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• Articles 

5 International differences in low-paid work 
Sébastien L,aRoche/le-Cóté and Claude Dionne 
Like the United States and the United Kingdom, Canada has a 
higher proportion of low-paid jobs than Australia and most 
countries in continental Europe. While the differences with 
continental Europe highlight different approaches to the labour 
market, the much lower rate of low-paid work in Australia is 
more puzzling since that country shares many similarities with 
Canada. Differences in wage-setting mechanisms appear to play 
a role in explaining the disparity in rates of low-paid jobs. 

14 GIS update 
May Luo// 
The Guaranteed Income Supplement (GIS) was established to 
provide low-income seniors with extra income. While 
simplification of the GIS application process and outreach efforts 
have increased take-up rates, some seniors are still missing out. 
This update explores the characteristics of eligible non-recipients. 

23 Pathways into the GIS 
Sharanjit Lippal, Ted Wannell and Edouard Imbeau 

The probability of receiving GIS benefits is strongly correlated 
with people's income levels at younger ages, particularly to their 
earnings in their 40s. Negative labour market and health 
occurrences, including El receipt and disability claims, having a 
low income and the receipt of social assistance benefits increased 
the probability of (HS receipt, while having an employer pension 
plan or RRSPs decreased the probability. 
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significant differences in annual hours of work between families 
with and those without children. 
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Gordon B. Cooke, Isik U. Zejtinoglu and James ('howan 
Workers at the low end of the earnings scale, workers with less 
education, non-unionized workers and women are all less likely than 
other workers to rcccive employer-sponsored training. But they are 
also less likely to decline it when it is offered. Within each of the 
first three categories, women lag behind men in receiving training. 
Controlling for various individual, job and workplace characteristics 
helps explain some of these persistent labour market differences 
between men and women. 
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In this issue 

• Between 2000 and 2006, the GIS take-up rate 
increased from 87% to 90% with the largest 	• 
increases for those receiving annual payments 
of less than $500 and $500 to $999—up 17 and 
12 percentage points respectively. 

IN The GIS application rate increased from 45% to 
57% with the largest improvements among those 
80 and over, who saw an increase of 27 percentage 
points, followed by those 70 to 79 at almost 25 
points. 

The probability of not applying for the (;ls when 
eligible was significant and negatively related to 
annual payments in 2000 but not in 2(X)6, suggesting 
that, by 2006, those receiving small amounts of 
G1S payments were just as likely to apply as those 
receiving the maximum. 

Sirniiarly, age was no longer a statistically significant 
factor in 2006 once automatic applicants (those 
age 65) were excluded from the sample, suggesting 
that, by 2006, older seniors (age 70 and over) 
were just as likely to apply as younger seniors (age 
66 to 69). 

• Pathways into the GIS 	
... p. 23 

• Income earlier in life is the strongest correlate of 
Guaranteed Income Supplement (GIS) receipt. For 
individuals with average incomes, an additional 
$1,000 of earnings in their late 40s would reduce 
the probability of being a GIS recipient by 1.1 
percentage points for men and 1.4 points for 
women. The effects are similar for other types of 
income. 

U Subsequent income changes are also important. 
For example, an earnings increase of $1,000 for a 
woman in her early 50s would decrease the 
probability of receiving GIS by 1.1 percentage 
points. The same increase in her early 60s would 
reduce the probability by 0.8 points. This general 
pattern also held for other types of individual and 
family income. 

Evidence of job or personal difficulties in middle 
age—such as unemployment, social assistance or 
disability—increase the probability of receiving GIS 
benefits later on. On the other hand, participation 
in an employer pension plan or regular 
contributions to a registered retirement savings plan 
reduce the probability of GIS receipt. Both these 
positive and negative factors were significant even 
after controlling for income levels and trajectories. 

U International differences in 
low-paid work 	 ... P. 5 

• With nearly a quarter of full-year, full-time workers 
earning less than two-thirds of the median, 
Canada's proportion of low-paid workers is 	U 
comparable to that of other nations commonly 
cited as having a flexible labour market—including 
the United States and the United Kingdom. 

• (:ountries with lower levels of low pay are typically 
characterized as having more regulated labour 
markets. These countries include the Scandinavian 
countries with levels in the 6% to 11 % range and 
other countries in continental Europe with low-
pay rates varying from 13% to 16%. 

• Australia has a low-pay rate more in the European 
mould, even though it has many social and 
economic characteristics similar to Canada's. A 
detailed examination shows that pay-setting 
processes and minimum-wage conditions likely 
explain at least some of the Canada-iustraEia 
difference in low paid work. 

U GIS update 	
... p. 14 

• The number of seniors eligible for the Guaranteed 
Income Supplement (GIS) but not receiving it fell 
from 191,700 in 2000 to 159,400 in 2006. 
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Highlights 

• The effects of all variables were about three times 
greater for individuals with characteristics likely to 
place them at risk of GIS receipt. More than half 
of those who were in the bottom two income 
quintiles in their late 40s (56% of men and 61% of 
women) were not consistently collecting the GIS 
in their late 60s. This result is consistent with the 
finding that individuals remain quite mobile across 
income categories between their late 40s and late 
60s. 

• Family work patterns 	
... p. 33 

• Despite the substantial increase women's labour 
market participation in recent decades, the long-
term work patterns of families with children 
remained quite different from those of families 
without children. 

• Taking age differences between family types into 
account, 14% of families with children and 21 
of families without children had both parents 
working a consistently standard schedule (between 
1,500 and 2,300 hours per year) over a period of 
five years. 

• Families with children tended to stay away from 
long hours. About 14% of families with children 
were in the long-hours group (at least one parent 
with particularly long hours—at least once above 
2,300 hours, never below 1,500—and the other 
with at least a consistently standard schedule) 
compared with 20% of families without children. 

• Families with children were more likely to have at 
least one parent with low hours (at least once 
below 1,500 hours without ever going above 2,300 
hours) and the other parent with at least a standard 
schedule. 

• Families with long hours reported higher levels of 
stress than other families, but those with children 
did not report higher stress levels than those 
without. In fact, the presence of children had a 
greater impact on the stress level of families with 
a consistently standard schedule—they tended to 
have lower levels of stress in the absence of 
children, but much higher levels with the presence 
of children. 

• Barriers to training access 
... p. 45 

• About 60%  of all workers received at least one of 
three types of employer-supported training in 2005, 
while about 12% declined training. 

• Overall, women were as likely as men to access 
employer-supported training. However, differences 
appeared when considering low-wage workers 
(women 43% vs. men 50%), less-educated workers 
(42% vs. 52%), non-union workers (57% vs. 609/6), 

or low-wage, less-educated, non-union workers 
(37% vs. 47%). However, women in these four 
groups were less likely to decline employer-
supported training, even after controlling for their 
lower access. 

• What's new? 	 ...p. 57  

• From Statistics Canada 
Labour productivity 
Employer pension plans (trusteed pension funds) 
Income of Canadians 
Labour productivity in the provinces and territories 
Cyclical changes in output and employment 
Entry earnings of immigrants following the IT bust 
The impact of U.S. recessions on Canada 

• From other organizations 
F-lousehold debt, assets and income in Canada 
Shifting occupational composition and the real 
average wage 
International comparisons of hours worked 
Depression babies and risk-taking 
Long-run effects of unions on firms 



Sébaslien LaRothelle-Cóté and Claude I)ionne 

T he Canadian economy includes numerous 
low-paid jobs, and not just for part-timcrs. 
According to the Survey of Labour and Income 

Dynamics (SLID), one in seven full-time employees 
(1.4 million workers) were paid less than $10 per hour 
in 2004. Other studies, using varying definitions of 
low-paid work, also found a large number of low-
paid 1obs (Morissette and Picot 2005, Morissette and 
johnson 2005, and Chung 2004). 

However, Canada's proportionately larger number of 
workers with low pay in comparison with other 
Organisation for Economic Co-operation and Devel-
opment (OECD) countries is perhaps less well known. 
In fact, Canada has one of the highest proportions 
of low-paid workers among similarly industrialized 
countries (OECD 1996 and 1998).1  By and large, 
Canada's rate of low-paid work is higher than in 
European countries and similar to the American rate. 
In contrast, Scandinavian countries typically have the 
lowest shares of low-paid workers (Nolan and Marx 
1999) (see Data sources and definitions). 

International differences in low-paid work are com-
monly attributed to institutional and regulatory factors 
clustered among groups of countries. For instance, 
countries with higher rates of low-paid work are 
assumed to have a lower degree of labour market in-
tervention with a laissez-faire approach to the labour 
market (referred to as Anglo-American). In contrast, 
countries with lower rates of low pay are character-
ized as more interventionist, with a European 
approach to the labour market (Cantillon, Marx and 
Van den Bosch 2002). The contrast between these two 
typologies has helped fuel debate over the advantages 
and disadvantages of low-paid work. While some 
argue that a higher rate of low-paid work provides 
much-needed flexibility for workers (Siebert 1997), 
others are concerned by potential problems for mdi- 

Data sources and definitions 

International comporisons are based on the most recent data 
from the Luxembourg Income Study (LIS), The LIS is a sin-
gular source of comparable labour and income microdota 
for a wide variety of OECD countries. The analysis is sup-
plemented by the Survey of Consumer Finances (SCF) and 
the Survey of Labour and Income Dynamics (SLID) to gen-
erate historical trends of low-paid work in Canada. The SCF 
was a cross-sectional survey that used a sub-sample of the 
Labour Force Survey and was conducted every year from 
1976 to 1997. The Survey of Labour and Income Dynam-
ics is on annual longitudinal survey that has been conducted 
every year since 1993. For the overlapping years, a com-
bined sample of the two surveys was used, as their trends 
were very similar. 

Low-paid workers are defined as employees earning less 
than two-thirds of the median in each country. As a result, 
the absolute value used to define low pay varies by coun-
try and over time. The choice of the cut-off is a compro-
mise between a lower value of, say, 50% (which would be 
too close to the minimum wage in some countries) and 75% 
(which would include too many workers in other countries). 
This method is not a direct measure of deprivation, but is' 
more related to the ideas of inequality and social exclu-
sion. Furthermore, it has been used in many previous studies. 
Following the OECD approach, the focus is on annual earn-
ings (before taxes) of paid employees who worked full year, 
full time (in order to avoid cross-country differences in part-
time work). 2  

vidual and family well-being (Maxwell 2002). How-
ever, such generalizations must be interpreted with 
caution as they have been supported by little empirical 
evidence (Freeman 2005). 

In addition, international differences in low-paid work 
can also result from fundamental differences in 
demography, industrial structure, living standards, tax 
incentives, labour supply and institutions. Clearly, the 
complexity of issues relating to international differ -
ences in low-paid work makes it difficult to draw clear 
inferences to inform labour market policy debates. 

Sibastien LaRocbe/le-Cdtl is with the Labour and Household Sun'eys Analysis Division. He can he reached at 613-951-0803 
or .rebastien.larochelle-cotestatcan.gc.ca. Claude Dionne is with the Income Statistics Division. He can be reached at 613-951 - 
5043 or claude. dionne@ slatcangc. ca . 



International differences in low-paid work 

However, if the low-wage share in 
Canada differs from countries with 
similar characteristics and a similar 
approach to the labour market, like 
Australia, then the st-udv of differ-
ences may be more informative. 

This paper provides an update on 
international differences in low-
paid work and then explores po-
tential explanations for the large 
difference between Canada and 
Australia, two countries that share 
many similarities in demography, 
industrial structure, taxation and liv -
ing standards. 

International differences 
in low-paid work 

lnternauonal comparisons of low-
paid work are not straightforward. 
One approach is an absolute level 
of low pay—for instance, the pro-
portion of workers earning less 
than $10 per hour. But establishing 
something like a 'living wage' 
would pose problems for interna-
tional comparisons: an amount 
deemed appropriate to measure 
deprivation in Canada may not be 
so in other countries, simply be-
cause of differences in perceptions 
and in cultural norms. Even with 
agreement on a basket of goods 
and services corresponding to a 
minimum standard of living, con-
verting the basket into various cur-
rencies would be difficult. 

Measures of relative deprivation-
the extent to which a worker's earn-
ings fall below their country's 
median—have been developed to 
avoid these problems (see L4tw-pay 
threshold). A measure of relative 
deprivation can be interpreted as 
the number of workers who fall 
significantly below the financial 
well-being of the median worker. 
For example, the OECD defines 
low-paid work as the proportion 

of full-year, full-time workers who 
fall below two-thirds of the coun-
try's median earnings (OECD 1996 
and 1998). This approach is widely 
used in comparative studies (Nolan 
and Marx 1999). 

Canada and the United States had 
the highest proportions of low-
paid workers among the 12 coun-
tries for which data are available, 
with nearly I in 4 workers earning 
less than two-thirds of median 
annual earnings in 2000 and in 2004 
(Chart A). The United Kingdom 
(21.3%) and Ireland (18.9% 
in 2000) also had relatively large 
contingents of low-paid workers 
compared with other countries in 
continental Europe and Australia. 
Four countries (Germany, Spain, 
Austria and Belgium) had similar 
shares of low-paid workers, vary- 

United States 

Canada 

United Kingdom 

Ire land 

Germany 

Spain 

Austria 

Belgium 

Australia 

Sweden 

Denmo,k 

Finland 

ing from 13.0% to 15.7% (for 
2000, as 2004 figures were unavail-
able for these countries). Finally, 
for both 2000 and 2004, the 
Scandinavian countries in the sam-
ple (Sweden, Denmark and Fin-
land), as well as Australia, 3  had 
relatively small shares of low-paid 
workers. For the year 2004, the 
share of low-paid workers varied 
from 7.1% (in Finland and Den-
mark) to 11 .4°,/  (in Australia). 

These results differ little from pre-
vious figures released by the 
OECD (1996 and 1998), which 
were based on figures provided by 
the national statistical agencies. 
Taking the 1996 study as an exam-
ple, the United States and Canada 
had the highest share of low-wage 
workers, with 25.0% and 23.7% 
respectively in 1994. By and large, 

02004 

Elm 

Chart A Canada and Australia share many characteristics, 
but low-paid workers are much less common in 
Australia 

10 15 	 20 	 25 

Low-paid workers (%) 

1. Results are based on full-time workers who earned at least the federal minimum wage 
multiplied by 52 weeks. 

Source: Luxembourg Income Study, Waves V and Vl 
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International differences in low-paid work 

Evolution of low-paid work in Canada 

However, not all men were equally affected by the increase in low-paid work. 
In fact, young men (age 15 to 24) were particularly affected as their incidence 
of low-paid work increased from approximately 30% in 1976 to more than 60% 
in the mid-1990s. The share of low-paid work among men age 25 to 34 also rose 
significantly, from 8% in 1976 to approximately 20% in more recent years. Older 
men were less affected, but middle-aged men also sow their share of low-paid 
work increase over the period. Conversely, low-paid work declined among middle-
aged and older women over the period, remained the some among women age 
25 to 34, but rose among women age 15 to 24. 

Canada's high level of low-paid work 
relative to other countries since the 
mid-1990s raises the question: Dsd 
Canada always have a high shore of 
low-wage workers? Data from the 
Survey of Consumer Finances and the 
Survey of Labour and Income Dynam-
ics indicate that the shore of full-year, 
full-time workers in low-paid jobs rose 
from approximately 21% in 1976 to 
25% in the mid-1980s, and has 

i remained relatively steady since then, 
suggesting that the numbers for 
the years 2000 and 2004 reflect an 
enduring feature of the Canadian 
economy. 4  

However, the face of low-paid work-
ers changed over the 30-year period, 
especially between 1976 and the mid-
1 990s. The share of women with low-
paid jobs decreased significantly, from 
approximately 45% in 1976 to less 
than 35% at the beginning of the 
1990s. This is consistent with the large 
gains in educational attainment by 
women during the 1980s and 1990s 
and suggests that better education 
credentials led to better jobs for many 
of them. In contrast, men became 
increasingly more likely to work in 
law-paid jobs. From 1976 to 1993, the 
proportion of men earning less than 
two-thirds of the median rose from 
11% to 18% (Chart B). 

Chart B After falling for two decades, the incidence of low-paid 
work among women stabilized in the mld-1990s 

Low-paid workers (%) 

Women 

Both sexes 

Men 

1976 1979 1982 1985 1988 1991 1994 1997 2000 2003 2006 

Sources: Stotistics Canada, Survey of Consumer Finances, 1976 to 1997; Survey of Labour 
and Income Dynamics, 1993 to 2006. 

this suggests that international differences in low-paid 
work seen in the 1990s remained largely unchanged in 
the mid-2000s (see Evolution of/ow-paid work in Canada). 

These countries differ from each other in many 
aspects. As mentioned, international differences in low-
paid work may relate to varying policy approaches to 
the labour market. Furthermore, differences in low-
paid work also reflect other basic differences in such 
characteristics as demography, economic structure, 
labour supply, tax incentives, living standards, and 
country-specific institutions. 

However, Australia has a low-pay incidence more in 
the European mould, even though it is usually included 
in the 'Anglo-American, non-interventionist' group of 
countries (Esping-Andersen 1990). In view of this, a 
deeper examination of the difference in low-paid work 
between Canada and Australia follows. 

Low-paid work in Canada and Australia 

Australia and Canada share many economic, social and 
political characteristics, often making them the subject 
of comparative studies. They share a British parliamen-
tary tradition and a federal system of government. 
Both have small open economies with a relatively 
modest population (22 million in Australia and 33 mil-
lion in Canada) and similar immigration rates 
(Richardson and Lester 2004). Their industrial struc-
tures are characterized by abundant natural resources, 
large exports of raw materials, and large imports of 
machinery, equipment and production technology 
(Harchaoui, Jean and Tarkhani 2003). Each has a lib-
eral economy with a social security system character-
ized by means-testing and private insurance schemes 
(Esping-Andersen 1990), and a progressive income tax 
system with similar tax and social security contribution 
rates (OECD 2009b). Their standards of living are 
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International differences in low-paid work 

Low-pay threshold 

With a relative measure of low pay 
(two-thirds of a country's median), 
the threshold is not the some 
across countries (Table 1). For 
comparison purposes, values are 
expressed in 2002 and 2004 Cana-
dian dollars-based on purchasing 
power parities (PPP), which allow 
earnings to be expressed in com-
mon currency units. PPPs also take 
differences in price levels between 
countries into account. The closer 
a country is to the Canadian 
threshold, the more similar its 
definition of low pay in terms of 
living standards. 

While thresholds differed across 
countries, some were close to the 
Canadian one. In 2004, for in-
stance, the low-pay threshold was 
$25,700 for Australia (in 2004 
Canadian dollars), compared with 
$26,700 for Canada (a difference 
of less than 4%). 

Table 1 Low-pay threshold for 
full-year, full-time 
workers 1  

2000 	2004 

$ 
Australia? 22,300 25,700 
Austria 18,500 
Belgium 22,600 
Canada 24,700 26,700 
Denmark 25,700 29,000 
Finland 19,600 24,000 
Germany 24.400 
Ireland 19,300 
Spain 15,400 
Sweden 3  20,100 24,100 
United Kingdom 4  21,800 27,600 
United States 26,600 29,600 

1. In Conadian dollars. 
2. Based on 2001 and 2003. 
3. Based on 2000 and 2005. 
4. Based on 1999 and 2004. 
Note: Figures based on purchasing power 

parity. Years other than 2000 or 2004 
were adjusted using the Consumer 
Price Index. 

Sources: Luxembourg Income Study; Statis-
tics Canada, purchasing power 
parities for gross domestic product. 

Younger workers, women and 
workers with a lower education 
level were more likely to have low 
earnings in both countries (Table 2). 
The situation of younger workers 
appears especially striking as 299/o 
of young workers in Australia and 
as much as 65% in Canada were 
low paid, compared with national 
rates of 1 I% and 24% respectively. 
Also, the differential between men 
and women was much smaller in 
Australia, which is consistent with 
other research finding that Australia 
has a smaller male-female earnings 
gap than Canada (Kidd and Shan-
non 1996). 

Furthermore, even if the two 
countries are characterized by a 
strong primary sector, other differ-
ences in industrial structure and oc-
cupational characteristics could also 
play a role in explaining differences. 
Low-paid work is proportionately 
more prevalent in the wholesale 

relatively close, with a gross national income per capita 
of $35,760 for Australia versus $39,650 for Canada, 
in 2007 US dollars (The World Bank 2009). Economic 
and productivity growth over the past two decades 
were similar, as Canada's prosperity grew at an aver-
age rate of I .9°/a  from 1983 to 2000, compared with 
2.4% for Australia (Harchaoui, Jean and Tarkhani 
2003). Employment rates are close and have increased 
in tandem (69.3°/s for Australia and 70.9% for Canada 
for persons age 15 to 64 in 2000, 70.3% and 72.5% in 
2004, and 72.9 and 73.6% in 2007, according to the 
Online OECD Employment Database). Furthermore, their 
low-pay thresholds are similar when expressed in com-
mon currency figures (see L4sw-pqy threshold). 

Despite these similarities, some observable differences 
may account for the large gap between the two in 
low-paid work. These factors include personal char-
acteristics of full-year, full-time workers in the two 
countries (i.e. specific differences in age-sex distribu-
tion and education level) as some demographic groups 
arc more likely than others to be low paid. 

Table 2 Share of low-paid work, 
demographic characteristics 

Canada 1  Australia 2  

% 
Total 24.4 11.4 
Age 
Less than 25 65.0 29.4 
25to54 21.2 8.8 
55 and over 22.8 10.7 

Sex 
Men 17.2 9.4 
Women 33.7 15.0 

Education 
University degree 	 11.7 	3.5 
No university degree 	 28.1 	14.2 

1. 2004 data. 
2. 2003 data. 
Source: Luxembourg Income Study, Wove VI. 
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and retail sector, and in personal services (Table 3). 
Conversely, workers in public administration were 
least likely to be low paid in both countries. Managers 
and legislators also tended to exhibit lower rates of 
low-paid work than others. 5  

Hence, if Canada has proportionately more full-year, 
full-time workers in lower-paid demographic, indus-
try and OCCUt1Ofl groups than Australia, then at least 
part of the differential in low-paid work could be 
explained by these. One way to test this hypothesis is 
to use the Oaxaca decomposition method. 6  This 
method works on simple countcrfactuals: for exam-
ple, "What would be the proportion of low-wage 
workers in Canada if it had the same distribution of 
workers as Australia across various demographic or 
industry groups?" 

However, results indicate that the difference in low-
paid work would persist if Canadian workers had the 
same demographic, industry, and management char-
acteristics as Australian workers. 7  This is not entirely 
unexpected, since inter-country differences in rates of 
low-paid work were also quite large across nearly all 
of the above characteristics, suggesting the need to 
look elsewhere to explain the difference between 
Canada and Australia. 

Table 3 Share of low-paid work, job 
characteristics 

Canada' Australia 2  

% 
Total 24.4 11.4 

Goods-producing industries 
Primary 22.2 20.1 
Manufacturing 17.1 12.4 
Construction 20.2 11.4 

Service-producing Industries 
Wholesale and retail 39.9 17.9 
Transport and communications utilities 13.6 7.4 
Finance and business 21.7 7.9 
Education services 15.6 3.7 
Health services 23.7 15.9 
Public administration 5.7 4.1 
Personal services 46.1 15.2 

Management 
Managers and legislators 12.7 2.9 
Others 25.7 12.2 

1. 2004 doto. 
2. 2003 data. 
Source: Luxembourg Income Study, Wove VI. 

Canada may also differ from Australia in terms of 
country-specific labour market institutions. The effect 
of labour-market institutions on pay rates, inequality, 
employment and low pay has generated much discus-
sion, but is very difficult to assess empirically (Free-
man 2005). However, the literature is clear on one 
thing: labour-market institutions (pay-setting mecha-
nisms, unionization, and the proportion of workers 
covered by collective agreements) do affect the dis-
persion of wages, and, by extension, relative rates of 
low pay (Wallerstein 1999, and Rueda and Pontusson 
2000). 

How does Canada differ from Australia in this 
regard? Union coverage is one place to start, since 
unionized jobs tend to be better paid and have a lower 
dispersion. However, Canada actually has a higher rate 
of unionization (29.4% in 2007) than Australia (18.5°/o) 
(OECD 2009a), so unionization itself cannot account 
for the lower incidence of low-paid jobs in Australia. 

Differences in the pay-determination process are more 
fundamental. In Canada, the union sector is character-
ized by a highly decentralized system of collective bar-
gaining, which means that bargaining between unions 
and employers occurs mostly at the plant level. For 
those that are not part of a union officially recognized 
as a legal bargaining unit, and therefore not covered 
by collective agreements, the basic employment con-
ditions (including minimum wage) are generally 
defined by provincial labour codes! Canada therefore 
has what could be termed a two-tier, more flexible 
approach with respect to labour regulations, which has 
been a defining feature of the labour market for some 
time (Fudge and Vosko 2001). 

By contrast, the Australian labour market is character-
ized by a system of 'awards' (compulsory arbitration) 
dating back to 1907. In this system, government insti-
tutions prescribe employment conditions and deter-
mine minimum wages for a very large proportion of 
employees (Kidd and Shannon 1996). Furthermore, 
the awards system typically covers a large number of 
employers within a given industry or occupation, 
including non-unionized workers. The end result is a 
centralized process of wage determination that pro-
vides relatively high minimum standards of pay, the 
equivalent of which does not exist in Canada. 

Because more centralization of the wage-determina- 
ti()n process leads to greater wage compression 
(Wallerstein 1999, and Kidd and Shannon 1996), the 
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Australian awards system—by providing higher mini-
mum-wage standards—probably explains a good deal 
of the difference in low-paid work between Canada 
and Australia. It would also help explain the smaller 
gap in low-paid work between men and women in 
Australia, as the system also includes provisions to pro-
mote greater equity in the workplace (Garton and 
McCallum 1996, and Kidd and Shannon 1996). How-
ever, the awards system has become increasingly criti-
cized in recent decades as it provides very little 
flexibility for unions and employers to determine 
wages at the plant level (Norris 1993). Furthermore, 
many believe that the system is an obstacle to job crea-
tion and prevents the economy from reaching its full 
potential (Lewis 2006). Others also argue that it 
restricts the competitiveness of Australian businesses 
(Wailes and Lansbury 2000)) °  

To address some of these concerns, successive Aus-
tralian governments have introduced several reforms 
since the mid-1980s. This has led to progressive 
decentralization of the pay-determination process, 
from the government and industry to the enterprise 
level, in order to allow more flexibility in bargaining 
between employers and employees. Furthermore, a 
number of changes were designed to make pay rates 
better reflect the performance of industries and indi-
vidual firms. Nevertheless, the Australian government 
(through centralized labour market institutions like the 
Australian Fair Pay Commission) continues to play an 
important role in establishing minimum-wage condi-
tions and ensuring that equity and fairness conditions 
are retained in pay-determination procedures (Wailes 
and Lansburv 2000, and Fenwick 2006), which remains 
very different from Canadian practice. 

