they may have some effect
on RRSP savings, they are excluded from
the withdrawal amounts reported in this
study. For details about the plan, see
Frenken (forthcoming; and 1996a).
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Tapping unused RRSP room

Hubert Frenken

n 1997, over 19 million Canadians

were eligible to contribute some
$216 billion to registered retirement
savings plans (RRSPs), if they had the
money and the inclination to do so.
Each year nearly all individuals with
“earned income” (income qualifying
for RRSP purposes) are credited with
a specific amount of RRSP contribu-
tion opportunity or “RRSP room.”
The amount of room is based on their
earned income and their pension cred-
its, if any (see RRSP room). Room not
used in any year is reserved and
added to the fo'lowing year’s new
room. The $216 billion is the sum of
unused room from earlier years ($168
billion) and new 1997 room ($48
billion).2

Some questions have been raised
about this large accumulation. First,
is this an indication that some seg-
ments of the population may be inad-
equately preparing for retirement by
using only a fraction of their RRSP
room? Second, will it result in large
future losses of government tax rev-
enue as individuals start using up this
room (Beauchesne, 1995)?

Are these concerns warranted?
This article provides some insight into
these issues by looking at how this
room has accumulated since 1991 and
examining the extent to which taxfilers
used this accumulation in 1995.%

Growing and growing

Since 1991, both the number of indi-
viduals with RRSP room and the
aggregate room have grown consist-
ently (Table 1). However, while the
number of taxfilers with room in-
creased by a third from 1991 to 1997,
the amount of room grew nearly five-
fold to more than $216 billion. Since

Hubert Frenken is with HPF Retirement
Reflections. He can be reached at (613)
828-4581, or hubertfi@travel-net.com.

Stronghold door, Roval Canadian Mint, 1908

the number of individuals who made
contributions increased at about the
same rate as the number eligible to do
so, the proportion of eligible taxfilers
who contributed remained at about
one-third throughout the period.*

However, the percentage of room
used by contributors decreased from
27%in 1991 to 18% in 1992, continued
to decline at a slower pace after that,
and levelled off at 12% in 1996. The
relatively high 1991 percentage is
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attributable to the lack of unused
room from previous years, because
the new legislation came into force
only that year. The 1996 levelling off
can be partly explained by the reduc-
tion in the dollar limits on contribu-
tions from $14,500 in 1995 to $13,500.
As a result, many taxfilers either
added less to their RRSP room pool
that year or used up a greater amount
of previously accumulated room.

Who has this room?

Men, despite contributing at higher
rates than women and using a slightly
higher percentage of their available
room, still account for the greatest
share of available room. For example,
they made nearly two-thirds of the
1995 normal contributions and used
up 13% of their room that year (ver-
sus 11% for women). Yet nearly 62%
of the 1996 room belonged to men.

Even though younger persons
have been participating in greater
numbers in recent years (Aldridge,
1997), they still have more unused
room than older taxfilers. Taxfilers
under 35 years of age held nearly
one-third of the $163 billion in 1995
room and those between 35 and 44
accounted for an additional one-
third. Individuals in these two age
groups used up just 8% and 12%,
respectively, of the room available to
them that year.

Income has always been the pri-
mary factor in people’s decisions on
whether and how much to contribute
to RRSPs (Frenken and Maser, 1993;
Frenken, 1995b). Those with low in-
comes, who seem to be contributing
in greater numbers of late (Frenken,
1997), still account for the bulk of
unused room. Taxfilers with less than
$30,000 total income in 1995 held
nearly one-half of the room that year.
In fact, 30% of the room belonged to
persons with incomes under $20,000.
They used up less than 3% of their
room that year, while those with
incomes between $20,000 and $29,999
contributed only 8% of the amount
available to them.

Tapping unused RRSP room

Table 1
Total RRSP room 1991 to 1997 *
Taxfilers Amount
Number Percentage
with room contributing ** Available Used **
000 % $ millions %
1991 14,364 32 45,345 27
1992 15,531 31 77,094 18
1993 16,264 30 106,904 15
1994 16,928 31 136,537 13
1995 17,525 32 162,715 12
1996 18,039 Kk] 189,653 12
1997 19,115 B 216,367 .

Source: RASP room file

*

room that year.

Includes each year's new room and unused room from previous years. Since
1991 was the implementation year of the new legislation, there was no unused

** The number of contributors and the amount used relate only to normal contri-
butions and exclude rollovers. See note 4.

This low usage rate and extensive
accumulation of RRSP room by Cana-
dian workers with low incomes might
lead to the conclusion that this seg-
ment of the population is inad-
equately preparing for retirement.
Some of these individuals may have
other assets to draw on in retirement,
but most will have little need for exten-
sive savings to replace pre-retirement
earnings. Pensions from the Old Age
Security/Guaranteed Income Supple-
ment (OAS/GIS) program and the
Canada and Quebec Pension Plan
(C/QPP) will fully replace earnings for
most people with low incomes over
their careers (Department of Finance,
1995).5

Who uses it?

