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Fathers’ use of paid parental leave
Katherine Marshall

In 2001, shareable parental leave bencfits under the federal Parental
Benefits Program increased from 10 to 35 wecks, and in 2006
Quebec introduced its Parental Insurance Program. These changes
led to a significant increase in the number of fathers claiming paid
parental leave benefits. Between 2000 and 2006, the proportion of
fathers claiming parental benefits jumped from 3% to 20%. The
most common reasons for fathers not claiming the benefits were
tamily choice, difficulty taking time off work and financial issues.

Work-life balance of shift workers
Cara Williams

More than a quarter of employed Canadians work something
other than a regular daytime schedule—regular evenings or nights,
rotating or split shifts, casual or on-call jobs or irregular shifts. This
article focuses on shift work among full-time workers aged 19 to
64 and looks at where and among whom it is most prevalent.
Work-life balance, role overload and other indicators of well-
being are also examined.

Remittances by recent immigrants
Grant Schellenberg and René Houle

During their initial years in Canada, a significant minority of new
immigrants send money to family members in their country of
orgin. The incidence of remitting among immigrants from different
countries ranges from less than 10% to over 6(%, and the annual
amounts from about $500 to almost $3,000. While financial and
family charactenistics are consistently significant with the remittance
activities of immigrants from all world regions, factors such as sex
and education are significant only for immigrants from some regions
but not others.
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A profile of the Canadian Forces
Jungwee Park

Canada’s military makes up a small but significant segment of
Canadian society and is an important part of the country’s national
image, both at home and abroad. After declining through the 1990s,
the forces have grown since 2001, reaching 88,000 in 20006. This
article profiles the personnel of the Canadian Forces as a special
occupational group distinct from the rest of the Canadian labour
force. It also compares the military’s prevalence of 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 prevalence.

Changes in family wealth
R/ K Chawla

Buoyed by rising incomes coupled with stable inflation and low
interest rates, Canadians went on a spending spree between 1999
and 2005. However, much of the increased spending was financed
through credit, as the personal savings rate slumped and per capita
debt jumped. This paper divides families into seven cohorts, based
on the year of birth of the major income recipient, and compares
family assets and debts in 2005 with the situation in 1999 to provide
a rough life-cvcle portrait of Canadian families.
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B Fathers’ use of paid

parental leave .

In 2001, the federal Parental Benefits Program
increased sharcable parental leave benefits from
10 to 35 weeks. In 20006, Qucebec introduced its
own Parental Insurance Program, including a five-
week non-transferable leave for fathers. As a result,
the proportion of fathers claiming paid parental
leave increased significantly—from 3% in 2000 to
10% in 2001, and again from 15% in 2005 ro
20% in 2006.

In 2006, 56% of eligible fathers in Quebec claimed
benefits for an average of 7 weeks compared
with 11% of fathers outside Quebec who did so
for 17 weeks.

['athers were significantly more likely to claim
benefits if they lived in Quebec and if they had a
co-claiming spouse who earned the same or more
than they did. More than half of fathers outside
Qucbec who claimed parental leave benefits were
the sole person in the houschold to do so.

The most common reason for cligible fathers not
claiming benefits was family choice (40%), followed
by difficulty rtaking time off work (22%) and
financial issues (17%).

Internationally, 13 of 20 OECD countries have
national paid parental leave programs with at least
two weeks available to the father. Of these, 9 use
legisladon to encourage fathers’ participadon.

Work-life balance of
shift workers v p- 15

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

Role ovetload, 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 ovetload.

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

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

Remittances by recent
immigrants . P 27

Statistics Canada

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

Autumn 2008

Within 6 to 24 months of landing, 23% of
immigrants sent remittances to their home country,
while 29% did so 25 to 48 months after landing.

The incidence of sending money varied
considerably by country of origin. Some 60% of
immigrants from the Philippines and Haiti sent
remittances 25 to 48 months after landing. About
40% to 50% of immigrants from Jamaica, Nigeria,
Romania, Guyana and Ukraine sent money, but
less than 10% of immigrants from Irance, the
United Kingdom and South Korea did so.
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Of the immigrants who remitted 25 to 48 months
after landing, those from 11 of 24 countries sent
an average amount of between $1,700 and $2,200,
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, During
the 25 to 48 months after landing, around 36% of
immigrants from countries with per capita GDP
of less than $4,000 sent money home, compared
with only 11% from countries with per capita

GDP of $15,000 or more.

Financial capacity and tamily obligations arc
cortelated 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 ot more children at home were far less likely
to send moncy abroad than those with no children.

A profile of the Canadian

Forces . p-39

After a steady decline in the 1990s, the number of
personnel in the Canadian Forces has increased
since 2001. In 20006, the CF comprised 64,000
full-time tegular force members and 24,000
reservists.

Compared with civilian workers, CF members
are much vounger (more than 70% under age 40
versus only 53% of civilian workers),
predominantly male (85% vs. 53%%) and white (94%
vs, 83%).

Education and income levels of CF personnel have
significantly increased over the past decade. Almost
70% of reservists had postsecondary graduation
and average carnings of regular forces personncl
were higher than those of other public sector
employees.

Compared with the overall working population,
CF members reported higher rates of life (5%)
and job dissatisfacton (13%), job strain (28%),
major depression (7%), and self-perceived negatve
mental health (8%%).

B Changes in family wealth

.- [P 38

B What’'s new?

The overall debt-to-income ratio for Canadian
families climbed from 1.02 in 1999 to 1.21 in
2005 as the average debt jumped by one-third
from $62,700 to $82,500, but income increased
by only one-tenth from $61,600 to $68,100.

In both years, the proportion of families carrying
debt peaked at over 80% when the family’s major
income recipient was in their 30s and fell below
20% when major income recipient was 75 or ovet.

Despite a heavier debt load in 2005, families were
wealthier on average than in 1999 as net assets
rose from $281,000 to $380,700. The increase was
almost evenly divided between non-financial and
financial holdings.

Overall, neither the distribution nor the inequality
of wealth changed between 1999 and 2005 even
though more families were worth at least one
million dollars and fewer were wholly dependent
on government transfers,

.. p. 65
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Fathers’ use of paid

parental leave

Katherine Marshall

Ithough the objectives of international

paid leave programs are not identical, one

universal goal is to help families balance or
reconcile work and tamily responsibilitics—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
tional, 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 sct the stage for longer-term involvement (Moss
and O’Brien 20006).

As is the case in many other Organisation for Eco-
nomic Co-operation and Development (OECD)
countrics, 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-
cfit weeks per family from 10 to 35 and the climina-
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-
crage 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 definitions).