Studying earnings distribution is one empirical strategy 
used to see if Australia's system of awards is associ-
ated with lower rates of low pay. Since the Australian 
awards system provides minimum employment stand-
ards to individuals at the bottom of the distribution, 
differences would likely be lower between individuals 
at the bottom and those in the middle. Furthermore, 
in the absence of other major differences in labour-
market intervention, the difference between individu-
als at the top of the earnings distribution and those in 
the middle should be similar in the two countries. 

This can be verified by computing a number of earn- 
ings dispersion measures (Chart Q. In addition to the 
widely used P90/P10, which compares the earnings at 

the 90th percentile with those at the 10th percentile, 
the P50/P 10 can be used to compare earnings of the 
median worker with those at the bottom of the earn-
ings distribution, and the P90/P50 to compare earn-
ings of the median worker with those at the top. 

Individuals at the 90th percentile earned 4.8 times as 
much as individuals at the 10th percentile in Canada. 
In comparison, the figure was 2.8 in Australia, sug-
gesting that overall dispersion was much larger in 
Canada than Australia. The ratio of the median and at 
the 10th percentile was also much larger in Canada, as 
median workers earned 2.4 times more than individu-
als at the 10th percentile, compared with 1.5 times in 
Australia. By contrast, the dispersion at the top of the 
earnings distribution was similar. This suggests that 
most of the difference in the overall dispersion 
between Canada and Australia is due to differences at 
the bottom of the distribution. This also supports 
the view that the awards system might explain a great 
deal of the differences in low-paid work between 
Canada and Australia.' 2  

While differences in the pay-determination process 
explain some of the difference in low-pay rates 
between Canada and Australia, they likely do not 

Chart C Wage dispersion greater in Canada 
than in Australia at the bottom of 
the earnings distribution 

Earnings ratio 

0 Canada 1  

• Australia' 

P90/H0 	 P501 1 P10 	 P90iP50 

1.2004 data. 
2. 2003 dota. 
Source: Luxembourg Income Study, Wove VI. 
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explain all of it. Other, more subtle, differences could 
play a role as well. For example, even though Canada 
and Australia have similar rates of immigration and 
both select immigrants through a points system, the 
composition of immigrants is different simply because 
the two countries are not drawing from the same pool 
(Richardson and Lester 2004). The implication is that 
centralized policies aiming to increase minimum-pay 
standards may not have the same impact on the distri-
bution, or the extent of low pay, in both countries. 
Furthermore, the impact of such policies on other 
aspects of the economy (competitiveness, trade and 
productivity) could also be very different. 

Conclusion 
This study used the Luxembourg Income Study (LIS) 
to examine differences in a number of OECD coun-
tries in low-paid work, defined as the proportion of 
full-year, full-time workers earning less than two-thirds 
of a country's median. The study of low-paid work is 
motivated by competing views of efficiency and 
equity in the economy. On the one hand, low-paid 
work can be advantageous by providing needed work 
experience for youth and ensuring that the economy 
has maximum flexibility. On the other hand, a large 
contingent of low-paid workers presents equity chal-
lenges if, for example, many are the sole earners in a 
family. 

Given the debate, international differences in low-paid 
work are sometimes used to provide information on 
the relative position of Canada vis-à-vis the rest of the 
world. Such comparisons yield several groupings of 
countries with similar economic and social systems: 
Canada, the United States, the United Kingdom and 
Ireland have higher rates of low-paid workers than 
other OECD countries; Western European countries 
occupy the middle rung; and Scandinavian countries 
tend to have the lowest proportions of low-paid 
workers. 

Australia is often grouped with Canada, the U.S. and 
the U. K.—Anglo- American economies that are pre-
sumed to have less interventionist policies than Euro-
pean governments. Yet it has a rate of low-paid 
workers that puts it near the low end of the Western 
European countries. The detailed examination of low-
paid work in Australia and Canada shows that differ-
ences in low-paid work arc not due to a higher 
concentration of groups more likely to be low-paid, 
such as young men, workers without a university 

degree, or workers in personal services and 
retail trade. Rather, differences in pay-setting processes 
likely explain much of the discrepancy between Canada 
and Australia in terms of low-paid work. Minimum-
wage conditions are regulated for the vast majority of 
Australian workers through an awards system that 
forms the basis of the minimum compensation policy 
in the country. The system has more than a 100-year 
history in Australia, which implies it may not be a readily 
transferable model. 

U Notes 

1. The OECD also provides statistical information about 
rates of low pay across countries in its online employ-
ment database (OECD 2009a). 

2. The definition of a full-time worker may vary across 
countries (from 27 to 35 hours per week). Furthermore, 
information on full-time workers could be retrieved only 
for the survey reference week in some countries. 

3. The number of weeks worked was unavailable in the US 
for Australia in 2004, and for only a fraction of the 
sample in 2000. Results for Australia are therefore based 
on full-time workers who earned at least the federal 
minimum wage over 52 weeks. Results obtained are 
similar to those provided by the Australian government 
(Australian (;overnment 2008) and are reasonably close 
to estimates from the smaller 2000 sample with informa-
tion on weeks worked. Furthermore, taking only paid 
employees who worked full time during the survey 
reference week would yield a rate of 17.3°/o in 2004, still 
significantly lower than the Canadian rate for full-year, 
full-time employees. 

4. Median earnings remained relatively constant over the 
same period, varying between $40,000 and $44,000 (in 
2006 dollars) over the last three decades. 

5. Similar results were obtained with the SLIt) master file. 

6. The Oaxaca decomposition was obtained as follows. 
First, two regressions were run, one for Canada and one 
for Australia, modeling the probability of earning less 
than two-thirds of the country's median. Variables 
included age, sex, a dummy for university education, 
industry, a dummy for managerial occupations, women-
age interactions, and women–university education inter-
actions. An alternative rate of low-paid work for Canada 
was then estimated by multiplying average Australian 
values for variables included in the regressions by the 
coefficients obtained in the Canadian regression. 
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7. In 2004, the real difference between Canada and Australia 
in low-paid work was 13.0 percentage points and would 
have been 12.5 points if Canadian workers had been 
distributed as in Australia across demographic, industry 
and occupation groups, for which information is avail-
able in the US. 

8. In the case of federally regulated industries, which include 
banking, telecommunications and interprovincial trans-
portation, employment conditions are prescribed by the 
Canada Labour Code. 

9. The federal minimum wage in Australia is AU$14.31 
(approximately CAN$l 3.00) as of October 2008 (Aus-
tralian Government 2008) and is much higher than the 
Canadian average, which currently varies between 
CAN$7.75 and $10.00 across Canadian provinces. 

10. Originally, Australia introduced the awards system to 
provide basic standards of living for workers in combi-
nation with high tariff barriers to protect Australian 
businesses from foreign competition. That arrangement 
was increasingly called into question as terms of trade for 
primary products declined and trade liberalization 
increased. 

11. These results were tested by developing another 
measure of income dispersion, largely inspired by 
the Foster, Greer and Thorbecke (FGT) index. This is 
simply a weighted average of income gaps for individuals 
located below the country's median, expressed as: 

(I y, /z) 2 / n, where n is the number in the sample, 
is the number below the median, z is the country's 

median, and y i  is the income of individual i. One 
interesting property of the FGT index is that more 
weight is given to workers away from the earnings 
threshold (z). The FGT index was 0.032 for Australia and 
0.102 for Canada, suggesting that the earnings of Aus-
tralian workers below the median were much less dis-
persed than those of Canadian workers. 

12, As Frenette, Green and Picot 2006 showed, individuals 
at the bottom of the distribution may not be covered 
identically by different data sources. While there is no 
obvious solution to this problem, it may have an impact 
on distributional differences between Canada and Aus-
tralia at the bottom of the income distribution. 
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May Lwong 

I n 2006, an estimated 1.4 
million eligible seniors received 
the Guaranteed Income Supple- 

ment (G IS). Nevertheless, approxi-
mately 159,400 eligible seniors 
were not receiving any GIS 
(Table 1). While the 2006 number 
reflects an improvement in the GIS 
take-up by historical standards, 
understanding the characteristics of 
eligible non-recipients remains 
important (see GIS e/igibi/iy). 

The GIS was established in 1967 
to provide additional benefits to 
low-income Old Age Security 
(OAS) recipients in Canada. The 
combined retirement income sys-
tem comprising OAS, the GIS. the 
Canada and Quebec Pension Plans, 
and private pensions has dramati-
cally reduced the incidence of low 
income among seniors over time 
(Myles 2000). However, in 2001, 
the Standing Committee on 
Human Resources Development 
and the Status of Persons with Dis-
abilities found that a substantial 
number of eligible seniors were not 
receiving the GIS (HUMA 2001). 
In response, ongoing efforts by 
Human Resources and Skills Devel-
opment Canada (HRSDC), in con-
junction with the Canada Revenue 
Agency (CRA), have aimed to re- 

May Luong is with the Labour and 
Household Suri.'eys Analysis Division. 
She can be reached at 613-951-6014 or 
may. luo n,gstatcangc. Ca. 

duce the number of eligible non-
recipients through increased 
outreach activities and a simplified 
application process (see GIS initia-
tives and outreach pro,gram.c). 

To be eligible for the GIS, indi-
viduals must be entitled to receive 
OAS and must meet specific 
requirements based on their annual 
family income. For example, as of 
April 2009, seniors filing their 
income tax returns as a single 
person had to have income below 
$15,672. The maximum monthly 
benefit from April to June 2009 
for singles was $652.51 (see GIS 
ebgibiliy). 

Since 2002, Human Resources and 
Skills Development Canada (HRSDC), 
Service Canada (SC) and the Canada 
Revenue Agency (CRA) have shared in-
formation in order to reach potential 
beneficiaries. 

In 2002, HRSDC and CRA started tar-
geting low-income seniors whose tax 
returns indicated potential eligibility for 
GIS benefits. Since then, HRSDC has 
mailed out simplified application forms 
to these individuals with pre-filled 
information based on their returns. In 
2003, HRSDC further simplified the 
process by reducing six GIS application 
forms to two and providing instruction 
sheets. In 2007, with the passing of Bill 
C-36, which amended the Canada 
Pension Plan and the Old Age Secu-
rity Act, the requirement to re-apply 
once an initial application had been 
made was waived. Recipients who filed 
income tax returns would never have 
to re-apply and would receive GIS pay- 

Prior to 1999, HRSDC required 
individuals to re-apply for benefits 
every year by submitting an appli-
cation form with a detailed income 
statement. Since 1999, recipients fil-
ing an income tax return have been 
automatically renewed every year. 
Those not filing a return must still 
submit an application with a 
detailed income statement. How-
ever, tax filers who lost their enti-
tlement in one particular year 
because their income exceeded the 
threshold were required to 
re-apply. Many eligible seniors 
likely did not receive the GIS 
because they were unaware they 

ments for all years that their income 
met the specific requirements (HRSDC 
2007). 

HRSDC launched a notional GIS ad 
campaign in 2002 to increase aware-
ness and target seniors who had not yet 
applied. The campaign consisted of 
television, radio and newspaper ads. 
In addition, outreach efforts were 
directed at the most vulnerable, for 
example seniors living in isolation, the 
homeless, people with disabilities, 
immigrants and Aboriginals. These 
efforts included booths and information 
kits at malls and fairs, media hot spots, 
targeted mailings, and providing 
trained service providers. Efforts were 
also targeted at community organiza-
tions with access to hard-to-reach 
seniors. Other outreach initiatives in-
cluded information letters sent from 
CRA on behalf of HRSDC and SC to 
individuals 65 and older who were not 
receiving OAS or the GIS. 

GUS initiatives and outreach programs 
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had to re-apply after losing their entitlement. In 2007, 
with the passing of Bill C-36 amending the Canada 
Pension Plan and the Old A,ge Security Act, the issue of 
eligible seniors not applying after loss of entitlement in 
one year was eliminated—eligible seniors now need 
only file an income tax return or an income statement 
every year alter their initial application to receive sup-
plemental benefits for those years in which their 
income is below the GIS cut-off. 

While the data cannot directly answer why eligible sen-
iors do not apply, possible reasons include isolation, 
lack of awareness of the program and its application 
process, physical or mental health problems, language 
barriers, low literacy skills, or homelessness. In addi-
tion, a survey by HRSDC found that some seniors do 
not apply for the GIS for religious or moral reasons, 
perceiving the GIS as welfare I-lUMA 2001). 

Among senior families, those receiving the GIS 
appear to be the least well-off. A previous study found 
the median wealth of unattached GIS recipients to be 
only one-sixth that of unattached non-recipients.' GIS 
families were more vulnerable financially than other 
senior families and less able to handle an unexpected 
major expense (Poon 2005). In addition to having a 
lower income as a result of not receiving the GIS, eli-
gible non-recipients also face secondary effects. For 
example, in many provinces prescription drug plans, 
income supplements, heating oil subsidies and home 
care assistance programs base eligibility on receipt of 
the GIS (l-IIJMA 2001). Flcnce, eligible non-recipients 
are likely to gain not only financially from GIS ben-
efits but possibly also from other programs. 

Two sources are available to study GIS-eligible non-
recipients: longitudinal administrative data and 
longitudinal survey data. While the administrative data 
provide longer time frames and much larger samples, 
they lack information on personal characteristics (other 
than age, sex and marital status) that could help 
explain eligibility and application patterns. Surveys gen-
erally span shorter periods and have smaller samples, 
but are rich in personal and socio-economic informa-
tion. 

Using the 1999 to 2001 Survey of Labour and Income 
Dynamics (SLID), an earlier study (Poon 2005) looked 
at eligible seniors not receiving the GIS. The current 
study updates the findings to 2005 and 2006. More 
specifically, it examines changes in the GIS take-up and 
application rates between 2000 and 2006. Logistic 
regressions estimated the probability of not applying 

for the GIS even when eligible, while holding other 
characteristics constant. In addition, the characteristics 
associated with the likelihood of not applying were 
compared over time. 

GUS take-up increased between 2000 
and 2006 

The take-up rate is individuals receiving GIS benefits 
as a percentage of the total eligible for the (ilS (see 
Data sources and deJInitians). Between 2000 and 2006, eli-
gible non-recipients declined from approximately 
191,700 to 159,400,2  while the total senior population 
increased from 3.6 million to 4.0 million (Table 1). 
The estimate of seniors in both the Longitudinal 
Administrative Databank (LAI)) and SLID is below 
the 4.3 million reported in the 2006 Census. The lower 
number in LAD is mainly due to the requirement for 
individuals to file income tax returns for two consecu-
tive years in order to be included. Seniors are under-
represented in SLID because the survey covers about 
97% of the Canadian population, excluding those in 
the territories, in institutions, on First Nations reserves 
and in military barracks. 

Overall, the population and the number of eligible GIS 
recipients and non-recipients estimates from SLID are 
in line with those from tax data. The differences arise 
mainly because LAD represents 20% of all tax filers, 
while SLID is a survey with a much smaller sample 
size. In this study, SLID is used for socio-demographic 
information not available in LAD. However, LAD 
would be more accurate for estimating the total 
number of eligible non-rccipients. 

Table 'UGIS recipients and eligible non-
recipients 

	

1.AD 	 SLID 

"I 

Total seniors 	 4,122.7 	 4,006.8 

OAS recipients 	 4,010.3 	 3,861.4 

GIS recipients and 
eligible non-recipients 	1,710.6 	 1,577.5 

Recipients 	 1,565.1 	 1,418.1 

Non.recipients 	 145.5 	 159.4 

Sources. Statistics Conodo, Longitudinal Administrative Database and 
Survey of Labour and Income Dynamics 2006. 
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Models 

Separate logistic regressions were run for 2000 and 2006 
to examine the characteristics associated with whether an 
eligible individual applied during that year. The sample 
sizes were 895 (representing 345,800 seniors) in 2000 and 
876 (369,100) in 2006. Logistic regression estimates the 
probability of a particular outcome (here, not applying 
when eligible) as a function of several explanatory vari-
ables. The association between each explanatory variable 
and the outcome was examined while holding all other 
variables constant. To account for the complex survey 
design, bootstrap weights were used. 

To test whether coefficients were significantly different 
between the years, all else constant, the two data sets were 
stacked including the bootstrap weights. A panel dummy 
was created and set to 0 for respondents in 2000 and to 
1 for 2006. Interaction terms between the panel dummy 
and specific variables were included in the model. These 
comprised age group, GIS amount, health status, educa-
tion, and region of residence. Other variables such as eco-
nomic family, sex, major activity, immigrant status, and 
home ownership were initially included but were subse-
quently dropped as they showed no statistical significance 
and their inclusion did not improve the model. 

In 2006, take-up was higher for most groups as the 
overall rate rose from 87% in 2000 to 90%  (Table 2). 
As might be expected, those entitled to higher benefits 
($2,000 or more) had the greatest take-up rate in both 
2000 and 2006. And although significant increases 
were seen for the two lowest payment groups (less 
than $500 and $500 to $999), their take-up rates were 
still significantly lower than the top group's rate. Take-
up in the less than $500 group increased from 55% to 
72%, and in the $500 to $999 group from 70% to 
82%. It may be that some eligible seniors in these low-
payment groups choose not to apply for the GIS 
as the amounts may be too small to trigger interest 
or to compensate for going through the application 
process. 

Individuals age 70 and over also experienced signifi-
cant improvement in their take-up rates in 2006. Both 
men's and women's rates improved significantly. While 
women had a higher take-up rate in 2006, the increase 
between 2000 and 2006 was slightly greater for men. 

Improved rates were also seen for those with good or 
fair health, homeowners and immigrants. Although 
take-up rates increased in all provinces except Que-
bec, the increase was statistically significant only in 
Ontario. Overall, these improvements brought other 

provinces more in line with high levels of take-
up already observed in Quebec and the Atlantic 
provinces. 

Application rates also increased 

The application rate is the proportion of GIS recipi-
ents who did not receive payments in the previous year 
and therefore had to apply to receive them in the cur-
rent year (see Data sources and definitions). The take-up 
rate provides information on who is receiving the GIS 
and the application rate on who applies for the GIS 
when eligible. For instance, the take-up rate includes a 
large portion of recipients who are automatically 
renewed each year, but some individuals lose their eli-
gibility in agiven year if their income exceeds the GIS 
cut-off during that year. If their income subse1uently 
falls below the GIS cut-off and they regain eligibility, 
they have to re-apply for benefits. 

Overall, 45% of all eligible seniors reuircd to apply 
for the GIS in 2000 submitted an application. Eligible 
seniors may not apply for the GIS for many reasons. 
For example, they may not be aware of the program 
or how to apply. In the current study period, Bill C-36 
had yet to be passed. Those who lost eligibility may 
not have realized they had to re-apply when they 
regained eligibility. Regardless of the reasons, a parlia-
mentary committee concluded in 2001 (HUMA 2001) 
that not enough was being done to reach 'non-sub-
scribed' seniors. Since then, the application process has 
been simplified and several outreach programs imple-
mented to raise awareness of the GIS (see GLS' initia-
tives and outreach pro,grams). 

By 2006, the application rate had increased significantly 
to almost 57%. One of the most significant increases 
was for those with annual (1S benefits of less than 
$500—between 2000 and 2006, their application rate 
increased more than 20 percentage points and ceased 
to be significantly different from the rate of those with 
benefits of $2,000 or more. 

In both 2000 and 2006, the application rate was high-
est for persons age 65 to 69. However, those 80 and 
over made the largest gains during the period, fol-
lowed by those 70 to 79. Application rates for men 
and women also increased significantly, about 15 and 
10 percentage points respectively. 

In 2000, the application rates for persons with some 
secondary education, high school graduates and post- 
secondary studies (completed or not) were not 
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Table 2 Characteristics of eligible non-recipients, overall take-up rates and application rates 

Eligible 
non-recipients 	 Take-up rate 	 Application rate 

2000 	2006 	 2000 	2006 	 2000 	2006 
(ref.) 	 (ref.) 	 (ref.) 

% 
Both sexes 100.0 100.0* 87,0 89.9' 44.6 56.8 
Men (ref.) 46.3 44.5 84.1 88.2" 43.9 58.6' 
Women 53.7 55.5 88.7' 90.9' 45.1 553* 1  

Age 
65 to 69 25.3' 32.4 87.7 87.8 70.1 68.2' 
70 to 79 (ref.) 46.8 41.4 87.1 90.6w 24.6 49.4' 
80 and over 27.9' 26.1' 85.9 90.7 1 - 1  17.8 45.0' 

Region 
Atlantic 4.7' 5.4" 94.3' 94.6' 63.8' 65.0 
Quebec 19.6' 29.0' 91 .3* 90.8 51.5 51.5 
Ontario (ref.) 41.7 35.9 82.7 88.1 40.0 59.1' 
Manitoba/Saskatchewan 8 . 9* 6.8' 86.6 90.4 36.9 59.4)') 

Alberta 1 1.7" 95*5 80.8 87.9 36.1' 479 
British Columbia 13.4' 13.3" 85.1 89.4 46.7 59.9 

Economic family 
Unattached (ref.) 37.3 36.6 88.5 90.7 37.6 55.6" 
Married couple, non-senior 1  3.9" 5.4" 92.2 92.9 68.1' 66.9 
Married couple, senior 40.2 40.9 83 . 6* 87.9' 45.3 571)) 

Other 18 . 6* 17 . 1* 87.5 90.7 46.8 54.5 

Major activity 7  
Working (ref.)3 47*5 6.2" 719' 78.4' 54,35 56.7' 
Retired (ref.) 79.9 68.6w 87.4 90.3" 43.8 583" 
Other 81" 14.9" 88.5 91.4 52.0 57.9 

Highest level of education 2  
Less than grade 9 (ref.) 35.1 32.0 90.5 91.2 48,5 51.7 
Some secondary 23.0' 19.0' 84.5* 88.7 40.1 63.5 1 *> 
High school graduate 17.4' 12.1" 80.4' 89.0" 41.9 60.41*) 
Some postsecondary (completed or not) 17.4' 23.9 83.3' 87.9 44.8 57.6 

Health status 2  
Excellent or very good 30.5' 29.6' 86.1 88.1 47.6 52.6 
Good or fair (ref.) 55.4 49.7 86.7 90.9" 43.0 61.9' 
Poor 5.1" 10.1" 93.6' 90.3 54.3 52.2' 

Immigrant status7  
Immigrant 26.8' 19.6' 85.6 92,3'(*i 45.0 66.7"> 
Non.immigrant (ref.) 69.4 784" 87.4 89.1 44.2 53.1" 

Home ownership 
Owned by member of the family (ref.) 76.0 75.0 84.7 88.2 1 ') 45.2 55.8>" 
Not owned by member of the family 24.0' 25.0' 91.2' 93.0' 42.4 59.5" 

Annual GIS 
Less than $500 30.9 23.0' 55.3' 72.3" 38.2' 58.4" 
$500to$999 20.6 13,7*E 70.1' 82.1" 38.4' 52.1' 
$1,000toS1,999 23.9 23.0' 83.7' 85.2' 41.6' 47.6' 
$2,000 or more (ref.) 24.6 40.3" 94.9 94.0 56.1 61.2 

• statistically significant from the reference group (ref.) at the 5% level 
1' cross-ponel statistical significance at the 5% level 
1. Based on age of maior income recipient. 
2. Will not add up to 100% because some figures were not available. 
3. Reference for application rates. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, 
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statistically different from the rate for those with less 
than a gradc 9 education. Nevertheless, by 2006, the 
application rate increased significantly for those with 
some secondary education and high school graduates. 

Higher application rates were also noted for Ontario 
and Manitoba/Saskatchewan, the unattached, married 
elderly couples, retirees, those with good or fair health, 
and both immigrants and non-immigrants. 

Who's eligible but not applying? 

Logistic regression provides further insight into the 
characteristics of eligible recipients while controlling 
for other characteristics. Separate models were run for 
2000 and 2006 to test for the statistical significance of 
differences across characteristics within each panel. For 
cross-panel comparisons, data for 2005 to 2006 were 
stacked onto 1999 to 2001 data. Separate regressions 
were run using different reference profiles in order to 
test whether coefficients were statistically different 
between the two pancls. In addition, logistic models 
were tested separately by sex but 
few differences were found. 
Therefore, the models in this sec- 
tion include both men and 	Table 3 Pro 
women. 4  

Nevertheless, despite decreases in the probability of 
older seniors not applying in 2006, they were still sig -
nificantly more likely to not apply than those age 65 to 
69. 

In 2000, the probability of not applying when eligible 
was significantly related to the annual GIS entitlement. 
That is, eligible seniors qualifying for benefits of $2,000 
or more were the least likely not to have applied. 
However, by 2006, they were no longer statistically 
different from other benefit groups in their likelihood 
of not applying. This is likely due to the increase in the 
application rate of those with annual benefits of less 
than $500. 

Overall, the probability of not applying when eligible 
fell between 2000 and 2006. However, the changes 
were statistically different only for some variables. 
Nevertheless, the results of a joint-significance test for 
all interaction terms between each variable and a panel 
indicator suggest that the overall pattern of non-appli-
cation changed significantly. 

bability of not applying when eligible 

In general, the samples were quite 2000 2006 

small, often leading to large stand- 
ard errors, which may result in type Coef- Predicted Coef- 	Predicted 

Joint 
model 

II error. 5  In other words, the mod- ficient probability ficient 	probability p-value 

els may show very little statistical % % 
significance with the current sam- Intercept -0.402 40 -0.925 25 0.286 

plc sizes, whereas larger samples 
would produce more precise esti- 

Age (ref. 65 to 69) 
70 to 79 1.918' 82 0.850' 48 0.001' 

mates, leading to smaller standard 80 and over 2.458' 89 1.064' 53 0.001' 

errors. Nevertheless, some sigriifi- Annual GIS (ref. less 
cant differences between 2000 and than $500) 

2006 were noted. $500 to $999 
$1,000to$1,999 

-0.049 
-0.022 

39 
40 

0.347 
0.456 

36 
38 

0.825 
0.926 

Overall, the probability of not $2,000 and more -0.768' 24 0.011 29 0.567 

applying for the GIS when eligible 
decreased significantly for the older 
age groups (70 to 79 and 80 and 

Health status (ref. 
excellent or very good)

Good or fair 
Poor 

-0.022 
-0.368 

40 
32 

-0.408 
0.069 

21 
30 

0.053 
0.897 

over) between 2000 and 2006 
(Table 3). In other words, individu- 

Region (ref. Ontario) 
Atlantic -0.750' 24 -0.133 26 0.858 

als 70 and over were much more Quebec -0.204 35 0.485 39 0.743 

likely to apply for the GIS in 2006 
than in 2000. An increase in the like- 

Manitobo/
Saskatchewan 

Alberta 
-0.118 
0.001 

37 
40 

-0.119 
0.448 

26 
38 

0.345 
0.902 

lihood of older seniors applying is British Columbia -0.364 32 0.150 32 0.989 

particularly noteworthy since older statistically significant from the reference group (ref.( at the 5% level 
seniors may also tend to be more Source: Statistics Canada, Survey of Labour and Income Dynamics, 

isolated and financially vulnerable. 
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Eligible seniors more 
likely to apply in 2006 

Given that at age 65 seniors apply-
ing for OAS can simultaneously 
apply for the GIS, their application 
process is much simpler than for 
those who lose their eligibility and 
are required to re-apply in a subse-
quent year. In order to understand 
the factors associated with re-ap-
plying for the GIS, 65 vear-olds 
were dropped. In addition, the 
exclusion of those age 65, who 
likely were first-time applicants, 
allowed for an examination of the 
pure age effect. 

