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Executive Summary

This report examines: 1) the extent and characteristics of various types of movement
between jobs for women and men; 2) the determinants of different types of job movement,
including the influence of sex and of visible minority status; and 3) the effects of these
types of job mobility on earnings and the influence of sex, visible minority status and other
factors on wage changes following a job change.

Job movements are divided into movements between employers and job changes with a
single employer. Movements between employers are further divided between job losses
and quits; job changes with a single employer into promotional and non-promotional job
changes.

The data used in this study come from the 1987 Labour Market Activity Survey. For
reasons of sample size, there is no analysis for visible minority or aboriginal groups in the
tabular data reported in this study and there is no analysis for aboriginal groups in the
models estimated.

Tabular data reported here shows that, except in the case of promotions, the occupational
distribution of women and men making various types of job changes is much the same
before and after the job change. Promotions move promotees towards managerial
occupations and away from clerical, sales and service occupations. A job movement is
most likely to result in a managerial second job when it results from a promotion.

Overall, women have more promotions than men in our sample. Female promotees are
drawn from a narrower base of occupational groups than male promotees. In particular,
many of the women in the promotions sample worked in clerical occupations prior to
promotion.

There are some significant differences between women and men in their tendency to have
their new job in the same occupational category as their old job following a job change.
Female managers who quit their jobs are less likely than male managers who quit to have
their second job in management; more female than male professionals with non-promotional
job movements within the firm remain in professional occupations.

Multivariate models of the determinants of job losses, quits and promotions were estimated
by logit for this study. Each of these models included sex and visible minority status
among the explanatory variables.

Being a woman tends to increase the probability of promotion and decrease the probability
of job loss, everything else being equal. These are the only statistically significant effects
of sex or visible minority status in these job change models.

Job tenure and aging have by far the most important effects on the probability of job loss,
quitting or promotion. These probabilities all decrease with increasing job tenure and age.
Regional, occupational and industrial variables also have significant effects on these
probabilities. Being underpaid relative to an estimated market wage increases the
probability of job loss, quitting or promotion, but these effects are minimal.



Multivariate models of the determinants of wage changes following a job change were
estimated for the samples of job losses, quits and persons with two jobs with the same
employer. Each of these models included sex and visible minority status as explanatory
variables.

in general, these models were not very successful in predicting wage changes. It is
suggested that this lack of success is due in part to errors in reporting the variables used
to derive the wage variables. The only statistically significant effect of sex or visible
minority status in these models is that being a woman tends to decrease the wage gain
following a quit.

There is very little evidence to be found in this study of different treatment of visible
minorities in job movements within and between firms. What evidence there is for different
treatment of women indicates that women are less likely to lose their jobs and more likely
to be promoted.

The only trace of a disadvantage for an employment equity designated group is that
women have lower wage gains following quits. Further research on this point, with models
estimated separately for women and men, and reasons for quitting taken into account,
would be worthwhile.

It would also be useful to pursue the differences between this study’s finding that women
are more likely to be promoted and the findings of firm case studies that they are less likely
to be promoted. Perhaps the most promising approach would be a series of case studies
of managerial promotion in firms covered by employment equity reporting requirements.

Very little in this study suggests that the processes of job mobility in the labour market
disadvantage women and visible minorities. This may indicate that employment equity
research should concentrate on how labour force entrants and re-entrants are initially
assigned to jobs, rather than on the process of movement between jobs which follows.
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1. Introduction

This report examines: 1) the extent and characteristics of various types of movement between
jobs for women and men; 2) the determinants of different types of job movement, including
the influence of sex and of visible minority status; and 3) the effects of these types of job
mobility on earnings and the influence of sex, visible minority status and other factors on

wage changes following a change of job.

For the purposes of this study, job movements are divided into movements between
employers and job changes with a single employer. Movements between employers are
further divided between job losses and quits; job changes with a single employer between
non-promotional and promotional changes. The data source used here, the 1987 Labour
Market Activities Survey (LMAS) makes it possible to identify each of these types of job
change; it furnishes a wealth of information on each job held by respondents in 1987 and on

the socio-economic and demographic characteristics of the respondents.

Emphasis is placed on promotions in this study, both because of their importance in
employment equity and because there are few, if any, other studies of promotions which use

economy-wide data.

The report is divided into five parts. After the present introduction, the economic literature
related to the subjects of this study is reviewed. Two sections of empirical estimates follow,
the first consisting of tabular data examining the extent and results of various types of job
movements for women and men. The second develops multivariate models of the
determinants of job losses, quits and promotions and of the determinants of the wage
changes resulting from these types of job movements. It also gives the results of estimating

these models.

Sex and visible minority status are included among the explanatory variables of the job change
and wage change models. The tabular data on job movements are not given separately for

visible minorities or aboriginal groups, for reasons of sample size.



The report concludes with a section summarizing the preceding sections, examining the
implications of the study’s findings for employment equity policy and suggesting avenues for

further research.



2. Review Of Previous Research

Employment equity is founded on the observation that different groups have differing
occupational and industrial distributions in the labour market, that women are paid less than
men on average, that members of visible minority groups are paid less than Whites on
average, and on the presumption that these differences are due in large measure to
discrimination. Evidence for this presumption includes the perceptions of visible minorities and
of women that they are subject to discrimination, concrete evidence of discriminatory
practices and estimates showing that even when many factors which influence wages are
taken into account, a substantial gap remains between the wages of White men and those of

employment equity designated groups.

This review of economic research relevant to this study therefore will begin with a brief
summary of the economic theory of discrimination, before passing to a consideration of other
theories of wage differences between individuals and among groups. Cain (1986) provides

a thorough review of economic research on discrimination through the mid-1980’s.

2.1 Models of discrimination

One of the most influential economic models of discrimination has been Becker’s (1957)
"tastes” model. Becker assumes that, for instance, White employers have an aversion
to employing Blacks and that White employees are averse to working with Blacks.
Among the consequences that he deduces from these assumptions are that Blacks will
be paid less than Whites, and that employers’ workforces will tend to be segregated.
By assuming differences in employers’ distaste for employing certain groups (and
employees’ distaste for working with these groups) based on the "suitability” of the
work in question, this model can be extended to explain differences in occupational

distributions.

Another influential model of discrimination takes differences in occupational distributions
as a socially imposed phenomenon and analyzes their consequences for earnings
differences. The most important recent exposition of this model is Bergmann (1974).
She presents a model of the labour market in which women and Blacks are "crowded”

into a narrow range of occupations. As a result, there is an oversupply of labour to



these occupations (relative to the alternative in which all occupations would be equally
accessible to everyone) and this oversupply depresses earnings in these occupations.
The same type of approach can be applied to the analysis of earnings differences

between Whites and visible minority groups other than Blacks.

The "signalling” or "statistical discrimination™ theory explains differences in pay and
occupation between labour market minorities and White men in terms of the costs of
acquiring information on individual potential employees (see Spence, 1973). Employers
make costly investments in hiring and training their employees. Before doing so, they
wish to acquire information on their employees’ capacities and on their propensity to
quit. It may be very costly to obtain information on individuals; therefore employers
may use group characteristics as a source of information. For instance, employers may
be reluctant to hire any woman for occupations requiring large amounts of training if

women have higher quit rates than men.

Finally, the dual labour market theory, as developed by Doeringer and Piore (1971),
asserts that the labour marketis divided into two sectors: a primary sector characterized
by high pay, well-defined promotional ladders and low turnover; and a secondary sector
with the opposite characteristics. By supposing that labour market minorities are
excluded from the primary sector, one arrives at a mcdel of pay and occupational

differences.

2.2 The human capital model
In recent years, human capital theory has dominated attempts by economists to explain
differences in earnings between individuals. This theory has also been extended to
attempt to account for earnings and occupational differences between women and men

and to explain layoff and quit decisions.

Becker (1975) and Mincer (1974) are important expositions of this model. The human
capital theory views the earnings of an individual (beyond that part due to "natural
ability”) as returns to investment in job skills. The individual may invest in job skills

through schooling or on-the-job training. A distinction is made between "general”



human capital, which can earn returns for a wide range of employers and "specific”

human capital, which consists of employer-specific skills.

Because of the portability of general human capital, its acquisition must be financed by
theindividual, largely through foregone earnings. The costs of employer-specific job skill

investment will be borne partly or in full by the employer.

The time path of earnings and investment in this model is most fully worked out in Ben-
Porath (1967). In an initial phase (schooling), all available time is devoted to human
capital investment. Later, in a labour market phase, hurnan capital is used in part to
earn returns, and in part to produce additional human capital. As the human capital
accumulates, the rate of human capital investment declines and earnings increase.

Thus, the total human capital increases over time, but at a decreasing rate.

The human capital model was applied to the explanation of earnings differences
between women and men by Mincer and Polachek (1974). In their model, women
invest less in human capital than men because they plan to withdraw from the labour
market for a considerable period for childbearing purposes. This shortens the period
during which returns can be earned on human capital investment for women.
Furthermore, Mincer and Polachek claim that women’s human capital investments made
prior to labour force withdrawal depreciate during their time out of the labour force.
Polachek (1981) extends this model to a theory of differences in women’s and men’s
occupational distributions by assuming that rates of human capital depreciation during

withdrawal differ for different occupations.

Before leaving the subject of human capital models, it is worth noting that they are not
incompatible with the discrimination models discussed above. If labour market
minorities are subject to discrimination which lowers their return to human capital

investment, they should invest less in human capital than white men.

2.3 Theories of turnover

Parsons (1972) presents a theory of quits and layoffs based on the idea of specific

human capital. Since specific human capital is at least in part the result of an



investment by the employer, discharging an employee leads to the loss of this
investment. Temporary layoffs also entail a risk of losing the employer’s investment in
specific human capital, since the employee may take another job. If employees have
invested in their own employer-specific job skills, they lose this investment if they quit.
Thus, Parson’s model predicts that high levels of specific human capital will lead to

lowered rates of layoffs and quits.

Jovanovic (1979) develops an alternative theory of labour market turnover based on
"job matching”. In this model, workers do not fully know the characteristics of a firm
before working there, in particular, what their career prospects are with the firm. Firms
do not know which workers are best suited for the jobs in the firm. As workers remain
with the firm, they become better informed about their prospects with the firm. Those
who think they can do better elsewhere quit; the others remain. Similarly, employers
discharge those workers whom they find ill-suited to the firm and retain those they find
well-suited. Hence, as time with the employer increases, the worker-employer match
should improve. Quits and layoffs should decline with job tenure and average wages

rise as workers are matched to the jobs in which they are most productive.

Since empirical human-capital models take time with the firm as an indirect measure of
levels of employer-specific job skills, they also predict that wages should rise and quit
and discharge rates decline with increasing job tenure. This has lead to theoretical
attempts to integrate the two models (e.g., Mortensen, 1988) and to empirical attempts
to distinguish between the two models (among others, see Abraham and Farber, 1987,

Mincer and Jovanovic, 1981 and Brown, 1989).

The prediction from the human-capital model that higher levels of specific human capital
lead to lower levels of quits and layoffs has implications for race and sex differences in
turnover behaviour. If women invest less in their human capital than men because of
labour force withdrawal, or if both women and visible minorities invest less because of
labour market discrimination, these groups should have higher quit and layoff rates at
given levels of job tenure. When quit and layoff models are estimated separately for
White men and for labour market minority groups, tenure should influence quits and

layoffs more for White men. When sex and visible minority status are represented by



indicator variables in pooled models, these variables should increase the probabilities of

quits and layoffs.

It is difficult to see any convincing reason why the sorting model should lead to sex or

race differences in quit and layoff propensities.

2.4 Empirical studies of labour turnover

There is a large empirical literature which applies the models discussed above to data
on labour turnover. We will limit ourselves here to studies which use longitudinal or firm
data to examine race and sex differences in turnover behaviour, since these are of most
immediate interest for this study. Research which concerns quits only will be discussed
first, then work which concerns layoffs or both layoffs and quits will be treated. Most
of these studies consider both the determinants of turnover and the consequent wage

changes, although some treat only one or the other aspect.

Quits

Blau and Kahn (1981b) use data from the youth panels of the National Longitudinal
Surveys (NLS) to estimate models of quit probabilities and of wage change following
quits for Black and White women and men. Among personal characteristics, they find
a strong negative influence of tenure on the quit probability for all groups. They include
wage at the job in the quit equation because individuals with high wages are less likely
to quit, and include a measure of occupationa! earning prospects for similar reasons.
Both of these earnings measures have strong negative effects on the probability of

quitting for all groups, as does collective bargaining coverage (except for Black women).

Blau and Kahn find that when Blacks are given White explanatory characteristics they
have a lower quit rate than do Whites. Similarly, when male values of explanatory

characteristics are substituted for female values, women's predicted quit rates are less



than men’s.' They find that those who quit improve their short and long term earnings,

and that the improvement is greater for women than for men.

Viscusi (1980) uses data from the Panel Study of Income Dynamics (PSID) to estimate
quit probability models for women and men. He includes an indicator variabie for Blacks
and argues that its effect is ambiguous a priori, since discrimination on the job should
increase the likelihood of quitting, while discrimination in the labour market, in general,
makes job search less fruitful. Viscusi controls for "high wage" jobs using residuals
from a wage regression, rather than wage levels as used by Blau and Kahn. Like Blau
and Kahn, he finds that when women are given male values of explanatory variables,

their predicted quit rates are lower than those of men.

Weiss (1984) examines the quit behaviour of recently hired people, using administrative
data from two companies. He claims that according to "folk wisdom", since White
males have a steeper tenure-wage profile with a company, it is Whites who are least
likely to quit. Weiss finds that, on the contrary, Whites are more likely to quit, since
they have better labour market opportunities. That is to say, of Viscusi's two effects,
he finds that poor labour market opportunities for Blacks have the strongest effect on
quitting and claims that this finding is reinforced by the fact that the Black-White quit

differential is greater in the American South.