Not all taxfilers accumulate large
amounts of unused room. Somc take
full advantage of their contribution
opportunities on a regular basis, while
others may allow some unused room
to accumulate, but periodically con-
tribute more than their new room to
use up some of that accumulation.

In 1995, nearly 5.7 million taxfilers,
32% of the 17.5 million with RRSP
room, contributed. More than 1.6 mil-
lion, 29% of contributors, used at

least some of their previously accu-
mulated room. More than 240,000 (4%
of all contributors) reported either an
RRSP contribution alone or a combi-
nation of PA and contribution that
exceeded $14,500. Moreover, almost
1.4 million or nearly 25% had a contni-
bution or a combination of PA and
contribution that was less than
$14,501 but greater than 18% of their
previous year's earned income (Table
2). Only those persons with eamed
income over $80,556 would have been
limited by the $14,500 ceiling, Rela-
tively few people have that much in-
come; therefore, by far the greatest
number who contributed more than
their new room that year surpassed
the 18% limit.

The 1.6 million contributors who
tapped their unused room in 1995
deposited nearly $9.4 billion — 47% of
the $20 billion normal RRSP contribu-
tions that year. This $9.4 billion was
applied to both 1995 new room and
unused room from previous years. In
summary, even though 68% of
taxfilers eligible to contribute to
RRSPs in 1995 made no deposits, 32%
(nearly 5.7 million) did, and of these,
29% used up some, but not necessar-
ily all, of their room from previous
years.
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Tapping unused RRSP room

previously accumulated room, which

While 38% of all 1995 RRSP con-
tributors were between 45 and 64
years of age, more than 47% of those
who tapped their unused room that
year were in that age group. Some
22% of contributors who used up
some of their accumulated room had
an income of $60,000 or more, and
an additional 26% reported between
$40,000 and $59,999. Moreover, the
two groups combined accounted for
62% of the $9.4 billion contributed.

Conclusion

As a whole, Canadian taxfilers have
traditionally contributed only a rela-
tively small proportion of the maximum
allowable amount to RRSPs. The
amount not used has been accumulat-
ing since 1991 and by 1997 the total
RRSP room (both unused room from
previous years and 1997 new room)
was more than $216 billion. There are
indications that at least some of this
accumulated room is being used up
by a growing number of taxfilers. The
proportion of total room used de-
creased annually from 1991 to 1995,
but held at 12% in 1996. One reason
for this levelling off was the reduction

of the maximum dollar amount of new
room credited to taxfilers that year,
from $14,500 to $13,500. Since this
amount is now frozen at $13,500 until
the year 2004, perhaps a growing
number of RRSP contributors will
make deposits that exceed their an-
nual new room in the coming years.

A large proportion of unused RRSP
room is held by workers with low
incomes, many of whom may never be
in a financial position to contribute to
RRSPs. They may also have little
need to do so; according to the
Department of Finance, government
pensions from the OAS/GIS and
C/QPP may provide disposable
income as great as, or greater than,
that before their retirement. Persons
with higher incomes who have not
made full use of their RRSP opportu-
nities may have had more pressing
financial obligations. This may
change with time, however.

Traditionally, taxfilers in their late
forties and fifties have had both the
highest RRSP participation rates
and highest average contributions
(Frenken, 1995b). They are also more
likely than others to use some of their

Table 2 for some may be quite substantial. At
Taxfilers who used previously accumulated RRSP room in those ages, individuals are generally
1995 in a better financial position than
i - before to make RRSP contributions.
Contributors Contributions * They are very likely in their peak earn-
'000 % $ millions % ing period and, with paid-off mort-
gages and children no longer
Gt ih550 oy 9,366 100 dependent on them, they may have
Contributions alone 766 47 5,312 s7 |  greater discretionary income than
Greater than $14,500 70 4 1,390 15 they did when they were younger.
Less than $14,501, but Also, because of their age, they may
greater than 18%"* 695 43 3,922 42 have a greater sense of urgency to
Combinations of PA and save for their retirement.
contribution 870 53 4,074 43
Greater than $14,500 174 11 1,335 14 . Ik sty meibers -GN ARE
Less than $14.501, but oom generation have recently
greater than 18%"* 696 43 2,739 29 entered the ages of greatest RRSP
P T e 8 participation and will be followed by
* /nclt'ldes contributions covering both new and unused room. Aty moks for. some tlme. Whether
= Greater than 18% of 1994 earmned income. this will result in a massive depletion
of accumulated RRSP room with con-

sequent tax implications remains to be
seen. =

& Notes

1 The PA is a calculated value of the
pension credits earned by the taxfiler who
participates in an employer-sponsored
pension plan or deferred profit sharing
plan. The inclusion of the PA in calculat-
ing RRSP room is intended to provide
similar tax breaks to workers with or
without such coverage (Frenken, 1995a).

2 These data differ slightly from those
published by the Small Area and Adminis-
trative Data Division (SAADD) of Statis-
tics Canada, because SAADD has removed
some records from the file and because this
article is based on a 2% sample. New room
for 1997 is based on 1996 tax informa-
tion.

3 Although preliminary summary infor-
mation on 1996 contributions and 1996
and 1997 room was available at the time
of analysis, the most recent detailed data
for study were for 1995.

