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Foreword

Over the last 20 or 30 years, women have been entering the labour market in ever
increasing numbers, seeking a better life for themselves and their families. This
movement may turn out to be the most striking feature of labour market
development in Canada during that period. As part of that trend, the participation
rate of women with preschool and school-age children has grown significantly.
Moreover, the number of women opting for a career requiring postsecondary
education has grown dramatically. In medicine, law, business, public administra-
tion, and computer programming, to name but a few fields, the increase in female
representation has been unmistakable.

Despite these advances, women still face certain economic obstacles in the
labour market. The rate of economic growth in coming years will likely be slower
than it was over the past few decades, and so the question arises whether the
female participation rate will continue to grow and whether women will continue to
break down the barriers to nontraditional occupations.

Compared with other disciplines, economic science has not paid much attention
to the various issues raised by the increased involvement of women in Canadian
economic life. In deciding to investigate this issue, the Economic Council sought to
establish a solid research base in this area to aid both its own studies and those of
other individuals and agencies. The objectives of this effort were as follows:

» to describe the main aspects of the changing participation of women in the
labour market;

* to identify those occupations where women have made the greatest and the
least progress;

e to analyse the conditions that led to such gains and losses; and

e to propose, on the basis of its results, measures and policies to promote
equal economic opportunity for women.

In line with these objectives, the Council set up a small research program on the
role of women in the economy and established an advisory committee to guide its
research. The Colioquium that led to this Compendium was part of this effort. The
various papers presented herein were delivered to a group of some 100 specialists
who met in Montreal between November 26 and 28, 1984.

In our view, the issue of the economic status of women is one of both great
complexity and great importance. It is important because the barriers faced by
women as they attempt to exploit fully their skills and abilities in the quest for
financial self-sufficiency do not simply penalize women alone: society as a whole is
affected. The elimination of obstacles preventing women from enjoying the same
opportunities as men in educational institutions, in the labour market, and in
regard to promotion and pay can only work to the benefit of all Canadians.
However, good intentions alone will not enable us to achieve such a goal; it can be
reached only through sound research aimed at devising effective policies and
programs.

The problem is also complex, because no single scientific discipline can claim to
possess all the analytical tools necessary to develop comprehensive solutions.
That is why this Colloquium called upon people from many walks of life, from many
backgrounds, and from many different regions.

ix




I would like to take this opportunity to congratulate our two chairpersons,
Professors Muriel Armstrong, of Concordia University, and Jeannine David-McNeil,
of the Ecole des hautes études commerciales, on their grasp of the complexity and
significance of the issues that inspired the idea of a Colloquium.

We believe that meetings such as this one serve a usefut purpose. First of all, it
is an opportunity for people whose opinions and expertise in the field are a matter
of record to get together and share their respective viewpoints and stimulate their
intellectual interest. Moreover, by making copies of the papers available to
participants in advance, we made sure that everyone had enough time to prepare
detailed comments and questions. And given that the main focus of the
Colloguium was on methods to improve the economic status of women as quickly
as possible, rather than on the methodological or analytical aspects of the
problem, we are convinced that the Colloquium, as well as its resulting Compen-
dium, will produce tangible results.

The topics discussed at the Colloguium were selected as being of particular
interest. The list is by no means exhaustive, and the Compendium’s chapter on
directions for future research is devoted to a discussion of other issues that will
require special attention in the future. It should be noted that some speakers at the
Colloquium deviated somewhat from their original, written presentations.
Consequently, summaries of Collogquium floor discussions provided in the
Compendium occasionally refer to topics not mentioned in the accompanying
texts.

In closing, let me state that the Colloguium and this Compendium have been
strongly supported by the Economic Council of Canada. As is the case with all
studies published by the Council, the Council does not clear for publication or
control individual papers. Thus the authors retain full responsibility for their papers.

David W. Slater
Chairman
Economic Council of Canada
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1 The Changing Economic Status of the Female

Labour Force in Canada

Presentation by
Jeannine David-McNeil

| consider it both an honour and a pleasure to be
asked to present the first chapter at this Collogquium,
organized by the Economic Council of Canada.

Since the year 1984 marks the end of the decade
dedicated to women, the Colloquium represents an
appropriate moment to reflect on the changes in the
economic status of Canadian women. Certain events,
such as the Byrd Commission Report and the Interna-
tional Women's Year, have succeeded in focusing
public attention on the swift *‘invasion” of women
into the labour market, and alsc in bringing Canadian
workers, unions, businesses, and governments face
to face with the reality of the increasing
“feminization” of the Canadian labour market. While
these events have not been the only ones to increase
public awareness of such issues, they have managed
to reach groups unlikely to be swayed by feminist
rhetoric.

It seems timely today to ask whether the increasing
feminization of the labour market has been a factor in
improving the economic status of Canadian women.
There is no doubt that an assessment of the eco-
nomic status of the female labour force on the basis
of economic data alone, without taking into account
the sociological and legal aspects of the issue, gives
but a partial picture of the true state of affairs. It
nevertheless constitutes a convenient starting point
for discussion. Papers to be presented at this Col-
loquium will round out the economic analysis of the
status of the female labour force in Canada by setting
out the views of administrators, legal experts, and
sociologists.

As an introduction to this Colloguium, | propose to
trace a retrospective and prospective picture of the
place of the female labour force in the Canadian
economy. | will be examining the size of the female
labour force in Canada, the principal features of
female employment, and whether the economic
status of working women in Canada has improved or
declined since 1970.

In each case, the discussion will be based on the
major features of change in the past and on factors
most likely to play a role in future trends. For those
among us who are unfamiliar with the subject, the

analysis should help place in perspective the prob-
lems faced by working women; it should also give the
experts an opportunity to define the direction of
future discussion.

Labour Market Participation of
Canadian Women: A Retrospective

Since 1960, women have steadily been taking a
more active role in the labour market. If this phe-
nomenon continues at the present rate, by the year
2000 it is expected that almost one in every two
workers will be a woman, compared with one in five
as of 1950. At the present time, women account for a
little over 40 per cent of the Canadian labour force.

it is clear that the main reason behind this signifi-
cant increase in the female labour supply is the new
role of married women with respect to paid work.
Their participation rate has increased fivefold in just
30 years, from 11 to 50 per cent. Over the same
period of time, the participation rate doubled for
Canadian women as a whole, rising from 24 per cent
in 1951 to 53 per cent in 1981. According to projec-
tions to the year 2000, by that time two out of every
three women will be a member of the labour force,
reducing the gap between female and male participa-
tion rates to less than 15 percentage points.

Thirty years ago, 40 per cent of women in the
labour force were under 25 years of age, since at that
time it was customary for a woman to stop working
once she married or had her first child. In 1981,
70 per cent of working women were aged 25 and
over, thanks mainly to the massive influx of married
women that reduced the percentage representation
of the group aged 15 to 24 and increased the share
of the group aged 25 and over.

The following reasons have prompted women to
participate in the labour market on a more permanent
basis: the increased job opportunities for women as a
result of growth in the service and government
sectors; the greater forgone earnings to be recouped
by women who delayed their labour market entry in
favour of pursuing higher education; the increasing
contribution of women to household income; and the
wider recognition of the economic advantages of
women'’s financial self-sufficiency.
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Table 1-1

Female Labour Force in Canada, 1951-2000

2000
Low High
1951 1961 1971 1981 projection projection
(Thousands)
Female labour force 1,167 1,780 3,053 4,938 7,321 7,870
(Per cent)
Share of total labour force 22.0 27.4 34.7 40.9 47.0 49.0

SOURCE For the years 1951-81, Statistics Canada, Census of Canada, various years; for the year 2000, Dan Ciuriak and Harvey Sims, “Participation Rate
and Labour Force Growth in Canada,” Department of Finance, Ottawa, April 1980, Table 17.

Labour market studies are unanimous in forecast-
ing a constant growth in the percentage representa-
tion of women within the labour force between 1980
and 2000 as the female labour market participation
rate continues its steady climb. Women now aged 25
to 34 will probably continue to work as they grow
older, sending sharply upward the participation rates
of women in the 35-50 age group. The federal
Department of Finance estimates that between 1980
and 1990 the female labour force in Canada will grow
by 1,750,000 individuals, an average yearly increase
of 4.3 per cent. According to these estimates, women
will account for 45 per cent of the labour force by
1990 and 49 per cent by the year 2000.

It must not be forgotten that work outside the
household for married women very often involves
holding what is essentially two separate jobs. Policies
are needed to assist their access to the labour market
and to allow them to devote as much time as neces-
sary to gainful employment. We will shortly look at

Table 1-2

two issues in this area that are of crucial importance
to women: daycare and parental leave. As necessary
as such policies are, by themselves they are not
sufficient to ensure that working women can partici-
pate in the labour market as freely as men, unencum-
bered by domestic responsibilities.

How will society adjust to the new reality of the
two-career household? Numerous economic, socio-
logical, and psychological changes will be required
before every individual, regardless of sex, is able to
participate freely and easily in the labour market. In
order to encourage such economic and social
changes, many government and private sector
policies will have to be rethought. Among the meas-
ures that must be implemented are training programs
designed to meet the needs of two-career
households. Fiscal policies must be reshaped to
encourage, rather than discourage, the labour market
participation of both spouses. Business hours of
public and private services should be extended so

Female Labour Force Participation Rates, by Family Status, Canada, 1951-2000

20001
Low High
1951 1961 1971 1981 projection projection
(Per cent)
Family status:
Married 11.2 22.1 37.0 49.8
Single 58.4 54.9 535 65.7
Widowed, divorced, or separated 19.3 23.1 28.6 32.0
Total 241 29.7 39.9 52.8 65.3 70.6

1 Women aged 20 and over.
SOURCE  For the years 1951-81, Statistics Canada, Census of Canada, various years, for the year 2000, Dan Ciuriak and Harvey Sims, “Participation Rate
and Labour Force Growth in Canada,” Department of Finance, Ottawa, April 1980, Table 16.




that a family’s financial, educational, and household
business can be conducted outside standard working
hours. Human resource management policies must
make special allowances for men and women who
are at the age when family responsibilities are most
heavy and time-consuming.

Table 1-3

—————— o —— e, g e w7
Distribution of the Female Labour
Force, by Age, Canada, 1951-81

1951 1961 1971 1981
(Per cent)
Age:
15 - 24 39.2 30.1 32.0 29.8
25 -34 23.0 20.3 20.8 28.0
35 and over 37.8 49.6 47.2 42.2
Total 100.0 100.0 100.0 100.0

SOuRCE  Statistics Canada, Census of Canada, 1971 and 1981,

This Collogquium represents an excellent opportu-
nity to identify and put forward policies that will
encourage the changes required for the rapid adjust-
ment of society to the realities of the feminization of
the labour market.

Characteristics of Women’s Jobs

A good deal of literature has appeared in recent
years on the subject of women’'s labour market
participation. Some studies and certain articles give
the impression that most of a woman's problems end
the moment she finds a job. Knowing as we do that
working conditions can vary widely from one job to
another, it is perhaps wise to discuss some specific
characteristics of jobs held by women. Here we are
concerned primarily with occupational structure, job
status (full-time or part-time), and job security.

Occupational Structure

The distribution of the female labour force by
industry and occupation has largely been shaped by
general economic trends since the end of the Second
World War: declining farm employment, the job
explosion in the service industries, and moderate
growth in the manufacturing sector. Three working
women out of four are employed in the service
industries, and 44 per cent of these work in the fields
of community, business, and personal services. This
kind of market concentration puts working women in
competition with each other and has the effect of
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reducing their wages and increasing the risk of female
unemployment.

Table 1-4

Distribution of the Female Labour
Force, by Industry, Canada, 1961-81

1961 1971 1981
(Per cent)
Industry:
Agriculture 4.5 3.8 2.9
Other primary industries 0.2 0.2 0.2
Manufacturing 17.0 357 13.3
Construction 0.6 09 1.4
Transportation, communica-
tion, and other utilities 4.7 3.9 4.4
Trade 17.2 15.7 18.0
Finance, insurance, and
real estate 59 6.2 79
Community, business, and
personal services 425 39.7 441
Public administration 49 815 6.2
Unclassified 2.4 10.2 1.0
Total 100.0 100.0 100.0
(Thousands)
Number of female
participants 1,766 2,961 4,811

SOURCE For the years 1961 and 1971, Statistics Canada, Census of
Canada, 1961 and 1971, for the year 1981, Statistics Canada,
The Labour Force, Cat. 71-001, December 1981.

Looking at the relative size of the female compo-
nent in the various industries (referred to as the
“feminization rate’’), we can see remarkable changes
taking place in response to a rapidly expanding
female labour supply. The representation of women
has grown in all industries, even in the service sector
where they were aiready numerically dominant.
Overall the feminization rate rose from 27.4 per cent
in 1961 to 40.9 per cent in 1981. However, despite
some progress in the construction, transportation,
and public sectors, some traditionally female indus-
tries have more and more become women’'s ‘‘ghet-
tos."” Indeed, over 60 per cent of jobs in the financial
and service industries are occupied by women.

In the case of farming, the rise in the feminization
rate from 12 to 27 per cent can be explained by the
fact that members of farming families are now
recognized as workers.

Changes in the occupational structure of female
jobs is a slow process, mainly because in both the
labour market and educational institutions women still
tend to select traditionally female fields. Jac-André
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Table 1-5

Feminization Rates, by Industry,
Canada, 1961-81

1961 1971 1981

(Per cent)

Industry:
Agriculture 124 23.2 276
Manufacturing 21.5 23.7 27.8
Construction 2.5 49 8.9
Transportation, communica-

tion, and other utilities 13.6 16.8 22.5
Trade 304 36.7 43.2
Finance, insurance, and

real estate 45.7 515 61.4
Community, business, and

personal services 59.1 57.6 61.1
Public administration 18.2 25.8 36.8

All sectors 27.4 347 40.9

SOuRce For the years 1961 and 1971, Statistics Canada, Census of
Canada, 1971, vol. 3, Part IV, Table 1; for the year 1981,
Statistics Canada, The Labour Force, Cat. 71-001, December
1981.

Boulet and Jane Gaskell will be examining the main
points — past, present, and future — of the occupa-
tional structure and educational orientation of the
female labour force and will discuss various measures
that can be taken to encourage occupational diver-
sification. These measures are of primary importance
and will play a vital role in improving the economic
status of women in Canada. Governments must
therefore be lobbied to accord them priority status in
their policy programs, since any economic and social
progress in this area will be based upon occupational
diversification in the female labour force.

Job Status

Another characteristic of the female employment
structure is the relatively high number of women
working part-time.

Part-time work is an inescapable reality in the
economy of the 1980s, and this is more often the
case for women than for men. In 1981, 72 per cent of
Canadians working part-time were women, and
24 per cent of jobs held by women were part-time
versus only 7 per cent of men’s jobs. This type of
employment could easily be considered another
women's ‘“‘ghetto.”

Why do women work part-time? While just under
20 per cent are working part-time because full-time
jobs could not be found, it would appear that some

80 per cent take part-time work either by choice or
for family or personal reasons. For many working
women, a major advantage of part-time employment
is that it allows more time to be spent with children
and family. Full-time work can be quite a burden for a
mother with two or three children, and it can be
difficult to reconcile with domestic responsibilities.

Table 1-6

Distribution of People Working
Part-Time, by Reason Given,
Canada, 1975 and 1981

1975 1981
(Per cent)
Women:
Personal or family responsibilities 16.9 16.7
Going to school 22.8 20.0
Could only find part-time work 10.8 74
Did not want full-time work 459 43.0
Other reasons 3.6 3.0
Total 100.0 100.0
(Thousands)
Number of women surveyed 687 1,064
(Per cent)
Proportion of women among
part-time workers 69.5 72.0
Proportion of part-time workers
among female workers 20.3 23.6
Men:
Personal or family responsibilities 1.3 09
Going to school 62.1 55.4
Could only find part-time work 11.3 20.0
Did not want full-time work 16.3 16.2
Other reasons 9.0 785
Total 100.0 100.0
(Thousands)
Number of men surveyed 301 413
(Per cent)
Proportion of men among
part-time workers 30.5 28.0
Proportion of part-time workers
among male workers 5.1 6.8

SouRCE  Statistics Canada, The Labour Force, Cat. 71-001, December
1981.

On the other hand, the advantages of part-time
employment in terms of more time for children and
family are offset by a multitude of disadvantages: low
wages, little chance of union representation, and poor
fringe benefits. Given the present economic context,
part-time work merely perpetuates the marginal
status of many working women, with iow wages and
little job security. Technological change threatens to




maintain or even increase the percentage of women's
jobs that are part-time.