Between 2000 and 2006, the 
number of eligible seniors age 
66 and over who applied almost 
doubled (from 78,000 to 151,600), 

Intercept 	 0.261 

Age (ref. 66 to 69) 
70 to 79 	 0.853' 
80 and over 	 1.385' 

Annual GIS (ref. less 
than $500) 

$500to$999 	 0.133 
$1,000to$1,999 	-0.214 
$2,000 and more 	-0.783' 

Highest level of 
education (ref. less 
than grade 9) 

Some secondary 0.258 
Nigh school graduate 0.443 
Some postsecondary 

(completed or not) 0.120 

Health status (ref. 
excellent or very good) 

Good or fair 0.110 
Poor 0.207 

while the number eligible but not 
applying fell (from 189,000 to 
146,400). 

Logistic regressions were repeated 
for this sub-sample of eligible sen-
jots. t The smaller sample size 
decreased the precision of the esti-
mates, resulting in larger standard 
errors and p-values. 

Overall, the results were similar to 
the full-sample model (Table 4). 
However, the probability of not 
applying when eligible was much 
higher. In contrast with the full-
sample model, the age effect was 
no longer significant in 2006 once 
the 65 ycar-olds were dropped, 
suggesting that the age effect found 
in the full model probably resulted 
from individuals age 65 being 

% 

56 	-0.162 	46 	0.450 

75 	0.381 	55 	0.089 
84 	0.530 	59 	0.027' 

60 	0.602 	61 	0.945 
51 	0.704' 	63 	0.392 
37 -0.054 	45 	0.547 

63 .0274 	39 	0.107 
67 .0.389 	37 	0.043' 

59 -0.06 1 	44 	0.250 

59 -0.463' 	35 	0.067 
61 	0.113 	49 	0.520 

more likely to apply since they can 
apply for the GIS in conjunction 
with the OAS. 

A joint-significance test, where all 
interaction terms and the panel 
dummy were tested, yielded results 
similar to the full-sample analysis: 
the overall pattern of non-applica-
tion changed significantly between 
the 200() and 2006 cohorts. 

Summary 

Since the GIS was established, many 
seniors with little or no income 
other than OAS have benefited 
from the extra income. The GIS in 
conjunction with the combined 
retirement income system has been 
instrumental in reducing the 
number of seniors living in low 
income. Nevertheless, a previous 
study found that, in 2000, a large 
number of eligible seniors were not 
receiving the GIS (Poon 2005). 
In response to the recommenda-
tions of a House of Commons 
standing committee, HRSDC and 
the Canada Revenue Agency 
addressed this issue by simplifying 
the application process and initiat-
ing outreach efforts to increase 
awareness of the GIS program. In 
addition, HRSDC and CRA have 
shared information in order to 
reach potential beneficiaries. 

Between 2000 and 2006, the 
number of eligible non-recipients 
fell as take-up rates rose. The larg-
est increases were for those receiv-
ing annual GTS payments of less 
than $500 and $500 to $999—up 
17 and 12 percentage points re-
spectively—possibly because of the 
simplified application process. Sen-
iors may now be more inclined to 
go through the application process 
even for small GIS payments since 
the time cost of the less complex 
application process is now lower. 

Table 4 Logistic regressions of eligible seniors not applying, 
age 66 and over 

2000 	 2006 
Joint 

Coef. 	Predicted 	Coef- 	Predicted 	model 
ficient probability 	ficient 	probability 	p-value 

stasticolly significant from the reference group lref.l at the 5% level 
Source: Statistics Canada, Survey of Labour and Income Dynamics. 
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Data sources and definitions 

The Survey of Labour and Income Dynamics (SLID) cov-
ers roughly 97% of the Canadian population, excluding those 
in the territories, in institutions, on First Nations reserves or 
in military barracks. Each panel of respondents, approxi-
mately 15,000 hauseholds and 30,000 adults, is surveyed for 
six consecutive years. A new panel is introduced every three 
years, so two panels always overlap. This study used the com-
bined overlapping samples for 1999 to 2001 and 2005 to 
2006. While three years were available for the initial analy-
sis (1999 to 2001), only two years were available for the 
update (2005 to 2006) as 2007 was not yet available. How-
ever, since 2001 was used only for the imputation of a limited 
number of cases, the lack of 2007 data likely had a mini-
mal effect on the overall conclusions of the study. 

The Longitudinal Administrative Databank (LAD) consists 
of a 20% sample of Canadian tax filers. Once selected, 
individuals are in the sample for every year they file a 
return. In addition, part of each year's sample includes 
individuals appearing for the first time, making the sample 
current and cross-sectionally representative. In 2000, LAD 
carried nearly five million individuals. 

Eligible non-recipients are individuals age 65 and over 
deemed eligible for GIS benefits but not receiving any pay-
ments for the reference year. They are divided into four 
groups: single, married to a non-pensioner, married to a 
pensioner, or married to an 'Allowance' recipient. (The 
Spousol Allowance provides money for low-income seniors 
age 60 to 64 whose spouse or common-law partner is 
receiving or entitled to OAS and the GIS. Allowance recipi-
ents must be a Canadian citizen or a legal resident at the 
time the Allowance is approved or when they last lived in 
Canada. They must also have lived in Canada for at least 
10 years since age 18.) Since one criterion for eligibility is 
receiving OAS, OAS non-recipients are automatically clas-
sified as GIS nonaIigible.?  Income as defined for the GIS 
was then calculated for each record based on 1999 or 2005 
income. For married or common-law couples, the combined 

income of the pensioner and the spouse or partner was taken 
into account. Family-level cut-affs were then used to deter-
mine eligibility in 2000 and 2006. The cut-offs published by 
HRSDC are for those receiving the maximum OAS; for those 
not receiving the maximum, the cut-offs depend on the 
individual's OAS benefits. 8  Records were checked to see if 
the GIS was received in 2000 and 2006 to classify respond-
ents into three groups: not eligible, eligible and receiving, 
and eligible but not receiving. 9  Theoretical payment amounts 
were calculated for eligible non-recipients while actual pay-
ment amounts were used for recipients. 

The take-up rate is GIS recipients as a percentage of those '  
eligible. 

Take-up rate = 

GIS recipients in current year 

GIS recipients + eligible non-recipients 

The application rate is 015 recipients in 2006 (2000( not 
receiving GIS in 2005 (1999) as a percentage of the total 
015 recipients in 2006 (2000) not receiving GIS in 2005 
(1999) plus the eligible non-recipients in 2006 (2000). 

For example: 

Application rate (2006) = 

recipients in 2006 not receiving GIS in 2005 

recipients in 2006 not receiving GIS in 2005 
+ eligible non-recipients in 2006 

GIS recipients in 2006 (2000) who did not receive the 015 
in 2005 (1999) were assumed to represent those applying 
for the GIS in 2006 (2000)—they were not automatically 
renewed since they received no payments the previous year. 
The eligible individuals in 2006 (2000) who were not 
receiving the GIS in 2005 (1999) represented those who could 
have applied in 2006 (2000). 

At the same time, the number of seniors applying for 
the GIS rose from approximately 154,200 to 209,700, 
representing an increase of 36%. The largest improve-
ments were among those 80 and over, who saw an 
increase of 27 percentage points, followed by those 
70 to 79 at almost 25 points. Regionally, Manitoba! 
Saskatchewan and Ontario had the largest increases 
(23 and 19 points respectively). 

Overall, the statistical models corroborate the descrip-
tive analyses. The models indicate that although annual 
GIS payment amounts in 2000 were negatively related 
to the likelihood of not applying, this was no longer 
the case in 2006. This is likely due to the significant 
jump in the GIS application rate among those receiv- 

ing less than $500 in 2006. Overall, the results suggest 
that, by 2006, those receiving small GIS payments were 
just as likely to apply as those receiving the maximum. 

The probability of not applying also fell significantly 
between 2000 and 2006 for the two oldest age groups 
(70 to 79 and 80 and over). And when first-time auto-
matic applicants (age 65) were excluded, the probabili-
ties for the two oldest groups were no longer 
statistically different from the youngest age group 
(66 to 69), suggesting that, by 2006, older seniors were 
just as likely to apply as younger seniors. 

Significant increases were seen in the GIS take-up and 
application rates during the 2000 to 2006 period as 
HRSDC implemented a number of initiatives and 
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GUS eligibilily 

To be eligible for the GIS, an individual must be entitled 
to OAS and meet the income requirements. Individuals are 
eligible for OAS if they are 65 or over, a Canadian citi-
zen or a legal resident, and have lived in Canada for at 
least 10 years after age 18 if currently living in Canada, 
or for 20 years after age 18 if living outside Canada. 

The maximum annual incomes used for this study are dif-
ferent from those listed here (Table 5) since the reference 
periods were 2000 and 2006. The maximum annual income 
and monthly benefit increase every quarter to reflect in-
flation. For example, in 2006, the maximum annual income 
for single persons was $1 4,352. 

Table 5 Income cut-offs and benefit rates for 
GIS, April to June 2009 

	

Maximum 	Maximum 

	

annual 	 monthly 

	

income 	 benefit 

Single person 	 15,672 	 652.51 
Spouse of pensioner 	 20,688 	 430.90 

I Spouse of non-pensioner 	 37,584 	 652.51 
Spouse of Allowance recipient 	37,584 	 430.90 

Source: Human Resources and Skills Development Canada 

changes in the GIS application process. Now, with 
the passing of Bill C-36, seniors need apply only once 
to receive GIS payments for all years of eligibility. The 
impact on take-up and application rates will be seen 
when more recent data become available. 

U Notes 

1. GIS non-recipients, including both C)AS recipients and 
non-recipients. 

2. The estimated number of eligible non-recipients in Poon 
2005 is slightly different than in this study, mainly 
because Poon used current-year income to estimate 
current-year eligibility for those whose income was 
missing in the previous year, while this study simply 
excluded individuals with missing previous-year income. 
Nevertheless, the results for the models and the descrip-
tive statistics are almost identical. 

3. Bootstrap weights for the two data sets were also stacked 
and utilized in the regression. 

4. Other variables tested but subsequently dropped for lack 
of stadstical significance and explanatory power were sex, 
education, immigrant status, home ownership, major 
activity, and economic family type. The exclusion of these 
variables did not greatly affect the coefficients of the 
remaining independent variables. Health status and 
region were included despite their lack of statistical 
significance because their exclusion greatly affected the 
coefficients of the other remaining variables. However, 
their inclusion did not change the statistical significance 
of the other variables and the general conclusion of the 
models. 

F. A type II error is not rejecting the null-hypothesis of no 
i,itistical significance when it should have been rejected. 

(>. similar to the full-sample model, other variables were 
tested but subsequently dropped as they did not show 
any statistical significance within panel or over time. 

I. Those who have not applied for OAS, have had their 
OAS clawed back or are not eligible for OAS (i.e. do not 
meet the residence requirements) are all considered (HS 
non-eligible. 

8. In general terms, the GIS for those receiving partial OAS 
benefits will be higher by an amount equivalent to the 
difference between the maximum OAS and their OAS 
benefits. This was not accounted for in the analysis. 
However, partial OAS recipients make up only a small 
portion of domestic recipients (4°/s in 2000 and 6% in 
2006). 

9. A number of assumptions were made to account for the 
difference in payment year (July toJune) versus calendar 
year: an eligible non-recipient remained a non-recipient 
for the entire year; an individual receiving the GIS in 2000 
or 2006 but not eligible based on 1999 or 2005 income 
was classified as being not eligible and not receiving if 
they reported GIS in 1999 or 2005; an individual receiving 
the (HS in 2000 or 2006 but not eligible based on their 
1999 or 2005 income and reporting no GIS in 1999 or 
2005 was classified as being an eligible recipient who 
received an option (under certain circumstances, like 
retirement, an individual can request that an income 
estimate be used rather than their actual income). These 
assumptions were not expected to have a significant 
effect on the results. 
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Sharanjit Uppal, Ted Wannell and Edouard Imbeati 

C anada has an array of programs to provide 
financial security to seniors (see Transfers, 
pensions and tax-advantaged sarin.gs p/ans, which 

have helped reduce the low-income rate among sen-
iors to about one-half that among younger adults.t 

The Guaranteed Income Supplement (GIS) is a trans-
fer specifically targeted at low-income seniors. The 
GIS is income-tested—benefits are based on previous 
year's income and are reduced with additional income, 
disappearing altogether when a maximum threshold is 
reached. In 2006, about 36% of seniors received at 
least some benefits, amounting to about $6.8 billion. 7  

Viewed through an income-support lens, the tiered 
system has succeeded in keeping the majority of sen-
jots above the low-income cut-off. Nevertheless, over 
one-third of individuals 65 and over qualify for a sup-
plement explicitly intended for low-income seniors. 
Clearly, both individuals and governments would be 
better off financially if more seniors had higher 
incomes from other sources and fewer needed GIS 
benefits. 

How do individuals get to the point of needing GIS 
benefits? Were most at the lower end of the income 
distribution in middle age? Did their incomes drop 
further and faster than those of their contemporaries? 
Were they not covered by employer pension plans? 
Did they save less frequently? Become disabled? These 
questions are addressed by tracking individual income 
histories from age 45 to age 68. In addition to sources 
of income, the database used contains other relevant 
information: pension plan membership, RRSP contri-
butions and withdrawals, disability deductions and 
time-specific family structure (see Data source and defini- 

lions. Although other factors related to income and 
earnings—for example, education and occupation-
were not available, most of their impact on (ilS 
receipt likely acts through income history. 

Earnings and income trajectories 

Individuals in their late 40s and early 50s arc generally 
in their peak earnings years (Luong and Hébert 2009). 
Most will have paid off mortgages and other major 
debts and will be increasingly focused on saving for 
retirement. Many are then likely to reduce their work 
hours as their savings goals are achieved. This pattern 
dominates aggregate age-earnings profiles. 

In some cases individuals may lose their jobs before 
savings goals are reached. Research has shown that 
middle-aged displaced workers, particularly those with 
high seniority, have significant long-term earnings 
losses (Morissette et al. 2007). Health prollems and 
disability become more prevalent in middle age and 
can decrease the probability of working, hours of 
work and earnings (Galarneau and Radulescu 2009). 
And those at the bottom of the earnings distribution 
may simply not have the financial capability to save 
for retirement. Persistent low income in middle age is 
more prevalent among unattached individuals (Feng 
et al. 2007). This variety of potential outcomes indi-
cates that a distributional approach that accounts for 
both levels of and changes in income is appropriate 
for the study of long-term outcomes, like the eventual 
receipt of GIS benefits. 

Corresponding to the standard aggregate profile, 
average annual earnings peak for both men 
and women in their early 50s and decline thereafter 

Sharanjit Uppal and Ted Wannell are with the Labour and Household Surveys /ln(l/3'sis Division. Thej can be reached 
at 613-951-3887 or sharanjit.uppasfstatcan.gc.ca  and 613-951-3546 or tewanne/slatcan,cca trxpeefiie#, Edouard Imbeau is 
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Pathvavs into the (;IS 

Chart A Employment earnings for men and 
women peak in their early 50s 
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Chart B Adjusted family income declines 
gradually after individuals' early 50s 
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Source: Statistics Canada, Longitudinal Administrative Datobank, 2006. 

(Chart A). By their late 60s, mean employment earn-
ings have faflen to 23% of their peak value for men 
and 15%  for women. 

Size-adjusted family income follows a much different 
path that corresponds to the life cycle model of 
income smoothing." Like earnings, adjusted income 

peaks in individuals' early 50s but then declines gradu-
ally (Chart B). By their late 60s, women live in families 
that, on average, retain 82% of the adjusted income 
experienced in their early 50s. The corresponding fig-
ure for men is 88%. These aggregate income replace-
ment ratios are high compared with rules of thumb 

Transfers, pensions and tax-advantaged savings plans 

Canada has a tiered approach to income support for sen-
iors. The first tier provides transfers to those age 65 and over-
the Old Age Security (OAS) pension and the Guaranteed 
Income Supplement (GlS). The second Consists of 
employment-based public pensions funded by employer and 
employee contributions—the Canada and Quebec Pension 
Plans (CIQPP). The third tier comprises tax-sheltered em-
ployer pensions and private savings—registered pension 
plans (RPPs), registered retirement savings plans (RRSPs) and 
the new tax-free savings account (TFSA). 

The tax-advantaged treatment of RRSPs, TFSAs and em-
ployer pension plans currently provides incentives to use 
them for retirement savings. Suggestions have been made 
to widen this net by developing a readily portable employer 
pension plan in addition to the CPP (Ambachtsheer 2008). 

The recently introduced TFSAs overcome some disadvantages 
of RRSPs noted for low-income earners (Shillington 2003). 
These plans allow individuals to contribute up to $5,000 per 
year, but, unlike RRSP contributions, the amounts are not 
deductible from taxable earnings. Instead, the original capital 
and accrued interest or gains can be withdrawn tax-free and 

with no impact on social benefits like the GIS. 

The OAS is a longstanding program designed to enhance 
the financial security of seniors. The basic QAS provides a 
modest complement to income from other sources such as 
the C/QPP, employer-sponsored pension plans, RRSPs, and 
other personal savings. To ensure that the incomes of sen-
iors do not fall below a specific threshold, the GIS supple-
ments the basic OAS pension when individuals have little 
or no other income. 

In 2008, the maximum OAS pension was $6,082.23.?  Sen-
iors with little or no other income can have the GIS added 
to their income. The maximum GIS, paid to seniors with no 
other income, was $7,677.03 for single seniors and 
$10,139.40 for pensioner couples. 3  Combined benefits for 
seniors with no other income amounted to $13,759.26 for 
singles and $22,303.86 for couples. Since the GIS is reduced 
by $0.50 for every dollar of income from other sources 
(excluding the OAS pension and the first $3,500 of employ-
ment income 4), no GIS was paid when other sources of in-
come exceeded $1 5,672 for singles or $20,688 for couples. 5  
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Pathways into the GIS 

Chart C Mean employment income at 
younger ages of persons age 68 or 
69 by GIS benefit 
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discussed in policy documents and recommended by 
financial advisors, but accord with earlier research that 
found high rates of adjusted replacement, particularly 
at the bottom and middle of the income distribution 
(Larochelle-Côté et al. 2008). 

However, aggregates encompass a range of outcomes. 
Since the outcome of interest is the receipt of GIS 
benefits, aggregate trajectories were retraced accord-
ing to the annual average level of GIS benefits received 

from age 66 to 68: none, $1 to $4,000, and more than 
$4,000. For both men and women who did not 
become GIS recipients, earnings peaked in their early 
50s and declined swiftly thereafter, albeit not as steeply 
as in the aggregate picture (Chart C). Those receiving 
from $1 to $4,000 averaged less than one-half of the 
peak earnings of non-recipients, and those receiving 
more than $4,000 in benefits averaged less than one-
quarter. These differences in earnings indicate that 
earnings in middle age are a primary correlate of 
future GIS receipt. But the trajectory may also be a 
significant factor since the earnings of GIS recipients 
were highest in their late 40s, while earnings of non-
recipients continued to increase into their early 50s. 

The story is much the same for adjusted family in-
come (Chart D). Those not receiving GIS benefits had 
a peak family income that was, on average, triple that 
of those receiving GIS benefits of more than $4,000 
and double that of those receiving from $1 to $4,000. 
But differences in trajectory patterns were less clear-
cut for family income than for employment earnings. 

Not all types of income have the same relationship 
with future GIS receipt. Since work interruptions in 
middle age are likely to have long-term financial con-
sejuences, retrospective Employment Insurance (El) 
benefits were also calculated for the three GIS benefit 
categories (Chart E). Among men, GIS recipients 
averaged three to four times more El benefits in their 
late 40s and early 50s than non-GIS recipients. The 
differences in El benefits were smaller for women, 
yet significant enough to indicate that receiving El was 
likely to be a strong correlate of future GIS receipt. 
For both men and women, the gaps in El benefits 
started to converge in older age groups, as fewer in 
the cohort remained in the labour market. 

As noted, the incidence of disability increases with age 
and disabilities have a negative effect on hours of work 
and earnings. Moreover, to claim the disability deduc-
tion—used as the indicator of disability—the bench-
mark is a severe physical or mental disability that 
noticeably restricts activities of daily living. As could 
be expected, those who claimed the disability deduc-
tion at least once from ages 45 to 64 were much more 
likely to receive the GIS than those who never claimed 
(Chart F). The difference in GIS receipt was much 
larger among men-38% for those with a disability 
claim compared with 22 11/0 for other men—than 
among women (32°/b versus 24%. 



Pathways into the GIS 

Chart D Mean family income at younger ages of persons age 68 or 69 by GIS benefit 

'000 (2002 $) 	 '000 (2002 $) 

70 
Men 

40 
$1 to $4,000 

30 ____-----

20 

More than $4,000 

45 to 49 
	

50to54 	55to59 	60to64  

Women 

40 

30 	 $1 to $4,000 

0 L..__ 
45 to 49 
	

50 to 54 	55 to 59 	60 to 64 

Source: Statistics Canada, Longitudinal Adminstrove Dotabonk, 2006. 

Distributional mobility 

The receipt of GIS benefits was clearly related to the 
levels of various types of income some 20 years in the 
past and, to a lesser extent, their subsequent trajecto-
ries as individuals approached age 65. As strong as 
these correlations may be, they present an aggregate 
picture that may mask movements up and down the 
income distribution that lead to very different out-
comes for individuals who start at the same point. 

Since LAD follows the same individuals over time, 
documenting income mobility was simply a matter of 
determining where someone fIt into the income distri-
bution in their late 40s and late óOs. To accomplish 
this, the sample was divided into five equally sized 
groups from lowest to highest income for each age 
group. Cross-classifying these quintiles for each age 
resulted in a five-by-five matrix (Table 1). For exam-
ple, 5% of men started in the second income quintile 
at age 45 to 49 and ended in the bottom quintile at 66 
to 68. If everyone had remained within their starting 
quintile, then 20% of the population would be in each 
of the diagonal cells from the top left to the bottom 
right. Incomes were averaged over several years (ages 

Table 1 Income mobility of individuals from 
their late 40s to their late 60s 

Quintile, age 66 to 68 

Bottom Second Middle Fourth Top 

Quintile, age 
45to49 % 

Men 
Bottom 11.9 4.2 1.9 1.3 0.8 

Second 5.0 7.3 4.2 2.3 1.3 

Middle 2.0 5.1 6.7 4.3 2.0 

Fourth 0.8 2.4 5.2 7.5 4.1 

Top 0.4 1.0 2.1 4.6 11.8 

Women 
Bottom 9.9 4.7 2.9 1.5 0.9 

Second 6.0 6.2 4.0 2.4 1.4 

Middle 3.2 5.6 5.4 3.7 2.2 

Fourth 0.8 2.9 5.7 6.7 3.9 

Top 0.1 0.7 2.0 5.8 11.5 

Source: Statistics Canada, Longitudinal Administrative Dotabank, 2006. 



Pathways into the GIS 

Chart E Employment insurance benefits at 
younger ages of persons age 68 or 
69 by GIS benefit 
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greater mobility of women was evident through the 
first four quintiles, but women who started in the top 
quintile were less likely than men to drop into the bot-
tom three quintiles. 

Regardless of the degree of income mobility, a very 
strong gradient across earlier income quintiles was evi-
dent for GIS receipt among men—more than one-
half (57%) of those who were in the bottom income 
quintile in their late 40s would go on to collect GIS 
benefits in their late 60s (Chart G). Future GIS receipt 
then dropped by roughly one-half in each subsequent 
quintile: to 31% in the second, 16% in the middle, 7% 
in the fourth and 2% in the top. Although the gradient 
again shows a strong relationship between income and 
later GIS receipt, it also reveals some significant varia-
tion, especially at the bottom end. While less than 5% 
in the top two quintiles went on to receive some GIS 
benefits, more than one-half of the bottom two 
quintiles ended up as non-recipients. 

The incomc–GIS gradient was less clear for women 
at the bottom of the income scale. Women who were 
in the second income ciuintile  in their late 40s were 
more likely to collect GIS in their late 60s (400/n)  than 
those in the bottom quinlile (379/6). The gradient was 
more evident in the top three quintiles, as future GIS 
receipt fell from 28°/n in the middle quintile to 13% in 
the fourth and 3% in the top. The gradient was not as 
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Source Statistics Conado, Longtudinal Administrative Databank, 2006. 

45 to 49 and 66 to 68) to smooth out temporary fluc-
tuations and yield a conservative estimate of income 
mobility. 

Position in the incomc distribution remained quite fluid 
in middle age. More than one-half of the population 
changed quintiles between their late 40s and late 60s. 
Although single-quintile moves were the most com-
mon, about one in five individuals made at least a two-
quintile move. Women were more likely than men to 
make both single-quintile moves (39% versus 37%) 
and multipic-quintile moves (21% versus 18%). The 

Chart F Disability claimants more likely to 
be GIS recipients 
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Chart G GIS receipt 1  by late 40s income quintile 
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well defined for women in this cohort (born in the 
late 1930s), since those in couples were less likely to 
work and most who did work earned less than their 
spouse (84%)12  Therefore, family income should show 
more correlation with future GIS receipt for married 
women. 

Overall, these descriptive statistics indicate a strong 
relationship between earlier income and GIS receipt, 
but with enough variation to suggest that more 
detailed models could yield further insight. 

Modeling GIS receipt 

Past research found some variability in GIS applica-
tion and take-up rates across personal characteristics 
(Poon 2005). Although more recent research indicates 
that application and take-up rates are increasing, as of 
2006 a significant number of eligible recipients still did 
not apply for or receive benefits (Luong 2009). Moreo- 

Data source and definitions 

The Longitudinal Administrative Dotabank (LAD) is a 
20% sample of Ti tax returns. It carried 93,714 individu-
als age 68 or 69 in 2006 who filed a valid tax return for 
2006. 8  The GIS was missing or zero for one or two years 
from age 66 to 68 for 12,510 of them. Also, income infor-
mation was missing for another 21,690 individuals for at 
least one year between ages 45 and 64. Finally, the ov-
erage GIS amount was greater than $7,000 for 150 indi-
viduals. 9  These GIS recipients were also excluded from the 
sample. The tables are based on 28,533 men and 30,831 
women, with income adjusted to 2002 dollars. 

The Guaranteed Income Supplement (GIS) is a transfer 
from the federal government to seniors with low or no income. 
The GIS and the Spousal Allowance are part of the OAS pro-
gram. Their combined total is shown on tax returns as Net 
Federal Supplements (NFSL). For the sample used (individuals 
age 68 or 69 in 2006), the GIS would be equal to the NFSL 
amount since the 'Allowance' would be zero. 

Employment income from 14 slips consists of all wages, 
salaries and commissions from paid employment. 