Katherine Marshall is with the Labour and Household Surveys
Analysis Division. She can be reached at 613-951-6890 or
katherine. marshalk@) statcan. ge.ca.
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Data source and definitions

The Employment Insurance Caverage 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 progrom. To coincide with the ex-
ponsion of the porental leave program on December 31,
2000, several new questions were added to collect infor-
mation from new mathers on access to ond use of paren-
tal leave. More porental leave content was added in 2004

and 2005. For example, o question regarding the number |

of weeks the spouse (father) intends to take was introduced
only in 2005. In 2006, some questions were modified

becouse of the change in jurisdiction of parental benefits |

in Quebec.

All questions regarding o father’'s use of parental leave
benefits are answered by the mother. In some cases, the
father moy nat 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, ar whose leave wos upcoming. For ease
of description, all cases are labelled os fathers who claimed
and received benefits.

The target population for this study was oll 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 ovailable to previously employed |

qualifying porents (see Details of the FBP and the QPIA).
For the purpose of this study, parental and paternity leave
benefits are used interchongeably when referring to Que-

bec. The EICS did not differentiate belween the types of

QPIP paid benefits fathers claimed.

An eligible tather is someone who claimed parental leave |

benefits or someone who did nat claim for any reason other
than ineligibility. Mothers were osked to report why their
spouse did not claim benefits, including the category ‘not
eligible.’

Monthly income before birth wos determined from a

- direct question asking mothers to report their total household

income from all sources in the month before the birth or
adoption.

Earnings ratio is the mother’s average hourly earnings
multiplied by her average hours worked divided by the
fother’s earnings and hours worked. If the ratio was 1 or

: greater, the mother wos deemed to earn the same as or

more than the fother. If either spouse was self-employed,

the ratio could not be calculated.

Perspectives on Labour and Income / 5



Fathers’ use of paid parental leave

Many European programs actively
encourage paternal participation

Fathers™ parucipation in parental leave programs and
the time taken have become a prominent area of pub-
lic 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-transfer-
able periods of leave for each parent as well as addi-
tional ime that can be used by either parent (sce Intemational
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 are 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%0) 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 ratc of under 7%,
Austria, 2% and France, 1%. In other words, since
most countries do not replace all earnings for parents
on leave, and since men, on average, carn 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). However,
at the same time, the economic stability of the family is
recognized as another key factor in the well-being of
children.

International comparisons

Canadian programs have also evolved

Since 1971, mothers with enough insurable weeks of
employment have been able to claim up to 15 weeks
of paid maternity leave—considcred special benefits
under the current Employment Insurance Program
(EI). In 1990, the Parental Benefits Program (PBP)
introduced 10 weceks of paid leave available for shar-
ing by qualifying parents for the carc of their new-
born. Further amendments to the TET Act (December
31, 2000) effective in 2001 extended PBP benefits to
35 wecks, eliminated the second two-week waiting
period if both patents wanted to use some of the leave,
reduced the required number of annual employment
hours from 700 to 600 and allowed carnings up to
25% of benefits per week without reduction.’ 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
objectives, including the length of leave taken, the
length of breastfeeding, and the quality of parent and
child interactons (HRSDC 2005).

Another social objective? of the enhanced PBP is to
“promote gender equality” by advancing the uptake
rate of fathers and the sharing of benefits between
spouses (HRSDC 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

— ey

|

Consistent data on internatianal practices regarding paid
paternity and parental leave are difficult 1o find. Callec-
tion methods, pragram rules and regulatians, and presen-
tation of the results vary cansiderably. However, despite the
challenges, interest in the subject is mounting ond concerted
effarts have recently been made ta 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
palicies in over 20 countries. Recent international research
from several sources is presented below. Thirteen aof the

|
20 OECD countries under consideration offer paid pater- |
nity or parental leave of at least two weeks 1o fathers. Seven |
countries do nat have such leave, including Australia, the
United Kingdom and the United States. Belgium, lceland,
Luxembourg, Norway and Sweden offer nan-transferable
leave 1o both mothers and fathers. Denmark used to have
non-lransferable parental leave for fathers until 2002, when
legislation changed the two-week periad back to 'family’
benefits. In Canada, Quebec offers an exceptionally lang
non-transferable paternity leave of 5 weeks.
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Fathers’ use ot paid parental leave

International comparisons (concluded)

Selected OECD countries with more than two weeks of statutory paid paternity or parental
leave available to fathers

Paid parental leave

Special
Paid Earnings incentives
paternity Allocation’ 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 rate <7%
2006 12, mother; (low benetits)
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 tamily weeks
France 11 days 36 months, Flat rate 1%
2006 family (half minimum
wage)
Germany None 12 months, 67% 9% 2 extra
2007 tamily months
Iceland Nane 9@ months: 80% 84%
2005 3, mother;
3, father;
3, family
Italy None 10 months, 30% 7% 1 extra
2006 tamily month
Luxembourg 2 days 12 months: Flat rate 17%
2006 6, mother; (minimum
6, father wage)
Norway None 54 weeks: 80-100% 89%
2006 @, 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

1. Fomily leove con be shared between parents; leove by sex is non-tfransferable (if 0 porent does not use the leove, it is forfeited).

2. Although this is meant to refer to fothers’ participotion rate in porental leave, os in the case of Quebec, it is not olways clear if o
! distinction hos been made between paternity ond parentol leave.
Sources: Anxo et al. (2007); Moss ond Wall {2007); European Commission (2006); Moss ond O'Brien {2006); Plantengo and Remery (2005); |
' websites www.stokes fi and www.dw-world.de.
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Fathers’ use of paid parental leave

appropriate behaviour for men” (Anxo et al. 2007).
The PBP change to eliminate the second two-weck
waiting period for co-claiming parents was intended
to give parents more choice and to encourage the shar-
ing of work and family responsibilitics. It also allowed
for a “significant reduction in the cost to a father hop-
ing to take just a few weeks of benefits™ (Phipps 2000).
Indeed, research has shown an increase in benefit-shar-
ing sincc 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 vatiation
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 lecave and no minimum number of hours
worked in order to qualify for leave (see
Details of the PBP and the (JPIP).