4 The 1991 RRSP participation rate of
32% is identical to the figure noted in the
accompanying article, “RRSP contribu-
tions and withdrawals: An update.” That
year marked the beginning of RRSP room.
For subsequenl years, the rales contained
in this study are slightly lower. Whereas
the other article considers only taxfilers
with RRSP room assessed in the particular
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year examined, this analysis includes all
individuals with room assessed at least
once since 1991, making the denomina-
tors used here a bit larger.

S A proposal to replace the OAS/GIS
with a new Seniors Benefit is now bemng
considered. This change would have little
effect on the need for retirement savings
for people with low incomes. In fact,
many may see an increase in their govern-
ment pensions from previous levels.
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Chunging companies or even moving
with the same company can be a very exciting fime!
So many things to do and so many details to look after. ..
and then there's the packing. . . yikes!

There is one step that is essential to ensuring that you reach
your destination with all the fools you need to do the job...

Let us know where
you’re moving to!

Don't forget to give us your new address so that you can
continue fo receive your subscriptions. To ensure that you

don't miss an issue, please fill in the form below and fax a
copy to 1-800-889-9734.

" I’ve moved!

Please update the address on all my subscriptions.

Customer Number Nome

Company

Department Attention

Address

Gity Province Postal (ode
( ) { )

Phone Fox



What’s new?

B UPCOMING RELEASE

W Survey of Work Arrangements

In November 1991, Statistics Canada funded and
conducted the Survey of Work Arrangements (SWA),
the first comprehensive national survey to gather
detailed information on the weekly, daily and hourly
work routines of Canadian paid workers (employees).
Statistics Canada released the results of this
survey in a special statistical compendium, Work
Arrangements (Catalogue no. 71-535-MPB, no. 6) and
in numerous analytical studies. Various government
and private organizations interested in work practices
and conditions of work also made extensive use of
these data.

Growing interest in the data generated by the SWA
led Human Resources Development Canada to fund
a second survey in November 1995, to ascertain what
changes (if any) had occurred over the years. Work
Arrangements in the 1990s provides results from the
1991 and 19935 surveys. It contains in-depth statistical
information and analysis on the hours people work,
the emergence of alternative work patterns such
as flexitime and home-based work, and the work
schedules of families and students. In addition, it
looks at the quality of jobs as measured by wage
and non-wage benefits, unionization, job permanence
and employer size. Also briefly examined are work
hours and income preferences, self-employment, and
provincial and regional data. Following are selected
highlights:

® The five-day work week was the norm for the
majority of employees in both 1991 and 1995,

m  Working from home has become more common.
In November 1991, approximately 6% of employees
indicated that they performed some or all of their
paid duties at home; by 1995 the proportion had
risen to 9%.

®  Workers with higher pay were also more likely to
enjoy non-wage benefits, such as employer-
sponsored pension, health and dental plan
coverage, and paid sick leave and vacation leave
entitlements.

® Workers in Ontario commanded the highest
hourly wage rate in 1995. That province, together
with Newfoundland and Manitoba, also registered

arelatively high percentage of employees covered
by employer-sponsored pension and health plans.

®  Given the choice, approximately two out of three
employees preferred to work the same hours for
the same pay; another 6% indicated a preference
for fewer hours and less pay, while 28% favoured
more hours with more pay.

®  The self-employed tend to work longer hours:
approximately 37% put in 50 hours or more each
week.

Work Arrangements in the 1990s (Catalogue no.
71-535-MPB, no. 8, $53) will be available soon. For
further information, contact Ernest B. Akyeampong
at (613) 951-4624; fax (613) 951-4179; Internet:
akyeern@statcan.ca. O

B JUST RELEASED

®  Survey of Consumer Finances looks at
earnings

With the labour market’s intermittent growth in 1996,
how did the earnings of women compare with those
of men? How did education, age, full- and part-time
status and job tenure affect the differences? Earnings
of Men and Women, 1996 (Catalogue no. 13-217-XPB)
helps to answer these questions. This publication
shows annual earnings by sex and female-to-male
earnings ratios. Earnings distributions are shown
for men and women by province, age, education,
occupation and work experience. Also presented are
data on husbands’ and wives’ contributions to family
income.

To order this publication, contact the Dissemination
Unit, Household Surveys Division at (613) 951-7355
or 1 888 297-7355; fax (613) 951-3012; Internet:
expenditurcs@statcan.ca. a

B Business bankruptcy in Canada, 1996

According to a new study, firms in Canada go
bankrupt primarily because their managers lack the
experience, know-how, or vision to run their busi-
nesses. It is not a lack of sophisticated management
techniques that causes the problem; rather, it is an
inability to master the basic skills.
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What’s new?

A second key deficiency occurs in the area of
financial management. Seven out of ten firms that
failed in 1996 did so because of bad financial planning.
Three problems cropped up regularly: an unbalanced
capital structure, an inability to manage working
capital, and undercapitalization.

