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the proportion of fathers claiming paid parental 
leave increased signifIcantly—from 3% in 2000 to 
10% in 2001, and again from 15% in 2005 to 
20% in 2006. 

• Satisfaction with work-life balance was lower 
among shift workers than among regular day 
workers—while 76% of day workers were 
satisfied with their work-life balance, only 69% of 
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• Role overload, too much to do and not enough 
time to do it, occurred more frequently among 
shift workers, especially women. 

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

	

• In 2006, 56% of eligible fathers in Quebec claimed 	• For men, working shift was associated with lower 

	

benefits for an average of 7 weeks compared 	odds of being satisfied with their work-life balance, 

	

with 11% of fathers outside Quebec who did so 	and shift work was a significant predictor of role 
for 17 weeks. 	 overload for both women and men. 

	

• Fathers were significantly more likely to claim 	• For women, having a spouse and children or being 

	

bcnehts if they lived in Quebec and if they had a 	a lone parent was associated with lower odds of 

	

co-claiming spouse who earned the same or more 	being satisfied with work-life balance or avoiding 

	

than they did. More than half of fathers outside 	role overload; for men, family type was significant 

	

Quebec who claimed parental leave benefits were 	only for role overload. 
the sole person in the household to do so. 

	

• The most common reason for eligible fathers not 	• Remittances by recent claiming benefits was family choice (40%) followed - - 	 immigrants 	
... p. 27 by uitticuitv taking time off \VOIK 	) and 

financial issues (17%). 

• Internationally, 13 of 20 OECD countries have 
national paid parental leave programs with at least 
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after landing, those from 11 of 24 countries sent 
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while immigrants from 7 other countries sent 
between $2,700 and $3,700. 

• The incidence of remitting was highest among those 
from countries with lower GDP per capita. Dunng 
the 25 to 48 months after landing, around 36°/6 of 
immigrants from countries with per capita GDP 
of less than $4,000 sent money home, compared 
with only 1100  from countries with per capita 
GDP of $15,000 or more. 

• Financial capacity and family obligations arc 
correlated with the likelihood of sending 
remittances. Immigrants who had family incomes 
of $70,000 or more were more than three times 
as likely to send money home as those with family 
incomes of less than $10,000. Immigrants with 
three or more children at home were far less likcl 
to send money abroad than those with no children. 
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on government transfers. 
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Katherine Marsha/i 

A lthough the objectives of international 
paid leave programs are not identical, one 
universal goal is to help families balance or 

reconcile work and family responsibilities—which in 
turn is intended to increase the well-being of children. 
To this end, emphasis has been put on extending leave 
time for parents and encouraging the father's involve-
ment. Research has shown that a father's involvement 
has a positive effect on co-parenting and partner rela-
tionships, personal development, and the social, emo-
uonal, physical and cognitive development of children 
(Allen and Daly 2007). Even short-term paid leave for 
fathers has been linked to positive outcomes, which 
can set the stage for longer-term involvement (Moss 
and O'Brien 2006). 

As is the case in many other Organisation for Eco-
nomic Co-operation and Development (OECD) 
countries, Canada's paid parental leave policies have 
changed considerably in recent years. Two key changes 
to the federal Parental Benefits Program (PBP) in 2001 
were the increase in the number of shareable paid ben-
efit weeks per family from 10 to 35 and the elimina-
tion of a second two-week unpaid waiting period. In 
2006, Quebec began administering its own separate 
Parental Insurance Plan (QPIP) offering, for example, 
higher benefit rates, no unpaid waiting period and a 
five-week non-transferable paternity leave. 

This article uses the 2006 Employment Insurance Cov-
erage Survey (EICS) to examine fathers' use of paid 
parental leave in Quebec and the other provinces. 
Recent revisions to the questionnaire enable the assess-
ment of how parental leave is shared by spouses, as 
well as the number of weeks of paid leave the father 
uses and reasons for not claiming parental leave ben-
efits (see Data source and de/ini/ions. 

Katherine Marsha/I is with the Labour and Household Surveys 
Analysis Division. She can be reached at 613-951-6890 or 
katherine. rnarshaIlstatca ngc. ca . 

Data source and definitions 

The Employment Insurance Coveroge Survey (EICS) has 
been an annual supplement to the Labour Force Survey 
since 1997. Its main purpose is to study the coverage of the 
Employment Insurance program. To coincide with the ex-
pansion of the parental leave program on December 31, 
2000, several new questions were added to collect infor-
mation from new mothers on access to and use of paren-
tal leave. More parental leave content was added in 2004 
and 2005. For example, a question regarding the number 
of weeks the spouse ((other) intends to take was introduced 
only in 2005. In 2006, some questions were modified 
because of the change in jurisdiction of parental benefits 
in Quebec. 

All questions regarding a father's use of parental leave 
benefits are answered by the mother. In some cases, the 
father may not yet have taken leave but planned to do so. 
At the time of the survey it is not possible to distinguish 
between fathers who had already taken leave or were 
currently on leave, or whose leave was upcoming. For ease 
of description, all cases are labelled as fathers who claimed 
and received benefits. 

The target population for this study was all mothers liv-
ing with a spouse and children less than 13 months of age 
in 2006. The sample of roughly 1,130 mothers represented 
325,000 couples. 

Parental benefits are available to previously employed 
qualifying parents (see Details of the PBP and the QP/P). 
For the purpose of this study, parental and paternity leave 
benefits are used interchangeably when referring to Que-
bec. The EICS did not differentiate between the types of 
QPIP paid benefits fathers claimed. 

An eligible father is someone who claimed parental leave 
benefits or someone who did not claim for any reason other 
than ineligibility. Mothers were asked to report why their 
spouse did not claim benefits, including the category 'not 
eligible.' 

Monthly income before birth was determined from a 
direct question asking mothers to report their total household 
income from all sources in the month before the birth or 
odoption. 

Earnings ratio is the mother's average hourly earnings 
multiplied by her average hours worked divided by the 
father's earnings and hours worked. If the ratio was I or 
greater, the mother was deemed to earn the same as or 
more than the father. If either spouse was self-employed, 
the ratio could not be calculated. 
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Fathers' use of paid parental leave 

Many European programs actively 
encourage paternal participation 

Fathers' participation in parental leave programs and 
the time taken have become a prominent area of pub-
1k policy debate and development in many OECD 
countries (Moss and O'Brien 2006). Some countries 
have used legislation as a method to help raise the 
parental leave take-up rate among fathers. This has 
been done mainly by creating individual, non-trans fer-
able periods of leave for each parent as well as addi-
tional time that can be used by either parent (see International 
comparisons). Countries with this form of program 
include Belgium, Iceland, Luxembourg, Norway and 
Sweden. In other countries, the entire parental leave 
period can be used by either or both parents, but 
additional or bonus weeks of paid leave arc offered if 
the father claims some of the leave (e.g. Austria, 
Finland. Germany and Italy). 

Not surprisingly, countries with the highest paternal 
participation rates include those with non-transferable 
leave programs that also offer high-wage replacement 
rates, mainly Nordic countries—Sweden (90% partici-
pation rate), Norway (89%) and Iceland (84%). Paren-
tal leave take-up rates are lower for fathers and 
mothers in countries where the earnings replacement 
rate is low, regardless of the type of leave program-
Belgium has a paternal participation rate of under 7%, 
Austria, 2% and France, 19/6. In other words, since 
most countries do not replace all earnings for parents 
on leave, and since men, on average, earn more than 
women, families may be dissuaded from having the 
father claim parental leave because of the greater 
financial burden (Moss and O'Brien 2006). 1-lowever, 
at the same time, the economic stability of the famil y  is 
recognized as another key factor in the well-being of 
children. 

Canadian programs have also evolved 

Since 197 1, mothers with enough insurable weeks of 
employment have been able to claim up to 15 weeks 
of paid maternity leave—considercd special benefits 
under the current Employment Insurance Program 
(El). In 1990, the Parental Benefits Program (PBP) 
introduced 10 weeks of paid leave available for shar-
ing by qualifying parents for the care of their new-
born. Further amendments to the El Act (December 
31, 2000) effective in 2001 extended PBP benefits to 
35 weeks, eliminated the second two-week waiting 
period if both parents wanted to use some of the leave, 
reduced the required number of annual employment 
hours from 700 to 600 and allowed earnings up to 
25% of benefits per week without reduction. 1  The PBP 
is deemed a core component of the National Chil-
dren's Agenda and, as in other countries, is designed 
to "promote child development" and help parents 
"balance the demands of work and very young chil-
dren" (HRSDC, 2005). An evaluation of these changes 
found positive outcomes related to the aforementioned 
obectivcs, including the length of leave taken, the 
length of breastfeeding, and the quality of parent and 
child interactions (HRSDC 2005). 

Another social objectiVe 2  of the enhanced PBP is to 
"promote gender equality" by advancing the uptake 
rare of fathers and the sharing of benefits between 
spouses (HRSI)C 2005). It is generally expected that 
an increase in fathers' use of paid parental leave will 
help break down gender stereotypes, in turn helping 
to achieve gender equity. For example, assumptions 
that only mothers use parental leave "can fuel employ-
ment discrimination against the recruitment and pro. 
motion of women" while at the same time making it 
difficult for fathers to take leave because it "conflicts 
with workplace cultures and expectations about the 

International comparisons 

Consistent data on international practices regarding paid 
paternity and parental leave are difficult to find. Collec-
tion methods, program rules and regulations, and presen. 
tation of the results vary considerably. However, despite the 
challenges, interest in the subject is mounting and concerted 
efforts have recently been made to make international com-
parisons. For example, the International Network on Leave 
Policy and Research, established in 2004, produces an 
annual report on maternity, paternity and parental leave 
policies in over 20 countries. Recent international research 
from several sources is presented below. Thirteen of the 

20 OECD countries under consideration offer paid pater-
nity or parental leave of at least two weeks to fathers. Seven 
countries do not have such leave, including Australia, the 
United Kingdom and the United States. Belgium, Iceland, 
luxembourg, Norway and Sweden offer non-transferable 
leave to both mothers and fathers. Denmark used to have 
non-transferable parental leave for fathers until 2002, when 
legislation changed the two-week period back to 'family' 
benefits. In Canada, Quebec offers an exceptionally long 
non-transferable paternity leave of 5 weeks. 



Fathers' use o paid parental leave 

International comparisons (concluded) 

Selected OECD countries with 
leave available to fathers 

more than two weeks of statutory paid paternity or parental 

Paid parental leave 

Special 
Paid Earnings incentives 

paternity Allocation 1  replacement Take-up for fathers 

Austria None 18 months, Flat rate 2% 6 extra 
2006 family (low benefits) months 

Belgium 10 days 24 weeks: Flat rote <7% 
2006 12, mother; (low benefits) 

12, father 

Canada 2006 
Quebec 5 weeks 32 weeks, 55-75% 48% 

family 
Rest of Canada None 35 weeks, 55% 10% 

family 

Denmark 2 weeks 32 weeks, Unemployment 62% 
2006 family benefit rate 

Finland 3 weeks 26 weeks, 43-82% 10% 2 extra 
2005 family weeks 

France 11 days 36 months, Flat rate 1% 
2006 family (half minimum 

wage) 

Germany 	 None 12 months, 67% 	 9% 	2 extra 
2007 family months 

Iceland 	 None 9 months: 80% 	 84% 
2005 3, mother; 

3, father; 
3, family 

Italy 	 None 10 months, 30% 	 7% 	1 extra 
2006 family month 

Luxembourg 	 2 days 12 months: Flat rate 	 17% 
2006 6, mother; (minimum 

6, father wage) 

Norway 	 None 54 weeks: 80-100% 	 89% 
2006 9, mother; 

6, father; 
39, family 

Portugal 	 5 days 15 days, 100% 	 30% 
2006 father 

Sweden 	 2 weeks 68 weeks: 80% 	 90% 
2006 8, mother; 

8, father; 
52, family 

I. 	Family leave can be shored between parents; leave by sex is non-transferoble (if a parent does not use the leave, it is forfeited). 
2. 	Although this is meant to refer to fathers' participation rate in parental leave, as in the case of Quebec, it is not always clear if o 

distinction has been made between paternity and parental leave. 
Sources: 	Anxo et ol. 120071; Moss and Wall (2007); European Commission (2006); Moss and O'Brien 120061; Plantenga and Remery 120051; 

websites www.stokes,fi and www.dw-world.de . 
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Fathers' use of paid parental leave 

appropriate behaviour for men" (Anxo ct al. 2007). 
The P1W change to eliminate the second two-week 
waiting period for co-claiming parents was intended 
to give parents more choice and to encourage the shar-
ing of work and family responsibilities. It also allowed 
for a "significant reduction in the cost to a father hop-
ing to take just a few weeks of benefits" (Phipps 2006). 
Indeed, research has shown an increase in benefit-shar-
ing since the most recent PBP revision (HRSDC 2005; 
Marshall 2003). 

In March 2005, Quebec reached an agreement with 
the federal government to run its own, substantially 
different, parental leave program. One main variation 
in the basic Quebec Parental Insurance Plan (QPIP) is 
the inclusion of a five-week individual, non-transfer-
able paternity leave paid at 70% of previous earnings. 
Other major differences in the QPIP, which came into 
effect in January 2006, include coverage for the self-
employed, higher rates of pay for maternity leave and 
parental leave and no minimum number of hours 
worked in order to qualify for leave (see 
Details of the PBP and the 0 PIP). 

One in five fathers claims benefits 

The proportiotl of fathers taking time off and receiv-
ing paid parental leave benefits has increased sharply, 
from 3% in 2000 to 20% in 2006 (Chart A). The 2006 
rate actually jumps to almost one in four (23%) if ineli-
gible fathers (those without enough paid work hours 
or the self-employed outside Quebec) are excluded 
from the calculation. 3  However, whether paid or not, 
the majority of fathers take some time off when chil-
dren are born. Recent research found that 55% of 
fathers were absent from their job around the time of 
their child's birth, with many using short-duration 
annual vacation leave (21%) or unpaid leave (1 1%) 
(Beaupré and Cloutier 2007). 

The change over time in fathers' uptake of parental 
benefits is noticeably tied to the rules of the program. 
Perhaps because of the relatively short duration of 
leave available prior to 2001 (10 weeks), and the rule 
requiring both qualifying parents to undergo an un-
paid two-week waiting period, very few fathers par-
ticipated—only 3/o in 2000. However, after paid 
benefits were extended to 35 weeks and the two-week 
waiting period was applied to only one parent, the 
proportion of fathers filing for parental leave benefits 
jumped to 10% in 2001. Apart from rule changes, ris-
ing take-up rates by fathers may also be influenced by 
a cultural shift that embraces fatherhood and men's 

Chart A One in five fathers now file for 
parental leave benefits 

% claiming maternity' or parental leave 

80 

60 

40 

20 

2000 2001 	2002 2003 2004 2005 2006 

OMothers 	•Fathers 

• significant difference from the previous year at the 0.05 level 
1. Available only to mothers. 
Source: Statistics Canada, Employment Insurance Coverage Survey. 

involvement with their children (Daly 2004). In-depth 
qualitative analyses have shown that views of tradi-
tional mothering and fathering roles are changing in 
Canada (Doucet 2006). Further examples of this shift 
include the significant increase in fathers' participation 
in and time spent on primary child care, and the jump 
in the proportion of fathers as the stay-at-home par-
ent in single-earner families (Marshall 2006). Yet 
another indicator of fathers' evolving role in caregiving 
is the increase in the average number of days they miss 
from work for personal or family responsibilities 
when preschool children are in the household—for 
example, up from 1.8 days in 1997 to 6.3 days in 2007 
(Statistics Canada 2008). The corresponding numbers 
for women were 4.1 and 4.8. 

The significant rise in the rates of fathers claiming 
parental leave in 2005 (1 5%) and 2006 (20%) is mainly 
attributable to the introduction of the QP1P and the 
subsequent increase in the participation of Quebec 
fathers. On the other hand, the take-up rate for moth-
ers has remained steady in recent 'cars at just over 60°. 

More Quebec fathers claim—but for 
shorter periods 

Without doubt the QPIP had a profound influence on 
fathers' use of paid leave in Quebec. Of those eligible 
for the program, 56% claimed benefits in 2006, up 
from 32% in 2005 (Table 1). The participation rate 



Fathers' use of paid parental leave 

Table 1 Eligible fathers claiming paternity 
or parental leave and weeks taken 

Total 	Quebec 	Elsewhere 

Couples with 1 000 
eligible fathers 

2004 244 57 188 
2005 263 67 196 
2006 271 73 198 

Fathers' claim rate % 
2004 12 22' 1  9 
2005 18" 32' 13 
2006 23 5,6'[ -1  11 

Mother receiving 
maternity or parental leave 
Yes' 25 64' 8 
No 19 F 18 

Average weeks off 2  weeks 
2005 12 13 1  11 
2006 11 7" 17' 

Mother receiving 
maternity or parental leave 
Yes 7 6' 13 
No 22 F 22 

significant difference between Quebec and the other provinces at 
the 0.05 level 
significant difference from previous year at the 0.05 level 

1 . In 2006, mothers in Quebec were more likely to receive maternity 
or parental benefits (77%) than those living elsewhere (62%) 

2. Of those who claimed. Fathers' time off was not asked in 2004. 
Source: Statistics Canada, Employment Insurance Coverage Survey, 

2004 to 2006-  

partners may have been unaware of the new paternity, 
leave. For example, of those who stated "Did not 
know he could claim benefits" as the main reason for 
not filing (representing 8% of all couples where the 
father did not claim), the vast majority (869i"o) were in 
couples where the mother did not receive benefits. 

For the mothers not in receipt of benefits in the rest of 
Canada (38%), many would have been employed but 
not eligible because of too few hours worked or 
being self-employed, and research shows that women 
in these situations take less time off from work than 
those employed and with benefits (Marshall 2003). 
Therefore, the fathers in these couples may be more 
inclined to participate in the PBP program so that at 
least one of the partners uses some of the available 
benefits. For example, one in five fathers outside 
Quebec (18%) filed for parental leave benefits when 
their spouse did not claim, for an average duration of 
22 weeks. 

In terms of time taken, the average benefit weeks 
fathers claimed in Quebec was 13 in 2005 and 7 
in 2006. Although the survey did not differentiate 
between paternity and parental leave benefits, it seems 
that in 2006 most men in Quebec used all the non-
transferable paternity benefits (maximum of 5 weeks 
available), but only a minority opted to use some of 
the 32 additional weeks available to either parent. Of 
the eligible fathers in Quebec who claimed, three-quar-
ters received benefits for five weeks or less (Chart B). 

for fathers outside Quebec remained steady over the 
three years examined, at around one in ten. 4  However,  
even though the parental leave benefit program was 
the same across Canada prior to 2006, Quebec had a 	Chart B Three-quarters of Quebec fathers 
consistently higher proportion of fathers claiming ben- 	 claimed benefits for five weeks or 

efits, perhaps representing some cultural differences. 	 less 

Furthermore, an above-average proportion of Que-
bec fathers claimed paid benefits if their partner was 
also a recipient (64% versus 56%), whereas fathers 
outside Quebec were less likely to claim if their part-
ner claimed (8°/o versus the overall average of 11%). 
Although sample size restricted a detailed analysis, the 
different patterns are likely linked to the reasons the 
mothers were not in receipt of benefits. Perhaps as a 
result of the varying eligibility rules of the P1W and 
Q PIP programs, women in Quebec are more likely to 
receive benefits than women in other provinces (77% 
versus 62%). For example, self-employed workers are 
covered in Quebec and no minimum weeks of work 
are required for eligibility (see Details of the PBP and the 
QPII'. In non-claiming Quebec couples in 2006, both 

Cumulative distribution (%) 

100 

80 

60 Outsde Quebec 
(average weeks = 17) 

40 
Quebec 

20 	 (average weeks = 7) 

13 	17 	21 	25 	29 	33 	37 

Weeks claImed 

Source: Statistics Canada, Employment Insurance Coverage Survey, 
2006. 
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Details of the PBP and the QPIP 

As of January 1, 2006, the Quebec 
Parental Insurance Plan (QPIP) 
replaced the federal Employment In-
surance Parental Benefits Program 
(PBP) for the administration of paid 
benefits associated with birth or 
adoption for parents in that province. 

Below is a summary of the benefits 
and rules for the two programs in 
2006. (More detailed information on 
the two programs can be found on 
the respective government websites: 
www.rqap.gouv.qc.ca  and www.hrsdc. 
gc.ca ; also see Phipps 2006.) 

Parental benefits 	 Parental insurance 
program 	 program (basic plan)' 

• 15 weeks of maternity leave 

• 55% of average earnings up 
to a maximum of $39,000 in 
2006 ($413 per week) 

• two-week waiting period 

• requires 600 hours of 
paid work in past year 

• self-employed excluded 

• non-flexible 

• not applicable 

Birth mothers 
• 18 weeks of maternity leave 

• 70% of average earnings 
up to a maximum of $57,000 
in 2006 ($767 per 
week) (adjusted every year) 

• no waiting period 

• requires at least $2,000 of 
earnings in past year 

• covers salaried and self-employed 

• some flexibility' 

Birth fathers 
• 5 weeks of paternity leave 

All parents (birth and adoptive) 
• 35 weeks of parental leave 	 • 32 weeks parental leave for 

• taken by one or shared by both 	 birth parents 

• some rules as maternity leave but 	• 37 weeks parental leave for 
no second waiting period required 	adoptive parents 

• taken by one or shared by 
both parents 

• some rules as maternity except 
for benefit rate: 7 weeks at 70% 
rest at 55% for birth parents; 
12 weeks at 70%, rest at 55% 
for adoptive 

1. Parents can choose between the basic or the special plan. In all types of benefits-
maternity, paternity, parental or adoption—the special plan offers fewer benefit weeks 
(15, 3, 25 and 28, respectively) at an income-replacement rote of 75%. 

Fathers' use of paid parental leave 

Perhaps because paternity and 
parental benefits are listed as sepa-
rate programs, men in Quebec are 
more inclined to participate in only 
one. The situation outside Quebec 
is reversed—among fathers who 
claimed, the average time off actu-
ally rose from 11 weeks in 2005 to 

17 weeks in 2006, representing 
almost half of the parental leave 
time available. This relatively long 
duration likely arose because more 

than half of claiming fathers out-
side Quebec were the sole claim-
ant in the household. 

Main income earner also 
influences fathers' 
participation 

Many factors can influence an eligi-
ble father's decision to use available 
parental leave. An analysis of 30 
European programs found five 
main determinants of take-up rates 

by fathers—payment level (finan-
cial impact), organizational and 
social culture (expected roles for 
men and women), program flex-
ibility (when and how leave can be 
taken), labour market (employer 
attitude and perceived career ad-
vancement), and educational level 
of parents (Plantenga and Remery 
2005). The data in this study 
allowed an examination of educa-
tion and income-related factors, 
and although it could not address 
the subtler issues of cultural and 
employer attitudes, the survey did 
include one question about why the 
father did not file for benefits. 
These characteristics of eligible 
fathers using parental leave were 
examined in a logistic regression 
model. Separate models were 
run for fathers inside and outside 
Quebec. 

Participation in the federal PBP has 
a potentially greater financial impact 
on a family than does the basic 
Q PIP because of the earnings 
replacement rates—S S% and 70% 
respectively. Although some 
employers offer supplementary 
top-ups to compensate for reduced 
earnings, the majority of parents on 
paid leave do not receive such 
income. In 2006, 21% of mothers 
in receipt of parental leave benefits 
also reported receiving an em-
ployer top-up----29% in Quebec 
and 17% outside Quebec. 5  The 
more generous non-transferable 
paternity benefit in Quebec is 
probably part of the reason the re-
gression results show fathers in that 
province to be 10 times more likely 
to claim benefits than fathers living 
in other provinces (Table 2). 

Although the proportion of fathers 
claiming parental leave benefits is 
higher when either partner has a 
college-level education or above, 
controlling for income factors such 
as household income before birth, 



Fathers' use of paid parental leave 

'000 

Total 271 
Quebec 73 
Elsewhere (ref) 198 

Father's education 
College diploma or above 147 
Less than college diploma (ref) 124 

Mother's education 
College diploma or above 183 
Less than college diploma (ref) 88 

Household income month 
before birth 
Less than $2,500 (ref) 60 
$2,500 to $4,999 109 
$5,000 or more 93 

Mother receiving PL 189 
Earns less than father (ref) 102 
Earns the some or more 

than father 55 
Earning ratio not known 31 

Mother not receiving PL 83 

maternal receipt of maternity/ 
parental benefits and the mother's 
earnings relative to the father's 
shows that education does not 
make a significant difference. 

The average household income in 
the month prior to the birth or 
adoption also does not appear to 
make a difference, as households in 
all income ranges reported roughly 
the same take-up rates by fathers. 
This particular income measure 
may not reflect the true usual 
monthly income since some moth-
ers may already have been off 
work in the month prior to the 
birth. However, another factor 
supporting the finding is that an 

% 
23 
56 	10.2' 
11 	1.0 

26 1.2 1.2 1.2 
19 1.0 1.0 1.0 

27 1.4 1.5 1.2 
16 1.0 1.0 1.0 

23E 1.0 1.0 1.0 
23 1.1 0.8 0.9 
23 1.1 1.2 0.7 

25 
20 1.0 1.0 1.0 

	

37 	2.5' 	3.5' 	2.5 

	

F 	1.3 	2.7 	0.8 

	

19 	1.5 	0.3 	3.4' 

equal proportion of all household 
types reported "money-related 
matters" as the main reason the 
father did not claim benefits. Over-
all, roughly one in five households 
from each of the different income 
groups reported finances as the 
main reason (data not shown). 

Another financial consideration is 
the income a family will lose when 
one or both parents choose to stay 
home, with or without paid ben-
efits. Unless individuals receive an 
employer top-up, or they choose 
not to take a break from work, the 
income of most families will 
decrease after birth. 