In 1983, the Commission of Inquiry into Part-Time
Work proposed several measures for improving the
lot of part-time workers and thus indirectly conditions
for the female labour force. Among these were
recommendations concerning fair wage levels,
prorating of all fringe benefits and pension plans,
guarantee of the same rights and benefits granted
full-time employees, and so on. According to the
Commission, part-time work must be recognized as a
“necessary component” of the labour market. Given
equitable wages, it would become a viable alternative
for all workers and could even be considered “‘part of
an overall strategy designed to give workers more
flexibility in planning their work and home respon-
sibilities.”

Job Security

It is quite normal for the female unemployment rate
to change in response to prevailing economic condi-
tions, just as the male rate does. In the medium and
long terms, unemployment rates are a reflection of
general economic problems. Over the last 30 years,
as shown in Table 1-7, the general trend has been
towards higher unemployment rates for both men
and women. It is true that the labour supply grew
extremely quickly during the period, spurred on by
growing female participation, among other factors.
But this is not the reason behind high unemployment;
it is simply another way of describing the same
situation.

Table 1-7

Unemployment Rate, by Sex,
Canada, 1951-83

1951 1961 1971 1981 1983

(Per cent)
Men iES) 4.2 7.0 7.1 121
Women 1.2 2.9 Sl 8.3 11.6
Both sexes 1.5 3.9 6.4 7.6 11.9

Source Historical labour force data from Statistics Canada, The
Labour Force, Cat. 71-001.

What is unusual is that the female unemployment
rate is generally higher than the male rate. This
phenomenon first appeared in statistics as of 1971,
but it was true long before that. It had been the
custom for women, as it was for farm workers, to
stop working (or to stop looking for work) in times of
economic recession. This meant that at such times
official estimates of female unemployment were too
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low. This pattern of behaviour slowly changed,
particularly as a result of the revision of the Unem-
ployment Insurance Act in 1970. By substantially
increasing benefits, the act created an incentive to
stay in the labour force even while laid off. Since
1975, the new monthly tabour force survey has taken
pains to distinguish between those persons actively
seeking employment (the unemployed) and those
who are no longer in the labour force.

The relatively high female unemployment rate is at
least in part a reflection of the status of women in the
labour market generally. For example:

— Women usually have less seniority and experience
than men because of their late arrival on the market
in such large numbers;

— Women tend to be clustered in a restricted
number of occupations and industries.

Since November 1982, however, the unemploy-
ment rate for men has been running above the female
rate. The economic crisis played no favourites and
affected male and female workers alike. While more
women lost their jobs in 1981 near the start of the
recession, between 1981 and 1983 it was men who
were most severely affected, as layoffs hit industries
and occupations traditionally considered male
preserves: the primary and secondary sectors,
transportation, engineering, and middle management.
This reversal did not mean any improvement in the
economic status of women, however, between
January 1981 and March 1983 (the beginning of the
economic recovery), the female unemployment rate
rose from 8.5 to 12.8 per cent, representing 248,000
more women out of work. These figures probably
underestimate the true state of affairs in light of the
fact that at the present time 20 per cent of the female
labour force is working part-time, that most jobs
created since 1975 have been part-time, and that
17 per cent of women are working part-time because
they were unable to find full-time work. It should also
be stressed that the majority of unemployed women
are in a precarious financial situation in that they have
very often been unable to save enough to sustain
their purchasing power through a period of unem-
ployment.

Although women share the problem of unemploy-
ment with other segments of the population, it is
questionable whether expansionist monetary and
fiscal policies will have a real impact on the female
unemployment rate. If the female labour force contin-
ues to be concentrated in occupations and industries
that are little affected by traditional expansionist
monetary and fiscal policies (which include lower
interest rates and investment in the construction,
transportation, and mining industries), then female
unemployment may become more structural than
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cyclical. The battle against structural female unem-
ployment requires the implementation of specific
policies in such areas as retraining, occupational
diversification, and job creation in sectors and
occupations that predominantly employ women.

Table 1-8

Distribution of Unemployed Persons,
by Reason Given, Canada, 1975 and 1981

1975 1981
(Per cent)
Women:
lliness 54 47
Personal responsibilities 10.0 8.7
School 47 542
Lost job or laid off 34.1 441
Other reasons 33.5 24.2
Had not worked in last five years 4.3 585
Never worked 8.0 7.0
Total 100.0 100.0
(Thousands)
Number of women surveyed 229 401
(Per cent)
Unemployment rate 8.1 8.3
Men:
lliness 3.8 3.6
Personal responsibilities kS 1.2
School 49 5.8
Lost job or laid off 54.0 65.4
Other reasons 29.9 17.5
Had not worked in last five years - 1.0
Never worked 4.3 4.0
Total 98.4 98.5
(Thousands)
Number of men surveyed 391 497
(Per cent)
Unemployment rate 6.2 7.1

SOURCE For 1975, Statistics Canada, Labour Force Annual Averages,
Cat. 71-529, 1978; for 1981, Statistics Canada, The Labour
Force, Cat. 71-001, December 1981.

The lack of security in many female jobs demands
measures specifically adapted to women’s job
characteristics. Interest in improving women's work-
ing conditions must not come to an abrupt end once
electoral campaigns are over if women are eventually
to benefit as fully as men from their labour market
participation.

Moreover, ten years from now the predominating
factor determining the working conditions of women
will be technological change. Technological advances
based on new micro-technologies will have an

enormous impact on jobs in the service sector and
will also affect both the volume and content of work
in occupations traditionally dominated by women.
Professor Peitchinis will address this topic later on. It
should be emphasized here, however, that, for better
or for worse, technological progress will play a
decisive role in determining the future working
conditions of our female labour force.

The Financial Status of
Working Women in Canada

Our first impulse is to applaud the growing pres-
ence of women in the labour market. Employment
can be the route to financial self-sufficiency, which is
a prerequisite for sexual equality in our society.
However, being a member of the labour force does
not necessarily guarantee adequate earnings; a job
that pays enough to meet the worker's essential
needs is also required. We will attempt to describe
the financial status of Canadian working women by
examining the percentage distribution of paid work-
ers by income bracket and by sex, and by comparing
the average weekly wages of men and women in
similar occupations.

Table 1-9

Distribution of Paid Workers, by
Income Bracket and Sex, Canada,
1975 and 1982

1975 1982
Men Women Men Women
(Per cent)

Income bracket (dollars):
Under 2,000 7.0 17.8 9.7 18.6
2,000 - 3,999 87 12.0 6.7 1.2
4,000 - 5,999 48 9.4 54 9.2
6,000 - 7,999 43 7.6 46 7.8
8,000 - 9,999 4.0 8.0 45 7.7
10,000 - 11,999 4.5 9.3 43 6.8
12,000 - 14,999 7.4 12.6 7.1 11.0
15,000 - 19,999 15.9 13.6 13.5 13.6
20,000 and over 46.6 9.5 44.0 14.0
Total 100.0 100.0 100.0 100.0

(Constant dollars)

Average earnings 20,479 9,847 19,164 10,472

Median earnings 18,926 8,957 17,813 8,837
Average income 22,352 10,888 21,726 12,171

SOURCE Statistics Canada, /ncome Distributions by Size in Canada,
Cat. 13-204, 1982.




Table 1-10
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Average Wage Rates of Men and Women in Similar Occupations,

Canada, 1975 and 1982

1975 1982
Average wage Average wage
Number Number
Female/male Female/male
Men Women Men Women ratio Men Women Men Women ratio
(Dollars) (Per cent) (Dollars) (Per cent)
Restaurants
Cashier 214 1,528 122.00 110.00 90.2 100 2,103 4.620 4.49h 97.2
Waiter/waitress 1,706 4,961 277h  2.63h 95.0 864 1,917 4950 4.39h 89.0
Retail food stores
Sales clerk, full-time 5,798 927 222.00 163.00 73.4 T 1,464  10.93"  9.09" 83.2
Meat packager 399 1,302 181.00 187.00 103.3 593 2,302 8.52" 10.10" 118.5
Office occupations
Secretary, senior 270 24,793 190.00 181.00 95.3 315 34,315 375.00 364.00 97.1
Systems analyst, senior 2,661 323 335.00 300.00 90.0 3,461 803 335.00 300.00 90.0
Office worker 3,238 2,605 120.00 117.00 98.0 1,998 2,130 265.00 248.00 94.0
Programmer, junior 1,865 737 214.00 201.00 94.0 623 502 433.00 413.00 954
Stock-records clerk 5,226 3,019 190.00 143.00 /588 4,050 2,770 37400 298.00 80.0
Computer operator,
junior 1,745 895 176.00 158.00 98.0 1,529 1,762- 356.00 314.00 88.2
Accounting clerk,
junior 2,776 12,267 158.00 138.00 87.3 1,373 11,079 327.00 283.00 88.4

h - hourly wages, otherwise, weekly.

SOURCE Labour Canada, Wage Rates, Salaries and Hours of Labour, 1975 and 1982.

Employment Earnings

Between 1975 and 1982, while there was a slight
decrease in the size of the earnings gap (women’s
average annual earnings as a proportion of men's
rose from 49 to 56 per cent), women’s earnings
remained well below those of men. There are several
possible explanations for this earnings gap.

— The high concentration of women in a small
number of sectors creates fierce competition among
women for a limited number of jobs. Since labour
supply clearly exceeds demand, as evidenced by the
high female unemployment rate, an employer is able
to offer lower wages than if there were a shortage of
candidates for available positions.

— Large numbers of women are concentrated in
low-productivity sectors such as community, busi-
ness, and personal services, which together employ
45 per cent of the female labour force.

— Large numbers of women work in low-paid
occupations. In 1982, more than half of women
(54 per cent) were earning under $10,000 a vyear,
while this was true of only 31 per cent of men. The
lowest-paid occupations are traditionally dominated
by women, while over 80 per cent of the highest-paid
positions are occupied by men.

— The low rate of union representation and the large
numbers of women working part-time are also factors
that can be cited to explain the existence of a gap in
average earnings between men and women.

Wages

Disparities are also evident when data on earnings
are broken down and smoothed out for analysis of
wage differences between men and women working
in the same occupations and industries.

As an example of this comparison, | have selected
a number of jobs with similar descriptions. The gaps
exhibit considerable variation, and overall they
tended to shrink between 1975 and 1982. Yet
despite the fact that the relative position of women
has improved in almost all occupations, the earnings
gaps remain. Generally speaking, the more an
industry is dominated by women, the narrower the
earnings gap.

Uncontrolled comparisons of this kind, of course,
do not constitute proof of discrimination on the basis
of sex. Average earnings according to a general
occupational classification can often lump together a
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wide variety of workers with very different job respon-
sibilities. However, the question remains whether
such gaps could be completely eliminated statistically
by making adjustments for age, experience, seniority,
and educational background. This topic can be
pursued when Roberta Edgecombe Robb and Louise
Dulude present their papers, which are concerned
with the issue of equal pay for work of equal value.

We should ask ourselves what policies on the part
of governments, unions, and businesses are most
likely to lead to improvements in the financial picture
for working women. Areas where such measures are
needed include: labour codes, collective agreements,
human resource management policies in the private
sector, the educational orientation of young women,
and occupational diversification in the female labour
force. The male/female earnings gap attests to a
whole range of sex-based disparities in working
conditions.

It has long been the custom to explain earnings
gaps as being the result of women’s lower financial
requirements and the lower qualifications required for
women'’s jobs. Since 1956, Canadian law has stipu-
lated that equal wages must be given for work of
equal value. Despite such legislation and in the face
of the growing acceptance of this principle, wage
gaps between men and women continue to exist.
Why has legislation in this area proved so ineffectual?

The answers to this question are many and varied
but include the following: difficulties involved in
identifying jobs of equal value; pay policies based on
discriminatory criteria; the length and complexity of
legal recourse as provided by law; and illegal prac-
tices on the part of employers, such as threats to fire
women who complain about job discrimination. The
effectiveness of equal-pay-for-equivalent-work legis-
lation can only be improved by investigation into
ways to reduce or eliminate obstacles that are
impeding the full application of the law. This topic will
come up in a later discussion.

Conclusion
Where are we now, and where are we headed?

Over the course of the last decade, we have been
witness to a rapid and sustained feminization of the
labour market. Women have increased their represen-
tation in all occupations and in all industries. The
male/female earnings gap has narrowed, despite

increases in the number of women who are unem-
ployed or are working part-time. The feminization of
the labour force will likely continue from now until the
year 2000. Not only will the numbers of working
women approach those of men, but also the femini-
zation rate in all industries and occupations will likely
keep on increasing, thanks to the more diversified
educational backgrounds of women. In many sectors
and occupations, the number of women may reach
the critical mass necessary to influence social atti-
tudes regarding sexual equality in the labour market.
Crossing such a threshold often precedes parity. A
minority group, if it is united and determined, can
sometimes provide more effective opposition or
leadership than an unorganized, fragmented, and
apathetic majority.

The coming decade will be crucial to the realization
of true sexual equality in the labour market. The
contribution and cooperation of all working men and
women, unions, businesses, and governments will be
required. Over the last decade, mounting interest in
women’s issues has been evident in all segments of
society, and indications are that this interest will
continue to grow. The next ten years will be vitally
important to improvements in the working conditions
of Canadian women.

In conclusion, | would like to thank the Economic
Council of Canada, particularly its Chairman, Dr.
David Slater, for having taken the initiative to orga-
nize this Colloquium. We are 100 men and women
from many backgrounds and from all provinces
across Canada who have gathered together for three
days to discuss the economic problems of the female
labour force.

The Colloquium will make a major contribution to
the analysis and promotion of realistic policies aimed
at achieving sexual equality among Canadian work-
ers.

To all speakers, panelists, workshop chairpersons,
and participants, | would like to say that your pres-
ence is appreciated and that we count on your
enthusiastic participation to make this Colloquium an
excellent opportunity to reflect on, and to take to
heart, the need for decisive action to improve the
place of working women in the Canadian economy.

I wish you all a successful and enjoyable Col-
loquium.




2 Daycare and Public Policy

Presentation by
Michael Krashinsky

Daycare for children of working mothers' has become
an issue of increasing economic and political impor-
tance in the last 25 years. This has happened princi-
pally because labour force participation of mothers of
young children has become the norm rather than the
exception over that period. Between 1967 and 1973
the participation rate of women with preschool
chitdren increased from about 17 per cent to about
28 per cent.? By 1981 the participation rate was
almost 48 per cent and was above 50 per cent for
women with preschool children aged 3 years old and
over.? In other words, while the majority of mothers
with infants still remain at home, that majority is
declining, and once the youngest child becomes 3,
the majority of mothers are in the labour force.

Furthermore, the increase in the participation rate
shows no sign of decline. Between 1967 and 1973,
the annual rate of increase in the participation rate of
mothers with preschoolers was about 8 per cent.
Between 1975 and 1981, the annual rate of increase
was about 7 per cent (on a much larger base). The
participation rates between 1975 and 1981 are
shown in Table 2-1, while a breakdown for 1981 is
shown in Table 2-2.

These working mothers all require care for their
children, and despite demographic trends that have
decreased the number of children and closed public
schools, the rising labour force participation of
mothers has ensured that child care is a growth

Table 2-1

industry. In 1973, working mothers had 156,000
children under the age of 2 and 362,000 children
between the ages of 2 and 5.4 In 1982, mothers in the
labour force had 286,000 children under the age of 2
and 664,000 children aged 2 to 6.5 The number of
preschoolers requiring care while their mothers
worked has thus virtually doubled over the last
decade.

It is also clear that most of these children are cared
for through “informal” arrangements (that is, not in
daycare centres or in supervised family daycare
facilities), although daycare centres are becoming
more important over time. In 1973, 24,000 Canadian
preschool children were cared for in daycare centres
(compared with 8,000 children in 1967), some 7 per
cent of them with working mothers.® In 1982, 99,000
preschoolers were cared for in daycare centres and
11,000 in family daycare,” which implies that about
12 per cent of the preschool children of working
mothers were cared for through formal arrangements.