Problems in securing different types of capital were
often related. For example, firms that were unable to
obtain sufficient capital from financial institutions
were also unable to pursue a number of other financing
options. Highlights:

B [n 1993, about 3,700 incorporated businesses failed
in Canada, with liabilities totalling $4.1 billion.
Much of the money forfeited was owed to Canadian
banks, the largest creditors for Canadian busi-
nesses. Canadians also felt the costs of bankruptcy
through the loss of jobs. Half of bankrupt firms
had between one and nine employees when they
failed.

B  Between 1992 and 1996, corporate bankruptcies
made up only 28% of all business bankruptcies,
but accounted for about 65% of total business
liabilities arising from bankruptcy. The average
corporate bankruptcy involved liabilities of $1.3
million, five times the average $260,000 for non-
corporate business bankruptcies.

® The number of bankruptcies nearly doubled
between 1985 and 1995, while the business
population increased by only half. As a result,
the incidence of bankruptcy increased from 10
failures per 1,000 businesses in 1985 to 14 per
1,000 in 1995.

® Small, young firms were most at risk, primarily
because their management had not yet built up
the necessary experience and knowledge. Over
half the new firms that failed in the first 10 years
of life did so within their first 2 years. More than
half of younger firms, those less than 5 years old,
had a senior manager who had less than S years
of managerial experience.

For further information on Failing Concerns:
Business Bankruptcy in Canada (Catalogue no.
61-525-XPE, $30), contact John R. Baldwin, Micro-
economics Analysis Division at (613) 951-8588; fax
(613) 951-5403; Internet: baldjoh(wstatcan.ca. 0

B Article from Canadian Social Trends

“I feel overqualified for my job...”

The Canadian population has become more educated
in the last 25 years: between 1971 and 1996, the
percentage of adults with more than a high school

education rose from 21% to 50%, while the proportion
with a university degree jumped from 5% to 15%. At
the same time, many jobs are demanding more
sophisticated and technically complex skills because
of shifts in Canada’s industrial structure and rapid
advances in information technologies. Yet in spite
of this growing demand for highly skilled workers,
many of those with postsecondary schooling believe
their education and experience exceed the demands
of the job.

In 1994, 4.4 million employed Canadians — 39% of
all workers — had a university or community college
certificate, diploma or degree. More than one-fifth
(22%, or just under 1 million) of these workers felt
overqualified for their jobs. Some 27% of those with
an earned doctorate, master’s or diploma above the
bachelor’s level expressed this opinion, compared with
just over one-fifth of those with a bachelor’s or first
professional degree (22%), or a community college
diploma (21%).

Some 23% of university and community college
graduates were employed in clerical, sales or service
Jjobs, which may not have required postsecondary
education; 37% of these people felt overqualified.
When the effects of other demographic and
socioeconomic factors were held constant, these
graduates were at least twice as likely as those in
management or professional jobs to feel overqualified.

For further information about this article (which
appeared in the Winter 1997 issue of Canadian Social
Trends [Catalogue no. 11-008-XPE]), contact Warren
Clark at (613) 951-2560; fax (613) 951-0387; Internet:
clarwar(@statcan.ca or Karen Kelly at (613) 951-2598,
Internet: kellkar@statcan.ca. a

B Low income cut-offs, 1997

Low income cut-offs (LICOs) for 1997 are now
available. Each year, the LICOs are updated to reflect
cost-of-living increases, as indicated by the annual
change in the Consumer Price Index (CPI). Both the
1992-base and 1986-base LICOs are contained in the
report.

Recently, media coverage of LICOs has focused
on their relationship to the measurement of poverty.
At the heart of the debate is the use of the LICOs as
poverty lines. Statistics Canada has always insisted
that the LICOs are not measures of poverty and
should not be used as such. Rather, they reflect a
consistent and well-defined methodology that
identifies those who are substantially worse off than
the average. In the absence of an accepted definition
of poverty, these statistics have been used by many
analysts who wanted to study the characteristics of
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such families in Canada. These measures have enabled
Statistics Canada to report important trends, such
as the changing composition of this group over time.

For further information or to order Low Income
Cut-offs (Catalogue no. 13-551-XPB, $5) for the years
1980 to 1997, contact the Dissemination Unit at (613)
951-7355; 1 888 297-7355; fax (613) 951-3012; Internet:
income(@statcan.ca. O

W Government finances and generational
equity

Is there a “fiscal dividend”? How fast should the
national debt be reduced? How much of a burden
does existing fiscal policy place on future generations?

These are pressing questions central to the conduct
of Canadian fiscal policy in the 1990s, and they form
the motivation for this collection of essays.
Government Finances and Generational Equity offers
a detailed analysis of the current state of Canadian
fiscal policy and how it has changed over the past
two decades. Leading academic researchers, as well
as senior analysts from Statistics Canada and the
Department of Finance, look at the following:

® the “deficit” as a measure of generational equity,
and as a guide for the conduct of government
taxation and spending decisions;

® the age distribution for government taxes and
transfers, both by program and by level of
government;

m the effect of reducing the national debt on the
well-being of both current and future generations;

m the inter-generational implications of the unfunded
liability of Workers” Compensation programs; and

® the manner in which generational equity should
be measured.