One in five fathers claims benefits

The proportion 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%) 1f ineli-
gible fathers (those without enough paid work hours
or the self-employed outside Quebec) are excluded
from the calculation.” 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 (11%)
(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% in 2000. However, after paid
benefits were extended to 35 weeks and the two-weck
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 f

2000 2001 2002 2003 2004 2005 2006

@ Mothers W Fathers

* significant difference from the previous year at the 0.05 level
1. Available only to mothers.
Source: Statistics Canada, Employment Insurance Caoverage 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 proporton 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 risc in the rates of fathers claiming

£o/

parental lcave in 2005 (15%) and 20006 (20°0) is mainly
attributable to the introduction of the QPIP and the
subsequent increasc in the participation of Quebec
fathers. On the other hand, the take-up rate for moth-

crs has remained steady in recent years at just over 60%.

More Quebec fathers cilaim—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

Autumn 2008 -
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Table 1 Eligible fathers claiming paternity
or parental leave and weeks taken
Total Quebec Elsewhere
Couples with ‘000
eligible fathers
2004 244 57 188
2005 263 67 196
2006 271 73 198
Fathers’ claim rate %
2004 12 22*¢ o
2005 8¢ 32° 13
2006 23 36 11
Mother receiving
maternity or porental leave
Yes' 25 64° 8t
No 19 F 18¢
Average weeks off? weeks
2005 12 T8k 11
2006 11 78 17*
Mother receiving
maternity or parental leave
Yes 7 6* 138
No 22 F 22

* significant difference between Quebec and the other provinces at
the 0.05 level
*I 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%) lhan 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.

tor fathers outside Quebec remained steady over the
three years examined, at around onc in ten.* However,
even though the parental leave benefit program was
the same across Canada prior to 2006, Quebec had a
consistently higher proportion of fathers claiming ben-
efits, perhaps representing some cultural differences.

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% 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 varving eligibility rules of the PBP and
QPIP 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
arc required for eligibility (see Detatls of the PBP and the
QOPIP). In non-claiming Quebec couples in 2006, both
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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 (86%) 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 emploved but
not eligible because of too few hours worked or
being self-employed, and rescarch 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 ourtside
Qucbec (18%) filed for parental leave benefits when
their spouse did not claim, for an average duration of
22 weeks.

In terms of ume taken, the average benefit wecks
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 scems
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 wecks available to cither parent. Of
the eligible fathers in Quebec who claimed, three-quar-
ters received benefits for five weeks or less (Chart B).

Chart B Three-quarters of Quebec fathers
claimed benefits for five weeks or
less

Cumulative distribution (%)

100

80

60 F Outside Quebec

laverage weeks = 17)

40

20 b Quebec

(overage weeks = 7)
0

1 5 9 J3L 7 gN | 25 29, 33l 3%
Weeks claimed

Source: Statistics Canada, Employment Insurance Coverage Survey

2006.
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Fathers’ use of paid parental leave

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 o 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.gc.ca and www.hrsdc.
gc.ca; also see Phipps 2006.)

Parental benefits
program

Parental insurance
program (basic plan)’

Birth mothers

e 15 weeks of maternity leave
e 55% of average earnings up

to a meximum of $39,000 in
[ 2006 ($413 per week)

e two-week waiting period
e requires 600 hours of

paid work in past year
e self-employed excluded
e non-flexible

e not applicable

35 weeks of parental leave

taken by one or shared by both
same rules as maternity leave but
no second waiting period required

e 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 |
e requires at least $2,000 of
earnings in past year
e covers salaried and self-employed
o some flexibility'

Birth fathers

e 5 weeks of paternity leave

All parents (birth and adoptive)

e 32 weeks parental leave for i
birth parents !

e 37 weeks parental leave for I
adoptive parents

e taken by one or shared by
both parents

e same 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—
| maoternity, paternity, parental or adoption—the special plan offers fewer benefit weeks
! (15, 3, 25 and 28, respectively) ot an income-replacement rate of 75%.

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
duradon likely arose because more

Labour and

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

Main income earner also
influences fathers’
participation

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

Income

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 carcer 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
QPIP because of the earnings
replacement rates—>55% 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.” 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 houschold income before birth,

Canaoda
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Table 2 Eligible fathers’ participation in paid parental
leave (PL)
Odds ratio?
Claimed Outside
Tatal PL' Overall Quebec Quebec
‘000 %
Total 271 23
Quebec 73 56 10.2*
Elsewhere (ref} 198 1 1.0
Father’s education
College diploma or above 147 26 1.2 1.2 1.2
Less than college diploma (ref) 124 19 1.0 1.0 1.0
Mother’s education
Coliege diploma or above 183 27 1.4 1.5 1.2
Less than college diploma (ref) 88 16 1.0 1.0 1.0
Household income month
before birth
Less than $2,500 (ref) 60 23E 1.0 X0 1.0
$2,50010 $4,999 109 23 1.1 0.8 0.9
$5,000 or more 93 23 1.1 1.2 0.7
Mother receiving PL 189 25
Earns less than father (ref) 102 20 1.0 1.0 1.0
Earns the same or more
than father 55 37 ZA5E 3.5 2.5
Earning ratio not known 31 F 1.3 2.7 0.8
Mother not receiving PL 83 19 1.5 0.3 3.4*

* statistically significant from the reference group (ref} ot the 0.05 level

1. Excludes fathers whose claim status is unknown.

2. This logistic regression calculatian indicates whether certain varicbles significantly increase
or decrease the chances {odds) of the fother claiming parental leave benefits.

Source: Statistics Canada, Employment Insurance Coverage Survey, 2006.

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

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

Statistics Canada

equal proportion of all houschold
types reported “money-related
matters’” as the main reason the
father did not claim benefits. Ovet-
all, roughly onc in five households
from cach of the different income
groups reported finances as the
main reason (data not shown).

Another financial consideration is
the income a family will losc when
one or both parents choose to stay
home, with or without paid ben-
cfits. 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.®

IFathers’ use of paid parental leave

In couples where the mother
carned 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 1n
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 houschold
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 fathet’s participation in the
PBP or QPIP program, total fam-
ily income is not as important as
how much the family will lose tf
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
Qucbec.

I'inally, 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 cligible
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
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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

. i s I

0 10 20 30 40 50

%

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

2006
. R —— S A S P N & A Bt

(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 carnings considerations.

However, apart from preference, a sizeable minority
of other reasons wete 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 ti-
nances (17%), no knowledge of the program (8%¢) and
lack of interest {77%).

Claim patterns vary

Other information in the survey included the timing
of the father’s parental leave claim in relation to the
mothet’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).
However, 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
benefits.

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,
ot 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 same )
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 1 7 17
Claimed same
time as mother <] 6 F
Did not claim with mother 16 N 20*
Only father claimed 22 F 22
Claimed separately 10¢ B 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 Coverage Survey,

2006.