Meitzer (1986) usesdata from the Employment Opportunities Pilot Programs to estimate
quit models for male and female new hires. He finds that the quit probability decreases
with tenure for men and increases for women, while the quit probability decreases with
age for both. An increased value of the highest wage available at their job decreases

the quit probability for both women and men.

Zax (1989) uses firm data from a Detroit area service company to estimate a quits

model which includes a variable for race and for race interacted with commuting time

The necessity of substituting male explanatory characteristics in the equation for women, etc., arises
because Blau and Kahn estimate their quit model by probit, so that quit probabilities are not linear in
characteristics. Almost ail of the quit and layoff models discussed in this paper (including our own) are
estimated by probit or by logit, which is also non-linear.
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and the local unemployment rate. He also finds that, given similar characteristics,

Blacks are less likely to quit than Whites.

Layoffs and turnover in general

Regarding turnover generally and layoffs in particular, we begin with Flanagan’s (1978)
application of discrimination theory to turnover. Flanagan decomposes Black-White
unemployment rate differentials into duration and incidence components and finds that
incidence is the source of difference. He further decomposes incidence into quits and
layoffs and estimates models of each, using data from the NLS panels of older and

younger men.

Flanagan proposes that if employers who wish to discriminate are legally barred from
paying unequal wages, they may substitute discriminatory layoff practices. He also
states that if Blacks incorrectly assume that they face a White wage distribution, they
will be lead to quit more often than Whites. Like Viscusi, he includes wage residuals in
his layoff and quit equations as a measure of the relation between the wage received
and the wage available in the labour market. He finds that increasing job tenure leads
to larger decreases in layoff probabilities and smaller decreases in quit probabilities for
Blacks than Whites. Overall, Flanagan finds that within age cohorts, racial differences

in quit and layoff probabilities are small.

Blau and Kahn (1981a) report a model of the probability of layoff and of earnings
changes following layoff which is almost identical to their quit model discussed above.
They find that Blacks are more vulnerable to layoffs than Whites and that men are more
likely to be laid off than women. They do not find any large negative effects of layoffs

on the growth of earnings.

Borjas (1984) examines the turnover histories and the growth of earnings of Black and
White men from the NLS panels of younger and older men. He finds little difference in
turnover and layoff probabilities for mature Black and White men. Among young men,
Borjas finds that Blacks are more likely to be laid off and Whites more likely to quit. On
the other hand, he also finds that young Whites who remain at a job gain more than

young Blacks who do so.



Madden (1987) uses the U.S. Displaced Workers Survey (DWS) to examine the wage
consequences of involuntary job mobility for Black and White men and women. She
compares wage equations estimated from the DWS to wage equations estimated from
the Current Population Survey to arrive at an estimate of earnings loss following
displacement. Madden finds a statistically significant loss for women relative to men,

but no significant effect of race.

To summarize, Blacks and women seem to be less likely than White men to quit their
jobs, all else being equal, in studies using U.S. longitudinal and firm data. Blacks may
be slightly more vulnerable to layoff, women less. There is no very strong evidence of

racial or sex differences in changes in earnings following layoffs or quits.

2.5 Promotions

There is almost no economic theory of promotion. Instead, the subject seems to be
subsumed under the general heading of the growth of earnings, without much attention
being paid to promotions in particular. The theory of job-matching might be extended
to promotions fairly easily. In this view, employers would advance the employees who
reveal themselves to be the most productive at each level until they have reached a level
at which they were of medium (or low) competence. Those employees who thought
they could do better elsewhere would leave. Promotion would be rapid at low levels of
tenure; it would then slow down as more and more employees at a given level of tenure

reach their maximal job level with the firm.

Lazear and Rosen (1990) attempt to explain male-female differences in progress in job
ladders in terms related to those of signalling models of discrimination. They propose
a model in which employers invest in employees’ skills, leading to movement up a job
ladder. Employers are averse to investing in the skills of employees they think are more
likely to quit, hence they invest less in the skills of women. Consequently, women are

less likely to be promoted.

In contrast to the lack of theoretical analysis of promotions, there is a wealth of

empirical studies of this subject. These fall into two classes: studies of a particular

10



occupation and case studies of one or several employers. Among the occupational
studies, "university professors” have proved a particular favourite. Johnson and
Stafford (1974) provide tabular data on the probability of promotion to full professor for
women and men. Farber (1977) estimates a promotion model for male and female
professors. He finds that young women are less likely to be promoted than men of
comparable age; middle-aged and older women, more likely. Weiss and Lillard (1982)
estimate a promotion model in which they attempt to take levels of productivity into
account. Once they have done so, they claim that there is very little difference in
promotion probabilities, or even an advantage for women.? Spurr (1990) examines
promotions to partner in the legal profession, and finds women about half as likely to

be promoted. He has no measure of productivity, however.

Lewis (1986) examines the chances of promotion of women and men in the federal
government white collar field of employment in the U.S. ke finds that overall promotion
rates are very high: from 13% to 25%, depending on grade level. Women receive more
promotions than men. Job tenure and experience both have negative effects on the

probability of promotion; schooling has no significant effect.

Medoff and Abraham (198 1), Hartmann (1987) and Cannirgs (1988) allreport estimates
of models of promotion using data from firm studies of managerial and professional
employees. In all three cases, the data set includes performance evaluations. Both
Hartmann and Medoff and Abraham find negative coefficients for job tenure in their
initial models (Medoff and Abraham report another model in which the signs of tenure
and tenure-squared reverse). Hartmann and Cannings find that women are less likely
to be promoted than men. Both Hartmann and Medoff and Abraham report earnings

gain equations for their samples.

The most elaborate model of the promotion process is Cannings and Montmarquette

(1991). They present a simultaneous equations model of the promotions process, in

It should be noted that Weiss and Lillard’s measure of productivity is an estimated parameter of their model
and not a direct measure such as a publication history.

1



which the dependent variables are performance levels, promotions applied for and

promotions received. The model is estimated separately for male and female managers.

Cannings and Montmarquette arrive at some intriguing results: for instance, they point
to the fact that women are more likely to ask for promotions and, in so doing, they
increase their probability of receiving promotions. However, the more promotions they
receive, the fewer they request. Men seem to receive promotions through less formal
channels. Cannings and Montmarquette interpret their findings as evidence of a "glass

ceiling", although other interpretations are clearly possible.
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3. The Extent Of Various Types Of Job Changes

3.1 Construction of Samples

Having reviewed recent economic research on the subjects of this study, we now turn
to a description of the samples used in our estimates. The data source for this study
is the 1987 Labour Market Activity Survey (LMAS), documented in Statistics Canada
(c.1988). The 1987 LMAS is the second year of a longitudinal survey of Canadians
which collected a wealth of data on characteristics of individuals in the sample and on

their labour market activity.

For the purposes of this study, three files of non-students with employment experience

in 1987 were drawn from the LMAS data:

1) a file of all persons who held more than one job with a single employer in 1987,

2) a file of all persons who held more than one job in 1987, but had no more than one
job in 1987 with any single employer; and

3) a file of all persons who held exactly one job in 1987.

Inclusion in each of the first two files requires that the job identified as the second job
by the LMAS begin after the first job. The inclusion of an individual in the second file
required that the first job end in 1987. The job changes in the second file are identified
as "job losses" or "quits", referring to the reason for leaving the first job. The method
for determining whether job changes with a single employer are "non-promotional” or

"promotions" is described in the next paragraph.®

Originally, we intended to identify promotions on the basis of wage changes.
Examination of the distribution of wage changes between jobs for respondents with two
jobs with the same employer showed a very wide range of changes, however, with
almost 20% of individuals having a wage loss and more than 20% of all individuals

having a wage gain greater than 20%. The most likely explanation of these results

3 The effect of requiring that the first job begin before the second is to exclude persons who began two jobs
simultaneously from the first and second sample. The weighted and actual sample sizes of these samples
are given in Appendix Table 1 by gender and visible minority status. Because of the small sample sizes of
the files of employer changes and of job changes with a single employer, many of the reported tabular
estimates for these files have coefficients cf variation of greater than 10%.
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seems to be response errors in reporting income, hours and weeks worked, all of which

are used in constructing the wage variable.*

To improve the identification of multiple jobs with a single employer, the 1987 LMAS
interview asked respondents whether they had a promotion from each job they had held
during the year. The response to this item was used to identify promotions among
persons in our first file. Even in the group of persons identified as having been
promoted, almost 19% have a reported wage loss, which reinforces the case for the

presence of sizeable response errors in the wage change distributions.®

The tables in this section present information for women and men in each of the three
files. The results for the first two files are further divided into promotional and non-
promotional job movements for the first file, and into job losses and quits for the
second. The small sample sizes of the first two files made it impossible to report tabular

data for visible minorities and aboriginal groups.

4

Lynch (1990} summarizes research which indicates a high degree of response error in survey data on
income and hours worked. Independent reporting errors from two different jobs would lead to large
cumulative reporting errors in wage change data.

The promotion question was meant to elicit information on additional jobs and not to identify promotions.
Unfortunately, it was only asked if respondents answered "no” to a question as to whether they had held
additional jobs with the same employer; thus some promotions may have been missed. Responses to the
promotion question had to undergo extensive editing before being used to identify promotions. The first
stage of the editing sought to match jobs identified as having lead to a promotion to the first of a
respondent’s two jobs on the file of persons with two jobs with a single employer. If matching succeeded,
a second stage of editing required that the second job with the employer match to the job following
promotion and have a start date after the first job‘s start.
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3.2 Tables
Wage Changes

Table 1 shows the distribution of wage changes from the first to the second job for the
persons in the first two files. As stated earlier, these wage change distributions have
implausibly large proportions of very large wage changes. For example, wage losses of
10% or more are found for about 20% of the women and men who had non-

promotional job changes with a single employer.

The results of Table 1 nevertheless indicate large differences in wage change
distributions between the various samples. Thus 75% of the women and 80% of the
men who reported promotions show a wage gain between their first two jobs, while less
than 50% of the women and men with a job loss show wage gains. Around 60% of
the persons who quit their first job have wage gains from the first to the second job;
55% of the persons who had a non-promotional job change with a single employer have

wage gains.

18



91

Below -10%

Table 1

Wage change distribution by sex of samples with job change

Sample
Changed employer Same employer
Job loss Quit Non-promotional Promotion
m Women Men Women Men Women Men
26.1 294 20 21.4 19.0 20.3 - -

-10% to 0%

Total with loss

2

8.4

10.7

10.0 9.0

292

No change

12.9

156.2

7/ 7/

8.2

24.6 1956
16.0 15.1

Total with gain

0% to +10% 352 11.1 332 27.0
+10% to +20% 952 8.9 12.4 11.0 15.4 14.1 2.1%9 27.4
+ 20% or more 27.7 2748 82.5 81753 22,6 24.9 20.4 26.0




Occupational Distributions

Table 2 shows occupational distributions at the first and second job for each group in
the first two files and occupational distributions for the file of persons who held only
one job in 1987. Because of inadequate sample size, several occupational categories

were grouped in the two jobs, same employer sections cf Table 2.°

The group with reported promotions showed sizeable shifts in its occupational
distribution between the first and second jobs. Managers represent 16% of all first jobs
in this sample and 33% of all second jobs. Clerical, sales and service workers are 34%
of all first jobs in the promotional sample and 20% of all second jobs. For women with
promotions, about 55% of all first jobs are clerical, sales and service jobs; this figure
falls to 33% for female promotees’ second jobs. Men who are promoted are more likely
than female promotees to have been manual workers at their first job and far less likely

to have been clerical workers.

The occupational distributions at first and second jobs are quite similar for the samples
of persons who changed employers and change only slightly between jobs for the single

employer non-promotional job changes sample.

The various samples differ significantly in their occupational distributions at the first job.
Thus 38% of all persons with promotions are managers, professionals or semi-
professionals at their first job, compared to 15% of job losers, 20% of quits and 29%

of persons with only one job in 1987 (by far the largest of the samples).

The occupational categories used throughout this study are the Employment Equity occupational categories,
except that the senior management and management categories are combined into "managers” and the
supervisory and forewomen/foremen categories are combined into "supervisory” for reasons of sample size.
The regrouping in Table 2 is in addition to these recombinations. The mapping of Standard Occupational
Classification four digit occupations into Employment Equity occupational categories is given in Appendix
A.
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Table 2 (1)

Percentage Distribution of Samples by Occupational Groups
of First and Second Job by Sex

Sample: Changed Employers

Job Loss Quit
Job 1 Job 2 Job 1
Managers 3.9 4.1 8.0 8.7
Professionals (51 5.6 9.1 9.8
Semi-Professionals 43 3.4 3.4 3.6
Supervisory 2.9 2253) 283 282
Clerical 13.3 15.6 17.3 Nz
Sales 6.4 6.5 11.4 9.8
Service 12.0 12.6 16.0 1182
Skilled 28 11.8 6.4 7.2
Semi-skilled 12.4 138 10.9 iINIE
Other Manual 26.5 25.0 1583 \7/.7
WOMEN

Managers 6.6 5.5 5.2 7.0
Professionals 9.0 7). S 10.4 11.5
Semi-Professionals - 5.4 3.7 4.2
Supervisory - - - -

Clerical 29.3 349 31.4 30.8
Sales 8.9 8.7 11.4 118
Service 19.6 19.5 23.5 19.7
Skilled - - - =

Semi-skilled 4.3 - - 242

Other Manual 161 12.0 9.7 10.%

18

Managers 258 813 10.4 10.1
Professionals 4.4 4.8 79 8.4

Semi-Professionals 4.0 - 3h2 85

Supervisory 3.4 - 2.6 2.1

Clerical 4.2 4.5 52 5.6
Sales 5.0 552 11.5 8.5
Service 7.6 9.0 9.6 A7,
Skilled 191 18.1 10.9 12.8
Semi-skilled U7/ 17.9 18.6 18.7
Other Manual 8249 32.2 20.1 23.0




Table 2 (2)

Percentage Distribution of Samples by Occupational Groups
of First and Second Job by Sex

Sample: Same Employer, Two Jobs

Non-Promotional

Promotion

19

Job 1 Job 2 Job 1 Job 2
ALL
Managers 11.8 16.0 1682 38.5
Professionals 17.3 16.2 22%1) 20.8
Semi-Professionals
Supervisory - 8.6 - il
Clerical
Sales 37.7 32.0 34.2 19.9
Service
Skilled
Semi-skilled 30.7 27.2 15.4 8.9
Other Manual
WOMEN
Managers 11.5 16.0 1253 30.3
Professionals A5 23.0 26.9 26.5
Semi-Professionals
Supervisory Y . i
Clerical
Sales 55.5 48.4 55,1 33.3
Service
Skilled
Semi-skilled & = = -
Other Manual
MEN

Managers 123l 1157 20.7 75!
Professionals 36 10.5 16.5 14.0
Semi-Professionals
Supervisory - 15152 - 14.6
Clerical
Sales 22.6 18.2 29.3 6. %
Service
Skilled
Semi-skilled 50.1 44.3 28.9 17.4
Other Manual




Table 2 (3)

Percentage Distribution of Samples by Occupational Groups
of Job by Sex

\ Sample: One Job
ALL WOMEN MEN
Managers 9.9 7.4 12.0
Professionals 14.0 11659 155
Semi-professionals 4.7 5.6 3.8
Supervisory 4.2 2.9 58
Clerical 18.0 3135 6.4
Sales 7/ fla 6.4
Service U057, 1359 743
Skilled 7.2 .8 257
Semi-skilled 8.0 17 11835
Other Manual 16.2 141.8 204

AT ET—— . am—— el S Sy EEeE S B e SEmas e e e M S T e T, ) S S s P e |

Occupational Retention

An important question for employment equity policy is the extent to which various
labour force groups change their occupational category (or remain in the same
o‘ccupational category) when they change jobs. This question has two aspects. First,
are employment equity designated groups less able than White men to remain in better
paid occupational categories following a job change? Second, are these groups less able
than White men to move out of poorly paid occupational categories following a job

change?