Other employment income comprises any taxable receipts 
from paid employment other than wages, salaries and com-
missions, including tips, gratuities, or director's fees not re-
ported on a T4 slip and some other components that have 
changed over time. 

Self-employment income is all net earnings from self-
employment in an unincorporated venture. Income from lim-
ited or non-active partnerships may have been included in 
this variable between 1982 and 1987 when it was part of self-
employment business income. Now, only the tax filer's share 
of active self-employment partnership income is included. 

Total income (individual or family) is everything from tax-
able and non-taxable sources. The definition has changed 
over the years to reflect changes in the tax form, refundable 
tax credits, and income calculations.'° 

Employment Insurance benefits are paid to eligible in-
dividuals experiencing paid employment-income interrup-
tions. Benefits are also available for those who stop working 
because of sickness, injury, pregnancy, or the birth or adoption 
of a child. 

Social assistance is a provincial or municipal transfer to 
cover basic needs of low-income individuals or families who 
have exhausted all other financial resources. 

Registered Retirement Savings Plan (RRSP) contributions 
are the amounts claimed for a taxation year. The contribu-
tion limit is a percentage of the previous year's employment 
income up to an annual maximum, less any pension adjust-
ment from an RPP. 

Registered Pension Plan (RPP) contributions made by tax 
filers may be deducted from their total income. Under an RPP, 
approved by the Canada Revenue Agency, funds are set aside 
by an employer (and in many cases, also by the employee) 
to provide periodic payments to the employee upon retire-
ment. 

The family-size adjustment takes the total number of adults 
and children in a family into account to calculate family in-
come adjusted for family size. 
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Pathways into the GIS 

Table 2 Logit regression results 

	

Average 	Marginal 

	

marginal 	effect for at- 
Coefficient 	effect 	risk individual 

Men 
Employment income, 45-49 -0.14' -0.011 -0.035 
Change in employment income 

45-49 to 50-54 -0.11 -0.009 -0.027 
50-54 to 55-59 -0.11 • -0.009 -0.027 
55-59to60-64 -0.11' -0.008 -0.027 

-0.052 

-0.042 
-0,040 
-0.032 

-0.040 

-0.030 
-0.027 
-0.025 

-0.17' -0.014 
-0.17' -0.013 
-0,10' -0.008 

-0,19' -0.015 

-0,15' -0.012 
-0,13' -0.010 
-0.1 P -0.008 

Years of RRSP contributions 	 -0.04' 	-0.003 -0.010 
Years of RPP contributions 	 -0.06' 	-0.005 -0.014 
Years with El benefits 	 0.08' 	0.006 0.019 
Years with social assistance payments 	0.35' 	0.028 0.081 
Disability 	 0.22' 
Intercept 	 4.37' 

statistically significant at the 5% level or better 
Note: Dependent variable = 1 if 015 collected all years from age 66 to 68, 0 if never collected. 

income is in thousands of dollars. A cohort dummy and regional dummies were also included in 
the regression. 

Source: Statistics Canada, Longitudinal Administrative Dotobank, 2006. 

vet, some individuals will have 
income near the boundaries of GTS 
eligibility and cycle in and out of 
receipt regularly, while others may 
drop into or out of GIS receipt 
because of one-time factors such as 
RRSP withdrawals or investment 
gains. To minimize the effect of 
such variability on model results, 
the population was limited to thosc 
who consistently received full or 
partial GIS benefits and those 
receiving no benefits from ages 66 
to 68.' Since the relationships 
seemed to differ for men and 
women, separate models were run. 
The probability of consistently 
receiving GIS benefits was 23% for 
men and 24% for women, com-
pared with annual rates of 30% and 
32% for those age 66 to 68 in 2006. 

The models implicitly assume that 
all types of income have a similar 
impact on future GIS benefits. This 
makes sense in terms of marginal 
impact on individual well-being, 
since a dollar is a dollar regardless 
of the source. On the other hand, 
long-term receipt of lii and social 
assistance benefits can result in 
labour market scarring effects, 
deterioration of human capital, or 
other unmeasured impediments to 
employment earnings. To capture 
these effects, years of non-zero El 
and social assistance were included 
in the models. Similarly, another 
variable indicated whether the dis-
ability deduction was claimed at 
any time during the study period. 

Other individual income, 45-49 
Change in other individual income 
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50-54 to 55-59 
55-59 to 60-64 
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Change in other family income 
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Intercept 
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Employment income s  45-49 
Change in employment income 
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50-54 to 55-59 
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Other individual income, 45-49 
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Other family income, 45-49 
Change in other family income 

45-49 to 50-54 
50-54 to 55-59 
55-59 to 60-64 

-0.039 
-0.039 
-0.023 

-0.044 

-0.035 
-0.030 
-0.025 



Pathways into the GIS 

The models included several characteristics likely to 
reduce the probability of receiving GIS. Since 
employer pension plans are specifically designed to 
provide retirement benefits, membership in such plans 
should decrease the likelihood of GIS receipt relative 
to others with similar earnings but no pension plan. 
And because plan benefits arc closely related to ten-
ure, the variable counts years with a positive pension 
adjustmcnt) Similarly, since those predisposed to 
planning for the future are likely to make use of tax-
advantaged savings options, years of RRSP contribu-
tions were also included. Controls for current province 
of residence and birth-year cohort (1937 or 1938) 
completed the list. 

With LAD, some variables of interest were not avail-
able. Earnings before age 45, education and occupa-
tion are all likely to have some impact on GIS receipt.' 6  
However, each would also be related to income, 
especially long-term income, so much of their effects 
should be captured by the trajectories. CPP contribu-
tions were not included in the models since they would 
be almost perfectly collinear with earnings up to the 
industrial average. The models do not contain explicit 
information on marital status—although marital status 
and changes thereto affect individual finances, they do 
so mainly through the size-adjusted earnings of other 
family members)' The models were estimated using 
logistic regressions, the coefficients showing the effects 
of the different variables on the natural logarithm of 
the odds ratio)'4  

Income levels and trajectories are significantly 
related to GIS receipt 
As expected, income levels and trajectories were the 
most important factors associated with eventual 
receipt of GIS benefits (Table 2). For women in their 
late 40s, all types of income reduced the probability 
by about the same amount. For example, an extra 
$1,000 of other family income diminished the prob-
ability by an average of 1.5 percentage points. For men, 
the effects were similar, with effects for all types of 
income varying from 1.1 to 1.7 points, for an extra 
$1,000 of income. 

A $1,000 increase in income at older ages reduced the 
probability by 0.8 to 1.4 percentage points. The results 
also confirmed that changes in income at younger ages 
had larger effects. 

Because the effects of extra income vary with charac- 
teristics of individuals and because lifetime GIS 
receipt is more common among people with lower 

career earnings, the effects of changes in income were 
examined for a representative individual who was 
more at risk—someone with income, income increases 
and years of pension and RRSP contributions equal to 
one-half of the sample mean. 

For this person, the effects were much larger. An ex-
tra $1,000 of average income in the individual's late 
40s diminished the probability by 4 or 5 percentage 
points. A similar increase later in life diminished the 
probability by 2 to 4 points. 

RRSP and pension contributions reduce 
probability of GIS receipt 
The probability of becoming a consistent GIS recipi-
ent diminished with each year of contributions to a 
private pension plan or an RRSP. Contributing regu-
larly to these savings vehicles builds a pool of tax-shel-
tered capital that later provides a retirement income 
stream. For men, one extra year of contributions to an 
RRSP or pension plan diminished the probability by 
0,3 percentage points. The effects were similar for 
women, diminishing the probability by 0.3 points for 
one extra year of RRSP contributions and 0.5 for a 
private pension plan. For the representative at-risk 
individual, the effects were much larger. One extra year 
of contributions led to a I-point fall in the probability. 

Unemployment, social assistance and disability 
increase likelihood of GIS benefits 
•'\lthougb NI and social assistance henefits were 
included in other income, which reduced the prob-
ability of GIS receipt, looking at them separately actu-
ally showed the opposite effect. Average effects were 
similar for men and women. One extra year of El 
benefits increased the probability by 0.7 percentage 
points. For social assistance, this figure was 3 points. 
For the at-risk individual, the effects were much larger 
again: 2 points for El and 8 for social assistance. Hav-
ing a disability also increased the probability of 
becoming a lifetime GIS recipient)' 

Summary 

The GIS is an income-tested supplement to the basic 
OAS pension for seniors with little or no income from 
other sources. Benefits are reduced as income from 
other sources increases so that no benefits are paid to 
individuals with other income exceeding $15,672 or 
pensioner couples with income exceeding $20,688. 20 

GIS benefits have been instrumental in keeping many 
seniors above the low-income cut-off. Nevertheless, 
the program costs the government some $6.8 billion 
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dollars per year and seniors would be better off finan-
cially if their other sources of income put them above 
program thresholds. 

The primary goal of this study was to document fac-
tors contributing to consistent GIS receipt from ages 
66 to 68. The key result should surprise no one: the 
probability of receiving GIS benefits was strongly cor-
related to earlier income levels, specifically earnings in 
an individual's late 40s. However, low earnings at that 
stage do not presage an immutable path into later GIS 
receipt. 

Both the descriptive and multivariate analyses point to 
non-trivial income mobility in late middle age. More 
than one-half of men and women change income 
quintiles between their late 40s and their late 60s, with 
about one in five moving at least two quintiles. While 
very few who started in the top quintiles went on to 
receive GIS benefits, almost one-half of those starting 
in the bottom two quintiles eventually coliected ben-
efits. The mukivariate models provided some evidence 
on how these results came about. 

First, subsequent income changes mattered, particu-
larly those that took place in individuals' early 50s. Sec-
ond, negative labour market and health 
shocks—measured by years of El receipt or any claim-
ing of the disability deduction—significantly increased 
the probability of becoming a GIS recipient. Similarly, 
social assistance benefits significantly raised the inci-
dence of GIS receipt. Third, employer pension plans 
and RRSPs reduced the probability of GIS receipt. 
Finally, all of these effects were stronger at the lower 
end of the income distribution, accounting for the 
greater variability of outcomes there. 

These results were based on a sample of younger sen-
iors. Among this group, just over one-half (54%) of 
GIS recipients were women. That proportion steadily 
rose with age: 57%, 62% and 73% for the age groups 
70 to 74, 75 to 79, and 80 and above respectively. 
Thus income dynamics among older seniors would 
be a logical extension to the work presented here, par-
ticularly as it pertains to the well-being of older 
women. 

U Notes 
The OAS program also includes the Allowances for 
survivors and for spouses or common-law partners of 
GIS recipients between the ages of 60 and 64. The 

Allowances have somewhat different benefit levels and 
reduction formula than the regular G1S. This article refers 
only to GIS benefits available to individuals 65 and over. 

2. The maximum was paid to seniors meeting the full 
residence requirements and having incomes of less than 
$64,718. The basic pension is reduced by 15 cents for 
every dollar of income above the threshold. Therefore, 
the OAS pension was fully recovered when income 
exceeded $105,266. These thresholds are adjusted annu-
ally. The full OAS pension is paid to seniors who meet 
the 40-year residence requirement. Seniors with 10 to 39 
years in Canada, after age 18, are granted a partial pension 
at the rate of 1/40 of a full pension benefit for each year 
of residence. Additional years of residence in Canada do 
not increase the OAS pension payable once payments 
have begun. 

3. The single rate is also paid when the spouse is not eligible 
for OAS benefits. 

4. All OAS benefits are indexed quarterly to the Consumer 
Price Index. Thus, GIS recipients in the sample received 
comparable real benefits up to 2006. Two significant 
changes have been made since then: the GIS was 
increased in 2006 and 2007 by a total of 7%, over and 
above regular indexation; and the GIS earnings exemp-
tion was increased from $500 to $3,500 in 2008. The GIS 
earnings exemption enables seniors to exclude some of 
their employment income from (HS benefit calculations. 

5. (;Is recipients who choose to work can have slightly 
higher incomes because of the (ilS earnings exemption. 

6. According to the Survey of l.abour and Income Dynam-
ics, the 2007 low-income rate was 4.8% for seniors, 9.9% 
for those age 18 to 64 and 9.5% for those under 18. 

7. Calculated using Human Resources and Skills Develop-
ment Canada (I IRSDC) administrative data. 

8. The data were for individuals residing in the 10 prov-
inces, as the samples for the territories were too small to 
reach meaningful conclusions. 

9. For low-income seniors who qualify for a partial OAS 
pension and are eligible for the (ilS, the (ilS is topped 
up. This is sometimes referred to as 'super (Us.' It 
provides partial ()AS recipients with the same minimum 
income guarantee (i.e. the total amount ofOAS/GIS) as 
full OAS recipients. The models were rerun to test their 
robustness to this restriction with these individuals 
included—with no material changes to the results pre-
sented. 

10. Statistics Canada's definition of total income (XTIRC) 
differs from Canada Revenue Agency's definition (T1RC) 
as follows (see Statistics Canada 2005 for a complete list 
of variables): XTIRC = TIRC - adjustment for divi-
dends - capita] gains + refundable tax credits + other 
non-taxable income. 
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11. Family income is divided by the square root of family size 
to account for changes in demands on family finances 
over time. 

12. Among women who were married from age 45 to 49, 
58% reported positive earnings each year compared with 
72% among other women (not married for at least one 
year). 

13. The models were also run on a broader population that 
included occasional recipients with the non-recipient 
group. The results were similar but with some loss of 
precision. 

14. The proxy is family income, adjusted for family size, 
minus total individual income. Another model that 
adjusted the different types of income by family mem-
bers for family size was also estimated, with nearly 
identical results. 

15. The pension adjustment variable is used rather than the 
contribution variable since it includes individuals in 
plans not requiring employee contributions. 

16. Other than its effect on income, education may also 
correlate to retirement-planning skills, but this should be 
largely accounted for by RRSP contribution history. 

17. Models with various formulations of marital status 
produced inconsistent and sometimes contradictory re-
sults. The preferred model thus excluded family status as 
a separate variable. The variations of family status 
included indicators for ever being married, number of 
years married, and the death of a spouse. 

18. The odds ratio is p/(l-p),  where  p  is the probability of 
interest. 

19. The presence of a disability was indicated by the claiming 
of the disability deduction in any year and was statistically 
significant for both men and women. Average marginal 
effects cannot be calculated for binary variables. 

20. GIS recipients who choose to work can have slightly 
higher incomes due to the GIS earnings exemption. 
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SIbastien L.aRoche//e-('óté and Claude 1)ionne 

O ne of the most signifkant social transforma-
tions of the past few decades has been the 
increase in the total time spent at the work- 

place by couples, essentially driven by the substantial 
rise in the labour market participation of women 
(Marshall 2009). While this increase in labour market 
participation has been advantageous in many ways (e.g. 
rising economic output, more income to meet family 
needs), parents may feel they have less and less time 
available for their children or for themselves, and may 
find it increasingly challenging to reconcile family and 
work responsibilities—especially if they consistently 
work long hours year after year. 

This paper looks at the work patterns of families over 
a five-year period. The longitudinal focus is necessary 
because other studies have shown that individual work 
patterns may vary extensively over time (Bluestonc and 
Rose 1997). It is also advantageous because relation-
ships between work time and indicators of well-being 
are likely to be more robust when studied over a longer 
period (see Data source and definitions). Furthermore, 
longer-term patterns of labour market participation 
are likely to be more representative of what families 
experience in terms of time spent at work and else-
where (Heisz and LaRochclle-Côté 2006). 

The paper also documents differences in work 
patterns between families with children and families 
without children and discusses the potential effects of 
long work hours on the well-being of families with 
children. Families with children may face a particular 
set of challenges related to work—life balance when 
working long hours. Families with long hours are those 
with two adults working full time, with at least one 
working a particularly high number of hours. 

Sihastien LaRochelle-Cdti is with the Labour and I lousehold 
Surveys Analysis Division. He can be reached at 613-951 - 
0803 or sebastien. larochelle-cotestatcan.,gc. Ca. Claude Dionne 
is with the Income Statistics Division. He can be reached at 
613-951-5043 or claude.dionne@statcan.gc. Ca. 

Long-term work patterns 

The study of work patterns over several years reu1rcs 
a careful approach as the work patterns of individuals 
and families may vary substantially over time. To deal 
with this, a relatively simple method (Bluestone and 
Rose 1997, and Heisz and LaRochclle-Côté 2006) can 
be used (Chart A). 

The first category—those never working—consisted 
of individuals who did not participate in the labour 
market in any of the five years (I 2°/o of adults in sam-
ple). The second category covered workers with at 
least one year below 1,500 hours and none above the 
2,300-hour threshold (42% of adults). These workers 
were considered to be working 'low' hours since they 
averaged 1,000 hours per year over the five years. 

Chart A Work hours of individuals over five 
years 
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None 	Low 	Standard 	Long 	Hgh-Iow 

Hours 

Note: Adults for whom hours information was not available in all five years 
were excluded, with the remaining sample reweighted. 

Source: Statistics Canada, Survey of Labour and Income Dynamics, 
longitudinal panels 1996 to 2001, 1999 to 2004, and 2002 to 2007. 
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Data source and definitions 

The longitudinal Survey of Labour and Income Dynam-
ics (SLID) is conducted every year to collect information 
about income and labour market activity. Respondents are 
asked about hours usually worked at all jobs, which are then 
aggregated into annual paid hours. Paid hours include paid 
holidays, paid sick or maternity leave, and usual paid over-
time. For example, an individual reporting 2,000 hours per 
year is typically working a 40-hour week, 52 weeks per year. 

Since information on work hours was gathered for six years 
for all individuals age 16 and over, it was possible to cre-
ate categories of long-term work patterns as suggested in 
Bluestone and Rose 1997. The work patterns of couples were 
then regrouped into family work patterns. 

Three longitudinal panels (1996 to 2001, 1999 to 2004, and 
2002 to 2007) were combined to create a sample of two-
adult families with sufficient labour and demographic 
information for both in at least five of the six years. Fami-
lies with missing information for two or more years were 
drapped from the sample and the weights of the remain-
ing sample were adjusted to compensate. 2  Because of the 
requirement for families to be in sample for all years, those 
that experienced a change in marital status (divorce, sepa-
ration or death) also had to be excluded, but these 
amounted to a relatively small portion. Of the 8,800 families 
remaining in sample, approximately 4,800 had at least one 
child under age 18 in all six years (excluding children born 
over the period). As work patterns might have different 
implications for families with children, they are shown 
separately. Standard errors were generated using bootstrap 
weights. 

The third category contained indi-
viduals consistently working 1,500 
to 2,300 hours (22%). This is the 
'standard' category since the aver -
age 2,000 hours per year corre-
sponds roughly to one full year at 
40 hours per week. The fourth cat-
egory was those with 'long' 
hours—at least one year above the 
2,300-hour threshold and no year 
below 1,500 hours (16/o). These 
individuals worked 2,500 hours per 
year on average, surpassing the 
standard group by 25%. Finally, in 
the 'high-low' category were indi-
viduals with particularly variable 
work hours—less than 1,500 hours 
in at least one year, more than 2,300 
in at least one other—but with an 
average very similar to the stand-
ard category (1,800 hours corn-
pared with 2,000). 

Work patterns and 
well-being 

Work patterns are not necessarily 
problematic as they are often the 
product of individual choices. 
However, those that involve longer 
hours may become more challeng- 

	

I D None 	0 Low 	• Standard 

	

DLong 	UHigh-low 

r1T1rrFrIrhHi"17 
Atleost 	 Atleast 	Atleast 	Atleast 	 All 

1 year 	 2 years 	 3 years 	 4 years 	 5 years 

Stress reported 

signif Ito ntly different from the standard category of the 5% level or better 
Note: Adults for whom hours information was not available in all five years were excluded, 

with the remaining sample reweighted. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, longitudinal panels 

1996 to 2001, 1999 to 2004, and 2002 to 2007. 

ing when they are associated with adverse effects on well-being. Stress, in 
particular, is an important effect that is widely used as a prime indicator of 
well-being in the literature, as it is associated with adverse effects on psy -
chological and physiological health (Wilkins and Bcaudet 1998). Stress is 

Chart B Individuals working long hours reported more stress 
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also a natural consequence of 'role overload'—having 
too much to do and too little time to do it (Higgins 
and Duxbury 2002). 

The importance of stress has led a number of com-
mentators to investigate the association between stress 
levels and work hours (Higgins and Duxbury 2002, 
Hébert and Grey 2006, and Hcisz and LaRochelle-
Côté 2006), As a result, stress can reasonably be used 
as a good proxy for work patterns more likely to be 
associated with adverse effects on well-being. 3  
Individuals working long hours consistently reported 
significantly higher levels of stress (Chart B). For 
instance, 16.9% of individuals with long hours reported 
higher stress levels in at least three of the five years, 
compared with 10.9% of the population as a whole 
and 9.7% among those with consistently standard 
schedules. Nearly half of all individuals with long hours 
were stressed in at least one year, compared with 
38.5% of the population as a whole. This suggests that 
individuals with long schedules are more likely than 
others to feel the adverse effects of work time. It also 
suggests that long hours are less likely,  to be welfare-
maximizing choices for individual workers. 4  

Family work patterns 

Describing long-term work patterns of individuals is 
relatively straightforward, but describing family work 
patterns is more complicated since every family has 
two adults who may have variable work schedules 
over time. To simplify this, the high-low and standard 
categories were combined. The merger of these two 
categories is perhaps debatable as high-low workers 
might face different labour market challenges (and they 
also report slightly higher stress levels than standard 
individuals), but it is reasonable since they work as 
many hours as standard workers on average and are 
closer to standard workers than individuals with long 
hours are in terms of stress levels. The work patterns 
of the two adults in the family were then used to cre-
ate 10 family work patterns, ranging from the least 
labour intensive (both adults not working) to the most 
(both with long hours) in terms of average 
annual family work hours over five years. 

Families were clearly concentrated in certain patterns 
(Table 1). More specifically, almost 43% of families 
had one adult with low hours and another with a stand- 

Table 1 Long-term family work patterns 

Two- 
adult 

families 

Annual 
work 
hours 

% hours 

Two not working 4.4 0 
One not working, one low hours 5.8 900 
Two low hours 10.2 2,200 
One not working, one standard 5.3 1,900 
One not working, one long hours 3.7 2,500 
One low hours, one standard 25.6 3,100 
One low hours, one long hours 17.3 3,500 
Two standard 13.7 3,900 
One standard, one long hours 10.9 4,400 
Two long hours 3.2 5,000 

Nate: 'Standard' includes high-low individuals. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, 

longitudinal panels 1996 to 2001, 1999 to 2004, and 2002 
to 2007. 

ard or long hours. Families having one adult with low 
hours and one with standard hours put in approxi-
matelv 3,100 hours per year on the job, while those 
having one adult with low hours and one with long 
hours did approximately 3,500 hours. 

The category with both adults working a consistently 
standard schedule was only 14 0/a, which suggests a lot 
of variation in family work patterns and underscores 
the need to examine patterns over a longer run. Con-
sistently standard families spent an average 3,900 hours 
per year at work, which is the equivalent of two full-
year schedules at 40 hours per week. 

Work-intensive categories—one adult with long hours 
and the other with at least a standard schedule—also 
accounted for 14% of families (only 3% had both 
adults with consistently long hours). These families 
averaged at least 4,400 hours per year on the job. 

At the other end of the spectrum, 9% of families had 
one adult not working at all over the five years but the 
other with at least a standard schedule. Those with the 
working partner putting in long hours did nearly 2,500 
hours on average; those with a standard-schedule part-
ner, 1,900. The three least labour-intensive categories 
together accounted for approximately 20% of families 
with two adults. 



Two-adult fc 

	

With 	Wifhoi 

	

children' 	childre 

Both not working 1.2 8. 
One not working, one low hours 2.4 10. 
Both low hours 8.5 12. 
One not working, one standard 4.8 5. 
One not working, one long hours 4.2 3. 
One iow hours, one standard 29.6 20. 
One low hours, one long hours 21.6 11. 
Both standard hours 13.8 13. 
One standard, one long hours 11.0 10. 
Both long hours 2.9 3. 

Family work patterns 

Work patterns among families 
with children 

Lack of time raises a different set of well-being issues 
for families with children. For instance, studies have 
shown that children enjoying more available parental 
hours fare better at school (Curtis and Phipps 2000). 
Other studies also correlate children's health with hours 
worked by parents (Anderson et at. 2003). Significant 
differences in work patterns can be seen between fami-
lies with children and families without children, even 
after adjusting for age differences (Table 2). More par-
ticularly, after adjusting for age differences, families 
with children were less likely to have both parents 
working a consistently standard schedule (14%) than 
families without children (21 %). Families with children 
were also much more likely to have one parent with 
low hours and the other with at least a standard sched-
ule-51% compared with 41%  of age-adjusted fami-
lies without children. Parents with children were also 
less likely to fall into the two most work-intensive cat-
egories. These results suggest that the presence of chil-
dren is correlated with differences in work patterns. 
The greater share of families with children having at 
least one parent with low hours (mostly mothers) also 
suggests that many families with children are organ-
ized so that at least one parent (mostly mothers) spends 
less time at a paid job. 6  

Table 2 Detailed family work patterns 

Families with long hours 

Families with very long work hours likely face extra 
challenges in balancing personal and work responsi-
bilities, with the hours spent by both adults on the job 
leaving little time for family or personal duties. Who 
are these families? Clearly, those with both parents 
consistently putting in long work hours qualify, with 
5,000 hours annually (100 hours per week) over five 
years. Both individuals are more likely to report higher 
levels of stress and suffer other adverse effects of long 
work hours. Arguably, families having at least one par-
ent with fewer work hours should not be part of this 
definition as this parent has, at least in theory, more 
time available to compensate for the increased work-
load of the other parent. Similarly, families with two 
adults consistently working standard hours should also 
be excluded because individuals with standard hours 
tend not to exhibit higher levels of stress, and, despite 
the relatively high level, these hours are less variable 
year over year (Heisz and LaRochelle-Côté 2006), 
facilitating the dual management of work and family 
responsibilities. 

According to the literature on work time, it appears 
reasonable to include families having at least one par-
ent with long hours and the other with a consistently 
standard schedulc-particularly families with chil-
dren-in the long hours group, for several reasons. 

First, these families spend a consid- 
erable number of hours on the job 
(4,400 per year on average), which 
reduces the time available for 
parental duties and family activities 

mules 	 (Curtis and Phipps 2000). Second, 
most families with two full-time, 

	

children 	full-year paid jobs face a challenge 
it 	(age- 	with work-life balance as conflict- 
n 	adjusted) 	ing demands and role overload 

increase (Burton and Phipps 2007), 
8 	 1.1 	with these likely to be particularly 
4 	 3.0 	sensitive among families with chil- 

dren. Third, a parent with long 
0 	 1:9 	hours may also affect the well-be- 
2 	26.5 	ing of the other parent since these 

spouses, mainly women, see 
7 	15.5 	increased parental work (and 
4 	 4.9 	stress) in response to work stress 

experienced by their partner 

?96 
(MacDonald et al. 2005 and Bolger 
et al. 1989). Finally, families with 
both parents working at least 

1 'Families with children' refer to those with two spouses and at least one child under 18 
Note: 'Standard' includes high-low individuals. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, longitudinal panels 1 

to 2001, 1999 to 2004, and 2002 to 2007 
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Table 3 Long-term work patterns of families 
with and without children 

	

With 	Without 

	

children' 	children 2  

% 
Families with long hours 13.9 20.5 

Consistently standard couples 13.8 21.1 

One low, other at least standard 51.2 41.4 

Other (lower labour market 
engagement) 21.1 17.0 

1. 'Families with children' refer to those with two spouses and at 
least one child under 18. 