In 2001, the federal Parental Benefits 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 20006, Quebec introduced its own Parental Insut-
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 cligible fathers in Quebec
claiming benefits from 32% in 2005 to 56% in 2006,
compared with just 11% for fathers outside Quebec.

On the other hand, fathers in Quebec claimed an
average of 13 bencfit weeks in 2005 and 7 in 2000,
whercas fathers outside Qucbec 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 carned the same or more than
those with a co-claiming spouse who earned less.
Iinally, fathers outside Quebec were 3.4 times more
likely to claim if their spouse did not claim, suggesting
that when a famuly 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 bevond work
issues (Moss and O’Brien 20006). Indeed, research in
Canada has shown that spouses are increasingly shar-
ing financial, household and child care responsibilities
(Matshall 20006). One in five fathers taking paid paren-
tal leave is yet another indicator that dual-carner fami-
lies are becoming dual-carer as well.

Perspectives

Fathers’ use of paid parental leave

B Notes

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

2. Inaddition to its social objectives, the economic objec-
tives of the PBP are to allow business to retain valuable,
expericnced employees, and make short-term investment
for long-term cconomic gain (HRSDC 2005).

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

4. In 2000, the overall take-up rate by all fathers, eligible or
not, was 48% in Quebec and 10% outside Quebec.

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

6. In 2006, among couples where atleast one parent claimed
benefits after the birth, 72% reported a drop in monthly
income averaging $1,300. Only 27% of couples where
ncither parent caimed benefits reported an mncome
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 bur tneligible for benefits and therefore less
likely 10 take a break from working. However, some
families take a break cven if they are not entitled to
benefits, making the time away from work even more
costly.
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Work-life balance

of shift workers

Cara Williams

orking 9 to 5 may be

what many consider a

normal full-time job.
However, 1n an cconomy 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 activitics
(Halpern 2005, Levin-Epstcin
20006, Rosa and Colligan 1997,
Costa 2003, Shiclds 2002). Addi-
tionally, because shift work 1s 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
cnsure 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 atticle cxamines the prevalence

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

Rotating and irregular
shifts most common

Shift work has changed through the
vears (sec Shifts over time). Today, it
comprises regular night and
cvening 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
morte hours per week). While
women made up approximatcly
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 tull-time
workers, this article will focus
mainly on such individuals (sce
Purt-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 propetly adjust to the
sleep pattern changes, rotating child
care 1s difficult to find and health
cffects can be profound (Costa

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

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
activitles like unpaid work or tme

All workers Regular day Shift workers

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

‘000 % ‘000 % ‘000 %

with family members. Work-life ~ Total' 14,640 55 45 10,547 54 46 4,068 57 43
Full-time 13,139 58 42 9,774 57 43 3,347 63 37
Cara Williams is with the Business Part-time 1,494 26 74 773 22 78 721 31 69

and Trade Statistics Field. She can
be reached at 613-951-6972 or
cara.williams(@ statcan.ge.ca.

1. Includes unknown work schedules.
Source: Statistics Canada, General Social Survey, 2005.
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Work-life balance of shift workers

| B
Data source and definitions
|

Every year since 1985, the General Social Survey (GSS)

has interviewed Canadians aged 15 and over in the 10 prov-

inces on a wide range of issues. This paper examines GSS
' time-use data collected using a 24-hour time diary. In 2005

the sample size was 19,600. The target population of this

study was persons aged 19 to 64 at the time of the survey

who worked full time (30 hours per week or more). Students
| were excluded.

Shift work comprises
® regular evening schedules
a regular night schedules

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

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

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

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

a 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

2003, Rosa and Colligan 1997). Some 385,000 tull-
ume 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.

— s —— R R R — T e o
Table 2 Shift workers aged 19 to 64

Both sexes Men Women
‘000 %

Evening 578 49.4 50.6
Full-time 385 56.2 438
Night 309 60.3 39.7
Full-time 270 63.1 36.9
Rotating 1,345 54.5 45.5
Full-time 1,215 58.2 1.9
Split 160 52.6 47.4
Full-time 131 58.2 41.8
On call or casual 191 51.9 48.1
Full-time 102 67.6 32.4¢
Irregular schedule 1,324 62.5 37.5
Full-time 1,052 70.1 299
Other 217 61.9 38.1
Full-time 192 64.7 35.3

Source: Statistics Canada, General Social Survey, 2005.

“Are you satisfied or dissatisfied with the balance between |
your job and home life2” |

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

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

|

|

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

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

4. Do you feel that you're constantly under stress try- |
ing to accomplish more thon 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 o the total I
time spent on a given activity divided by the population,
ond averaged over o 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.

Occupation, industry and shift

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

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

industry and shift

Industry

Agriculture, forestry, fishing ond hunting
Mining, oil and gas extraction
Utilities

Construction

Manufacturing

Trade

Transportation and warehousing
Finance ond insurance

Professional, scientific and technical
Business, building and other support
Educational services

Heolth Core and Social Assistonce
Information, culture and recreation
Accomodation and food

Other services

Public administration

Occupation

Management

Business, finance and administrative
Natural ond opplied sciences
Heolth

Sociol science and educotion

Art, culture, recreation ond sport
Soles ond service

Trodes, transport and equipment operotors

Unique to primory
Unique to processing, monufocturing
and utilities

Total Regulor
workers day Shift
‘000 %
230 65.3 34.7
302 67.7 32,6
121 89.7 10.3
888 841 15.9
1,747 73.2 26.8
1,716 73.8 26.3
650 60.5 395
904 819 18
1,079 86.8 13.2
448 63.9 36.1
817 89.5 10.5
1,272 68.0 319
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 87.9 121
1,097 90.7 9.3
690 54.7 45.3
990 84.9 15.1
426 66.3 337
2,573 60.5 39.5
1,900 72.2 27.8
420 58.5 41.5
886 63.3 36.7

Source: Statistics Canada, General Sacial Survey, 2005.
I —— e R W W s B P, S e e e —

something other than a regular day
schedule. About 4 in 10 workers in
information, culture and recrea-
ton, 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 scientfic services, utilities and
construction.

Demographics and shift

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

Canada

A). For example, fewer women
worked irregular shifts (25% vs.
35% for men), but they were more
likely to work rotating shifts (41%o
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
marricd (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

Work-life balance of shift workers

slightly younger than day workers.
For example, the average age of a
tull-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 dav
workers. The only significant dif-
ference was for regular evening
workers, Only about 22% of fami-
lics with a parent working evening
shifts had children compared with
about 30" of day workers.