Table 3 addresses these issues in part, as sample size limitations make it impossible to
deal with them fully. The table shows the occupational retention rate for selected
occupational categories for women and men in the samples with more than one job.
The occupational retention rate is simply the percentage of persons whose first job is
in a given occupational category and whose second job is in the same occupational

category.

Table 3 shows some striking differences in occupational retention rates between men
and women. Only 29% of female managers who quit their first job move to managerial
second jobs, but 46% of male managers who quit their first jobs have second jobs in

management. While 79% of female professionals who have non-promotional job
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changes with a single employer remain in professional jobs, the corresponding figure for

male professionals is 59%.

Another interesting feature of Table 3 is the high retention rate of clerical occupations

among women.

In every sample except promotions, the retention rate of clerical

occupations for women is between 65% and 68%. Even among women who were

promoted, 46% of those who worked in clerical occupations before promotion also

worked in clerical occupations following promotion.

Table 3

Occupational Retention Rates For Samples By
Occupational Category By Sex

Sample

Changed Employer

Sample

Same Employer

e e e —— T R e S A
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QOriginal Occupation: Job Loss Quit Non-promotional | Promotion
WOMEN
Managerial - 28.7 69.1 63.1
Professional 50.7 66.4 78.6 59.0
Clerical 66.8 64.5 68.3 46.0
Service 52.9 57.5 : 7
Other manual 34.8 53.1 - -
All categories 47 .3 55.0 64.9 49.7
MEN
Managerial - 45.6 T2 74.0
Professional 45.9 66.9 53.8 55.3
Service 48.9 40.5 - 2
Skilled 815 54.2 48.4 -
Semi-skilled 53.3 53.6 - -
Other manual 61.8 51.4 61.4 -
All categories B89 44.0 52.1 46.7




Sources of Promotions

Table 4 analyzes the distribution of promotions by sex and by the occupational category
of the job from which the person was promoted (the first job). The table has several
interesting features, the first of which is the estimated total number of promotions, over
115,000 for 1987.

For reasons discussed earlier (see Section 3), this is likely to be an underestimate of
total promotions in 1987. Even if one assumes that half of all non-promotional job
changes with a single employer were in fact promotions, the estimated number of
promotions is still less than 200,000 a year. This is much less than the estimated size
of the job loss sample (360,000), far less than the estimated size of the quits sample
(800,000) and minuscule when compared to the estimated number of persons with only
one job in 1987--9,400,000.7 In short, promotion is a relatively rare occurrence in the

labour force.

Another interesting feature of Table 4 is that the total number of promotions for women
is greater than that for men (although the sampling variance of these estimates makes

it unlikely that one could reject a hypothesis of equal numbers).

The occupational sources of promotions are also quite different for men and women.
For women, the three occupational categories furnishing the largest number of
promotees account for almost three-quarters of all women promoted; for men, the three
leading occupational sources of promotion account for less than half of all promotions.
Male promotees thus come from a wider range of occupational categories than do

female promotees.

These sample sizes will not add to the total number of persons with labour force experience in 1987, due
to the various exclusions discussed in the first sub-section (Construction of Samples). Furthermore, only
a quit or job loss which was followed by a second job in 1987 leads to inclusion in a file. Also note that
since each respondent is in only one sample, the estimated size of the job loss sample is less than the
number of non-students who experienced job loss followed by another job, since some of those
experiencing job loss may have also quit a job or had more than one job with the same employer. Finally,
even without all these restrictions, the weighted sizes of the quit sample (for instance) could not be
interpreted as the number of quits by non-students in 1987, since an individual may have more than one
quit during the year.
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Among women, clerical occupations are by far the largest source of promotees, making
up more than a third of all the jobs from which women were promoted. The second
largest occupational source of promotions for women, professional occupations,
furnished more promotions than did the largest occupational source of promotions for
men, managerial occupations. More male managers (11,000) than female managers
(8,000) received promotions. (Once again, this difference is probably not statistically

significant).

Table 4

Promotions by occupational category of first job by sex

Women Men Women as
% of
Occupation Number % of total Number % of total category
I ———— R R | e e e ey
Manager 8,000 253 11,000 20.6 41.1
Professional 14,000 2851 7,000 118s 67.0
Clerical 24,000 27/ - - 84.8
Other manual - - 7,000 13.6 -
_—_
Total 63,000 100% 53,000 100% 54.0%

Access to managerial jobs

Equality of access to managerial jobs is an important aspect of employment equity.
Table 5 shows for each type of job movement the absolute and relative number of job
changes which result in managerial jobs as second jobs. Though not shown in Table 5,
it is worth noting that slightly more than a third of women and of men who were

managers in their second job were also managers in their first job.

in absolute terms, by far the largest source of movements into managerial jobs is quits.
This reflects the fact that quits are much the largest of the samples in Table 5. Quits
make up about 58% of the population of women used in constructing Table 5, but resuit

in only 41% of managerial second jobs for women. Among men, the proportion of

28



managerial second jobs which follow quits is about the same as the proportion of men

who quit among all male job changers.

The sample of promotions has by far the highest proportion of managers in second jobs.
Promotions resulted in managerial second jobs for 30% of women who were promoted
and for 37% of men who were promoted. At the other extreme, 5% of women and 3%

of men who lost their jobs had managerial second jobs.

Table 5

Managers in second job and all second jobs: Number and
distribution by sex and by sample

Manager in second job All second job Manager
A L as % of a
Number % of total Number % of total | goeond job
Changed employers Women
Job loss 7,000 12 132,000 20 5
Quit 26,000 41 369,000 58 7

Same employer

Non-promotional 11,000 18 69,000 1 16

Promotion 19,000 30 63,000 10 30 .
Total 63,000 100% 634,000 100% 10%
Changed employers Men

Job loss 8,000 9 231,000 29 3

Quit 44,000 52 433,000 54 10

Same employer

Non-promotional 13,000 15 82,000 10 16
Promotion 20,000 24 53,000 7 3
Total 84,000 100% 802,000 100% 11%

24



3.3 Summary of Section

Three files were drawn from 1987 LMAS data, the first of persons with more than one
job in 1987 with a single employer, the second of persons with more than one job in
1987, no two of which were with the same employer and the third of persons with
exactly one job in 1987. The first file was subdivided into promotional and non-
promotional job changes; the second into job losses and quits. In the tables of this
section, differences between women and men in the samples are analyzed; for lack of
sufficient sample size, the job change characteristics of visible minorities and aboriginal

groups are not treated.

Table 1 gives the distribution of the samples with two jobs by the percentage wage
change between the first and second jobs. The high proportion of very large changes
in Table 1 seems to indicate the presence of response errors in the items which served
to construct the wage variable. The ordering of wage changes between the various
samples in Table 1 seems reasonable nonetheless: the highest proportion of wage gains

is among persons with promotions, and the lowest is among persons with job losses.

Table 2 gives occupational distributions ‘at the first job and at the second job (where
pertinent) for the various samples. Among the samples with two jobs, persons with
promotions are the only group with large shifts in the occupational composition between
jobs. Persons with promotions shift towards managerial occupations and away from
clerical, sales and service occupations. The promotions sample has the largest
percentage of persons who are managers, professionals cr semi-professionals at their

first job (38%), followed by the sample with only one job in 1987 (29%).

Table 3 shows occupational retention rates for the various samples with two jobs, that
is, the percentage of persons whose first job is in a given occupational category and
whose second jobis in the same occupational category. Table 3 shows some significant
differences in occupational retention between men and women: female managers who
quit their job are less likely than male managers who quit to obtain their second job in
management; more female professionals with non-promotional job movements remain

in professional occupations, in comparison with equivalent male professionals.
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Table 4 analyzes the occupational sources of promotional job movements for men and
women. Women have more promotions, drawn from a narrower base of occupational
categories. In particular, a large proportion of women with promotions worked in

clerical occupations before promotion.

Table 5 shows the sources of movement into managerial jobs as second jobs. The
largest source of this movement in absolute terms is quits, simply because quits are by
far the largest sample of flow between jobs. In proportional terms, promotions resulted
in managerial jobs for about 30% of women and 37% of men who were promoted,
while at the other extreme job losses resulted in managerial second jobs for only 5% of

female and 3% of male job losers.
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4. The Determinants Of Movements Betweén Jobs

This section analyzes the determinants of three types of inter-job movements--those resulting
from job losses, those resulting from quits, and those resulting from promotions. Sex and
visible minority status are among the determinants of job movements included in the models

of this section.

In developing these models, it is assumed that persons who quit a job during a year would not
have lost this job during the year. Consequently, the universe for the model of quits is all
persons who were not laid off during the year, while the universe for the model of job losses
is all persons with employment experience. The universe for the model of promotions is all

persons who were employed by a single employer throughout 1987.°

The models of job movements are estimated using logit. Certain explanatory variables--in
particular occupational and industrial variables--were included in the models, excluded, or
included in a modified form on the basis of significance tests. Certain other variables--for
instance, sex and visit_:le minority status--were included in all the models estimated, regardless

of their level of statistical significance.

4.1 Job Loss

Description of the model

The universe for this model is all persons who changed employers in 1987 or who
worked for the same employer throughout the year. The dependent variable is a
dichotomous variable with the value O for persons in the universe who did not lose their

first job in 1987 and 1 for persons in the universe who lost their first job in 1987.

The following explanatory variables are included in the model are the following:

¥ The alternative to nesting assumptions of this type would have been & competing hazards model, which

presents conceptual and estimation problems of its own. Since the primary concern of this study is to
identify differences in outcome between employment equity designated groups and White men, a model
of this type is not estimated here.
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Job 1 wage residual This variable is the difference between the predicted logarithm of the

wage in job 1 and the actual logarithm of the wage in job 1.° Its effects here are ambiguous,

since a positive value of this variable might indicate either persons who are underpaid relative

to the market value of their services, hence less likely to be laid off, or persons who are less

productive than others with the same observed characteristics, hence more likely to be laid

off.

Woman A dichotomous variable with the value 1 for women and O for men. This is

included to capture the effect of sex on the probability of job loss.

Visible mingrity A dichotomous variable with the value 1 for persons who are reported
as members of a visible minority group and O for those who are not. This is included

to capture the effect of visible minority status on the probability of job loss.'®

Head-of-househaold A dichotomous variable whose value is 1 for persons who are head-
of-household and O for others. Employers may be less inclined to lay off persons who

are heads-of-household than others.

Age and Age® Since the LMAS lacks a direct measure of total years of employment
experience, these variables are included to capture the effects of general human capital
on the probability of job loss. If it is more costly for employers to replace employees
with higher levels of general job skills than other employees, they will be less inclined
to lay off these employees than others. These effects should be less than the effects
of employer-specific job skills on the probability of job loss. General human capital
should accumulate with age, but at a decreasing rate, so that the coefficient of age

should be negative and the coefficient of age- squared positive.

9

The regression used to construct this variable is given in Appendix Table 2. All three job change samples
are included in the universe of this regression.

Variables for the various visible minority subgroups and for the aboriginal groups were included in
preliminary estimates of this model and of the quits and promotions models. The sample size for these
groups is very small, and only rarely were the effects of these variables statistically significant.
Consequently, we decided to use visible minority status rather than any subgroups in the models. Note that
the value of the visible minorities variable is zero for members of aboriginal groups.
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Tenure and Tenure? Tenure with the employer (measured in months) can be viewed as
a measure of employer-specific human capital. Employers will be less likely to lay off
employees with high levels of employer-specific human capital, because the loss to the
employer is greater if these employees take another job. Since employer-specific human
capital should increase with tenure, but at a decreasing rate, the coefficient of tenure
should be negative and the coefficient of tenure-squared positive. Alternatively, tenure
can be viewed as the result of an employer-worker matching process in which wages
increase with tenure, because only the most productive workers at a given job remain
in that job. This job matching view leads to the same predictions for the sign of the

tenure variables as the specific human capital model.

Union A dichotomous variable whose value is 1 if the respondent’s first job is covered
by a collective bargaining agreement and O otherwise. Unions may negotiate contract
provisions which make it more difficult or more expensive to lay off union workers, so

that the coefficient of this variable should be negative.