2. The weights of families without children were modified to account 
for age differences with families with children. 

Note: 'Standard' includes high-tow individuots. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, 

Iongtud,noI panels 1996 to 2001, 1999 to 2004, and 2002 
to 2007. 

45 hours per week (approximately 4,500 per year) can 
be described as very short of time (Burton and Phipps 
2007), which reinforces the argument that these fami-
lies face a particular challenge in maximizing their wel-
fare due to time constraints. 

For this study, 'families with long hours' includes those 
with two adults working long hours as well as those 
with one adult working long hours and the other a 
consistently standard schedule. Based on this defini-
tion, 14% of families with children had particularly long 
hours (compared with 20% for age-adjusted families 
without children). 

For simplicity, the remaining categories were also 
regrouped to create four categories of family work 
patterns. These categories accounted for the major dif -
ferences shown in work patterns between families with 
children and without children. In addition to families 
with long hours, the categories were families with both 
adults consistently working standard hours; families 
with one parent working low hours and another with 
at least a standard schedule; and all other family work 
arrangements involving less than standard hours 
(Table 3). 

Families with and without children showed substantial 
differences in work patterns. For instance, 14% of 
families with children worked long hours compared 
with 20% of those without. Furthermore, while 21% 
of families without children consistently worked stand- 

ard hours, only 14% of families with children did so. 
Finally, 51% of all families with children were in the 
one low, 'one at least' standard mould, compared with 
41% of families without children-suggesting that the 
model whereby one parent has more time available 
for purposes other than work is common among 
families with children: 

Long hours and presence of children 

If long hours do have a l)articLslar  impact on the wel-
fare of families with children, then there maybe a nega-
tive association between long hours and the presence 
of children. While the average number of children 
under 18 was virtually identical by family work pat-
tern (Table 4), differences were apparent in the pro-
portion of families with young children (under age 6). 
More preschool children were in families with less 
intensive work patterns (1 5% to I 7°/o) than in families 
with long hours (9%) or consistently standard hours 
(11%). 

Since the presence of children may be related to other 
family or personal characteristics, a series of regres-
sions were conducted to test the robustness of the 
association between the presence of children (includ-
ing young children) and long family hours. Both the 

Table 4 Presence of children by family work 
pattern' 

	

Average 	With 
number of preschool 

Total 	children 	children 2  

% 

All family work patterns 	100.0 	1.7 	14.2 
Families with long hours 	13.9 	 1.7 	9.3 

Consistently standard couples 	13.8 	 1.7 	11.2 

One tow, other at least 
standard 	 51.2 	 1.7 	15.4 

Other (lower labour market 
engagement) 	 21.1 	 1.8 	16.5 

1. 'Families with children' refer to those with both o head and a 
spouse and at leost one child under 18. The weights of families 
without children were modified to account for age differences with 
families with children. 

2. Children under 6 at the end of the 5-year period. 
Note: 'Standard' includes high-low individuals. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, 

longitudinal panels 1996 to 2001, 1999 to 2004, and 2002 
to 2007. 
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Children and family work patterns 

To ensure that the association between work patterns and 
the presence of children was not due to other personal or 
family characteristics, a regression was designed to con-
trol for demographic characteristics that might affect work 
time patterns—a multinomial logit to determine the prob-
ability of being in one of the four family work patterns. The 
objective was to see if the relationship between the pres-
ence of children and certain family work patterns remained 
when all demographic characteristics were token into 
account (Table 5). 

The presence of children was negatively correlated with the 
probability of being in consistently standard families or in 
families with long work hours. However, after adding a 
dummy variable indicating the presence of young children, 
both child variables were negatively associated with the 
probability of being in consistently standard- or long-hour 
families—but the presence of young children was negatively 
correlated only with long hours. These results confirm that 
families may have a preference for fewer hours on the job 
when children—particularly young ones—are present, even 
after demographic and family characteristics are taken into 
account. 

Table 5 Association between the presence of children and family work patterns 

Children present 	 Young children present 

	

Lower 	 Long 	Lower 	 Long 

	

enga- 	Consistently 	family 	engo- 	Consistently 	family 

	

gement 	 standard 	hours 	gement 	 standard 	hours 

coefficient 

Constant -1.684" -0.406 -0.205 -1.684" -0.406 -0.206 
Presence of children 0.029 -0.648" -0.610" 0.008 -0.631" -0.552" 
Presence of young children ... ... ... 0.153 -0.124 -0.483" 
Demographic controls 1  Yes Yes Yes Yes Yes Yes 
Panel controls Yes Yes Yes Yes Yes Yes 

statistically significant at the 5% level or better 
1. Region of residence, age, immigration status and education level. 
Note: The reference category is one parent with low hours and one at least standard parent. 'StandardS includes high.low individuals. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, longitudinal panels 1996 to 2001, 1999 to 2004, and 2002 to 2007 

presence of children and young children were nega-
tively associated with long hours when demographic 
characteristics were taken into account. The presence 
of children, but not young children, was negatively 
associated with consistently standard hours (see Chil-
dren andJamily work patterns). Such results raise the pos-
sibility that families with children are less likely to 
choose situations that would expose them to long 
work hours and time-crunch issues. it also suggests 
that families with young children arc pat-ticularlv averse 
to long hours. 

Long work hours and family well-being 

It is ttftcn argued that long hours arc associated with 
detnmental effects on well-being, particularly for fami-
lies with children. The association between well-being 
and hours can be investigated by looking at the rela-
tionship between long family hours and various statis- 

tical indicators, and also by examining whether these 
indicators tend to be more significant when the focus 
is restricted to families with children. 

A good starting point is the link between family hours 
and family earnings. The issue of time and money is a 
crucial one for families in general, and for families with 
children in particular. For instance, higher-income par-
ents might be able to substitute money for their own 
time—at least partially—by hiring nannies or house-
keepers (Burton and Phipps 2007). In other words, if 
families with long hours can generate more earnings 
from their longer work hours, then the welfare conse-
quences of an elevated workload may be smaller. 

Among families with children, those working long 
hours made significantly less money on average than 
consistently standard families, despite working 600 (or 
15 5Vo) more hours—$86,500 per year on average, 
compared with $97,700 (Table 6). The difference was 



3,300 73,600 42,400 69,000 97,500 
4,500 86,500 52,900 82,800 118,200 

3,900 97,700 70,100 94,000 120,500 

3,300 74,400 47,200 69,600 94,700 

2,100 47,100 18,400 40,900 64,800 

3,500 73,800 48,800 71,300 95,400 
4,500 90,500 64,100 88,100 112,900 
3,900 85,900 64,300 83,500 106,300 

	

3,400 	72,100 50,400 	68,200 	87,700 

	

2,000 	42,700 	15,200 	38,800 	61,500 

Family work patterns 

hours 
Families with children 1  
All work patterns 
Families with long hours 
Consistently standard couples 
One low, other at least 

standard 
Other (lower labour market 

engagement) 

Families without children 2  
All work patterns 
Families with long hours 
Consistently standard couples 
One low, other at least 

standard 
Other (lower labour market 

engagement) 

even larger at the 25th percentile, 
where families with long hours 
were worse off by $17,200. At the 
75th percentile, however, earnings 
levels became similar. 5  

Such differences in earnings levels 
were not seen among families 
without children, even if similar 
diffcrences were found in average 
hours across family work patterns. 
At first glance, the lower earnings 
of parents with the most hours 
compared with those working 
consistently standard hours appears 
counterinruitive. Some parents may 
have had to work long hours in 
order to maintain a minimum 
standard of living-they could not 
afford to reduce their hours. Such 
findings suggest that long-hour 

families with children do not nec-
essarily have additional resources to 
better cope with work-life balance 
issues. 

Other indicators can also be used 
to investigate the relationship 
between long hours and well-being. 
job and occupation characteristics, 
in particular, can be related to dif-
ferences in work time and have the 
potential to reveal information 
about family well-being (Heisz and 
LaRochelle-Côté 2006 and 2007). 
Differences between families with 
(and without) children across fam-
ily work patterns could therefore 
reveal more about the preferences 
of families with children, and, by 
extension, their state of well-being.' 
Since job information was available 

only for when individuals were 
employed, only the first three 
work-pattern categories were 
examined: families with long hours, 
consistently standard families, and 
families with one low, one at least 
standard parent (Table 7). 

Job-quality indicators are used by 
many analysts to classify jobs as 
good or bad. Good jobs tend to 
have better pension and union cov-
erage, and are more likely to be 
found in large firms. More particu-
larly, good jobs also tend to be 
associated with stable, full-time 
hours, and bad jobs with more 
'unstable' work arrangements 
(Gunderson and Riddell 2000). In 
general, families with and without 
children were not significantly dif-
ferent in terms of job-quality indi-
cators. However, fathers in families 
working long hours tended to be 
more unionized than their counter-
parts without children. Since union-
ized jobs tend to be more secure 
and associated with more predict-
able shifts, this may indicate that, 
given the long work hours, fami-
lies with children are looking for 
more security and stability. It also 
suggests that parents may try to 
reduce the adverse effects of long 
work hours on their families. 

Differences were also examined by 
occupation and industry (Table 8). 
Mothers in families working long 
hours were more likely than other 
women to work in the public sec-
tor. Since husbands typically spend 
the most time on the job in such 
families, mothers may be compen-
sating for their husband's long 
hours by working in industries gen-
erally known for more stable 
schedules to ensure that one parent 
has hours that help them fulfill their 
parental duties. Furthermore, par-
ents in families with long hours 
were also much more likely than 

Table 6 Earnings by family work pattern 

Annual family earnings 

	

Annual 	 25th 	 75th 

	

family 	 per- 	 per- 

	

hours 	Mean 	centle 	Median 	centile 

2007 $ 

I. 'Families with children' refer to those with two spouses and at least one child under 18. 
2. The weights of families without children were modified to account for age differences will, 

families with children. 
Note: 'Standard' includes high-tow individuals. 
Source: Statistics Canodo, Survey of Labour and Income Dynamics, longitudinal panels 1996 

to 2001, 1999 to 2004, and 2002 to 2007 
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Table 7 	Job quality indicators by family work pattern 

Families with children 1  Families without children 7  

Long 	 One low, Long One low, 
family 	Consistently 	one at least family Consistently one at least 
hours 	standard 	standard hours standard standard 

% 
Union coverage 3  
Men 	 24.8 	 38.2 	 28.1 16.6 44.4 29.7 
Women 	 30.0 	 36.1 	 29.2 26.5 40.9 26.5 

Pension coverage 3  
Men 	 43.2 	 63.8 	 47.8 40.2 63.0 47.9 
Women 	 46.5 	 61.7 	 37.1 47.0 60.0 39.2 

Firm size 34  
Men 

Less than 100 employees 	 55.9 	 32.6 	 45.1 53.0 29.2 48.4 
100to499employees 	 11.1 	 13.1 	 12.6 11.4 11.3 11.1 
500 employees or more 	 29.9 	 51,9 	 39.1 33.9 56.4 37.5 

Women 
Less than 100 employees 	 50.0 	 33.2 	 48.9 44.8 30.5 46.2 
100 to 499 employees 	 14.3 	 12.0 	 11.8 20.3 13.9 15.2 
500 employees or more 	 33.5 	 50.6 	 35.2 33.9 52.2 34.2 

Multiple jobs at some point 
Men 	 23.0 	 10.5 	 18.7 22.1 10.5 19.9 
Women 	 24.3 	 15.2 	 20.7 22.5 16.1 17.9 

Experienced a job change 
Men 	 21.3 	 23.6 	 28.3 29.3 26.2 29.8 
Women 	 24.6 	 21.9 	 29.1 27.7 25.6 34.6 

1. 'Families with children' refer to those with both a head and a spouse with at leost one child under 18. 
2. The weights of families without children have been modified to account for age differences with families with children. 
3. Based on main job in the year they reported the most hours. 
4. Statistics about firm size may not odd up because of 'unknown' answers in SLID. 
Note: 'Stondord' includes high.Iow individuals. Includes families in which both parents are participating in the labour market. 
Source: Statistics Canada, Survey of Labour and Income Dynamics, longitudinal panels 1996 to 2001, 1999 to 2004, and 2002 to 2007. 

non-parents to be self-employed. Among those with 
children, 31% of fathers and 24% mothers were self-
employed, compared with just 22% and 10% of non-
parents. Since the self-employed typically have more 
control over their schedules than paid employees, this 
may not be a surprise as parents with long hours may 
need more flexibility to deal with parental duties. 1 ° 

Mothers in consistently standard families were much 
more likely than other women to be managers. This is 
not too surprising since consistently standard work still 
involves a large number of hours, which means these 
mothers may be more likely to need (or choose) to 
put in the hours for professional reasons )t 

The results suggest that parents working long hours 
may respond to the presence of children by making 
different choices to reduce the welfare impact of long 
hours on the family. To test that hypothesis, an 
empirical strategy was needed to examine whether 
long work hours had different welfare implications 
on parents. Although SLID does not provide much 
information on the state of family well-being, it does 
enquire about the general level of perceived stress. This 
measure is not perfect since stress can be caused by 
many factors not necessarily related to work hours. 
Furthermore, the direction of the causality is not 
always clear as work hours can cause stress, but stress 
can also affect work hours. The best that can be done 
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Table 8 	Industry and occupation by family work pattern 

Families with child ren ! Families without children 2  

Long One low, Long One low, 
family Consistently one at least family Consistently 	one at least 
hours standard standard hours standard standard 

0/ 

Industry 3  
Men 

Public administration 13.9 19.7 14.6 11.2 21.5 14.3 
Business services 13.6 14.0 14.7 14.5 14.2 14.3 
Other services 30.7 25.5 29.0 39.8 22.5 36.0 
Goods-producing 38.9 37.4 38.4 33.0 35.4 28.8 

Women 
Public administration 39.6 35.9 36.2 28.8 38.3 27.3 
Business services 14.9 16.7 15.8 17.1 17.7 19.4 
Other services 26.0 22.1 32.2 33.3 26.1 34.7 
Goods-producing 15.1 20.1 13.1 17.4 15.2 16.0 

Self-employed 3  
Men 31.4 7.6 17.8 21.9 7.5 15.9 
Women 23.5 9.1 13.7 10.4 6.0 6.8 

Manager 
Men 18.2 13.0 15.0 26.2 13.0 13.7 
Women 12.4 13.6 6.6 15.3 6.0 9.6 

1. 'Families with children' refer to those with both a head and a spouse with at least one child under 18. 
2. The weights of tamilies without children were modified to account for age differences with families with children. 
3. Based on main job in the yeai they reported the most hours. 
Note: Only families in which both parents are in the labour market. 'Standard' includes high-low individuals. 
Source: Statistics Canada 	Survey of Labour and Income Dynamics, longitudinal ponels 1996 to 2001, 1999 to 2004, and 2002 to 2007. 

is to develop a family measure of stress by using 
information on individual stress levels, and by assum-
ing that a measure of family stress is a good proxy for 
family well-being) 2  One measure used was the pro-
portion of families in which both parents reported at 
least one episode of stress over the period (Table 9). 
As expected, families with long hours had significantly 
higher levels of stress (28%) than consistently standard 
couples (17%), and more than families with one low 
hours and another with at least standard hours (22%), 
although the latter difference was not significant. 

However, a different picture emerged when family 
stress levels were examined separately for families with 
and without children. While families with long hours 
reported relatively high levels of stress even in the 
absence of children, consistently standard families with 
children were much more likely than those without 
children to report higher levels of stress (22% com-
pared with 13%), suggesting that consistently standard 

families with children-who also spend a large 
number of hours in the labour market-also face well-
being issues of their own. 

Because stress levels can also be associated with other 
demographic and job characteristics, the robustness of 
the association between family stress and family work 
arrangements was tested with regressions that included 
a dummy variable to account for the presence of chil-
dren and used families with consistently standard hours 
as a reference group. Once again, families with long 
hours were much more likely to be stressed than con-
sistentiv standard families (Table 10). Families in the 
one low, one at least standard group were also more 
likely to be stressed than consistently standard fami-
lies, albeit by a less sigthficant margin. 

After adding a dummy variable to account for chil- 
dren's interactions with family work patterns, both 
coefficients associated with work patterns remained 
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Family work patterns 

7. This docs not mean that families in other categories are 
not dealing with work-life balance issues of their own. 
Rather, the issue should be viewed in terms of available 
time, which is particularly low in the case of families that 
spend a considerable amount of time on the job. 

8. Figures are expressed in 2007 dollars. 

9. All job characteristics are based on the main job held in 
the year with the most hours (or if the same hours are 
reported in more than one year, for the job associated 
with the most earnings). 

10. The higher proportion of self-employment among 
parents working long hours may also help explain why 
they earn less than those with consistently standard 
hours, since the self-employed earn less on average than 
employees. 

11. I)emographic characteriscs were also examined, but 
major differences were not seen between the two types of 
families and therefore had little potential to reveal much 
on well-being differences. 

12. The focus is on families with two working adults to 
remove stress caused by lack of work from consideration. 

13. Similar results were obtained with family stress defined 
as the proportion of families with the two parents 
combined reporting at least two episodes of stress. 
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M any researchers contend that a well-trained 
labour force is a way to achieve and 
maintain a competitive advantage in today's 

global business market (Aragon-Sanchez et al. 2003, 
Industry Canada 2002, and Turcotte and Rennison 
2004). Thus, providing training has been advocated as 
sound social policy for competitiveness (Conference 
Board of Canada 2008 and OECD 2006). Recently, 
the Conference Board of Canada (2008) reported that 
Canada does not have a focused strategy to ensure 
that work-based skills training and lifelong education 
are prioritized. Furthermore, Canadian employers are 
low investors in workplace training programs on an 
absolute basis (Betcherman et ad. 1998) and relative to 
their luropean counterparts (Goldenberg 2006). 

Others argue that working conditions in Canada are 
polarized (Betcherman and Lowe 1997). Simply put, a 
substantial number of individuals are in jobs featuring 
relatively,  poor pay, benefits, security and stability 
(Chaykowski 2005, and Morissettc and Zhang 2005). 
Moreover, this dichotomy seemingly extends to the 
receipt of employer-supported training opportunities, 
with some receiving much more training than others 
(Peters 2004, Saunders 2003 and Sussman 2002). 

An abundance of Canadian and international studies 
indicate that less-educated workers are much more 
likely than others to have low-paid jobs (e.g. Cooke 
2007, and OECD 2005 and 2006). Not surprisingly, 
these workers are among those with relatively poor 
access to training (Zeytinoglu et al. 2008). Historically, 

unionization has led to improved conditions of work, 
and recent studies suggest that unionization continues 
to be associated with higher wages (Fang and Verma 
2002). While the benefits of unionization are poten-
tially shrinking in today's era of open and global mar-
kets, recent evidence suggests that unionized workers 
continue to have better access to training than non-
union workers (Boheim and Booth 2004, Cooke 2007, 
and Turcotte et al. 2003), although the effects are 
potentially different for men and women (Hurst 2008). 

Women are over-represented among those in lower-
quality jobs (Cranford Ct al. 2003 and McGovern et 
al. 2004). These authors also indicate that women con-
tinue to be disadvantaged even among those with poor 
employment. This is consistent with the historical 
notion that women have faced additional barriers in 
the labour market, intentional or otherwise (e.g. 
Padavic and Reskin 2002). In terms of training in par-
ticular, previous research on women's receipt of 
employer-supported training is inconclusive. 

Some studies show that, relative to their male counter-
parts, women are less likely to receive employer-
supported training (e.g. Frazis et al. 2000, Knoke and 
Ishio 1998, OECD 2006 and Sussman 2002), while 
others report either unsubstantial differences, or slightly 
better access for women (e.g. Peters 2004, Turcotte 
et al. 2003, Undcrhil 2006, and Simpson and Stroh 
2002). Moreover, differences in the receipt of 
employer-supported training, when comparing 
men and women, are not always apparent unless the 
effects of other related factors in the workplace are 
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Barriers to training access 

controlled for (Knoke and Ishio 1998). Consequently, 
it can be argued that among the key characteristics 
associated with a poor-quality job, all else being equal, 
are earning low wages, having a lower education, not 
having the protection of a trade union, and, in particu-
lar, being a woman. To be consistent with existing 
research (e.g. Saunders 2003, Chaykowski 2005 and 
Vallée 2005), individuals with these characteristics are 
referred to as 'vulnerable' workers in this article. While 
workers with vulnerable characteristics are clearly not 
a homogeneous group, the literature suggests that 
workers with these characteristics are, on average, rela-
tively vulnerable compared with other workers. 

Using the 2005 and 2003 Workplace and Employee 
Survey (WES), this article explores the receipt of 
employer-supported training among these potentially 
vulnerable workers (see Data source and definitions). 
Training increases earning potential and access to 
higher-quality employment opportunities (OECD 
2005 and 2006, Morissette and Zhang 2005, and 
Vallée 2005). Having a highly trained workforce also 
benefits employers in terms of productivity and adapt-
ability, particularly given the emerging shortage of 
skilled workers in Canada (e.g. Aragon-Sanchez et al. 
2003 and Goldcnberg 2006). It is therefore important 
to ascertain whether certain identifiable subgroups of 
workers receive tangibly different levels of training 
from their employers. Secondarily, the proportion of 
these workers declining emp loyer- supported training 
is also considered. Although reasons for declining train-
ing are undoubtedly numerous, they can provide gen-
eral insight into the importance of training to the 
various workers. 1  
In terms of the theoretical foundation for employer-
supported training, Becker's labour economics theory 
(1964) suggests that workers should pay for any gen-
eral training that leads to the acquisition of new skills 
and earning higher wages, and employers should pay 
only for firm-specific training. Empirical evidence, 
however, suggests that Becker's theory is more a way 
of understanding the investment in human capital in its 
pure form than a description of what can be observed 
in practice (Acemoglu and Pischke 1998 and 1999, and 
Ahlstrand et al. 2003). In practice, employers train for 
three purposes: to increase the productivity or per-
formance of workers; to achieve organizational goals; 
and to invest in workers to succeed in the unpredict-
able and turbulent business environment (Belcourt et 
al. 2000). The potential result is that employers might 

direct their training resources towards their most 
valued workers for strategic business reasons and 
away from less privileged workers (Rainbird 2000). 

This study examines five overlapping groups of work-
ers: all workers; low-wage workers; less-educated 
workers; non-union workers; and low-wage, less-edu-
cated, non-union workers. All live were also split by 
sex. In the multivariate analysis, employer-supported 
training was the dependent variable and sex, wage 
level, attained education, and unionization were exam-
ined as independent variables, along with interaction 
variables where appropriate. Several other individual, 
work, workplace and industry factors can, independ-
ently and collectively, influence an employer's tendency 
to provide training. Many of these are included as con-
trol variables: employment status, occupation, marital 
status, presence of dependent children, workplace ten-
ure, worker age, workplace size, industry, and work-
place profitahilitv.' 

Receipt of employer-supported training 
among all workers 

About 60°o of all workers receive employer-sup-
ported training, while about 12% decline it (Table 1). 
This figure is similar to other estimates when consid-
ering that the broad definition of access includes three 
types of employer-supported training received as well 
as those offered but declining this training. A previous 
study found that about one-half of Canadian workers 
receive employer-supported training in a given year 
(Turcotte et al. 2003). According to the current study, 
33% of workers received on-the-job training, 37% 
received classroom training, and a small number 
received 'outside' training supported by their 
employer. And about one in eight declined training in 
the past year. 

Slightly more than one-half of the respondents were 
women, while one-quarter were categorized as low-
wage. In terms of education, 1 in 10 had not com-
pleted high school, while I in 6 had high school but no 
postsecondary education. About 1 in 5 workers had a 
university degree, while slightly more than one-half had 
some postsecondary education but no degree. For 
some analyses, the 27°/a of workers with at most a 
high school education were also grouped as being less 
educated, while the other 73% had at least some post-
secondary education. Finally, almost three-quarters of 
workers were non-union (i.e. not covered by a collec-
tive agreement). 
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Table 1 Characteristics of all workers 

% 
Dependent variables 
Received employer-supported training 

	
60.1 

On-the-job 
	

32.9 
Classroom 
	

36.5 
Outside 
	

4.4 
Declined training 
	

12.2 

Independent variables 
Women 
	

52.2 
Low-wage 
	

25.6 
Education 

Less than high school 
	

10.0 
Completed high school 

	
16.6 

Postsecondary, nan-university 
	

52.3 
University degree 
	

21.1 
Non-union 
	

73.1 
Low-wage, less-educated, non-union 

	
8.7 

Control variables: Worker 
Non-permanent 
	

9.1 
Part-time 
	 15.7 

Occupation 
Mono g er 
	

12.6 
Professional 
	

17.2 
White collar 
	

22.8 
Blue collar 
	 47.4 

Marital status 
Married/corn mon - law 

	
68.4 

Other 
	

31.6 
Dependent children 

	
43.5 

Workplace tenure' 
	

8.7 
Workplace tenure squared' 

	
152.9 

Worker age' 
	

40.9 
Worker age squared 1 

	

1,814.7 

Control variables: Workplace 
Workplace size (employees)' 

	
482.7 

Workplace size (log form) 
	

1.8 
Industry 

Primary 
	 1.7 

Manufocturing and related 
	

31.8 
Retail trade 
	 24.3 

Finance and insurance 
	

4.7 
Education and health 

	
21.8 

Other services 
	

15.6 
Profitable workplace 

	
66.5 

1 . Indicates the mean among all workes. All other figures indicate 
the proportion of workers having a particular characteristic. 

Source: Statistics Canada, Workplace and Employee Survey, 2005. 

Uncovering the gender barrier 
in training 

Among all workers, women were insignificantly less 
likely than men (60% vs. 61%) to receive employer-
supported training (Chart A). However, that differ-
ence became significant when considering only 

Limitations 

While the Workplace and Employee Survey covers much of 
the Canadian labour market, it somewhat under-represents 
non-permanent workers because only employees receiving 
T4 slips from their employer are included. Thus, agency tem-
porary workers are included only if the agency itself is 
included as on employer. Moreover, casual and on-call 
workers could identify themselves as being 'regular' em-
ployees, even though they are more accurately categorized 
as non-permanent. 