Reasons for working shifts

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

Satisfaction with work-life

balance varies somewhat
with shifts

Work-hte balance 1s a self-defined,
sclf-determined state reached by a
person able to effectvely manage
multiple responsibilities at work, at
home, and in the community. It
supports physical, emotional and
family health and does so without
gricf, stress or negative impact
(HRSDC 2005).

In general, work-life balance can be
difficult to achieve for full-time
workers irrespective of work
schedules, especially for those with
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Chart A Among full-time shift workers, women were more
likely than men to work rotating or evening shifts

Women

Other
12 Eveni ng

14%

Night
Irregular 8%
25%
Rotating
41%

Men
Other Evening
13% Ik
Night
8%
Irregular
35%
Rotating
34%

Source: Statistics Canada, Generol Social Survey, 2005.

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

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

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

ules (Table 5).

For families with children where
both spouses work full time find-
ing balance may be a challenge,
which could be exacerbated by
shift work. The GSS shows that
about 75% of full-time day work-
ers whose spouse also worked full
time were satisfied with their work-
life balance. When their spouse
worked part time or was not in the
labour force, about 77% were sat-
isfied. Conversely, full-time shift
workers were more likely to be sat-
isfied with their work-life balance
when their spouse worked full
time (71%) than when their spouse
worked part ume 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* 33835 38.5 41.6 36.4* 1M
Married, with children

under 15 29.6 27.5 22951 27.0 26.2 21.1¢ 32N1IE 31.0 29.8
Separated, widowed, divorced,

no children 6.0 7.1 6.3F 12.0f 5.8 10.5 F 7.2 7.1¢
Separated, widowed, divorced,

children under 15 283 1.7* F F IRSE® F F 1.8¢ F
Single, no children 19.2 28.0° 3253 38.0° 31.6 22.4¢ 17.7¢ 2310* 18.6°
Single, children under 15 1.1 D5 F F 1.8¢ F F F F

.

significantly different from regular day schedule in the same cotegory

Source: Statistics Canada, General Social Survey, 2005.
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Work-life balance of shift workers

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

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

Work-life balance %
Satisfied 75.8 69.1* 73.0 70.0 72.5 65.0 61.7* 65.9* 62.7=
Dissatisfied 22.6 28.5* 23.1 27.2 25.4 32.6¢F 37.7% 32.4* 32.8°
Role overload indicators
Cut bock on sleep 53.6 61.1* 70.0* 60.4 62.9* 61.0 60.1 58.1* 56.1
Not accomplishing oll in a day 47.2 50.0 47.9 44.2 49 .4 53.5 49.9 522, 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 45.3 358 41.4 49.8 47.3 46.7* 44.5
No time for fun 41.1 433 42.0 39.1 429 60.1* 52.4 41.5 49.6
Role overload
Yes (four or mare indicators) 27.2 30.9* 26.1 3841 311 35.5 38.6¢ 30.4 31.8
Other well-being indicators
Workaholic 30.3 36.1* 36.9 27.1 33.2 42.2 41.4 43.1" 26.7
High life stress 26.6 26.8 21.0 25.2 24.1 35.6 22.0¢ 311.3* 30.1
Flexible work arrangements 403 35.0° 19A5 11.9% 21.0* 32.8 53.1° 59.9¢ 43.6

® significantly different from regulor day schedule
Source: Statistics Canodo, General 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" 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 cnough time
with family, constantly feeling under stress, trving to
accomplish more than can be handled and cutting back
on steep 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

Statistics Canada Autumn 2008

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

Satisified with work-life balance (%)

80

60 F

40

20

Full-time and Fuli-time and Fuil-time and

spouse full-time spouse part-time spouse

not in labour force

@ Day W Shift

* significantly different from regular doy schedule
Source: Statistics Canada, Generol 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 back
to 25% in 2005. Over this same 14-year period, women's
share among full-time workers increased from 39% to 42%,
and their share of full-time shift work increased from 33%
to 37%.

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

While it is noi possible to look at the type of work sched-
ule worked by spouses, it is possible to examine if spouses
of full-time workers were in the labour force and whether
they worked full or part time. If the spousal work patterns
are different for regular day workers and shift workers, this
may suggest that families, where at least one parent works
something other than a daytime schedule, find ways to juggle
their work schedules.

In 1998, about 5.5 million day workers had a spouse in the
household. Most full-time day workers’ spouses worked full
time (60%). In the case of shift workers, just over 2 million
tuli-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 fo be increasing.

implications (Rosa and Colligan 1997). While more
than 50% of all full-time workers cut back on sleep
when they needed more time, the likelihood differed
by wotk 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
workets since they may already be having difficulty
with sleep time.

20 / Perspectives on Labour and Income

Full-time workers aged 19 to 64 by shift

1992 1998 2005
"000 !
All workers 10,387 11,102 13,139
Men 6,323 6,695 7,644
Women 4,064 4,407 5,495 ‘l
% %
Regular day 77.9 w23 744,
Men 75.6 69.6 72.4
Women 81.3 76.5 77
Shift workers 22.2 27.6 25 !
Men 24.4 30.4 V.S
Women 18.7 23.5 22.7
Evening 14.7 10.5 5 S
Men 13.4 10.1 MoES=H
Women 7 TR12 13.6
Night 8.3 18 81 |
Men 8.4 7.4 8.1
Women e 7.1¢ 8.0 |
Rotating 51.7 35.1 A
Men 52.7 32.1 33.7
Wormen 49.7 41.2 40.8 i
Split 6.6 3.2 3.9
Men 6.4 3.1 SRle)
Women 6.8¢ 3.4F 4.4 I
On call/casval 3.6 3.0
Men 8.2 293
Women 4.2¢ 2.6¢
Irregular SO0 31.4 |
Men 43.7 35.1
Women 9088 25.2
Other 18.8 F S
Men 19.0 F 59
Women 18.3 B 5:9)

Source: Statistics Conada, General Social Survey.

Several other role overload indicators were significantly
different for shift workers. Shift workers were more
likely than their day worker counterparts to worry
about not spending enough time with family or friends
(56% vs. 51%). Those working irregular schedules
seemed the most affected by role overload. They were
significantly more likely to cut back on sleep, worry
about not spending enough time with family and
friends, and feel constantly stressed trying to accom-
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plish more than they could handle. While experiencing
one or two of the role overload components indicates
some level of overload, four or more indicates more
serious overload. About 27% of day workers and 31%
of shift workers cited four or more indicators.

Work-life balance and role overload measures differed
for men and women. While women in general had a
higher incidence of work-life imbalance (27% vs. 19%)
and role overload (32% vs. 23%), they showed no sig-
nificant differences by shift type. Conversely, for men,
shift workers were more likely to be dissatisfied with
their work-life balance (29%) than those working a
regular day schedule (19%). Men also differed between
dav 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 cverything. 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 tme as the trigger.