Region A series of dichotomous variables identifying various regions of Canada.
Ontario is always the omitted region. The regions used for these models are the
Maritimes and Newfoundland (Maritime); Quebec; Ontario; Manitoba, Saskatchewanand
Alberta (Prairies); and British Columbia. Job loss should be more likely in regions with
higher unemployment rates, so that all the coefficients for all the included regions should

be positive and decrease from East to West.

Schooling A series of dichotomous variables indicating various levels of completed
schooling. Grades 11 to 13 are always the omitted category. As schooling is a form
of general human capital, the discussion of the age variables applies here. All schooling
variables were omitted from the model presented in this report, however, as they had

no statistically significant effects in preliminary estimates.

Occupation A series of dichotomous variables indicating the employment equity
occupational category of the first job (with senior managers and managers, and
supervisors and forewomen/foremen combined). As noted earlier, the occupational

categories included in the model are those which proved to have statistically significant
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effects in preliminary estimates. Service occupations are always the first category
omitted from the initial estimates. Job losses are less likely in highly skilled occupational
categories, where replacement is more costly for the employer. These include

managerial and professional occupations.

Industry A series of dichotomous variables indicating the SIC major industry group of
the first job. As for occupations, the industrial categories included in the model were
selected on the basis of preliminary estimates. Manufacturing, which is by far the

largest industrial category, is always the omitted category in the initial estimates.

Results
The results of logit estimation of this mode! are given in Table 6. The signs of the
coefficients for which predictions are made are as predicted and almost all of the

estimated coefficients are statistically significant at conventional levels.

In particular, the decrease in the probability of job loss resulting from a one year increase
in age is far less than the decrease in the probability of job loss resulting from an
additional year of tenure, as predicted. Although the effect of the vdage residual is

positive and statistically significant, it is not large.

The negative coefficient for women indicates that they are less likely to experience job
loss than men. This coefficient is significantly different from zero at the 1% level.

Visible minority status has no statistically significant effect on the probability of job loss.

The coefficients of the regional variables are positive and, as predicted, they decrease
from east to west. Occupations where employer recruitment and training costs are
likely to be large (management and professional occupations) have lower job loss
probabilities; in "other manual™ occupations where these costs are low, the job loss
probability increases. Finally, work in seasonal industries, notably logging, increases the
probability of job loss, while working in financial industries decreases this probability

greatly.

Goodness-of-fit measures for the model are at satisfactory levels.
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Since logit models are non-linear, it is difficult to evaluate the effects of explanatory
variables on the predicted outcome, without resorting to examples. For instance,
consider a woman and a man, each being a 35 year old head-of-household, each with
10 years (120 months) tenure with an employer, each werking in a sales occupation in
the retail industry in Ontario and earning exactly the predicted wage. The predicted

probability of job loss in the year is less than 1% for each."’

Now take two 25 year olds, a man and a woman, not heads-of-household, each of
whom has just begun working in an "other manual” occupation in government in the
Maritimes. The predicted job loss probability for the woman is now 11% and for the
man, 13%. About two-thirds of this change relative to the first example is due to the

assumed changes in tenure and age levels.

The effects of the wage residual variable on the probability of job loss are relatively
small. Forinstance, in the second example above, if both the man and the woman were
working for twice their predicted wage, the predicted job loss probabilities would rise

from 11% to 14% for the woman and from 13% to 17% for the man.

"' The formula used to calculate the predictad probabilities is p = exp(XB)/(1 + exp(XB}) where p is the
predicted probability and XB is the sum of characteristic levels times their coefficients.
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Table 6

Logit estimate: Probability of job loss
(1 = job loss; 0 = no job loss)

Constant -2.5608 (.3156)"* *
Job 1 wage residual 208N OF2 T
Woman -.2789 (.0714)°***
Visible minority -.1848 (.1432)
Head-of-household -.0499 (.0690)
Age -.0132 (.0177)
Age’ X 10° .0723 (.2322)
Tenure 10223 (TGONSHE*s
Tenure? X 10* 2396 (.01 2@) **"*
Union -.4467 (.0742)***
Regions
Maritime 2.8 (ALOZ 7)™
Quebec .4326 (.0783)***
Ontario omitted
Prairies .2846 (.0891)***
British Columbia .3014 (.1024)***
Occupation
Manager -.6763 (.1441)***
Professional “sSB(NED) %
Other manual 23R O BB
Industry
Agriculture .6056 (.1918)***
Logging 1. 40430 (F20)70 )5
Construction 1.0480 (.0337)***
Finance -1.5186 (.3562)***
Government .3952 (.1290)***

Universe: Persons employed in 1987
n=32961,positive responses=1751
r=.534
-2 log likelihood = 8644
-2 log likelihood for intercept only =12146

* statistically significant at 10% level, two sided t-test

** statistically significant at 5% level, two sided t-test
*** statistically significant at 1% level, two sided t-test
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4.2 Quits

Description of the model

The universe for this model consists of all persons who completed an employer change
following a quit in 1987 or who worked for the same employer throughout the year.
The dependent variable is a dichotomous variable with the value O for persons in the
universe who did not quit their first job in 1987, and 1 for persons in the universe who

quit their first job in 1987.

The definitions of the explanatory variables are those given for the job loss model

immediately above. The predicted effects of the explanatory variables are as follows:

Job 1 _wage residual The predicted wage is a measure of the market value of an
individual’s work. Persons whose wage is less than the market value of their work,
hence those with positive values of this variable, are more likely to quit, which means

that the coefficient of this variable should be positive.
Woman Included to capture the effect of sex on the prcbability of quitting.

Visible_minority Included to capture the effect of visible minority status on the
probability of quitting.

Head-of-household Heads-of-household may be less inclined to quit jobs than persons

who are not heads-of-household, given their greater financial responsibilities.

Age and Age? The effects of age on the probability of quitting are ambiguous. On the
one hand, as discussed above, age is an indirect measure of general human capital and
persons with higher levels of job skills valued by all employers may have higher returns
to job search; they are therefore more prone to quit a job. On the other hand, quitting
a job requires a search for a new job, either before quitting or while unemployed.
Younger persons, who have a longer horizon for returns to this job search investment
thus may be more likely to quit. Indeed, this is often advanced as an explanation for the

higher quit rates of younger workers.
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Tenure and Tenure?’ Tenure with the employer can be viewed as either a measure of
employer-specific human capital or the outcome of a sorting process. Since employer-
specific human capital pays no returns with another employer, higher levels of employer-
specific skills should decrease the probability of quitting. Employer-specific human
capital should increase with tenure, but at a decreasing rate, so that the coefficient of
tenure should be negative and the coefficient of tenure-squared positive. The view of
tenure as resulting from a matching process leads to the same predictions, since those

employees who remain with a firm are those who are best matched to their jobs.

Union While union wage premiums should be accounted for by the wage residual
variable, to the extent that union agreements provide additional, non-pecuniary
advantages, workers covered by these agreements should be less likely to quit than

other workers. This variable should thus have a negative coefficient.

Region Workers are less likely to quit their employment in areas with depressed labour
markets, so that the coefficients of the regional variables should be negative and

increasing from East to West (decreasing in absolute value).

Schooling If job search costs are greater for workers with more schooling, they might
be less likely to quit their jobs. Here, as in the previous model, however, the schooling
variables did not have statistically significant effects in preliminary versions of the model

and are therefore omitted from the version of the model presented in this report.

Occupation Once again, the occupational categories included in the model are those
which proved to have statistically significant effects in preliminary estimates, with the
service occupations being the omitted category in the initial estimates. The probability
of quitting should be lower in occupations for which a job search is relatively expensive
or in which the individual’s occupational status results from an internal promotion
ladder. The second situation may explain the negative coefficients found for managerial,

technical and supervisory occupational categories in this model.

Industry Individuals are less likely to quit jobs in industries which offer better pay than

the general labour market. (Industry was not included in the wage equation used to
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construct the wage residuals because it is not a personal characteristic of individual
workers.) Government is the most plausible candidate for such an industry. Certain
industries are characterized by low wages and relative ease in finding jobs in the
industry, the hotel and restaurant industry being one of the best examples. Individuals
should be more likely to quit jobs in these industries. The industries included were once

again selected on the basis of preliminary estimates.

Results

The results of logit estimation of this model are given in Table 7. As in the job loss
model, the estimated coefficients are essentially as predicted and are statistically
significant for the most part. The one striking misprediction is that being a head-of-

household increases the predicted probability of quitting instead of decreasing it.

Sex and visible minority status do not have statistically significant effects on the
probability of quitting. The wage residual variable has the predicted positive sign and
is quite large. Again, the indicators of goodness-of-fit are at satisfactory levels.

The probability of quitting diminishes with age, at a decreasing rate, indicating that their
shorter time horizon for returns to job search makes older workers less likely to quit than
younger workers. Tenure has a strong negative effect on the predicted probability of
quitting. The regional variables have the predicted east to west gradient in their effects
on the probability of quitting. Managerial and supervisory occupations have the largest
negative effects on the probability of quitting. Government work has the predicted
negative effect on the probability of quitting, and hotel and restaurant work has the

predicted positive effect.

Using the same basic examples as in the previous model--a 35 year old woman and a
35 year old man, each a head-of-household, living in Ontario, working in a sales
occupation in the retail industry with 10 years of job tenure, and earning exactly the
predicted wage--we find that each has a 4% predicted probability of quitting during the
year. |f we make each a supervisor in government, the predicted probability of quitting

falls to 1%.
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In contrast, if we consider, the case of a man and a woman each of whom is 25 years
old, not the head of a household and has just started working in retail sales, the
expected probability of quitting is at 32% for the man and at 31% for the woman.
Almost all of the change in the predicted probabilities of quitting (relative to the basic

example) is due to the effects of the difference in age and tenure.
The impact of the wage residual variable is relatively small. For instance, having a wage

which is half the predicted wage increases the predicted quit probability by about half

as much as being in a sales occupation, rather than being a supervisor.
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Table 7

Logit estimate: Probability of quit
(1 = quit; 0 = did not quit)

“ Explanatory Variables I Coefficient (s.e.) I
Constant AES0ST (B2 23) ="
Job 1 wage residual .6748 (.0504)***
Woman -.0343 (.0523)
Visible minority .1282 (.0915)
Head-of-household .2481 (.0499)***
Age -.0749 (.0144)***
Age? .0004 (.0002)*
Tenure -.0200 (.0009)***
Tenure* X 10* .3487 {.0325)***
Union -.7990 (.0583)***

Regions
Maritime -.4459 (.0985)***
Quebec - 4178 (068" ¢ *
Ontario omitted
Prairies -.2488 (.0626)***
British Columbia -.3383 (.0763)***
Occupation
Manager . 3686 M0 7E)NE
Technical = 32BN 1(a8] 14 6)F >
Supervisor , -.5809 (.1377)***
Clerical - 1311 (.0636)**
Industry
Construction SO 1 026) A
Retail 4252 (.0629)***
Government -.3265 (.1284)**
Hotel & restaurant W7 OR L0720
Business services 3348 (0g12)**"
Other services SN Q8IS

Universe: Persons employed in 1987 who did not lose a job in 1987
n=31210, positive responses =3105
r=.557, -2 log likelihood = 14382
-2 log likelihood for intercept only = 20905

* statistically significant at 10% level, two sided t-test

** statistically significant at 5% level, two sided t-test
*+* statistically significant at 1% level, two sided t-test
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4.3 Promotions

Description of the model

The universe for this model is all persons who worked for the same employer throughout
1987. The dependent variable is a dichotomous variable with the value 1 for persons
who were promoted during the year and O for persons who were not promoted. The
definition of promotion used here differs from the definition used for the tables of
Section 3. Itis all persons who had two jobs with the same employer in 1987 and who
were either in the promotions sample or had a wage gain of 10% or more from the first

to the second job.

The explanatory variables included in the model are defined in the description of the job

loss model. Their predicted effects are:

Job 1 wage residual The excess of the predicted over the actual wage among persons
who had more than one job with the same employer serves as an indicator of individuals
who had higher than average productivity at their first job and thus were more likely to

be promoted. If so, the coefficient of this variable should be positive.

Woman Included to capture the effect of sex on the probability of promotion.

Visible minority Included to capture the effect of visible minority status on the

probability of promotion.

Head-of-household Heads-of-household may be more diligent workers (or at |least
perceived as such by employers) and hence more likely to be promoted.

Age Age is used here as a measure of the rate of accumulation of general human
capital. The rate at which an individual receives promotions should be a direct function
of the individual’s rate of human capital accumulation. Since human capital
accumulation declines with age, the coefficient of age should be negative. (Age-squared
was included in preliminary estimates but had very little effect and is therefore omitted

in the model presented here.)
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Tenure and Tenure? Tenure with the employer (measured in months) can be viewed as
a measure of employer-specific human capital. The rate of accumulation of employer-
specific human capital should decline over time; consequently, the coefficient of tenure
should be negative. The tenure-squared variable is included to capture non-linearity in
the relation between the rate of specific human capital investment and job tenure, and
should have a positive coefficient. As suggested in Section 2.5, promotions could also
be viewed as the outcome of a job matching process. [f so, the predicted signs for
tenure and tenure-squared would be negative and positive respectively, because
individuals are better matched to employers and job levels over time, not because of the

acquisition of employer-specific job skills.

Union The internal labour market model suggests that union workers are employed in
firms with well-organized promotional ladders, with promotion being a function of
seniority. If this is typical of unionized work, the coefficient of the union variable should

be positive.

Region Promotions are less likely to occur in areas with depressed labour markets,
where' companies are contracting their workforces. Hence the coefficients of the
regional variables should be negative and increasing from East to West (decreasing in

absolute value).

Schooling Schooling levels are probably related to rates of human capital accumulation
in two ways. First, individuals may acquire the ability to learn more rapidly through
schooling. Second, individuals with a greater innate ability to learn (if there are
differences in innate ability to learn) will be those who tend to acquire the most
schooling. All of these arguments imply that increased schooling should increase the

probability of promotion.