In couples where the mother 
earned the same as or more than 
the father and received benefits, 
37% of fathers claimed some of the 
parental leave benefits. After con-
trolling for household income and 
level of education, fathers in these 
families were 2.5 times more likely 
to file for benefits than those in 
families where the mother received 
benefits but earned less than the 
father. This strongly suggests that 
some families take into account 
whose salary reduction will be 
larger before deciding who will file 
for benefits in order to minimize 
the loss, but that overall household 
income level does not make a dif -
ference. If the income loss is equal 
or higher if the mother stays home, 
couples are more likely to share the 
benefits. In other words, in terms 
of a father's participation in the 
PBP or QPIP program, total fam-
ily income is not as important as 
how much the family will lose if 
the father rather than the mother 
stays home. This finding is signifi-
cant at the 0.004 level for all cou-
ples, the 0.05 level for couples in 
Quebec and 0.09 for those outside 
Quebec. 

Finally, regression analysis confirms 
that fathers outside Quebec are 
more likely to claim benefits if their 
partner does not claim benefits. 
After controlling for other factors, 
fathers outside Quebec were 3.4 
times more likely to claim parental 
leave if their spouse did not claim 
leave than fathers with spouses who 
claimed and earned less. 

Social factors also 
important 

When asked why their eligible 
spouse did not apply for parental 
benefits, 4 in 10 mothers reported 
that it was the preferred arrange-
ment of the mother or the family 

Table 2 Eligible fathers' participation in paid parental 
leave (PL) 

Odds ratio 2  

	

Claimed 	 Outside 
Total 	PU 	Overall 	Quebec 	Quebec 

• statistically significant from the reference group (ref) at the 0.05 level 
1 . Excludes fathers whose claim status is unknown. 
2. This logistic regression calculation indicates whether certoin variables significantly increase 

or decrease the chances (odds) of the father claiming parental leave benefits. 
Source: Statistics Canada, Employment Insuronce Coverage Survey, 2006. 



Fathers' use of paid parental leave 

Chart C Eligible fathers not claiming most 
commonly did so by choice 

Mother/ 

family choice 

Could not 

leave work 

Financial issue 

Didn't know 

he could 

Not interested 

Other 

10 	20 	30 	40 	50 

% 

Note: The reason was reported by the mother. 
Source: Statistics Canada, Employment Insurance Coverage Survey, 

2006.   

(Chart C). Some common responses in this category 
included: the mother wanted to take all of the weeks; 
it was more practical; the mother was nursing; and it 
was a personal decision. A decision based on individual 
preference is complex and difficult to predict since it 

is often influenced by emotions, attitudes and expec-
tations. As shown, a family decision on whether the 
father claims some of the parental benefits is not based 
entirely on income and earnings considerations. 

However, apart from preference, a sizeable minority 
of other reasons were given for fathers not claiming. 
The second most common was that it was impossible 
to take time off from work (22%). Although not speci-
fied, this could reflect logistical problems in taking a 
break from work, or a perception that the employer 
would not permit it. Other main reasons included fi-
nances (17%), no knowledge of the program (8 0'o) and 
lack of interest (7 s). 

Claim patterns vary 

Other information in the survey included the timing 
of the father's parental leave claim in relation to the 
mother's. Among couples where the father claimed 

benefits, in roughly half the spouses claimed at the 
same time, in one-quarter they claimed at different 
times, and in one-quarter only the father claimed-
with co-claiming fathers taking an average of 6 weeks 
off and sole-claiming fathers, 22 weeks (Table 3). 
l-lowevcr, this overall pattern masks considerable dif-
ferences between Quebec and the rest of Canada. 

In the majority of couples in Quebec (70%), the father 
claimed benefits at the same time as the mother for an 
average of 6 weeks; in the majority of couples outside 
Quebec (79%), the father was not claiming benefits at 
the same time as the mother and they claimed for an 
average of 20 weeks. In fact, 55% of fathers outside 
Quebec who claimed had a wife who did not claim 
be tic fits. 

Conclusion 

Paid leave programs are intended to help parents bal-
ance work and family responsibilities. As well as ex-
tending leave, many countries view increased paternal 
involvement as another means of reaching this goal. 
To encourage fathers' participation in paid parental 
leave, some countries have made program rules more 
flexible, offered bonus weeks as incentive for fathers, 
or created non-transferable paternal leave periods. 

Table 3 Claim patterns for couples where 
the father claimed parental leave 

	

Total 	Quebec 	Elsewhere 

Total 	 62,200 	39,800 	22,400 

Claimed some 
time as mother 53 70 F 

Did not claim with mother 47 30 79' 
Only father claimed 26 F 55 
Claimed separately 22 F F 

Average weeks off' 
Overall 11 7 17' 
Claimed some 

time as mother 6 6 F 
Did not claim with mother 16 11 20' 

Only father claimed 22 F 22 
Claimed separately 10E F F 

significant difference from Quebec at the 0.05 level 
1. Excludes cases where the length of claim time is unknown. 
Source: Statistics Canada, Employment Insurance Caverage Survey, 

2006. 

.12 / Perspectives on Labour and Income . 	 . 	Autumn 2008 - Statistics Canada 



Fathers' use of paid parental leave 

In 2001, the federal Parental Bcnefits Program 
increased the length of shareable paid parental leave 
benefits from 10 to 35 weeks and eliminated the sec-
ond two-week unpaid waiting period for co-sharing 
parents. Shortly after these changes were made, moth-
ers increased the time they staved at home and fathers 
increased their overall participation rate from 3% in 
2000 to 10% in 2001 (Marshall 2003). 

In 2006, Quebec introduced its own Parental Insur-
ance Plan, which included higher benefit rates, no 
unpaid waiting period, and a five-week non-transfer-
able leave for fathers. One result of these changes was 
a jump in the proportion of eligible fathers in Quebec 
claiming benefits from 32% in 2005 to 56% in 2006, 
compared with just 11 9 /1) for fathers outside Quebec. 

On the other hand, fathers in Quebec claimed an 
average of 13 benefit weeks in 2005 and 7 in 2006, 
whereas fathers outside Quebec increased their time 
from 11 to 17 weeks. The 2006 finding in Quebec is 
clearly linked to the large increase in fathers participat-
ing in only the five-week paternity program. The rea-
son for the increase in the weeks of leave for fathers 
outside Quebec is less obvious. 

Some families take the potential income loss of the 
higher-earning spouse into account before deciding 
who takes the benefits. Fathers across Canada were 
2.5 times more likely to claim benefits if they had a 
co-claiming spouse who earned the same or more than 
those with a co-claiming spouse who earned less. 
Finally, fathers outside Quebec were 3.4 times more 
likely to claim if their spouse did not claim, suggesting 
that when a family is at risk of not receiving any ben-
efits (which is more often the case outside Quebec), 
fathers significantly increase their participation rate. 

The evolving parental leave programs correspond with 
ongoing employment and social changes, including the 
growth in dual-earner couples, increasing expectations 
that men be involved with the care of children and an 
increasing awareness of quality of life beyond work 
issues (Moss and O'Brien 2006). Indeed, research in 
Canada has shown that spouses are increasingly shar-
ing financial, household and child care responsibilities 
(Marshall 2006). One in five fathers taking paid paren-
tal leave is yet another indicator that dual-earner fami-
lies are becoming dual-carcr as well. 

• Notes 

1. See Phipps 2006 for a more detailed history of Canada's 
maternity and parental leave programs. 

2. In addition to its social objectives, the economic objec-
tives of the PBP are to alliw business to retain valuable, 
experienced employees, and make short-term investment 
for long-term economic gain (HRSI)C 2005). 

3. Based on the mother's reporting of spousal ineligibility 
(see Data source and definitions). The remainder of the 
paper focuses on eligible fathers. 

4. In 2006, the overall take-up rate by all fathers, eligible or 
not, was 48% in Quebec and 100/0  outside Quebec. 

5. Whether a mother received a top-up was tested in the 
regression models and found to be not significant. 
Information on employer top-up rates for fathers was 
not collected. 

6. In 2006, among couples where at least one parent claimed 
benefits after the birth, 72/o reported a drop in monthly 
income averaging $1,300. only 27% of couples where 
neither parent claimed benefits reported an income 
reduction, but for those who did report a drop, the 
average was $1,700. Most non-claiming families (73%) 
do not experience an income drop because they either 
were not in the labour force prior to the birth, or were 
employed but ineligible for benefits and therefore less 
likely to take a break from working. However, some 
families take a break even if they are not entitled to 
benefits, making the time away from work even more 
costly. 
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Cara Wihiat,is 

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

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

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

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

Clara Williams is with the Business 
and Trade Statistics Field. She can 
be reached at 613-951-6972 or 
cara.williarns@statcan.gc. Ca. 

balance, role overload and other 
indicators of well-being arc exam-
ined for differences across shifts. 
1:ina l1, multivariate analysis is used 
to assess the impact of work sched-
ules and demographic and socio-
economic variables on work-life 
balance and role overload for men 
and women (see Data source and de/i-
iithins). 

Rotating and irregular 
shifts most common 

Shift work has changed through the 
years (sec Sb/1s oter time). Today, it 
comprises regular night and 
evening work, rotating and split 
shifts, casual/on-call jobs, and 
irregular shifts. in this article, work-
ing shift will refer to anything other 
than a regular daytime schedule. 

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

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

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

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

	

AU workers 	 Regular day 	Shift workers 

	

Both 	Wo- 	Both 	Wo. 	Both 	Wo. 

	

sexes Men men 	sexes Men men 	sexes Men 	men 

	

1 000 	% 	1 000 	% 	1 000 	% 

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

FulI.time 	13,139 	58 	42 	9,774 	57 	43 	3,347 	63 	37 

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

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



Work-hfc balance of shift workers 

Data source and definitions 

Every year since 1985,   the General Social Survey (055) 
has interviewed Canadians aged 15 and over in the 10 prov-
inces on a wide range of issues. This paper examines GSS 
time-use data collected using a 24-hour time diary. In 2005 
the sample size was 19600. The target population of this 
study was persons aged 19 to 64 at the time of the survey 
who worked full time (30 hours per week or more). Students 
were excluded. 

Shift work comprises 
• regular evening schedules 

• regular night schedules 

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

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

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

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

• Other, non-day schedules 

Non-shift work is any regular daytime schedule. 

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

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

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

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

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

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

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

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

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

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

2003, Rosa and Colligan 19)7). Some 385,00() full-
time workers had regular evening shifts and approxi-
mately 270,000 had regular night shifts. On call/casual 
schedules accounted for just over 100,000 workers and 
split schedules about 130,000. 

Table 2 Shift workers aged 19 to 64 

Both sexes 	 Men 	Women 

'000 

Evening 523 49.4 
Full-time 385 56.2 
Night 309 60.3 
Full-time 270 63.1 

Rotating 1,345 545 
Full-time 1,215 58.2 

Split 160 52.6 
Full-time 131 58.2 

On call or casual 191 51.9 
Full-time 102 67.6 

Irregular schedule 1324 62.5 
Full-time 1,052 70.1 

Other 217 61.9 
Full-time 192 64.7 

Source: Staiistics Canada, General Social Survey, 2005 

Occupation, industry and shift 

Certain occupations are more commonly associated 
with shift work because of the nature of the jobs-
for example, those occupations providing services 24 
hours per day such as doctors, nurses and police 
officers. Additionally, some manufacturing lobs are 
also associated with shift work since some firms 
operate 24 hours per day. The 2005 General Social 
Survey confirmed this-for example, about 450/a  of 
those working in health occupations were shift work-
ers, as were 66% in protective service occupations 
(police, security guards). Other occupations where shift 
work was relatively common were sales and service 
(40%) and those unique to primary industries (42%). 
Conversely, less than 10% of natural and applied sci-
ences and 12% of busmess, finance and administrative 
jobs entailed shift work (Table 3). 

Not surprisingly, just as certain occupations are more 
likely to be tied to shifts, so too arc certain industries. 
This may be because they offer sen-ices at non-tradi-
tional work times or involve continuous production. 
Health care, accommodation and transport industries 
come to mind when thinking about shift work. 
Indeed, in 2005 more than 509/6 of full-time workers 
in the accommodation and food industry worked 

% 
50.6 
43.8 
39.7 
36.9 

45-5 
41.9 

47-4 
418 

48.1 
32.4E 

37.5 
29.9 

38.1 
35.3 
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Industry 
Agriculture, forestry, fishing and hunting 
Mining, oil and gas extraction 
Utilities 
Construction 
Manufacturing 
Trade 
Transportation and warehousing 
Finance and insurance 
Professional, scientific and technical 
Business, building and other support 
Educational services 
Health Core and Social Assistance 
Information, culture and recreation 
Accomodotion and food 
Other services 
Public administration 

Occupation 
Management 
Business, finance and administrative 
Natural and applied sciences 
Health 
Social science and education 
Art, culture, recreation and sport 
Sales and service 
Trades, transport and equipment operators 
Unique to primary 
Unique to processing, manufacturing 

and utilities 

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

Demographics and shift 

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

'000 % 
230 65.3 34.7 
302 67.7 32.6 
121 89.7 10.3 
888 84.1 15.9 

1,717 73.2 26.8 
1,716 73.8 26.3 

650 60.5 39.5 
904 81.9 18.1 

1,079 86.8 13.2 
448 63.9 36.1 
817 89.5 10.5 

1,272 68.0 31.9 
607 62.3 37.7 
620 47.3 52.7 
544 75.6 24.4 
831 80.7 19.3 

1,275 80.1 19.9 
2,479 87.9 12.1 
1,097 90.7 9.3 

690 54.7 45.3 
990 84.9 15.1 
426 66.3 33.7 

2,573 60.5 39.5 
1,900 72.2 27.8 

420 58.5 41.5 

886 63.3 36.7 

A). For example, fewer women 
worked irregular shifts (25% vs. 
35% for men), but they were more 
likely to work rotating shifts (41°0 
vs. 34%) or evening shifts (14" 
vs. 10%). 

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

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

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

Reasons for working shifts 

The reasons for working a certain 
shift can vary. The General Social 
Survey did not ask the question, but 
the imerican Current Population 
Survey did. The most common 
reason, cited by 55% of full-time 
shift workers, was the nature of the 
job. However, for some, shift 
work was preferred because of 
family or child care (8%), school 
(3%), better pay (7%), or personal 
preference (1 l°/o). For another 8%, 
it was the only type of job they 
could get (McMenamin 2007). 

Satisfaction with work-life 
balance varies somewhat 
with shifts 

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

In general, work-life balance can be 
difficult to achieve for full-time 
workers irrespective of work 
schedules, especially for those with 

Table 3 Full-time workers aged 19 to 64 by occupation, 
industry and shift 

	

Total 	 Regular 

	

workers 	 day 	 Shift 

Source: Statistics Canada, General Sociol Survey, 2005. 



Women 

Other 
12' 	 Evening 

4% 

Night 

Irregular 	 80/0 

25% 

Irregular 
35% 

Rotating 
41% 

Men 

Other 	Evening 
10% 

Source: Statistics Conado, General Sociol Survey, 2005. 

Work-life balance of shift workers 

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

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

Night 

8% 

)tofing 
34% 

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

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

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

Table 4 Family status of shift workers aged 19 to 64 

Shift 

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

Family type 
Married or common-law, 

no children 41.7 34.3' 36.1 19.3' 33.3' 38.5 41.6 36.4' 41.1 

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

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

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

Single, no children 19.2 28.0' 32.3' 38.0' 31.6 22.4 1  1 7.7t 23.0' 18.6E 

Single, children under 15 1.1 1.5 F F 1.8 1  F F F F 

• significantly different from regular day schedule in the some category 
Source: Statistics Conada, General Social Survey, 2005. 
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Table 5 Well-being of full-time shift workers aged 19 to 64 

Shift 

Regular On ca11 
day Total Evening Night Rotating Split or casual Irregular Other 

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

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

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

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

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

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

Other weH-being indicators 
Workaholic 30.3 36.1' 36.9 27.1 33.2 42.2 41.4 43.1' 26.7 
High life stress 26.6 26.8 21.0 25.2 24.1 35.6 22.0 1  31.3' 30.1 
Flexible work arrangements 40.3 35.0' 19.5' 1 19t 21.0' 32.8 53.1' 59.9' 43.6 

• significantly different from regular day schedule 
Source: 	Stahstucs Canada, Generol Social Survey. 2005. 

labour force. Indeed, satisfaction with work-life 
balance decreased to 57% for full-time shift workers 
when their spouse worked part time and was 
68°o when their spouse was not in the labour force 
(Chart B). 

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

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

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

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

Satisified with work-life balance (%) 

Full-time and 	FL.lL!Jme aria 	FuIl-liiiiu uiid 

spouse full-time 	spouse port-time 	spouse 

not in labour force 

0 Day 	• Shift 

significantly different from regular day schedule 
Saurce: Statistics Canada, General Social Survey, 2005. 
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Shifts over time 

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

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

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

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

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

Full-time workers aged 19 to 64 by shift 

1992 	1998 	2005 

EIIIIS 

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

% 
Regular day 77.9 72.3 744 
Men 75.6 69.6 72.4 
Women 81.3 76.5 77.2 

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

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

Night 8.3 7.3 8.1 
Men 8.4 7.4 8.1 
Women 8.1 1  7.1 E 8.0 

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

Split 6.6 3.2 3.9 
Men 6.4 3.1 3.6e 
Women 6.81 34E 4.4 

On call/casual .. 	3.6 3.0 
Men .. 	3.2 3.3 
Women .. 	4.2 1  2.6 1  

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

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

Source: Statistics Conoda, Generol Social Survey 

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

Several other role overload indicators were significantly 
different for shift workers. Shift workers were more 
likely than their day worker counterparts to worry 
about not spending enough time with family or friends 
(56% vs. 51%). Those working irregular schedules 
seemed the most affected by role overload. They were 
significantly more likely to cut back on sleep, worry 
about not spending enough time with family and 
friends, and feel constantly stressed n-ying to accom- 
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push more than they could handle. While experiencing 
one or two of the role overload components indicates 
some level of overload, four or more indicates more 
serious overload. About 27i6 of day workers and 3 1 % 
of shift workers cited four or more indicators. 

Work-life balance and role overload measures differed 
for men and women. While women in general had a 
higher incidence of work-life imbalance (27% vs. 19%) 
and role overload (32% vs. 23%), they showed no sig-
nificant differences by shift type. Conversely, for men, 
shift workers were more likely to be dissatisfied with 
their work-life balance (29%) than those working a 
regular day schedule (1 90/o).  Men also differed between 
day and shift work in the incidence of role overload. 
While 28% of men working shifts had high role over-
load, only 23% of their day worker counterparts 
experienced high levels (Chart C). 

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

Flexibility of schedule 

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

Shift work and time spent with family 

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

Part-time workers 

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

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

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

Part-time workers aged 19 to 64 

Regular 

	

day 	Shift 

Total 	 773,000 	721,000 

Sex 	 % 
Men 	 22.4 	30. 
Women 	 77.6 	69.3 

Family type 
Married or common-law, 

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

no children 8.9 5.0E 
Separated, widowed, divorced, 

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

Work-life balance 
Satisfied 88.0 84.5 
Dissatisfied 10.4 13.7 

Role overload indicators 
Cut back on sleep 41.2 54.0 
Not accomplishing all in a day 47.7 49.0 
Not enough time with family 
and friends 41.7 41.7 

Often stressed when trying 
to accomplish more than 
can handle 32.7 36.5 

No time for fun 28.8 31.5 

Role overload 
Yes (four or more indicators) 18.9 22.8 

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

* significant difference from part-time day workers 
Source: Statistics Canada, General Social Survey, 2005 
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Chart C Regardless of schedule, women 
more likely to have work-life 
imbalance or role overload 

	

ODay 	UShift 

LIII '1 

	

Women 	Men 	Women 	Men 

Work-life imbalance 	Role overload 

• significantly different from regular day schedule 
significantly different from opposite sex 

Source: Statistics Canada, General Social Survey, 2005. 

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

Multivariate analysis 

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

Working shift was associated with a lower likelihood 
of avoiding role overload. That is, shift workers, both 
men and women, were about 15% less likely than day 
workers to have no role overload. Shifts were also a 
factor in the satisfaction with work-life balance model 
for men. Male shift workers were about 25°/c less likely 
than day workers to be satisfied with their work-life 
balance. However, shift work was not a significant pre-
dictor in the work-life balance model for women. 

% 

40 

30 

20 

10 

0 

ers-and they spent 3.3 hours with 
their spouse-just over 1 hour less 
than day workers (Table 6). While 
working in the evening has been as-
sociated with less time spent with 
5OUSCS and children (Golla and 
Vernon 2006), the GSS found only 
partial support for this. For exam-
ple, evening shift workers spent an 
average of 4.2 hours per day with 
their children-about 18 minutes 
more than day workers-but they 
spent less time with their spouse 
than day workers (about 1 hour 
less). 

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

Table 6 Time spent on activities by full-time shift workers 
aged 19 to 64 

Time with 
Paid 	Unpaid Time with Time with household 
work 	work Sleep children 1  spouse 2  members 3  

hours 

Day 6.8 	 1.6 8.1 3.9 4.4 4.6 

Evening 6.4 	 1.8 8.1 4,2 3.4 3.8 

Night 7.1 	 1.4 7.4 4.4 3.3 3.3 

Rotating 6.8 	 1.7 7.9 3.9 4.1 3.9 

Split 6.5 	 1.6 8.0 3.5 4.1 4.1 

On call 
or casual 7.0 	 1.9 7,7 3.3 3.2 3.2 

Irregular 7.2 	 1.5 7.9 3.1 4.2 4.5 

Other 7.4 	 1.9 7,5 3.7 5.0 4.8 

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

living at home). 
Source: Statistics Canada, General Social Survey, 2005. 
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Othcr factors were associated with satisfaction with 
work-life balance and role overload for both women 
and men. Indeed, those satisfied with their job had 
significantly higher odds of feeling satisfied with their 
work-life balance or not being overloaded (Table 7). 
For example, women very satisfied with their job had 
5.7 times the odds of being satisfied with their work-
life balance and 2.4 times the odds of not suffering 
from role overload. This supports research showing 
that a positive work environment and high levels of 
job satisfaction can help individuals feel less stressed 
and help them attain better balance (HRSDC 2008). 
Additionally, individuals with high levels of life stress 
had significantly lower odds of being satisfied with 
their work-life balance or being able to achieve role 
balance. For example, women working full time and 
having high levels of life stress had a 68% lower chance 
of being satisfied with their work-life balance (58°/i 
for men), and both women and men had a 76% lower 
likelihood of avoiding role overload. 

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

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

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

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

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

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

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

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

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

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

Work-life balance and role over-
load are measures of well-being. In 
2005, shift workers were signifi-
cantly more likely to be dissatisfied 
with their work-life balance than 
regular day workers. They were 
also more likely to suffer from role 
overload. Indeed, those working 
on call or other shifts had signifi-
cantly higher levels of dissatisfac-
tion with work-life balance than 
day workers (23%). Interestingly, all 
shift workers were more likely to 
cut back on sleep when they 

Table 7 Multivariate models of work-life balance and role 
overload 

Satisfied with work- 
life balance 

Women 	Men 

No role 
overload 

Women 	Men 

Work schedule odds ratio 
Regular day (ref') 1.00 1.00 1.00 1.00 
Shift work ns. 0.75' 0.82' 0.89' 

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

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

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

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

Occupation 
Managers, business, finance, sciences (ref') 1.00 1.00 1.00 1.00 
Health n.s. n,s, n.s. n.s. 
Social sciences, sales, culture n.s. n.s. 1.25' 1.30' 
Trades, primary, processing, manufacturing n.s. 1.40' 1.50' 1,47* 

Usual Weekly hours 
Less than 39 (ref') 1.00 1.00 1.00 1.00 
39 to 45 0.83' n.s. 0.76' 0.87' 
46 to 55 0.52' 0.45' 0.66' 0 . 64* 
56 or more 0.28' 0.22' 0.44' 0.51' 

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

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

Level of stress 
No stress (ref') 1.00 1.00 1.00 1.00 
Mid level of stress 0.73' 0.73' 0.57' 0.54' 
High stress 0.32' 0.42' 0.24' 0.24' 
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Table 7 Multivariate models of work-life balance and role 
overload (concluded) 

Workaholic 
Yes 
No (ref') 

Elder care 
Yes 
No (ref') 

Income 
Under $10,000 
$10,000 to $29,999 
$30,000 to $49,999 
$50,000 to $79,999 
$80,000 to $99,999 
$100,000 and over (ref') 

needed more time and were more 
likely to worry about not spending 
enough time with family. 

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

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

Satisfied with work- 	No role 
life balance 	 overload 

Women 	Men 	Women 	Men 

odds ratio 
0.57' 	0.61 	0.38' 	0.42' 
1.00 	1.00 	1.00 	1.00 

n.s. 	n.s. 	 n.s. 	n.s. 
1.00 	1.00 	1.00 	1.00 

n.s. n.s. n.s. n.S. 
n.s. n.s. 0.63' 0.65' 
n.s. 1.40' 0.77' 0.73' 
n.s. n.s. n.s. 0.85' 
fl.S. fl.S. n.s. n.s. 

1.00 1.00 1.00 1.00 

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

R emittances—the money immigrants send to 
family mcmbers in their country of origin-
have a long tradition. But with today's global 

networks of financial institutions and telecom-
munications technologies, the transmission of funds 
worldwide now takes place at a pace and volume 
unimaginable earlier. 

Considerable work is underway both nationally and 
internationally to measure remittance flows. The 
World Bank estimates flows to developing countries 
at US$167 billion in 2005 (World Bank 2006). This is 
likely an underestimate as some remittances through 
formal channels, such as post offices or exchange 
bureaus, and remittances below a minimum thresh-
old, are often not recorded in official estimates. Fur-
thermore, remittances through informal channels, like 
family or friends, generally go unrecorded. Such unre-
corded remittances could add 50% or more to the 
total. 