For more information on Government Finances and
Generational Equity (Catalogue no. 68-513-XPB, $35)
contact Miles Corak, Analytical Studies Branch at
(613) 951-9047; Internct: coramil@statcan.ca. O

m [atest on the labour force

The fourth issue of Labour Force Update (Catalogue
no. 71-005-XPB) provides an overview of the 1997
labour market. Following are highlights:

® Employment growth in 1997 resembled that of
1994 in several respects: it was all in full-time
work; concentrated among adults aged 25 to 54;

What’s new?

in manufacturing and business services; and among
professionals, whose wages tend to be higher than
average.

B By year-end, the participation rate was unchanged
at 64.8%, still 2.7 percentage points lower than in
December 1989. (It had dropped to 65.5% by
April 1992, when the downward trend in employment
finally stopped.)

B By December 1997, women aged 25 to 54 were the
only demographic group with a participation rate
higher than in 1989 (up 1.0 percentage points).
Youths (-9.2 points), persons aged 55 or more
(-2.3 points), and men aged 25 to 54 (-2.0 points)
were all less likely to be in the labour force in 1997
than they were in 1989.

® The combination of employment growth and a
stable participation rate reduced the number of
unemployed over 1997 for all groups. The
unemployment rate had hovered around 9.7%
through most of 1995 and 1996, mainly as a result
of fluctuations in labour force participation.
Employment growth in 1997 pushed the rate down
t0 9.1% by mid-year, and to 8.6% by year-end, the
lowest rate since September 1990.

For additional information on this publication,
contact Geoff Bowlby at (613) 951-3325; Internet:
bowlgeo@statcan.ca or Jean-Marc Lévesque at (613)
951-2301; fax (613) 951-2869; Internet: levejea@statcan.ca.

O

W The Year 2000 computer problem

In October and November 1997, Statistics Canada,
on behalf of Task Force Year 2000, conducted a survey
to assess the business community’s readiness for
the Year 2000 computer problem. According to the
survey, over half of Canadian businesses with more
than five employees are doing nothing to address
this issue. Morcover, less than 10% of firms have a
formal plan to assess, convert and test systems for
the date change to 2000. Some 2% of firms have
implemented and completed all phases of a plan, and
a further 16% have taken less formal steps and say
their systems are confirmed to be ready for 2000. A
recent report takes a closer look at the survey results
to determine how businesses in different industries
and size categories are preparing for potential
difficulties, and it assesses the gencral cost and
magnitude of fixing the problem.

For further information on The Preparedness of
Canadian Business for the Year 2000 Computer
Problem, contact Jamie Brunet, Small Business and
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Special Surveys Division at (613) 951-6684; Internet:
brunjam@statcan.ca. Readers can obtain the document
tfrom the Statistics Canada website: http:/
www statcan.ca:80/english/freepub/6 1 FOOSTMIE/
free.htm or from the Industry Canada site: http://
strategis.ic.gc.ca/s0s2000. O

®  North American labour markets

A recent report compares the labour markets of the
United States, Mexico and Canada. Prepared by the
Secretariat of the Commission for Labor Cooperation,
it attempts to present all currently available basic
labour market information where reasonably compa-
rable estimates exist.

The study spans the period 1984 to 1995 and
presents some of the important trends and themes
that have emerged over that period in several key
areas, including employment, work time and non-
standard work, unc mployment, unionization, earnings,
productivity, income distribution, and employment
benefits.

This report is the first in the North American Labor
Series. Upcoming projects include a comparative
labour law report, a study on advanced and standard
practices in the garment industry, and proceedings
of the North American Seminar on Incomes and
Productivity. The aim of these reports is to promote
a broader understanding of North American labour
matters.

The Secretariat was established under the North
American Agreement on Labor Cooperation (NAALC),
a supplementary accord to the North American
Free Trade Agreement. Through the NAALC, the
continental trading partners seek to improve working
conditions and living standards, and they commit
themselves to protect, enhance, and enforce the basic
rights of workers.

For further information on North American Labor
Markets: A Comparative Profile, contact the Secretariat
at (214) 754-1100; fax (214) 754-1199; website:
http://www.naalc.org. O

W Analytical Studies Branch research papers
series

Job Turnover and Labour Market Adjustment in
Ontario from 1978 to 1993

Z. Lin and W. Pyper

Research Paper Series no. 106

This paper documents job turnover and labour market
adjustment activities in the Ontario economy from
1978 to 1993. The data are extracted from the
Longitudinal Worker File (LWF) created and managed
by the Business and Labour Market Analysis Division
of Statistics Canada. The LWF draws on data from
Human Resources Development Canada, Revenue
Canada and Statistics Canada.

The paper consists of three main sections: patterns
in permanent layoff rates and permanent separation rates
by major industrial sector; probabilities of permanent
layoffs and permanent separations by major industrial
sector; and labour market transitions for separated
workers in selected years.