This increase in formal arrangements is entirely as
might be expected. First, one would expect those
mothers who have access to inexpensive informal
care arrangements to be the first to enter the work-
force, so that increases in labour force participation
rates will bring into the market mothers who on
average must rely more on formal arrangements.
Second, as large families become less common, the
easy availability of relatives willing to provide care at
low cost is eroded. To oversimplify the situation, the
aunt, sister, or neighbour who might have provided

Labour Force Participation Rates of Women, by Age of Children,

Canada, 1975-81

1975 1976 1977 1978 1979 1980 1981
(Per cent)

Age of youngest child:
Under 3 31.2 31.7 34.0 37.6 39.4 41.7 44.5
3-5 40.0 40.9 425 46.1 47.8 50.1 52.4
6-15 48.2 50.0 51.9 54.3 55.6 58.2 61.1
None under 16 42.3 43.2 43.8 44.8 459 46.6 47.3
All women 41.9 43.1 44,4 46.5 47.8 49.3 50.9

SOURCE  Statistics Canada, "Family Characteristics and Labour Force Activity,” Labour Force Research Paper 29, Ottawa, 1982.
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Table 2-2

Labour Force Participation Rates of Women, by Marital Status and

Age of Children, Canada, 1981

Married Never married Formerly married All women
Per cent Thousands Percent Thousands Percent Thousands Percent Thousands

Age of youngest child:
Under 3 446 878 36.5 27 46.3 29 44.5 934
8r=15 51.6 513 5813 19 61.6 48 52.4 580
6-~15 60.2 1,383 64.3 17 68.1 186 61.1 1,586
None under 16 476 2,802 66.3 54 40.3 257 473 3,113

All women 50.6 5,575 S 117 52.5 520 50.9 6,212

SOURCE  Statistics Canada, “Family Characteristics and Labour Force Activity,” Labour Force Research Paper 29, Ottawa, 1982.
e W T e e e e S R W i o)

care several years ago at lfow cost may now herself
be working or looking for child care!

The problem of course is that formal chiid-care
arrangements are very expensive, and this has led to
inevitable demands for public subsidies. For children
aged 3 to 5, daycare costs averaged just under $300
a month in Ontario in 1982 and somewhat less in the
other provinces.® To date, significant subsidies have
been available only to the very poor, and daycare has
been seen largely as a welfare service. But the
growing numbers of working mothers have made
coalitions for daycare a potent political force. The
efficiency of daycare subsidies and the potential
responses to these demands are the subject of the
balance of this chapter.

The basic argument advanced below is that
daycare subsidies are in general an inefficient way to
assist working mothers. The most efficient subsidy
would amount to deductibility of all daycare costs
before taxes (or welfare benefits) are determined.
Beyond that, it is far more efficient as well as equita-
ble to subsidize working mothers by reducing the
high rates of taxation that presently apply. Daycare
subsidies in excess of deductibility can be justified as
a way to assist children, but only if we conclude that
children should have devoted to them more resources
than parents wish. And such assistance should be
available to all children, whether or not their mothers
work and, if they do work, whether or not they
choose formal child-care arrangements.

In the first section of this chapter, the cost of
daycare programs is considered. The argument about
the most efficient way to assist mothers is developed
in the second section. In the third section, it is argued

that daycare subsidies are in part an inefficient way
to respond to the inequitable treatment of working
mothers in our tax-transfer system. The fourth section
discusses child care subsidies as a way to assist
children, along with a proposal for a federal subsidy
program. The fifth section deals with the different
modes of providing child care.

The Cost of a Universal
Daycare Subsidy

The most extensive proposals for subsidized
daycare usually call for universal subsidies available
to all children of working mothers.® The cost for such
a program is usually quoted at between $1 billion and
$2 billion. This estimate is clearly too low. In 1982,
even if care had been provided for only the children
under the age of 6 whose mothers worked, care
would have been needed for 950,000 children. At a
cost of about $250 per month (an approximate
average cost for daycare in Canada), this amounts to
$2.85 billion. But this assumes, first, that no addi-
tional preschool children will require care; second,
that school-age children require no care; and third,
and perhaps more important, that daycare costs will
not rise in the face of such a massive federal pro-
gram.

First, it is foolish to assume that free daycare will
not induce a significant number of additional mothers
to work. Since daycare presumably would also be
provided for children of mothers receiving training or
education and to mothers looking for work, the
increase is not likely to be small. In 1981 there were
more than 2.1 million children under the age of 6 in
Canada. Providing care to all of them at the rates
mentioned would carry a tab of about $6 billion.




Second, it is unrealistic to expect that parents
would be prepared to forgo subsidized child care
once their child enters school. One major concern of
experts in the child care field is the fate of “latch-
key'' children — children who leave an empty house in
the morning and return to it for lunch and after
school. As a result, a number of provinces already
provide subsidies for noon-hour and after-school
care. The cost per child is about half the cost of
preschool daycare (although there are less than half
the hours, the split time increases per-hour costs). If
we assume that care would be necessary up to age
12, there were more than 2.5 million children between
the ages of 6 and 12 in Canada in 1981, and care for
all of them would have increased costs by almost $4
billion, for a total cost of about $10 billion.

Third, and most important, it is absurd to assume
that daycare costs would not rise if the federal
government launched a comprehensive daycare
program. Daycare is a highly labour-intensive sector,
so its cost depends largely upon the wage rate paid
to daycare workers. At present, these workers are
among the most dedicated and underpaid in Canada.
Many earn close to the minimum wage and are
constrained not to raise their salaries because of the
fear of pricing daycare out of the reach of those
consumers who pay full cost. The competition with
the unregulated informal sector also keeps costs
down. But were the government to pay, these con-
straints would disappear.

My earlier study found that even within the private
sector, an increase in the proportion of children in a
centre receiving subsidies inevitably pushed costs
up.'® Perhaps more persuasive is the fact that in
Toronto municipal daycare costs about 40 per cent
more than daycare in commercial centres. Not
surprisingly, municipal daycare workers are among
the few daycare workers who are unionized. Given
that, it is hard to imagine that universally subsidized
care would not lead to the unionization of all daycare
public employees and the associated (and no doubt
well-deserved) rise in wages and costs of daycare.

The current cost of daycare in the publicly run
centres in Toronto (and although these costs are
among the highest in Canada, it is hard to imagine a
national daycare union tolerating significant wage
differentials) is more than $4,500 for preschoolers
over the age of 2 and about twice that for infants.
Applying this to the 950,000 preschoolers of working
mothers generates a total cost of almost $6 billion;
applying it to all the children up to age 12 (assuming
that care for a school-age child costs about 60 per
cent of that for a preschooler) generates a total cost
of $20 billion. And this is not the top figure. If a
national daycare workers' union could raise daycare
salaries up to the level paid to public school teachers,
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these estimates could be expected to more than
double.

Nor should it be expected that the use of the
informal sector can cut costs. As long as the govern-
ment is covering the full cost of care, supervision of
care givers will be essential. The experience with such
supervised home care — called family daycare — is
that it costs just about the same as care in a daycare
centre.

The point of this discussion is not that daycare is
expensive and therefore we can’t afford it. The care
of children is a critical activity in any society, and we
cannot afford not to have it done well. The point is
that the government should not blunder into a
program that inevitably will cost far more than is now
being discussed. Whether the total cost is $6 billion
or $20 billion, the real issue is ensuring that we obtain
value for the funds we spend and that the programs
that are launched direct assistance efficiently where it
is required.

Efficient Child-Care Subsidies
to Assist Working Mothers

In my earlier work, the argument was made that if
the aim is to assist working mothers, then subsidies
to daycare beyond deductibility are inefficient.”
Proof of this hypothesis took place within a complex
mathematical model that | will not reproduce. The
logic, however, is reasonably straightforward.

Economists usually argue that price subsidies are
an inefficient way to assist recipients because they
lead to “‘overuse’’ of the subsidized commodity. Put
another way, if a price subsidy is replaced by a
simple cash grant that costs the government the
same amount, then recipients usually reduce their
consumption of the formerly subsidized good and are
better off.’? This would seem to argue that even
deductibility of daycare expenses — a form of price
subsidy — would be inefficient, but this is not so. The
simple argument used above applies only if there are
no other taxes. In a world of taxes and especially a
significant tax on income, the analysis is more
complicated. But if the commodity in question has an
inelastic demand and is related to labour market
participation (both conditions apply to daycare), then
subsidies up to deductibility are appropriate.

To understand why larger subsidies are not appro-
priate, suppose that we are considering a move from
full deductibility to free universal daycare. This would
induce mothers in the labour force to switch from
unsubsidized informal arrangements to formal ones
and those not working to enter the labour force. In
each of the two cases, inefficiency would arise
because of a variant on the overconsumption prob-
lem mentioned above.
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in the first case, consider a mother already in the
labour force receiving no subsidy beyond deductibil-
ity and using satisfactory low-cost informal arrange-
ments. Perhaps the mother leaves her preschool child
with the child’s grandmother or with a neighbour who
prefers to stay at home with her children. A full
subsidy to daycare would induce the working mother
to move her children into a daycare centre, since this
would ‘'save” any amount now being paid to the
informal care provider (in the case of the grand-
mother, perhaps it would save her some inconven-
ience). Yet the current arrangement is satisfactory,
and the gain to the mother in transferring her child to
a daycare centre would be far less than the cost of
that transfer to the government paying for the sub-
sidy.™

Of course | have also assumed that the two types
of child care are equivalent in quality. If the child is
significantly better off in daycare, then the shift may
be efficient. But while some informal arrangements
are unsatisfactory, many are perfectly acceptable.
Some children may be ill-treated, but others may
receive care as good as (or maybe even better than)
that provided by their parents. In 1982, 14.4 per cent
of the children aged 2 to 6 and 4.7 per cent of the
children under the age of 2 of working mothers used
formal arrangements. Since many of these were in
subsidized slots, it is clear that the vast majority of
parents who pay the full cost of child care choose
informal arrangements, suggesting that they certainly
do not find any supposed superior quality in daycare
worth the extra cost. Some of these parents may be
displeased (although most parents who were asked
about care in a 1973 survey rated their arrangements
“good’),' some may be fooled, and some just may
not care; but it is hard to argue that all the children
cared for through informal arrangements reguire
more expensive daycare.

The second case concerns mothers who at present
are not in the labour force. A full daycare subsidy
would induce into the labour force some mothers for
whom such participation is clearly inefficient. Con-
sider a mother who can earn a wage slightly above
the minimum wage — that is, $10,000 per year. If that
mother has two preschool children, one of whom is
an infant, the cost of providing daycare for her
children is likely to exceed the money she would earn.
Unless the mother regards work in the labour force as
greatly preferred to work in the home (and while
some work may be inspiring and fulfilling, this is not
likely to be the case for work remunerated at close to
the minimum wage), inducing this mother to work
outside the home will be inefficient. The point is not
that daycare for her children will cost the government
too much money but that the money will not deliver
full value to the recipient. In this case, the mother

would be better off staying home and receiving some
portion of the money that the government would have
spent on daycare, and of course the government
would prefer that alternative too.™

Again, | have assumed that the child care is
equivalent in both situations. If the mother is a poor
parent, then the children may be better off if she
works. This argument will be addressed below, but it
should be noted that we should not be sanguine
about the quality of care in daycare centres. At the
level of costs and with the staff/child ratios now
being used, daycare guality is not always extraordi-
nary. My earlier study cited U.S. work that suggests
that current care levels in Ontario and Canada are
only slightly above what is called “minimum"’ quality,
a level at which the benefits of having the mother
work would be outweighed by the disadvantages to
the children.’® That daycare in Canada tends to be
better than that is testimony to the dedication of
those working in that sector (although whether that
quality would persist in a greatly expanded public
system is a moot point). And, of course, opinions
about quality do vary. Still, one should not be opti-
mistic about any advantage that children would
receive by being transferred from their homes to
daycare centres nor use that advantage as an
argument for inducing into the labour force those
women for whom such a move would otherwise be
inefficient.

In each of the two cases above, the inefficiency
stems from overuse. In the first case, mothers with
satisfactory informal arrangements are induced to
use more expensive daycare. In the second case,
mothers who should not work are induced to do so
and to use daycare. In both cases the argument is
that the money to subsidize daycare could be better
spent if it were channeled to the families in other
ways. It should also be noted that the same ineffi-
ciency does not occur when the subsidy is only
deductibility. First, mothers who cannot earn more
than the cost of their children’'s daycare are not
induced to enter the labour market. Although deduct-
ibility in that case would eliminate all taxes or all
reductions in welfare payments, it does not reimburse
the mothers for the fact that they pay out more than
they earn and hence still end up with a reduction in
income when they work. Second, mothers do not
have a financial incentive to use child care arrange-
ments that are more expensive but not more effec-
tive, since deductibility effectively reimburses only a
part of any increase in child care expenses and
because all forms of care receive equivalent treat-
ment.

This is not meant to be an attack on working
mothers. If the choice is between a daycare subsidy
and no alternative that directs funds to these families,




then the issue becomes one of income distribution —
an area where the economist can make no recom-
mendation. Personally | would argue that faced with
that choice, daycare subsidies are to be preferred.
This is because | believe that the way the tax code
currently treats all parents, including working moth-
ers, is inequitable. The point is that there are more
efficient ways to assist mothers than by using 100 per
cent daycare subsidies.

The Treatment of Working Mothers
in the Tax Transfer System

The inequity argument is worth pursuing because it
is these inequities that motivate at least some part of
the demand for daycare subsidies. Working mothers
face large implicit tax rates on their earnings, net of
work expenses. In the ‘‘traditional” household, a
working father who earned $20,000 and had a wife
and two children to support might have had to pay
about $2,300 in income taxes in Ontario in 1983. He
would have had the benefit of his wife’s household
production without any tax. But if the wife worked
and earned, say, $12,000, the husband’s taxes would
have risen by almost $1,000 (since he would have
lost his wife as an exemption), while the wife would
have paid over $1,400 in income taxes, for a total tax
increase of $2,400."7 The financial benefit to the
family of having the wife work would thus have been
only $9,600, and this does not take into account the
foss of household production that would have
resulted, child care being only the most obvious
example.

Now suppose that child care expenses amounted
to $5,000. As of 1984, $4,000 would have been
deductible, reducing the wife’s taxes by almost
$1,100. Then the net benefit of working would have
been $5,700 ($12,000 minus $5,000 for daycare,
minus $1,000 in lost exemption, and $300 in taxes).
And this does not include the other work-related
expenses, including the loss of other household
production.

Had the husband’s income gone up instead by
$12,000 while the wife remained at home, the
family's taxes would have risen by $3,800. This is
much more in taxes than had the mother earned the
$12,000; yet the family would have been far better off
even though its after-tax income would have been
less. This is because the family would have avoided
the need for daycare and the loss of other household
production.

| would argue that taxes on the second earner in
the household should be reduced, especially when
there are young children in the family, to allow for the
loss of this household production as a type of work
expense. In economic terms, the technical problem is
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that household production cannot be taxed. Since
this production is lost only when the second adult
works, it makes little sense to tax that second adult’s
income at rates in excess of those applied to the first
earner.

The problem also occurs because of the relative
insensitivity of the Canadian tax system towards the
impact of chiidren on taxable income. Compare two
different two-adult families, both with earnings of
$32,000 but one with two children and the second
with no children. The family with children will pay
about $200 less in taxes and receive family allow-
ances of about $700 (plus child tax credits), yet this
hardly compensates for the additional burden it
faces. One might argue that this situation is inequit-
able, unless one takes the position that the tax
system seems to take — namely, that children are
largely a form of consumption by their parents and
deserve little consideration.

The problem is even more serious for single par-
ents. A single parent who does not work receives
welfare and is eligible for subsidized housing and
other benefits. When that parent works full-time,
family benefits cease and eligibility for a subsidy
begins to disappear. While the implicit tax rate is not
usually 100 per cent, it is often quite close,'® so that
the economic benefits from working are minimal,
even before one takes into account the loss of
household production and other work-related
expenses.

This treatment of working mothers, both married
and single, seems to reflect an archaic view of
mothers in the labour force. If work by mothers is
seen as an aberration and if the income they earn is
seen as being only for luxury items and not as essen-
tial to the family budget, then it is appropriate to tax
this income heavily both to discourage women from
entering the labour market and to raise taxes from
families where this luxury income is available. !f
mothers work only when their families no longer
require them at home, then these families are better
off than families with young children and can afford
higher taxes. If all families have children at some time,
then ignoring children in the tax code more or less
evens things out over the life cycle of the family. But,
as we have seen, working mothers with young
chiidren are now the norm. Those mothers see their
work as financially necessary, not as a source of
income for luxury goods. It is no longer appropriate to
tax working mothers to the same extent as before (if
that prior treatment was ever appropriate).

One response by overtaxed mothers has been to
demand relief through subsidies for child care. And
this has been a politically attractive route, since it
enables advocates to build a powerful coalition of



14 Towards Equity

interests. Daycare workers have an obvious interest
in daycare subsidies, but so do feminists who regard
daycare as a way to free mothers to enter the labour
force where they belong. Those concerned about
children view daycare as a way to reach all children
with basic services, while right-wingers concerned
about welfare costs view daycare as a way to move
mothers off the welfare rolls (since mothers receiving
family benefits represent just about the only signifi-
cant group on welfare that might reasonably be
expected to work).