Occupation As in the other two models, the occupational categories included are those
which proved to have statistically significant effects in preliminary estimates, with
service occupations being the omitted category in the initial estimates. Since, in these
preliminary estimates, the three blue collar occupational categories (skilled, semi-skilled

and other manual occupations) had nearly identical coefficients (and were the only
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occupational categories with statistically significant effects), they are combined here
into a single category. "Blue collar” is thus a dichotomous variable with the value one
for persons whose first job is in one of these three occupational categories, and zero for

all others.

Industry Industries may vary in the extent to which jobs are organized into promotional
ladders. As above, the industries included are determined by preliminary estimates, with

manufacturing the omitted category in the initial estimates.

Results

The results of logit estimation of this model are given in Table 8. Once again, the signs
of the coefficients are as predicted and, for the most part, the coefficients are
statistically significant at conventional levels. A positive job 1 wage residual increases
the probability of promotion, as predicted, but this effect is not significantly different

from zero.

The relative magnitudes of the schooling coefficients are not as predicted, however, as
the positive effect of "some post-secondary” schooling is greater than that of having
obtained a post-secondary certificate or a university degree. One possible explanation
is that the true coefficients are not in fact different. This hypothesis is certainly not

rejected by t-tests.

The probability of promaotion is greater for women than for men in this model and the
positive coefficient for women is significant at the 10% level. Visible minority status

has no statistically significant effect on the probability of promotion.

Age and tenure have the predicted negative effects on the probability of promotion and
these effects are statistically significant. Working in the eastern third of Canada reduces
the probability of promotion, as do coverage by a union agreement and working in a blue
collar occupation. Working in the financial industry increases the probability of
promotion; working in the health industry or in "other services" decreases this

probability.
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The goodness-of-fit of the model, as measured by a synthetic r, is low at .275. We
would argue that this is because promotions are rare in the course of a year. While
about 10% of the sample for the quits model left their first job during the year, and
about 5% of the sample for the job loss model lost their first job during the year; less
than 2% of the sample for the promotion model were promoted during the year. If, for
example, "promotable” individuals are promoted once every five years on average, there
will be many "promotable” individuals in our sample who will not have been promoted
in the course of the year. Unfortunately, there are no Canadian data on promotions

which cover a longer period and thus would allow us to test this explanation.

Returning to our standard example of a thirty-five year old woman and a thirty-five year
old man, each a head-of-household residing in Ontario, working in a sales occupation in
a retail industry with ten years job tenure and earning the predicted wage, we add a
grade 12 education to the list of characteristics. The predicted probability of promotion
in the year is 2% for the man and 3% for the woman. If one makes both the woman
and the man workers in the financial sector with some post-secondary education, the

promotion probabilities rise to 8% for the woman and 7% for the man.

For a twenty-five year old woman and man, not heads-of household, who have just
begun their jobs (and who reside in Ontario, work in a retail sales job and have a grade
12 education), the predicted promotion probabilities are 7% and 6% respectively. If we
make these twenty-five year olds financial sector workers with some post-secondary

education, their predicted promotion probabilities rise to 20% and 17% respectively.
The effects of the wage residual are once again small, s earning half the predicted

salary only decreases the predicted probability of promotion by about as much as adding

two years of age.
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Logit estimate: Probability of promotion
(1 = promoted; 0 = not promoted)

Explanatory Variables

Coefficient (s.e.)

Constant -1.3978 (.2046)***
Job 1 wage residual .1610 (.1156)
Woman .119954(E11087) *
Visible minority -.2183 (.2239)
Head-of-household .1910 (.1033)*

Age

-.0583 (.0061)***

Tenure

-.0059 (.0015)***

Tenure* X 10*

.1545 (.0446)**"

Union -.0971 (.1000)

Regions
Maritime -.5218 (.2060)**
Quebec -.6821 (1280)**%"*
Ontario omitted
Prairies - 2527 (1258
L British Columbia -.1993 (.1473)
Schooling

Less than Grade 11

-.6287 (.2006)" ~*

Grades 11 to 13

omitted

Some post-secondary

Sl 275) * * *

Post-secondary degree

238 T3 5)"

University degree A0B7 (BISL7), *%

Occupation and Industry }

Blue collar -.4528 (.1323)***
Financial .3757 (.1584)**
Health -.6167 (.1 869+
Other services -. 7437 (r3084}* *

Universe: Persons employed by same employer throughout 1987
n=28105, positive responses =453
r=.275; -2 log likelihood =4725
-2 log likelihood for intercept only =5156

* statistically significant at 10% level, two sided t-test

** statistically significant at 5% level, two sided t-test
*** gstatistically significant at 1% level, two sided t-test
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4.4 Movements Between Jobs And Wage Changes

Description of the models

This section examines the consequences for wages of the movements between jobs
analyzed above. Wage change equations are estimated for the job loss, quit and two
jobs with a single employer samples and are described in Section 3. The natural
logarithm of the ratio of the wage at the second job to the wage at the first job is the

dependent variable in these models.

Occupational and industrial variables were included in preliminary versions of the
models, but at best had marginally significant effects in a few cases. These variables
are therefore omitted from the final version reported here. Detailed visible minority
categories and an aboriginal groups indicator were also included in preliminary versions
of the models, but only rarely had a significant effect, and so were omitted from the

models.

The definitions of the explanatory variables are given in Section 4.1. Their predicted

effects in each model are as follows:

Woman This variable is included to capture the effect of sex on wages at the second
job. While women have lower wages than men, it is not clear that their wage gains (or
losses) following various types of job changes should be different from men’s. It is
sometimes argued that women are more likely than men to quit jobs for family reasons.
If this is widespread, it should result in a negative coefficient for this variable in the job

quit equation.
Visible mingrity This variable is included to capture the effect of visible minority status
on wages at the second job. There is no strong reason to think that wage gains or

losses by visible minorities should differ from Whites'.

Head-of-household Heads-of-household might have larger earnings losses following job

losses because their financial resources available for job search are less.
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Age and Age? Age is included in these models as a measure of general human capital.
in the model for two jobs with the same employer, wage gains should slow with age,
as levels of human capital investment decrease. If the slowing of human capital
investment is more rapid at low levels of human capital than at high levels, the

coefficient of age-squared should be positive.

Age should also have a negative coefficient in the two models involving a change of
employer, as the potential returns of job search decrease with age, due to the shortening

of the time available in which to earn these returns.

Tenure and Tenure? Tenure at the first job can be viewed as a measure of human
capital specific to the employer of the first job. In the job loss model, tenure would then
have no effect, since job skills that are specific to one employer pay no returns to
another employer. In the model for persons with two jobs with a single employer, tenure
would have a negative effect on growth of earnings because the rate of investment in

employer-specific job skills declines as tenure increases.

A mixed sorting-specific human capital model could explain the negative coefficient for
tenure found in the quit model. Persons with large amounts of tenure who quit a job
have belatedly discovered that they are not well-matched, compared to their
opportunities in the labour market. Their earnings gains from quitting are less than
those of persons who quit with less tenure, as those who quit with more tenure must

sacrifice the returns their employer-specific human capital would have earned.

Union If union status pays a wage premium, loss of a union job is likely to decrease
wage gains between jobs. For quits, union status may increase wage gains between
jobs by making it possible to obtain a second job with union status (for instance,
through hiring halls). Also, if union members regularly receive larger wage gains than
others, the effect of this variable in the models for quits and job changes with a single

employer should be positive as well.

Regions Wage gains should be smaller in slacker labour markets. Since Ontario is once

again the omitted region, this would imply negative regional coefficients.
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Schooling If employers regard schooling as an easily verified signal of ability or levels
of general human capital, they may be more likely to hire persons with higher levels of
schooling. This would tend to diminish wage losses (or increase wage gains) following
job loss. There is no reason for schooling to have an effect on wage gains in the other

two models.

Results The estimates of these models, by ordinary least squares, are given in Table
9. For the most part, where definite predictions were made for the
coefficients, these predictions have been confirmed by the estimates. Thus,
tenure has a negative effect on wage gains in the two jobs for the single
employer model and in the quit model and no significant effect in the job loss
model. Women have smaller wage gains than men following quits. Union
coverage at the first job decreases the wage gain following job loss (but also

following quits).

The principal impression one gets from examining these estimates, however, is that the
wage gain models are not very successful. Many of the coefficients are not statistically
significant and the predictive power of the models (as measured by r?) is low.'? In
fact, for predictive purposes, one would be just as well off if one simply applied the

mean value of wage gains for each sample to all members of the sample.

One reason for these poor results is that it is undoubtedly easier to predict wage levels
than to predict changes in wage levels. Another is that there is probably a substantial
degree of measurement error in each of the wage variables that went into the wage
change model (see Section 3). These errors probably tend to reinforce each other,
rather than to cancel, as in a wage level equation. The result would be a high level of
variance in wage change which cannot be explained by our model--this is exactly what

we notice.

The model r? is quite comparable to estimates of wage change equations reported by other authors. See,
for example, Corcoran et al (1983}, table 1, or Bartel and Borjas (1981), Tables 2.4 and 2.5.
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Explanatory Variables

Table 9

Regression estimates of wage change
Dependent variable: log (new wage/old wage)

SAMPLE

2 jobs, 1 employer

Job loss

Quit

Coefficient (s.e.)

Coefficient (s.e.)

Coefficient {s.e.)

{new wage/old wage)

* statistically significant at 10% level, two sided t-test
** statistically significant at 5% level, two sided t-test
*** statistically significant at 1% level, two sided t-test
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Constant .0541 (.1277) .0609 (.0982) .1713 {(.0852)
Woman -.0341 (.0247) -.0187 (.0219) -.0426 (.0168)**
Visible Minority -.0324 {.0523) .0375 (.0468) -.0225 {.0328)
Head-of-household -.0495 (.0251)°* .0110 (.0222) -.0089 1.0174)
Age .0071 (.0073) .0013 {.0058) .0001 (.0052)
Age’ X 10* -1.2365 (.9665) .3025 (.7734) -.1205 (.7049)
Tenure -.0010 (.0002)*** .0003 (.0004) -.0012{.Q003)F =
Tenure? X 10° .8810 (.2205)*** -.2305 (.3488) 11128011258 )=
Union -.0374 (.0238) - 1962l 0287) =3 = 1205, (02 1F2k

Regions
Maritime .0217 (.0465) -.0652 (.0330)** -.0241 (.0335)
Québec .0030 (.0329) .0051 (.02586) .0397 (.0208)
Ontario omitted omitted omitted
Prairies .0412 (.0311) -.0919 (.0287)*** -.0238. (.0223)
British Columbia .00089 (.0346) -.0283 (.0326) -.0126 (.0271)

Schooling
<Grade 11 .0696 (.0402)* .0245 (.0244) .0161 (.0223)
Grades 11 to 13 omitted omitted omitted
Some post-secondary .0124 (.0329) .0562 (.0350) -.0108 (.0262)
Post-secondary cert. .0097 (.0334) KOBOBLCO3T) .0379 (.0235)
University degree -.0090 (.0317) LO0ZAT (L6352 et -.0073 {.0257)

n 1051 1751 NOS

r? (corrected for d. of f.) .031 .041 .022

Dependent variable mean .0508 .0367 =4/(010j]

Geometric mean of 1.0522 1.0374

7.40563
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5. Conclusions

The substance of this report began with a review of the economic literature relevant to this
study. Out of necessity, a broad range of subjects were touched on, including the economic
theory of discrimination, human capital theory, the economic theory of turnover and its
consequences for earnings, empirical studies of turnover (with particular attention to studies
which examined race and sex difference in turnover behaviour) and empirical studies of

promotion.

The theoretical literature examined played an essential role in constructing the models of
various forms of job changes and of wage changes following a job change. Unfortunately,
there is very little in this theoretical literature to suggest why women or members of visible
minorities might differ from White males in their job change behaviour or in its results for

wages.

Theories of discrimination offer various mechanisms by which the wages of various labour
market minorities are lowered, relative to the wages of a favcured group. Human capital
theory suggests that women may invest less in market-related job skills than men because
women are less attached to the labour market. It is easily seen that if women or visible
minorities are discriminated against in the labour market, they may tend to invest less in their
human capital than White men. If so, lower levels of investment in employer-specific human
capital might lead to higher quit and layoff rates for these groups. There is very little empirical

evidence--and none in this study--which provides support for this hypothesis.

Job matching theory views job mobility as the result of a process in which workers attempt
to find the most suitable job and employers attempt to find the most suitable workers for a
given job. As employers learn their workers’ abilities they discharge the least able; as workers
acquire information about their prospects with the employer they decide either to remain or
to quit. This selection by both workers and employers should lead to increasingly good

matches as time with the employer increases.

It is difficult to go from these ideas to a theory of differences in job mobility between women

and men or between Whites and members of visible minorities. There does not seem to be
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any particular reason why women should require a greater or alesser wage premium than men
to induce them to quit a job. Or that given that a visible minority’s wage levels are less than

Whites’, that the proportional change in wages following a layoff should be different.

Granted, one might point out (as do proponents of the dual labour market approach) that
labour market minorities may be concentrated in occupations or industries with high levels of
layoffs, or with low wages and consequently a high level of quits. But the appropriate
theories then are those explaining the industrial and occupational distribution of labour market
minorities. These are not theories as to why, all else equal, these groups might have different

quit propensities or different risks of layoffs than White men.

One interesting point which has received some attention from labour market researchers is
that women may be more likely than men to quit jobs for family-related reasons. One would
expect such quits to result in smaller wage gains than those made to accept or to seek a
better job. Thus, one would predict that women would have smaller wage gains than men;
ideally, one would distinguish quits for labour market related reasons from quits for family-

related reasons.

There are very few explicit economic theories of promotions. If one views promotion simply
as one form of wage growth, the human capital theory of investment in employer-specific job
skills applies. Human capital theory predicts that women will invest less in human capital over
their lifetime than men, because women plan to spend more time out of the labour force. If

so, women would have fewer promotions.