Flexibility of schedule

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

Shift work and time spent with family

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

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

‘Working port time may ollow workers to ochieve work-life |
bolance 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 thon fuil-time day
workers, this was not the cose for pori-time workers—85%
were satisfied with their work-life bolonce.

Perhaps because of the hours during which they work, pari-
time shift workers were significontly more likely to cut back
on their sleep than day workers. However, working port time
| seems to smooth out other differences between doy and shift
' workers, as no other significant differences in role over-

lood or other well-being indicotors were seen between port- |

fime doy and shift workers.

Part-time workers aged 19 to 64

| Regulor
: doy Shift
|Total 773,000 721,000
Sex %
Men 22.4 30.7*
Women AL 6932
| Family type
Morried or common-law,

no children 378 3.9
Morried, children under 15 3.2 32.4
Separated, widowed, divorced,

no children 8.9 5.0¢
' Separated, widowed, divorced,

children under 15 B F
Single, no children 17.6 774
Single, children under 15 F 3
Work-life balance
Sotisfied 88.0 84.5
Dissatisfied 10.4 1115774
Role overload indicators
Cut bock on sleep 41.2 54.0*
Not occomplishing oll in o day 47.7 49.0
Not enough time with family
. and friends 41.7 41.7
.Often stressed when frying

to accomplish more than

con hondle 32.7 36.5
No time for fun 28.8 3.5
Role overload
| Yes {four or more indicotors) 189 22.8
Other well-being indicators
Workoholic 115 %, 16.3
High life stress 17.4 15.8
Flexible work orrongements 46.9 a1:8

* significant difference from part-time day workers
Source: Stotistics 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

%
40

@ Doy W Shift
30 b g
20 b !
10 f
0

Women Men Women Men

Work-life imbalance Role overload

* significantly different from regulor day schedule
i significontly different fram opposite sex
Source: Stotistics Canada, General Social Survey, 2005.

ers—and theyv spent 3.3 hours with
their spouse—just over 1 hour less
than day wortkers (Table 6). While
working in the evening has been as-

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,
Akerstedt 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 likcly than day
workers to have no role overload. Shifts were also a
factor in the satistaction with work-life balance model
tor men. Male shift workers were about 25% less likely
than day workers to be satisfied with their work-life
balance. However, shift work was not a significant pre-
dictor in the work-life balance model for women.

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

sociated with less time spent with

Time with
spouses and children (Golla and Paid Unpaid Time with  Time with household
Vernon 2006), the GSS found (mly work work Sleep children' spouse’ members?
partial support for this. For exam- hours
p}C, v\fcning shift workers spent an Doy 6.8 1.6 8.1 3.9 4.4 4.6

a7 o) S o

average ‘ot 4.2 hours per d.t§ with B 64 18 8.1 42 34 38
their children—about 18 minutes " - T4 d s ™ -
more than day workers—but they il ) ’ ' ) ) ;
spent less time with their spouse Roteting 6.8 1.7 e 3.9 &l g
than day workers (about 1 hour Selit 6.5 1.6 8.0 3.5 4.1 4.1
less). On call
A ) d or casual 7.0 1.9 7.7 3.3 3.2 3.2
AlVGEAge tIME Spent ‘on uflpai fipular 782 1.5 7.9 31 4.2 45
work was relatively constant at

i Other 7.4 1.9 7.5 3.7 5.0 4.8

about 96 minutes per day, with a

few exceptions—night workers
did slighdy less at about 83 minutes
and those working irregular shifts,
about 92 minutes. Finally, as in pre-

living ot home).

P

Perspectives on Laobour and

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

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

Time spent on the job also affects work-life balance.
For example, working 46 hours or more per week
was associated with lower odds of being satisfied with
the balance between work and home for both sexes.
Long work hours were also associated with role over-
load. Indeed, for both men and women working long
hours was associated with a lower likelihood of avoid-
ing role overload. For example, women working
56 or more hours per week had a 72% lower likeli-
hood of being satisfied with their work-life balance
and a 56% lower likelihood of aveiding 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.

Autumn
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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 vears and more
concerned with developing carcers, while older indi-
viduals are more established both at home (older chil-
dren) and at work.

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

The other differences between men and women werc
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 warchousing 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 managenal, business, finance or scien-
tific jobs.

For those with high incomes, the purchasc of time,
through restaurant meals, cleaning scrvices or other
services may be onc 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 schedule,
with two-thirds of them working
a rotating or irregular shift. Just as
women’s share of full-time work
has increased in the labour market
in general, so too has their share of
full-time shift work. In 2005, about
37% of full-time shift workers
were women, up from about 33%
in 1992.

Some occupations arc more com-
monly associated with shitt 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 activitics.
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 dissatsficd
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- No role
life balance overload
Women Men Women Men

Work schedule odds ratio
Regular day (ref*) 1.00 1.00 1.00 1.00
Shift work n.s. 0.75¢ 0.82* 0.89*
Age
1910 34 n.s. 0.55* 0.68* 0.61*
3510 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. 1,475 " 5288
Education
University degree or above (ref*) 1.00 1.00 1.00 1.00
College diploma or certificote n.s. n.s. n.s. 0.85*
Some postsecondary n.s. n.s. n.s. n.s.
High school or less 1.72* 1.447 n.s. n.s.
Industry
Primary and utility n.s. ns. n.s. n.s.
Construction n.s. n.s. n.s. n.s.
Manufacturing n.s. 0.74* n.s. 081*
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. 078"
Accommodation and food services n.s. a.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. 1257 ™.80*
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 0.32° 0.45* 0.66* 0.64*

56 or more 028" 1022* 0.44* 0.51°
Flexible start and end time
Yes 1.30* n.s. 18304 1.80%
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)

Satisfied with work- No role
life balance overload
Women Men Women Men
Workaholic odds ratio
Yes 0.57* 0.61" 0.38* 0.42*
No (ref*) 1.00 1.00 1.00 1.00
Elder care
Yes n.s. n.s. n.s. n.s.
No (ref*) 1.00 1.00 1.00 1.00
Income
Under $10,000 n.s. n.s. n.s. n.s.
$10,000 to $29,999 n.s. n.s. 0.63* 0.65*
$30,000 to $49,999 n.s. 1.40°* 0.77* 0.73*
$50,000t0 $79,999 n.s. n.s. n.s. 0.85*
$80,000 to $99,999 n.s. n.s. n.s. n.s.
$100,000 and over (ref*) 1.00 1.00 1.00 1.00

* significantly different from the reference group (ref*) ot 0.05 level or better

n.s. not significant

Source: Stotistics Conodo, Generol Social Survey, 2005.