Remittances represent an important revenue source for 
developing countries. In absolute terms, India 
(US$21.7 billion), China (US$21.4 billion), and Mexico 
(US$18.1 billion) top the list (World Bank 2006). In 
proportional terms, the importance of remittances to 
many smaller countries is evident. For example, remit-
tances account for about 20° o to 300/o  of GDP in 
Tonga, Moldova, Lesotho, Haiti, Bosnia and 
l-Ierzcgovina, and Jordan, and for about 10% to 19°h 
in several others, such as Jamaica, El Salvador, the 
Philippines, the I)ominican Republic, Lebanon and 
Nepal. 

The importance of remittances can also be related to 
national industries. For example, remittances to 
Mexico "...arc more than the country's total tourism 

Rem Hoii/e is with Statistics Canada 'c &rearch Data Cenin at 
the (]niver.city of New Brunswick. He can be reached at 
506458-7240 or rhoule(Junb.ca. Grant Sche//enbet is with the 
Business and Labour Market Analysis Division. He can be 
rrached at 613-951-9580 or grant.schellenherstatcan.gc.ca . 

revenues, more than two-thirds of the value of petro-
leum exports, and about 180% of the country's agri-
cultural exports." (Inter-American Development Bank 
2004). More broadly, in 28 countries, remittances are 

.larger than the earnings from the most important 
commodity export." (World Bank 2006) Remittances 
often also exceed overseas development aid and 
foreign direct investment. 

Recorded estimates of remittance flows to develop-
ing countries show a marked increase in recent years, 
rising by 73% between 2001 and 2005. This trend has 
been evident across a wide range of nations World 
Bank 2006). Many factors arc likely at play, including 
improvements in data collection, a shift from infor-
mal to formal networks and developments within the 
remittance industry (World Bank 2006; Orozco 2006). 

While a great deal of Canadian research continues to 
focus on the labour market and income characteristics 
of recent immigrants, little attention has been paid to 
their expenditures, of which remittances are one com-
ponent. 1  Their preferences or obligations to send 
money to famil y  members abroad may have implica-
tions for other aspects of settlement, such as housing 
or employment decisions. And while high rates of low 
income underscore the financial constraints often faced 
by new Canadians, such figures do not take into 
account any income used to support family members 
abroad. 

From a macroeconomic perspective, household data 
on remittances contribute to understanding interna-
tional financial flows and play a role in the develop-
ment of concepts and measures for systems of 
national accounts and balance of payments. Interna-
tionally, agencies such as the International Monetary 
Fund, World Bank, and Inter-American Development 
Bank (IADB) are interested in the institutional charac-
teristics of bilateral remittance corridors. Indeed, 
".. .efforts are underway to induce users [remittance 
senders] to shift from informal to formal systems in 
order to increase the transparency of remittance flows 
and enhance their contribution to development in the 



Table 1 	Remitters and their remittances 

6 to 24 months 25 to 48 months 
after arrival after arrival 

Rem itte rs Average Rem itte rs Average 

Total 23 2,500 29 2,900 

Region of birth 
Southeast Asia 52 2,000 56 2,400 
Caribbean, Guyana 47 1,400 54 1,600 
Sub-Saharan Africa 37 2,400 42 2500 
Eastern Europe 32 1,800 41 2,100 
South Asia 23 3,600 28 3,700 
Central, South America 23 2,000 25 2,000 
East Asia 13 2,900 20 3,900 
West Asia, Middle East, 

North Africa 13 2,000 19 2,500 
North America, West Europe, 

Oceania 11 3,200 11 3,600 

GDP/capita, country of birth 
Less than $2,000 	 31 1,900 35 2,200 
$2,000 to $3,999 	 31 2,700 37 3,000 
$4,000 to $5,999 	 20 2,500 25 3,300 
$6,000 to $7,999 	 19 1,600 31 2,200 
$8,000 to $14,999 	 26 2,400 28 1,900 
$15,000 and over 	 8 3,100 11 3,900 

Note; Averages are for those who remitted and have not been adjusted for inflation. 
Source: Statistics Canada and Citizenship and Immigration Canada, Longitudinal Survey of 

Immigrants to Canada, 2000/200 1 cohort, 

Remittances by recent immigrants 

recipient countries," (Hernández-
Coss 2006) The Multilateral Invest-
ment Fund of the TAI)B identifies 
better documentation of the 
importance of remittances, reduced 
transaction costs and improved 
leveraging of the development im-
pact of remittances as key objec-
tives (Orozco 2002). Information 
on the entire remittance process, 
from sendcrs to recipients, is 
needed to build a complete picture 
of this complex phenomenon. 

Despite the ongoing interest, 
research on the characteristics of 
remittance senders in Canada 
remains quite limited, largely 
because of the absence of data. 
More broadly, studies are often 
focused on immigrants from only 
one or two source countries. This 
studs' uses the IMngitudinal Survey 

of Immigrants to Canada (LSIC) 
to document the prevalence of 
remitting and the amounts remit-
ted by immigrants from a wide 
range of countries (see Data source 
and rnethodo/o,gy. The incidence of 
remitting by the 2000/2001 land-
ing cohort ranged from less than 
10 0 /0 to about 60°/o; the average 
amounts ranged from about $500 
to almost $3,000 per year. Finan-
cial and family characteristics were 
consistently significant among im-
migrants from all regions, but other 
factors, such as sex and education, 
were significant for only some. 

Descriptive results 

A significant minority of trnmi 
grants from the 2000/2001 land-
ing cohort remitted funds to family 
or friends abroad during their first 

four years in Canada. In the 6 to 24 
months after landing, 23°/c of 
immigrants remitted and 25 to 48 
months after landing 29/o did so 
(Table I). Among those who remit-
ted, the average amount was 
$2,500 in the first reference period 
and $2,900 in the second. 4  Assum-
ing the total to be evenly distrib-
uted over the reference period, 
annual remittances during the third 
and fourth years in Canada were 
$1,450, which is comparable to 
estimates that Haitian and Jamaican 
immigrants send approximately 
$1,00() to $1,400 home per year 
(Simmons et al. 2005). 

The extent to which remittance 
behaviour varies by region of birth 
is evident. Over half of immigrants 
from Southeast Asia and the Car-
ibbean and Guyana sent remit-
tances home 25 to 48 months after 
landing, compared with about 40% 
of those from sub-Saharan Africa 
and Eastern Europe. About one-
quarter of the respondents from 
South Asia and Central and South 
America sent remittances during 
this period, while about one-fifth 
of those from East Asia or \Vest 
Asia, the Middle East and North 
Africa did so. The average amounts 
sent also differed. Immigrants 
from East Asia sent $3,900, while 
immigrants from the Caribbean 
and Guyana sent $1,600. 

The incidence of remitting was 
highest among those from coun-
tries with lower GDP per capita. 
Over the 25 to 48 months after 
landing, around 36% of immi-
grants from countries with GDP 
per capita under $4,000 remitted, 
compared with only 1 1°c from 
countries with GDP per capita of 
$15,000 or more. One interpreta-
non is that because their families 
are in greater need of financial sup-
port, immigrants from poorer 
countries are more likely to remit. 
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That being said, the relationship between (1)P per 
capita and the incidence of remitting is fairly flat 
between these extremes, ranging from about 25% to 
30%. Conditional on remitting, a consistent relation-
ship berween GDP per capita and average amounts 
was not evident. 

By country of birth, variability is particularly striking 
(Chart A). Some 60% of immigrants from the Philip-
pines and Haiti remitted two to four years after land-
ing, while about 40% to 50% of immigrants from 
Jamaica, Nigeria, Romania, Guyana and Ukraine did 
So. 5  Quite clearly, remittances are sent by many new 
immigrants from a diverse set of world regions. 
France, the United Kingdom and South Korea—all 
industrialized—are at the bottom of the distribution. 

As for the average amounts sent, remitters from 11 of 
24 countries sent between $1,700 and $2,200, and 
remitters from another 7 countries sent between 
$2,700 and $3,700 (Chart B). While less than 20% of 
immigrants from the United States sent money home, 
the average amount was quite high—just under $6,000. 
(However, the confidence intervals around many of 
the estimates are quite large.) 

In terms of admission categories, about 30% of 
immigrants in all three categories remitted 25 to 48 
months after landing (Table 2). Among those who did 
remit, economic immigrants sent somewhat larger 
amounts than refugees ($3,000 versus $1,900). How- 

Table 2 Remittances 25 to 48 months 
after landing 

Immigrant category 

Eco- Family- 
Total 	nomic 	class Refugee 

Remitters (%) 29 29 29 31 

Average amount ($) 2,900 3,000 2,700 1,900 
% 

Remitters sending 100 100 100 100 

Less than $500 26 21 33 45 

$500to$999 21 22 19 17 

$ 1,000 to $2,499 24 26 22 19 

$2,500 to $4,999 18 19 16 14 

$5,000ormore 11 12 10 5 

Source: Stotsttcs Canada and Citzenship and Immigration Canada, 
Longitudinal Survey of lmmgrants to Canada, 2000/2001 
cohort. 

ever, measures of central tendencies, like averages, 
demonstrate little about the range of values. Just over 
one-quarter of immigrants who remitted 25 to 48 
months after landing sent less than $500. This was the 
case for 21% of economic immigrants compared with 
45% of refugees. About one-half of immigrants in all 
categories sent between $500 and $2,500. And at the 
high end of the distribution, 12% of the economic 
immigrants who remitted sent $5,000 or more com-
pared with 5% of refugees. 

An important issue is the extent to which remittances 
impose financial hardships on newly arrived immi-
grants. Several studies have documented the relatively 
high and rising rates of low income among recent im-
migrants (Heisz and McLeod 2004; Picot et al. 2007). 
While measures of low income take the number of 
family members residing together into account, they 
do not take the sharing of income with members 
residing elsewhere into account. This applies to all 
families regardless of immigration status. However, 
given the relatively high rates of low income among 
recent immigrants and with almost one-third of them 

Data source and methodology 

The Longitudinal Survey of Immigrants to Canada 
(LSIC), conducted jointly by Statistics Canada and Citizen-
ship and Immigration Canada (dC), included all immi-
grants who arrived between October 1, 2000 and 
September 30, 2001; were age 15 or older on landing; and 
had applied through the Canadian Mission abroad. The 
sampling frame was an administrative database maintained 
by the CIC. The LSIC used two-stage strotified sampling. 
The first stage selected immigrating units (ltJs) using 
probability proportional to size and the second randomly 
selected one member within each lU. Only the selected 
member was followed throughout the survey. 

Respondents were first interviewed about six months after 
arrival and then again after two and four years. During the 
first interview they were asked if, since arriving, they had 
sent money outside Canada to relatives or friends—they 
were not asked the amount. During the second and third 
interviews, respondents were also asked the amounts. 

The multivariate analysis includes a logistic regression on 
the likelihood of remitting and an ordinary least squares 
regression on the natural logarithm of the amount remit-
ted. Coefficients from the logistic regressions hove been 
converted into predicted probabilities for ease of interpre-
tation. 2  Coefficients from the natural logarithm of the 
amount remitted approximate percentage differences and 
are discussed in these terms for ease of presentation. All 
models are calculated using bootstrap weights to correct 
variance estimates for survey design (a technique called 
design-based variance estimatiOn).3 



Remittances by recent immigrants 

Chart A The proportion of immigrants making remittances 
varied considerably by country of origin 
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Source: Statistics Canada and Citizenship and Immigration Canada, Longitudinal Survey of 
Immigronts to Canada, 2000/2001 cohort. 

sending money abroad, their finan-
cial resourccs may be stretched fur-
ther than income figures alone 
would suggest. 

Caution is warranted when ad-
dressing this issue. Because remit-
tance behaviour is measured using 
individuals rather than families or 
households, estimates of amounts 
sent abroad are likely conservative. 
Furthermore, remittances as a 
share of income can be computed 
using total personal income or 
total economic family income as the 
denominator. Personal income 
yields a higher percentage, but does 
not take any sharing of financial 
resources into account. Family 
income yields a lower percentage, 
but mixes units of analysis (per-
sonal remittances and family 
income). Results from both 
approaches represent conservative 
estimates of the lower and upper 
bounds of remittances as a share of 
income (Table 3). Remittances 
accounted for 7.50/0  of the personal 
income of remitters and 3.4 ° o of 
family income, on an average 
annualized basis, during remitters' 
second year in Canada. Two years 
later, remittances accounted for 
5.9 ° o and 2.9°o.' 

When all immigrants are consid-
ered, regardless of whether they 
remitted, remittances accounted for 
3.7° and 3.4%  of aggregate per-
sonal income, and 10% and 1.3/ 
of aggregate family income, two 
and four years after arrival. From 
this perspective, remittances 
account for a fairly small share of 
the income of newly arrived immi-
grants. Nonetheless, remittances 
may still represent a considerable 
expenditure for some families-
take refugees for example. The 
average family income of refugees 
who remitted during their fourth 
year in Canada was $36,100. By 
comparison, the 2004 before-tax 
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Chart B Average remittances were less than $4,000 for 
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low-income cut-off (LICO) was 
just over $31,000 for a three-
person family and just under 
$38,000 for a four-person family 
residing in a large urban centre. 
(The LICO is an income threshold 
below which a family will likely 
devote a larger share of its income 
than the average family on the 
basic necessities of food, shelter 
and clothing.) For refugccs who 
remitted, the average of almost 
$1,000 came from a fairly modest 
family income. 

Multivariate results, 
pooled model 

Dcscriptivc statistics demonstrate 
the magnitude of differences in 
remittance behaviour, which partly 
reflect the characteristics and expe-
riences of individuals from differ-
ent countries. The significance of 
the various factors was examined 
via logistic regression and based on 
ordinary least suarcs regression. 

Demographic characteristics 
A modest correlation could be 
seen between sex and remittance 
behaviour, with predicted prob-
abilities of remitting (after taking 
other characteristics into account) 
of 26% for men and 23% for 
women (Table 4). Among those 
remitting, women sent approxi-
mately 12% less than men. Age is 
also important—the predicted 
probability was highest among 
immigrants aged 25 to 44 (about 
30%) and lower among those in 
younger and older age groups (less 
than 20°/0). Individuals 25 to 34 
who remitted sent larger amounts 
than those under 25 or 55 and 
older. 

Financial capacity 
(:flS Isle 11 	vi t h the I ite ratu re, 
strong correlations were found 
between remittance behaviour and 
financial capacity. For example, the 
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Table 3 Annual incomes of remitters 

Immigrant category 

Eco- Family- 

	

Total 	riomic 	class Refugee 

2nd year after arrival 
Personal income ($) 	22,200 	27,200 	14,100 	12,500 
Remittance as share 

of income (%) 	 7.5 	6.7 	10.4 	8.1 

Family income (5) 	48,700 	51,000 	47,400 	28,300 
Remittance as share 

of income (%) 	 3.4 	3.5 	3.1 	3.6 

4th year after arrival 
Personal income ($) 	28,200 	33,600 	17,500 	16,400 
Remittance as shore 

of income (%) 	 5.9 	5.4 	8.4 	6.1 

Family income ($) 	57,200 	61,100 	52,600 	36,100 
Remittance as shore 

of income (%) 	 2.9 	3.0 	2.8 	2.8 

Note: Based on those making remittances. 
Source: Statistics Canada and Citizenship and Immigration Canada, 

Longitudinal Survey of Immigrants to Canada, 2000/200 1 
cohort. 

predicted probability of remitting rose monotonicaily 
with family income, from 1 0% among immigrants 
with family incomes under $10,000 to 36% among 
those with incomes of $70,000 or more. The amounts 
sent also increased monotonically. The amount sent 
by remitters in families with incomes of $70,000 or 
more was approximately 45% higher than the amount 
for those with incomes of $25,000 to $44,999. 

Considering savings abroad, immigrants who had 
$5,000 or more were significantly less likely to remit 
(about 20°/o) than those with no savings abroad (269/o). 
One interpretation is that immigrants with savings 
abroad come from more affluent families, and hence 
were less likely to remit. Among remitters, the amounts 
were not correlated with savings. 

Consistent with other studies, immigrants employed 
full time were significantly more likely to remit than 
those employed part time or not employed (predicted 
probabilities of 29%, 25% and 21% respectively). 
However, employment status was not correlated with 
the amount sent. 

The probability of remitting was not significantly 
associated with immigrants' level of education upon 
arrival. However, the amounts sent by those with no 

postsecondarv education were 20°/o to 25% less than 
the amounts sent by those with a university degree. 

Finally, place of residence was positively correlated 
with both incidence of remitting and amounts. The 
predicted probability of remitting ranged from 21% 
among immigrants in Montréal to 34% in Calgary and 
Edmonton. Through the 2000s, the labour markets in 
Calgary and Edmonton have been especially robust, 

led fuel 	by oil and gas and high world commodity 
prices. In 2004, for example, the unemployment rates 
in Edmonton and Calgary for men aged 25 to 44 
(3.70/o and 4.4% respectively) were about half the rate 
in Montréal (8.7%). The greater incidence of remitting 
among immigrants in these cities likely reflects favour-
able labour market circumstances and perhaps posi-
tive expectations about future earnings. Among 
immigrants who remitted, those in Calgary, Edmon-
ton and Vancouver sent about 16% more than those 
in Toronto. 

Obligations to family 
Although LSIC information on family abroad is lim-
ited, the available evidence is consistent with the view 
that remittance behaviour is shaped by family charac-
teristics. The likelihood of remitting and the amounts 
were negatively correlated with the number of minor 
children in the household. The predicted probability 
of remitting was I 8% for households with three or 
more children, compared with 27/o for those with no 
children. Furthermore, amounts sent by remitters with 
one or two children were 17% to 19% lcss, and with 
three or more children 36% less, than by those with 
no children. 

The importance of family characteristics was also 
evident in intentions to sponsor family members to 
come to Canada. Immigrants already sponsoring or 
intending to sponsor a spouse or child were more 
likely to remit than those with no sponsorship activi-
ties or intentions (predicted probabilities of 36% and 
23% respectively). Those sponsoring a child or parent 
sent approximately 23% more than those with no 
sponsorships. The same patterns were evident among 
immigrants sponsoring a parent or grandparent. Their 
predicted probability of remitting was 30% and they 
sent approximately 12% more. These findings are 
consistent with other studies reporting that immigrants 
remitting to support children and spouses tend to send 
more than those helping other family members 
(Stanwix and Connell 1995). 
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Immigrant class 
Table 4 	Regression results on pooled sample Although descriptive statistics indi- 
_______________________________________________________________________ cated little difference in the mci- 

Logistic Ordinary dence of remitting by immigration 
regression least squares category, the picture changed 

coefficients Predicted coefficients on 
SOC\V hat with other characteristics on probability probability natural log 

of remitting of rem itti ng ! of remittance taken into account. More specifi- 
cally, the predicted probability of 

% remitting was somewhat higher 
Sex 
Men (ref') ... 26 among family class immigrants 
Women -0.170' 23 -0.117' (27b) 	than among economic 
Age immigrants (23%). Similarly, the 
15 to 24 -0.718' 17 -0.200' predicted probability of remitting 
25 to 34 (ref') ... 30 was 28% among refugees (although 35 to 44 
45 to 54 

-0.093 
-0.607' 

28 
19 

-0.073 
-0.017 this estimate was just over the 0.1 

55 or older -0.879' 15 -0.277' level of confidence). The immigra- 
Family income tion category was not correlated 
Less than $10,000 -1.110' 10 -0.453' with amounts sent. 
$10,000 to $24,999 -0.605' 16 -0.316' 
$25,000 to $44,999 (ref') ... 26 

... Organizational involvement 
$45,000 to $69,999 
$70,000 or more 

0.235' 
0.471 

31 
36 

0.220' 
0.445' ( )f the two I tirgatlizatli inal rtruci- 

pation/involvcmcnt variables in the 
Savings abroad 
No saving abroad (ref') ... 26 model, one was significant. Specifl- 
Less than $5,000 -0.109 24 0.014 cally, those belonging to a religious 
$5,000 to $24,999 -0.477' 18 0.135 organization were more likely to 
$25,000 or more 
Missing 

-0.3 18 
-0.237 

20 
21 

0.111 
-0.030 remit than other immigrants (pre- 

dicted probabilities of 281u  and 
Person most knowledgeable 

income on 24% respectively). Organizational 
Respondent (ref') ... 26 ... involvement was not correlated 
Other -0.280' 21 -0.073 with amounts remitted. 
Employment status 
Employed full time (ref') ... 29 ... Region of birth 
Employed part time -0.239' 25 -0.099 I)ummv 	variables 	identify ing 
Not employed -0.465' 21 -0.065 immigrants from nine regions cap- 
Education at landing tured intcrrcgional differences in 
Less than high school 0.131 27 -0.255' remittance behaviours net of other High school 0.035 25 -0.201' 
Completed postsecondary -0.065 23 -0.078 characteristics. Again, the differ- 
University degree (ref') ... 24 ... ences were large. The predicted 
Place of residence probability of remitting was high- 
Toronto (ref') ... 23 ... est among immigrants from South- 
Montreal -0.143 21 0.099 east Asia and the Caribbean and Vancouver 0.167' 26 0.159' 
Calgary, Edmonton 0.553' 34 0158' Guyana (52%), followed by East- 
Other 0.204' 27 0.036 ern 	Europe 	and 	sub-Saharan 
Children in household Africa (35% and 32%). The likeli- 
No children (ref') ... 27 ..- hood of remitting was lowest for 
One -0.153' 24 .0.169' those from West Asia, the Middle Two -0.404' 20 -0.187' 
Three or more -0.512' 18 -0.361' East and North Africa (16%), 
Sponsorship North America, We stern Europe 
None (ref') ... 23 and Oceania (17%) and East Asia 
Spouse or child 0.598' 36 0.231' (18%). Among remittcrs, those 
Parent or grandparent 0.322' 30 0.117' from East Asia sent the largest 

amounts. 



Table 4 Regression results on pooled sample (concluded) 

Logistic Ordinary 
regression least squares 

coefficients 	Predicted coefficients on 
on probability 	probability natural log 

of remitting 	of remitting' of remittance 

% 
Immigrant category 
Family class 0.174' 	 27 	 -0.033 
Economic (ref') .. 	 23 
Refugee 0.249 	 28 	 -0.135 

Member of religious 
organization 

No (ref') 
...

24 
Yes 0.230 	 28 	 -0.046 

Member of ethnic/Immigrant 
organization 

No (reP) ... 25 
Yes 0.145 27 -0.002 

Region of birth 
North America, Western Europe, 

Oceania -0.067 17 -0.554' 
Eastern Europe 0.860' 35 -0.629' 
Caribbean, Guyana 1.586' 52 -0.789' 
Central, South America 0.362' 24 -0.693' 
Sub-Saharon Africa 0.760' 32 -0.487' 
West Asia, Middle East, 

North Africa -0.148 16 -0.461' 
East Asia (ref') ... 18 
Southeast Asia 1.581 * 52 -0.770' 
Sauth Asia 0.283 23 -0.139 

GDP/capita, country of birth 
Less than $2,000 	 0.566' 	 38 .0.169 
$2,000 to $3,999 (ref') 	 ... 	 26 
$4,000to$5,999 	 0.127 	 28 .0.215' 
$6,000 to $7,999 	 0.143 	 29 -0.216' 
$8,000 to $14,999 	 -0.466' 	 18 -0.283' 
$15,000 or more 	 -0.957' 	 12 -0.133 

Constant 	 -0.782' 	 ... 8.089' 

statistically significant or significantly different from a reference group (ref) at 0.05 or better 
1. 	Predicted probability of remitting with other co-variates set to their mean values. 
Source 	Statistics Canada and Citizenship and Immigration Canada, Longitudinal Survey of 

Immigrants to Canada, 2000/2001 cohort. 
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Finally, remittance behaviour was 
significantly associated with GDP 
per capita in the country of birth. 
The predicted probability of remit-
ting was highest for immigrants 
from countries with GDP per 
capita below $2,000 (38 1 o) and 
lowest for countries with GDP per 
capita of $8,000 to $14,999 (18%) 
or $15,000 or more (12%). 

Multivaruate results, 
regional comparisons 

Given the considerable variation 
in the remittance behaviour of 
immigrants from diffe rent regions, 
one question that ariscs is whether 
the factors associated with remit-
ting are universal or regional. To 
address this, separate regression 

models were estimated for immi-
grants from nine regions. Because 
three of these models were based 
on samples of less than 800, the 
likelihood of regression coefficients 
being statistically significant was 
reduced. Hence, these models used 
a simplified specification—some 
co-variates were excluded because 
they were correlated with region 
(e.g. immigrant category), while 
others, like number of children, 
were re-grouped into fewer cat-
egories. 

Several characteristics were consist-
ently correlated with remittance 
behaviour (Tables 5 and 6). This 
was most evident for financial 
capacity. The likelihood of remit-
ting and the amount were both 
positively and significantly corre-
lated with family income for seven 
of the nine regions. Employment 
status was correlated with the like-
lihood of remitting for six regions, 
but the amount for only two. 
Finally, savings abroad were nega-
tively correlated with the likelihood 
of remitting for five regions, but 
not correlated with the amount sent 
for any. 

The correlations between presence 
of children and the likelihood of 
remitting and the amount were 
significant for four regions, and 
approached significance for 
another. The positive correlation 
between sponsorship of a family 
member and the likelihood of 
remitting was significant for five 
regions, but significant for the 
amount in only two cases. 

The negative correlation between 
older ages and the likelihood of 
remitting was significant for six of 
the nine regions, but the correlation 
with the amount sent was signifi-
cant in only one case. 
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Table 5 Logistic regression on the probability of remitting by region of birth 

Region 	 A 	B 	C 	D 	E 	F 	G 	H 

Sex 0 coefficient 
Men (ref ) ... ... ... ... ... ... 