Second, it is reasonable to presume that omitted-variable 
bias exists in the models. Simply put, many workplace and 
worker factors likely affect the receipt of training. While 
several of these factors were included and controlled for, 
all of the influential ones may not have been taken into 
account. For instance, an employer's perception of the 'tal-
ent' of a worker could affect the likelihood of training. A 
related issue is the hierarchical or clustered nature of WES 
data-respondents were randomly chosen from within 
selected organizations. Nonetheless, an assumption under-
lying the regression models was that all observations (i.e. 
individuals) were independent. This would not be the case 
if workplace variables (e.g. employer strategies) affected 
the receipt of training. Finally, it was not possible to sepa-
rate workers according to province of employment. 3  This 
would have been helpful since small but noticeable (and 
apparently shrinking) differences in the receipt of training 
have been noted by province (Peters 2004). 

Although these limitations are important, the results should 
still hold. If anything, the regression results would likely 
have been stronger with controls for geography and other 

1 omitted variables. The most potentially problematic issue 
is the hierarchical nature of the WES data, since it could 
result in an over-estimation of the relationship between 
workplace variables and the receipt of training. Overall, 
the model choice, while common in the literature and able 
to provide insight into training issues, is a significant sim-
plification of the full set of factors affecting training. 

low-wage workers (43% vs. 500/o)  or only less-
educated workers (42% vs. 52%). The difference was 
insignificant but nonetheless present among non-
union workers (57%  vs. 60%) and low-wage, less-
educated, non-union workers (37% vs. 47%). Two 
main observations can be made. First, low-wage, less-
educated, or non-union workers received less em-
plover-supported training relative to all workers, 
although only slightly so in the third case. Moreover, 
this disparity was particularly substantive when com-
paring low-wage, less-educated, and non-union work-
ers to all workers. The second observation is that 
although women and men received essentially euiva-
lent shares of employer-supported training overall, 
women were less likely to receive training than their 
male counterparts in the four smaller subsamples. 

Statistics Canada 	Autumn 2009 	 Perspectives on Labour and Income / 
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Although not shown, similar differences also existed in 2003. These 
persistent differences between women and men for multiple subsamples 
and multiple years could be an indication of a 'gender training barrier.' 
(For more details on the substan- 
tive or statistical significance of 

remained apparent among non-
union workers (9.9% vs. 11.8%). 
Finally, among the low-wage, less-
educated, non-union workers, the 
difference was small in absolute 
size, but very substantive on a rela-
tive basis (at 2.0% vs. 4.9%). Over-
all, workers in the four subsamples 
received less employer-supported 
training and were less likely to 
decline that training. Also, within 
each subsample, women were less 
likely than men to receive training, 
and were also less likely to decline 
it, particularly among low-wage, 
less-educated and non-union 
workers. 

Although the pattern among those 
declining training was distinct, one 
possible explanation is that these 
workers were less likely to decline 
training because they were less likely 
to receive it. A training 'vulnerabil-
ity proxy' (the ratio of the propor-
tion receiving employer-supported 
training to the proportion declin-
ing training) was created to test this 

Chart A Women in some groups less likely to receive 
employer-supported training 

70 

60 
	 o Women 

• Men 
50 

40 

30 

20 

10 

All workers 	Low -wage 	Less-educated 	Nun-union 	Low-wage, 
less-educated, 

non-union 

• statistically significant difference of the 0.10 level or better 
Source: Statistics Canada, Workplace and Employee Survey, 2005. 

these differences, see Data source 
and definitions). 	 Chart B Women less likely to decline emDlover-surnorted 

By way of corroboration of the 
existence of the training barrier, the 
proportions of workers who 
declined employer-supported 
training in the past year were cal-
culated. If women, on average, are 
disadvantaged by relatively low 
access to employer-supported 
training, one would expect them to 
be less likely to decline it (Chart B). 
Among all workers, women were 
only marginally less likely than men 
to decline employer-supported 
training (12.0% vs. 12.4%), but 
among low-wage workers, the dif-
ference increased (5.2% vs. 7.7%). 
A similar difference existed among 
less-educated workers (5.1% vs. 
7.6%). The difference shrank but 

training 

% 

14 

12 	 o Women 

10 
	

• Men 

All workers 	Low-wage 	Less-educated 	Non-union 	Low-wage, 
less-educated, 

non-union 

Source: Statistics Canada, Workplace and Employee Survey, 2005. 
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Data source and definitions 

The Workplace and Employee Survey (WES) 2005 sample 
comprised 24,197 employees from 6,693 workplaces with 
response rates of 81.2% and 77.7% respectively. Weighted, 
this represented 12.2 million workers. The WES covers all 
business locations in Canada except employers in Yukon, 
Nunavut and the Northwest Territories, and employers in 
crop production, animal production, fishing, hunting and 
trapping, private households, religious organizations and 
public administration. (For more on sampling and sample 
design, see Statistics Canada 2008). Although all presented 
results are from the 2005 WES dataset, 2003 was also used. 

Employer-supported training is classroom, on-the-job or 'out-
side' training supported or provided by an employer in the 
last 12 months. Although not shown, the receipt of each of 
these three types is positively correlated to the others. 

Although no standard definition of vulnerability has 
emerged, the one used here is consistent with several recent 
Canadian studies (e.g. Saunders 2003, Chaykowski 2005 and 
Vallée 2005)—workers with some or all of the following 
characteristics: female, low wages, less education, not 
unionized. These vulnerability characteristics constitute the 
set of independent variables. For wages, a boundary of 
$13.00 per hour was established. This emerged from an 
analysis of the distribution of wages in this dataset. Since 
a standard definition of a low-wage worker does not exist, 
the cut-off point was set to permit identification of the 
lowest-paid quartile of workers. These workers should or 
could face different working conditions than their better. 
paid counterparts. Large-enough cell counts were also 
provided when concurrently sorting workers by education 
and union status. Workers were sorted into four categories 
according to attained education. The first two were those 
with less than high school and those completing only high 
school. To ovoid small cell counts in some cases (e.g. wage 
level), these two were combined. The other two categories 
were those with at least some postsecondary education (but 
no degree), and those with at least a bachelor's degree. 
Again, in some analyses it was necessary to combine these 
two. 

In all regression analyses, in addition to vulnerability proxy 
variables, controls for the possible effects of a number of 
other factors were also used: employment status, occupa-
tion, marital status, presence of dependent children, work-
place tenure, worker age, workplace size, industry, and 
workplace profitability. Employment status distinguished 
between permanent and non-permanent jobs, and those with 
a full-time or part-time schedule (using 30 hours per week 
as the boundary). Four occupational categories were defined: 

managerial, professional, lower white collar (i.e. market-
ing, soles, clerical or administrative), and blue collar (i.e. 
technical, trades, production workers, operations and 
maintenance). Marital status was married (including com-
mon-law) or other (i.e. separated, divorced, widowed or 
single). Presence of dependent children indicated on 
individual responsible for at least one child. Workplace ten-
ure indicated the number of years since employees started 
working for their current employer. Workplace tenure 
squared was also included in case the relationship between 
workplace tenure and training was non-linear. Worker age 
and worker age squared were measured in years using 
birthdates. Workplace size was the number of employees 
at the employer's location. The logarithmic form of this 
variable was utilized to normalize its distribution. Six 
industry categories were defined: primary (forestry, min-
ing, and oil and gas extraction), manufacturing and related 
(construction, transportation, warehousing, communication 
and other utilities), retail trade, finance and insurance, edu-
cation and health, and other. The final control variable, 
workplace profitability, identified employers whose gross 
revenue exceeded gross expenditures for that location. 

An odds ratio can be interpreted as how many times higher 
(or lower, if less than 1) the examined group's odds of 
access to employer-supported training are. Goodness of fit 
was measured with the pseudo R 2  and Wald chi-square. The 
analysis used weighted micro data accessed via the Sta-
tistics Canada Research Data Centres. Regression results 
were bootstrapped using Statistics Canada's recommended 
set of weights via the Stata function (Chowhan and Buckley 
2005). 

Statistical significance refers to the situation where the 
arithmetic likelihood indicates that a given result would be 
very likely to occur by random chance. On the other hand, 
substorttive significance refers to the magnitude or impor-
tance of a given result. Researchers have high confidence 
if a given result, like the detected gender training barrier, 
is consistently shown to be both statistically and substantively 
significant. If, on the other hand, a result is statistically sig-
nificant but not substantive, then the importance of the 
finding is low, and a result that is substantively significant 
but not statistically significant could be considered to be 
merely an interesting anomaly. In this paper, the male-
female differences are tangible and repeatable over mul-
tiple years. However, the statistical significance in the bar 
charts (and via t-tests) and the odds ratios in the multiple 
regressions are somewhat lower in 2005 than in 2003, but 
nonetheless exist in multiple instances in both years, 
essentially indicating more variation in these key variables 
in 2005. 

hypothesis. About five workers received employer-
supported training for each one that declined it among 
all men and all women (Chart C). 1-lowever, among 
low-wage, less-educated, non-union men, about nine 
accessed employer-supported training for every one 
that declined it. This suggests that these men were more 

reluctant, on average, than those not sharing these 
attributes to decline employer-supported training. 
However, among similar women, 18 accessed training 
for every I declining. Thus, if the presumption is cor-
rect regarding those most likely to accept employer-
supported training, then low-wage, less-educated, 
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Chart C Ratio of accessing versus declining employer-
supported training higher among women 

Ratio 

20 

16 

12 

non-union women are the most 
vulnerable. This is also consistent 
with themes in recent academic lit-
erature exploring the plight of 
so-called 'vulnerable' workers (e.g. 
Saunders 2003, Chavkowski 2005 
and Vallée 2005). 

Multivariate regressions were used 
to see whether the descriptive pat-
terns were replicated while control-
ling for other possibly influential 
worker and workplace variables 
(Table 2). Model I showed the 
relative effect of each vulnerability 
characteristic. Model 2 added vari-
ables to isolate the interaction of 
sex with each of the low-wage, less-
education, and non-union variables. 
Model 3 was the same as Model I 
except that a single interaction vari-
able was added to understand the 
combined effect of the low-wage, 
less-education and non-union char-
acteristics. To recap, previous 
research on women's receipt of 
training seemed inconclusive. While 

some studies showed women to 
be less likely than men to receive 
emp loyer- supported training, oth-
ers reported either unsubstantial 
differences or slightly better access 
to training among women. In this 
study, women were less likely to 
receive employer-supported train-
ing (about 93% as likely as men), 
although the effect was not statisti-
cally significant. In Model 2, low-
wage, less-educated or non-union 
women were all less likely to receive 
training, as shown by the odds 
ratios for the interaction variables. 
In particular, les s-educated women 
were significantly less likely to 
receive employer-supported train-
ing than those without these char-
acteristics. On the other hand, 
women who were not low-wage, 
less-educated or non-union were 
22°/6 more likely than men to 
receive training (although this 
difference was not statistically 
significant). 

Low-wage workers were only 
about two-thirds as likely as higher-
wage workers to receive em-
ployer-supported training, with this 
gap statistically significant for all 
three models. In addition, less-
educated workers were three-quar-
ters as likely as better-educated 
workers to receive employer-
supported training, with this gap 
statistically significant for two of 
the three models. In Model 2, less-
educated women were significantly 
less likely than those without these 
characteristics to receive employer-
supported training, while less-edu-
cated men did not face a similar 
circumstance. All three models 
showed non-union workers to be 
significantly more likely than union-
ized workers to receive employer-
supported training, and by a factor 
of 16 0/a or more after controlling 
for other factors. Finally, Model 3 
showed that low-wage, less-edu-
cated, non-union workers did not 
receive significantly less employer-
supported training than other 
workers. Nonetheless, each of 
those traits was individually 
related to the receipt of employer-
supported training, with low wages 
and less education negatively 
related, and non-union status posi-
tively related. 

Given the large number of control 
variables included in the regression 
results, only general observations 
are possible. The control variables 
statistically related to employer-
supported training in this study 
were: employment status, occupa-
tion, marital status, workplace ten-
ure, worker age, workplace size, 
and industry. Non-permanent 
workers were less likely to 
receive employer-supporting train-
ing relative to permanent workers, 
while lower-level white-collar and 
blue-collar workers were less likely 
than professionals to receive this 

Source: Statistics Canada, Workplace and Employee Survey, 2005. 



Barriers to training access 

Table 2 Odds ratios associated with 
employer- su ppo rted training among 
all workers 

Model 1 Model 2 Model 3 

Odds ratio 
Independent variables 
Women (ref. men) 0.93 1.22 0.94 
Low-wage (ref. higher-wage) 0.61* 0.68' 0.62' 
Less-educated (ref. better- 

educated) 0.74' 0.85 0 . 74* 
Non-union (ref. unionized) 1.16' 1 . 26* 1.17' 
Women and low-wage ... 0.84 
Women and less-educated ... 0.73' 
Women and non-union ... 0.84 
Low-wage, less-educated, 

non-union ... ... 0.94 

Control variables 
Non-permanent (ref. permanent) 0.66* 0.65' 0.66' 
Part-time 0.89 0.90 0.89 
Occupation (ref. professional) 

Manager 0.94 0.95 0.94 
White collar 0.53' 0.54' 0.53 
Blue collar 0.74' 0.74' 0.74' 

Other marital status (ref. married) 0.82' 0 . 82* 0.82' 
Dependent children 0.99 1.00 0.99 
Workplace tenure 0.97' 0 . 97* 0.97' 
Workplace tenure squared 1.00 1.00 1.00 
Worker age 0.94' 0 . 94* 0.94' 
Worker age squared 1.00' 1 .00' 1.00* 
Workplace size 1.52' 1.52' 1 . 52* 
Industry (ref. manufacturing 

and related) 
Primary 1.43' 1 . 42* 1.43' 
Retail trade 1.01 1.01 1.01 
Finance and insurance 3.23' 3.18' 3.22' 
Education and health 1.65' 1.59' 1.65' 
Other services 1.16 1.16 1.16 

Profitable workplace 0.87' 0.87 0.87' 

statistically significant for the reference group (ref.) at the 0.10 
level or better 

Source: Statistics Canada, Workplace and Employee Survey, 2005. 

training. Married/common-law workers were more 
likely to receive employer-supported training than 
workers with another marital status. Controlling for 
other factors, workplace tenure and age were nega-
tively related to receiving employer-supported train-
ing, although the effect was very small in both cases. 
In terms of order of magnitude, the two seemingly 
most influential variables were workplace size and 
industry. Those in larger workplaces were significantly 
more likely than those in smaller workplaces to 
receive employer-supported training, while those in 
primary industries, finance and insurance, or educa-
tion and health were much more likely than those in 

manufacturing and related industries to receive train-
ing. Somewhat surprisingly, working in a profitable 
workplace was associated with less employer-
supported training. This is counterintuitive since prof-
itable organizations have more resources for training, 
and training investments have generally, been shown to 
have a favourable impact on organizational outcomes 
(Turcotte and Rennison 21)04). 

Do vulnerable workers access employer-
supported training? 

The regressions were also run for the four subsamples. 
Among low-wage workers, the least educated ones 
(i.e. with less than a high school education) were sig-
nificantly less likely to receive employer-supported 
training, and by a substantive margin (Table 3). None 
of the other key characteristics were statistically signifi-
cant for this group. Among less-educated workers, 
women were less likely than men to receive employer-
supported training, and low-wage workers were less 
likely than those with higher wages to receive training. 
And the non-unionized in the group were more likely 
than the unionized to receive training, albeit at only a 
weak level of significance. In the regressions results 
for non-union workers, the lower-waged were less 
likely than their higher-paid counterparts to receive 
employer-supported training, while those with less 
than a high school education received less training than 
those with more education. Among low-wage, less-
educated, non-union workers, women were 25 0/s less 
likely than men to receive employe r- supported train-
ing, although this difference was not statistically sig-
ni ficant. 

Several control variables were significantly associated 
with training in one or more of the models. More spe-
cificallv, workplace tenure was negatively associated 
with employer-supported training in all four 
subsamples, meaning that low-tenure workers were 
less likely than those with higher tenure to receive train-
ing. Workplace size was again positively and signifi-
cantly related to employer-supported training, meaning 
that those in larger workplaces were more likely to 
receive training. Workers in finance and insurance or 
education and health also had much better odds of 
receiving training than those in manufacturing and 
related industries. Other variables sometimes signifi-
candy associated with receiving employer-supported 
training were non-permanent employment status, 
occupation and worker age, although no particular pat-
tern was seen across multiple subsamples. Workers 
with non-permanent employment status, a part-time 



schedule or a profitable workplace 
had relatively low odds of receiv-
ing employer-supported training, 
although significantly so in only one 
case. 

Sensitivity analyses: 
Another look at training 
for men and women 

The regression models were gen-
erated separately for men and 
women to assess whether the 
roles of the other independent vari-
ables differed between the sexes 

(Table 4). In both subsamples, 
those with iow wages and those 
with the least education were sub-
stantially and significantly less likely 
to receive employer-supported 
training. That said, the odds ratios 
show that having less than a high 
school education was associated 
with much lower receipt of train-
ing among women than among 
men. Other education levels and 
non-union status had insignificant 
effects with similar odds for both 
sexes- 
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Table 3 	Odds ratios associated with employer-supported 
training among worker subsamples of interest 

Low- 
wage, less- 

Low- Less- 	Non- 	educated, 
woge educated 	union 	non-union 

Odds ratio 
Independent variables 
Women (ref. men) 0.77 0.72' 	0.88 	0.75 
Low-wage (ref. higher-wage) ... 0.64' 	0.58' 
Education (ref. some posfsecondary) 

Less than high school 0.58* ... 	 0.63' 
Completed high school 1.04 .. 	0.89 
University degree 1.08 ... 	 1.14 

Non-union (ref. unionized) 1.07 1.34' 

Control variables 
Non-permanent (ref. permanent) 0.73 0.91 0.72' 0.88 
Port-time 0.85 0.78 0.92 0.67 
Occupation (ref. professional) 

Manager 1.56 1.52 0.93 4.48 
White collar 0.72 0.95 0.60' 1.10 
Blue collar 0.92 1.22 0.81' 1.32 

Other marital status (ref. married) 0.76' 0.82 0.83' 0.91 
Dependent children 0.98 1.10 1.00 1.35 
Workplace tenure 0.91 0.96' 0.96' 0.87' 
Workplace tenure squared 1.00 1.00 1 .00' 1.00 
Worker age 0.94' 0.95 0.93' 1.00 
Worker age squared 1.00 1.00 1.00' 1.00 
Workplace size 1.61* 1.61' 1.64* 1.91' 
Industry (ref. manufacturing and related) 

Primary 2.08 0.89 1.69' 5.46' 
Retail trade 1.31 0.87 1.12 1.58' 
Finance and insurance 3.92' 4.21' 3.50' 11.06' 
Education and health 2.56' 150' 1.62' 2.81' 
Other services 1.40' 1.41 1.20 2.41' 

Profitable workplace 0.82 0.75 0.87 0.68 

statistically significant for the reference group (ref.) at the 0.10 level or better 
Source: Statistics Canada, Workplace and Employee Survey, 2005. 

Turning to control variables, those 
with different associations for 
women and men were employ-
ment status, occupation and indus-
try. Although non-permanent 
workers were generally less likely to 
receive employer-supported train-
ing, the effect was insignificant for 
men, but women in non-perma-
nent jobs were only about one-
half as likely as those with a 
permanent job to receive training. 
Among men, occupation was not 
significantly related to employer-
supported training. Conversely, 
professional women were roughly 
twice as likely as women in other 
occupations to receive employer-
supported training. Finally, regard-
less of sex, workers in finance and 
insurance were about three times 
as likely as those in manufacturing 
and related industries to receive 
employer-supported training. 
While no other significant differ-
ences were seen by industry among 
men, women in education and 
health were also much more likely 
to receive training. The results sug-
gest that while similarities exist 
between men and women regard-
ing the factors associated with 
employer-supported training, a 
much more sizeable variation is 
seen among women for two struc-
tural factors-employment status 
and occupation. In other words, 
having a non-permanent job or a 
non-professional occupation was 
associated with sharply lower odds 
of receiving training among 
women, but not among men. 

Conclusion 

Consistent with human capital 
theory and existing research, better-
educated, higher-wage workers 
would be expected to have better 
access to training by their employer 
(Becker 1964, Underhill 2006 and 
Hurst 2008). Based on existing 
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Table 4 Odds ratios associated with 
employer-supported training 
among all workers by sex 

Women 	Men 

Odds ratio 
Independent variables 
Low-wage (ref. higher-wage) 0.64' 0 . 65* 
Education (ref. some postsecondory) 

Less than high school 0.42' 0.73' 
Completed high school 0.79 0.90 
University degree 1.08 1.22 

Non-union (ref. unionized) 1.15 1.17 

Control variables 
Non-permanent (ref. permanent) 0,57' 0.79 
Part-time 0.99 0.71' 
Occupation (ref. professional) 

Manager 0.59' 1.42 
White collar 0.38' 0.91 
Blue collar 0.56' 1.06 

Other marital Status (ref. married) 0.90 0.71' 
Dependent children 1.04 0.95 
Workplace tenure 0.97 0.97 
Workplace tenure squared 1.00 1.00 
Worker age 0.92' 0.94' 
Worker age squared 1.00' 1.00 
Workplace size 1.53' 1.56' 
Industry (ref. manufacturing and related) 

Primary 1.65 1.34' 
Retail trade 0.99 1.06 
Finance and insurance 3.42' 2.92' 
Education and health 1.82' 1.07 
Other Services 1.21 1.11 

Profitable workplace 0.92 0.80' 

statistically significant for the reference group (ref.) at the 0.10 
level or better 

Source: Statistics Canada, Workplace and Employee Survey, 2005. 

studies (e.g. Boheim and Booth 2004, and Turcotte et 
al. 2003), non-union workers were also expected to 
have relatively low access to employer-supported 
training. Finally, after controlling for other individual, 
job and workplace characteristics, it was expected that 
training access for women would be poorer than for 
men even though recent studies had yielded mixed 
results. This expectation was based on literature sug-
gesting that women are over-represented among 
workers considered vulnerable (e.g. Saunders 2003) 
and in poorer-quality employment (e.g. Cranford et 
al. 2003, and Padavic and Reskin 2002), This study used 
existing literature (Saunders 2003, Chaykowski 2005 
and Vallée 2005) to select some of the key characteris-
tics of 'vulnerable' workers: female, low wages, less 
education and non-union. 

Workers in the four 'vulnerable' groups were less likely 
to receive, and also less likely to decline, employer-
supported training. Also, within each group, women 
were less likely than men to receive, and also less likely 
to decline, employer-supported training, particularly 
among those theoretically most 'vulncrablc'—low-
paid, less-educated and non-union workers. These 
persistent differences between women and men across 
multiple groups and multiple years indicate a 'gender 
training barrier.' 

Overall, the regression results consistently showed that, 
controlling for other factors, low-wage and less-edu-
cated workers were less likely to receive employer-
supported training. Unexpectedly though, non-union 
workers generally had better odds than their union-
ized counterparts of receiving training. This was also 
contrary to the findings of other training studies. 
Although more analysis is required, one possible 
explanation is that unionization generally results 
in better wages, permanent employment status and a 
full-time schedule. Controlling for those factors dis-
connects the benefits of unionization. The odds 
ratios consistently indicated that women were less likely 
to receive employer-supported training, although the 
effect was statisticall' significant in only two of the six 
models. That said, in the subsamples of workers using 
the vulnerability characteristics, women were roughly 
one-quarter less likely than comparable men to receive 
training. 

The separate regression models for women and men 
yielded two potentially important findings. First, hav-
ing low education seems to be more problematic for 
women since the odds ratios showed that less than a 
high school education was associated with much lower 
odds of receiving training for women than for men. 
Second, non-permanent employment or a non-
professional occupation was associated with sharply 
lower odds of receiving employer-supported training 
among women, but not among men. These results 
provide a further indication that women are poten-
tially disadvantaged with respect to training, although 
it would be prudent to see whether these results are 
replicated in other studies. Like other research 
(Turcotte et al. 2003 and Peters 2004), this study found 
that, in the aggregate, men and women receive similar 
shares of training. The reason for women's lower share 
of training here but not elsewhere is that the difference 
is revealed only in the groups with 'vulnerable' charac-
teristics. 
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The partial lack of statistical significance by sex in the 
regression results does not mean that the training bar -
rier found in the descriptive statistics is illusory. On the 
contrary, the robustness of those differences indicates 
that the barrier is real. Thus, the somewhat differing 
results when controlling for other factors help clarify 
the results. More specifically, the results as a set sug-
gest that the receipt of training varies not only on the 
basis of sex, but also on some or all of wage, educa-
tion, unionization, employment status, occupation, 
workplace tenure, worker age, and industry. This is 
generally consistent with other studies (e.g. Turcotte et 
al. 2003, Hurst 2008 and Peters 2004). 

Since it is well-established that women are over-repre-
sented in poor-quality jobs and some of the character-
istics of poor jobs are associated with less training, it is 
as much a philosophical as a computational issue to 
quantify the effects of sex on the receipt of training. In 
any case, based on the overall results, workers having 
so-called vulnerable characteristics are indeed less likely 
to receive employer-supported training in Canada. 
That said, it remains unclear whether the training bar-
rier is due to being female specifically, or whether 
those women are over-represented among workers 
having difficulty receiving training from their 
employer. While the answer remains elusive, the evi-
dence is compelling that vulnerable workers are less 
likely to receive training and that women are relatively 
more disadvantaged among those workers. (For a 
more philosophical discussion of this dilemma, see 
Cooke and Zcytinoglu 2006). 

To shed more light on this issue, the roles of employ-
ment status, worker age and workplace tenure on 
receiving training also deserve further investigation. In 
addition, the reasons various groups of workers 
accept or decline training warrant additional investiga-
tion. It is also reasonable to expect that some workers 
want training more than others, and that workers in 
certain industries or occupations will need more train-
ing than others. Thus, more research into the manage-
ment decision-making process would be beneficial to 
clarify how and why employers allocate training 
resources among workers. 

U Notes 

I. Since declining training is defined to capture the instance 
where workers opt out of training offered by their 
employers, the 'unmet need' for training is explored 
according to Peters (2004). 

2. For additional details, sec Data source and definitions. 
Recent studies exploring the relationships between train-
ing and various worker and workplace variables in 
Canada are available in Turcotte ct al. 2003, Hurst 2008 
and Peters 2004. For an international view of the value 
of skills attainment for workers, see OECD 2005. 

3. Although the WES dataset contains provincial identifi-
ers, this information is not contained in the version of 
the dataset that is available to researchers via the Stadstics 
Canada Research Data Centres. 
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Recent reports and studies 

• From Statistics Canada 	 • Employer pension plans (trusteed 
pension funds) 

• Labour productivity 
I abour productivity rose 0.3% in the first quarter, in a 
context of sharply lower output and hours worked. In 
addition, the decline in unit labour costs stated in U.S. 
dollars for Canadian businesses continued for a third 
consecutive quarter, as their costs decreased by 1.8% 
in the first quarter. 

The drops in real gross domestic product (GDP) of 
Canadian businesses and in the hours worked related 
to this production were the largest since the first quar-
ter of 1991. The downturn in hours worked acceler-
ated in the first quarter (-2.2%) compared with the 
fourth quarter of 2008 (-1.3%). This decline more than 
offset the decrease in output in the first quarter. 