International Caompetition and Industrial Perfor-
mance: Allocative Efficiency, Productive Efficiency,
and Turbulence

J.R. Baldwin and R.E. Caves

Research Paper Series no. 108

A shift toward freer trade and the generally sustained
economic growth of industrialized countries have
provided much experience (especially in the past three
decades) with the effects of international competition
on national product markets. By this is meant the
distinctive ways in which domestic sellers’ competition
and the market outcome are affected by the presence
of foreign customers and/or sellers. In the first three
sections of this paper the authors review theory and
recent empirical evidence of the effects of international
competition on the performance of domestic industries
in two familiar dimensions: allocative efficiency and
productive efficiency. They go on to present new
empirical evidence of one manifestation of international
competition that has only recently gained recognition:
its effect on turbulence or turnover within the
domestic industry.

To order studies in the Research Paper Series,
contact your nearest Statistics Canada Regional
Reference Centre, or write to Publications Review
Committee, Analytical Studies Branch, 24th floor, R.H.
Coats Building, Ottawa, Ontario K1A 0T6. Or phone
(613) 951-1804; fax (613) 951-5403. O
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Key labour and
income facts

The following is a guide to data sources for labour market, business, income and earnings, pension, education
and other household topics. Each quarter, this section presents charts and analysis featuring one or more
of these sources. For general inquiries, please contact Joanne Bourdeau at (613) 951-4722; Internet:

bourjoa@statcan.ca or Jeannine Usalcas at (613) 951-4628; Internet: usaljea(@statcan.ca.

Administrative data
Small area and
administrative data
Frequency: Annual
Contact: Customer Services
(613)951-9720

Business surveys

Annual Survey of Manufactures
Frequency: Annual

Contact: Richard Vincent
(613)951-4070

Business Conditions Survey of
Manufacturing Industries
Frequency: Quarterly

Contact: Claude Robillard
(613)951-3507

Census

Census labour force
characteristics
Frequency: Quinquennial
Contact: Michel Coté
(613)951-6896

Census income statistics
Frequency: Quinquennial
Contact: Abdul Rashid
(613)951-6897

Employment and income

surveys

Labour Force Survey
Frequency: Monthly
Contact: Nathalie Caron
(613)951-4168

Survey of Employment,
Payrolls and Hours
Frequency: Monthly
Contact: Sylvie Picard
(613)951-4090

Help-wanted Index
Frequency: Monthly
Contact: Sylvie Picard
(613)951-4090

Employment Insurance
Statistics Program
Frequency: Monthly
Contact: Sylvie Picard
(613)951-4090

Major wage settlements
Bureau of Labour Information
(Human Resources
Development Canada)
Frequency: Quarterly
Contact: (819)997-3117

Labour income
Frequency: Quarterly
Contact: Anna MacDonald
(613)951-3784

Survey of Labour and [ncome
Dynamics

Frequency: Annual

Contact: Client Services
(613)951-7355or

1 888 297-7355

Survey of Consumer Finances
Frequency: Annual

Contact: Client Services
(613)951-7355or

1 888 297-7355

Household Facilities and
Equipment Survey
Frequency: Annual
Contact: Client Services
(613)951-7355 or

1 888 297-7355

Family Expenditure Survey
Frequency: Annual
Contact: Client Services
(613)951-7355or

1 888 297-7355

General Social Survey
Education, work and retirement
Frequency: Occasional

Contact: Jennifer Hubbard
(613)951-5979

Social and community support
Frequency: Occasional
Contact: Jennifer Hubbard
(613)951-5979

Time use

Frequency: Occasional
Contact: Jennifer Hubbard
(613)951-5979

Pension surveys

Pension Plans in Canada Survey
Frequency: Annual

Contact: Thomas Dufour
(613)951-2088

Quarterly Survey of Trusteed
Pension Funds

Frequency: Quarterly
Contact: Thomas Dufour
(613)951-2088

Special surveys

Survey of Work Arrangements
Frequency: Occasional
Contact: Ernest B. Akyeampong
(613)951-4624

Adult Education and
Training Survey
Frequency: Occasional
Contact: Steve Arrowsmith
(613)951-0566

Graduate Surveys
(Postsecondary)
Frequency: Occasional
Contact: Bill Magnus
(613)951-4577
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Key labour and income facts

Participation rate of men and women aged 20 to 64

Participation rate (%)
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Source: Labour Force Survey

Changes in women’s work participation

Because women are more likely to interrupt employment
for a long period of time, their attachment to the
labour force has traditionally been viewed as weaker than
men’s. But women’s participation in the workforce has
increased dramatically.

By 1995, 70% of women aged 20 to 64 were in the labour
force; that is, they were either employed or looking for
work. Women today have also shown an increased
commitment to lifelong careers, reporting fewer and
shorter periods of employment discontinuity than earlier
generations of women.
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who had ever worked

People who experienced interruptions of paid work between 1990 and 1994, as a percentage of those

Interruption rate (%)
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Source: General Social Survey, 1995

Work interruptions occur early in women’s
careers

According to the 1995 General Social Survey, almost two-
thirds (62%) of all women who had ever worked had left
their paid employment for six months or more. In contrast,
Just over one-quarter of men (27%) had done so.

Between 1990 and 1994, 43% of women in their carly
twenties who had ever worked experienced their first inter-
ruption. In contrast, only 9% of those aged 35 to 44 expe-
rienced their first interruption.