Women -0.302 -0.127 0.015 -0.030 -0.058 -0.545' 0.101 -0.023 -0.445' 
Age group 
15 to 24 -0.271 -0.200 -0.238 -0.293 -0.826' -0.604' -0.809' -1.110' -1.017' 
25 to 34 (ref') ... .. ... ... ... ... 

35 to 44 0.399 -0.070 0.457 -0.303 -0.084 -0.195 -0.114 -0.146 -0.035 
45 to 54 0.483 -0.405 0.273 -1.124 -1.140' -0.721 -0.766' -0.525' -0.958' 
55 or older 0.441 -0.784' -1.026 -0.666 -0.536 -2.454' -0.591 -0.789' -1.090' 
Family income 
Lessthan $10,000 .. -0.557 -0.666 -0.568 -1.180' -0.913' .1.483' -1.452' -1.428' 
$10,000 to $24,999 -0.530 -0.836' -0.095 -0.775' -0.447 -0.532' -0.790' -0.441' -0.432' 
$25,000 to $44,999 (ref') ... ... ... ... ... ... 

$45,000 to $69,999 -0.151 0.458' -0.117 -0.067 -0.188 0.438' 0.454' 0.206 0.104 
$70,000 or more 0.228 0.811' 0.348 0.284 -0.092 0.860' 0.823' 0.405' 0.352' 
Savings abroad 
No saving abroad (ref') ... ... ... ... ... ... 

Less than $5,000 -0.109 -0.950 -0.338 -0.296 -0.311 0.319 -0.470 0.528' -0.139 
$5,000 to $24,999 -0.914' -0.748 -0.544 -1.425 .1.383' -1.319' -0.252 -0.246 -0.192 
$25,000 or more 0.193 0.605 -2.493' -1.926' -0.724 -0.490 -0.809 -0.599 0.103 
Missing 0.354 -0.654 -0.528 -0.666 -1.104 -0.825 -0.525' .0.429 0.086 
Person most knowledgeable 

on income 
Respondent (ref') ... ... ... ... ... ... 

Other -0.106 -0.197 -0.053 -0.576 -0.045 -0.051 -0.551' -0.158 -0.302' 
Employment status 
Employed full time (ref'( ... ... ... ... ... ... 

Employed part time -0.129 -0.055 -0.311 0.429 -0.113 -0.273 -0.451' -0.199 -0.405' 
Not employed -0.356 -0.335' -0.745' 0.197 -0.712' -0.358 -0.683' -0.584' -0.214' 
Education at landing 
Less than high school -0.480 -0.527' -0.031 0.552 -0.155 0.071 0.861' 0.345 0.189 
High school -0.405 -0.269 0.045 1325' -0.003 -0.219 0.986' 0.118 0.024 
Completed postsecondory -0.397 -0.174 -0.870' 0.677 -0.201 -0.191 0.217 0.082 -0.163 
University degree (ref') ... ... ... ... ... ... 

Place of residence 
Toronto (ref'( ... ... . . - . . - ... ... . 	 . 	- 

Montreal -0.384 -0.026 0.339 -0.347 -0.066 -0.016 -0.465' -0.176 -0.507 
Vancouver -0.274 0.250 -1.199 -0.125 0.861 0.285 0.006 0.354' 0.311' 
Calgary, Edmonton 0.583 0.588' 0.046 -0.120 0.979' 1.419' 0.422' 0.490' 0.254 
Other -0.163 -0.016 0.816' -0.427 0.822' 0.494 -0.029 0.921' 0.167 
Children In household 
No children (ref') ... ... ... ... ... ... 

One 0.033 -0.154 -0.546 0.175 0.937' -0.262 -0.166 -0.131 -0.301' 
Two or more -0.776' -0.308 -0.641 0.060 -0.536 -0.650' -0.3 19 0.395' -0.490' 
Sponsorship 
None (ref') ... ... .-. ... ... .-- 

Spouse or child 1.646' 0.888' 1.001' 0.805 0.596 0.437 0.209 0.646' 0.390' 
Parent or grandparent 0.507 0.315' 0.526 0.314 0.060 0.209 0.264 0.282 0.310' 

Member of organization 
No (ref') ... ... ... ... ... ... 

Yes 0.061 0.239 0.247 0.259 0.511' 0.551' -0.316' -0.199 0.218 
GDP/caplta -0.044' -0.058' -0.048 -0.083 -0.129' -0.079' -0.057' -0.139' 0.198' 
Constant -0.172 0.279 0.641 -0.365 0.343 0.050 -0.674' 1.097' -0.462 

• stritistically significant or significantly different from a reference group (ref) at 0.1 or better 
A 	North Americo, Western Europe, Oceania 	 B = Eastern Europe 	 C = Caribbean, Guyana 
D = Central, South America 	 E = Sub-Saharon Africa 	F = West Asia, Middle East, North Africa 
G = Eastern Asia 	 H = Southeast Asia 	 I = South Asia 
Source: Statistics Canada and Citizenship and Immigration Canada, Longitudinal Survey of Immigrants to Canada, 2000/200 1 cohort. 
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Table 6 	Ordinary least squares regression on the amount remitted by region of birth 

Region A B C D E F G H I 

Sex P coefficient 
Men (ref') ... .. ... ... ... ... 
Women -0.536 -0.086 -0.083 -0.445 -0.229 -0.268 0.056 0.048 .0.173 

Age group 
15to24 -0.747 -0.074 -0.155 -0.408 -0.179 -0.438' 0.046 -0.136 -0.147 
25 to 34 (ref ' ) ... ... ... ... ... ... 
35 to 44 0.157 -0.154 -0.030 -0.077 0.137 -0.292' -0.143 0.041 -0.077 
45 to 54 -0.147 -0.036 -0.418 0.852 0.509 -0.031 -0.019 .0.014 -0.003 
55 or older -0.317 -0.206 -0.416 -1.125 -1.073 0.217 -0.390 -0.095 -0.144 

Family income 
LessthanSl0,000 .. -0.414 -0.163 0.786 -0.165 -0.823' -0.298 -0.916' -0.549 
$10,000 to $24,999 0.354 -0.476' -0.256 -0.441 -0.435' -0.524' -0.047 0.109 -0.472' 
$25,000 to $44,999 (ref') ... ... ... ... ... ... 
$45,000to569,999 0.271 0.161 -0.093 0.009 0.157 0.422' 0.095 0.418' 0.232' 
$70,000 or more 1.233' 0.331' 0.024 0.901' 0.823' 0.549' 0.361* 0 . 486* 0.363' 

Savings abroad 
No saving abroad (ref') ... ... ... ... ... ... 
Less than $5,000 0.101 -0.133 0.109 0.330 0.479 0.048 0.633' -0.100 -0.069 
$5,000 to $24,999 0.791 0.263 -0.274 -0.732 0.551 0.613 -0.037 0.140 0.175 
$25,000 or more 0.443 0.803' 2.865 -1.025 -0.831 0.571 -0.021 0.201 -0.225 
Missing 0.054 -0.648' 0.419 -0.921 -0.817 -0.374 0.209 0 . 506* -0.263 

Person most knowledgeable 
on income 

Respondent (ref') ... ... ... ... ... ... 
Other 0.539 0.029 -0.015 -0.047 -0.168 -0.037 -0.219 -0.161 0.104 

Employment status 
Employed full time (ref) ... ... ... ... ... ... 
Employed part time -0.387 -0.151 0.072 -0.534 0.157 0.061 -0.072 -0.220 -0.204 
Not employed 0.230 -0.001 -0.049 -0.567' 0.044 -0.110 0.017 -0.164 -0.210' 
Education at landing 
Less than high school 0,881 -0.62 1 -0.466' -0.801 -0.499 0.022 -0.296 -0.396' -0.066 
High school 0.382 -0.048 .0 . 636* -0.646 -0.540' 0.044 -0.261 -0.263 -0.149 
Completed postsecondary 0.768' -0.183 .0 . 566* -0.540 -0.244 0,204 -0.172 -0.086 -0.031 
University degree (reT') ... ... ... ... ... ... . , - 

Place of residence 
Toronto (reT') ... ... .., ... ... ... ... ... . -. 
Montreal 0.188 0.030 0.208 0.290 -0.676' 0.101 0.094 0.214 0.296 
Vancouver 0.773 -0.029 0.987 0.538 -0.242 0.011 -0.065 0.072 0.423' 
Calgary, Edmonton 1.079' 0.187 -0.714 0.037 -0.223 0.215 0.234 0.061 0.064 
Other 0.870' -0.015 -0.092 0.404 -0.427 -0.019 -0.074 0.001 0.211 
Children in household 
No children (reT') ... ,., ,,, 
One -0.645 -0.016 -0.062 0.361 -0.109 -0618' -0.025 -0.210 -0.121 
Two or more -0.520 0.109 -0.317 -0.149 -0.428' -0.381' 0.069 .0.273' .0.352' 
Sponsorship 
None (ref') ... ... ... ... ... ... 
Spouse or child 0.711 0.830' 0.381 -0.488 0.623' 0.225 -0.011 0.047 -0.070 
Parent or grandparent 0.732 0.063 0.242 -0.339 0.114 0.261 0.210 0.073 0.060 

Member of organization 
No )ref) ... ... ... ... ... ... 
Yes 0.493 -0.072 -0.065 -0.083 0.044 0.051 0.052 0.067 -0.188' 

GDP/capita 0.033 -0.020 0.022 -0.251 -0.013 0.043' -0.007 -0.005 -0.123 
Constant 5.343' 7.306' 7.322' 9.694' 7.892' 7.450' 7.645' 7.038' 8.384' 

• statistically significant or significantly different from a reference group (ref) at 0.1 or better 
A = North America, Western Europe, Oceonio B = Eostern Europe C = Caribbean, Guyana 
D = Central, South America E = Sub-Saharon Africa F = West Asia, Middle East, North Africa 
G = Eastern Asia H = Southeast Asia I 	= South Asia 
Source: Statistics Canada and Citizenship and Immgration Canada, Longitudinal Survey of Immigrants to Canada, 2000/2001 cohort. 
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Overall, the significance of financial and family char-
acteristics was far more evident in terms of the dcci-
sion to remit than for the amount sent. Furthermore, 
the results suggest a considerable interregional consist-
ency in some of the factors correlated with remittance 
behaviour, most notably financial and familial charac-
teristics. 

In other instances the correlates of remittance behav-
iour appear to be more evident for specific regions. 
For example, women from South Asia and West Asia, 
the Middle East and North Africa had a negative cor-
relation with the likelihood of remitting. Such correla-
tions were not evident for other regions. 

In the literature, evidence on the significance and 
direction of the correlation between education and 
remitting is mixed. This was also the case here. Among 
immigrants from Eastern Europe, those with less than 
high school education were less likely to remit 
than those with a university degrec. Among immi-
grants from the Caribbean and Guyana, those with a 
postsecondarv certificate or diploma were less likely 
to remit than those with a degree. The correlation runs 
in the opposite direction among immigrants from 
Central and South America and from Eastern Asia, as 
immigrants with lower levels of educational attainment 
were more likely to remit. However, remirters with 
lower levels of educational attainment sent less money 
than those with university training for three of the nine 
regions. 

Finally, a strong, positive correlation was seen between 
membership in an organization and remitting for 
immigrants from sub-Saharan Africa and West Asia, 
the Middle East and North \frica. 

Summary 

l)uring their initial years in Canada, a significant 
minortv of new immigrants send money to family or 
friends abroad. On an annual basis, the average amount 
was approximately $1,450, accounting for about 6% 
of personal and 3% of family income before taxes. 

Remittance behaviour varied greatly. Within a single 
landing cohort, the incidence of remitting among im-
migrants from different countries ranged from less 
than 100/0  to around 60%, while the annual amounts 
ranged from about $500 to almost $3,000. Financial 
and family characteristics were consistently significant 
among immigrants from all regions. In contrast, other 

factors, such as sex and education, were significant for 
some regions but not others. Furthermore, large 
intercountrv and inrerregional differences remained 
after socioeconomic characteristics and group com-
position were taken into account. 

• Notes 

1. Considerable emphasis has been placed on earnings 
trajectories after arrival, economic returns to foreign 
credentials and experience, ability to find employment in 
an area of speciali'ation, and incidence of low income. 
For a review see l'icot 2004. 

2. Predicted probabilities for each independent variable 
were estimated by setting the other independent vari-
ables to their mean values. 

3. Some researchers have used the F-leckman selection 
model (1976) to take into account the possibility that the 
sample of immigrants who remit may be a selective 
sample of those who could have remitted (Funkhouscr 
1995; Brown and Piorine 2005). Several Heckman models 
were run using different specifications to address this 
issue but evidence of selectivity was not found. Our 
results are consistent with several studies that also report 
that selection effects are modest or not statistically 
significant (Menjivar etal. 1998; Funkhouser 1995). 

4. All dollar figures have been rounded to the nearest $100 
Remittance amounts reported 2 years and 4 wears after 
arrival have not been adjusted for inflation. Questions 
about remitting and remittance amounts were included 
in the income section of the LSIC jucstionnaire. This 
section includes numerous questions about the income 
of the respondent and respondent's family—all ofwbich 
refer to the 12-month period preceding the interview. At 
the end of the section, respondents were asked if they had 
remitted since their last interview, and if so, how much 
they had remitted. I lere, the reference period shifts from 
the 12 months preceding the survey to the 18- or 24-
month period preceding the surve (the duration varies 
between \Xaves 2 and 3). Given the sudden shift in the 
reference periods, it is not clear if respondents who 
reported remittance amounts had a 12-month or 18/24-
month reference period in mind. 

The estimates in Chart A are computed by taking the 
average of the incidences of remitting at LSIC Wave 2 
(i.e. 24 months after landing) and at 1.SIC Wave 3 (ic. 48 
months after landing). This approach reduces standard 
errors around the estimates (which are still large in many 
cases) and simplifies the presenlaiLon of the data. 
The same approach is used for Chart B. 
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6. For immigrants who remitted, average family income 
after expenditures on housing (rent or mortgage, taxes 
and utilities) was also computed and used to estimate 
remittances as a share of family income after housing 
expenditures. For immigrants in all three admission 
categories, remittances accounted for about 4,00/o  to 4.9% 
of family income after housing expenditures 

7. In this section, within-region correlations with P-values 
of 0.] or better are flagged as statistically significant. The 
usual threshold of 0.05 was relaxed because of the small 
number of cases in several of the models. 
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Jungwee Park 

C anada's military makes up a small but 
significant segment of Canadian society. 
The Canadian Forces (CF) are an important 

part of the country's national image, both at home and 
abroad. On the international front, these highly trained 
men and women are repeatedly called upon to partici-
pate in the humanitarian, peacekeeping and security 
missions of international organizations such as the UN 
and NATO; while domestically, their expertise is 
often needed in search and rescue operations and aid-
ing citizens cope with natural disasters such as forest 
fires, floods, avalanches and ice storms. Additional 
responsibilities include assisting in the protection 
of Canada's fisheries and in the detection and inter-
ception of shipments of illegal drugs. 

The forces also contribute significantly to the economy. 
With more than 111,000 people on the payroll (in-
cluding about 24,000 civilian workers), the Depart-
ment of National Defence (DND) and CF together 
are Canada's second largest employer and the single 
largest public service employer, making a significant 
contribution to local, provincial and territorial econo-
mies (DND 2008a). In the fiscal year 2006/2007, 
Canada's military spending was $15.7 billion (DNI) 
2008b). 

The military generally increased in the late 1980s,   reach-
ing its highest numbers in 1991 with more than 120,000 
people ((:hart A). The subsejuent decline continued 
until 2001 when personnel numbered 81,600, about a 
33% decrease. Since then, the forces have grown stead-
ily, reaching 87,700 in 2006. These changes are related 
to the international political climate—the rapid decline 
occurring after the end of the Cold War and the 
recent increase coinciding with the war on terror since 
9/11.1 

Jun,gwee Park is with the Labour and Household Surveys 
Analysis Division. He can be reached at 61 3-951-4598 
orjungwee.parkstatcan.gc. ca. 

This article profiles the personnel of the Canadian 
Forces as a special group distinct from the rest of the 
Canadian labour force. Using the Canadian Forces 
Supplement to the Canadian Community Health Sur-
vey (CCHS) - Mental Health and Well-being, it also 
compares the military's prevalence rates of work stress 
and other work-related mental health issues with those 
of the civilian working population and investigates 
whether any specific groups experience a higher preva-
lence. 

The distinctive work arrangements and responsibili-
ties of the military, especially missions to conflict-rid-
den places, such as Bosnia-Herzegovina, Rwanda or 
Afghanistan, 2  warrant examining the psychological 
well-being and work stress of CF members, how-
ever, wartime conditions are not the only source of 

Chart A After hitting their nadir in 2001, 
military personnel increased for 
the next five years 
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Source Department of Notional Defence, Military personnel and 
wages and salaries, 1986 to 2006. 
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Table 1 	CharacteristIcs of military personnel and civilian workers, aged 15 to 64 

Regular forces Reserve forces 

Non- Nor,- Total 
All All commis- All commis- civilian 

military regular Officer sioned reserve Officer sioned workers 

% 
Sex 
Men 85.3 * 87.8 • 85.6 • 88.4 79.2'" 84.9 78.1 53.3 
Women 14.7 12.2 14.4 * 11 .6'" 20.8**) 15.1 'i" 21.9* ( *) 1 'i 46.7 

Age 
15 to 24 19.3 9.9 • 10.4 * 97' 42.1" 10.2' 48.0" 19.3 
25 to 39 51.8' 57.7' 49.2 * 60.2" 37.4" 48.6' 35.4 'I" 333 
40 to 54 28.3 32.0 39.3 * 30.0' 1  19.2" 37.6 15.8" 36.6 
55 to 64 0.6 * 0.4' 1 .1 F 1.3" 3.6'' 09E*r*l 10.7 

Education' 
Less than high school 6.5' 7.1 F 9.0' 4.3" F 5.7" 13.3 
High school diploma 28.0' 31.4 • 5.5' 38.7" 15.2" 4.9' 18.5" 19.5 
Some postsecondary 12.7' 13.1 * 6.2 15.1" 11.0" 7.0 12.2" 6.6 
Postsecondary degree/diploma 52.6' 48.2 88.1 * 37.1" 69.4" 88.1' 63.4" 59.6 

Immigrants 5.9 * 4.1 	* 60' 3.6" 10.0" 92" 10.2" 1  20.6 

Official language 
English only 53.8 * 51.4 * 26.6 * 58.3" 59.9" 54.6" 60.9" 64.5 
French only 3.8 * 3.0 * F 3.8' 5.9" 22' E 6.6" 11 ' 10.7 
Both 42.2 45.6' 73.1 * 37.8" 33.9" 43.1" 32.2" 23.5 
Neither 02E* F F F F F F 1.3 

Visible minority 6.4 4.5 3.4' 4 . 81*I 11.1'" 59" 12.0" 17.1 

• significantly different from total civilian workers at 0.05 or less 
'I significantly different from the some column of regular forces at 0.05 or less 

significantly different from officers at 0.05 or less 
1. Population 25 or older. 
Source: Statistics Canada, Canadian Community Health Survey Cycle 1.2, 2002. 

stress-in addition to military-specific stressors such 
as deploying overseas, frequent change of station and 
temporary duty away from home, day-to-day aspects 
of the job like work responsibilities, work hours, or 
difficulties with supervisors have a significant effect 
on the psychological well-being of military personnel 
(Pflanz and Sonnek 2002; Sudom et at. 2006). CF 
members may be exposed to numerous stressful 
events and be at risk of experiencing job stress. 

Moreover, psychological ill health of military person-
nel may compromise their physical health, impair work 
performance or decrease quality of life; it also has a 
significant economic impact, in both civilian and mili-
tary populations (Fikretoglu et al. 2007; Pflanz and 
Ogle 2006; Ilourani et at. 2006; Dobreva-Martinova 
et at. 2002). 

Regular and reserve forces differ 

The two primary components of the CF are regular 
and reserve forces. 3  Generally speaking, while the regu-
lar force consists of full-time personnel, most mem-
bers of the reserves are part-time personnel (for more 
detailed classifications see Data source and Definitions). 
The reserves are used to mobilize or expand the army 
when needed. In other words, they are eligible to de-
ploy on operations, and in recent years more and more 
reservists were supporting overseas missions (DND 
2008c). As well, the reserves augment the professional 
forces by providing soldiers, units or specialists to the 
CF (DND 2008c). For example, reservists in Afghani-
stan provide their expertise in medicine and psycho-
logical operations in addition to combat responsibilities 
(Castonguay 2008). 



Over the last five years, the regular 
forces and the reserves showed 
similar increasing trends. In 2006, 
the CF had about 64,000 regular 
members and 24,000 reservists. But 
reserve personnel tend to be much 
younger than regular force mem-
bers. More than 40% of reservists 

were under 25, compared with 
only 10% of full-time military per-
sonncl (Table I). However, this age 
cohort in the regular force showed 
a significant increase in recent 
years-by 2007, 17% (15% of 
officers and l8°0 of non-commis-
sioned members) were under age 

A prohie of the Canadian Forces 

Table 2 	Characteristics of military personnel 

Men Women Regular Reserves All military 

Rank 
Junior 58.7 66.0' 56.3 68.2' 59.8 
Senior 21.2 14.1 21.8 16.2' 20.1 
Officer 20.2 19.8 22.0 15.6" 20.1 

Region 
Atlantic 22.0 18.8' 22.7 18.8" 21.6 
Quebec 16.7 18.1 15.1 21.3" 16.9 
Central 33.6 36.3* 34.4 33.2 34.0 
Western 27.7 26.8 27.9 26.8 27.6 

Service 
Land 57.4 47.6' 50.2 70.1" 56.0 
Air 23.9 30.6' 31.5 8.7" 24.9 
Sea 17.0 18.8 18.3 14.8" 17.3 
Communication 1.7 3.0' F 6.5 1.9 

Years in service 
Less than 10 32.9 41.8' 23.7 59.9" 34.2 
10 to 24 53.4 52.8 62.9 29.9" 53.3 
25 or more 13.7 5.4' 13.4 10.3 1 * 1  12.5 

Occupation 
Combat arms 32.3 10.8' 22.2 46.11*1 29.1 
Communications 6.0 5.0 6.5 43" 5.9 
Maritime 5.1 4.2' 4.8 5.5 5.0 
Maritime communications 3.5 3.5 3.7 3.1 3.5 
Maritime technical 3.2 0.4 	' 3.9 F 2.8 
Aviation 6.9 4.3' 8.0 2.9' 6.5 
Aviation technical 7.4 5.0' 9.1 2.1" 7.1 
Administration, etc.' 19.0 46.7' 23.9 20.8" 23.0 
Engineering 2.3 1.3' 2.4 1 •5(') 2.1 
Technical 8.9 1.8' 9.1 4.8" 7.9 
Medical 3.4 13.0' 4.8 4.9 4.8 
General officer specialist 2.0 4.1 • 1.6 3.9' 2.3 

significantly different from men at 0.05 or less 
significantly different from regulor forces at 0.05 

1 	Includes logistics, security, intelligence or emergency services. 
Source: Statistics Conodo, Canadian Community Health Survey Cycle 1.2, 2002. 

25 (calculation based on DND 
2008d)-as a result of more young 
recruits, 

More than one in five reservists 
were women compared with 
about one in eight in the regular 
forces in 2002. Also, while less than 
S% of regular force personnel were 
immigrants or from a visible 
minority, more than 10% of reserv-
ists were. This reflects the many 
young reserve members from 'is-
ible minority or immigrant groups. 

Overall, 60 0.6 of CF personnel 
were junior non-commissioned 
members, from privates to master 
corporals; 2000  were senior non-
commissioned members, sergeants 
to chief warrant officers; and the 
remainder were officers. About 
680,16 of reservists were junior non-
commissioned members and 16% 
were officers, compared with 56% 
and 22% of the regular forces (Ta-
ble 2). The rank structure of the 
regular forces changed little from 
2002 to 2007 (DND 2008d). 

Regular and reserve forces differed 
in terms of environment (land, air 
or sea). Among reservists, 70% 
were in the army, 9%  air force and 
15/o navy, compared with 50% 1  
32%, and 18 for regular person-
nel. In terms of occupation, rncm-
bers of the reserve and regular 
forces play different roles in their 
services-reservists tended to con-
centrate much more in combat 
arms (e.g. infantry battalion, or ar-
moured or artillery regiment) than 
regular force personnel (469/o 
vs. 22 0 o). 

Members of the CF differ 
from civilian workers 

1cmbcrs of the military differed 
substantially from civilian workers 
aged 15 to 64 with respect to 
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Data source and definitions 

The Canadian Community Health Survey (CCHS) - Canadian 
Forces supplement on mental health was used to profile mill-
tory personnel. The target population for this survey was all 
full.time regular members of the Canadian Forces, and re-
servists who had paraded at least once in the post six months. 
In order to improve the efficiency of the survey design, each 
target population was stratified by sex and rank. Collection 
took place between May and December 2002 to allow for 
spreading the field workload and more time in which to contact 
respondents departing or returning from deployments or train-
ing courses. The vast majority of computer-assisted interviews 
were conducted face-to-face during working hours in private 
on-base rooms. A total of 5,155 regular forces personnel were 
interviewed, a response rote of 79.5%. For the reserves, the 
numbers were 3,286 and 83.5% (Statistics Canada 2003). 

The 2002 Canadian Community Health Survey (CCHS) - 
Mental Health and Well-being was used to compare the 
general working population with the Canadian Forces. (The 
CCHS sample did not include regular forces personnel, but 
may have picked up some members of the reserves.) The 
survey covered people aged 15 or older living in private 
dwellings in the 10 provinces. Most interviews (86%) were 
conducted in person; the remainder, by telephone. Proxy 
responses were not accepted. The 36,984 interviews repre-
sented a response rate of 77%. 