Sorting theory could easily be extended to promotions. In fact, part of the information a
worker acquires during a stay with an employer is information on the expected growth of
earnings. Most of the information an employer acquires is information on the worker’s
competence, presumably including competence for higher positions. Employers could thus
sort workers into "out", "up" and "stay" groups, each worker eventually reaching a maximum
level of competence. There does not seem to be any strong reason for such a process to
result in differential treatment of labour market minorities. Of course there nevertheless may

be differential treatment. If so, it should appear in empirical models.
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As for the empirical models, they give no strong evidence of differences between men and
women or visible minorities and Whites in quit behaviour, risk of job loss, chances of
promotion, or wage changes following various types of job changes. Thereis nothing in these
models like the persistent differences in wages between men or women and visible minorities
and Whites found in wage regression models. Firm case studies show some evidence of
unfavourable treatment for women managers and professionals in the promotion process, but

our economy-wide study reveals that women are more likely to receive promotions.

Turning to the results of this study, we saw that wage gains are greatest for job changes
resulting from promotion and least for those resulting from job loss. Promotion moves
workers towards managerial jobs; it moves women workers away from clerical, sales and
service jobs. The other types of job changes change the occupational distribution very little

from the first to the second job.

The estimated total number of promotions from our sample is about 115,000. For various
reasons connected with the construction of the sample, this is probably an underestimate of
promotions in the Canadian economy in a given year. Women had more total promotions than
men. Three-fifths of all women who were promoted came from clerical and professional
occupations, while the leading source of promotions for men is managerial occupations. Most
persons whose second job was a managerial job had quit their first job, simply because quits
are by far the largest source of job changes. However, the promotions sample had by far the
largest percentage of persons moving into managerial positions of any of the job change

samples.

The results of our job loss model show that women are less likely to lose jobs than men, all
else being equal. Visible minority status had no significant effect on the probability of job loss.
Other variables included in the model had their predicted effects. The quit model shows no
significant effect of either sex or visible minority status on the probability of quitting a job.

Again, most of the other explanatory variables had their predicted effects.

The promotions model was less successful than the other two in terms of "goodness-of-fit"
or "predictive power”. We argue that this is because promotion is a scarce event in our

sample. Inany event, most of the variables in the model are statistically significant and have
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the predicted effect. Being a woman increases the probability of promotion in the model; this

effect is significant at the 10% level. Visible minority status has no significant effect.

Finally, the models of wage changes following job losses, quits and job changes with a single
employer are not very successful, either in terms of their predictive power or in terms of the
number of variables with statistically significant effects. Being a woman decreases the
predicted wage change following a quit; this result is statistically significant at the 5% level.
Sex and visible minority status do not have any statistically significant effects elsewhere in

the wage gain equations.

There is very little evidence to be found in this study of different treatment of visible
minorities in job movements within and between firms. Women seem to be somewhat
favoured in that they are less likely to lose their jobs and more likely to be promoted. Since
there is no evidence here for differences in quit behaviour between labour market minorities
and White men, labour market theories of income differences between men and women which

are based on differences in voluntary turnover receive no support from this study.

The only trace of disadvantage for women or visible minorities is in lower levels of wage gains
for women following a quit. Further research on this point would be worthwhile. The sample
size of the quit group would allow estimating separate quit and wage gain after quit models
for women and men; in doing so, quits for family reasons should be distinguished from quits

to seek or to accept a better job.

Case studies of promotions among managers seem to find a disadvantage for women, unlike
the advantage found in our economy-wide study. The difficulty with a case study approach
is that its conclusions are only valid for the occupations studied within the firm or group of
firms studied. The disadvantage of an economy-wide sample for researching issues such as
promotions among managers is that the sample size of employment equity designated groups

will be very small and that data on performance evaluations will not be available.

There are two possible solutions, if promotion of managers is judged to be of sufficient
interest to warrant further study. One is to commission an economy-wide survey of

managers. The other is to encourage companies covered by the employment equity program
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to carry out studies of managerial promotions themselves, as part of their employment equity
monitoring activities. Firm-initiated managerial promotion studies could follow a standard

methodology prepared by Employment Equity.

In closing, this study found no strong evidence of disadvantage for women and visible
minority groups in movements between jobs. Perhaps this suggests that the focus of
employment equity research on the labour market should be on the process of assignment to
jobs when workers first enter or re-enter the labour market, rather than on the effects of

movements between jobs.
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Appendix Table 1

Weighted and unweighted sample sizes by sex and visible minority status

Two jobs, one employer:

Unweighted 3,105

Non-promotional

Sample Total Women Men Visible
Minority

Changed employers:

Job loss:

Weighted (thousands) 364 132 231 27

Unweighted 1,751 623 1,128 104

Quit:

Weighted (thousands) 802 369 433 7S
1,472 1,633 225

Weighted (thousands) 152 69 82 12
Unweighted 622 286 336 38
Promotions

Weighted (thousands) 116 63 53 5
Unweighted 429 222 207 17
One job

Weighted (thousands) 9,406 4,340 5,066 750
Unweighted 40,203 18.809 21,394 2,546
All samples

Weighted (thousands) 10,840 4,974 5,866 869
Unweighted (thousands) 46,110 21,412 24,698 2,930
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Appendix Table 2

Regression estimates of log (job 1 wage)
Dependent variable: log (job 1 wage)

Explanatory variable Coefficient (s.e.) “
Constant 119265 (.0262)* * *

Visible minority

Woman -.2072 (.0058)***
Head of household .0768 (.0054)"**
Age .0469 (.0013)***
Age* -.0C05 (.0000)***
Tenure .0010 (.0000)***
Tenure’ X 10° JR7C003g)= "
Union 2016 (.0049)***

—_—

Asian, not Indian, or Pakistani

-.0827 (.0205)***

Indian and Pakistani

-.1108 (.0194)***

Black

-.1229 (.0208)***

Aboriginal groups

-.0228 (.0193)

Aboriginal Groups

Arab and North African -.0385 (.0261)
Hispanic -.1202 (.0271)***
e ———— el e

| Aboriginal groups | -.0228 (.0193)
8 S —— o oe————

Regions
Maritime -.1505 (.0089)***
Quebec -.0389 (.0056)***
Ontario omitted
Prairies -.0408 (.0065)***

British Columbia

Schooling

.0249 (.0076)***

Less than grade 11

-.1152 (.0064)***

Grades 11 to 13

omitted

Some post-secondary

.0609 (.0080)***

Post-secondary degree

J O G068] ™

University Degree

Occupation

I ey S FE—— — S —— o T T et T e M L S

L2BST=CE0 7" *

.2468 (.0108)***

Manager

Professional

228N (OO

Semi-professional

.1354 (.0133)***

Supervisory

.1637 (.0134)***

Clerical .0765 (.0101)**"
Sales omitted
Service -.1364 (.0113)***

Skilled manual

N 7L RS **

Semi-skilled manual

{0 BEIREONRIG)S ==

Other manual

-.0144(.0106)

Universe: persons employed in 1987

n=32961, r? (corrected for d. of f.i

.415, dependent variable mean = 3.0890

geometric mean of log (job 1 wage) = $21.96
* statistically significant at 10% level, two sided t-test
** statistically significant at 5% level, two sided t-test
**+ gstatistically significant at 1% level, two sided t-test
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APPENDIX A

LIST OF STANDARD OCCUPATIONAL
CLASSIFICATION (SOC) UNIT GROUP CODES
BY EMPLOYMENT EQUITY OCCUPATIONAL GROUPS
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List of Standard Occupational Classification (SOC) Unit Group Codes by

Employment Equity Occupational Groups

1111
1113
1130

. Upper Level Managers

Members of Legislative Bodies
Government Administrators
General Managers and Other Senior Officials

Middle and Other Managers

1S
1116
1119
1131
1132
1133
1134
1185
1136
1137
1141
1142
1143
1145
1146
1147
1149
1173
1174
LETS
1176
Li79
5191

Post Office Management Occupations

Inspectors and Regulatory Officers, Government

Officials and Administrators Unique to Government, n.e.c.
Management Occupations, Natural Sciences and Engineering
Management Occupations, Social Sciences and Related Fields
Administrators in Teaching and Related Fields

Administrators in Medicine and Health

Financial Management Occupations

Personnel and Industrial Relations Management Occupations
Sales and Advertising Management Occupations

Purchasing Management Occupations

Services Management Occupations

Production Management Occupations

Management Occupations, Construction Operations

Farm Management Occupations

Management Occupations, Transport and Communications Operations
Other Managers and Administrators, n.e.c.

Organization and Methods Analysts

Personnel and Related Officers

Purchasing Officers and Buyers, Except Wholesale and Retail Trade
Inspectors and Regulatory Officers, n.e.c.

Occupations Related to Management and Administration, n.e.c.
Buyers, Wholesale and Retail Trade

Professionals

LTy
Py
212
2113
2114
2134
2133

Accountants, Auditors and Other Financial Officers
Chemists

Geologists

Physicists

Meteorologists

Agriculturists and Related Scientists

Biologists and Related Scientists



2139
2141
2142
2143
2144
2145
2146
2147
2151
2153
2154
2155
2156
2157
2138
2181
2183
2311
2313
2345
2319
2331
2339
2341
2343
2349
2350
2851
2359
2391
2399
Tk
2513
2519
11
2719
2731
2733
2739
2791
VALY
2795
3795
2799
Wil
3113
JLLS
MY

Occupations in Life Sciences, n.e.c.

Architects

Chemical Engineers

Civil Engineers

Electrical Engineers

Industrial Engineers

Agricultural Engineers

Mechanical Engineers

Metallurgical Engineers

Mining Engineers

Petroleum Engineers

Aerospace Engineers

Nuclear Engineers

Community Planners

Professional Engineers, n.e.c.

Mathematicians, Statisticians and Actuaries

Systems Analysts, Computer Programmers and Related Occupations
Economists

Sociologists, Anthropologists and Related Social Scientists
Psychologists

Occupations in Social Sciences, n.e.c.

Social Workers

Occupations in Social Work and Related Fields, n.e.c.

Judges and Magistrates

Lawyers and Notaries

Occupations in Law and Jurisprudence, n.e.c.

Supervisors: Occupations in Library, Museum and Archival Sciences
Librarians, Archivists and Conservators

Occupations in Library, Museum and Archival Sciences, n.e.c.
Educational and Vocational Counsellors

Other Occupations in Social Sciences and Related Fields, n.e.c.
Ministers of Religion

Nuns and Brothers

Occupations in Religion, n.e.c.

University Teachers

University Teaching and Related Occupations, n.e.c.
Elementary and Kindergarten Teachers

Secondary School Teachers

Elementary and Secondary School Teaching and Related Occupations, n.e.c.
Community College and Vocational School Teachers

Fine Arts Teachers, n.e.c.

Post-secondary School Teachers, n.e.c.

Teachers of Exceptional Students, n.e.c.

Other Teaching and Related Occupations, n.e.c.

Physicians and Surgeons

Dentists

Veterinarians

Osteopaths and Chiropractors
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3119 Health Diagnosing and Treating Occupations, n.e.c.
3130 Supervisors: Nursing, Therapy and Related Assisting Occupations
3131 Nurses, Registered, Graduate and Nurses-in-Training
3136 Audio and Speech Therapists

3137 Physiotherapists

3138 Occupational Therapists

3151 Pharmacists

3152 Dietitians and Nutritionists

3153 Optometrists

3355 Translators and Interpreters

6116 Commissioned Officers, Armed Forces

. Semi-Professionals and Technicians

2117 Physical Sciences Technologists and Technicians

2119 Occupations and Physical Sciences, n.e.c.

2135 Life Sciences Technologists and Technicians

2160 Supervisors: Other Occupations in Architecture and Engineering
2161 Surveyors

2163 Draughting Occupations

2164 Architectural Technologists and Technicians

2165 Engineering Technologists and Technicians

2169 Other Occupations in Architecture and Engineering, n.e.c.
2189 Occupations in Mathematics, Statistics, systems Analysis and Related Fields, n.e.c.
2333 Occupations in Welfare and Community Services

2353 Technicians in Library, Museum and Archival Sciences
2797 Instructors and Training Officers, n.e.c.

3134 Registered Nursing Assistants

3139 Nursing, Therapy and Related Assisting Occupations, n.e.c.
3154 Dispensing Opticians

3155 Radiological Technologists and Technicians

3156 Medical Laboratory Technologists and Technicians

3157 Denturists

3158 Dental Hygienists and Dental Assistants

3161 Dental Laboratory Technicians

3162 Respiratory Technicians

3169 Other Occupations in Medicine and Health, n.e.c.

3311 Painters, Sculptors and Related Artists

3313 Product and Interior Designers

3314 Advertising and Illustrating Artists

3315 Photographers and Camera Operators

3319 Occupations in Fine and Commercial Art, Photography and Related Fields, n.e.c.
3330 Producers and Directors, Performing and Audio-visual Arts
3331 Conductors, Composers and Arrangers

3332 Musicians and Singers
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3333
3334
2335
3837
3339
3351
3359
3360
3370
3371
3373
6141
9111
9551

Occupations Related to Music and Musical Entertainment, n.e.c.
Dancers and Choreographers

Actors/Actresses

Radio and Television Announcers

Occupations in Performing and Audio-visual Arts, n.e.c.
Writers and Editors

Occupations in Writing, n.e.c.

Supervisors:

Occupations in Sports and Recreation

Coachers, Trainers and Instructors, Sports and Recreation
Referees and Related Officials

Athletes

Funeral Directors, Embalmers and Related Occupations
Air Pilots, Navigators and Flight Engineers
Radio and Television Broadcasting Equipment Operators

Supervisors

4110
4130
4140
4150
4160
4170
4190
5130
5170
5190
6120
6130

Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:
Supervisors:

Stenographic and Typing Occupations

Bookkeeping, Account-recording and Related Occupations

Office Machine and electronic Data-processing Equipment Operators
Material Recording, Scheduling and Distributing Occupations
Library, File and Correspondence Clerks and Related Occupations
Reception, Information, Mail and Message Distribution Occupations
Other Clerical and Related Occupations, n.e.c.