But while daycare subsidies may serve a variety of
interests, it is not clear that these interests can agree
on what level of subsidy is desirable. And if the real
issue is the inequitable treatment of working mothers
with regards to taxes and transfers, then focusing on
daycare subsidies will allow poiiticians to do what
they have done so far — that is, mount relatively low-
cost programs that do not address the underlying
inequities that concern working women.

| have argued that the tax transfer system ignores
the reality that mothers with young children are in
fact in the tabour market. Addressing this problem
through daycare subsidies overcompensates by
ignoring the reality that work inside the household is
also productive and that many mothers are more
efficient caring for their children within the home, at
least while those children are very young. The appro-
priate response is to design a system that restores
horizontal equity among families while remaining as
neutral as possible to the choices that mothers make
about work in or out of the household and about the
choices that families make concerning child care
when the mother works.

| do not propose to develop a detailed tax proposal
here, but the essence would be as follows. First, the
child exemption should be dramatically increased,
perhaps to $2,000 per child, with no differential for
age or even a reversal of the current policy of increas-
ing the exemption at age 18. This change should be
financed by an increase in the rate structure that
leaves the general amount of taxes paid by each
income class unchanged, thus redistributing income
from families with no children or with one child to
larger families.

Second, the tax rate for working mothers should be
reduced by allowing the child exemption (or some
portion of it) to be used by both parents when both
work and the children are under a certain age. And,
of course, child care expenses should be fully deduct-
ible. Again, this change could be financed by a
general increase in tax rates. Alternatively, both
changes could be financed by a reduction in the adult
exemption, perhaps making it closer in size to the
child exemption. The effect of this wouid be to allow

mothers to choose to work in or out of the household
and allow them more income when they work so they
can select appropriate child-care arrangements.

The point is not to take a position on whether
mothers should work in or out of the household. With
about half the mothers of preschool children choos-
ing either alternative, neither would seem to be clearly
efficient. In deciding whether or not to enter the
labour force, a mother must weigh a complex variety
of factors, many of which are personal. These factors
would include the mother’'s wage rate, the potential
loss of promotion or productivity in being out of the
labour force for a significant length of time, the
relative preference of the mother for the two types of
work, the availability and cost of reliable child care,
the extent of other family income, and so on. The
point is to design a system that treats those mothers
fairly while remaining essentially neutral concerning
that choice. My own view is that the more equitable
treatment of these mothers, as described above,
improves their financial position and thus permits
them to make the choice that is in the best interests
of themselves and their families.

There is no doubt that raising children imposes an
enormous burden on mothers, both financially and
otherwise. Some of the pressure for subsidized
daycare arises out of a desire to have society shoul-
der more of that burden. | agree with this position but
suggest that the more appropriate response is the
one | have described — that is, to improve the general
tax treatment of mothers of young children while not
biasing their choice about when and if to enter the
labour market.

Furthermore, the choice to enter or leave the
labour market is not a once-and-for-all one. The
increase in the labour force participation rate as the
youngest child becomes older illustrates the obvious:
the relative efficiency of work in or out of the
household shifts in favour of the labour market as
children grow older. Not fully subsidizing infant care is
not telling mothers they cannot work; it is simply
pointing out the true cost of child care and suggest-
ing that they base their decision about when to work
on economic efficiency. Rather than induce an
inefficient early return to the labour market for
mothers with young children, it would seem to make
more sense to adapt our institutions to make the
transition out of, or back into, the workforce as
smooth as possible for those mothers. For example,
the availability of significant unpaid leaves of absence
(and guarantees of no loss of seniority or promotional
opportunity) and the possibility to work flexible or
reduced hours would enable mothers to raise children
and maintain careers. As the nature of the workforce
changes, the labour market should change along with
it, and the government may have to act to remove




institutional barriers that remain only because of
inertia.

Daycare Subsidies
to Assist Children

The discussion so far has assumed that there is no
basic difference between the care received by
children from their parents, through informal arrange-
ments, and that from daycare centres. One argument
for heavily subsidized daycare is that it will upgrade
significantly the care received by children. Ignoring
the problem of sufficiency of supply of high-quality
care (daycare is a highly competitive industry, so
there is generally plenty of high-quality care available
at a price high enough for suppliers to earn reason-
able profits), this argument amounts to saying that
children should receive more resources than their
parents are prepared to devote to them. In that case,
the use of price subsidies to induce families to
consume more commaodities for children than they
would do otherwise is appropriate — for example, if
more consumption for children were a merit good or
involved significant externalities.

It is important to understand that the point here is
not that parents cannot afford good child care. If that
were the issue, the appropriate response would be to
increase the income of working parents so that they
can make decent choices for their children. Rather
the point is that whatever one feels is the appropriate
income for parents, more of that income should be
spent on child care and other child-related commodi-
ties.

As an economist, | have no expertise to comment
on whether indeed parents devote too few resources
to their children. But if one accepts this argument, it
still does not follow that the appropriate response is
high subsidies to daycare centres. Such subsidies
would reach the children of parents who work and
use daycare. It is hardly clear that the goal of assist-
ing children necessarily implies that their mothers
need be induced to enter the labour force or that,
once they are in the labour force, their children
should be placed in daycare centres.

Consider first the issue of working. To argue that
assistance should be aimed at children whose
mothers work, one must believe either that it is
mothers who work who devote inadequate resources
to their children or that children are poorly cared for
in the home and that all mothers should be induced
to work. On the first, it is my sense that most working
parents are in the labour force not to deprive their
children of resources that the children would receive
naturally if the mother were at home but, rather, to
provide a better standard of living for the entire
family. Thus if children would benefit from more
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resources, there is no reason to single out the chil-
dren of working mothers. On the second, while there
is no evidence to suggest that children in daycare
centres are disadvantaged relative to children raised
at home (especially at the level of daycare now being
subsidized in Canada), there is also no reason to
believe the reverse, and thus no reason to shift all
child care out of the home or to force women out of
the home to receive benefits for their children.

Now consider the issue of assistance through
daycare. Since most working mothers do not use
daycare, one would have to make a strong argument
that alternative forms of extra-family child care are
grossly inadequate and that the only way to assist
children is to move them into daycare centres,
whatever the cost. While there are some people who
hold that view, some serious proof would be required,
especially given the high cost of a universal daycare
program. Failing that, a superior alternative would be
a lower-cost program that would assist children
regardless of the care arrangements made by their
working parents.

it should be noted that the tax reform proposal
made in the previous section would improve the
quality of care received by children by increasing the
incomes of parents with young children and enabling
them to make more appropriate decisions about child
care. Higher exemptions would make it easier for
mothers to stay at home when children are young (if
this is appropriate), while the extra exemptions for
working mothers with young children, along with the
provision of full deductibility of child care expenses,
would make it easier for working parents to afford
quality child care.

If it is decided that more resources should be
directed at children, then, as | have argued in my
earlier work, daycare subsidies are not the correct
policy. Instead, an early childhood enrichment
program should be established running two hours
(more or less) per day. Vouchers should be directed
at the target group (all parents of young children or
perhaps just parents with incomes below a certain
level) and the program set up so that it can be used
by parents for all types of child care arrangements.

For mothers who are at home, the vouchers would
provide a program to enrich the child's experience
and provide a break for the parent, which might
improve parenting at other times during the day.
Alternatively, a play group involving parents might
assist children while providing an important social
service to mothers who work in the home. For moth-
ers who work and use informal arrangements, the
voucher could be used by babysitters to send chil-
dren to local centres, where they could receive an
enriched communal experience. For mothers who use
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daycare, the voucher could subsidize daycare and
provide higher-quality care for part of the day.” The
critical point is that assistance should go to all
children without distorting the parents’ choice as to
the most efficient form of child care.

On the Efficient Provision
of Child Care

This chapter has mentioned incidentally the
question of how daycare should be provided. The
earlier discussion on subsidies suggested that it is
inefficient to bias the choice of parents towards the
various kinds of extra-family child care. That is, a
subsidy to daycare centres only would be inefficient
because it would induce parents with otherwise
satisfactory arrangements to shift to higher-cost
daycare to qualify for the subsidy. One response
would be to subsidize all forms of child care. Most
provinces now subsidize supervised family daycare,
which is daycare provided in a private home to a
limited number of children. Because this form of care
is supervised, costs are roughly equal to that of
daycare centres.

British Columbia, however, takes another approach
by also subsidizing children cared for in their own
homes by babysitters, with limits set on the level of
subsidy available per child.?® While the government
has no control over the quality of the care, this
approach does improve efficiency by reducing the
bias towards daycare. However, for parents receiving
full subsidy, there is no incentive to choose the most
economical form of care (since cost to the parent
does not vary) but only an incentive to choose the
most convenient. Furthermore, since full daycare
subsidies already distort the decision between work
in or out of the household, simply reducing the
distortion in the choice of child care arrangements is
not a significant improvement. The proposal for full
deductibility and reduced tax rates discussed above
addresses both distortions. Deductibility, of course,
applies to al! kinds of paid child arrangements.

Finally, if daycare is to be subsidized (either full
daycare or the kind of enriched early childhood
programs for part of the day described earlier),
should those subsidies be available to all daycare
centres, regardless of whether they are run by
nonprofit organizations, commercial firms, or munic-
ipal governments?

The pattern in Canada is varied. In Manitoba,
Quebec, and Nova Scotia, subsidies are available
only to parents who use nonprofit centres, and in
Saskatchewan the requirements are even more
stringent, since nonprofit centres must have parent-
controlled boards. The remaining six provinces
subsidize commercial centres in addition to nonprofit

centres, and Ontario and Alberta also have munici-
pally owned daycare centres that receive subsidies.

Presumably the argument for not subsidizing the
commercial sector is that this sector seeks to maxi-
mize profits and may therefore exploit the subsidy by
reducing quality as much as possible to increase
profits. The problem, however, is that the nonprofit
constraint (that profits may not be distributed to the
owners of capital) is a difficult one to enforce, espe-
cially in a small labour-intensive firm where the owner
may also work in the firm. Restricting the subsidy to
nonprofit firms may induce unscrupulous entre-
preneurs to masquerade as nonprofit firms. Catching
such individuals may be as difficult as monitoring
quality in daycare centres (the problem that led us to
guestion subsidies to commercial firms to begin with).
The Saskatchewan response eliminates this problem
but replaces it with another. Parent-dominated
boards of directors can be unwieldy and expensive
for the parents involved who may prefer to trust
professionals to run both the centre and the board.

The issue has no easy answer. My own preference
is for the Ontario and Alberta models that use a
variety of modes of provision. Nonprofit centres tend
to be innovative and provide high-quality care, while
public centres maintain high standards and provide
the government with a window into the industry.
Commercial centres keep costs down and are
responsive to demand. The key is that all centres
should be required to be open to parental overview.
The mix of centres provides for creative tension in the
industry.

Conclusion

The basic argument in this chapter is that daycare
subsidies should be restricted to deductibility and
available to all types of extra-family care. Further
assistance to mothers with young children is neces-
sary and equitable, but it should be structured so as
not to distort the choice between work in or out of
the household and between modes of child care
when the mother does work.

Comments by Nicole Boily

Mr. Krashinsky's chapter is less a blueprint for a
government daycare policy than a proposal for a
series of tax measures designed to lessen the finan-
cial burden faced by working mothers who require
daycare services. | believe, however, that there is a
need for a general daycare policy involving all levels
of government — a policy that would not only include
tax measures but also establish planning, assistance,
and monitoring mechanisms for daycare services.




Where Mr. Krashinsky stresses productivity and
efficiency on an individual basis, | feel that a more
comprehensive solution that is also based on eco-
nomic productivity would be preferable.

In contrast to Mr. Krashinsky, who supports
government neutrality, | believe in a more interven-
tionist approach but one that nonetheless respects
freedom of individual choice. Daycare is an essential
service that not only benefits working parents (both
men and women), but it aiso helps ensure the proper
development of children. For this reason, it seems
important that a coherent and realistic policy be
developed by governments to ensure the growth and
accessibility of these services.

While the welfare and development of all children
using daycare services must be considered para-
mount, like Mr. Krashinsky | wish to emphasize the
need for a policy aimed at working women, since they
are the topic of this Colloquium. | make this comment
because | feel a daycare policy should meet the
needs of all children, regardless of the labour market
activities of their parents.

| would also like to point out at the outset that
when daycare services are mentioned, it is always
mothers who spring to mind; it is rare that men enter
into the discussion. Certainly, in the majority of cases
it is women who are mainly, if not completely, respon-
sible for the upbringing of the children. | believe,
however, that the responsibilities of fathers should be
emphasized more. This might alter the approach with
respect to the need of daycare services and daycare

policy.

Nevertheless, given prevailing social attitudes
towards the respective roles of the two sexes, it is
clear that adequate child-care services are specifi-
cally a prerequisite to greater independence for
women and to their right to enjoy the same employ-
ment opportunities as men (should they choose to
work).

Indeed, the presence of women in the labour
market must not be regarded as a manifestation of a
cyclical phenomenon but as a sign of deep-rooted
change in our society. Mr. Krashinsky provides some
interesting statistics on the increasing number of
working mothers. The significant increase in the
number of women aged 18 to 35 (the primary child-
bearing years) who are either working or looking for
work is particularly noteworthy. This is indicative of
an irreversible trend that is explained by a number of
factors other than the recent period of bad economic
times, which often forces even two-parent families to
resort to two incomes to make ends meet.

If, following the argument advanced by Mr. Kra-
shinsky, governments should remain neutral, neither
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encouraging nor hindering women from entering the
labour market, they must nevertheless adapt to
changing realities. In my opinion, governments are
not and can never be neutral; it is their duty to
guarantee equal access to employment without
attempting to channel or push women into certain
occupations. Thus | am convinced that supporting
structures are necessary to guarantee equal employ-
ment opportunities for women, including catch-up
measures. Daycare services represent a key element
in such an approach.

It is too easy for a policy of neutrality, such as that
advocated by Mr. Krashinsky, to turn into a ‘‘wait-
and-see'’ approach that is no longer neutral but
actually works to the disadvantage of women who
want to participate in the labour market, making it
more difficuit for them to support themselves.

Given that maternity has a social dimension as well
as being a private matter, given that every child has
both a father and a mother (even if they do not
necessarily live together), and given that the right of
women to employment is an established fact, it
becomes increasingly clear that daycare services
must be considered a social obligation. It remains to
determine exactly which services are the most
important and what role governments should play in
supporting them.

Contrary to what Mr. Krashinsky says, direct
government intervention through assistance and
support to daycare services does not necessarily
mean setting up a free service for all, subsidized
entirely by the state. This is a misconception that
should be dispelled once and for all. Thus the figures
presented by our speaker should be examined in the
light of various financing and organizational possibili-
ties.

For instance, the policy found in Quebec (which
also exists elsewhere in Canada) can be cited, where
nonprofit daycare centres and in-home agencies that
are partially subsidized by the government are run by
a Board of Directors made up primarily of parents.
Private, profit-oriented daycare centres represent
another part of this system. While they do not receive
government funds directly, their customers receive
means-tested financial assistance.

| believe the establishment and development of a
comprehensive system is essential to ensure the
coordination and high quality of daycare services.
Otherwise, we will be faced with a situation of uncon-
trolled development and inadequate services.

There will still be a place for private efforts; this is
not an inflexible system where free choice no longer
exists. 1 am merely proposing a policy that takes into
account the accessibility and quality of service,
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similar to the approach found in education and health
care (here | am speaking only in general terms; the
organization and financing of these two sectors are
quite different).

As stated at the beginning of this commentary, |
am astonished that the policy advocated by Mr.
Krashinsky makes provision for assistance or support
to the mother or the parents only through tax mea-
sures such as larger tax deductions for daycare
expenses (up to 100 per cent) and lower tax rates.

Such a solution, in my opinion, is aimed only at
correcting the financial inequalities experienced by
working mothers, particularly those with fairly good
salaries, since the degree of assistance increases with
the level of earnings. Working women in lower income
brackets will gain nothing from this tax-oriented
approach to the problem. As Mr. Krashinsky himself
states in his chapter, in some cases mothers have
nothing to gain monetarily from taking outside
employment and are better off at home, particularly
since outside work generally involves indirect costs.

While | certainly recognize the contribution made
by women in the home, the attitude adopted by Mr.
Krashinsky seems both elitist and quite negative as
far as middle- and low-wage earners are concerned.
Is the analyst not perhaps abandoning his neutral
stance by making these assumptions? The horizontal
equality proposed by Mr. Krashinsky conceals a
vertical inequality.

Under the cover of neutrality and personal eco-
nomic efficiency, this reflects an attitude that often
crops up in certain circles in bad economic times —
namely, that mothers should stay home to look after
their young children’s education.