General working population were those aged between 
15 and 64 working at jobs or businesses in the past 12 months. 

Members of the regular forces are full-time personnel. 
They consist of officers and non-commissioned members in 
continuing, full-time military service. Its all units, other ele-
ments, and members are at all times liable to perform any 
lawful duty. When enlisting, the members are signing on for 
an initial engagement ranging from three to nine years, not 
including subsidized training or education. The initial engage-
ment con be followed by an indefinite period of service or a 
continuing engagement. According to the current terms of 
service, they can retire after 25 years. 

Members of the reserve forces are part-time military per-
sonnel. They consist of officers and non-commissioned members 
enrolled for other than continuing, full-time military service when 
not on active service. Its all units, other elements, and all mem-
bers may be ordered to train for such periods as are prescribed 
in regulations made by the Governor in Council and may be called 
out on service to perform any lawful duty other than training at 
such times and in such a manner as by regulations or otherwise 
are prescribed by the Governor in Council. Service in the re-
serves is voluntary and is for an indefinite period. Reservists are 
enrolled to serve on a part-time basis but may volunteer for full-
time employment. 

The reserve force has four sub-components: Primary 
Reserve, Cadet Instructor Cadre (dC), Canadian Rangers, and 
the Supplementary Reserve (DND 2008g). 

The Primary Reserve is the largest and is commonly what 
people refer to when using the term 'reserves.' Its personnel 
train regularly on a port-time basis with occasional periods 
of full-time service. It is divided into Naval, Army, Air, Com-
munications, Health Services, Legal, and the National Defence 
Headquarters Primary Reserve List. 

CIC officers are responsible for the safety, supervision, ad-
ministration, and training of cadets aged 12 to 18. 

Canadian Rangers provide a military presence that cannot 
conveniently or economically be provided by other compo-
nents of the CF in sparsely settled northern, coastal, and 
isolated areas. 

The Supplementary Reserve consists of former members 
of the regular and reserve forces. They do not perform training 
or duty but provide a pool of personnel that could be called 
out in an emergency (DND 2008e). 

Reserve service falls in three classes: A, B and C. Class A is 
used for periods of service to a maximum of 12 consecutive 
days. A member of the Primary Reserve may be ordered to 
train on Class A only for on annual maximum of 60 days (DND 
2004a). Class B is used for service of 13 or more consecu-
tive days in a temporary full-time position on the instructional 
or administrative staff of a school or other training establish-
ment; on such troining attachment and such training course 
of such duration as may be prescribed by the Chief of the De-
fence Staff; or on duties of a temporary nature approved by 
the Chief of the Defence Staff, or by on authority designated 
by him, when it is not practical to employ members of the 
regular force on those duties. Class C service may be used 
at any authorized location, when the member is on full-time 
service and is serving with approval by or on behalf of the 
Chief of the Defence Staff in a regular farce establishment 
position or is supernumerary to regular farce establishment; 
or on either an operation or on operation of a type approved 
by or on behalf of the Chief of the Defence Staff. 

Officer means a person who holds Her Majesty's commission 
in the Canadian Forces; a person who holds the rank of officer 
cadet in the Canadian Forces; and any person who pursu-
ant to law is attached or seconded as an officer to the Ca-
nadian Forces. An officer is a leader trained to be responsible 
for a group of people. Higher levels of education and train. 
ing are required for officers than non-commissioned mem-
bers. Four rank groups are defined: General Officers, Senior 
Officers, Junior Officers, and Subordinate Officers. 

A non-commissioned member is any person other than an 
officer, who is enrolled in, or who pursuant to low is attached 
or seconded otherwise than as an officer to, the CF. They fall 
into three rank groups: warrant officers, non-commissioned 
officers and privates. 

nearly every demographic characteristic. CF personnel 
were much younger—more than 70% under 40 ver-
sus only 53% of civilians in 2002. This is not surprising 
since, unlike most other jobs, the forces still have a 

compulsory retirement age. Less than l%  of CF mem-
bers were 55 to 64, compared with ll%  of the work-
ing population. 
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International military expenditures, 2001 

Canada currently ranks 6th in NATO in terms of defence 
budgets and 1 7th in terms of defence spending as a shore 
of gross domestic product (GDP). 

Share 
Total 	 of GDP 

USS 	(billions) 
Belgium 2.2 1.3 
Canada 7.3 1.1 
Czech Republic 1.1 2.2 
Denmark 2.4 1.5 
France 25.3 2.6 
Germany 21.0 1.5 
Greece 3.3 4.8 
Hungary 0.8 1.8 
Iceland 0.0 0.0 
Italy 15.5 1.9 
Luxembourg 0,1 0.8 
Netherlands 5.6 1.6 
Norway 2.8 1.8 
Poland 3.7 1.8 
Portugal 1.3 2.1 
Spain 6.9 1.2 
Turkey 5.1 5.0 
United Kingdom 34.0 2.4 
United States 310.5 2.9 

Source: Deportment of Nafionai Defence 2008b 

Today's CF personnel, however, tend to be much older 
than 20 years ago. In 2007, only 28°1a of the regular 
forces were under 30 (DND 2008d) compared with 
53% in 1988 (Strike 1989). This change in the age pro 
file may reflect the general trend of population aging, 
delayed retirement, and the intentional decrease in new 
recruits as part of 1990s   downsizing. 4  Similarly, in 
2002, about one-quarter of regular personnel had less 
than 10 years of service compared with 56% in 1988 
(Strike 1989) . s 

Compared with the general working population, about 
twice the proportion of CF personnel were bilingual. 
More than 40% (46% for the regular forces and 349/a  
for reservists) spoke both official languages. Such high 
percentages are due to the high proportions of 
bilingual officers (73% in the regular forces) and mem-
bers from Quebec (77% bilingual). 

Overall, the Canadian military is predominantly 
male. However, women's representation has risen in 
recent decades. In 2002, 15% of all personnel were 
women-12°o in the regular forces and 21°o of 
reservists-up from 2% in 1972 and 10% in 1988 
(Strike 1989): 

Similar to their male colleagues, about one in fIve fe-
male members were officers in 2002. According to 
the most recent data (DND 2008d) for the regular 
forces, a higher proportion of women than men were 
officers (28% compared with 23%). 

Women's roles in the CF are quite different from those 
of men. More than 30% of women belonged to the 
air force compared with 24 0/a of men, while a smaller 
proportion were in the army (48% vs. 57%). Women 
worked in all types of military occupations including 
combat duty, but their distribution was considerably 
different from rnens.a  While about one-third of men 
in the CF reported combat arms as their occupation, 
I 1% of women did so. In 2002, about one-half of 
women worked in administration, logistics, security, 
intelligence, or emergency services compared with 19% 
of men. This indicates that women still continue to be 
concentrated in the more traditional support areas, in-
cluding medical and dental, with some increases in less 
traditional occupations, particularly naval operations 
and maritime engineering, and a modest increase in 
combat arms (Socters and \'an der Meulen 2006). 

An international comparison shows that women in the 
Canadian military have played greater roles (see Women in 
the mi1itay. Canadian women account for a higher share 
of personnel in the armed forces and a much higher share 
of deployments than in mari' other countries. 

Visible minorities under-represented 

A very small proportion of CF personnel were mem-
bers of visible minorities-only 6 0 /0 of all CF mem-
bers (5).:" of regular forces and Il% of reservists) were 
visible minorities compared with I 79/o of the civilian 
working population. This is much lower than the U.S. 
military's rate of 33% (Office of the Under Secretary 
of Defense, Personnel and Readiness 2006). Only 3% 
of officers in the regular forces were members of vis-
ible minorities. 

Similarly, a very small portion were immigrants (6% 
compared with 21%). The low rates of visible minor-
ity and immigrant members may be related to the citi-
zenship requirement for joining the CF. Currently, only 
Canadian citizens can join the regular forces (DND 
2008e).t 



Women in the military 

Canada was one of the first NATO member countries to legally admit women 
to the military (1951) and has among the highest participation of women in terms 
of proportion of the force and deployment responsibilities. 

Year of 
admittance 

Proportion 
in 2005 

Deployed in 
2005/2006 

Belgium 1975 8.3 20.6 
Bulgaria 1995 6.0 
Canada 1951 12.6 26.8 
Czech Republic Early 1980s 12.2 
Denmark 1962 5.0 6.0 
France 1972 12.8 5.0 
Germany 1975 6.0 3.5 
Greece 1979 16.0 
Hungary 1996 4.3 8.0 
Italy 1999 1.0 
Latvia 1991 20.0 
Lithuania 1991 9.1 

Luxembourg 1980 5.7' 
Netherlands 1979 9.0 
Norway 1977 6.3 
Poland 1988 0.5 1.3 
Portugal 1992 8.4 Up to 10 
Romania 1973 5.0 
Slovakia Early 1980s 7.1 
Slovenia 1991 15.4 
Spain 1988 10.7 
Turkey 1955 4.0 
United Kingdom 1949 9.0 
United States 1948 15.5 11.0 

1. 2006. 
Source: Committee on Women in the NATO Forces (NATO 2008) 
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However, even after excluding 
recent immigrants (in Canada less 
than 10 years) and adjusting for 
age, significant differences in visible 
minority and immigrant represen-
tation remain between the CF and 
the civilian working population 
(data not shown). The under-rep-
resentation of visible minorities in 
the CF can be explained by many 
factors (Jung 2007): the importance 
of education, family, and ethnic 
identity;" a relatively low ranking of 

military service as a career, com-
bined with the negative image pro-
vided by their own native militaries; 
and insufficient numbers in senior 
ranks to provide the necessary posi-
tive role models. However, visible 
minority representation in the CF 
is important because they are the 
fastest growing segment of the 
Canadian population, particularly 
in the traditional recruitment target 
age group of 17 to 24 (Rueben 
2004). 

Wages, income and 
education 

Whereas the earnings of civilian 
workers remained relatively con-
stant at $35,000 (in 2002$) for the 
last decade and a half, CF person-
nel experienced steady increases 
since the late 1990s. On average, 
they have earned more than other 
public sector employees since 1999 
(Chart B).2  Earnings of reservists 
increased in recent years, although 
their average was as low as $21 ,000 
in 2006, which is not surprising 
given that as part-timers many of 
them had other jobs. As well, 
about 40% of them were still stu-
dents (DND 2004b). 

Rising military wages and salaries 
correlate with the age structure of 
the members. The aging of CF 
personnel was accompanied by in-
creased levels of experience. In 
1988, 35 9 /0 of personnel had served 
10 to 24 years and only 9% had 25 
or more years of service (Strike 
1989). In 2002, 63% had served 10 
to 24 years and 13% had 25 or 
more. 

The steady increase in earnings also 
coincided with rising levels of edu-
cation. To meet the high technical 
demands of modern warfare, 
more recognized training and edu-
cation are necessary, in 2002, more 
than half of CF members aged 25 
or older had a postsecondary 
degree or diploma (88% of offic-
ers; 37%  of non-commissioned 
members in the regular forces, 63% 
in the reserves). In 1988, 19% of 
regular force personnel had a post-
secondary degree or diploma and 
26% had less than high school 
graduation (Strike 1989).' By 2002, 
postsecondary graduation had 
increased to 48% and less than high 
school graduation had fallen to 7%. 
Even with the increase, postsec- 



Chart C CF members had higher median personal income 
than civilian full-time workers 
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'I significantly different fom the some sex group of regular forces at 0.05 or less 
significantly different from the some sex group of officers at 0.05 or less 

Source: Statistics Canada, Canadian Community Health Survey Cycle 1 .2, 2002. 
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Chart B CF members had higher overall 
earnings than civilian workers 

$ ,000 

Regular forces 

her public Total  
secr employees 	

ilitar_,.— 

Civilian workers 

Reserve forces 

1991 	1994 	1997 	2000 	2003 	2006 

Note: Earnings in 2002 dollars. 
Sources: Deportment of National Defence, Military personnel and 

wages and solories; Statistics Canada, Survey of 
Employment, Payrolls and Hours, 1991 to 2006. 

Not surprisingly, incomes of CF personnel vary con-
siderably by rank—personnel are paid first by rank 
and then by specific occupation. Among men, the 
median income in 2002 was $73,000 for officers and 
$48,000 for non-officers. 

As well, clear differences were evident in the median 
incomes of men and women for all groups except the 
reserves. Among officers, the median income for men 
was higher than for women ($73,000 vs. $59,000), 
mainly due to the high share of men found at higher 
ranks. As the forces are a bottom-loaded system, it 
may take considerable time for women to achieve 
greater representation at senior levels Truscott and 
Dupre 1998). 

The income gap between the sexes may also be 
related to the concentration of women in more tradi-
tional support areas. For instance, only 41).!()  of women 
in the regular forces had participated in three or more 
deployment missions lasting three months or longer, 
compared with 26% of men. In addition, women's 
years of service were much lower than mcn's—onlv 

ondary graduation among CF per-
sonnel was lower (539/o) than for 
civilian workers aged 25 or older 
(59%). However, members of the 
rcscrvcs had higher rates (69%), 
reflecting on-campus recruiting. 

As with earnings, the annual income 
of military personnel was also 
higher than that of the full-time 
working population. In 2002, the 
median personal income of men in 
the CF was $50,000 compared 
with $40,000 for their civilian 
counterparts (Chart Q. Among 
women, even non-commissioned 
members had higher incomes than 
the Canadian median ($42,000 vs. 
$30,000). The higher incomes for 
CF members may be explained in 
part by a variety of allowances 
received in addition to their sala-
rics—for example, for exceptional 
hazard, field operations, para-
troops, aircrew, rescue specialist, 
diving, sea duty and submarine. 



Table 3 Characteristics of psychological well-being among 
members of the military 

	

Regular 	Reserve 	Civilian 
All 	forces 	forces 	workers 

% 
Life dissatisfaction 4.6 5.0 3.8 4.0 

Negative self-perceived 
mental health 7.8' 9.1 4 . 8* 1  59 

Alcohol dependence 4.8' 1  4.2" 6.2" 3.3 

Major depression 6.9' 8.0' 4.2 , * 1  4.8 

significantly different from total civilian workers at 0.05 or less 
significantly different from regular forces at 0.05 or less 

1. significance disappeared after age.sex adjustments. 
Source: Statistics Canada, Canadian Community Health Survey Cycle 1.2, 2002. 
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S% had served for 25 or more 
years in 2002, compared with I 4% 
of men. 

Psychological well-being 

Small but stausticalh-  significant dif-
ferences in psychological well-
being existed between full-time CF 
members and the civilian work- 
force in 2002 (see Pycbo-socia/ we/I-
bein, Members of the regular 
forces were more likely to be dis-
satisfied with their life (5% vs. 4%), 
to perceive their mental health as 
fair or poor (9% vs. 6/o) and to 

have had major depression in the 
past 12 months (8°/0 vs. 5%). As 
well, compared with reservists, 
regular forces personnel showed a 
higher prevalence of dcpression 
and negative self-perceived mental 
health (Table 3). 

For better comparability, the psy-
chological well-being of civilian 
full-time managers was compared 
with that of military officers in the 
regular forces (Chart D). Similarly, 
non-commissioned personnel were 
compared with non-rnanagers.' 
Military officers had higher rates of 

negative self-perceived mental 
health and major depression; and 
non-officers seemed to have lower 
psychological well-being (Chart E). 
More than 5% of non-commis-
sioned members were dissatisfied 
with their life and 9% felt that their 
mental health was fair or poor. 
Compared with less than 5% of 
non-managers. 8% of non-com-
missioned staff had had a major 
depression in 2002. 

Differences in alcohol dependence 
disappeared after age-sex ad just-
ments. Higher rates of dependence 
among CF personnel were due to 
their being young and predomi-
nantly male. 

To investigate whether any specific 
groups in the CF are under a 
greater risk of psychological ill 
health and work stress, multivariate 
logistic regression models were 
developed. Associations between 
psychological health and military-
related variables such as rank, type 
of CF (regular or reserve), career 
deployments, and months absent 
due to military responsibility,  were 
examined while controlling for 
possible confounders such as age, 
marital status, income and educa-
tion. Psychological well-being and 

Psycho-social well-being 

Life dissatisfaction: very satisfied, satisfied, neither sat-
isfied nor dissatisfied, dissatisfied, or very dissatisfied. For 
this article, respondents answering very dissatisfied or dis-
satisfied were considered to have life dissatisfaction. 

Negative self-perceived mental health: excellent, very 
good, good, fair or poor. For this study, respondents answer-
ing fair or poor were considered to be in negative self-per-
ceived mental health. 

Major depression (past 12 months) is a period of two weeks 
or longer with persistent depressed mood and loss of 
interest or pleasure in normal activities, accompanied by 
symptoms such as decreased energy, changes in sleep and 
appetite, impaired concentration, feelings of guilt or hope- 

lessness, or suicidal thoughts. The definition and criteria are 
from the Diagnostic and Statistical Manual of Mental Dis-
orders used by the American Psychiatric Association. 

Alcohol dependence (past 12 months) is measured by ques-
tions on alcohol use and behaviour and attitudes towards 
drinking. The definition includes alcohol-related withdrawal, 
loss of control, or social or physical problems. The questions 
are based on an international instrument that provides di. 
agnostic estimates for psychoactive substance use disorder. 

The algorithms used to measure the 12-months prevalence 
of major depression and alcohol dependence are available 
in the Annex of the 2004 Health Reports supplement (Sta-
tistics Canada 2004). 



Chart D Military officers had higher work stress than civilian 
managers 
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more than 12 months in the past 
24 were almost twice as likely to 
have alcohol dependence as those 
away less than 6 months. 

Members of the regular forces 
were almost twice as likely as re-
servists to perceive their mental 
health as poor or fair rather than 
good, very good, or excellent. 
Women in the CF were 1.7 times 
more likely than men to have been 
depressed in the past 12 months. 
Compared with married personnel, 
those never or previously married 
had a significantly higher prevalence 
of mental health problems such as 
life dissatisfaction, negative self-
perceived mental health, and alco-
ho! dependence (data not shown). 
These findings on inter-group dif-
ferences are generally consistent 
with studies on the U.S. military 
(flourani et al. 2006). 

work stress were measured by 
prevalence of life dissatisfaction, 
negative self-perceived mental 
health, 12-month major depres-
sion, job dissatisfaction, high job 
strain, and alcohol dependence. 
Since the analyses were based on 
cross-sectional data, neither causal-
itv nor temporal ordering of events 
can be inferred. 

Being away from home for long 
periods of time due to deploy-
ment, exercises, sea time, individual 
or collective training courses, tem-
porary duty, aid to civil authorities, 
or Canadian disaster relief missions 
was associated with life dissatisfac-
tion and alcohol dependence (Ta-
ble 4). The effects were significant 
even after controlling for other 
socio-demographic and military-
occupation variables such as sex, 
age, personal income, education, 
deployments and years in the serv-
ice. CF members away from home 

Chart E Military non-commissioned personnel had higher life 
and job dissatisfaction than civilian non-managers 
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Table 4 	Adjusted odds ratios for psychological well-being and work stress among military 
personnel 

Negative 
Life self-perceived Major Job High Alcohol 

dissatisfaction mental health depression dissatisfaction job strain dependence 

adjusted odds ratio 
Sex 
Men (ref') 1.00 1.00 1.00 1.00 1.00 1.00 
Women 1.10 1.44' 1.70' 0.99 1.24' 0.40' 

Rank 
Officers (ref') 1.00 1.00 1.00 1.00 1.00 1.00 
Non-commissioned 1.50* 1 . 62* 1.65* 1,16 1.14 1.58' 

Total forces 
Regular 1.48' 1.89' 2.05' 1.60' 1.44* 1.03 
Reserve (ref') 1.00 1.00 1.00 1.00 1.00 1.00 

Number of deployments 
in career 

None (ref ') 1.00 1.00 1.00 1.00 1.00 1.00 
ito 2 0.75' 0.82 0.94 1.10 0.98 1.25 
3 or more 0.97 1.12 1.10 0.92 0.92 0.87 

Months away from home 
in past two years 

Less than 6 (ref') 1.00 100 1.00 1.00 1.00 1.00 
óto 12 0.94 0.99 0.90 0.99 Lii 1.21 
More than 12 1 . 26* 1.09 1.09 1.26 1.56' 1.71' 

significantly different from reference group (ref) at 0.05 or less 
Note: Adjusted for age, moritol status, personal income, education and years served. 
Source: Statistics Canada, Canadian Community Health Survey Cycle 1.2, 2002 

Work stress 

Full-time (:1:  mcmbcrs and civilian workcrs reported 
different types of work stress (see Measurin,g stress. CF 
personnel indicated higher levels of job security and 
co-worker support. Less than 2% of military person-
nel felt job insecurity compared with 14% of full-time 
civilian workers (Table 5). High co-worker support 
among CF members may be related to the nature of 
military work, which involves close collegial collabo-
ration and clear role definitions. 

On the other hand, members of the regular forces 
were less likely to be satisfied with their job-13% 
reported job dissatisfaction compared with 10% of 
civilians. As well, 28% of the forces had high job strain 
compared with 23% of civilians. 11  This indicates that 
more CF personnel felt their job requirements did not 
match their capabilities, resources or needs. 

Table 5 Work stress among members of the 
regular forces 

Civilian full- 
Regular forces 	time workers 

Job insecurity 1.8' 14.3 

Job dissatisfaction 12.7' 95 

High job strain 28.4' 22.9 

Low co-worker support 37.4' 40.7 

Self-perceived work stress 30.8' 33.2 

* significantly different from civilian full-time workers at 0.05 or less 
1. significance disappeared after age-sex adjustments. 
Source: Statistics Canada, Conodian Community Health Survey Cycle 

1.2, 2002. 
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To be more specific, 26% of military officers had high 
job strain compared with 16°/o of full-time civilian 
managers. Compared with non-managers in civilian 
jobs, non-commissioned members of the military 
showed higher job strain (29% vs. 24%) and job dis-
satisfaction (13% vs. 10%). 

Multivariate analyses reaffirmed that high job strain was 
also associated with months away from home due to 
deployment responsibilities—CF personnel away from 
home more than 12 months were 1.6 times more likely 
to have job stress than those away less than 6 months-
but that the number of deployments had no signifi-
cant impact. Even though women deploy less 
frec1uently than their male colleagues, they were 1.2 
times more likely to have high job strain. The number 
and length of deployments were not associated with 
work stress among women in the CF (data not 
shown). 21 ' As well, regular personnel were 1.6 times 
more likely than reservists to be dissatisfied with their 
job—similar to the U.S. situation, where military job 
satisfaction was reported to be higher among the re-
serves and National Guard personnel than among 
those on active duty (Sanchez et al. 2004). 

Conclusion 

The Canadian military has faced numerous changes and 
challenges in recent decades. After a steady decline in 
the 1990s, the number of personnel has increased since 
2001. In 2006, the CF comprised 64,000 full-time regu-
lar force members and 24,000 reservists. Military 
members are much younger than other workers. The 
number of women among both officers and non-
commissioned members has grown since the early 
1970s (Strike 1989) and their roles in the CF have ex-
panded. Yet women accounted for only 1 5% of the 
CF (12% of regular forces) in 2002. Visible minorities 
were also significantly under-represented, less so 
among reservists. 

Education and income levels of CF personnel 
increased over the past decade. More than half had 
postsecondary graduation and average earnings of 
regular forces personnel were higher than those of 
other public sector employees. Since the late 1990s, 
average CF pay has increased rapidly. 

Although CF personnel reported solid job security and 
co-worker support, they experienced some issues re-
lated to psychological well-being and work stress. 
Compared with the overall working population, they 
reported higher rates of life and job dissatisfaction, 

Measuring stress 

To measure work stress, the CCHS employed on obbrevi-
oted version of Korasek's Job Content Questionnaire (JCQ). 
The CCHS measured work stress of respondents who worked 
at jobs or businesses in the post 12 months. Twelve items 
in the JCQ (for details see Pork 2007) are used to meas-
ure job control, psychological demands, job insecurity, and 
social support at workplace. The lob  strain rotio was cal. 
culated by dividing the adjusted score for psychological 
demands by that of lob control. A small constant (0,1) was 
added to numerator and denominator to avoid division by 
0. To deal with outliers, scores were capped at 3. Respond. 
ents were classified as being in high lob strain if the ratio 
was 1.2 or higher. 

Respondents who strongly disagreed or disagreed with "your 
job security is good" were classified as having job inse-
curity. Respondents were classified as having low social 
support at workplace if they agreed or strongly agreed 
with being exposed to hostility or conflict from the people 
they work with or disagreed or strongly disagreed with su-
pervisors' or co-workers' being helpful in getting the job 
done. 

Additionally, respondents were asked if they were very sat-
isfied, somewhat satisfied, not tao satisfied, or not at all 
satisfied with their job. Those who were not too satisfied 
or not at all satisfied were classified as having job dissat-
1sf action. 

Self-perceived work stress at the main job or business 
in the past 12 months was measured by asking whether most 
days at work were not at all stressful, not very stressful, a 
bit stressful, quite a bit stressful, or extremely stressful. 
Respondents answering quite a bit or extremely stressful 
were classified as having high self-perceived work stress. 

job strain, major depression, and self-perceived nega-
tive mental health. This was particularly true for 
women, the regular forces, non-commissioned mem-
bers and those who had to be away from home for 
longer-term deployment responsibilities. 

U Notes 

1. The decrease in the 1990s was facilitated by the Forces 
Reduction Program (FRP), which offered a compensa-
non package designed to entice members to take early 
release or retirement. The FRP resulted in the release of 
almost 14,000 members (Truscott and Dupre 1998). 

2. Since the CCHS was conducted in 2002, the year of the 
first major wave of Canadian soldiers to Afghanistan, the 
sample did not include those on or returning from 
deployment. As well, it is unlikely that those awaiting 
imminent deployment would have participated in the 
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survey. For post-deployment health outcomes, see 
Zamorski and Galvin 2008 or US Department of Defense 
Task Force on Mental Health 2007. 