The high rate among younger women may be related to
their limited work expertence and to the higher fertility rate
of this age group.
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Reasons for women’s interruptions of paid work

% of women’s work interruptions

o

o
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Source: General Social Survey, 1995

and other reasons.

* Family-related reasons include marriage, maternity leave and care of children or elderly relatives. Economic reasons include layoff
or end of contract, lack of work, business or company closure and seasonal work. Other reasons include retuming to school, moving

Women interrupt their careers for family-
related reasons

The changing nature of women’s role as family caregivers
is evident from the work interruption data. In the 1950s,
family-related reasons accounted for 88% of all women’s
interruptions, while economic reasons accounted for less
than 1%. In contrast, in the early 1990s family-related

reasons accounted for less than half (47%) of all women’s
interruptions of paid work, and economic reasons, 22%.

Factors that may have influenced this change include
lower fertility rates, delayed childbearing and changes in
the workplace that have enabled women to resume work
after childbirth.
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Mothers who interrupted paid work for six months or more at birth of first child

% of new mothers who ... H Completed interruptions *

D Retumed to work within two years
after birth of first child
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Source: General Social Survey, 1995
* New mothers who returned to work after the birth of their first child.

Mothers return to paid work more quickly in
the 1990s

In the 1950s, 65% of women who interrupted their paid work
for the birth of their first child returned to work, but only
8% did so within 2 years of the start of the interruption.
The average interruption lasted 12 years.

By the early 1990s, 78% of new mothers who interrupted
thetr paid work returned after the birth of their child, 56%
within 2 years of the start of the interruption. The average
interruption was only one year,

A 1996 report corroborates this analysis, showing that
women today have fewer children, more frequently delay
childbearing until they have established their careers, are
less likely to interrupt their careers for six months or more
after giving birth, and return to paid work much more
quickly than new mothers of earlier generations (Ford and
Nault, 1996).

Ford, D. and F. Nault. “Changing fertility patterns, 1974
to 1994.” Health Reports (Statistics Canada, Catalogue no.
82-003-XPB) 8, no. 3 (Winter 1996): 39-46.
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Of women who returned to paid work after
an interruption...

Of women who interrupted full-time
paid work ...

33% went back
to the same job

41% found
new jobs with
different duties

26% found a new
job with similar duties

25% returned to
part-time jobs

47% returned to
full-time jobs

28% had not retumed
to paid work at time
of survey

Source: General Social Survey, 1995

Most women return to work

Most women who had ever interrupted paid work returned
afterwards (71%). Among those who did, one-third went
back to the same job. About one-quarter found a new job
with similar duties, while 41% found new jobs with other
duties.

However, less than half of those who had full-time jobs
returned to a full-time job; one-quarter returned to part-time
work. The remainder had not yet returned to paid work at
the time of the survey.

Many women who worked part time before they inter-
rupted their paid work returned as part-time employees
(42%), while 37% had not re-entered the paid labour force
as 0f 1995. According to the 1988 Canadian National Child
Care Study, 31% of part-time workers with children under
age 13 worked part time because of family responsibilities
(Leroetal., 1992). Since many of women’s lengthy breaks
are related to family responsibilities, a return to paid work
may be greatly influenced by the availability of supports
such as daycare facilities and home support for children
and, in some cases, help for elderly parents.

Lero, D.S. etal. Canadian National Child Care Study. Parental
Work Patterns and Child Care Needs. Catalogue no. 89-529-
XPE. Ottawa: Statistics Canada, Health and Welfare Canada, and
National Day Care Research Network, 1992,
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Educational attainment of women with work interruptions

% of women who ... . Interrupted paid work * Average duration of first completed interruption (years)
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Source: General Social Survey, 1995

Note: Respondents' highest level of education in 1995; interruptions may have occurred much earlier when respondents had less
education. To reduce the effect of education upgrading, first interruptions due to a return to school are excluded from this chart.

* As a percentage of women who ever worked for pay.

** As a percentage of women who interrupted their paid work.

Education: a factor in work interruptions because they have the most to lose in forgone eamings.
University graduates had by far the shortest work
interruptions and were the least likely to experience
them.

In general, women with more education experience fewer
work interruptions. These tindings are expected, as those
with more education usually have the most marketable
skills and are therefore able to obtain the highest-paying
and most stable jobs.

As well, those with higher levels of education may have
the greatest incentive to return quickly to paid work
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Whether you are interested in detailed statistics on dairy farming
in Ontario, off-farm income in Saskatchewan, or poultry
production in Quebec, the data are all there in one easy-to-
= use package on the ESAS CD-ROM. ESAS, the Extraction
2IFOCOIXCE |l 21FO00TXCS System of Agricultural Statistics, combines software
Extraction  Systéme with data on a compact disc to give clients desktop
i’;:;‘;’;tg{,,, g::;:::f,'ﬁ;*‘ access to a wide array of farm financial and
Statistics agricoles physical statistics.

Bol 2550 &3 Canadi Whether you need the information by

region, farm type or revenue class,
O
155N 1201835 oS
ikl zam .