Clearly, this short-term view can be advantageous
to policy makers in that jobs in short supply no longer
have to be shared between men and women, and
services such as maternity leave and daycare
become unnecessary. But not only does this attitude
penalize a significant portion of the population, it also
ignores principles of efficient human resource man-
agement and its contribution to economic develop-
ment. Thus the apparent inefficiency and unprofitabil-
ity of daycare services is merely relative and must be
examined in the light of social goals and future
objectives.

I am well aware that, beyond the question of
establishing priorities, the development and mainte-
nance of a daycare system will be costly. Neverthe-
less, | am convinced that a consistent and realistic
policy consisting of support for daycare services and
financial assistance to parents on the basis of their
earnings represents the fairest course of action to

follow, both in the present context and in order to
ensure better service access and quality in the future.

The question of costs aside, | also recognize that
the present system does not always meet all child
care needs, mainly because of lack of space. But this
is not a reason to deny all the progress already made
in this area or to dismiss future efforts. While it is true
that parents who do not currently avail themselves of
these services are on the whole satisfied with the
private arrangements they have made, in most cases
they had no other alternative, and often the difficul-
ties involved were considerable.

Moreover, without suggesting that all daycare
services available outside the public system are
inadequate, the standards and regulations of public
systems appear to set the standards of quality for all
others. This is important, because the establishment
of a public system will involve several phases, and the
parallel private system will continue to play its role
during this period.

in closing | would like to touch on a subject not
explored by Mr. Krashinsky: the relative jurisdictions
of the various levels of government. Up to now,
daycare services have been a provincial responsibil-
ity, although the federal government has been
involved through its participation in the Canada
Assistance Plan (CAP). | think this arrangement
should be preserved in the interests of efficiency and
so that the services can be tailored to the needs of
each region and province.

in conclusion, | would like to repeat that | favour a
daycare policy integrated into the larger scheme of
social systems required by any modern country, in
the same way as education and health care policies. |
believe that daycare policy should include not only
tax measures but also direct assistance to programs
and their users, with a view to encouraging the
development of a comprehensive daycare system,
the quality of which would be monitored by govern-
ment. This is the surest way to bring about substan-
tial improvements in the economic status of working
women.

Floor Discussion

Professor Krashinsky's arguments in favour of child
care subsidies met with some reaction from the floor.
Several participants claimed he had taken a regres-
sive approach by favouring a horizontal redistribution
of income from adults in general to parents rather
than a vertical redistribution from higher- to lower-
income groups. Of particular concern was the impact
his proposal could have on single-parent families, in
large measure headed by women. One participant




observed that financing an increase in the child tax
exemption by reducing the adult exemption could
raise taxes significantly for this particular group;
another pointed out that tax-based assistance does
not benefit people with low incomes.

Professor Krashinsky countered by arguing that a
decision to make the overall tax system more
progressive belongs to politicians rather than econo-
mists. Consequently, despite his personal support for
a more progressive system, he confined his analysis
to the question of achieving equity within specific
income classes. In response to concern about the use
of tax exemptions, he observed, first, that the reduc-
tion in adult exemptions would not be as large as the
increase in child exemptions, since revenues would
be recovered from everyone using the personal
exemption, and redirected only to people with young
children; and, second, that assistance could be
provided through taxable family allowances rather
than through exemptions, with greater redistributive
effect.

Some concern was expressed about Professor
Krashinsky's contention that the assistance should be
structured so as not to distort the choice between
work in and out of the household. The costs of
staying at home transcend simple market costs, one
participant argued. Opportunity costs, in terms of
forgone education and experience, also merit con-
sideration. Professor Krashinsky's approach, she
said, not only makes no allowance for these con-
cerns, but also provides no incentive for women to
further their education.

Professor Krashinsky agreed with this observation
but maintained that the daycare system should not
be expected to absorb all the costs of women's
increased labour force participation. Other programs
are better geared to assist those wanting more
education, he said. Further, he saw reforms in institu-
tions and laws as the best means of protecting the
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fabour market positions of women who opt out to
look after their children.

Ms. Boily was asked whether group daycare is now
the most popular option, given that earlier research
showed many parents preferred other methods. She
replied that, in her view, thinking has changed
considerably in recent years. A Quebec study sug-
gests, she said, that families are steadily becoming
more interested in this form of child care, particularly
for children over the age of two. Currently, many
parents see group daycare as providing greater
opportunities for socialization, development, and
stability than does home care. Professor Krashinsky
disagreed with this observation, however, arguing
that more concrete proof is required.

Another participant commented that many working
women choose home care over daycare in order to
provide the household not only with a “mother”
substitute but a “wife’’ substitute as well. Given the
present unemployment picture and the possibility of
further job loss with the advent of new technology, a
child care option that employs numbers of women
has definite advantages, the participant said.

Ms. Boily replied that her intention was not to
disparage home care. But she reminded her listeners
of the need for adequate controls in this area, adding
that home care is more costly and, therefore, inac-
cessible for some parents. She also stressed the
importance of a ‘“‘collective vision” in the daycare
field.

In response to a query on whether subsidies should
go to parents or directly to daycare centres, Ms. Boily
observed that, in her view, universal daycare is made
possible only through state planning and organiza-
tion. For that reason, child care arrangements should
not be left entirely in the hands of parents; rather,
subsidies should be given directly to daycare centres
and, when necessary, financial assistance provided to
parents using the facility.



3 A National System for Parental Leave

Presentation by Monica Townson

The majority of women of childbearing age in Canada
now participate in the workforce. In the past eight
years alone, the labour force participation rate of
women aged 25 to 34 has risen by 28 per cent.
Consequently, the issue of paid parental leave has
been receiving increasing attention.

Canada is a signatory to the United Nations’
Convention on the Elimination of All Forms of Dis-
crimination Against Women, adopted by the United
Nations General Assembly in 1979. The preambie to
the agreement refers to '‘the great contribution of
women to the welfare of the family and to the
development of society, so far not fully recognized,
the social significance of maternity and the role of
both parents in the family and in the upbringing of
children,” and acknowledges that “‘the role of women
in procreation should not be a basis for discrimination
but that the upbringing of children requires a sharing
of responsibility between men and women and
society as a whole.”

Among other things, the parties to the agreement
(including Canada) agreed to “‘introduce maternity
leave with pay or with comparable social benefits
without loss of former employment, seniority or social
allowances.”

The International Labour Organization's Conven-
tion on Workers with Family Responsibilities, origi-
nally passed in 1965, provided that “‘with a view to
creating effective equality of opportunity and treat-
ment for men and women workers, each member
should make it an aim of national policy to enable
persons with family responsibilities who are engaged
or wish to engage in employment to exercise their
right to do so without being subject to discrimination
and, to the extent possible, without conflict between
their employment and family responsibilities.” Inter-
estingly enough, the ILO convention originally
referred to “‘women with family responsibilities’’ and
was changed to cover both parents in 1981.

Maternity benefits have been available in Canada
through the unemployment insurance (Ul) scheme
since 1971. But they are paid for only a limited period
of time; they replace only 60 per cent of the worker’s
previous earnings up to maximum weekly benefits;

and they are payable to mothers only (with the
exception of adoptive parents, as discussed below).

The movement for fully paid parental leave, as the
term implies, is based on two fundamental principles:
first, that the leave should be fully paid and, second,
that it should be available to either parent.

Labour force data indicate that the majority of
women of childbearing age are now in the labour
force (Table 3-1).

Table 3-1

Labour Force Participation Rate of
Women Aged 25-34, Canada,
by Province, 1983

(Per cent)

Newfoundland 53.0
Prince Edward island 66.3
Nova Scotia 62.7
New Brunswick 58:5
Quebec 62.6
Ontario 72.9
Manitoba 71.0
Saskatchewan 66.7
Alberta 68.8
British Columbia 68.1

Canada 67.6

SOURCE Statistics Canada, Labour Force Annual Averages, 1975-83,
Cat. 71-529, 1984, Table 13.

Contrary to popular belief, the majority of women
of childbearing age who are employed have full-time
jobs. In fact, these women have the lowest percent-
age of part-time employment of any cohort of women
employed (Table 3-2).

In view of the evident attachment of women of
childbearing age to the labour force, it is clear that a
mother who may only receive 60 per cent of her usual
salary (up to a maximum) while on maternity leave
will suffer a financial penalty. The Canadian Union of
Postal Workers, which negotiated fully paid maternity
leave through collective bargaining in 1981, cal-
culated that a full-time postal clerk would lose over
$4,000 under the Ul maternity benefits program.
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Table 3-2

Full-Time and Part-Time Employment of
Women, by Age Group, Canada, 1983

Number employed Proportion

employed

Full-time Part-time part-time

(Thousands) (Per cent)

Age:

15-24 757 384 33.7
25-44 1,773 499 22.0
45-54 494 167 25.3
55-64 261 101 27.9
65 and over 33 26 441
Total 3,318 1177 26.2

Source Statistics Canada, Labour Force Annual Averages, 1975-83,
Cat. 71-529, 1984, Table 29.

A woman whose earnings were at the median level
for the 25-34 age group would give up more than
$2,500 as a result of the 60 per cent limitation on
maternity benefits.” In view of public commitment to
full and equal integration of women into economic
life, such financial penalties imposed on women who
have children are obviously inappropriate. The
Canadian Advisory Council on the Status of Women
has pointed out the need to recognize ‘‘a woman's
right to retain her economic independence while
bearing children.”?

The need to extend benefits to either parent has
been recognized by those who argue that women will
never be able to achieve equality until men partici-
pate in domestic labour in the same way as women
now participate in paid labour. The existing system of
maternity benefits does not allow that participation. A
system of paid parental leave would enable both
parents to share their family responsibilities and to
move away from the stereotyping of women into
traditional roles. It is important to recognize that
unless parental leave is fully paid, a family would not
be able to afford to have the higher-paid spouse stay
at home. Since median earnings of full-time male
workers in the 25-34 age group are 39 per cent
higher than those of women in the same category,
extending the leave to either parent but retaining the
level of benefits at 60 per cent would make it highly
unlikely that any fathers would take the leave.

The European Experience

A number of European countries have paid-
maternity-leave provisions that replace a higher

percentage of the worker's earnings and for longer
periods of time than the maternity benefits available
through the Ul scheme in Canada. Portugal has paid
maternity leave that replaces 100 per cent of earn-
ings for 3 months; the Federal Republic of Germany
has insurance guaranteeing 100 per cent of earnings
for 14 weeks; the Netherlands provides 100 per cent
of earnings for 12 weeks; Denmark's program
replaces 90 per cent of the worker's usual weekly
earnings for a period of 24 weeks; France has a paid
maternity insurance scheme that replaces 90 per
cent of earnings for 16 weeks;, Sweden's parental
insurance scheme provides for replacement of 90 per
cent of salary for a maximum of 270 days available to
either parent; and ltaly’s program provides 80 per
cent of earnings for 5 months. In fact, out of 23
countries where benefits are related to earnings, 22
pay higher benefit levels than Canada.

However, the philosophical underpinnings of
parental leave policies vary considerably from one
country to another. Hungary’'s approach to maternity
benefits and paid leave is based on encouraging
mothers to stay at home with their children for the
first three years of a child's life. The policy evolved in
the mid-1960s when women were entering the labour
force in ever-increasing numbers and the pace of
economic growth was slowing. Lack of employment
opportunities for large numbers of unskilled young
people, coupled with doubts about the impact of the
existing group daycare on very young children, and
an inability to meet the costs of high-quality group
care led to the present policy whereby the govern-
ment subsidizes mothers to withdraw from the labour
force tor a period of time.

Such an approach to parental leave would clearly
not encourage any sharing of domestic fabour and
continues to emphasize a traditional role for women.

Other countries have tried to structure their par-
ental benefits programs to increase the birth rate.
The German Democratic Republic, for example, has
adjusted its program to meet concerns about declin-
ing birth rates. Female labour force participation is
higher than in any other industrialized country.
Women are expected to be in the workforce, and
policy has been designed to assist them in dealing
with maternity and chitdbirth while they continue to
be employed.

The German Democratic Republic provides 2%
weeks of maternity leave at 90 per cent of salary. For
a second child a mother is entitled to an additional 26
weeks of leave at a flat rate of benefit. And for the
third child or subsequent children the extended leave
at a flat rate of benefit is available until the child is 18
months old.




It is apparent that this type of program implies that
the mother will retain major responsibility for child-
rearing, since only mothers may claim paid leave,
although unpaid, job-protected leave is available to
other family members, such as a father or a grand-
mother, until the child is 1 year old.

Paid parental leave in Sweden, on the other hand,
has an entirely different philosophical basis,
articulated quite specifically. The Swedish approach
was outlined in a report to the United Nations in
1968, which stated that:

Every individual, irrespective of sex, shall have the
same practical opportunities, not only for education
and employment, but also in principle the same
responsibility for his or her own maintenance as well as
a shared responsibility for the upbringing of children
and the upkeep of the home. ... The view that women
ought to be economically supported by marriage must
be effectively refuted ...the husband’s traditional
obligation to support his wife must be modified to
constitute a responsibility, shared with her, for the
support of the children. This concern for the children
should also be manifested in a greater degree of
participation in the supervision and care of children on
the husband’s part.

While official efforts to encourage men to share in
domestic labour have had only limited success,
nevertheless policy is structured in such a way that
the involvement of both parents is possibie. Program
design in other countries, including Canada, sets up
effective barriers to such sharing by specifying that
benefits are payable to mothers only. Kammerman
and Kahn® have pointed out that “‘the Swedes are
convinced that it is beneficial for women, their
husbands, and their children if women work, and
Swedish policies are designed to encourage this.”
There is also a belief that the fact that men are also
entitled to the leave helps to prevent discrimination
against women in the workforce and works towards
the long-term goal of full equality between men and
women both in the workplace and in the home.

Three types of parental allowance are payable in
Sweden. The most important, perhaps, is a 6-month
paid leave available to either parent at 90 per cent of
her or his usual wage (up to maximum insurable
earnings) that must be taken before the child is 270
days old.

it is clear that maternity benefits and paid parental
leave constitute a powerful policy instrument by
which particular social goals in relation to women’s
employment can be achieved. In addition, as the
European experience outlined above has shown,
policies and programs may be designed in an
attempt to meet other objectives such as increasing
the birth rate or discouraging women from participat-
ing in the workforce.
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The Case for Fully Paid
Parental Leave in Canada

There is now increasing pressure for fully paid
parental leave in Canada and some trade unions have
successfully negotiated such benefits as part of their
collective agreements. The fact that Canada is a
signatory to the United Nations’ Convention on the
Elimination of All Forms of Discrimination Against
Women implies that there is some official commit-
ment to recognizing that motherhood is a social
function and that those who must combine work and
family responsibilities should not be penalized.
However, that commitment has not yet been fully
translated into policy. There is a need, then, for
Canada to honour the commitment it has made to
policy in this area.

Labour market policies in Canada have recognized
that high levels of female labour force participation
are unlikely to be reversed. At the federal level,
policies have already been introduced to provide
equal employment opportunity, equal pay for work of
equal value, affirmative action, and special training
for nontraditional jobs. Yet women are still penalized
during their childbearing years.

As we have seen, the majority of women of child-
bearing age are now in the workforce. It can no
longer be assumed that once a woman has a child,
she will withdraw from paid labour and remain at
home until the child reaches school age. In fact, that
option was only ever available to those families where
the earnings of one spouse were adequate to support
the entire family — a situation increasingly rare these
days.

Labour force participation of mothers with young
children has increased dramatically in most major
industrialized countries over the recent past. In
Canada in 1976, for example, less than 32 per cent
of mothers with children under the age of 3 were in
the workforce. By April 1984, the labour force
participation of this group had risen to almost 52 per
cent, representing an increase of 59 per cent in the
participation rate of this group in a period of only 8
years. Sixty-eight per cent of employed women in this
group had full-time jobs.*

As long as benefit levels remain at only 60 per cent
of usual earnings, a financial penalty is being exacted
on women who bear children. Such a penalty is
clearly inconsistent with other government policies to
facilitate the full and equal integration of women into
the Canadian economy.

In the past year, the case for making ‘“‘maternity”’
benefits available to fathers as well as mothers has
gathered strength. Since January 1, 1984, “mater-
nity’” benefits under the Ul program have been
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available to adoptive parents and may be claimed by
either the mother or the father of the child if either
parent can prove ‘that it is reasonable for that
claimant to remain at home by reason of the place-
ment with that claimant of one or more children for
the purpose of adoption’ [Sec. 32(1)].

n addition, the Canadian Human Rights Commis-
sion has received complaints charging that it is
discriminatory not to pay benefits to fathers who
have to leave work to look after newborn children,
when Ul pays maternity benefits to mothers. It could
well be that such differentiation will receive closer
attention now that the equality provisions of the
Charter of Rights are about to come into force.