3. Another component is the Special Force. According to 
Queen's Regulations and Orders for the Canadian Forces, 
(Chief of Defence Staff 2008), members of the regular 
forces and members of the reserve forces on active service 
or having applied for and been accepted for continuing 
full-time military service may be placed in a special force 
established and authorized by the (;overnor in Council 
in an emergency, or if considered desirable in consequence 
of any action undertaken by Canada under the United 
i\Tations charter, the North Al/antic Treaty or any other 
similar instrument for collective defence. 

4. In 2004, the compulsory retirement age for the CF was 
extended from 55 to 60. 

5. Due to the increased number of recruits in recent years, 
in 2007 more than half of CF members had less than 10 
years of service (DND 2008d). 

6. This is much higher than the percentage of bilingual 
workers (46%) in the province of Quebec (data not 
shown). 

7. Women's representation in the regular forces increased to 
I4°/o in 200 (DND 2008d). 

8. In 1989, a human Rights Tribunal ordered the CF to 
fully integrate women into all occupations (except sub-
marine service) by 1999. After the last barrier of subma-
rine duty was lifted in 2001, all military occupations were 
open to women (Bourgon 2007; Chief Review Services 
1998). Canada was the first NATO country to achieve 
this, although Norway, I)cnmark and Belgium have since 
followed. 

9. Many allied nations including the UK still do not allow 
women in combat. 

10. CF policy states that applicants must hold Canadian 
citizenship. However, a waiver may be granted by the 
Commander of the Canadian Forces Recruiting Group 
(CFRG) for exceptional cases: holders of Permanent 
Resident Status who possess specialized skills/qualifica-
tions the CF needs and cannot fill with a Canadian citizen 
and who do not pose a risk to any national interest 
(DND 20080. 

11. This also explains their relatively higher interest in the 
reserves, since the primacy of family, higher education, 
and professional (respectable) careers can still be pursued 
within the civilian sector (Jung 2007). 

12. The data for public-sector employees include both full-
and part-time workers. 

13. Trades certificate or diploma, college diploma or certifi-
cate, university certificate, or bachelor's or post-graduate 
degree. 

14. Strike used rates for all age groups, rather than 25 or 
older. 

15. Many individuals join the reserves while attending uni-
versity since the CF offers pay and summer jobs that may 
be ideal for students. 

16. By 2007, 7% of women had served 25 or more years 
(DNI) 2008d). 

17. This comparison is not perfect since some high-ranking 
non-commissioned personnel play the role of manager 
or supervisor. 

18. The comparison with the general working population 
focuses on the regular forces because it is not known 
whether reservists refer to their military service or civilian 
job as the source of work stress. 

19. Similarly, U.S. military personnel were reported to have 
higher job stress and dissatisfaction than their civilian 
counterparts (Pflanz and Sonnek 2002; Sanchez et al. 
2004). According to a recent study, more than one-
quarter of the military population studied reported 
significant job stress (Pflanz and Ogle 2006). 

20. Similar findings were found in a U.S. study. For men, 
first deployments and longer deployments were associ-
ated with an increase in meeting criteria on one of the 
clinical scales. In contrast, women's overall primary screen 
rates remained relatively stable throughout the deploy -
ment, regardless of how long they were deployed or 
whcther they had been previously deployed (Huffman et 
al. 2000). 
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Raj K. Chawla 

T he Canadian economy performed well 
between 1999 and 2005. Buoyed by rising 
incomes coupled with stable inflation and low 

interest rates, Canadians went on a spending spree.' 
However, much of the increased spending was 
financed through credit, as the personal savings rate 
fell from 40% to 1.6% and per capita debt climbed 
to $28,400 in 2005. Did this additional debt support 
increased consumption or was it invested in appreci-
ating assets? 

Using the Survey of Financial Security, this paper com-
pares family assets and debts in 2005 with the situation 
in 1999. The survey collected data on 18 financial 
assets, ranging from the risk-free (bank accounts and 
term deposits, Canada Savings Bonds) to riskier 
investments in stocks and mutual funds—whether tax-
sheltered like RRSPs or not. 

Families are divided into seven cohorts, based on the 
year of birth of the major income recipient (MIR), 
ranging from those in their 20s in 2005 to those 80 
and over (see Data source and definitions. These cohorts 
are matched back to major income recipients from 
the same birth cohorts surveyed in 1999. For example, 
those aged 22 to 30 in 2005 correspond with 16- to 
24-year-olds in 1999. These seven groups are not true 
cohorts since they consist of 'similar' individuals at two 
points in time. Nevertheless, they provide an intuitive 
look at the accumulation of assets and debts across 
the life cycle. 

The groups together paint a portrait of the typical fam-
ily as it passes along the life course: finishing their edu-
cation and leaving the parental home (20s); launching 
their careers and starting new families (30s); amassing 
assets and raising the next generation (40s); paying off 
major debts and beginning retirement planning (50s); 
winding down careers and casing into retirement (60s); 
downsizing and drawing on savings (70s); and, finally, 
managing assets as the end of life approaches (80s). 

Chart AThe proportion of debtors increases 
early in the life cycle but declines 
steadily later 
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Data source and definitions 

The analysis is based on the Survey of Financial Security 
(SF5) for the years 1999 and 2005. The survey collected in-
formation on family demographics, assets and debts at the time 
of the survey, and income during the preceding calendar year. 
If covered private households in the 10 provinces. Excluded 
were persons living on Indian reserves, members of the armed 
forces, and those living in institutions such as prisons, hospi-
tals, and homes for seniors. 

Each year used a regular area sample supplemented by a small 
sample of 'high income' households in order to improve wealth 
estimates at the upper end of the income distribution. Financial 
data were sought from the family member most knowledge-
able about the family's finances. Although the sample size of 
the 2005 SFS was about one-third of that in 1999, the sur-
veys were otherwise identical. This simplifies not only the com-
parability of wealth by components, but also measurements 
of change over time. Nonetheless, two adjustments were made 
to the 1999 data: first, the sample was re-weighted follow-
ing the procedure used for the 2005 sample, and second, all 
money data were converted to 2005 dollars in order to 
remove the effect of inflation—acknowledging that if may not 
have affected all assets uniformly. The analysis is based on 
o sample of 15,933 families in 1999 and 5,103 in 2005. 

Family refers to economic families and unattached individuals. 
An economic family is a group of persons sharing a common 
dwelling and related by blood, marriage, common low or 
adoption. An unattached individual lives alone or with 
unrelated persons. 

The major income recipient is the family member with the 
highest income before tax. If two persons had exactly the some 
income, the older one was selected. 

Pre-tax family income is the sum from all sources during 
the calendar year received by family members aged 16 and 
over Sources include wages and salaries, net income from 
self-employment, investments, government transfers, pensions, 
scholarships and alimony. Excluded are income in kind, tax 
refunds, and inheritances. 

Government transfers include all direct payments from 
federal, provincial and municipal governments to individu-
als or families. These include Child Tax Benefits, Employment 
Insurance, Canada/Quebec Pension Plan benefits, Old Age 
Security, Guaranteed Income Supplement, Spousal Allowance, 
Goods and Services Tax credit, workers' compensation, 
social assistance, provincial fax credits, and training allow-
ances. 

Financial assets consist of liquid and non-liquid assets. Liquid 
assets include deposits held in chequing and savings accounts, 
term deposits, guaranteed investment certificates, Canada 
Savings Bonds (including accrued interest), and other bonds. 
Non-liquid assets comprise registered retirement savings, 
registered education savings, registered retirement income 

funds, deferred profit sharing plans, treasury bills, stocks, 
mutuol funds, mortgages owned, loans to others, annuities, 
trust funds, and other miscellaneous financial assets. 

Non-financial assets are the market value of the owner-
occupied home, other real estate, market value of owned 
vehicles (including recreational), value of the contents of a 
residence, other valuables and collectibles, and other non-
financial assets. 

Business equity is the market value of business assets less 
the book value of debt outstanding. 

Savings in employer pension plans of the family level are 
the sum of accrued savings that can be claimed by members 
covered under such plans on termination of their job. Among 
retirees, these reflect their current entitlement. In both sur-
veys, such pension savings were estimated on the basis of 
information collected on the type of plan, yearly contribution, 
and the number of years contributed, etc. 7  Unlike conventional 
assets like a home or business, savings in such plans are not 
transferable except to a surviving spouse. 

Total debt comprises any mortgage on an owner-occupied 
home or other real estate and all non-mortgage debt; the latter 
includes amounts owing on credit cards, secured and unse-
cured loans (including lines of credit from banks and other 
institutions), car loans, and other unpaid bills. 

Wealth is total assets less total debt. It is based on market-
able assets (with the exception of savings in employer pen-
sion plans) that are in direct control of families. It does not 
include future claims on publicly funded income security 
programs or any potential returns on human capital (like 
employment income or the ability to generate investment 
income). 

To keep tables to a manageable size, wealth was examined 
in terms of eight components: savings in employer pension 
plan, business equity, home equity, equity in other real 
estate, and equity in vehicles, value of contents of residence, 
other non-financial assets, and net financial assets (total 
financial assets less total non-mortgage debt). 

Mean wealth is aggregate wealth divided by the total 
number of families, whereas median wealth is the value of 
which half the families have lower values and half have higher 
values. The mean value is affected by extreme values whereas 
the median is not. 

The Gini coefficient is a measure of inequality in a distri-
bution. It lies between zero (no inequality) and one (total in-
equality)—the closer it is to 1 .0, the greater the inequality in 
the distribution. 

A family is treated as a debtor if it owes any money on a 
mortgage or other debt, and as an investor if it has non-zero 
investment income for the reference year. Investment income 
includes interest earned on deposits and bonds, dividends from 
stocks or mutual funds, and net rental income. 

It is important to remember that this approach 
approximates how the assets and debts of a demo-
graphic cohort progessed over 6 years, as opposed to 
comparing groups of the same age at different points 
in time. 

Although the primary focus of the cohort analysis is 
the accumulation of wealth, it was the sharp increase 
in debt from 1999 to 2005 that motivated this study. 
Thus it begins with a look at the ebb and flow of debt 
across the life cycle (sec J'am//j co/ions). 
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Debt mounts until about age 40, then 
declines 

The rate of indebtedness is largely a function of life-
cycle stage. Young families typically start with low 
incomes and high expenses related to establishing a 
home and raising children. The imbalance is resolved 
by home mortgages and other forms of credit. As 
incomes increase over time and financial needs drop, 
families not only pay down their debt but also begin 
to invest, indebtedness peaks at over 80% by the time 
the MIR is 40 and then slides below 20% after retire-
ment (Chart A). On the other hand, the proportion of 
families with investment income increases steadily, 
from 15% for the youngest group in 1999 to 77% for 
the oldest in 2005. 

Chart B The debt-to-income ratio declines 
steadily after age 40 
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Although life-cycle patterns explain much of the asset and 
debt picture, economic trends are also important. His-
toricallv low interest rates at the beginning of the 2000s 
facilitated borrowing—the overall debt-to-income ratio 
jumped from 1.02 in 1999 to 1.21 in 2005—as average 
debt jumped by almost a third, from $62,700 to $ 82,500,  
while average family income increased only about 10%, 
from $61,600 to $68,100 (Chart B). 
Only families with a major income 
recipient in their 70s reduced their av- 	Family cohorts 
erage debt load. Most of the new 
debt went into the booming housing 	To study changes in family wealth over time, the ideal source would be longi- 

markct, fuelled by low interest rates, 	tudinal. However, using surveys conducted at different times allows the crea- 
tion of groups of families (cohorts) sharing a common characteristic. The usual 

low down payment options and a 	classifying characteristic is the age of a person—in this study, the major income 
strong labourmarket. Still, othertvpes 	recipient at the time of the 1999 survey. While other characteristics such as the 

of debt grew in lock-step so that the 	type of family, area of residence, or income may change over time and con- 
taminate the concept of a cohort, a person s age is least volatile and easy to 

overall distribution changed little. 	use. 

Source: Statistics Conada, Survey of Financial Security, 1999 and 
2005. 

Even though more families were 
indebted and carrying larger fman-
cial liabilities in 2005, they were still 
wealthier—mean wealth holdings 
rose from $281,000 in 1999 to 
$380,700. Half of this additional 
wealth was non-financial— home 
equity, vehicles, other real estate, 
home contents, and valuables and 
collectibles. The other half con-
sisted of savings in employer pen-
sion plans, business equity and net 
financial assets. 

Families in their 20s 

Families in the youngest cohort 
represented 6% of all families in 
1999 (Table 1). Families in this (and 

To avoid the problem of a family of two or more changing over time into two 
or more unattached individuals or vice versa, families and unattached individuals 
are used collectively as a unit of analysis. Given the range of age groups, the 
major income recipient may have chonged, especially if one spouse retired and 
the other continued to work. Families with a major income recipient who was 
under 22 or who immigrated to Canada after 1999 were excluded from the 2005 
data (occounting for 5.2% of families and 1% of the total wealth). 8  No adjust-
ment was made for emigrants who left after July 1999, or for those who may 
have been temporarily away between 1999 and April 2005. 

Cohorts were created as follows: 

Year of birth 

Age of major income 
recipient at time of survey 

1999 	 2005 

In text, families 
are referred 
to as in their 

1975to 1983 (Cohort]) 16to24 22to30 20s 
1965 to 1974 (Cohort 2) 25 to 34 31 to 40 30s 
1955to 1964 (Cohort3) 35to44 41 to5O 40s 
1945 to 1954 (Cohort 4) 45to54 51to60 50s 
1935 to 1944 (Cohort5) 55to64 61 to7O 60s 
1925 to 1934 (Cohort 6) 65 to 74 71 to 80 70s 

i 	Pre - 1925 	(Cohort 7) 75 plus 81 plus 80s 
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Table 'I 	Pre-tcix income and wealth of families by cohort 

Change in mean 
wealth due to: 

Year of birth Change Families Value of 
of major income Total Mean Median Mean Median in mean with assets assets 
recipient Families wealth income income wealth wealth wealth or debts or debts 

% 2005$ % 
1999 100.0 100.0 55,600 43,700 281,000 120,500 99,800 7.9 92.1 
1975 to 1983 5.6 0.5 21,300 14,000 25,100 1,800 24,600 95.7 4.3 
1965 to 1974 18.6 6.3 49,400 42,800 94,600 32,800 85,500 34.0 66.0 
1955to1964 24.5 18.4 63,600 55,000 210,800 106,900 246,000 10.2 89.8 
1945to 1954 19.5 26.0 72,500 59,100 373,600 209,100 196,300 -0.7 100.7 
1935 to 1944 12.9 23.6 59,400 46,200 514,600 305,900 67,300 -37.6 137.6 
1925fo 1934 10.9 16.0 44,000 35,500 414,500 291,700 69,700 1.0 99.0 
Pre-1925 8.0 9.3 38,300 26,500 323,800 188,500 65,700 26.3 73.7 

2005 100.0 100.0 61,000 46,600 380,700 163,200 
1975 to 1983 15.7 2.0 40,300 32,700 49,600 13,000 
1965to 1974 17.7 8.4 67,100 57,000 180,100 91,500 
1955 to 1964 22.8 27.4 79,200 65,400 456,800 221,500 
1945to1954 18.7 28.0 70,500 58,100 569,900 330,700 
1935to1944 12.7 19.5 51,700 41,100 581,900 377,700 
1925 to 1934 8.5 10.8 42,100 33,100 484,200 332,400 
Pre-1925 3.8 3.9 35,000 26,900 389,500 237,200 

Source: Statistics Canada, Survey of Financial Security, 1999 and 2005. 

the next) cohort are at the stage of family formation 
and expansion, home purchase, and asset building. 
'Family' is used in the broad sense, since as many MIRs 
remained single as were married by 2005. Not sur-
prisingly, because accumulation takes time, young 
families have the lowest holdings of financial assets. 
By 2005, they had raised their share of total wealth 
from 0.5% to 2.0%. Their mean holdings nearly dou-
bled (from $25,100 to $49,600), almost entirely due to 
changes in the rates of asset ownership and debts 
owed. About half of this cohort's wealth gain came 
from home equity and contents and savings in an em-
ployer pension plan; another third came from net fi-
nancial assets. For instance, 269/6 owned a home in 
2005 compared with just 8% in 1999, while the re-
spective proportions in mortgaged homes were 95% 
and 76%. Even this early in their careers, 42°/i had 
RRSPs and 33% had employer pension plans in 2005 
compared with 21% and 13%, respectively, in 1999. 
On the other hand, seven in ten had outstanding loans 
(education, vehicle or other) or credit card balances 
owing. 

The composition of total financial assets changed the 
most (44 percentage points) for these young families. 
From having 55% of their assets in bank accounts and 
term deposits and 17% in RRSPs in 1999, they had 
switched to 50% in RRSPs and just 22% in accounts 
and term deposits by 2005. 

Families in their 30s 

This cohort represented 19 1 0 of all families in 1999. 
Even though these families took on more additional 
debt (41%) than any other cohort, their mean wealth 
almost doubled-from $94,600 to $180,100. One-half 
of this increase came from home equity alone, fol-
lowed by increases of 15% in employer pension plans 
and 12% in net financial assets. These three compo-
nents accounted for nearly 80% of the increase in this 
cohort's wealth. 

By this stage, the majority were two-spouse families 
with children. More of them had a home with a mort-
gage, raising their rate of homeownership from 41% 
to 62%. And, to provide for their children's postsec-
ondary education, the proportion with RESPs jumped 
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from 7 0.'0 to 21 0,'o, compared with much smaller in-
creases for savings in an employer pension plan (from 
38% to 49%) or an RRSP (from 57% to 63%) 
(Table 2). 

Despite the substantial gains for this cohort, their 
share of total wealth increased only modcstly—trom 
6°o to 8 

Families in their 40s 

This cohort consisted of the latter half of the baby 
boomers. They were in their peak income years and 
represented 25% of all families in 1999. Even though 
they took 29 0X0 of the additional household credit, they 
improved their share of total wealth from 18% in 
1999 to 27% by 2005—the largest gain in wealth share 
of any cohort. 

A little over half of these families were couples with 
children and/or other relatives and another one-fifth 
were unattached individuals. Not only did the inci-
dence of homeownership among families in this 
cohort rise between 1999 and 2005 (from 63% to 
740/0), their holdings of other real estate also increased 
(from 15°/ito 21%). In fact, they had the highest change 
in the rate of ownership of other real estate. Although 
the proportion with RRSPs remained unchanged 
(65%), the proportion with RESPs more than dou-
bled—from 10% to 22%. And their employer pen-
sion plan participation rose from 4710 to 52%. 

These late boomcrs had the largest increase in wealth, 
more than doubling their holdings from $210,800 in 
1999 to $456,800 by 2005. Equity in a family home 
and other real estate accounted for almost one-half of 
this gain and business equity for another one-fifth. The 
remainder came from employer pension plans and net 
financial assets (Table 3). 

Families in their 50s 

The older baby boomcrs, within sight of retirement, 
accounted for 20% of all families in 1999. Their share 
of total wealth increased modestly—from 26% in 1999 
to 28% in 2005—all because of the amounts of assets 
and debts. Since many in this cohort had 
become 'emptv-nesters'—the proportion of two-
spouse families with children dropped from 30% to 
10%—thev likely had more money to invest or pay 
off debts. 5  Homeownership rose marginally from 
71.1 0,10 to 75.9% as did the proportions of those with 
RRSPs (from 66.8% to 69.2%) or employer pension 
plans (from 53% to 56%). 

These early boomers increased their wealth holdings 
by $196,300, bringing the amount to $569,900 in 2005. 
Accrued savings in employer pension plans alone 
accounted for 43%  of the gain, followed by 41% for 
equity in home or business. Net  financial assets 
accounted for a meagre 90  of the gain. 

Families in their 60s 

Families in this coh()rt were transitioning into retire-
ment. In 1999, more than half of them (55%) had 
employment earnings as the major source of income 
compared with less than one-third (32%) in 2005. 
Overall, they represented 13% of families in 1999, 
comprising largely couples and unattached individu-
als. Their share of wealth fell from 24% in 1999 to 
20% by 2005—not because their wealth declined, but 
because the wealth of other cohorts increased more. 

Three-quarters of these families lived in an owned 
home and a little over half had savings in employer 
pension plans. Not too surprisingly, the proportion 
holding RRSPs fell by 11 percentage points (from 66% 
to 55%), counterbalanced by a similar increase in the 
proportion holding RRIFs (in 2(105, it was still man-
datory to convert funds held in RRSPs into RRIFs by 
age 69). Also, the proportion owning a business fell 
from 21% to 13% and other real estate from 26% to 
2 10/0.  Apparently some families reaching their 60s 
opted to wrap up or sell their business or investment 
properties (if not transferred to the next generation) 
and convert the proceeds into financial or other assets. 

As might be expected, these families had the highest 
mean wealth—$581,900 in 2005 compared with 
$514,600 in 1999. An increase in home equity alone 
accounted for 59% of this gain, followed by 30 0/o for 
employer pension plans and 29°./o for net financial as-
sets. As business ownership dropped, so did the con-
tribution of business equity. 

Families in their lOs 

These elderly unattached individuals and couples con-
stituted 11% of all families in 1999. They were mostly 
retired, with government transfers and retirement 
income as their major sources of income (see Fain/lies 
dependent on government transfers). Between 1999 and 
2005, their share of total wealth fell from 16% to 11% 
as their numbers dropped because of deaths and they 
began to use their savings to fund consumption. The 
proportions owning real estate, a business, vehicles, or 
RRSPs fell, whereas the proportions holding RRIFs or 
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Table 2 	Families owning selected assets and owing debts 

Year of birth of major income recipient 

1975-1983 1965-1974 1955-1964 1945-1954 1935-1944 	1925-1934 Pre-1925 Total 

1999 % 
Assets 
Home 7.8 41.0 62.5 71.1 74.4 717 61,6 59.6 
Other real estate 4.6 8.6 14.9 22.5 25.5 19.3 12.2 16.3 
Business 3.3 16.7 24.8 27.7 21.4 8.9 4.0 18.5 
Vehicle 45.8 74.0 81.5 83.3 82.8 78.2 59.8 76.5 
Employer pension plan 12.9 37.6 47.1 52.5 54.3 55.2 44.0 46.0 
Canada Savings Bonds 7.7 9.2 14.3 14.1 16.3 14.8 19.8 13.7 
Stocks or mutual funds 8.7 19.9 20.9 24.4 26.4 20.8 15.9 21.0 
Registered education 

savings plan 1.8 6.7 10.2 7.3 2.0 0.6 0.3 5.6 
Registered retirement 

savings plan 21.3 57.4 65.2 66.8 65.5 33.9 5.3 53.4 
Registered retirement 

income fund 0.0 F F F 5.2 33.6 25.7 6.5 

Debts 
Mortgage on home 5.9 37.4 49.3 42.2 24.3 9.4 3.0 32.0 
Line of credit 5.6 17.2 20.9 20.6 14.7 6.1 2.1 15.4 
Credit cards 27.8 43.6 41.0 36.3 27.8 16.3 7.4 32.7 
Vehicle loan 18.3 28.8 25.8 23.8 17.2 9.4 2.7 20.8 
Student loan 29.8 22.5 9.6 13.6 5.2 1.8 F 11.7 

Mortgage debt (overall) 7.0 39.3 52.0 45.4 27.5 10.9 3.2 34.3 
Non-mortgage debt 65.4 77.6 70.9 66.0 54.5 32.3 14.6 60.1 

Total debt 66.7 83.7 81.1 75.9 61.7 36.3 17.1 67.3 

2005 
Assets 
Home 25.8 62.2 73.9 75.9 73.4 72.0 61.0 63.9 
Other real estate 6.3 12.4 20.5 20.9 21.2 16.4 11.3 16.3 
Business 9.0 19.8 23.4 23.0 12.8 6.0 2.9 16.8 
Vehicle 63.9 81.6 80.4 83.7 79.1 71.1 56.4 76.8 
Employer pension plan 32.7 48.5 51.5 55.7 56.2 62.2 57.3 50.5 
Canada Savings Bonds 8.7 9.6 11.7 11.8 8.8 12.1 12.9 10.6 
Stocks or mutual funds 11.2 18.8 22.4 19.6 22.3 20.5 19.2 19.2 
Registered education 

savings plan 4.6 20.9 22.3 8.1 2.2 1.3 F 11.4 
Registered retirement 

savings plan 42.1 62.6 65.6 69.2 54.5 6.4 F 53.2 
Registered retirement 

income fund F F 1.1 2.4 15.5 51.6 27.8 8.3 

Debts 
Mortgage on home 24.6 55.9 50.0 35.2 18.3 6.0 F 34.8 
Line of credit 20.5 31.6 35.0 26.8 22.3 8.5 F 25.5 
Credit cards 40.2 45.4 40.5 37.2 23.9 12.2 5.4 34.8 
Vehicle loon 29.3 30.3 33.2 31.6 17.3 9.8 F 26.6 
Student loan 32.2 16.4 8.7 6.9 1.5 F F 11.5 

Mortgage debt (overall) 27.0 57.0 53.1 39.3 20.9 6.4 3.7 37.2 
Non-mortgage debt 72.9 77.5 72.3 67.2 48.7 27.1 13.7 63.3 

Total debt 76.8 87.8 80.6 74.1 54.1 29.9 16.1 69.9 

Source: Statistics Canada, Survey of Financial Security, 1999 and 2005 
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Table 3 	DecompositIon of growth in mean wealth and composition of wealth of families 

Year of birth of major income recipient 

1975-1983 1965-1974 1955-1964 1945-1954 1935-1944 	1925-1934 Pre-1925 Total 

$ 
Change In mean wealth 24,600 85,500 246,000 196,300 67,300 69,700 65,700 99,800 

% 
Decomposition 

by component 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Employer pension plan 15.4 15.3 15.4 43.2 30.2 21.3 53.5 26.3 
Business 4.5 5.9 19.3 17,6 -14.8 .13.5 -10.9 13.9 
Home 20.9 51.4 26.9 23.8 58.6 57.1 53.2 34.5 
Other real estate 1.6 5.9 20.4 5.3 -4.8 12.2 9.5 13.7 
Vehicle 6.4 3.3 0.7 1.0 0.5 -3.5 -1.9 0.8 
Contents of residence 15.8 6.7 1.2 -0.2 -2.6 0.8 -2.8 0.8 
Other non-financial assets 0.8 -0.5 0.2 0.0 3.6 1.0 .2.3 0.1 
Net financial assets 34.6 12.1 16.0 9.4 29.3 24.7 1.6 9.9 

Composition of wealth 
1999 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Employer pension plan 1.0 7.2 12.6 18.4 27.1 25.8 19.3 19.9 
Business 5.0 21.3 18.2 13.6 9.1 4.8 3.7 11.5 
Home 42.3 25.6 29.1 26.2 23.2 26.6 29.4 26.4 
Other real estate 14.6 6.9 5.4 6.9 6.7 5.1 4.2 6.1 
Vehicle 11.6 6.0 4.2 3.0 2.6 2.6 1.8 3.2 
Contents of residence 19.4 13.8 8.9 5.9 4.2 4.0 4.4 6.2 
Other non-financial assets 4.1 2.7 2.1 1.2 1.1 0.7 0.9 1.4 
Net financial assets 2.1 16.6 19.4 24.7 26.1 30.4 36.4 25.4 

2005 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Employer pension plan 8.1 11.0 14.1 27.0 27.4 25.2 25.1 21.5 
Business 4.7 14.0 18.8 15.0 6.3 2.1 1.2 12.1 
Home 31.7 37.8 27.9 25.3 27.3 31.0 33.4 28.5 
Other real estate 8.2 6.4 13.4 6.4 5.4 6.1 5.1 8.1 
Vehicle 9.0 4.7 2.3 2.3 2.3 1.7 1.2 2.5 
Contents of residence 17.6 10.4 4.7 3.8 3.4 3.5 3.2 4.8 
Other non-financial assets 2.5 1.2 1.1 0.8 1.4 0.8 0.3 1.0 
Net financial assets 18.2 14.5 17.6 19.4 26.5 29.6 30.5 21.4 

Source: Stotisttc5 Canada, Survey of Financial Socurty, 1999 and 2005. 

employer pension plans rose. 1' Between 1999 and 2005, 
these families increased their mean wealth by only 
$69,700 (to $484,200) with 57°/a coming from home 
equity alone, 25% from financial ascts and 2 1 "o from 
employer pension plans. 