Productivity in the goods sector grew 1.7%  in the first 
quarter, despite a further decline in manufacturing, but 
was partly counterbalanced by a 0.5% productivity 
decrease in services. 

Over the last two quarters, productivity has followed 
much the same pattern in Canada and the United States. 
American businesses had a 0.4% gain in productivity 
in the first quarter, after a 0.1% decline the previous 
quarter. 

Labour costs per unit of production in Canadian do]-
lars rose by 0.8% for Canadian businesses in the first 
quarter. That was slightly less than half the rate of 1.7° 
registered in the previous quarter. This improvement 
is attributable to a modest gain in productivity and 
slower growth in hourly compensation, which mod-
erated from 1.5% in the last quarter of 2008 to 1.2% 
in the first quarter. 

For more information, see the June 16, 2009 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca). 

The market value of retirement savings held in em-
ployer-sponsored pension funds declined by $58.1 bil-
lion, or 6.7%, during the fourth quarter of 2008 to 
$810.9 billion. This was attributable mainly to a fall in 
the market value of stocks and equity funds. The drop 
followed a decrease of $82.7 billion in the third quar-
ter, which was the largest quarterly decline in a decade. 

The fourth-quarter level was well below the peak mar- 
ket value of $954.6 billion reached at the end of 2007. 

Expenditures of $49.3 billion exceeded revenues of 
$21.6 billion in the fourth quarter. This was the third 
time in 2008 that pension funds experienced a nega-
tive cash flow. The negative cash flow resulted from 
significant net losses on the sale of securities. Collec-
tively, pension fund managers reported $34.6 billion 
in fourth-quarter losses. 

Revenue from employer and employee contributions 
in the fourth quarter of 2008 amounted to $9.8 bil-
lion. Benefits paid to retirees reached $10.1 billion, up 
3.4% from the previous quarter. Benefits exceeded 
pension contributions for a sixth quarter in a row. 

For more information, see the June 11, 2009 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca). 

• Income of Canadians 
Median after-tax income, adjusted for inflation, for 
families with two or more people rose 3.7% from 
2006 to $61,800 in 2007. Median after-tax income for 
unattached individuals rose 3.9% to $24,200. 

Since 2002, the year following the high-tech slowdown, 
the average annual growth of the median after-tax 
income for families was 1 .8%. Over the same period, 
the average annual growth for unattached individuals 
was 1.4%. 
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What's new 

Market income (earnings from employment, invest-
ment income and private retirement income) was the 
main contributor to the increase in after-tax income. 
Median market income for families rose 3.0% from 
2006 to $62,700 in 2007, while it increased 6.7% for 
unattached individuals to $20,600. 

Canadians paid $16.70 in income taxes for each $lOu 
of total income in 2007, down from $17.10 in 2006, 
as a result of the introduction of several changes to the 
tax system. At the same time, growing market incomes 
meant that more tax filers found themselves in higher 
tax brackets. 

In 2007, 3 million Canadians lived in a low-income 
situation, down by 400,000 from 2006. This repre-
sents 9.2% of the population, the lowest rate since the 
current series began in 1976. Also, the proportion of 
children in low-income families was 9.5% in 2007, 
about half its peak of 18% in 1996. 

For more information, see the June 3, 2009 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca). 

• Labour productivity in the provinces 
and territories 

Labour productivity rose in four provinces and one 
territory in 2008, led by Saskatchewan with a gain of 
I .8% and Nunavut with an increase of 9.5%. The larg-
est productivity declines were in British Columbia and 
in the Northwest Territories. 

The volume of hours worked rose in every province. 
However, in Saskatchewan, Manitoba, Nova Scotia 
and Prince Edward Island the growth in economic 
output outpaccd growth in hours. 

Nationally, productivity declined 0.50  in 2008, after 
rising 0.5% in 2007. This occurred as the growth in 
real GDP decelerated significantly. At the same time, 
hours worked continued to rise, albeit at about half 
the pace of the previous two years. 

At the national level, productivity in the goods-pro-
ducing sector declined 2.2%, the first decline in four 
years. In services, it rose 0.4%. 

The continued expansion of the job market for most 
of the year led to a 3.79/o increase in hourly compensa-
tion at the national level in 2008, down from the 4.0°'o 
gain in 2007. 

Alberta posted the strongest provincial increase in 
hourly compensation (7.0%) followed by Saskatch- 

ewan (5.0%) and Manitoba (4.3%). These three posted 
the strongest job gains of all provinces in 2008. 

For more information, see the May 13, 2009 issue of 
The Daily on the Statistics Canada's website 
(www.statcan.gc.ca ). 

• Cyclical changes in output and 
employment 

A recurring question during economic downturns is 
the relationship between output and employment. Do 
changes in employment lag output growth? Do 
employers cut output faster than jobs during reces-
sions? And have these relationships changed over time? 
This paper tries to answer these questions by compar-
ing monthly and quarterly GDP and employment. It 
also compares Canadian and U.S. results. 

Comparing year-over-year growth of monthly real 
GDP and employment since 1982 shows the two 
change direction in tandem most of the time. More 
specifically, turning points in the growth of output and 
employment appear to have been virtually the same 
over the past three decades. 

For more information, see "Cyclical changes in out-
put and employment" by Philip Cross, canadian Eco- 
fr/U/i/IC Observer, May 2009. 

U Entry earnings of immigrants 
following the IT bust 

Using administrative data, this paper asks whether the 
changing characteristics of immigrants, notably the rise 
in the proportions with university education and in the 
'skilled economic' immigrant class, contributed posi-
tively to immigrant entry earnings during the 1990s, 
and whether the entry earnings of immigrants im-
proved after 2000. 

Through the 1990s, the rising number of entering im-
migrants with university degrees and in the skilled eco-
normc class did little to improve earnings at the bottom 
of the earnings distribution (and reduce low-income 
rates among entering immigrants), but the changes did 
increase earnings among immigrants at the middle and 
top of the earnings distribution. The increasing num-
bers of highly educated at the bottom of the earnings 
distribution were unable to convert their education and 
'skilled class' designation to higher earnings: they found 
themselves with low incomes. These outcomes may 
be related to language, credentials, education quality 
or supply issues. 



What's new 

From 2000 to 2004, the entry earnings of immigrants 
renewed their slide, but for reasons that differed from 
the standard explanations for the earlier decline. Much 
of the fall after 2000 was concentrated among immi-
grants intending to practice in the information tech-
nology (IT) or engineering occupations. This coincided 
with the IT downturn, which appears to have signifi-
cantly affected outcomes for these immigrants, par-
ticularly men. Following the significant increase in 
supply in response to the call for more high-tech work-
ers in the late 1990s, the large numbers of entering 
immigrants were faced with the IT downturn. 

For more information, see Imm:grant Characteristics, the 
IT Bust, and Their Effect on Enty Earnin,gs of Immigrants 
by  ('iarnett Picot and Feng Hou, Analytical Studies 
Branch Research Paper Series, April 2009. 

• The impact of U.S. recessions on 
Canada 

This paper looks at the broad implications for Canada 
of past U.S. recessions, and some of the factors that 
separate a severe downturn from milder slumps in 
Canada. 

Recessions in the United States have been accompa-
nied by a wide range of outcomes in Canada. The 
sharp contractions in the US. during 1974-1975 and 
1981-1982 were associated with a mild and a severe 
recession respectively here in Canada. The mild down-
turns in the U.S. in 1990-199 1 and 2001 were accom-
panied in Canada by a severe recession and no 
recession respectively. This article also examines some 
of the reasons for these different outcomes, and pro-
vides an overview of how recessions compare in 
Canada and the U.S. 

For more information, see "The impact of recessions 
in the United States on Canada" by Philip Cross, 
('anadian Economic Obserrer, March 2009. 

U From other organizations 

• Household debt, assets and income in 
Canada 

Microdata from the 1999 and 2005 Survey of Finan- 
cial Security are used to identify changes in household 
debt, and discuss their potential implications for mon- 

etary policy and financial stability. This paper docu-
ments an increase in the debt-income ratio, which rose 
from 0.75 to 0.95. Rising debt ratios were driven by a 
50% increase in mortgage balances among the mid-
dle-aged, a doubling of credit card debt among house-
holds over 55, and a quadrupling in home equity lines 
of credit among small business owners and households 
without high school diplomas. 

The rising debt-income ratio for households in the 
bottom income quintile is the most important devel-
opment of the period from 1999 to 2005, signalling 
greater sensitivity to rising interest rates or negative in-
come shocks—particularly among income-poor 
homeowners, whose 2005 mortgage obligations 
totalled 72% of income. Meanwhile, an increase in the 
portfolio share of real estate, particularly among the 
middle-aged, suggests that household balance sheets 
have become more sensitive to changes in the housing 
market. In addition to poor households, the study 
identifies former bankrupts, younger households, and 
the self-employed as more indebted and hence at 
greater risk. See Household Debt, Assets, and Income in 
Canada: A Microdata Study by Césaire A. Mch, Yaz 
Terajirna, David Xiao Chen and Tom Carter, Bank of 
Canada Discussion Paper 2009-7, June 2009. 

U Shifting occupational composition and 
the real average wage 

This article examines the U.S. real average wage growth 
by quantifying how changes in the occupational com-
position of U.S. employment have affected the aver-
age wage. It analyzes occupational wage and 
employment data from the Occupational Employ-
ment Survey to understand how changes in occupa-
tion wages and changes in occupation levels of 
employment have each contributed to growth in the 
U.S. real average wage from 2002 to 2007. A shift in 
employment towards lower paying occupations hin-
dered wage growth, increases in the real mean wages 
of individual occupations were the only factor of 
growth, and most of that growth was due to increases 
in the wages of the highest paying occupations. 
Employment also shifted toward the highest paying 
and lowest paying occupations and away from mid-
dle-paying occupations. See "How shifting occupa-
tional composition has affected the real average wage" 
by Rebecca Keller, Monthly L,bor Review, U.S. Bureau 
of Labor Statistics, June 2009. 



What's new 

• International comparisons of hours 
worked 

The number of hours individuals work stimulates 
debate on the quality of life in an international context: 
do some societies live to work while others work to 
live? Also, international differences in hours worked 
fuel discussion of economic growth, employment, and 
unemployment. But any comparative measure depends 
on a standardization of concepts, sources, and meth-
ods. The U.S. Bureau of Labor Statistics and the 
Organisation for Economic Co-operation and Devel-
opment, whose datasets on work hours were used, 
caution that international comparisons based on aver-
age hours worked per year are prone to error and that 
the data best describe changes over time. See "Inter-
national comparisons of hours worked: an assessment 
of the statistics" by Susan E. Fleck, Monthly Labor Re-
v/en.', U.S. Bureau of Labor Statistics, May 2009. 

• Depression babies and risk-taking 
Based on the Survey of Consumer Finances for 1964-
2004, combined with stock and bond returns, the "ex-
perienced stock and bond returns" are calculated for 
each household in the study sample. These "experi-
enced returns" arc the weighted average of returns over 
the lifetime of each household (so far), where the 
weights are simultaneously estimated from the data. 
For those who lived during a period of high stock 
market returns—inflation-adjusted experienced returns 
in the 90th percentile, or a rate of return of about 1 1% 
for the period 1964 to 2004—the investment of liquid 
assets in stocks is 5.7 percentage points higher than for 
those who lived in periods with returns in the 10th 
percentile. 

Experiencing returns in the 90th percentile also 
increased the probability that a household would par-
ticipate in the stock market by about 10.6 percentage 
points. Similar results were observed in bond markets. 
Households that experienced inflation-adjusted bond re-
turns in the 90th percentile, or a positive return of 4.6%, 
were 11 points more likely to invest in bonds than those 
who experienced returns in the 10th percentile. 

The data suggest that 28.5% of the U.S. population 
participated in the stock market between 1964 and 
2004. In the late 1960s,   participation rates were above 

300/o  and comparable to rates reached in the late 1990s.   
Participation fell in the 1970s   and early 1980s.   Although 
households appear to place more weight on recent 
market returns, good or bad investing experiences 
early in life leave a lasting impression that "fades away 
only very slowly." See Depression Babies: Do Macroeco-
nomic Experiences Affect Risk-Takin,g by Ulrikc 
Malmendier and Stefan Nagel, NBER Working 
Paper, NBER Digest Online, June 2009. 

• Long-run effects of unions on firms 
A successful effort to unionize a workplace apparently 
reduces the market value of affected publicly traded 
firms, even with no immediate change in their operat-
ing performance. The average effect of a union win at 
a workplace is to decrease the market value of the 
affected business by at least $40,500 (in 1998 US$) per 
worker eligible to vote, based on monthly stock prices 
for 24 months before and after a vote to unionize. 
The study suggests that a policy -induced doubling of 
unionization in the United States would "lead to a 4.3% 
decrease in the equity value of all firms at risk of un-
iornzation." 

The decrease in equity value associated with unioniza-
tion begins at the time the union wins its election and 
continues for about 15 months afterward. Calculations 
of the effects of a union victory suggest that it pro-
duces negative returns of 10% to 14%. The effects are 
highly variable, depending on the degree of support 
for the union. When unions win with a bare majority, 
almost no effect is seen. But when unions win by a 
large margin, the effect can be as large as 25% to 40%. 

The advantage of analyzing the stock market response to 
unionization is that if the market "correctly prices the firm, 
it should capture the sum of all costs imposed by the 
union, and effects that might occur many years in the fu-
ture should be capitalized into the stock market valuation 
of the firm in the short run." See Long-Riin Impacts of 
Unions on Firms: New Ev/dencefivm Financial Markets, 1961-
1999 by David Lee and Alexandre Mas, NBER Work-
ing Paper, NBER Digest Online, May 2009. 
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Gambling 

• Net revenue from government-run lotteries, vidco 
lottery terminals (VLTs), casinos and slot machines 
not in casinos rose steadily from $2.73 billion in 
1992, before levelling off and remaining at over $13 
billion since 2005, but then dropping for the first 
time in 2008, to $13.67 billion from $13.70 in 2007 . 1  

• Net revenue from pari-mutuci betting (horse racin 
dropped from $532 million to $378 million over the 
same period (1992 to 2008). 

• Casinos and slot machines outside casinos (mainly at 
racetracks) continued to increase their share of the 
gambling industry in 2008 (reaching 34% and 22% 
respectively) while revenue and representation 
dropped for lotteries (24 9/6) and VLTs (20 9/6), 

• Average gambling revenue per person 18 and over 
in 2008 ranged from $114 in the three territories to 
$825 in Saskatchewan, with a national average of 
$528. 2  

• Compared with workers in non-gambling indus-
tries, those in gambling were more likely to be non-
ufliOniZed (74% versus 69%), paid by the hour (81% 
versus 65%), and paid less ($1 9.85 hourly versus 
$21.30) and receiving tips at their job (33% versus 
7%). 

• Men increased their share of employment in gam-
bling industry from 35% in 1992 to 51% in 2008. 
Similarly the rate of full-time jobs increased from 
60% to 84% between the two years. 

• Just under half of women and men living alone 
reported spending money on at least one gambling 
activity; however, the men spent 50% more than 
women—$814 compared with $516. 

• Gambling participation and expenditure rates in-
creased with household income. For example, 34% 
of households with incomes of less than $20,000 
gambled in 2007 and spent an average of $678, while 
equivalent figures for those with incomes of $80,000 
or more were 58% and $798. 

For further information on any 0/ these data, con/act 
Katherine Marshall, Labour and Household Surveys 
Ana5sis Division. She can be reached at 613-951-6890 
or katherine. marsha/IsIatcan.gc. ca. 
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Chart A Net revenue from government-run gambling has increased steadily 
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1 Refers to ones found outside government-run casinos. 
Source: Statistics Canada, National Accounts, 

Table I Gambling revenues and profits 

Gambling Gambling Share of Revenue per 
revenue r profit 2  total revenue2  capita (18and over) 4  

1992 	2008 1992 	2008 1992 	2006 1992 	2008 

$ millions (current) 	 $ 

Canada 	 2,734 	13,926 	1,680 	7,144 1.9 4.8 128 528 

Newfoundland and Labrador 	 80 	197 	 42 	99 2.3 4.1 189 477 

Prince Edward Island 	 20 	46 	 7 	16 2.7 3.3 209 413 

Nova Scotia 	 125 	324 	 72 	143 2.8 4.5 180 426 

New Brunswick 	 117 	219 	 49 	129 2.7 3.3 209 363 

Quebec 	 693 	2,790 	472 	1,539 1.8 3.9 128 449 

Ontario 	 853 	4,841 	529 	1,680 1.9 5.2 106 475 

Manitoba 	 153 	645 	105 	358 2.5 5.3 186 696 

Saskatchewan 	 62 	641 	 39 	325 1.1 5.4 86 825 

Alberta 	 225 	2,254 	125 	1,759 1.6 5.5 118 809 

British Columbia 	 403 	1,962 	239 	1,089 2.2 5.2 153 556 

Yukon, Northwest Territories 
and Nunavut 	 5 	9 	 1 	7 0.3 0.3 82 114 

1 	Total revenue from wagers an government-controlled lotteries, casinos and VLTs, minus prizes and winnings. Revisions to provincial estimates 
will occur in November 2009. 

2. Net income of provincol governments from total gambling revenue, less operating and other expenses (see Data sources and definitions). 
3. The 2006 share of total revenue calculation is based on 2006 gambling revenue and 2006 total provincial revenue. The 2007 provincial 

revenue will be available autumn 2009. 
4. Persons 18 and over were selected as this is the legal age of gombling in most provinces. 
Sources: Statistics Canada, Notional Accounts, Public Institutions (Financial management statistics) and post-censal population estimates. 
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Gambling 

Table 2 Characteristics of workers 

Gambling' 	Non-gambling 

1992 	2008 	1992 	2008  

thousand 
Total employed 11 41 12,720 17,084 

Sex % 
Men 35 51 55 53 
Women 65 49 45 47 

Age 
15to34 57 42 45 37 
35 and over 43 58 55 63 

Education 
High school or less 66 47 57 41 
Postsecondary certificate 

or diploma 21 34 27 35 
University degree 13 19 16 24 

Work status 
Full-time 60 84 81 82 
Part-time 40 16 19 18 

Provinces 
Atlantic provinces 8 3 7 6 
Quebec F 16 24 23 
Ontario 28 39 39 39 
Prairie provinces 30 20 17 18 
British Columbia 25 22 13 13 

Class of worker 
Employee 99 98 85 85 
Self-employed F F 15 15 

1 . 	Employment at racetrocks and 'racinos' (rocetracks with slots 
and/or other goming octivitles) is excluded. These activities are 
coded under 'spectator sports'. 

Source: Statistics Canada, Labour Force Survey. 

Chart B Growth in gambling has leveled off 
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Note:The price, at basic prices, of the goods and services 
produced. The GDP figures for the gombling industry refer 
strictly to wagering activities, such as lottery ticket sales, VLT 
receipt sales, and bets at casinos. Other economic spinoffs, 
such as hotel and restaurant business, security services, or 
building and equipment maintenance ore not included. 

Source: Statistics Canada, Notional Accounts. 

Table 3 Characteristics of jobs 

Gambling 	Non-gambling 

1997 	2008 	1997 	2008 

thousand 
Employees' 33 41 11,323 14,456 

Unionized 2  29 26 34 31 
Non-unionized 71 74 66 69 

Permanent job 91 91 89 88 
Temporary job 9 9 11 12 

Usually receive tips 27 33 7 7 
No tips 73 67 93 93 

Paid by the hour 80 81 61 65 

Not paid hourly 20 19 39 35 

Average hourly 
earnings3  $ 

Men: full-time 13.50 23.00 17.85 24.30 
Women: full-time 13.05 18.70 14.80 20.80 

1 . More detailed questions on employees were introduced with the 
1997 revision of the Labour Force Survey. 

2, Includes persons who are not union members, but whose jobs are 
covered by collective agreements. 

3. Includes tips and commissions. 
Source: Statistics Canada, Labour Force Survey. 



Gambling 

Table 4 Household expenditures on gambling activities 

Other Casinos, slol 
At least one Government lotteries/raffles, machines 

gambling octivity lotteries etc. and VLTs Bingos 

All households 
2000 492 	74 239 	63 82 31 523 	21 729 	9 
2001 513 	72 249 	61 94 29 536 	20 797 	9 
2002 570 	73 252 	63 123 30 679 	21 901 	7 
2003 506 	74 237 	64 95 28 649 	19 800 	8 
2004 514 	71 262 	61 100 28 653 	19 802 	6 
2005 549 	69 251 	60 141 26 712 	17 946 	6 
2006 493 	73 254 	64 109 28 686 	19 521 	6 
20071 646 	52 282 	48 123 17 850 	17 792 	4 

One-person households2  670 45 241 40 150 12 1,111 14 774 	3 
Men 814 49 312 44 226 12 1,438 15 892 	2 

18to44 578 49 155 41 118 12 1,033 19 F 	F 
45to64 1,084 54 384 51 163 14 2,895 11 F 	F 
65 and over 874 42 545 38 780 8 772 13 F 	F 

Women 516 40 165 36 87 13 795 14 717 	4 
18to44 285 39 147 35 80 16 246 18 F 	F 
45to64 679 50 176 47 87 15 1,586 14 657 	4 
65andover 530 35 167 29 96 9 739 11 978 	5 

All households 
Newfoundland and Labrador 567 52 303 48 97 25 611 8 701 11 
Prince Edward Island 525 54 258 47 107 26 385 13 918 9 
Nova Scotia 599 55 266 50 96 26 498 12 1,278 9 
New Brunswick 440 54 246 51 116 21 512 7 683 7 
Quebec 456 55 284 53 63 11 585 12 521 5 
Ontario 726 50 297 45 142 17 905 21 671 3 
Manitoba 709 56 243 49 83 26 736 25 1,044 7 
Saskatchewan 731 55 264 49 115 31 748 24 1,058 6 
Alberta 927 48 282 42 183 24 1,246 20 950 4 
British Columbia 628 52 264 48 114 17 847 17 1,060 3 

Income after tax 
Less than $20,000 678 34 198 30 234 7 1,624 8 621 4 
$20,000 to $39,999 602 49 271 45 101 13 794 15 734 6 
$40,000 to $59,999 587 55 277 50 98 18 761 17 766 5 
$60,000 to $79,999 558 61 306 57 99 22 592 21 562 4 
$80,000 and over 798 58 311 54 149 25 951 23 1,309 3 

1. New screening questions were added in 2007 to reduce response burden, but for some cotegories, including games of chance, the response 
rote was lower than expected. These screening questions will be modified for 2008. See catalogue no. 62F0026M, no. 1 for more details. 

2. Using one-person households ollows examination of individual characteristics. Persons 18 and over were selected as this is the legal age for 
gombling in most provinces. 

Note: Expenditures are per spending household. Unless otherwise indicated, figures are for 2007. 
Source: Stotislics Canada, Survey of Household Spending. 
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Gambling 

Data sources and definitions 

Labour Force Survey: a monthly household survey that 
collects information on labour market activity, including 
detailed occupational and industrial classifications, from all 
persons 15 years and over. 

National Accounts: The quarterly Income and Expendi-
ture Accounts (lEA) is one of several programs constituting 
the System of National Accounts. The lEA produces detailed 
annual and quarterly income and expenditure accounts for 
all sectors of the Canadian economy, namely households, 
businesses, governments and non-residents. 

Survey of Household Spending (SHS): an annual survey 
that began in 1997 and replaced the Family Expenditure 
Survey and the Household Facilities and Equipment Sur -
vey. The SHS collects data on expenditures, income, house-
hold facilities and equipment, and other characteristics of 
families and individuals living in private households. 

Gambling industries: This industry group covers estab-
lishments primarily engaged in operating gambling facilities, 
such as casinos, bingo halls and video gaming terminals; 
or providing gambling services, such as lotteries and off-
track betting. It excludes horse race tracks and hotels, bars 
and restaurants that have casinos or gambling machines on 
the premises. 

Gambling profit: net income from provincial and terri-
torial government-run lotteries, casinos and VLTs, after 
prizes and winnings, operating expenses (including wages 
and salaries), payments to the federal government and other 
overhead costs are deducted. 

Gambling revenue: all money wagered on provincial and 
territorial government-run lotteries, casinos and VLTs, less 
prizes and winnings. Gambling revenue generated by and 
for charities and on Indian reserves is excluded. 

Government casino: a government-regulated commer• 
cial casino. Permits, licences and regulations for casinos, 
both charity and government, vary by province. Government 
casinos, now permitted in several provinces, also vary by 
the degree of public and private involvement in their 
operations and management. Some government casinos are 
run entirely as Crown corporations, while others contract 
some operations—for example, maintenance, management 
or services—to the private sector. 

Video lottery terminal (VLT): a coin-operated, free-
standing, electronic game of chance. Winnings are paid out 
through receipts that are turned in for cash, as opposed to 
cash payments from slot machines. Such terminals are 
regulated by provincial lottery corporations. 

• Notes 

Table 5 	Household expenditure on all gambling activities by 1.  Refers to total money wagered on 

income groups, 2007 non-charity lotteries, casinos and 

VLTs, minus prizes and winnings. 

Average Gaming as % of 2.  Survey of Household Spending 
expenditure total income (SHS) 	and 	National 	Accounts 

All 	Reporting 	 Per- All 	Reporting rankings ofprovincial expenditures 

house- 	house- 	centage house- 	house- differ, in part because the SHS in- 
holds 	holds 	reporting' holds 	holds eludes both charity and non-charity 

gambling activity. $ % 
Income after tax 	336 	646 	52 0.5 	0.8 3.  Employment at racctracks and 

Less than $20,000 	229 	 678 	 34 1.7 	 4.8 'racinos' (racetracks with slots and/ 
or 	other gaming 	activities) 	is 

$20,000 to $39,999 	296 	 602 	 49 1.0 	 2.0 excluded. These activities are coded 
$40,000 to $59,999 	320 	 587 	 55 0.6 	 1.2 under 'spectator sports'. 

$60,000 to $ 79,999 	340 	 558 	 61 0.5 	 0.8 4.  New screening questions were 

$80,000 and over 	465 	 798 	 58 0.4 	 0.7 added in 2007 to reduce response 

1. New screening questions were added in 2007 to reduce response burden, but for some 
burden, but for some categories, 

including games of chance, the categories, including games of chance, the response rate was lower than expected. These 
screening questions will be modified for 2008. 	See catalogue no. 62F0026M, no. 1 for response 	rate was lower than 
more details, expected. 	These screening ques- Source. Statistics Canada, Survey of Household Spending. 

tions will be modified for 2008. 
See catalogue no. 62F0026M, no. I 

for more details. 
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Unionization 

Unionization rates in the first half 
of 2008 and 2009 

Average paid employment (employees) during the first 
half of 2009 was 14.1 million, a decrease of 317,000 over 
the same period a year earlier (Table 1). The number of 
unionized employees also fell, by 72,000 (to 4.2 million). 
Flowever, since union membership fell slightly less rap-
idly than employment, the unionization rate edged up 
from 29.4% in 2008 to 29.5 1 "0 in 2009. 