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-lifec 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 cnough tme.

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

Statistics Canada Avtumn
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family type, being satistied with
one’s job was associated with
higher odds of being sartisfied with
work-life balance and being able to
avoid role overload. Conversely,
high general life stress, working 46
hours or mote 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, sclf-perception and gen-
cral feelings of well-being.

M References

Akerstedr, Torbjorn. 2003, “Shift
work and disturbed sleep/wakeful-
ness.” Occupational Medicine. Vol. 53,
no. 2. p, 89-94,
http://ocemed.oxfordjournals.org/
cgi/reprint/53/2/89 (accessed July
18, 2008).

Perspectives

Work-life balance of shift workers

Costa, Giovanni. 2003, “Shift work
and occupational medicine: an over-
view.” Qecupational Medicine. N ol. 53,
no. 2. p. 83-88.

http:/ /ocemed.oxfordjournals.org/
cgi/reprint/53/2/83 (accessed July
18, 2008).

Golla, Anne Marie and Victoria
Vernon. 2006. Late for Dinner Again:
Do Work Schedules and Home Sched-
ules Clash? Washingron, 1D.C. 54 p.
htep:/ /www.sfi.dk /graphics/SEL/
Pdf/TATUR2006/goltta%20-
2%20paper.pdf (accessed July 18,
2008).

Halpern, Diane 1. 2005, “How time-
flexible work policies can reduce
stress, improve health, and save
moneyv.” Stress and Health. Vol. 21,
1ssue 3. August. p. 157-168.

Human Resources and Social Devel-
opment Canada. 2008. Control Over
Time and Work-Life Balance: An Fm-
pirical Analysis.
htep://www.hrsdc.gc.ca/en/labour/
employment_standards /fls/re-
search/research15/page09.shuml
(accessed July 23, 2008).

Human Resources and Soctal Devel-
opment Canada. 2005. Work/Life
Balance and New Workplace Challenges
— Frequently Asked Questions For 1ndi-
ridwals.
hup://www.hrsdc.gc.ca/en/lp/
spila/wlb/faq/01individuals.sheml
(accessed July 22, 2008).

Keown, Leshe-Anne. 2007. “Time
escapes me: Workaholics and time
perception.” Canadian Social Trends.
No. 83. Summer. Statistics Canada
Cartalogue no. 11-008. p. 28-32.
hup://www.statcan.ca/english/
freepub/11-008-X1E./2007001 /pdf/
11-008-XTE20070019629.pdf
(accessed July 18, 2008).

Levin-Epstein, Jodie. 2006. Getting
Punched: The Job and Family Clock.
Center for Law and Social Policy.
Washington, D.C. 26 p.

htip:/ /www.clasp.org/publications/
getting_punched_fullnotes.pdf
{accessed July 18, 2008).

on Labour and Income / 25




Work-life balance of shift workers

MacDonald, Martha, Shellcy Phipps and Lynn
Lethbridge. 2005, “Taking its Toll: The Influence of
Paid and Unpaid Work on Women’s Well-Being.” Femi-
nist Economics. Vol, 11, issue 1. March. p. 63-94.

Marshall, Katherine. 1998. “Couples working shift.”
Perspectives on Labour and Income. Vol. 10, no. 3.
Autumn. Statistics Canada Catalogue no. 75-001-XPE.
p- 9-14.

http:/ /www.statcan.ca/english/studies/75-001/archive/
c-pdf/e-9831.pdf (accessed July 18, 2008).

McMenamin, Terence M. 2007. “A time to work: recent
trends in shift work and flexible schedules.” Monzhiy
Labor Reriew. December. p. 3-15,
htep://www.bls.gov/opub/mlr/2007 /12/arcl full.pdf
(accessed July 18, 2008).

Rosa, Roger R. and Michacl J. Colligan. 1997. Plain Lan-
guage abont Shiftwork. U.S. Department of Health and
Human Scrvices. Centers for Discase Control and Pre-
vention. National Institute for Occupational Safety and
Health. DHHS (NIOSH) Publication No. 97-145. p. 39.
htep:/ /www.cde.gov/Niosh/pdfs/97-145.pdf (accessed
July 22, 2008).

Shields, Margot. 2002. “Shift work and health.” Health
Reports. Vol. 13, no. 4. July. Statistics Canada Catalogue
no. 82-003. p. 11-33.

http:/ /www.statcan.ca/english/studies /82-003/archive /
2002/13-4-a.pdf (accessed July 18, 2008).

Williams, Cara. 2001. “You snooze, you loser — Sleep
patterns in Canada.” Canadian Social Trends. No. 60.
Spring. Statistics Canada Catalogue no. 11-008. p. 10-14.
htp:/ /www.statcan.ca/english/freepub/11-008-XIE/
2000004/articles/5558.pdf (accessed July 18, 2008).

Back Issues: Did you miss something?

are available.

Feature articles in thesc issues include:

Don't worry! Back issues of Perspectives on Labour and Income

Summer 2008 Hours polarization revisited - Retiring together, or not * Work-related training - Running a census in a
tight labour market - Life after tcenage motherhood - Low-income children Varia: Provincial labour force
differences, Work absence rates

Spring 2008 Work stress and job performance - Returning to the job after childbirth * Immigrants in the hinterlands * The
dynamics of housing affordability + RRSP investments - Earnings in the last decade

Winter 2007 High-income canadians - Spending patterns in Canada and the U.S. - Economic integration of immigrants’
children - Pensions and retirement savings of familics * Depression at work -+ Varia: Inmternational
comparisons - Cumulative index 1989-2007

Autumn 2007  Labour inputs to non-profit organizations * Trends and seasonality in absentecism - Working at home: An update
* Life after high tech - Participation of older workers - Public pensions and work « Varia: Unionization

For more information, contact Statistics Canada, Dissemination Division, Circulation Management, 100 Tunney’s
Pasture Driveway, Ottawa, Ontario K1A 0T6. Call 1-800-267-6677 toll free.

Perspectives on Labour and Income
The quarterly for labour market and income information

Statistics Canada

Autumn 2008

r and Income




Remittances by recent

immigrants

René Honle and Grant Schellenberg

emittances—the money immigrants send to

family members in their country of origin—

have a long traditon. 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 carlier.