Since mortality is a significant factor in the number 
and size of families in their 70s and 80s, it is important 
to note that the population in these cohorts is becom-
ing less comparable at the beginning and end of the 
period. Therefore, the increases in wealth observed 
towards the end of the life course in these artificial 
cohorts may be due to unequal probabilities of death 
across the wealth distribution. True longitudinal data 

would be required to determine whether wealth typi-
cally increases or declines towards the end of the life 
course. 

Families in their 80s 

In this age cohort, unattached individuals outnumbered 
couples. They dropped from 8% of all families in 1999 
to only 4% by 2005. Not surprisingly then, their share 
of total wealth fell from 9% to 4°/i. The proportion 
of homeowners remained unchanged at 61%, but the 
proportion of those with an employer pension plan 
rose from 44% to 57% (this apparent anomaly may 
arise because an elderly major income recipient is liv- 
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Changes in wealth distribution 

Families in their 20s, 30s and 40s took most of the house-
hold credit between 1999 and 2005 and also experienced 
major shifts in their wealth distributions. For example, the 
proportion of families in their 20s with a net worth of less 
than $10,000 dropped from 70% to 45%, whereas the pro-
portion worth between $50,000 and $249,999 jumped from 
7% to 24% as these families increased their financial as-
sets or bought a home. Overall, the distribution of wealth 
shifted by 26 percentage points for families in their 20s, 
24 points for those in their 30s and 23 points for the 40s 
cohort. The shift was minimal (7 points) for families in their 
60s. For instance, 14% had a net worth of one million 
dollars or more in 1999 compared with 15% in 2005. On 
the other hand, relatively more baby boomer families in 

their 50s and 40s increased their wealth to one million 
dollars or more (see Millionaire families for more details). 

Overall, the distribution of wealth shifted by 8 percentage 
points-all at the upper end of the distribution-as fami-
lies increased their wealth. However, the shape of the 
curve remained unchanged as median wealth stayed at 43% 
of the mean, and inequality measured by the Gini coeffi-
cient remained at 0.678. Statistically, the situation was not 
much different by cohort with the exception of families in 
their 20s and 30s whose wealth was slightly more equally 
distributed in 2005 than in 1999 as more of them owned 
a home. Median wealth rose from 7% to 26% of the mean 
for those in their 20s and from 35% to 51% for the 30s 
cohort-indicating reduced skewness in their wealth dis-
tributions. 

Distribution of families by wealth 

1975-1983 1965-1974 

Year of birth of major income recipient 

1955-1964 	1945-1954 	1935-1944 	1925-1934 Pre.1925 Total 

% 
1999 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Under $10,000 70.3 32.3 17.5 11.9 11.6 9.7 9.2 19.8 
$ 10,000 to $29,999 15.1 15.8 8.9 5.9 4.9 4.1 6.4 8.7 
$30,000 to $49,999 5.6 10.4 6,5 4.1 2.9 3.8 4.3 5.8 
$50,000 to $99,999 4.3 17.3 15.4 10.8 7.6 8.4 11.7 12.2 
$100,000 to $249,999 2.9 16.0 28.7 22.6 16.9 18.6 29.2 21.1 
$250,000to$499,999 0.5 5.8 14.3 23.1 19.8 27.6 21.5 16.4 
$500,000 to $999,999 0.7 1.6 6.7 15.1 22.2 19.3 11.7 10.8 
$ 1,000,000 or more 0.5 0.8 2.1 6.4 14.0 8.7 6.1 5.2 

Median/mean wealth ratio 7.3 34.7 50.7 56.0 59.4 70.4 58.2 42.9 
Gini coefficient of wealth ...' 0.755 0.656 0.615 0.586 0.537 0.586 0.678 

2005 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Under $10,000 45.1 20.9 12.3 10.5 9.7 6.0 7.6 17.6 
$10,000 to $29,999 18.1 10.6 5.8 5.5 2.4 6.5 9.9 8.3 
$30,000 to $49,999 9.4 5.2 4.1 2.3 2.3 2.3 3.8 4.4 
$50,000 to $99,999 13.7 15.5 10.2 6.1 6.2 6.8 9.1 10.1 
$100,000 to $249,999 10.3 25.4 21.3 17.7 19.2 20.6 20.1 19.2 
$250,000 to $499,999 2.5 14.9 23.7 19.9 20.4 21.7 23.4 17.5 
$500,000 to $999,999 0.5 5.7 13.8 22.1 25.0 23.5 17.4 14.2 
$ 1,000,000 or more 0.4 1.7 8.8 15.8 14.9 12.6 8.7 8.6 

Median/mean wealth ratio 26.2 50.8 48.5 58.0 64.9 68.6 60.9 42.9 
Gini coefficient of wealth 0.840 0.655 0.667 0.602 0.568 0.531 0.576 0.678 

1. Since many families had a negative wealth, the coefficient turned out to be greater than 1.0 and is not shown here 
Source: Statistics Canada, Survey of Financial Security, 1999 and 2005. 

ing with a younger spouse or other relative). Between 
1999 and 2005, mean wealth for these families in-
creased from $323,800 to $389,500. Similar increases 
in employer pension plans and home ecjuity accounted 
for most of the gain. 

Conclusion 

Between 1999 and 2005, Canadian families took on 
$215 billion of additional debt while increasing their 
wealth by $1,386 billion. Most of this additional wealth 
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Millionaire families 

The proportion of families with a net 
worth of one million dollars or more 
rose from 5% in 1999 to 9% in 2005. 
Almost all of the increase was concen-
trated among the baby boomers—for 
those in their 50s, the proportion 
jumped from 6% to 16%; for those in 
their 40s, from 2% to 9%. One in three 
millionaires were baby boomers in 
1999 compared with about 6 in 10 by 
2005. Among the oldest cohort, the 
proportion fell from 9% to 4% as a re-
suIt of deaths, business wind-ups, home 
downsizing, or use of financial ossets. 
The median age of the major income 
recipient in millionaire families fell 
from 58.2 to 56.9, but increased from 
43.7 to 46.4 among non-millionaires. 

On overage, millionaire families held 
10 times more wealth than non-mil-
lionaires ($1 .9 million versus $190,000 
in 1999 and $2.1 million versus 
$222,000 in 2005). While non-million-
aires derived most of their wealth from 
home equity and an employer pension 
plan, millionaires' wealth come mostly 
from net financial assets, followed by 

consisted of non-financial assets 
like a home, other real estate, vehi-
cles and contents of a residence, 
and the actuarial value of employer 
pension plans. Since most of the 
additional debt was in mortgages, 
many families may have acquired 
assets using leverage. 

business and home equity. The mean 
pre-tax income of millionaires, on the 
other hand, was only 2.5 times that of 
non-millionaires—S 135,000 versus a 
little over $50,000. Despite their 
higher incomes, the proportion of mil-
lionaires carrying debt increased from 
51% in 1999 to 58% in 2005, while 
non-millionaires with debt inched up 
from 68% to 71%. 

Wealth was more equally distributed 
than income for millionaires, but the 
reverse for non-millionaires. 

Gini coefficients for income 
and wealth 

1999 2005 

Income 

Millionaire families 0.425 	0.413 
Other families 	0.407 0.399 

Wealth 

Millionaire families 0.324 	0.339 
Non-millionaires 	0.602 	0.583 

Not all cohorts of families gained 
equally (see (han,ges in wealth dimi-
hution. Nearly half of the additional 
household wealth from 1999 to 
2005 was accumulated by baby 
boomers in their 40s and almost 
another third by those in their 50s. 
The gain for the former consisted 

of increased equity in a home, other 
real estate, or a business, and finan-
cial assets, whereas for the latter it 
came from home equity and 
employer pension plans. lamilics in 
their 20s and 30s improved their net 
worth by way of homeownership 
and other financial assets. 

A home remained a major asset for 
Canadian families and its equity the 
largest component of wealth for 
most. In fact, by 2005, home 
equity and employer pension plans 
constituted over one-half of total 
wealth for families in their 50s, 60s, 
70s or 80s. Rising real estate values 
pushed up home equity, and the ap-
preciation in home value, as a pro-
portion of home equity increased 
in importance for older owners. 

RRSPs remained the major finan-
cial asset for families from their 20s 
to their 60s and RRIFs for those in 
their 70s and 80s. Although more 
families in their 30s and 40s with 
children contributed to RESPs, 
amounts paled in comparison with 
RRSP holdings. On the other hand, 
the proportions of families invest-
ing in riskier assets like stocks and 
mutual funds outside of registered 
plans dropped for most cohorts 
between 1999 and 2005, as did the 
amounts in these holdings. 

Families dependent on government transfers 

In both 1999 and 2005, about one million families drew 
their entire pre-tax income from government transfers. Com-
pared with families receiving no transfers, these families 
were much older—the median age of the major income re-
cipient was 49.9 in 1999 and 54.2 in 2005. Their mean 
income was only about $12,000 compared with $100,000 
for other families. Because of their lower income coupled 
with age, less than 40% owed money compared with over 
80% of those without transfers. 

Even though their mean wealth rose from $35,000 to 
$57,000, it was still only about 10% of the level for those 

without transfers. Since one-fifth to one-fourth of transfer-
dependent families owned their home, this equity plus the 
value of the contents of residence constituted around 60% 
of their wealth compared with 30% for those with no trans-
fers. Transfer-dependent families also had relatively more 
equity in other real estate and very little in the way of net 
financial assets or employer pension plans. 9  

In both years, wealth was much more unequally distributed 
among transfer-dependent families. Part of this may be 
attributed to the low proportion of homeowners in this 
group. 
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Overall, neither the shape of the wealth distribution 
nor inequality changed between 1999 and 2005. None-
theless, general economic prosperity and rising real 
cstatc values resulted in 461,000 more families worth 
one million dollars or more—bringing the total to 1.1 
million by 2005. On the other hand, 134,000 fewer 
families were totally dependent on government trans-
fers. 

U Notes 

Between 1999 and 2005, per capita income of Canadians 
rose from $32,300 to $42,600 (or 31.9%) whereas the rate 
of inflation, measured by the change in the all-items 
Consumer Price Index, varied between I .8°/o and 2.8%, 
unemployment rate between 6.8% and 7.7%, and the 
trend-setting bank rare, that determines interest rates 
charged on a variety of personal loans including mort-
gages, between 2.50% and 5.770/0. 

2. Compared with the National Balance Sheet Accounts of 
the personal sector, a household survey collecting data on 
assets and debts usually provides underestimates of 
financial assets and slight overestimates of non-financial 
assets resulting in fairly comparable estimates ofwcalth. 
Under-reporting in a survey is primarily due to the poor 
recall capability and/or refusal of respondents. All of the 
missing data on components used to compile estimates 
of wealth are imputed. 

3. A similar approach was used in an earlier study on wealth 
(Chawla and Pold 2003). 

4. The current analysis is restricted to families by cohort 
based strictly on the age of the major income recipient 
rather than classifying families further into debtors and 
investors. Since the latter two concepts are much more 
volatile as families within a cohort may change status 
from debtor to investor and vice-versa, any further 
discussion based on these concepts is beyond the scope 
of this paper. 

5. All other things being equal, the monetary needs of a 
family drop when children leave home, and conse-
quenr]v, that family has the opportunity to improve its 
wealth situation by using the spare funds to aciiirc more 
assets and/or pay off any outstanding debts. On the 
other hand, if the departure of children encouraged that 
family to change its lifestyle and tastes and spend more 
on goods and services, then the situation would be 
different. 

6. An increase in the proportion holding savings in 
employer pension plans in this cohort may be attributed 
to a situation where an elderly major income recipient is 
likely living with a younger spouse and/or other family 
members. Data are analyzed at the family level. Different 
mortality rates between those with and without em-
ployer pension income may also be a factor. 

7. A detailed description of the methodology used to 
estimate savings in employer pension plans can be found 
in Siirvy of Financial Security - Met ho a'o/oy Jr estimatin,,g 
the value of employer pension p/an benefits (Cohen, Frenken 
and Maser 200 l).This paper and the SFS questionnaires 
are available on the Statistics Canada website 
(www.statcan.ca). 

8. In 1999, there were 12,216,000 family units with a total 
wealth of $3,432 billion. By 2005, there were 13,348,000 
families with a wealth of $4,862 billion. Excluding 
694,000 families with a major income recipient under 22 
or who immigrated to Canada after 1999, there were 
12,654,000 families remaining for the analysis. The 
difference of 438,000 families between 2005 and 1999 can 
be attributed to the re-weighting of the 1999 sample as 
well as to the dissolution of two-spouse families into 
lone-parents and unattached individuals and formation 
of new two-spouse units since some unattached indi-
viduals married by 2005. 

9. Transfer-dependent families, who were mostly renters, 
may have acquired real estate other than a home when 
their incomes were higher. Although incomes of families 
change as they dissolve or members become unem-
ploved, withdraw, or rerire from the labour market, some 
may have kept their assets intact. Income pertains to a 
given calendar year, whereas when an asset was purchased 
is not known. 
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Some of the topics in upcoming issues 

• Wages of older workers 
With the aging of the baby-boomers, age-earnings profiles will be of even 
more importance in forecasting future pension benefits payout. 

U Employment in the trades 
An anal sis of employment trends in selected trade occupations using 
socioeconomic and job characteristics. 

U Job quality 
An examination of recent contrary employment trends in "well-paid" 
manufacturing and "low-paid" retail trade. 

• Immigrants: Still settling for less? 
Despite their higher education level, immigrants continue to be over-
represented in low-skilled jobs and to have lower earnings than Canadian-
born workers. 

• Time-crunched families 
A profile of time-crunched families in the context of the increased labour 
market participation of women with children and the rising proportion of 
dual-earner families. 

• Employer top-ups 
A look at the trends in the proportion of mothers with a paid jol who 
receive a top-up from their employer after birth, as well as their socio-
demographic and job characteristics. 
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Recent reports and studies 

• From Statistics Canada 

• Activity limitations and employment 
Labour market performance was strong for people 
with activity limitations between 2001 and 2006, 
resulting in reduced gaps with Canadians without such 
limitations, in employment, labour force participation 
and unemployment. 

People with activity limitations posted strong growth 
in their employment rate, from 49.3% in 2001 to 
53.5% in 2006, narrowing the gap with the population 
without activity limitations (75.1% in 2006). 

Labour force participation for people with activity 
limitations rose from 56.9% in 2001 to 59.6% in 2006, 
again reducing the gap with people without activity 
limitations. 

The unemployment rate for people with activity limi-
tations dropped from 13.2% in 2001 to 10.4% in 
2006, narrowing the gap by roughly one-third with 
those without activity,  limitations. 

People with severe or very severe activity limitations 
experienced solid growth in the employment rate 
between 2001 and 2006, from 31.8% to 38.3%. 

For more information, see the July 24, 2008 issue of 
The Daily on the Statistics Canada's website 
(www. statcan.gc. ca). 

• Relative productivity levels in Canada 
and the U.S. 

Labour productivity was lower in Canada than in the 
United States during the late 1990s and early 2000s, 
largely because of differences in multifactor produc-
tivity. From 1994 to 2003, the aggregate level of 
labour productivity in Canada not only lagged that of 
the United States, but the gap also widened in the early 
2000s. 

In 1994, the aggregate level of labour productivity in 
Canada was about 89% of the US level. By 2003, it 
had edged down to 87%. 

Labour productivity is defined as real gross domestic 
product per hour worked. Differences in labour pro-
ductivity can be attributed to differences in either capi-
tal intensity or multifactor productivity. The relative 
levels of multifactor productivity measure the differ-
ence in the overall efficiency of an economy that arises 
from more efficient production techniques, technol-
ogy, firm innovation, firm organization, and firm scale. 

Lower labour productivity in Canada over this period 
was due to the lower levels of multifactor productiv-
ity. Capital intensity was higher in Canada than in the 
United States over the same period. 

For more information, see the July 21, 2008 issue of 
The Dai/ji on the Statistics Canada's website 
(www.statcan.gcca). 

U Labour productivity 
In the first quarter of 2008, the labour productivity of 
Canadian businesses declined for a second consecu-
tive quarter due to inclement weather, reduced work-
ing hours, and a widespread drop in manufacturing 
output, especially in the motor vehicle industry. 

Productivity of Canadian businesses edged down 
0.3% in the first quarter of 2008, slowing from the 
0.7% decline in the fourth quarter of 2007. The back-
to-back declines followed four quarters of growth. 

After reaching a plateau in the final quarter of 2007, 
gross domestic product experienced its first quarterly 
decline in nearly five years in the first quarter of 2008. 

At the same time, employment continued to expand, 
despite job losses in manufacturing. Total hours 
worked remained almost unchanged, however, as the 
sustained growth in employment was completely off-
set by a drop in average hours worked per job. 
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For more information, see the June 13, 2008 issue of 
The Dai(y on the Statistics Canada's website 
(www.statcan.gc.ca). 

• 2006 Census: Shelter costs 
In 2006, Canada's homeownership rate reached its 
highest level since 1971. At the same time, the propor-
tion of households spending 30% or more of their 
incomes on shelter increased slightly. Most of this in-
crease was for homeowners with mortgages as op-
posed to renters or mortgage-free owners. 

Of the 12.4 million households in Canada, more than 
8.5 million, over two-thirds (68.4%) owned their 
home, the highest rate since 1971. At the same timc, 
the proportion of households that rented their home 
slipped from 33.8% in 2001 to 31.2°./o in 2006. 

An estimated 3.0 million households, or 24.9% of the 
total, spent 30%  or more of their income on shelter, a 
slight gain from 2001. Among homeowners with 
mortgages, the proportion was 25.7%, up from 23.6 1 0 

in 2001. 

Shelter costs increased faster than the Consumer Price 
Index. For renter households, median annual shelter 
costs rose by 12.8% between 2001 and 2006. Over 
the same period, consumer prices increased by 11.3%. 
For owner households, spending on shelter increased 
by 21 .6°/i, almost twice the increase in consumer prices. 

For more information, see the June 4, 2008 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca ) 

• Hours worked and labour productivity 
in the provinces and territories 

Newfoundland and Labrador led the nation in labour 
productivity growth in 2007, while Alberta had the 
largest decline. In both cases, changes in the relative 
contribution of conventional crude oil extraction 
played a large role. 

Nationally, productivity increased 0.7% in 2007, simi-
lar to the pace in 2006, but much weaker than in 2005. 
The increase occurred in the context of an appreciat-
ing Canadian dollar, and natural resource prices that 
remained high because of strong global demand. 

Productivity surged 9.2% in Newfoundland and Lab-
rador thanks to a recovery from the output disrup-
tions that hindered oil extraction in 2006. 

In Alberta, the transition from the traditional oil 
industry to the more costly oil sands continued. At the 
same time, Alberta's booming population led to an 
expansion of the labour-intensive service sector. Both 
changes shifted the economy away from higher pro-
ductivity activities. 

Labour productivity increases also surpassed the 
national average in Prince Edward Island, Manitoba, 
Quebec, New Brunswick, Saskatchewan, Ontario, 
Yukon, and the Northwest Territories. 

For more information, see the May 14, 2008 issue of 
The Daily on the Statistics Canada's website 
(w1vw.statcan.gc.ca). 

• Canada's immigrant labour market 
Employment among core-age immigrants (25 to 54) 
increased 2.1% in 2007, thanks in large part to gains 
among immigrants in Quebec. 

l)espite this increase, the employment rate gap 
between immigrants and the Canadian born widened 
as the population of immigrants increased much faster 
than their employment. While the immigrant employ-
ment rate edged up 0.2 of a percentage point to 
77.9%, the employment rate for the Canadian born 
rose by 0.7 of a percentage point to 83.8%. 

Employment among core working-age immigrants 
rose by 52,000, or 2.1%, from 2006. This was stronger 
than the 1.3% growth among the Canadian born in 
the same age group. 

Employment for core-age immigrants reached nearly 
2.5 million. Full-time employment, which accounted 
for 909 ,'o of those jobs, increased 3.0%. 

In 2007, over one-half of the growth in employment 
among core working-age immigrants occurred in 
Quebec. 

For more information, see the May 13, 2008 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca). 

• 2006 Census: Earnings and income 
Median earnings of Canadians employed on a full-time 
basis for a full year changed little during the past quar-
ter century, edging up from $41,300 in 1980 to 
$41,400 in 2005 (in 2005 dollars). 
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Earnings of full-time full-year earners rose for those 
at the top of the earnings distribution, stagnated for 
those in the middle and declined for those at the bot-
tom. 

During this 25-year period, recent immigrants lost 
ground relative to their Canadian-born counterparts. 
Earnings disparities between recent immigrants and 
(;anidian-born workers increased not only during the 
two previous decades, but also between 2000 and 
2005. 

Between 1980 and 2005, median earnings of economic 
families in which at least one partner, or the parent, 
was aged between 15 and 64 increased by 930/  to 
$63,700. Earnings increases were greater for families 
than for individuals, mainly due to the increasing par-
ticipation of women in the labour market. 

Although their share has declined, couples with chil-
dren still have a higher median income than any other 
type of economic family. In 2005, their median in-
come amounted to $82,900, up 21.6°o from 1980, 
mostly due to the increase in dual-earner families. 

The median after-tax income of all economic families 
in 2005 was $57,200, compared with the total or pre-
tax median income of $66,300. 

For more information, see the May 1, 2008 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca). 

U From other organizations 

• Youth labour market performance: 
Canada versus the OECD 

Sustained economic growth and a very flexible labour 
market by international standards have contributed to 
rising employment rates and falling overall unemploy-
ment for all, including youth, according to a recent 
OECD report. 

The employment rate among 15 to 24 year-olds rose 
to 59.5 ° o in 2007, up from 51.5% in 1997, and well 
above the OECD average of 440/0  for both years. 
During the same period, the youth unemployment rate 
decreased from 16% to I 1%, below the 2007 OECD 
average of 13%. The long-term youth unemployment 
incidence is particularly low in Canada, 2% in 2007, 
compared with an OECD average of 20 1 /o. 

The school-to-work transition is smooth for most 
young Canadians, though it varies by province. Some 
in remote and rural areas and most Aboriginal youth 
on reserves still have a hard time finding a job. 

Canada combines a high youth employment rate with 
the highest proportion in the OlCD of young people 
attending university or college. Its secondary school 
drop-out rate, at 8.7% in 2005, is far lower than the 
13% OECD average. However, Aboriginal youth and 
low school achievers arc over-represented among early 
school-leavers, particularly in booming provinces such 
as Alberta. There are simply too few vocational 
programs to help them to stay in high school. See 
the OECD report [ohs Jr Ionth: Canada, June 2008, 
170 P. 

• The Francophone/Anglophone wage 
gap in Canada 

The wage differential between Francophone and 
Anglophone men fell by 25 percentage points from 
1970 to 200() within Quebec, but only by 10 points 
Canada-wide, largely because the wages of Quebec 
Anglophones fell by 15 points relative to other Cana-
dian Anglophones. Accordingly, the Canadian meas-
ure of the I7rancophone wage gap better reflects the 
changing welfare of Francophones than the Quebec 
measure. Over half of the reduction in the Canadian 
Francophone wage gap is explained by rising 
Francophone education levels. In Quebec, the declin-
ing number and relative wages of Anglophone work-
ers is best explained by a falling demand for 
English-speaking labour. See The wage gap between 
irancophones and An/ophones: A Canadian Perspectire, 
1970 to 2000 by David Albouy, NBFR working 
paper No. 14203, july 2008. 