As men suffered disproportionately more losses in 
unionized jobs, their unionization rate fell to 28.2%. 
By contrast, the number of unionized women 
increased, bringing their rate to 30.8% in 2009. As a 
result, the gap in the rates between men and women 
widened further in 2009. 

Private-sector employees lost a significant number of 
unionized jobs between 2008 and 2009. As a result, the 
unionization rate declined from 16.3% to 16.1%  in the 
private sector, while the rate increased from 71.0% to 
71.3% in the public sector. 

As with overall job losses, losses in unionized jobs were 
concentrated among full-time jobs. Flowever, unioniza-
tion remained relatively stable among full-time workers 
at 31.0%,  The unionization rate of part-time workers rose 
to 23.3% in 2009. 

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

Newfoundland and Labrador 

Quebec 

Manitoba 

Saskatchewan 

Prince Edward Island 

Nova Scotia 

British Columbia 

	

New Brunswick 
	

•2009 

	

Ontatio 
	 2008 

Al be; to 

20 	25 	30 	35 	40 

Unionizaton rote (%) 

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

Data sources 

Information on union membership, density and coverage by 	wage settlements were supplied by Human Resources 
various socio-demographic characteristics, including earn- 	and Skills Development Canada (HRSDC). Further informa- 
ings, are from the Labour Force Survey. Further 	tion on these statistics may be obtained from Client 
details can be obtained from Marc Levesque, Labour 	services, Workplace Information Directorate, HRSDC at 
Statistics Division, Statistics Canada at 613-951-4090. Data 	1 -800-567-6866. 

strikes, lockouts and workdays lost, and those on major 
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Li nionizariun 

The unionization rate for permanent employees 
remained relatively stable at 29.8%, but increased to 
27.7% for those in non-permanent jobs. Between 2008 
and 2009, the unionization rate also rose in firms of all 
sizes, except those with 20 to 99 employees where the 
rate remained stable. 

The provincial picture was more mixed (Chart A). 
Seven provinces recorded increases in their unioniza- 
tion rate, including those that had a relatively high rate 

to begin with. By contrast, unionization decreased in 
British Columbia, New Brunswick, and Canada's most 
populous province (Ontario). 

Changes in unionization rates varied across industries. 
Notable declines were observed in utilities, in mining, 
oil and gas, and in manufacturing. Notable increases 
occurred in health care and social assistance; informa-
tion and cultural; management, administrative and 
support; trade and agriculture (Chart B). 

Chart B The highest unionization rates were in public sector Industries 
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Unionization 

Changes in the unionization rate also varied across 10 
major occupational groups (Chart C). Consistent with 
the industrial picture, unionization declined most in 
occupations unique to primary industries and among 
occupations unique to processing, manufacturing and 
utilities. The unionization rate also declined in social 
science, education and government occupations. Con 
versely, it rose in health occupations, and in art, 

culture, recreation and sport occupations. Changes in 
the unionization rate were more modest among other 
major occupational categories. 

Finally, the number of employees who were not union 
members but were covered by a collective agreement 
averaged 300,000 in the first half of 2009, little 
changed from last year's total of 301,000. 

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

Table 1 Union membership and coverage by selected characteristics 

2008 

Total 
Union density 

employees 	Members 	Coverage' 

2009 

Total 
Union density 

employees 	Members 	Coverage' 

Both sexes 
Men 
Worn en 

Sector 
Public 
Private 

Age 
15 to 24 
25 to 54 

25 to 44 
45 to 54 

55 and over 

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

Province 
Atlantic 

Newfoundland and Labrador 
Prince Edward Island 
Nova Scotia 
New Brunswick 

Quebec 
Ontario 
Prairies 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 

Work status 
Full-time 
Part-time 

Industry 
Goods-producing 

Agriculture 
Natural resources 
Utilities 
Construction 
Manufacturing 

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

and leasing 
Professional, scientific and technical 
Management, administrative and support 
Education 
Health care and social assistance 
Information and cultural 
Accommodation and food 
Other 
Public administration 

1 000 % 1000 % 
14,404 29.4 31.5 14,087 29.5 31.6 

7,221 28.7 31.1 6,963 28.2 30.4 
7,183 30.0 31.9 7,123 30.8 32.9 

3,443 71.0 74.5 3,423 71.3 75.1 
10,962 16.3 17.9 10,664 16.1 17.7 

2,464 13.5 15.2 2,321 14.7 16.5 
10,032 32.3 34.5 9,800 31.9 34.1 
6,614 29.4 31.8 6,415 29.4 31.6 
3,418 37.7 39.7 3,385 36.6 38.8 
1,909 34.6 36.5 1,966 35.2 37.3 

316 24.7 26.0 289 24.4 26.4 
1,502 19.9 21.6 1,344 20.1 21.6 
2,877 25.9 27.5 2,788 25.3 26.9 
1,283 22.1 23.8 1,229 21.6 23.3 
5,063 33.0 35.3 5,003 33.2 35.6 
3,364 34.3 36.9 3,434 34.5 37.1 

962 29.7 31.2 954 30.5 32.0 
193 36.8 39.0 189 37.5 39.3 

60 29.6 31.1 58 30.1 32.6 
390 27.4 28.2 388 29.5 30.8 
319 28.3 30.0 319 27.7 29.1 

3,299 35.5 39.2 3,257 36.5 40.0 
5,658 26.7 28.2 5,480 26.4 28.1 
2,592 26.9 28.8 2,585 27.3 29.2 

517 35.1 37.1 520 35.4 37.4 
415 33.8 35.3 422 34.3 36.3 

1,660 22.7 24.6 1,643 22.9 24.8 
1,894 29.8 31.4 1,811 29.1 30.6 

11,765 30.9 33.1 11,398 310 33.2 
2,639 22.7 24.3 2,689 23.3 25.1 

3,214 28.4 30.4 2,970 26.5 28.5 
116 3.5 4.2 114 5.3 6.3 
285 23.7 25.6 271 20.9 22.3 
151 67.7 70.5 147 62.2 67.0 
802 30.2 32.0 744 30.0 31.8 

1,861 26.8 28.8 1,694 24.2 26.2 
11,190 29.6 31.8 11,117 30.3 32.5 
2,392 12.2 13.8 2,319 13.1 14.7 

700 40.6 42.5 690 40.0 41.7 

894 9.0 10.6 902 8.2 9.6 
811 3.6 4.9 786 4.3 5.2 
522 13.7 15.3 490 146 16.2 

1,187 68.1 71.7 1,163 68.0 71.9 
1,650 52.1 53.8 1,704 54.0 56.4 

632 24.9 26.9 626 26.6 28.6 
964 6.7 7.6 972 7.0 7.8 
519 8.7 10.7 546 8.8 10.1 
918 67.9 73.6 920 67.2 72.8 

70 / Perspectives on Labour and Income 	 Autumn 2009 - Stotstks Canada 



Unionization 

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

2008 2009 

Union density Union density 
Total Total 

employees Members Coverog& employees Members 	Coverog& 

1000 % 1000 % 
Occupation 
Management 1,036 8.3 10.8 1,019 8.9 11.2 
Business, finance and administrative 2,840 24.3 26.3 2,787 24.6 26.7 

Professional 395 17.1 18.9 420 18.0 19.5 
Financial and administrative 775 22.4 24.6 733 24.2 26.5 
Clerical 1,670 26.9 28.8 1,634 26.5 28.7 

Natural and applied sciences 1,074 22.5 24.8 1,036 22.8 24.9 
Health 882 60.9 63.1 912 61.7 64.2 
Professional 89 41.6 47.0 105 40.2 46.1 

Nursing 275 77.2 79.1 273 81.5 83.1 
Technical 208 56.4 58.5 216 57.5 60.0 
Support staff 310 55.1 56.6 319 54.8 56.7 

Social and public service 1,351 56.7 59.4 1,387 55.1 58.2 
Legal, social and religious workers 640 37.1 39.4 683 35.9 38.4 
Teachers and professors 711 74.3 77.4 704 73.7 77.4 

Secondary and elementary 480 86.4 88.2 485 85.5 88.2 
Other 231 49.0 54.8 219 47.5 53.7 

Art, culture, recreation and sport 330 25.8 28.8 322 28.3 30.9 
Soles and service 3,658 20.1 21.8 3,658 20.5 22.3 

Wholesale 361 4.9 6.0 383 4.9 6.1 
Retail 1,037 11.6 12.8 1,025 11.7 12.9 
Food and beverage 533 9.1 10.0 531 9.9 10.8 
Protective services 245 51.8 59.0 250 54.0 61.4 
Child care and home support 185 47.3 49.6 195 49.6 51.2 
Travel and accommodation 1,297 25.9 27.3 1,274 25.7 27.3 

Trades, transport and equipment 
operators 2,094 35.5 37.5 1,968 35.6 37.6 
Contractors and supervisors 134 28.6 30.6 140 27.2 29.6 
Construction trades 274 37.5 39.6 271 38.1 39.7 
Other trades 850 36.4 38.6 768 38.1 40.3 
Transportation equipment operators 492 37.0 38.6 490 34.7 36.0 
Helpers and labourers 343 32.3 34.4 300 32.1 34.8 

Unique to primary industry 263 16.7 18.6 253 14.3 15.9 
Unique 	to processing, manufacturing 

and utilities 876 34.2 36.4 745 32.1 34.3 
Machine operators and assemblers 697 34.5 36.8 603 31.7 33.7 
Labourers 178 33.0 34.9 143 34.0 36.9 

Workplace size 
Under 20 employees 4,713 12.6 14.2 4,697 13.4 14.9 
20 to 99 employees 4,708 30.3 32.4 4,732 30.2 32.4 
100 to 500 employees 3,073 39.6 42.0 2,883 40.4 43.1 
Over 500 employees 1,910 52.0 54.8 1,775 52.7 55.4 

Job tenure 
Ito 12 months 3,432 15.9 18.2 3,053 16.4 18.6 
Over 1 year to 5 years 4,584 22.8 24.6 4,753 23.4 25.3 
Over 5 years to 9 years 2,135 33.4 35.6 2,051 32.2 34.4 
Over 9 years to 14 years 1,434 35.3 37.0 1,464 34.9 36.8 
Over 14 years 2,819 50.4 52.8 2,766 49.6 52.1 

Job status 
Permanent 12,728 29.7 31.7 12,449 29.8 31.8 
Non-permanent 1,676 26.8 29.6 1,638 27.7 30.4 

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

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

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



Unionization 

Table 2 	Union membership, 2008 

Union member 1  
Total 

employees Total Density 

'000 '000 
Both sexes 14,496 4,223 29.1 
Men 7,302 2,080 28.5 
Women 7,195 2,143 29.8 

Sector 2  
Public 3,424 2,418 70.6 
Private 11,072 1,805 16.3 

Age 
15to24 2,522 353 14.0 
25 to 54 10,050 3,209 31.9 

25 to 44 6,610 1,921 29.1 
45 to 54 3,440 1,288 37.4 

55 and over 1,924 662 34.4 

Education 
Less than Grade 9 313 75 24.0 
Some high school 1,506 302 20.1 
High school graduation 2,906 736 25.3 
Some postsecondary 1,300 295 22.7 
Postsecondary certificate or diploma 5,082 1,676 33.0 
University degree 3,390 1,139 33.6 

Province 
Atlantic 978 289 29.5 

Newfoundland and Labrador 197 72 36.6 
Prince Edward Island 61 18 29.5 
Nova Scotia 396 109 27.6 
New Brunswick 324 90 27.6 

Quebec 3,339 1,194 35.8 
Ontario 5,685 1,498 26.4 
Prairies 2,608 688 26.4 

Manitoba 521 181 34.8 
Saskatchewan 419 140 33.5 
Alberta 1,667 366 21.9 

British Columbia 1,886 554 29.4 

Work status 
Full-time 11,911 3,641 30.6 
Part-time 2,586 582 22.5 

Industry 
Goods.producing 3,296 920 27.9 

Agriculture 123 5 4.2 
Natural resources 292 65 22.3 
Utilities 152 101 66.6 
Construction 860 255 29.7 
Manufacturing 1,869 493 26.4 

Service-producing 11,200 3,303 29.5 
Trade 2,389 299 12.5 
Transportation and warehousing 711 285 40.0 
Finance, insurance, real estate and leasing 897 77 8.6 
Professional, scientific and technical 802 32 4.0 
Business, building and other support 521 75 14.5 
Education 1,141 769 67.4 
Health care and social assistance 1,670 882 52.8 
Information, culture and recreation 636 151 23.8 
Accommodation and food 983 66 6.7 
Other 526 47 8.9 
Public administration 926 620 67.0 

2008 annual averages 

Approximately 4.2 million employ-
ees (29.1/o) belonged to a union in 
2008 and another 304,000 (2.1%) 
were covered by a collective agree-
ment (Table 2). 

The public sector, which consisted 
of government, Crown corpora-
tions, and publicly funded schools 
or hospitals, had 70.6% of its 
employees belonging to a union. 
This was more than four times the 
rate for the private sector (16.3%). 

Approximately one-third of full-
time employees belonged to a 
union, compared with about one-
fourth of the part-time. Also, 
almost 30% permanent employees 
were union members, compared 
with about 25% of the non-perma-
nent. 

Unionization rates also varied by 
age group with 37.4% of those 
aged 45 to 54 being members of a 
union as compared to 14.00/o  of 
those aged 15 to 24. Fligh unioni-
zation rates were also found 
among those with a university de-
gree (33.6%) or a post-secondary 
certificate or diploma (33.0%); in 
Newfoundland and Labrador 
(36.6%) and in Quebec (35.8%); as 
well as in educational services 
(67.4 0/0); public administration 
(67.0%), and utilities (660%), and 
in health care occupations (61.1%). 
Low unionization rates were 
recorded in Alberta (21.9%); in ag-
riculture (4.2%) and professional, 
scientific and technical services 
(4.0%); and in management occu-
pations (8.4%). 



Workplace sIze 
Under 20 employees 4,794 614 12.8 
20 to 99 employees 4,746 1,417 29.9 
100 to 500 employees 3,022 1,194 39.5 
Over 500 employees 1,934 998 51.6 

Job tenure 
ito 12 months 3,470 547 15.8 
Over 1 year to 5 years 4,640 1,063 22.9 
Over 5 years to 9 years 2,139 713 33.3 
Over 9 years to 14 years 1,431 502 35.1 
Over 14 years 2,815 1,399 49.7 

Job status 
Permanent 12,721 3,774 29.7 
Non-permanent 1,775 449 25.3 

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

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

Source: Statistics Canada, Labour Force Survey. 

Unionization 

Differences between the 
sexes 

For the fifth year in a row, the 
unionization rate for women in 
2008 surpassed that of men (29.8% 
vs. 28.5%). The gap widened 
slightly, by 0.3%, as compared to 
that in 2007. 

Among men, part-time employees 
had a much lower rate than full-
time employees (18.1% versus 
29.7%). Among women, the gap 
was narrower (24.5% versus 
31.6%) (data not shown). The un-
ionization rate for women in the 
public sector (71.9%) exceeded that 
of men (68.5%), reflecting wom-
en's presence in public adrninistra-
tion, and in teaching and health 
positions. However, in the private 
sector, only I 2.20/o  were unionized, 
compared with 19.8 0,10 of men. The 
lower rate among women reflected 
their predominance in sales and 
several service occupations. 

A higher-than-average rate was 
recorded among men with a post-
secondary certificate or diploma 
(33.0%). For women, the highest 
rate was among those with a uni-
versity degree (39. 8%), reflecting 
unionization in occupations like 
health care and teaching. 

Among those in permanent posi-
tions, the rate for men (29.2%) was 
similar to that for women (30.2%). 
Among those is non-permanent 
positions, women were more un-
ionized than men (27.29/o versus 
23. 3%). 

OccupatIon 
Management 
Business, finance and administrative 

Professional 
Financial and administrative 
Clerical 

Natural and applied sciences 
Health 

Professional 
Nursing 
Technical 
Support staff 

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

Secondary and elementary 
Other 

Art, culture, recreation and sport 
Soles and service 

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

Trades, transport and equipment 
operators 
Contractors and supervisors 
Construction trades 
Other trades 
Transportation equipment operators 
Helpers and labourers 

Unique to primary industries 
Processing, manufacturing and utilities 

Machine operators and assemblers 
Labourers 

1 000 1000 % 

1,058 89 8.4 
2,844 691 24.3 

397 69 17.4 
781 176 22.5 

1,666 447 26.8 
1,066 241 22.6 

899 550 61.1 
94 40 42.1 

280 219 78.3 
217 126 58.0 
307 165 53.6 

1,326 739 55.7 
646 237 36.6 
680 502 73.9 
451 391 86.6 
228 111 48.6 
339 84 24.7 

3,668 736 20.1 
364 17 4.7 

1,052 125 11.9 
542 50 9.3 
240 129 53,7 
174 80 45.9 

1,296 335 25.8 

2,155 758 35.1 
143 42 29.6 
300 109 36.2 
845 310 36.7 
512 183 35.7 
355 114 32.0 
279 46 16.4 
861 291 33.8 
690 235 34.0 
171 56 32.7 

Table 2 Union membership, 2008 (concluded) 

Union member' 
Total 

employees 	Total 	Density 
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Average earnings and 
usual hours 

Earnings are generally higher 
in unionized as compared to 
non-unionized jobs. Factors 
other than collective bargain-
ing provisions contribute to 
this. These include varying 
distributions of unionized 
employees by age, sex, job 
tenure, industry, occupation, 
firm size, and geographical 
location. The effects of these 
factors are not examined 
here. However, unionized 
workers and jobs clearly have 
characteristics associated with 
higher earnings. For example, 
unionization is higher for 
older workers, those with 
more education, those with 
long tenure, and those in 
larger workplaces. Still, a 
wage premium exists, which, 
after controlling for employee 
and workplace characteristics, 
has been estimated at 7.7% 
(Fang and Verma 2002). 

Average hourly earnings of 
unionized workers were 
higher than those of non-
unionized workers in 2008 
(Table 3). This held true for 
both full-time employees 
($25.06 vs. $21.54) and part-
timers ($20.79 vs. $13.16). 
Unionized part-time employ-
ees not only had higher 
weekly earnings, but they also 
worked more (19.2 hours vs. 
16.8). This led to a larger gap 
in weekly earnings ($405.97 
vs. $225.94). 

On average, full-time union-
ized women earned 94% as 
much per hour as their male 
counterparts. In contrast, 
those working part-time 
earned I ó% more. 

Table 3 Average earnings and usual hours by union and job 
status, 2008 

Hourly earnings 	 Usual weekly hours, main job 

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

$ hours 
Both sexes 21.32 22.70 14.96 35.5 39.4 17.3 
Union member 24.47 25.06 20.79 35.9 38.6 19.2 
Union coverage' 24.46 25.07 20.64 36.0 38.6 19.1 
Not a union member 2  19.89 21.54 13.16 35.3 39.8 16.8 

Men 23.18 24.30 13.91 38.0 40.6 16.6 
Union member 25.26 25.76 18.56 38.3 39.8 18.2 
Union coverage 1  25.28 25.78 18.57 38.3 39.8 18.1 
Not a union member2  22.24 23.60 12.76 37.9 41.0 16.2 

Women 19.43 20.77 15.42 32.9 38.0 17.7 
Union member 23.71 24.27 21,51 33.6 37.3 19.5 
Union coverage' 23,65 24.25 21.33 33.6 37.3 19.5 
Not a union member2  17.48 19.01 13.34 32.6 38.3 17.0 

Atlantic 18.08 19.10 12.68 36.7 40.4 17.4 
Union member 22.80 23.10 20.00 37.8 39.6 20.1 
Union coverage' 22.78 23.08 19.95 37.7 39.6 19.9 
Not a union member 2  15.98 17.12 11.01 36.3 40.7 16.8 

Quebec 20.03 21.23 14.74 34.5 38.2 17.9 
Union member 22.81 23.23 20.16 35.2 37.5 20.0 
Union coverage' 22.69 23.13 19.85 35.3 37.6 19.8 
Not a union member?  18.30 19.86 12.68 33.9 38.6 17.2 

Ontario 22.15 23.81 14.58 35.5 39.5 17.2 
Union member 25.92 26.75 20.52 36.1 38.8 18.7 
Union coverage' 25,96 26.83 20.36 36.1 38.8 18.6 
Not a union member 2  20.68 22.55 13.04 35.2 39.7 16.8 

Prairies 22.26 23.48 16,05 36.6 40.5 17.3 
Union member 24.61 25.18 21.27 36.4 39.4 19.1 
Union coverage' 24.77 25.32 21.50 36.5 39.5 19.1 
Not a union member 2  21.27 22.73 14.23 36.7 40.9 16.7 

BritishColumbia 	21.46 	22.75 	16.09 	35.1 	39.5 	16.9 
Union member 	24.87 	25.40 	22.19 	35.5 	38.8 	18.8 
Union coverage' 	24,89 	25.46 	21.95 	35.5 	38.8 	18,7 
Not a union member 2  19.93 	21.46 	13.99 	34.9 	39.8 	16.3 

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

2. Workers who are neither union members nor covered by collective agreements. 
Source: Statistics Canada, Labour Force Survey. 
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Wage settlements, inflation and 
labour disputes 

The wage rate tncreasc in 2008 remained the same as 
in the previous year at 3.3% (Table 4). This was the 
fourth consecutive year when the increase in wages sur-
passed the rate of inflation. For the third year in a row 
the wage gain in the public sector exceeded that in the 
private sector (3.5% versus 2.7 1/6). However, there was 
a reversal of the trend in the first four months of 2009 
whereby the gains stood at 2.8% in the private sector 
and 2.4% in the public sector. 

;\nnual statistics on strikes, lockouts and person-days 
lost are affected by several factors, including collective 
bargaining timetables, size of the unions involved, strike 
or lockout duration, and state of the economy. The 
number of collective agreements up for renewal in a 
year determines the potential for industrial disputes. 
Union size and strike or lockout duration determine 
the number of person-days lost. The state of the 
economy influences the likelihood of an industrial dis-
pute, given that one is legally possible. Similar to 2006, 
in 2008 the proportion of estimated working time lost 
due to strikes and lockouts was 0.02%. 

Table 4 Major wage settlements, inflation and labour disputes 

Average annual increase 
in base wage rates 1  Labour disputes and time lost3  

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

Year 	employees 2  em pl oyees 2 employees price index lockouts4  involved not worked working time 

% 1 000 1 000 
1980 10.9 11.7 11.1 10.0 1,028 452 9,130 0.37 
1981 13.1 12.7 13.0 12.5 1,049 342 8,850 0.35 
1982 10.4 9.5 10.2 10.9 679 464 5,702 0.23 
1983 4.6 5.5 4.8 5.8 645 330 4,441 0.18 
1984 3.9 3.2 3.6 4.3 716 187 3,883 0.15 
1985 3.8 3.3 3.7 4.0 829 164 3,126 0.12 
1986 3.6 3.0 3.4 4.1 748 486 7,151 0.27 
1987 4.1 3.8 4.0 4.4 668 582 3,810 0.14 
1988 4.0 5.0 4.4 3.9 548 207 4,901 0.17 
1989 5.2 5.2 5.2 5.1 627 445 3,701 0.13 
1990 5.6 5.7 5.6 4.8 579 271 5,079 0.17 
1991 3.4 4.4 3.6 5.6 463 254 2,516 0.09 
1992 2.0 2.6 2.1 1.4 404 152 2,110 0.07 
1993 0.6 0.8 0.7 1.9 381 102 1,517 0.05 
1994 0.0 1.2 0.3 0,1 374 81 1,607 0.06 
1995 0.6 1.4 0.9 2.2 328 149 1,583 0.05 
1996 0.5 1.7 0.9 1.5 330 276 3,269 0.11 
1997 1.1 1.8 1.4 1.7 284 258 3,608 0.12 
1998 1.6 1.8 1.7 1.0 381 244 2,440 0.08 
1999 1.9 2.7 2.2 1.8 413 160 2,441 0.08 
2000 2.5 2.4 2.5 2.7 378 143 1,644 0.05 
2001 3.4 3.0 3.3 2.5 381 221 2,203 0.07 
2002 2.9 2.6 2.8 2.2 294 166 2,986 0.09 
2003 2.9 1.2 2.5 2.8 266 79 1,730 0.05 
2004 1.4 2.3 1.8 1.8 297 259 3,185 0.09 
2005 2.3 2.5 2.3 2.2 260 199 4,148 0.11 
2006 2.6 2.3 2.5 2.0 151 42 793 0.02 
2007 3.4 3.2 3.3 2.2 206 66 1,771 0.05 
2008 3.5 2.7 3.3 2.3 187 41 876 0.02 
2009 1  2.4 2.8 2.4 1.0 

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

hospitals or other institutions. Private sector employees are all other wage and salary earners. 
3. Involving 1 worker or more. 
4. Ten person-days not worked. 
5. 2009 data refer to January to April only. 
Sources: Statistics Canada, Prices Division: Human Resources and Skills Development Canada, Workplace Information Directorote 



Some of the topics in upcoming issues 

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

• Employment patterns of enrolled postsecondary students 
A look at which postsecondary students are likely to be employed and their hours of work, earnings and job 
characteristics. 

• Employment stability and unemployment duration in manufacturing 
An examination of employment and unemployment dynamics in the manufacturing sector, using job retention 
rates for various groups of workers. These rates would help identify the profile of workers facing layoff risks. 

U Laid-off workers 
A look at the characteristics of workers affected by layoff between 2002 and 2006 and the effects of a layoff on 
subsequent labour market outcomes. 

• Family earnings and changes in family work time 
An analysis of changes across the family earnings distribution and changes in family earnings inequality among 
couples with children in the context of increasing family work time in Canada and the U.S. 

U Health and labour market activity 
A look at the relationship between mental and physical health and employment and hours worked for working-
age men and women. 

U Student loans 
An attempt shed some light on the effect of student loans on household financial behaviour, this study will 
examine historical default rates as one indicator of repayment hardship and how families manage their household 
budgets and expenditures and continue to pay these loans. 

U Non-tax-sheltered investments 
This study will examine families with investment income from non-tax-sheltered sources of saving and present 
a comparative profile of investors and non-investors. 

• Job quality indicators 
A look at the provincial differences in the socio-economic well-being of employed persons by occupation-
education mix of factors. 
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Shipping charges U S. CON $24 other cctuotiies CON $40 
______________________________________  

Grand Total 
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0N LABOUR AND INCOME 

To keep up with 

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

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

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

• the availabilily of new income and labour market 
data 

you need 

PERSPECTIVES ON LABOUR AND INCOME 
(Catalogue no. 75-00 1 -XPE) from Statistics Canada. 

A yearly subscription to Perspectives on Labour and 
Income (four issues) costs just $63. 

Mail your order to Statistics Canada, Finance Division, 
R.H. Coats Bldg., 6th floor, 100 Tunney's Pasture 
Driveway, Ottawa, Ontario K1AOT6. Or fax 
1 877 287-4369 (Canada and United States) or 
call 1 800 267-6677 (Canada and United States) 
and use your VISA or MasterCard, or e-mail 
infostats@statcan.gc.ca  