Finally, it should be noted that a considerable
number of workers in Canada already have fully paid
parental leave because they have been able to
negotiate it through collective bargaining. In most of
these agreements, there is provision for the employer
to make up the difference between Ul maternity
benefits and the worker’s usual salary. Such a
mechanism, of course, puts the entire cost burden of
fully paid leave on the employer. In view of Canada’s
stated commitment to equality of opportunity for all
women, it would be preferable to have a national
system of parental leave so that all families (and not
just those where parents are members of trade
unions) could benefit, and where costs would be
shared by all interested parties.

The Case against Fully Paid
Parental Leave

Those who argue against paid parental leave
usually base their objections on two main viewpoints:
first, that decisions on whether or not to have children
are private decisions, and thus no societal responsi-
bility is involved; and, second, that a national pro-
gram would be too costly. Another objection some-
times raised is that such a program would encourage
women to have more children or perhaps to enter the
workforce so they could qualify for what are seen as
generous benefits.

The answer to these objections may be found
largely in the data already presented. The majority of
women of childbearing age are already in the work-
force. It would appear most unlikely that even more
would enter (perhaps exacerbating already high
levels of unemployment) merely to guality for paid
leave.

The notion that the availability of fully paid parental
leave would cause some kind of population explosion
seems so implausible, it is difficult to take it seriously.
it has been estimated that it may cost as much as
$100,000 to raise a child up to the age of 18. It is

difficult to imagine how anyone could commit them-
selves to 18 or 20 years of added responsibility and
expense merely for the sake of getting a few weeks of
paid leave when the child is born.

Decisions on whether or not to have children are
surely based on other considerations. However, for
families with low incomes, it may be that the financial
penalty involved in taking maternity leave acts as a
deterrent to childbearing. If parents continue to be
financially penalized, we may eventually reach a
situation where only higher-income couples will be
able to afford to have children — a situation that
would surely be unacceptable to the majority of
Canadians.

The arguments about the possible costs of a fully
paid parental leave program are dealt with in a later
section of this chapter.

Paid Parental Leave
through the Ul Program

There are several possibilities for the development
of a national system of fully paid parental leave in
Canada. One would be to allow provisions to develop
haphazardly through the collective bargaining pro-
cess. But as we have already noted, only a minority
of workers are members of trade unions. As well, this
approach places the entire cost burden on the
employer, and there are compelling reasons why the
costs of such a program should be shared by all
concerned.

A second possibility would be to cover paid leave
through employee benefit programs. This is the
approach taken in the United States where there is
no national system of maternity benefits such as
Canada has. Such a system would be analogous to
the pension plans that are provided by some employ-
ers for their employees. But just as the private
pension system has not been able to provide ade-
quate pensions for all employees, it would seem
doubtful that private disability insurance to cover
employees who take maternity or parental leave
would be an adequate response to the desire to
provide a national system of fully paid parental leave.

Perhaps the biggest drawback to this approach
would be the question of coverage. It would appear
that less than one-third of employed women have
access to employer-sponsored disability insurance
plans. Coverage might be improved by offering tax
incentives or Ul premium reductions for employers
who have disability plans covering maternity. But
there would still be questions about the income
replacement level, about the length of the benefit
period, and about how benefits could be extended to
fathers, who clearly could not be considered “dis-
abled” as a result of pregnancy.®




Perhaps the simplest way to implement a national
system of fully paid parental leave would be through
an expansion of the existing program of maternity
benefits provided by the Unemployment Insurance
Act. This is already a national program, with estab-
lished funding mechanisms, and it would be relatively
easy to convert it into a national program of paid
parental leave.

Maternity benefits are now available under the Ul
program to replace 60 per cent of previous earnings
up to the maximum insurable earnings limit. They are
paid for 15 weeks after an initial 2-week waiting
period. To change the program to one of paid
parental leave, similar to those provided in some
other countries referred to earlier in this chapter,
would require an increase in the level of income
replacement and probably an extension of the length
of time for which benefits are payable. It would also
be desirable to make benefits payable to fathers or
mothers. But since this has already been done in the
case of adoption, such a requirement would be
unlikely to present any obstacle.

Policy choices in relation to a national system of
fully paid parental leave may well be constrained by
the cost of such a program. On the other hand, costs
will vary widely depending on the combination of
options chosen and the assumptions on which the
cost calculations are based. Policy options might
include the following:

¢ Increase the benefit level from 60 per cent of
earnings, up to maximum insurable earnings, to 75 or
95 per cent but retain the current 15-week benefit
period.

e Increase the benefit level, retain the 15-week
payment period, but remove the limit on earnings.
(This option would ensure that those parents who
earn more than maximum insurable earnings would
receive full income replacement while on leave.)

e Increase the benefit level and extend the
payment period, perhaps from 15 weeks to 26
weeks. (Many adoption agencies require that a
parent remain at home with a newborn adopted baby
for the first 6 months. A 26-week benefit period for
natural parents would therefore be consistent with
this.}

e Retain the qualifying period for benefits at the
present requirement of 20 weeks or make the entry
requirement (the period of time a claimant must work
in order to qualify for benefits) the same as that
imposed for regular unemployment benefits. (This
was recommended by the Unemployment Insurance
Task Force that reported in 1981.)

There is also the possibility that instead of expand-
ing the maternity benefits part of the current Ul
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program, a separate contributory insurance program
might be established to cover maternity/parental
benefits. There is some question, though, as to the
constitutionality of the federal government undertak-
ing such a venture. Provincial governments could,
conceivably, set up such programs on a province-by-
province basis, but again this would not constitute a
national system of paid parental leave.

As well, if parental leave were covered under a
separate program, it might be difficult to secure
public support for the idea that all members of
society should contribute to it and not just parents or
potential parents.

The Cost of Expanding
the Ul Program

Estimates of the cost of various policy options for
an expansion of the current maternity benefits
program under the Unemployment Insurance Act
were prepared in 1981 by the Income Maintenance
Program Analysis Directorate of Employment and
Immigration Canada.®

Assumptions about take-up rates have a major
impact on these cost estimates. Although only about
45 per cent of potential claimants received maternity
benefits under the existing Ul program in 1981, some
of the estimates assumed a take-up rate of 70 per
cent. This figure, of course, does not represent either
an upper or lower limit to the claim rate and hence to
program costs. There is simply no way of predicting
accurately what percentage of those eligible will
actually claim benefits.

The cost estimates also make certain assumptions
based on program experience, unemployment rates,
and other factors that may have changed since the
estimates were caiculated. Nevertheless, the esti-
mates are still valid as an indication of the very
significant variation in cost that results from different
changes in program design.

The results of these calculations may be summa-
rized as follows:

e A national system of fully paid parental leave,
replacing 95 per cent of earnings up to the maximum
insurable earnings limit and paying benefits for 26
weeks, would cost approximately $1,164 million (in
1981 doliars) — or about $895 million more than
would be paid out in maternity benefits under the
existing program in 1985 (this assumes that the
qualifying period for parental benefits would be the
same as that for regular Ul benefits and that, conse-
quently, more people would qualify).

e Total program costs including benefits to
adoptive parents would be reduced to $1,132 million
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(in 1981 dollars) in the year 2000 as a result of a
levelling-off of participation rates.

e [f no maximum earnings limit were placed on
the 95 per cent income replacement ratio, the total
cost of the program would be about $1,289 million.

s Retention of the existing 60 per cent benefit
level for Ul maternity benefits and the 20-week
entrance requirement but extending the benefit
period from 15 weeks to 26 weeks would cost about
$197 million more than the current program (this
estimate assumes a continuation of the current
45 per cent take-up rate).

¢ A parental leave program paying benefits for 26
weeks at 75 per cent of previous earnings with no
maximum fimit would cost about $714 million more
(in 1981 dollars) than the existing Ul maternity
benefits when the program is fully operational.

* Retention of the 20-week entrance requirement
but increasing the benefit level to 95 per cent with a
maximum insurable earnings limit and extending the
benefit period to 26 weeks would cost about $480
million more than the existing program (again this
assumes the current 45 per cent take-up rate).

It is clear from the estimates that major variations
in cost result from changes in assumptions and in
various terms and conditions under which benefits
would be paid. A change in the entrance require-
ments, leading to a higher take-up rate, for exampie,
can make a difference of $400 million in the cost. A
program to pay benefits for 26 weeks at 95 per cent
of earnings, with a maximum insurable earnings limit,
would cost $480 million more than the existing
program if the present 20-week entrance requirement
is retained and there is only a 45 per cent take-up,
but it would cost $895 million more than the existing
program if a variable entrance requirement of 10 to
14 weeks is imposed and take-up increases to 70 per
cent. (It should be noted that the Unemployment
Insurance Task Force described the 10- to 14-week
entrance requirement, which was the one prevailing
when it issued its report, as ‘‘generous by interna-
tional comparison.”” It recommended an entrance
requirement that would vary by region, according to
the level of unemployment, from between 15 and 20
weeks. It also recommended that higher entrance
requirements for special claimant groups, such as
those claiming maternity benefits, should be
removed. Current entry requirements vary between
10 and 20 weeks, depending on the region.)

Financing an Expansion
of the Ul Program

The existing system of maternity benefits is
financed entirely from contributions made by employ-
ers and employees, with employees paying $2.30 per

$100 of weekly insurable earnings. The employer
paid 1.4 times the employee rate, or $3.22, in 1984,
Maximum insurable earnings in 1984 were $425 a
week, so the maximum Ul contributions were $9.78 a
week for employees and $13.69 per employee for
employers.

Just what kind of a premium increase would be
required to finance the various policy options outlined
above would depend on whether the federal govern-
ment contributed to the program. In relation to the
funding of the entire Ul program (including regular
and special benefits), the Task Force said that an
increase in the government's share of the program
from its present level would raise the proportion of
program funds gathered through the progressive
vehicle of taxes and increase the program’s redis-
tributive effects. A greater tax-based program would
also reduce any disincentive to hire workers that may
be implicit in payroll taxes in general and Ul premi-
ums in particular. (Payroll taxes raise the cost of
employing workers compared with that of using
capital. They also inhibit employment growth in
favour of more use of machinery and equipment.)?

The Task Force recommended that the federal
government pay a fixed share of 15 per cent of the
cost of all programs provided through unemployment
insurance, including maternity benefits.

Assuming no change in the current funding
arrangements for maternity benefits (that is, no
contribution from government revenues), an extended
program to provide 95 per cent of earnings for 26
weeks, with a variable entrance requirement of 10 to
14 weeks (the same as that for regular benefits) and
a limit of maximum insurable earnings, would require
an increase in employee contributions of about 31
cents per $100 of weekly insurable earnings and an
increase in employer premiums of about 43 cents per
$100 of insurable earnings. (This assumes a 70 per
cent take-up rate.)

If the federal government were to contribute 15 per
cent of the cost, the premium increase would, of
course, be lower.

An employee earning at or above maximum
insurable earnings would have to pay an additional 95
cents a week to cover the cost of this option, and this
would have to be matched by an increase of $1.33 a
week from the employer.

These estimates are based on the 1981 calcula-
tions referred to above and may now have changed
slightly, based on new program experience. Never-
theless, they indicate a very modest increase in
premiums to finance this particular option, which, it
must be emphasized, is one of the most expensive
options of all those for which cost estimates were
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prepared. Retaining the 20-week entry requirement,
for instance (and assuming the current 45 per cent
take-up rate would continue), would reduce the cost
by almost half, implying an additional cost to employ-
ers of less than 70 cents a week for employees
earning at or above maximum insurable earnings, and
even less for employees earning below the
maximum.®

Implementation of the Proposals

Improvements in the delivery of maternity benefits
under the Ul program are already being made. As of
January 1, 1984, for instance, benefits were
extended to adoptive parents; the so-called ‘“‘magic
10" rule specifying that a claimant must have been
employed for 10 weeks around the time of concep-
tion was dropped; the rule that prohibited women
from claiming regular Ul benefits during the period
beginning 8 weeks before the expected birth of the
child and terminating 6 weeks after the birth was
removed; and other changes to streamline maternity
benefit provisions came into force.

It seems clear that policy could easily move in the
direction needed to change the program to one of
fully paid parental leave. One possibility would be to
implement changes in gradual stages. The first step
might be to increase the level of benefits, while
leaving all other terms and conditions the same as
they are now. At the same time, benefits for natural
parents should be made available to either the
mother or the father, as they are for adoptive parents.
If the benefit period were retained at the current 15
weeks, plus an initial 2-week waiting period, it would
be unlikely that many fathers would take advantage
of the benefits because most of the leave time might
be needed by the mother to recuperate from the
birth. However, it would be important to establish the
principle that the program is one of “parental” and
not ‘‘maternity”’ benefits.

As a second step, the benefit period could be
extended from the current 15 weeks to 26 weeks.
This could perhaps also be accomplished in two
stages; the first might be an increase from 15 to 20
weeks, and the second from 20 to 26.

While these changes could be made by the federal
government, an effective national system of fully paid
parental leave would require provincial cooperation.
The Canadian Advisory Council on the Status of
Women has pointed out that the recent extension of
benefits to adoptive parents may not help these
parents.’® Under provincial legistation, they may not
qualify for a leave of absence from their jobs — a fact
that “both contradicts the federal government's
regulations and frustrates its initiative in this area.”
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Conclusion

There are bound to be difficulties in implementing a
national system of paid parental leave through an
expansion of the existing maternity benefits program
under the Unemployment Insurance Act. Some
people object to maternity benefits being part of the
Ul program at all. However, the Task Force con-
cluded that ‘‘surveys of public attitudes show broad
support for the presence of maternity benefits as part
of unemployment insurance.” "

At the moment, the income replacement ratio for
maternity benefits is the same as that paid for regular
unemployment benefits under the Ul program.
Adoption of a 95 per cent replacement rate for
parental benefits, while other benefits remained at
60 per cent, might raise questions of equity. It would
therefore be important to establish a clear philosoph-
ical basis for fully paid parental leave. The policy
rationale must be clearly articulated and well under-
stood in order to ensure broad public support.

Arguments about cost will undoubtedly be raised.
Many will be opposed to even a minor increase in
federal government spending when the deficit is
causing such concern. It must be noted, though, that
the increased cost to the federal government of one
of the most expensive options in 1985 was estimated
at only $181 million (in 1981 dollars). By way of
comparison, tax revenue forgone as a result of tax
deductions for contributions to the Registered
Retirement Savings Program (RRSP) amounts to $1.7
billion a year, and another $675 million will be lost to
the federal government as a result of increasing these
deductions over the next three fiscal years. The
National Council of Welfare has estimated that only a
taxpayer earning more than $80,000 a year would be
able to take full advantage of the increased RRSP
deduction announced in the February 1984 budget.
The Department of Finance estimates that 61 per
cent of those making more than $50,000 a year take
advantage of the RRSP deduction. Only 11 per cent
of all other individuals are in a position to make use of
this tax shelter.'®

Clearly, on the question of cost, there are other
programs that cost 10 times what paid parental leave
would cost and that are targeted to a very limited
number of higher-income Canadians. In the final
analysis, it is not cost but what politicians feel the
voters want that will determine whether a national
system of fully paid parental leave will be imple-
mented.

Since the program would still be largely financed
by contributions from employers and employees, it
might also be necessary to counter the inevitable
arguments from the business sector that it could “‘not
afford” such a program. As we have seen, the
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second most expensive option for which cost esti-
mates were prepared would cost an employer an
additional $1.33 a week for an employee earning at
or above the maximum insurable earnings. Since
many employees of small businesses earn less than
the maximum, and small business has been the most
vocal in its opposition to any expansion of the
existing program, it is worth noting that a firm with
only 10 employees would pay an additional $13 a
week at the very most. It seems most unlikely that an
additional $10 to $15 a week will put anyone out of
business.

It must also be emphasized that there are costs
involved in leaving the system the way it is now.
There is the financial penalty imposed on parents by
the existing program; the fact that even though such
a high percentage of women of childbearing age are
in the workforce working at full-time jobs, we are only
prepared to give them benefits for a very brief period
of time, and we make the implicit assumption that it is
only mothers who must combine their work with their
family responsibilities; and there is the burden
imposed on parents and on children by allowing the
current situation to continue.

These costs, unquantifiable in dollar terms, have
received little attention in the current policy debate.
But they may very well be costs that Canadian
society can no longer afford.