Sales Occupations, Commodities

Sales Occupations, Services

Other Sales Occupations

Food and Beverage Preparation and Related Service Occupations
Occupations in Lodging and Other Accommodation

Foremen/Women

6160

Supervisors: Apparel and Furnishing Service Occupations

Supervisors: Other Service Occupation (Janitors, Char Workers)

Foremen/women: Other Farming, Horticultural and Animal Husbandry Occupations
Foremen/women: Forestry and Logging Occupations

Foremen/women: Mining and Quarrying Including Oil and Gas Field Occupations
Foremen/women: Mineral Ore Treating Occupations

Foremen/women: Metal Processing and Related Occupations

Foremen/women: Clay, Glass and Stone Processing, Forming and Related Occupations
Foremen/women: Chemicals, Petroleum, Rubber, Plastic and Related Materials Processing
Occupations

Food, Beverage and Related Processing Occupations

Wood Processing Occupations, Except Pulp and Papermaking

Pulp and Papermaking and Related Occupations

6190
7180
7510
7710
8810
8130
8150
8160

8210
8230
8250

Foremen/women:
Foremen/women:
Foremen/women:
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3260
8290
8310
8330
8350
8370
8390
8510
8530

8540
8550

8570

8580
8590
8710
3730

8780
9110
9130
9170
9190
9310
9510
9530

9550

9590
9910

Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:

Foremen/women:
Foremen/women:

Foremen/women:

Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:

Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:
Foremen/women:

Foremen/women:

Foremen/women:

Textile Processing Occupations

Other Processing Occupations

Metal Machining Occupations

Metal Shaping and Forming Occupationis Except Machining

Wood Machining Occupations

Clay, Glass, Stone and Related Materials Machining Occupations
Other Machining and Related Occupations, n.e.c.

Fabricating and Assembling Occupations: Metal Products, n.e.c.
Fabricating, Assembling, Installing and Repairing Occupations:
Electrical, Electronic and Related Equipment

Fabricating, Assembling and Repairing Occupations: Wood Products
Fabricating, Assembling and Repairing Occupations: Textile, Fur and
Leather Products

Fabricating, Assembling and Repairing Occupations:
and Related Products

Mechanics and Repairers, n.e.c.

Other Product Fabricating, Assembling and Repairing Occupations
Excavating, Grading, Paving and Related Occupations

Electrical Power, Lighting and Wire communications Equipment
erecting, Installing and Repairing Occupations

Other Construction Trades Occupations

Air Transport Operating Occupations

Railway Transport Operating Occupations

Motor Transport Operating Occupations

Other Transport Equipment Operating Occupations

Material Handling and Related Occupations, n.e.c.

Printing and Related Occupations

Stationary Engine and Utilities Equipment Operating and Related
Occupations

Electronic and Related Communications
Occupations, n.e.c.

Other Crafts and Equipment Operating Occupations, n.e.c.

Rubber, Plastic

Equipment Operating

Supervisor and Foremen/women: n.e.c.

Clerical Workers

4111
4113
4131
4133
4135
4137
4139
4141
4143
4151

Secretaries and Stenographers

Typists and Clerk-typists

Bookkeepers and Accounting Clerks
Cashiers and Tellers

Insurance, Bank and Other Finance Clerks

Statistical Clerks

Bookkeeping, Account-recording and Related Occupations, n.e.c.
Office Machine Operators
Electronic Data-processing Equipment Operators

Production Clerks
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4153
4155
4157
4159
4161
4169
4171
4172
4173
4175
4177
4179
4191
4192
4193
4194
4195
4197
4199

31
5133
5135
5141
5143
5145
5149
S
3172
3173
5174
5177
72
5188
S8

3132
3035
3375
3379
6112

Shipping and Receiving Clerks

Stock Clerks and Related Occupations

Weighers

Material Recording, Scheduling and Distributing Occupations, n.e.c.
Library and File Clerks

Library, File and Correspondence Clerks and Related Occupations, n.e.c.
Receptionists and Information Clerks

Mail Carriers

Mail and Postal Clerks

Telephone Operators

Messengers

Reception, Information, Mail and Message Distribution Occupations, n.e.c.
Collectors

Claim Adjusters

Travel Clerks, Ticket, Station and Freight Agents

Hotel Clerks

Personnel Clerks

General Office Clerks

Other Clerical and Related Occupations, n.e.c.

. Sales Workers

Technical Sales Occupations and Related Advisers
Commercial Travellers

Sales Clerks and Salespersons, Commodities, n.e.c.
Street Vendors and Door-to-door Sales Occupations
Newspapers Carriers and Vendors

Service Station Attendants

Sales Occupations: Commodities, n.e.c.

Insurance Sales Occupations

Real Estate Sales Occupations

Sales Agents and Traders, Securities

Advertising Sales Occupations

Business Services Sales Occupations

Sales Occupations: Services, n.e.c.

Route Drivers

Other Sales Occupations, n.e.c.

. Service Workers

Orderlies

Nursing Attendants

Attendants, Sports and Recreation
Occupations in Sports and Recreation, n.e.c.
Police Officers and Detectives, Government
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6113
6115
6117
6119
6121
6123
6125
6129
6133
6135
6139
6142
6143
6144
6145
6147
6149
6198
6199

Police Agents and Investigators, Private

Guards and Related Security Occupations

Other Ranks, Armed Forces

Protective Service Occupations, n.e.c.

Chefs and Cooks

Bartenders

Food and Beverage Serving Occupations

Food and Beverage Preparation and Related Service Occupations, n.e.c.
Lodging Cleaners, Except Private Household

Sleeping-car and Baggage Porters

Occupations in Lodging and Other Accommodation, n.e.c.
Housekeepers, Servants and Related Occupations

Barbers, Hairdressers and Related Occupations

Guides

Travel and Related Attendants, Except Food and Beverage

Child-care Occupations

Personal Service Occupations, n.e.c.

Occupations in Labouring and Other Elemental Work: Other Services
Other Service Occupations, n.e.c.

10. Skilled Crafts and Trades

6111
7113
7188
7119
7311
7516
8311
8313
8316
8333
8337
8351
8395
8399
8515
8533
8535
8537
8553
8555
8582
8583
8584
8585

Fire-fighting Occupations

Livestock Farmers

Crop Farmers

Farmers, n.e.c.

Captains and Other Officers, Fishing Vessels

Log Inspecting, Grading, Scaling and Related Occupations

Tool and Die Making Occupations

Machinist and Machine Tool Setting-up Occupations

Inspecting, Testing, Grading and Sampling Occupations: Metal Machining
Sheet Metal Workers

Boilermakers, Platers and Structural Metal Workers

Wood Patternmaking Occupations

Patternmakers and Mouldmakers, n.e.c.

Other Machining and Related Occupations, n.e.c.

Aircraft Fabricating and Assembling Occupations, n.e.c.

Electrical and Related Equipment Installing and Repairing Occupations, n.e.c.
Electronic and Related Equipment Installing and Repairing Cccupations, n.e.c.
Radio and Television Repairers

Tailors and Dressmakers

Furriers

Aircraft Mechanics and Repairers

Rail Transport Equipment Mechanics and Repairers

Industrial, Farm and Construction Machinery Mechanics and Repairers
Business and Commercial Machine Mechanics and Repairers
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8586
8587
8588
8731
8733
8735
8736

8739

8781
8782
8791
8795
8796
9113
9131
9151
9153
9511
9512
9513
9514
9515
9531
9539
9553
9§85
Ll
9539
9504

Inspecting, Testing, Grading and Sampling Occupations: Equipment Repair, n.e.c.
Watch and Clock Repairers

Precision Instrument Mechanics and Repairers

Electrical Power Line Workers and Related Occupations

Construction Electricians and Repairers

Wire Communications and Related Equipment Installing and Repairing Occupations
Inspecting, Testing, Grading and Sampling Occupations: Electrical Power, Lighting and
Wire Communications Equipment Erecting, Installing and Repairing

Electrical Power, Lighting and Wire Communications, Equipment Erecting, Installing and
Repairing Occupations, n.e.c.

Carpenters and Related Occupations

Brick and Stone Masons and Tile Setters

Pipefitting, Plumbing and Related Occupations

Glaziers

Inspecting, Testing, Grading and Sampling Occupations: Other Construction Trades
Air Transport Operating Support Occupations

Locomotive Operating Occupations

Deck Officers

Engineering Officers, Ship

Typesetting and Composing Occupations

Printing Press Occupations

Stereotyping and Electrotyping Occupations

Printing Engraving, Except Photoengraving, Occupations

Photoengraving and Related Occupations

Power Station Operators

Stationary Engine and Utilities Equipment Operating and Related Occupations, n.e.c.
Telegraph Operators

Sound and Video Recording and Reproduction Equipment Operators

Motion Picture Projectionists

Other Electronic and Related Communications Equipment Operating Occupations, n.e.c.
Other Crafts and Equipment Operating Occupations, n.e.c.

11. Semi-Skilled Manual Workers

7183
7185
7196

TI97
7315
a1
71
7715
Ty
719
8115

Livestock Farm Workers

Crop Farm Workers

Inspecting, Testing, Grading and Sampling Occupations: Other Farming, Horticultural and
Animal Husbandry

Farm Machinery Operations

Trapping and Related Occupations

Forestry Conservation Occupations

Rotary Well-drilling and Related Occupations

Blasting Occupations

Mining and Quarrying: Cutting, Handling and Loading Occupations
Mining and Quarrying Including Oil and Gas Field Occupations, n.e.c.
Melting and Roasting Occupations, Mineral Ores
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8116
8131
3135
8146
8155
8156

8165
8176

8235
8251
8256
8267
8271
8296
8319
8331
8335
8336

8339
8356
8373
8376

8379
8391
8396

8523

8525
8526

8536
8546

8581
8589
8591
8592
8783
8784
8786
8787
8793

Inspecting, Testing, Grading and Sampling Occupations: Mineral Ore Treating
Metal Smelting, Converting and Refining Occupations
Metal Rolling Occupations
Inspecting, Testing, Grading and Sampling Occupations: Metal Processing
Forming Occupations, Clay, Glass and Stone
Inspecting, Testing, Grading and Sampling Occupations: Clay, Glass and Stone Processing
and Forming
Distilling, Subliming and Carbonizing Occupations, Chemicals and Related Materials
Inspecting, Testing, Grading and Sampling Occupations: Chemical, Petroleum, Rubber,
Plastic and Related Materials Processing
Wood Treating Occupations
Cellulose Pulp Preparing Occupations
Inspecting, Testing, Grading and Sampling Occupations: Pulp and Papermaking
Textile Weaving Occupations
Knitting Occupations
Inspecting, Testing, Grading and Sampling Occupations: Other Processing
Metal Machining Occupations, n.e.c.
Forging Occupations
Welding and Flame Cutting Occupations
Inspecting, Testing, Grading and Sampling Occupations: Metal Shaping and Forming,
Except Machining
Metal Shaping and Forming Occupations, Except Machining. n.e.c.
Inspecting, Testing, Grading and Sampling Occupations: Wood Machining
Abrading and Polishing Occupations: Clay, Glass, Stone and Related Materials
Inspecting, Testing, Grading and Sampling Occupations: Clay, Glass, Stone and Related
Materials Machining
Clay, Glass, Stone and Related Materials Machining Occupations, n.e.c.
Engravers, Etchers and Related Occupations, n.e.c.
Inspecting, Testing, Grading and Sampling Occupations: Other Machining and Related
Occupations, n.e.c.
Industrial, Farm, Construction and Other Mechanized Equipmznt and Machinery Fabricating
and Assembling Occupations, n.e.c.
Business and Commercial Machines Fabricating and Assembling Occupations, n.e.c.
Inspecting, Testing, Grading and Sampling Occupations: Fabricating and Assembling Metal
Pro@ucfs, n.a.c!
Inspecting, Testing, Grading and Sampling Occupations: Fabricating, Assembling, Installing
and Repairing Electrical, Electronic and Related Equipment
Inspecting, Testing, Grading and Sampling Occupations: Fabricating, Assembling and
Repairing Wood Products
Motor Vehicle Mechanics and Repairers
Other Mechanics and Repairers, n.e.c.
Jewellery and Silverware Fabricating, Assembling and Repairing Occupations
Marine Craft Fabricating, Assembling and Repairing Occupations
Concrete Finishing and Related Occupations
Plasterers and Related Occupations
Insulating Occupations, Construction
Roofing, Waterproofing and Related Occupations
Structural Metal Erectors
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8799
9119
9133
9135
N5
9157
9159
9171
9173
WS
9179
9191
P99
9511
9517
9591
9916
9919

Other Construction Trades Occupations, n.e.c.

Air Transport Operating Occupations, n.e.c.

Conductors and Brake Workers, Railway

Railway Transport Operating Support Occupations

Deck Crew, Ship

Engine and Boiler-room Crew, Ship

Water Transport Operating Occupations, n.e.c.

Bus Drivers

Taxi Drivers and Chauffeurs

Truck Drivers

Motor Transport Operating Occupations, n.e.c.

Subway and Street Railway Operating Occupations

Other Transport Equipment Operating Occupations, n.e.c.
Hoisting Occupations, n.e.c.

Bookbinding and Related Occupations

Photographic Processing Occupations

Inspecting, Testing, Grading and Sampling Occupations: n.e.c.
Other Occupations, n.e.c.

Other Manual Workers

6162
6165
6169
6191
6193
7195
7199
7313
7319
7513
7517
7518
7519
7713
7718

8111
8113
8118
8119
8133
&137
8141
8143
8148

Laundering and Dry Cleaning Occupations

Pressing Occupations

Apparel and Furnishing Service Occupations, n.e.c.

Janitors, Charworkers and Cleaners

Elevator-operating Occupations

Nursery and Related Workers

Other Farming, Horticultural and Animal Husbandry Occupations, n.e.c.
Net, Trap and Line Fishing Occupations

Fishing, Trapping and Related Occupations, n.e.c.