Considerable work is underway both nationally and
internationally to measure remittance flows. The
World Bank estimates flows to developing countrics
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 fricnds, 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 countties is evident. For example, remit-
tances account for about 20% to 30% of GDP in
Tonga, Moldova, Lesotho, Haiti, Bosnia and
Herzegovina, and Jordan, and tor about 10% to 19%
in several others, such as Jamaica, El Salvador, the
Philippines, the Dominican Republic, Lebanon and
Nepal.

The importance of remittances can also be related to
national industrics. For example, remittances to

Mexico ““...are more than the country’s total toutism
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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 ¢xceed 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.” Their preferences or obligations to send
moncy to family members abroad may have implica
tions for other aspects of scttlement, 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 macrocconomic perspective, houschold 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 (IADDB) arc interested in the institutional charac

teristics of bilateral remittance corridors. Indeed,
“...efforts are underway to inducc users [remitrance
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
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Table 1 Remitters and their remittances

6 to 24 months

25 to 48 months

ofter arrival after arrival
Remitters Average Remitters 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 2,500
Eastern Europe 82 1,800 4] 2,100
South Asia 23 3,600 28 3,700
Central, South America 28 2,000 25 2,000
East Asia 8 2,900 20 3,900
West Asia, Middle East,
North Africa 13 2,000 19 2,500
North America, West Europe,
Oceania 1 3,200 11 3,600
GDP/capita, country of birth
Less than $2,000 31 1,900 35 2,200
$2,0001t0 $3,999 31 2,700 37 3,000
$4,00010 $5,999 20 2,500 25 3,300
$6,00010 $7,999 19 1,600 31 2,200
$8,00010 $14,999 26 2,400 28 1,900
$15,000 and over 8 3,100 n 3,900

Note: Averages are for those who remitted and have not been adjusted for inflation.
Source: Stolistics Canodo ond Citizenship and Immigration Canada, Longitudinal Survey of
{mmigrants 1o Conada, 2000/2001 cohort.

recipient countries.” (Hernandez-
Coss 2006) The Multilateral Invest-
ment Fund of the TADB 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 senders to recipicnts, is
necded 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
study uscs the Longitudinal Survey

of Immigrants to Canada (LSIC)
to document the prevalence of
remitting and the amounts remit-
ted by immigrants from a wide
range of countrics (sce Data source
and methodology). The incidence of
remitting by the 2000/2001 land-
ing cohort ranged from less than
10% to about 60%; 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 tmmi-
grants from the 2000/2001 land-
ing cohort remitted funds to family
or friends abroad during their first

r and Income

four years in Canada. In the 6 to 24
months after landing, 23% of
immigrants remitted and 25 to 48
months after landing 29% did so
(Table 1). Among those who remit-
ted, the average amount was
$2,500 in the first reference period
and $2,900 in the second.* 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
$1,000 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 West
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 11% from
countries with GDP per capita of
$15,000 or more. One interpreta-
tion is that because their families
are in greater need of financial sup-
port, immigrants from pooret
countries are more likely to remut.
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That being said, the relationship between GDP 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 between GDP per capita and average amounts
was not evident.

By country of birth, variability is patticularly striking
(Chatt 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
s0.” 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 (33,000 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
$5001t0 $999 21 22 19 17
$1,000t0 $2,499 24 26 22 19
$2,500 to $4,999 18 19 16 4
$5,000 or more 1 12 10 5

Source: Statistics Canada and Citizenship and Immigration Canada,
Longitudinal Survey of Immigrants to Canada, 2000/2001
cohort.
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ever, measurcs of central tendencies, like averages,
demonstratc 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
categorics sent between $500 and $2,500. And at the
high end of the distribution, 12% of the cconomic
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 reladvely
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 sratus, 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 (CIC), 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
|somp|ing frame was an administrative database maintained
| by the CIC. The LSIC used two-stage stratified sampling.
iThe first stage selected immigrating units (IUs) using
probability proportional to size and the second randomly
selected one member within each iU. Only the seiected |
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 orriving, 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 amouni remit- ;
ted. Coefficients from the logistic regressions have been |
converted into predicted probabilities for ease of interpre-
tation.? Coefficients from the notural logarithm of the:
amount remitted approximote percentage differences and
are discussed in these terms for ease of presentation. All
| models are calculated using bootstrap weights to correct
Ivariance estimates for survey design (a technique called
design-based variance estimation).?
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Chart A The proportion of immigrants making remittances
varied considerably by country of origin

%

70

40} |

30 t

20

Philippines Haiti  Jamaica

%

Nigeria Romania Guyona

Ukraine  Russia

50

40 }

30 ® ®

10

Colombia  Sri Bosnia

Lanka

50

Pakistan

India Lebanon China Morocco

40

30

10 | |

+ 95% confidence interval

’ L4 ®

United
Stotes

Mexico Afghanistan

Iraq

United
Kingdom

South
Korea

Iran France

Note: Average of the average amounts remitted (conditional on remitting) ot two years ond four

years after landing.

Source: Statistics Canada ond Citizenship and Immigration Canada, Longitudina! Survey of

Immigrants to Canada, 2000/2001 cohort.

Autumn

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

Caution is warranted when ad-
dressing this issuc. Because remit-
tance behaviour 1s measured using
individuals rather than famtlies 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
yiclds a higher percentage, but does
not take any sharing of financial
resources into account. Family
income yiclds 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 7.5% of the personal
income of remitters and 3.4% of
family income, on an average
annualized basis, during remitters’
second year in Canada. Two years
later, remittances accounted for
5.9% and 2.9%.°

When all immigrants are consid-
ered, regardless of whether they
remitted, remitrances accounted for
3.7% and 3.4% of aggregate per-
sonal income, and 1.6% 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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e e ey ; 5 B ek
low-income cut-off (LICO) was

Chart B Average remittances were less than $4,000 for just over $31,000 for a three-

three-quarters of 24 countries of origin person family and just under
$38,000 for a four-person family
residing in a large urban centre.

.4000) (The LICO is an income threshold
4 below which a family will likely
devote a larger share of 1ts income
than the average family on the
6r basic necessities of food, shelter
| and clothing.) For refugees who
i L s remitted, the average of almost
° . ) $1,()A()()'camc from a fairly modest
. b 4 é » ) / family income.
0

Multivariate results,

Philippines Haiti  J ica Nigeria Romania Guyana Ukrain Russia
ilippines aiti amai igerioc Romania  Guy roine ussi pooled model

Descriptive statistics demonstrate
$ (000) the magnitude of diffcrences in
9 remittance behaviour, which partly
reflect the characteristics and expe-
riences of individuals from differ-
6T ent countries. The significance of
the various factors was examined
'y " via !()gisti