Comments by Peter Hicks

The paper puts forward a carefully argued case for
the use of Ul as the vehicle for delivering parental
leave in Canada. | would like to make some com-
ments, first, with respect to the case that is made for
extensions to our parental leave system and, then, to
the use of Ul as a vehicle for delivering parental leave.

The paper puts forward two arguments in support
of parental leave. One relates to the role of parental
leave in the full integration of women into the labour
market. The other relates to equity, particularly with
respect to equal treatment of men and women in their
responsibility for the care of newborn children. There
is also an equity issue in that many unionized
employees receive maternity benefits from both Ul
and private plans, while other workers receive the Ul
benefits only.

The labour market integration argument presented
in the paper is that existing arrangements, which
appear to be less generous in Canada than in many
other countries, result in a financial penalty to the
labour market integration of women with children.
However, the paper also correctly points to the
dramatic increase in the labour market participation

in recent years of mothers with young children. We
are invited, | believe, to draw the conclusion that, for
many women, the existing parental leave arrange-
ments have not been a significant barrier to participa-
tion. This may be because existing arrangements,
including Ul often topped up by private plans, are
adequate for many. Or it may be that parental leave
is not a major factor in the decisions of many women
with respect to labour market participation.

The case for parental leave on equity grounds
therefore appears to be the more important of the
two discussed in the paper.

A case for parental leave can also be made in the
context of the more general search for flexible
working life arrangements. It can be argued that
labour market adjustment would be improved and
unemployment reduced if there was more flexibility in
such areas as retirement arrangements, part-time
work, weekly hours, job sharing, and various types of
leave. Parental leave is admittedly not a central
element in this discussion. Nevertheless, there is
increasing interest in  working-time adjustment
policies, and this might provide another useful forum
for discussions of parental leave.

The paper aiso states the case against parental
leave. Three arguments are discussed: that parenting
is a private matter and society therefore has no
responsibility for parental leave; that better leave
arrangements would encourage women to have more
children and/or participate more in the labour force;
and that it would be costly.

The first two arguments are not strong, and the
paper deals with them quickly and effectively.
Emphasis is quite rightly placed on the cost argu-
ment.

We are talking about costly proposals. The full
package would, according to my estimates, cost over
$1.5 billion in current dollars (not the 1981 dollars
used in the paper). This would be four times greater
than the current cost of maternity benefits under UL
The proposal in the paper, of course, is not for
immediate implementation of all aspects of the
proposal. However, the cost of the various compo-
nents, like increased benefits or increased duration of
benefits, would run to hundreds of millions of dollars
each. As the paper points out, these figures are
perhaps not large in comparison with some social
programs, but they are undeniably very large by most
standards. And they seem especially large at a time
of expenditure restraint. The fact that the maternity
benefits have been improved considerably in recent
years may be a factor for some. The changes intro-
duced this year are estimated to cost over $100
million.
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The paper also provides cost figures on a per-
week-per-employee basis, on the assumption that the
cost would continue to be paid by employers and
employees. These figures seem small enough.
However, it would be wrong to suggest that all
employers and all employee groups would welcome
increases of $0.30 or $0.40 per $100 of insurable
earnings. An increase of only $.05 is subject to
considerable debate and scrutiny in the present
economic climate, and a good case can be made for
keeping payroll taxes as low as possible, especially in
a time of high unemployment. Payroll taxes add to
the cost of labour and discourage employment
growth.

The paper points out, however, that it is not
necessarily employers and employees who must pay
for all the costs of the program through payroll taxes.
The government could also pick up a larger share, to
be funded from general revenues. If this were the
case, the government expenditures wouid have to be
assessed in terms of its impact on the deficit and on
alternative government expenditures in such areas as
child care or training and counselling for women re-
entering the labour market.

In short, cost considerations are most important,
and the paper is right in devoting so much attention
to cost and financing.

| would like to make a few final observations about
the use of Ul as a vehicle for delivering parental leave.
The paper has pointed out the advantages. There
are, of course, also some disadvantages. A number
of bodies are strongly opposed to the use of Ui for
purposes that are not related to insurance. There is
always tension between the main Ul provisions and
the quite different needs of parental leave. For
example, there would be concern about the prece-
dent of moving from 60 per cent of earnings to 95 per
cent of earnings, as the paper proposes. Many would
argue that an entirely separate vehicle for delivering
parental leave would make more sense. Nevertheless,
recent experience has proved that U! has been a
relatively flexible way of providing maternity benefits,
and there can be no doubt that further improvements
are possible, consistent with the realities of expendi-
ture restraint and financing.

In this regard the timing of the paper is opportune.
The Agenda for Economic Renewal, which was
tabled by the Minister of Finance at the time of the
recent Economic Statement, called for a review of Ul.
This may provide an opportunity to review the type of
options put forward in this interesting and balanced

paper.
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Floor Discussion

Ms. Townson was asked a variety of questions
about her proposal for a paid parental leave system.
The cost of implementing such a program interested
a number of participants. One expressed doubt that
expenditures amounting to approximately $1.5 billion
(by Ms. Townson's estimate) are feasible, given the
current high federal deficit. Ms. Townson responded
that the program would be financed entirely by
employer/employee contributions through the Ul
program, as is presently the case for maternity
benefits. Costs of the program would fall, therefore,
not on government but on the economy as a whole.
Policy makers will have to decide how these costs
should be shared, Ms. Townson said.

Interest also focused on the concept of parental —
as opposed to maternity — leave, triggered by the
comment that better leave benefits might discourage
employers from giving high-level jobs to women of
childbearing age. Ms. Townson pointed out that a
parental leave program is designed to avoid that
situation. When the emphasis lies on sharing family
responsibilities, she observed, any discrimination
would have to be directed against both parents of
childbearing age rather than against the mother
alone.

A number of participants commented on the
concept and viability of parental leave. One observed
that although Sweden has a progressive program
under way, the take-up rate among Swedish males is
very low. Another argued that the current participa-
tion rate of fathers is irrelevant; rather, the key
concern is to establish the principle that parental
responsibility should be shared. Still another partici-
pant placed this issue in the context of women’s
““double burden” of job and home responsibilities.
Her research on housework and women's labour
force participation, she said, suggests that men
contribute only slightly to household responsibilities,
and that only through increased services for food,
housecleaning, and laundry will the working woman's
burden be reduced.

Ms. Townson agreed wholeheartedly with the need
to affirm the principle of parental leave and stressed
the importance of not erecting barriers against the
participation of fathers. She added that, in her view,
women’s load will be lightened most effectively
through the reduction of working hours for all work-
ers, enabling both parents to spend more time on
household chores.

Mr. Hicks noted that a negative aspect of using the
Ul system for this kind of program lies in its built-in
notion of incapacity, a concept at odds with the
positive value of parenthood. He added, however,
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that the Ul system has proved flexible in the past
and, presumably, can be so again in the future.

The role of unions in achieving better leave pro-
grams was discussed as well. One participant
remarked that Ms. Townson's report did not mention
the success of the collective bargaining process in
obtaining and improving upon maternity benefits.
Another drew attention to progressive legislation
passed in Quebec in 1980, giving public-sector
workers 20 weeks of paid maternity leave at 90 per
cent of salary.

Ms. Townson said that while space constraints
prevented her from raising the question of unions in
this particular paper (although she had done so in

others), she was aware of, and applauded, the
Quebec legislation — which, she noted, covers
200,000 workers or one-fifth of the female labour
force in Quebec. She observed that the fully paid
parental-leave option was developed by trade unions
in Canada, and that existing provisions granting
workers fully paid maternity leave were negotiated
through collective agreements. She emphasized,
though, the need to progress beyond present ad hoc
arrangements to a national system.

Mr. Hicks added that the Ul system has been
structured to encourage supplementary benefits,
such as the full maternity benefits negotiated by
unions.




4 Occupational Diversification of Women in the Workplace

Presentation by Jac-André Boulet

Many authors attribute the earnings gap between
male and female workers to the large concentration
of women in a limited number of occupations. One
U.S. study reveals that this factor alone accounts for
almost 40 per cent of the earnings gap. The resuit is
an excess supply of labour in certain occupations,
leading in turn to lower wages and poorer working
conditions. The effect might be even greater if
occupational classifications could be refined to the
extent of grouping together only those positions
involving the same skill requirements and the same
duties." In light of this fact, it would seem that a more
diversified occupational structure for women would
not only bring their earnings more into line with those
of men in the labour market as a whole, but also lead
to improved working conditions in occupations where
women largely predominate.

It should be added that women are often concen-
trated in occupations or sectors where productivity is
low. This indicates the impact that occupational
diversification of the female labour force has on
women'’s working conditions.

The data available bear out these observations.? In
1980, the average hourly wage of women was 72 per
cent that of men. Generally speaking, however, within
each occupation, the gap was smaller. For example,
based on the average wage differential among the 22
major occupational categories, the proportion works
out to 78 per cent. If the same calculation is made
using a 73-occupation breakdown, the average
hourly wage of women is nearly 79 per cent that of
men. By disaggregating the data further, the gap
narrows gradually though more and more slowly; it
does not disappear completely, however. No matter
what occupational breakdown is used, an earnings
gap in favour of men persists. This somewhat unor-
thodox method of calculating the wage gap between
men and women eliminates the impact of differences
in occupational distribution and illustrates the impor-
tance of occupational concentration.

This chapter examines briefly the changes that
occurred in the occupational diversification of women
between 1971 and 1981, identifies the groups that
contributed most to that phenomenon, and discusses
what the future holds in store if present trends

continue, as well as some measures that can be
taken to encourage change in this area.

The Present Situation

There are two ways that occupational diversifica-
tion can take place: (1) when women enter tradition-
ally “male occupations” — i.e., occupations where
men account for 50 per cent or more of the workers;
and (2) when men enter traditionally ‘‘female occupa-
tions” — i.e., occupations where women make up
50 per cent or more of the workers.?

These two processes can operate simultaneously
(which increases the possibility of a more rapid
occupational diversification); or only one or the other
may come into play, as is currently the case. During
the 1970s, of the net increase in the male labour
force, less than 7 per cent occurred in occupations
that were female-dominated in 1971, whereas 44 per
cent of the increase in the female labour force
occurred in male occupations.

In 1971, nearly 1 million women (36 per cent of the
female labour force) were working in fields dominated
by men, while almost & million men (91 per cent of
the maie labour force) were in the same occupations.
As long as the number of working women grows
faster than the number of men (which should be the
case from now until the year 2000, at least) and as
long as women continue to enter male occupations in
at least the same proportion as observed in 1971, it
follows that these occupations will become less and
less male-dominated. In fact, however, female
diversification actually accelerated between 1971 and
1981. First, the age structure of the female labour
force changed over the decade. If that structure had
been the same in 1971 as in 1981, the proportion of
women in male occupations would have been 35 per
cent instead of 36 per cent. Second, when this figure
is applied to the 1981 female labour force, one finds
that the number of women in those occupations
should have been 1,549,000, whereas the actual
figure was 1,721,000 - a difference of 172,000 —
which shows that the diversification movement is
picking up speed.

This analysis suggests that the 789,000 women
who entered male occupations between 1971 and
1981 can be divided into two groups: 617,000
(78 per cent) whose presence maintained the process




32 Towards Equity

of diversification at its 1971 level of 36 per cent, and
172,000 others who boosted the process to the
actual level of 39 per cent. This line of reasoning
demonstrates that the occupational diversification of
women includes two trends: (1) a natural or auto-
matic rise caused by the fact that more women are
entering the labour market than men and that a
significant proportion of them choose traditionally
male occupations, thus progressively eroding the
degree of male dominance in those occupations; and
(2) an additional increase resulting from the fact that
women are choosing such occupations more often
and are orienting their training towards such fields
more strongly than they did in the past.

Once the diversification process is under way, it
generates its own momentum, and the pace can
easily quicken as larger numbers of younger women
break with tradition and enter occupations previously
considered male preserves. This is exactly what
occurred between 1971 and 1981.

According to our research, a comparison of the
situation in 1971 with that in 1981 reveals that the
proportion of women under 40 years of age working
in male occupations increased significantly, while the
proportion of women aged 40 years or over generally
remained unchanged or tended to decline. The
greatest contribution to diversification was actually
made by women between the ages of 20 and 30. This
supports the hypothesis that women who return to
work or who enter the labour market late in life tend
to choose traditional female occupations.

An analysis of these changes brings to light three
noteworthy facts. First, in general, the greater the
male dominance in an occupation in 1971, the
greater was the tendency for women to enter that
field during the following decade. Second, female
earnings increased the most in male occupations —
182 per cent between 1970 and 13980 (aimost 11 per
cent a year, at a compounded rate), compared with
158 per cent in female occupations (an annual
increase of 10 per cent, compounded). This means
that, by 1980, women working in traditionally male
occupations enjoyed average incomes that were
slightly higher than those in traditionally female
occupations, whereas the reverse had been true in
1970.

Third, not only have women made considerable
progress in terms of occupational diversification, but
also the greatest gains have been made in the
highest-paid occupations. For example, in the 20
highest-paid occupations, the number of women
quadrupled, while men only doubled their numbers.
Even though these women were for the most part
relatively young (which was reflected in most occupa-
tions by a decrease in the average female age), their

earnings as a proportion of those of men, adjusted
for hours worked, rose from 54 per cent in 1970 to
65 per cent in 1980. This represents a tangible
improvement, although it must be said that the initial
disparities were substantial.

On the other hand, the number of women working
in occupations at the other end of the pay scale — the
20 lowest-paid occupations — increased significantly.
But here the effect was mitigated by the fact that
male and female wages in those occupations were
closer to begin with. After adjusting for hours worked,
the average female earnings in those occupations in
1970 were 71 per cent of those of men, rising to
74 per cent in 1980.

This illustrates how complicated the issue really is,
since gains in one area are often offset by losses
elsewhere; if these two elements are not carefully
distinguished, the inevitable conclusion is that women
made little or no progress between 1971 and 1981.
in-depth analysis, however, reveals that a significant
number of women managed to climb to the upper
echelons, in terms of both prestige and earnings. This
means that policies designed to aid women in this
quest have a real chance of succeeding.

In addition, there is nothing to indicate that women
entering the labour market during the 1870s made
poorer job choices than men. This can be seen by
examining changes in the relative order of occupa-
tions according to the average hourly wages of men
and women combined. Over the study period, 30 per
cent of women and 29 per cent of men entering the
labour market selected occupations where the
relative earnings stayed the same or improved.

Nor is there any reason to believe that women are
massively taking over jobs that men are leaving. Only
8 per cent of women entering the labour market
chose occupations where the relative number of men
dropped during the 1971-81 period. Nearly 60 per
cent of female entrants chose occupations where the
relative number of men also increased. At the begin-
ning of the period, women made up 23 per cent of
workers in those occupations; by 1981, that figure
had climbed to 30 per cent.

These advances place Canada in an enviable
position relative to other OECD countries. A study by
the International Labour Office compared the occu-
pational distribution of the female labour force in
seven countries.* The study found that the ‘‘profes-
sional and technical” categories and the ‘‘manage-
ment and administrative’’ categories accounted for
24 per cent of working women in Canada, compared
with 21 per cent in France and the United States,
17 per cent in Australia, 15 per cent in West Ger-
many, and 13 per cent in Italy and the United King-
dom.




The Outlook

By combining projections of labour force trends to
the year 2000 with the data analysed above, it is
possible to predict how male occupations will change
as they become ‘“‘feminized’’ over the next 15 years.
The low projection assumes that 1.9 million women
will enter the labour market between 1981 and 1990
and 1.1 million during the following decade. The high
projection assumes that these figures will be 2.1
million and 1.5 miliion, respectively. In the case of
men, it is assumed that 1.6 milion and 0.5 million,
respectively, will enter the market during these two
periods.®

During the 1971-81 period, 44 per cent of women
entering the labour market opted for occupations that
had been dominated by men in 1971. At that time,
women had accounted for 16 per cent of workers in
those occupations. By 1981, their representation was
23 per cent. If diversification continues at this pace
until the year 2000, women should account for aimost
29 per cent of the workers in those occupations
according to the low projection and for 30 per cent
according to the high projection. However, consider-
ing trends now evident in educational institutions, it
can be readily conjectured that the proportion of
women entering occupations that were male-domi-
nated in 1971 will exceed 44 per cent, thus surpass-
ing the above figures.

If the trend towards greater occupational diversifi-
cation within the female labour force continues, a
labour market with progressively fewer male occupa-
tions will emerge, as male dominance falls and
greater numbers of women choose to enter these
fields. A certain number of occupations where female
numerical superiority persists will remain, however,
simply because large numbers of women will continue
to enter those occupations while men will not.