Timber Cutting and Related Occupations

Log Hoisting, Sorting, Moving and Related Occupations

Occupations in Labouring and Other Elemental Work: Forestry and Logging
Forestry and Logging Occupations, n.e.c.

Rock and soil Drilling Occupations

Occupations in Labouring and Other Elemental Work: Mining and Quarrying Including Oil
and Gas Fields

Crushing and Grinding Occupations, Mineral Ores

Mixing, Separating, Filtering and Related Occupations, Mineral Ores
Occupations in Labouring and Other Elemental Work: Mineral Ore Treating
Mineral Ore Treating Occupations, n.e.c.

Metal Heat-treating Occupations

Moulding, Coremaking and Metal Casting Occupations

Metal Extruding and Drawing Occupations

Plating, Metal Spraying and Related Occupations

Occupations in Labouring and Other Elemental Work: Metal Processing
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8149
8151
8153
8158

8159
8161
8163
8167
8171
8173
8178

8179
8211
8213
8215
8217
8221
8223
8225
8226

8227
8228

8229
8231
8233
8236

8238

8239
8253
8258
8259
8261
8263
8265
8273
8275
8276
8278
8279
8293
8295
8298

Metal Processing and Related Occupations, n.e.c.

Furnace and Kiln Workers: Clay, Glass and Stone

Separating, Grinding, Crushing and Mixing Occupations: Clay, Glass and Stone
Occupations in Labouring and Other Elemental Work: Clay, Glass and Stone Processing and
Forming

Clay, Glass and Stone Processing, Forming and Related Occupations, n.e.c.

Mixing and Blending Occupations, Chemical and Related Materials

Filtering, Straining and Separating Occupations, Chemicals and Related Materials
Roasting, Cooking and Drying Occupations, Chemicals and Related Materials

Crushing and Grinding Occupations, Chemicals and Related Materials

Coating and Calendering Occupations, Chemicals and Related Materials

Occupations in Labouring and Other Elemental Work: Chemicals, Petroleum, Rubber,
Plastic and Related Materials Processing

Chemicals, Petroleum, Rubber, Plastic and Related Materials Processing Occupations, n.e.c.
Flour and Grain Milling Occupations

Baking, Confectionery Making and Related Occupations

Slaughtering and Meat Cutting, Canning, Curing and Packing Occupations

Fish Canning, Curing and Packing Occupations

Fruit and Vegetable Canning, Preserving and Packing Occupations

Milk Processing and Related Occupations

Sugar Processing and Related Occupations

Inspecting, Testing, Grading and Sampling Occupations: Food, Beverage and Related
Processing

Beverage Processing and Related Occupations

Occupations in Labouring and Other Elemental Work: Food, Beverage and Related
Processing

Food, Beverage and Related Processing Occupations, n.e.c.

Sawmill Sawyers and Related Occupations

Plywood Making and Related Occupations

Inspecting, Testing, Grading and Samnpling Occupations: Wood Processing, Except Pulp and
Papermaking

Occupations in Labouring and Other Elemental Work: Wood Processing, Except Pulp and
Papermaking .

Wood Processing Occupations, Except Pulp and Papermaking, n.e.c.

Papermaking and Finishing Occupations

Occupations in Labouring and Other Elemental Work: Pulp and Papermaking

Pulp and Papermaking and Related Occupations, n.e.c.

Textile Fibre Preparing Occupations

Textile spinning and Twisting Occupations

Textile Winding and Reeling Occupations

Textile Bleaching and Dyeing Occupations

Textile Finishing and Calendering Occupations

Inspecting, Testing, Grading and Sampling Occupations: Textile Processing

Occupations in Labouring and Other Elemental Work: Textile Processing

Textile Processing Occupations, n.e.c.

Tobacco Processing Occupations

Hide and Pelt Processing Occupations

Occupations in Labouring and Other Elemental Work: Other Processing
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8299
8315
8334
83353
8355
8357
8359
8371
8393
8511
8513
8527
8528

8529
8531
8534
8539

8541
8548

8549
8551
8557
8561
8562
8563
8566

8568
8569
8571
8573
8575
8576
8578
8579
8593
8595
8596

8598

Other Processing Occupations, n.e.c.

Machine Tool Operating Occupations

Metalworking--machine Operators, n.e.c.

Wood Sawing and Related Occupations, n.e.c.

Planing, Turning, Shaping and Related Wood Machining Occupations

Wood Sanding Occupations

Wood Machining Occupations, n.e.c.

Cutting and Shaping Occupations: Clay, Glass, Stone and Related Materials

Filing, Grinding, Buffing, Cleaning and Polishing Occupations, n.e.c.

Engine and Related Equipment Fabricating and Assembling Occupations, n.e.c.

Motor Vehicle Fabricating and Assembling Occupations, n.e.c.

Precision Instruments and Related Equipment Fabricating and Assembling Occupations, n.e.c.
Occupations in Labouring and Other Elemental Work: Fabricating and Assembling Metal
Products, n.e.c.

Other Fabricating and Assembling Occupations: Metal Products, n.e.c.

Electrical and Related Equipment Fabricating and Assembling Occupations

Electronic and Related Equipment Fabricating and Assembling Occupations

Fabricating, Assembling, Installing and Repairing Occupations: Electrical, Electronic and
Related Equipment, n.e.c.

Cabinet and Wood Furniture Makers

Occupations in Labouring and Other Elemental Work: Fabricating, Assembling and
Repairing Wood Products

Fabricating, Assembling and Repairing Occupations: Wood Products, n.e.c.
Patternmaking, Marking and Cutting Occupations: Textile, Fur and Leather Products
Milliners, Hat and Cap Makers

Shoemaking and Repairing Occupations

Upholsterers

Sewing Machine Operators, Textile and Similar Materials

Inspecting, Testing, Grading and Sampling Occupations: Fabricating, Assembling and
Repairing Textile, Fur and Leather Products

Occupations in Labouring and Other Elemental Work: Fabricating, Assembling and
Repairing Textile, Fur and Leather Products

Fabricating, Assembling and Repairing Occupations: Textile, Fur and Leather Products,
n.e.c.

Bonding and Cementing Occupations: Rubber, Plastic and Related Products

Moulding Occupations: Rubber, Plastic and Related Products

Cutting and Finishing Occupations: Rubber, Plastic and Related Products

Inspecting, Testing, Grading and Sampling Occupations: Fabricating, Assembling and
Repairing Rubber, Plastic and Related Products

Occupations in Labouring and Other Elemental Work: Fabricating, Assembling and
Repairing Rubber, Plastic and Related Products

Fabricating, Assembling and Repairing Occupations: Rubber, Plastic and Related Products,
n.e:c.

Paper Product Fabricating and Assembling Occupations

Painting and Decorating Occupations, n.e.c

Inspecting, Testing, Grading and Sampling Occupations: Other Product Fabricating and
Assembling and Repairing

Occupations in Labouring and Other Elemental Work: Other Product Fabricating,
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8599
8711
8713
8715
8718

8719
8738

8785
8798
9138
9198
9313
9314
9345
9317
9318

9319
9518
9519
9918

Assembling and Repairing

Other Product Fabricating, Assembling and Repairing Occupations, n.e.c.

Excavating, Grading and Related Occupations

Paving, Surfacing and Related Occupations

Railway Section and Track Workers

Occupations in Labouring and Other Elemental Work: Excavating, Grading, Paving and
Related Activities

Excavating, Grading, Paving and Related Occupations, n.e.c.

Occupation in Labouring and Other Elemental Work: Electrical Power, Lighting and Wire
communications Equipment Erecting, Installing and Repairing

Painters, Paperhangers and Related Occupations

Occupations in Labouring and Other Elemental Work: Other Construction Trades
Railway Transport Operating Occupations, n.e.c.

Railway Vehicle Operators, Except Rail Transport

Longshore Workers, Stevedores and Freight Handlers

Parcel Carriers, n.e.c.

Material Handling Equipment Operators, n.e.c.

Packaging Occupations, n.e.c.

Occupations in Labouring and Other Elemental Work: Material Handling and Related
Activities, n.e.c.

Other Material Handling and Related Occupations, n.e.c.

Occupations in Labouring and Other Elemental Work: Printing and Related Activities
Printing and Related Occupations, n.e.c.

(9921-9926) Occupations in Labouring and Other Elemental Work: n.e.c.

13. Occupations not Stated

Note: n.e.c. refers to "not elsewhere classified”
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Résumé

Le présent rapport porte : 1) sur I'importance et les caractéristiques de divers types de
mobilité professionnelle chez les femmes et chez les hommes; 2) sur les facteurs
déterminant les divers types de mobilité professionnelle, y compris I’effet du sexe et de
I’appartenance & une minorité visible; enfin, 3) sur les effets de ces types de mobilité
professionnelle sur les gains ainsi que sur I’'effet du sexe, de I’appartenance a une minorité
visible et d’autres facteurs sur les variations de salaire subséquentes a un changement
d’emploi.

On distingue deux types de mobilité professionnelle : les changements d’employeur et les
changements d’emploi au sein de la méme entreprise. Les changements d’employeur sont
ultérieurement subdivisés en pertes d’emploi et en départs volontaires et les changements
d’emploi au sein de la méme entreprise, qu'en changements d’emploi accompagnés d‘une
promotion en changements d’emploi non accompagnés d’une promotion.

Les données utilisées pour les fins de cette étude ont été recueillies dans le cadre de
I'Enquéte sur I‘activité de 1987. En raison de la petite taille de I’échantillon, les tableaux
présentés dans cette étude ne comportent pas de donnéas analytiques sur les minorités
visibles ni les groupes autochtones et aucune analyse relative aux groupes autochtones n‘a
été réalisée a I’'aide des modéles estimés.

Les tableaux présentés indiquent que, sauf lorsqu’il y a 2u promotion, la répartition par
profession des femmes et des hommes effectuant divers changements d’emploi est trés
semblable avant et aprés le changement d’emploi. Les promotions ont pour résultat de
faire passer les personnes promues de postes d’employé de bureau, de travailleur spécialisé
dans la vente et de travailleur spécialisé dans les services vers des postes de direction.
L’'employé est plus susceptible d’occuper un poste de direction comme deuxiéme emploi
lorsque le changement d’emploi est le résultat d’'une promotion.

Pour I’ensemble de I’échantillon étudié, les femmes ont regu plus de promotions que les
hommes. Par ailleurs, les femmes promues proviennent d’une base plus étroite de
catégories professionnelles que les hommes correspondants. En particulier, nombre de
femmes promues faisant partie de I’échantillon occupaient un poste d’employée de bureau
avant d’obtenir leur promotion.

On reléve d’importantes différences entre les femmes et les hommes quant a la tendance
a occuper un emploi appartenant a la méme catégorie professionnelle que |‘emploi
précédent a la suite d'un changement d’emploi. Les cadres féminins qui laissent leur
emploi sont moins susceptibles que les cadres masculins correspondants d’occuper un
poste de direction comme deuxiéme emploi; de méme, parmi les professionnels effectuant
un changement d’emploi non accompagné d‘une promotion au sein de la méme entreprise,
un plus grand nombre de femmes que d’hommes continuent d’occuper un poste de
professionnel.

Aux fins de cette étude, nous avons estimé au moyen d’un logit des modéles multivariés
des facteurs déterminant les pertes d’emploi, les départs volontaires et les promotions.
Chacun de ces modéles comptait |z sexe et I’appartenance a une minorité visible au nombre
de ses variables explicatives.



Toutes choses étant égales par ailleurs, le fait d'étre une femme a tendance a avoir pour
résultat d’accroitre la probabilité de promotion et de réduire la probabilité de perte d’emploi.
Selon les modeéles de changement d’emploi étudiés, il s’agit des deux seuls effets
statistiquement significatifs du sexe ou de |’appartenance a une minorité visible.

Ce sont la durée d’emploi et le vieillissement qui ont de loin les effets les plus marqués sur
la probabilité de perte d’emploi, d’abandon ou de promotion. Ces probabilités diminuent
toutes en fonction de la durée d’emploi et de I’age. Elles varient également de fagon
sensible en fonction de la région, de la profession et de la branche d’activité. De méme,
le fait d’étre sous-payé par rapport au salaire estimatif du marché accroit la probabilité de
perte d’emploi, d’abandon ou de promotion, mais de fagon minime.

Par ailleurs, nous avons estimé des modeles multivariés des facteurs déterminant les
variations de salaire subséquentes a8 un changement d’emploi pour les échantillons de
personnes ayant perdu leur emploi, ayant démissionné et ayant occupé deux emplois pour
le compte du méme employeur. Chacun de ces modéles comptait le sexe etl’appartenance
a une minorité visible au nombre de ses variables explicatives.

En général, ces modeles ne nous ont pas permis de prédire les variations de salaire avec
beaucoup de précision. On suppose que cette situation est en partie attribuable aux erreurs
de réponse entachant les données utilisées pour obtenir la variable «salaire». Selon ces
modeles, le seul effet statistiquement significatif du sexe ou de I’appartenance a une
minorité visible consiste dans le fait que la hausse de salaire obtenue a la suite d'un départ
volontaire tend a étre moins importante dans le cas des femmes.

Pratiquement rien dans cette étude n’indique que les membres des minorités visibles
effectuant un changement d’emploi au sein d'une méme entreprise ou changeant
d’employeur soient traités différemment. Par ailleurs, les résultats de I'étude indiquent que
les femmes font I'objet d‘un traitement différent dans la mesure ou elles sont moins
susceptibles de perdre leur emploi et plus susceptibles d’étre promues.

Le seul élément indiquant que les membres d’'un des groupes désignés aux termes du
programme d'équité en matiére d’emploi sont désavantagés est que les femmes obtiennent
une hausse de salaire moins élevée a la suite d'un départ volontaire. |l vaudrait la peine
d'effectuer des recherches plus poussées a cet égard, en estimant les modéles séparément
pour les femmes et pour les homme<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>