• Wage and productivity stability in U.S. 
manufacturing 

Manufacturing plants vary considerably, even within 
industries. Consequently, the 'representative plant' 
view, which contends that all plants within an industry 
face the same technological changes and respond simi-
larly, is likely mistaken. Studies using the U.S. Census 
Bureau's Longitudinal Research Database have dem-
onstrated considerable plant-level heterogeneity in 
productivity and wages, even within narrowly defined 
industries. 
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'Plant effects' that persist over time are also seen. The 
implication is that unobserved, long-term, plant-
specific factors—perhaps including the size and 
nature of capital endowment, as well as managerial 
skills and approach—play a sizable role in deterni.in-
ing productivity and wage levels. Sec "Wage and pro-
ductivity stability in U.S. manufacturing plants" by 
Mark C. Long, Kristin M. Dziczck, Daniel D. Luria, 
and Edith A. Wiarda, \f"mfh/3' L,ahor ReiJew, May 2008. 

• Time use of working parents in the U.S. 
Working parents have many constraints on their time 
as they try to balance paid work, childcare, household 
activities, shopping, and leisure activities. This visual 
essay uses the 2003-2006 American Time Use Survey 
(ATUS) and looks at how married parents between 

the ages of 25 and 54, employed full time (usually 
working 35 or more hours per week), with at least 
one biological, step-, or adopted child under age 18, 
spend their time on an average day. 

The ATUS enables analysts to measure how Ameri-
cans spend their time in pr mary activities. This includes 
the time spent providing primary childcarc and more 
passive secondary childcare. Focusing on both primary 
and secondary childcare gives a more complete pic-
ture of parents' time spent providing childcare. See 
"Time use of working parents: a visual essay" by Mary 
Dorinda Allard and Marianne Janes, Monthly Labor 
Review, June 2008. 

We welcome your views on articles and other items that 
have appeared in Perspectives. Additional insights on the 
data are also welcome, but to be considered for publica-
tion, communications should be factual and analytical. We 
encourage readers to inform us about their current re-
search projects, new publications, data sources, and 
upcoming events relating to labour and income. 

Statistics Canada reserves the right to select and edit items 
for publication. Correspondence, in either official language, 
should be addressed to Perspectives on Labour and In-
come, 170 Tunney's Posture Driveway, 9-A5 Jean Talon, 
Statistics Canada, Ottawa, Ontario K1A 016. Fax 613.951-
4179; e-mail: perspectives@stotcon.gc.co.  
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Unionization rates in first half of 2007 
and 2008 

Average paid employment (employees) during the first 
half of 2008 was 14.4 million, an increase of 317,00() 
over the same period a year earlier (Table 1). On 
the other hand, union membership increased by 
only 53,000 to 4.2 million. With union membership 
growing less rapidly than employment, the unioniza-
tion rate declined slightly from 29.7% to 29.4%. 

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

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

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

Unionization rates fell from 31.2% to 30.9% for full-
time workers and from 22.9% to 22.7% for part-time 
workers. 

Chart A Newfoundland and Labrador, the 
most unionized province; Alberta, 
the least 

Newfoundland and Labrador 

Quebec 
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Saurce: Statistics Conoda, Labour Farce Survey, 
Jonuory.to.June averages. 

Data sources 

Information on union membership, density and coverage 	Data on strikes, lockouts and workdays lost, and those 
by various socio.demographic characteristics, including 	an major wage settlements were supplied by Human 
earnings, are from the Labour Force Survey. Further details 	Resources and Social Development Canada (HRSDC). 
can be obtained from Marc Lévesque, Labour Statistics 	Further infarmation on these statistics may be obtained 
Division, Statistics Canada at 613-951-4090. 	 from Client services, Workplace Information Directorate, 

HRSDC at 1-800.567-6866. 
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The unionization rate for permanent employees 
declined to 29.7%, but increased to 26.8% for those in 
non-permanent jobs. The rate fell in workplaces with 
fewer than 20 employees, and in those with 100 to 
500. On the other hand, it increased in those with more 
than 500 employees and those with 20 to 99 employ-
ees. 

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

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

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

Chart C Unionization in community service occupations far outpaced that in others 
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Table 1 Union membership and coverage by selected characteristics 

2007 	 2008 

Total 
Union density 	

Total 	
Union density 

employees 	Members 	Coverage 1 	employees 	- Members 	Coverage 1  

1 000 % % 1000 % % 
Both sexes 14,087 29.7 31.8 14,404 29.4 31.5 
Men 7,059 29.3 31.7 7,221 28.7 31.1 
Women 7,027 30.0 32.0 7,183 30.0 31.9 
Sector 2  
Public 3,257 71.7 75.2 3,443 71.0 74.5 
Private 10,830 17.0 18.8 10,962 16.3 17.9 

Age 
15 to 24 2,418 13.3 15.0 2,464 13.5 15.2 
25 to 54 9,911 32.7 35.0 10,032 32.3 34.5 

25 to 44 6,592 29.8 32.1 6,614 29.4 31.8 
45 to 54 3,319 38.3 40.7 3,418 37.7 39.7 

55 and over 1,758 35.1 374 1,909 34.6 36.5 
Education 
Less than Grade 9 323 25.9 27.7 316 24.7 26.0 
Some high school 1,490 21.1 22.8 1,502 19.9 21.6 
High school graduation 2,874 25.8 27.4 2,877 25.9 27.5 
Some postsecondory 1,188 20.9 22.9 1,283 22.1 23.8 
Postsecondary certificate or diploma 4,937 33.8 36.2 5,063 33.0 35.3 
University degree 3,274 34.1 36.9 3,364 34.3 36.9 
Province 
Atlantic 945 29.9 31.2 962 29.7 31.2 

Newfoundland and Labrador 187 36.6 38.3 193 36.8 39.0 
Prince Edward Island 58 29.5 30.7 60 29.6 311 
Nova Scotia 386 28.9 30.0 390 27.4 28.2 
New Brunswick 314 27.1 28.4 319 28.3 30.0 

Quebec 3,259 35.8 39.4 3,299 35.5 39.2 
Ontario 5,548 26.8 28.5 5,658 26.7 28.2 
Prairies 2,516 26,8 28.7 2,592 26.9 28.8 

Manitoba 505 35.9 37.7 517 35.1 37.1 
Saskatchewan 405 33.4 35.3 415 33.8 35.3 
Alberta 1,606 22.3 24.2 1,660 22.7 24.6 

British Columbia 1,818 31.0 32.9 1,894 29.8 31.4 

Work status 
Full-time 11,483 31.2 33.5 11,765 30.9 33.1 
Part-time 2,604 22.9 24.6 2,639 22.7 24.3 
Industry 
Goods-producing 3,209 28.2 30.5 3,214 28.4 30.4 

Agriculture 122 3.5 5.1 116 3.5 4.2 
Mining, oil and gas 285 20.2 22.1 285 23.7 25.6 
Utilities 131 66.7 71.2 151 67.7 70.5 
Construction 727 30.6 32.8 802 30.2 32.0 
Manufacturing 1,944 27.5 29.7 1,861 26.8 28.8 

Service-producing 10,877 30.1 32.2 11,190 29.6 31.8 
Trade 2,355 12.9 14.5 2,392 12.2 13.8 
Transportation and warehousing 673 41.7 43.8 700 40.6 42.5 
Finance, insurance, real estate 

and leasing 877 9.7 11.2 894 9.0 10.6 
Professional, scientific and technical 743 4.3 55 811 3.6 4.9 
Business, building and other 

support 519 12.9 14.7 522 13.7 15.3 
Education 1,175 67.8 71.5 1,187 68.1 71.7 
Health care and social assistance 1,605 53.3 55.5 1,650 52.1 53.8 
Information and cultural 642 25.1 26.8 632 24.9 26.9 
Accommodation and food 961 7.4 8.3 964 6.7 7.6 
Other 488 10.3 12.5 519 8.7 10.7 
Public administration 839 67.6 72.6 918 67.9 73.6 
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Table 1 	Union membership and coverage by selected characteristics (concluded) 

2007 2008 

Union density Union density 
Total Total 

employees Members Coverage 1  employees Members Coverag& 

Occupation 000 % 1 000 % 
Management 988 8.3 10.9 1,036 8.3 10.8 
Business, finance and administrative 2,700 24.9 27.0 2,840 24.3 26.3 

Professional 378 17.2 18.9 395 17.1 18.9 
Financial and administrative 685 23.2 25.6 775 22.4 24.6 
Clerical 1,637 27.3 29.4 1,670 26.9 28.8 

Natural and applied sciences 1,030 23.7 25.8 1,074 22.5 24.8 
Health 864 61.4 63.2 882 60.9 63.1 

Professional 101 40.2 45.3 89 41.6 47.0 
Nursing 266 81.2 82.9 275 77.2 79.1 
Technical 229 56.5 58.0 208 56.4 58.5 
Support staff 268 53.8 55.0 310 55.1 56.6 

Social and public service 1,298 57.7 61.0 1,351 56.7 59.4 
Legal, social and religious workers 589 36.8 40.0 640 37.1 39.4 
Teachers and professors 710 75.1 78.4 711 74.3 77.4 

Secondary and elementary 478 86.8 89.0 480 86.4 88.2 
Other 232 50.8 56.6 231 49.0 54.8 

Art, culture, recreation and sport 301 23.7 26.1 330 25.8 28.8 
Sales and service 3,674 20.0 21.7 3,658 20.1 21.8 

Wholesale 381 5.4 6.5 361 4.9 6.0 
Retail 1,062 12.3 13.6 1,037 11.6 12.8 
Food and beverage 561 7.8 8.6 533 9.1 10.0 
Protective services 231 54.9 62.0 245 51.8 59.0 
Child care and home support 190 45.6 48.7 185 47.3 49.6 
Travel and accommodation 1,250 26.1 27.7 1,297 25.9 27.3 

Trades, transport and equipment 
operators 2,007 36.5 38.8 2,094 35.5 37.5 

Contractors and supervisors 111 32.3 34.9 134 28.6 30.6 
Construction trades 256 37.7 39.9 274 37.5 39.6 
Other trades 793 39.6 41.9 850 36.4 38.6 
Transportation equipment operators 511 36.3 38.1 492 37.0 38.6 
Helpers and labourers 337 29.8 33.2 343 32.3 34.4 

Unique to primary industry 277 14.9 16.9 263 16.7 18.6 
Unique to processing, manufacturing 

and utilities 946 33.9 36.2 876 34.2 36.4 
Machine operators and assemblers 751 33.9 36.1 697 34.5 36.8 
Labourers 196 33.6 36.5 178 33.0 34.9 

Workplace size 
Under 20 employees 4,598 13.1 14.7 4,713 12.6 14.2 
20 to 99 employees 4,638 30.0 32.3 4,708 30.3 32.4 
100 to 500 employees 2,976 41.1 43.8 3,073 39.6 42.0 
Over 500 employees 1,874 51.2 53.8 1,910 52.0 54.8 

Job tenure 
ito 12 months 3,341 14.9 17.3 3,432 15.9 18.2 
Over 1 year to 5 years 4,448 23.1 25.1 4,584 22.8 24.6 
Over 5 years to 9 years 2,206 32.9 35.1 2,135 33.4 35.6 
Over 9 years to 14 years 1,308 36.6 38.7 1,434 35.3 37.0 
Over 14 years 2,784 51.9 54.4 2,819 50.4 52.8 

Job status 
Permanent 12,310 30.2 32.3 12,728 29.7 31.7 
Non-permanent 1,777 25.8 28.5 1,676 26.8 29.6 

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

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

Source: Stotistics Canada, Labour Force Survey, January-to-June averages. 
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2007 annual averages 

Approximately 4.2 million employees Table 2 	Union membership, 2007 

(29.3%) (Table 2) belonged to a union 
in 2007 and some 316,000 (22;o) were Total 

Union member' 

covered by a collective agreement. employees Total Density 

Those in the public sector-govern- 1 000 1000 % 

ment, Crown corporations, and pub- Both sexes 14,251 4,175 29.3 

licly funded schools or hospitals-were Men 7,186 2,070 28.8 
Women 7,066 2,105 29.8 

over four times more likely than their 
Sector 2  

private-sector counterparts to belong to Public 3,283 2,331 71.0 
a union (71.0% versus 16.8 0 'o). Private 10,969 1,845 16.8 

Almost one in three full-time employ- Age
15 to 24 2,500 330 13.2 

ecs belonged to a union, compared 25 to 54 9,959 3,226 32.4 

with about one in four part-time. Also, 25 to 44 6,607 1,944 29.4 

almost one in three permanent employ- 45 to 54 
55 and over 

3,353 
1,792 

1,282 
620 

38.2 
34.6 

ees were union members, compared Education 
with one in four non-permanent. Less than Grade 9 325 80 24.7 

Some high school 1,496 306 20.5 
High unioni7.auon rates were found High school graduation 2,932 754 25.7 
among employees aged 45 to 54 Some postsecondary 1,220 257 21.1 

(38.2°o); among those with a university Postsecondary certificate or diploma 5,003 1,677 33.5 
University degree 3,276 1,101 33.6 

degree (33.69/i) or a post- secondary 
certificate or diploma (33.5 ° o); in New- 

Province 
Atlantic 964 282 29.2 

foundland and Labrador (36.00zo)  and Newfoundland and Labrador 193 70 36.0 

in Quebec (35.9%); as well as in educa- Prince Edward Island 60 17 28.3 
Nova Scotia 391 111 28.4 

tional services (66.9%), public adminis- New Brunswick 321 85 26.5 
tration (67.5%), and utilities (65.79/a); Quebec 3,300 1,183 35.9 

and in health care occupations (61.99/o). Ontario 5,607 1,486 26.5 
Prairies 2,540 667 26.3 

Low unionization rates were recorded Manitoba 508 178 35.0 
among 15 to 24 ycar-olds (13.2%); in Saskatchewan 409 135 33.1 

Alberta (21.8%); in agriculture (4.09/a) Alberta 1,623 354 21.8 
British Columbia 1,841 557 30.3 

and professional, scientific and techni- 
cal services (4.3%); and in management Work status 

Full-time 11,716 3,599 30.7 
occupations (8.3 °/ a). Part-time 2,535 577 22.7 

Industry 
Goods-producing 3,278 928 28.3 

Agriculture 127 5 4.0 
Mining, oil and gas 288 60 20.8 
Utilities 138 91 65.7 
Construction 780 238 30.5 
Manufacturing 1,944 534 27.5 

Service-producing 10,974 3,248 29.6 
Trade 2,380 303 12.7 
Transportation and warehousing 680 277 40.7 
Finance, insurance, real estate 

and leasing 877 84 9.6 
Professional, scientific and technical 757 32 4.3 
Business, building and other support 542 69 12.7 
Education 1,130 756 66.9 
Health care and social assistance 1,621 862 53.2 
Information and cultural 661 165 25.0 
Accommodation and food 970 71 7.3 
Other 492 45 9.1 
Public administration 864 583 67.5 



Unionization 

Table 2 	Union membership, 2007 (concluded) 

Union member 
Total 

employees Total Density 

1 000 1 000 % 
Occupation 
Management 1,006 84 8.3 
Business, finance and administrative 2,753 677 24.6 

Professional 376 64 17.1 
Financial and administrative 712 163 23.0 
Clerical 1,666 449 27.0 

Natural and applied sciences 1,051 243 23.2 
Health 864 535 61.9 

Professional 98 41 41.6 
Nursing 273 218 79.7 
Technical 217 125 57.8 
Support staff 276 151 54.7 

Social and public service 1,276 716 56.1 
Legal, social and religious workers 600 217 36.2 
Teachers and professors 676 499 73.8 

Secondary and elementary 447 385 86.1 
Other 229 114 49.8 

Art, culture, recreation and sport 324 79 24.3 
Sales and service 3,687 726 19.7 

Wholesale 384 20 5.1 
Retail 1,069 127 11.9 
Food and beverage 556 44 7.9 
Protective services 235 129 54.8 
Child care and home support 178 82 46.3 
Travel and accommodation 1,265 324 25.6 

Trades, transport and equipment 
operators 2,066 753 36.4 

Contractors and supervisors 114 36 31.7 
Construction trades 275 110 39.8 
Other trades 811 318 39.2 
Transportation equipment operators 519 184 35.5 
Helpers and labourers 347 105 30.2 

Unique to primary industries 293 44 15.1 
Unique to processing, manufacturing 

and utilities 930 320 34.4 
Machine operators and assemblers 737 252 34.3 
Labourers 194 67 34.7 

Workplace size 
Under 20 employees 4,684 607 13.0 
20 to 99 employees 4,670 1,375 29.5 
100 to 500 employees 2,994 1,207 40.3 
Over 500 employees 1,904 985 51.7 

Job tenure 
ito 12 months 3,425 509 14.8 
Over 1 year to 5 years 4,494 1,031 22.9 
Over 5 years to 9 years 2,209 722 32.7 
Over 9 years to 14 years 1,321 478 36.2 
Over 14 years 2,802 1,436 51.2 

Job status 
Permanent 12,409 3,710 29.9 
Non-permanent 1,843 465 25.3 

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

Crown corporations; or publicly funded 5chools, hospitols or other institutions. Private 
sector employees are all other wage and salary earners. 

Source: Statistics Canada, Labour Force Survey. 

Differences between 
the sexes 

For the fourth year in a row, the un-
ionization rate for women in 2007 sur-
passed that of men (29.8% versus 
28.8%). 

Among men, part-time cmployccs had 
a much lower rate than full-time em-
plovees (18.0% versus 30.1%). Among 
women, the gap was narrower (24.8Yo 
versus 31.5%) (data not shown). The 
unionization rate for women in the pub-
lic sector (72.8%) exceeded that of men 
(68.2°/n), reflecting women's presence in 
public administration, and in teaching 
and health positions. However, in the 
private sector, only 12.5% were union-
ized, compared with 20.9% of men. 
The lower rate among women re-
flected their predominance in sales and 
several service occupations. 

A higher-than-average rate was 
recorded among men with a postsec-
ondary certificate or diploma (33.90/6). 

For women, the highest rate was among 
those with a university degree (40.0%), 
reflecting unionization in occupations 
like health care and teaching. 

Among those in permanent positions, 
the rate for men (29.6%) was similar to 
that for women (30.2%). Among those 
in non-permanent positions, women 
were more unionized than men (27.2% 
versus 23.2°'o). 
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Average earnings 
and usual hours 

U nionized jobs generally 
provide higher earnings than 
non-unionized jobs (Table 
3). However, factors other 
than collective bargaining 
provisions also play a role. 
These include varying distri-
butions of unionized em-
plovees by age, sex, job 
tenure, industry, occupation, 
firm size, and geographical 
location. 

Although the effects of these 
factors have not been exam-
ined, it is clear that unionized 
workers and jobs tend to 
have certain characteristics 
that are associated with 
higher earnings. For exam-
ple, the unionization rate 
is higher among older work-
ers, those with higher educa-
tion, those with long tenure, 
and those in larger work-
places. Although differences 
in earnings and non-wage 
benefits cannot be attributed 
solely to union status (Akyc-
arnpong 2002), the union 
wage premium (after adjust-
ing for employee and work-
place characteristics) has been 
estimated at 7.7 (Fang and 
\'erma 2002). 

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

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

Table 3 	Average earnings and usual hours by union and job 
status, 2007 

Hourly earnings Usual weekly hours, main job 

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

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

Men 22.17 23.24 13.25 38.1 40.7 16.5 
Union member 24.38 24.83 18.10 38.4 39.8 18.2 
Union coverage' 24.32 24.79 17.94 38.4 39.9 18.0 
Not a union member 7  21.20 22.50 12.07 38.0 41.1 16.2 

Women 18.62 19.89 14.80 33.0 38.0 17.8 
Union member 22.79 23.36 20.59 33.6 37.3 19,6 
Union coverage' 22.71 23.31 20.43 33.6 373 19.5 
Not a union member 2  16.71 18.16 12.78 32.6 38.3 17.2 

Atlantic 17.22 18.19 12.22 36.7 40.4 17.5 
Union member 21.98 22.22 19.76 37.6 39.5 20.0 
Union coverage' 21.90 22.16 19.54 37.6 39.6 19.8 
Not a union member 2  15.15 16.24 10.50 36.3 40.8 17.0 

Quebec 19.35 20.52 14.15 34.5 38.2 18.0 
Union member 22.10 22.52 19.41 35.2 37.6 20,0 
Union coverage' 21.92 22.39 18.98 35.3 37.7 19.8 
Not a union member 2  17.66 19.17 12.14 34.0 38.6 17.2 

Ontario 21.27 22.83 14.01 35.6 39.6 17.0 
Union member 24.86 25.70 19.48 36.1 38.9 18.6 
Union coverage' 24.85 25.70 19.41 36.2 38.9 18.5 
Not a union member 7  19.86 21.62 12.53 35.3 39.8 16.7 

Prairies 21.06 22.24 15.04 36.7 40.5 17.4 
Union member 23.71 24.23 20.59 36.4 39,3 19.3 
Union coverage' 23.81 24.34 20.60 36.5 39.4 19.2 
Not a union member 2  19.97 21.39 13.24 36.8 40.9 16.8 

British Columbia 	20.49 	21.67 	15.62 	35.3 39.6 17.5 
Union member 	23.94 	24.39 	21.61 	35.8 39.0 19,3 
Union coverage' 	23.93 	24.41 	21.49 	35.8 39.1 19.1 
Not a union member 2 	18.86 	20.29 	13.47 	35.0 39.9 16.9 

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

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

week than their non-unionized counterparts (193 versus 16.9). As a result, their 
average weekly earnings were much higher ($391.14 versus $216.43) (data not 
shown). 

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

\\age  gains of 3,3% in 2007 significantly surpassed 
the rate of inflation (1.9%) (Table 4). This reflects the 
third consecutive year in which wage increases were 
greater than the rate of inflation, although the differ-
ences in the two preceding years were not significant. 
The 2007 trend continued during the first four months 
of 2008, with wage gains averaging 3.4%, while infla-
tion stood at 1.8%. 

Wage gains in the public sector in 2007 (3.4%) sur-
passed those in the private sector (3.1%). The gap 
reversed and widened in the first four months of 2008. 
The corresponding gains were 3.2°/p  and  4.00/o . 

Annual statistics on strikes, lockouts and person-days 
lost are affected by several factors, including collective 
bargaining timetables, size of the umons involved, strike 
or lockout duration, and state of the economy. The 
number of collective agreements up for renewal in a 
year determines the potential for industrial disputes. 
Union size and strike or lockout duration determine 

Table 4 Major wage settlements, inflation and labour disputes 

Average annuol increase 
in base wage rates' Labour disputes and time lost 3  

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

Year 	employees 2 	employees 2  employees price index' lockouts4  involved not worked working time 

% 1 000 1000 
1980 10.9 	 11.7 11.1 10.1 1,028 452 9,130 0.37 
1981 13.1 	 12.6 13.0 12.4 1,049 342 8,850 0.35 
1982 10.4 	 9.5 10.2 10.9 679 464 5,702 0.23 
1983 4.6 	 5.5 4.8 5.8 645 330 4,441 0.18 
1984 3.9 	 3.2 3.6 4.3 716 187 3,883 0.15 
1985 3.8 	 3.3 3.7 4.0 829 164 3,126 0.12 
1986 3.6 	 3.0 3.4 4.1 748 486 7,151 0.27 
1987 4.1 	 3.8 4.0 4.4 668 582 3,810 0.14 
1988 4.0 	 5.0 4.4 4.0 548 207 4,901 0.17 
1989 5.2 	 5.2 5.2 5.0 627 445 3,701 0.13 
1990 5.6 	 5.7 5.6 4.8 579 271 5,079 0.17 
1991 3.4 	 4.4 3.6 5.6 463 254 2,516 0.09 
1992 2.0 	 2.6 2.1 1.5 404 152 2,110 0.07 
1993 0.6 	 0,8 0.7 1.8 381 102 1,517 0.05 
1994 0.0 	 1.2 0.3 0.2 374 81 1,607 0.06 
1995 0.6 	 1.4 0.9 2.2 328 149 1,583 0.05 
1996 0.5 	 1.7 0.9 1.6 330 276 3,269 0.11 
1997 1.1 	 1.8 1.5 1.6 284 258 3,608 0.12 
1998 1.6 	 1.8 1.7 0.9 381 244 2,444 0.08 
1999 2.0 	 2.7 2.2 1.7 413 160 2,443 0.08 
2000 2.5 	 2.4 2.5 2.7 379 144 1,657 0.05 
2001 3,4 	 3.0 3.3 2.6 381 221 2,199 0.07 
2002 2.9 	 2.6 2.8 2.2 294 168 3,033 0.09 
2003 2.9 	 1.2 2.5 2.8 266 81 1,736 0.05 
2004 1.4 	 2.3 1.8 1.9 297 260 3,209 0.09 
2005 2.2 	 2.5 2.3 2.2 260 199 4,150 0.12 
2006 2.6 	 2.2 2.5 2.4 151 42 791 0.02 
2007 3.4 	 3.1 3.3 1.9 207 67 1,791 0.05 
20085  3.2 	 4.0 3.4 1.8 

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

hospitals or other institutions. Private sector employees are all other woge and salary earners. 
3. Involving 1 worker or more. 
4. Ten person-days not worked. 
5. 2008 data refer to January to April only. 
Sources: Statistics Canada, Prices Division; Human Resources and Social Development Canada, Workplace Information Directorate 
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the numbcr of person-days lost. The state of the 
economy influences the likelihood of an industrial 
dispute, givcn that one is legally possible. The estimated 
number of person-days lost through strikes and lock-
Outs dropped to lcss than a fifth, from 4.1 million in 
2005 to 791,000 in 2006. In 2007, howcver, it 
rebounded sharply, reaching 1.8 million. 
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