ESAS has:
P a complete itemization
> of operating revenues
: .- and expenses;
_ il P sources and levels of off-
Jarm income for operators and
Jarm families;
| | P assets, liabilities, and capital
| | investment for farms; and
: > land use and livestock inventories.
The job of administering and evaluating agricultural
programs is a challenging one. ESAS simplifies the
research burden of program analysts and gevernment
administrators with important data on the financial and physical
status of Canadian farms. Trade in your stacks of computer
printouts for one easy-to-use CD-ROM.
The ESAS CD-ROM (catalogue ne. 21F0001XCB) is $625 (plus GST/HST and
applicable PST) in Canada and US $625 outside Canada. Annual Updates are
available after the initial purchase for only $295 (plus GST/HST and applicable
PST) in Canada and US $295 outside Canada. A discount is available to all
educational institutions.

| o ordér, write to Sfitistics"dﬁda, Operations and Integration Division, Circulation Management,
120 Parkdale Ave., Ottawa, Ontario, K1A 0T6, or contact the nearest Statistics Canada Reference Centre listed in
“this publication. 1 P

If more convenient, fax your order to 1-800-889-9734 or call toll-frec 1-800-267-6677 and use your

. Visa or MasterCard.

| Via Internet: order@statcan.ca

ESAS is the product of a foint venture between Siatistics Canada and Agriculture and Agri-Food Canada.
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In the works

Here are some of the topics to be featured in upcoming issues

B Moonlighting: a growing way of life
In the last 20 years, the number of multiple jobholders or moonlighters has more than tripled. Who are these people
and how do they compare with those a decade or two ago? Using data from the Labour Force Survey and the Survey

of Work Arrangements, this article considers various reasons for the phenomenon and looks at the characteristics of
moonlighters and their jobs. U.S. trends are also noted.

W Working at home

Two studies look at the advantages and disadvantages of working at home (for an employer or oneself). They trace
the growth of this option and outline the characteristics of the jobs and workers involved.

B Family income after separation, for people without children

This article adds another dimension to a ground-breaking study published in Perspectives last year. The authors turn
their attention to the financial situation of separated persons who had no children before the breakup.

M The booming market for computer programmers

Employment growth in computer programming and related work in recent years is documented in this study, which
also notes in what areas jobs are being created. Earnings are also discussed.

B Employment insurance in Canada: Recent trends and policy changes

Two articles look at modifications to the Employment Insurance (El) program (formerly known as Unemployment
Insurance). The first discusses legislative and policy changes made over the 60 years of the program’s existence,
especially those introduced in the 1971 Unemployment Insurance Act. The second considers recent trends in the El
balance sheet brought about by changes in the economy and in legislation.

B RRSPs and the Home Buyers’ Plan

This article looks at the RRSP Home Buyers” Plan in terms of the amounts withdrawn and the number of participants,
by age, sex and income. In addition, it considers the number of taxfilers who defaulted on their 1995 repayments, as
well as the amounts involved, and it compares defaulters with those who did repay. The study also examines whether
those who repaid were able to make additional RRSP contributions.

PERSPECTIVES ON LABOUR AND INCOME

The quarterly for labour market and income information
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THE STATISTICS CAN /s
EARLY MORNING START-UP

E very morning at 8:30 a.m., Monday to Friday, Internet

users can display the day’s top socio-economic data simply by
selecting Dasly News on Statistic Canada’s Web site at
www.statcan.ca. There is no charge for this service.

The Daily is an early-bird review of the latest official dataanc . . . =
information released by Statistics Canada. Key economic MA ) &
indicators like employment rates and the Consumer Price Inde

in addition to a wide range of business-related information, ma
The Daily the #1 choice for business people who want to kee
up-to-date on the country’s most important economic
developments ... as they happen. It is also the best source for
concise briefs on the state of the economy and Canadian society in
general.

2

FIND OUT WHY
JOURNALISTS ACROSS
CANADA ACCESS

THE DAILY EVERY
WORKING DAY

The media has long relied on The Dafly for the
information contained in many of the news reports
Canadians read or listen to on a regular basis. Now you,
too, can link up to this same information quickly and
conveniently What's more, The Datly will keep you
tuned to the timing and delivery of major Statistics
Canada releases and the arrival of our newest
products and services.
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So, pull up a chair and visit us at our Web site
soon. We want your day to get off to the
right start.
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LABOUR INCOME

To keep up with ...

m the education levels and the training of the labour force
in Canada

m the distribution of income and trends in wages in the
country

m updates on research under way in the labour and income
field

m the availability of new income and labour market data
.. you need

PERSPECTIVES ON LABOUR AND INCOME (Catalogue no.
75-001-XPE) from Statistics Canada.

A yearly subscription to Perspectives on Labour and
Income (four issues) costs just $58.

Mail your order to Statistics Canada, Operations and
Integration Division, Circulation Management, 120 Parkdale
Avenue, Ottawa, Ontario K1A 0T6. Or FAX 1 (613) 951-1584
or 1 800 889-9734, or call toll free 1 800 267-6677 and use
your VISA or MasterCard. Internet: order@statcan.ca
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