Progress may seem slow. For example, if every
woman entering the labour force between now and
the year 2000 were to choose a male occupation,
even the high projection would bring the overall
representation of women in those occupations to only
35 per cent.

In short, even though women have made significant
gains in terms of occupational diversification, there is
still a long way to go before their representation in all
occupations is the same as in the labour force as a
whole. The reason for this situation is twofold.

First, some of the occupations that women con-
tinue to enter are already heavily female-dominated
and are expected to remain so for a long time to
come, since few men will enter them in the foresee-
able future. Unless it is a question of personal prefer-
ence, it is not in the best interests of either men and
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women to enter these occupations, since this would
only worsen the situation of excess labour supply that
often exists in these fields. This would tend to keep
wages at their present low levels or perhaps reduce
them even further. This is why we feel that it is
preferable to orient research primarily towards
traditionally male occupations and the increased
number of women taking on such jobs.

Second, as far as the future is concerned, indica-
tions are that occupational diversification will acceler-
ate as older female workers are replaced by younger
women who in turn will later be replaced by younger
women, each successive generation displaying a
greater propensity for occupational diversification.
Moreover, technological advances are expected to
reduce the number of traditionally female occupa-
tions available, and this will encourage women to
move into traditionally male occupations or into new
positions where neither sex will predominate. Indeed,
there is no reason why new occupations and careers
created as a result of technological change should be
dominated by either men or women. As long as
manpower training programs and other government
initiatives in this area manage to remain unbiased,
occupational polarity of this kind can probably be
avoided.

And it is possible, in light of women's greater
labour market participation, that those women who
continue to enter female occupations will be more
likely to stick to their jobs than was previously the
case. Consequently, the turnover rate in these
occupations may drop in the future, which in turn
may lead some women to select other occupations.

Women are increasingly diversitying their job
choices and selecting occupations — particularly in
the professional and managerial fields — that have
traditionally been male-dominated and better-paid.
While women continue to be concentrated in the
lowest-paid occupations, the wage gap has narrowed
both at the top and at the bottom of the pay scale.

Despite these promising changes in female occu-
pational diversification, the pace of progress must be
stepped up through programs in place as well as
through new initiatives. For if we rely solely on young
women entering the labour force to bring about major
changes, then economic parity with men will remain a
long way off. Initiatives to assist women already in the
labour force and those intending to return is the key
to accelerating the rate of change. It is to this issue
that we now turn our attention.

Policies Favouring
Occupational Diversification

Over the last 15 years, faced with evidence that the
low level of occupational diversification among
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women is a major factor in the continuing existence
of a male/female earnings gap, governments have
implemented a series of measures designed to
encourage women to pursue their education and to
diversity their areas of specialization. In this they were
supported by various organizations, particularly
women's groups. The accent on diversification did
not appear until the late 1970s, however.

There are three groups targeted for these mea-
sures: young women still in school, housewives who
want to return to the labour market or enter it for the
first time, and working women who would like to
continue their education or to enter a new speciality.

Employment and Immigration Canada (EIC), as
part of its National Training Program, has undertaken
four kinds of measures to promote diversification.
First are the measures relating to the National Train-
ing Program as a whole that require that the EIC's
regional offices set targets for the proportion of
women studying in nontraditional fields and that
Canada Employment Centres offer women counsel-
ling and information services to help them reach
decisions on whether to take courses in nontradi-
tional areas. Second are the measures that apply to
institutional training, whereby the EIC gives women
priority for 30 per cent of the places in technical
courses in areas identified as nontraditional occupa-
tions. The number of occupational orientation
courses has also been increased. Some of these
courses are designed to acquaint women with
working conditions in nontraditional occupations. In
cooperation with the provinces, EIC has also helped
prepare units for courses in mathematics, science,
and introductory computer science specifically
designed to meet the needs of women. Third come
measures that concern industrial training, whereby
employers would be reimbursed for 75 per cent of the
wages for women training in nontraditional occupa-
tions and up to 100 per cent for women training in
specialized, technical, and certain managerial fields.
Fourth, EIC has also used the Skills Growth Fund to
encourage provincial institutions to extend assistance
for the creation of women's training centres and to
encourage women's groups in the establishment of
private nonprofit organizations dedicated to expand-
ing Canada’s ability to train women for positions of
national importance (which are usually nontraditional)
and to responding to women's special needs.

To assess these initiatives fairly, some points
should be made. While the policies aimed at young
women in educational institutions are covered in
another chapter, it must be pointed out here that this
is the group most likely to spearhead any lasting
changes in the male/female earnings gap. The fact
is, the relative absence of women is particularly
noticeable in the higher-earnings brackets. While their

numbers increased aimost sevenfold in the $20,000-
and-over bracket (1980 dollars) between 1970 and
1980 and the number of men simply doubled, only
8.4 per cent of women were earning over $20,000 in
1980, compared with 36.5 per cent of men.® The
kinds of skills and expertise required for a job in this
income bracket are usually acquired more easily
through institutional studies — particularly at the
university level — than through manpower training
programs.

The preceding argument is not meant to deny the
importance of manpower training programs, but
simply to point out how far we still have to go in this
area and how important it is that we move beyond
such programs if the economic status of women is to
be improved in the near future. Manpower training
programs do play a useful role by ensuring that
women’s labour force characteristics are in tune with
the needs of the labour market, by helping to avoid
manpower surpluses and shortages, and by cushion-
ing the impact of technological change. In this way,
these programs help reduce the male/female earn-
ings gap or at least prevent the situation from grow-
ing worse. They are less useful, however, when it
comes to the higher-paid occupations. Here, the
educational system, skill development leave, and
adult education are the important tools, along with
salary adjustments in certain female occupations.
This hypothesis is not without foundation, since — to
the extent that comparisons are possible — women
have been paid less than men and have been let go
more often than men, ostensibly because employers
have not considered them as the primary breadwin-
ners of their families. Could it be that occupations
considered to be ‘'women’s” jobs have been
stamped by this same train of thought and that this is
why these occupations have been and continue to be
low-paying?

Despite the importance of occupational diversifica-
tion, however, the elimination of the male/female
earnings gap does not necessarily require that
workers of both sexes have identical diversification
patterns. This is only a sufficient condition, not a
necessary one. There are many arrangements of
occupational diversification leading to equal wages
for men and women that do not involve representa-
tion in all occupations according to the respective
labour market shares of the two sexes. Occupational
diversification is not a goal to be pursued at all cost.
For example, women gain nothing by expanding into
male-dominated fields that offer low earnings. Nor do
men gain anything by choosing traditionally female
occupations that already have an excess supply of
labour. In fact, there is nothing inherently wrong with
a particular occupation being either highly male- or
female-dominated, as long as this is the result of free




choice based on unbiased upbringing and as long as
the wages in these occupations reflect current market
values.

The above observation is important in view of its
bearing on how hard and how far diversification
should be promoted. Since the elimination of the
earnings gap does not require that men and women
have similar occupational diversification profiles, then
policies designed to encourage diversification do not
have to be aimed exclusively at occupations where
men predominate. Until the spring of 1984, an
occupation in which women held 10 per cent or fewer
of the available positions (according to 1971 Census
data) was classified as male-dominated or nontradi-
tional and was thus singled out for special assistance.
The application of this policy was limited to special-
ized, technical, and certain managerial occupations.’
Now, the criterion is 33 per cent or fewer (1981
Census data) of the positions being held by women.

A highly restrictive approach certainly has its
merits; it can produce impressive symbolic results
that, in the long run, can in turn encourage more
women to take the road pioneered by their predeces-
sors. On closer examination, however, the results can
be deceiving. For one thing, the response of women
to efforts in this area has been quite poor. From the
time the program was set up in 1980 until 1983, only
4,373 women participated in nontraditional training
programs® and only 6,539 in nontraditional institu-
tional training programs.? In addition, our research on
occupational diversification indicates that, as a
general rule, few of the women who enrol in the
various manpower training programs opt for male
occupations.'® Moreover, according to other sources,
it appears that many women who do opt for training
in those areas do not continue using their training
after they enter the labour market. Many factors can
account for this situation, notably ditferences in
upbringing between male and female children. Other
probable factors include employers’ recruitment,
training, and promotion procedures and the fact that,
after all, women have few role models to follow in
pursuing such careers. Some positions are incompat-
ible with family responsibilities, especially those
requiring frequent overtime work or extended
absences from home, those where part-time work is
not possible, and those where long-distance moves
are common. The way in which family responsibilities
are still shared between the spouses often works to
women's disadvantage.

There is no doubt that occupational diversification
must be encouraged if the economic status of women
is to improve, since many female occupations have
an excess supply of labour and offer low wages. In
general, however, women should be encouraged to
pursue their training or direct it towards occupations
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where working conditions and wages are expected to
be better in coming years than the average for the
labour market as a whole, regardless of the relative
numbers of men and women. Our work indicates that
a high proportion of women returning to the labour
market opt for training in fields where there is already
a surplus of labour, such as bookkeeping, account-
ing, sales, and cashier work,'" while there are some-
times regional labour shortages in certain relatively
well-paid female occupations. The case of nursing is
noteworthy in this regard: the risk of labour shortages
in this field is rising as the Canadian population as a
whole grows older and the need for health services
continues to increase. '?

Also, these training programs should not be
directed towards horizontal diversitication only — i.e.,
in male occupations — but towards vertical diversifica-
tion as well — i.e., in higher job ranks where promo-
tion is based on better training. In a sense, this is also
a form of diversification into maie occupations, since
positions of greater responsibility are usually
occupied by men. Indeed, in many cases, women
hold jobs where they could easily advance, if given
the chance to improve their qualifications, without
having to change jobs or directing their education
towards a traditionally male occupation. A number of
current training programs have adopted this
approach. Adult education and skill development
leave are also useful in this regard. There remain,
however, various barriers that make reaching such
goals more difficult for women than for men. We
return to this topic later.

Some Suggestions

The surest route to lasting improvement in the
economic status of women is through education,
particularly more advanced and diversified education
at the university level. This route will enable women to
oftset more easily their relatively small numbers in the
higher-income brackets.

There are, however, other, more permanent
imbalances between labour market needs and
workforce characteristics, which may not necessarily
be corrected by conventional education. Moreover,
we are entering an age where manpower recycling
and retraining are becoming an ongoing process.
Government-sponsored programs, skill development
leave, and adult education all have essential roles in
balancing tabour supply and demand.

Over the last two decades, women have mani-
fested a desire to participate actively and regularly in
the labour market and to attain a greater degree of
financial self-sufficiency. However, their poor prepa-
ration for paid employment and their extended
absences from the market have often hampered their
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entry or return to the fabour force, where they often
end up in low-paying jobs with few prospects for
advancement. Nevertheless, times are changing, and
some progress has been made. Training programs
have been set up and the creation of a National
Educational Leave Program is envisaged.” Mean-
while, there persists an underutilization of talent and
resources that, while it affects women the most,
penalizes Canadian society as a whole.

Women are faced with problems that men do not
have to confront — at least, not to the same degree.
In many cases they have received less training than
men in preparation for paid employment, and their
occupational choices based on that training are much
more limited. Very often, family responsibilities have
forced them to leave the labour market or to never
enter it in the first place, and the quality of their
training suffers as a result. Also, because sexual
stereotyping has led them to place less emphasis on
training in mathematics and science, they are ill-
equipped to face technological change.* Finally,
women are less likely than men to be tied into the
information networks that could give them valuable
information on employment possibilities and on ways
to make the best possible use of their labour skills.

The existence of these and many other barriers's
means that the female labour force is not being
utilized in an efficient way. It is interesting to note
that, as a general rule, women work fewer hours than
men for the same earnings leve!l'® — another indication
that their abilities are not being fully utilized. Because
women face barriers that men do not, this situation
calls for the various manpower training programs to
be deliberately biased in their favour through affirma-
tive action that should not be applied simply through
a quota system.

One of the first steps to take towards a better
correlation of the needs of the marketplace with the
aspirations and abilities of women is to make
improvements to the measures already in place, with
the primary objective of stemming the recent drop in
the number of women participants in the various
training programs offered by the Employment and
Immigration Commission. '’

1) Increase monetary assistance to ensure that, at
the very least, women participating in these pro-
grams, as well as their families, are not faced with a
reduction in their standard of living.

The allowances currently available are much too
low to provide a serious incentive for women to
participate in these programs. If they have depend-
ants and receive welfare benefits, it is often more
advantageous for them to stay at home in light of the
costs involved in returning to school, the uncertainty
of finding a job afterwards, the low wages they can

expect if they do decide to enter a female occupa-
tion, and the difficulties involved in getting back on
welfare assistance should things not work out.

If a woman lives with her spouse, the allowances
are considerably lower. Very often, women in this
situation find that it makes more sense to get a job as
quickly as possible, usually a low-paid one, than to
face the various costs involved in returning to school,
such as daycare services. Women who receive
unemployment insurance benefits usually get lower
benefits than men, since their former wages, on
which basis benefits are calculated, are generally
lower. As of August 1984, candidates can choose
between receiving unemployment insurance benefits
or the allowances provided by the training programs,
whichever is higher. Only a handful of women will
benetit from this measure, however.

2} In the context of efforts to promote diversifica-
tion into nontraditional occupations, broaden the
definition of such jobs to include any occupation
where the proportion of men exceeds 50 per cent,
targeting in particular those occupations which offer
wages that are higher than the average market wage
and significantly higher than those offered by other
traditionally female occupations requiring the same
educational effort.

Our research has shown, for instance, that women
who work as machinists, truck drivers, mechanics, or
construction workers do not receive any better wages
than they would if they worked as secretaries,
stenographers, or typists. The monetary incentive to
enter the former group of occupations is very low.
Moreover, working conditions are often more attrac-
tive in the latter group.'®

3) Improve counselling services in two ways: (a) by
providing counsellors with all the necessary informa-
tion on labour shortages and surpluses and on wage
rates in all occupations, in order that candidates can
make informed choices; (b) by following the U.S. lead
in giving recognition for experiential learning acquired
outside the labour market to women who seek help in
making appropriate job choices and in planning
programs of study that complement previous experi-
ence, by giving them course credits towards a
training program. '

4) Establish a national educational leave program.
Women will need such a program very badly over the
next few years, since they tend to be more severely
affected than men by technological change. Particu-
lar attention must be focused on women working
part-time, since they are even more likely to be
affected by changes of this kind.?° In addition, special
attention must be paid to the program’s entrance
requirements so that women have the same oppor-
tunities as men to participate.




5) Step up the design and implementation of
program modules in mathematics, science, and
computer science, as agreed to by the Employment
and Immigration Commission and the provinces, in
order to meet the special needs of women, with
programs that take account of the extra distance that
women must cover because of their historical low
level of interest in such subjects, compared with men,
as a result of traditional socialization patterns.

6) Set up a better system of follow-up for women
who enter nontraditional occupations and conduct
research to determine why some women enter and
succeed in such occupations, in order that other
women may follow in their footsteps. This is one way
to avoid the failures and waste of talent that are
currently apparent.

7) In order to encourage the abandonment of
stereotypes in recruitment, training, and promotion
policies, companies that receive government con-
tracts or grants should be urged to examine their
employee representation by sex, wage structure, and
position and to present a written report to the appro-
priate level of government. This will help make
businesses more aware both of the size of the various
gaps that separate men and women and of the
urgent need to correct them.

8) Finally, in a more general context, take steps to
ensure a more equal division of family responsibilities
so that a wider range of occupational choices will
become available to women. Parental leave, better
child care services, and improvements in hours
worked and working conditions are all examples of
such measures.

Comments by Roslyn Kunin

| am not sure whether it is very difficult or very easy
to comment on Jac-André Boulet’s chapter, since |
definitely agree with the basic premises and the
conclusions presented by the author. Certainly it is
obvious, to all those who have paid attention to the
subject, that women have by no means yet attained
any degree of equality in the labour market. It is also
obvious that the question of occupational distribution
is one of the main reasons why the discrepancy
remains. This is true whether one uses the classical
market model of the labour market (which results in
an excess supply of labour considering that most of
the female labour force is concentrated in a very
small number of occupations) or a Marxist-type
model treating women and other secondary workers
as a reserve army of labour.

It is also true that formal education and training are
definitely one means that is necessary (but, as | shall
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show later on, not necessarily sufficient) to help
women attain greater equality of earnings in the
labour market.

it is my general contention that for anyone to earn
consistently an income that regularly exceeds
$20,000 a year and also to maintain regularity of
employment, a significant amount of postsecondary
education, especially for women, is necessary,
usually in the form of a university degree. As was
pointed out in Jac-André Boulet's chapter, the vast
majority of women have not yet attained this income
level even though a significant proportion of male
workers have.

Therefore, | am in basic agreement with the prem-
ises of the chapter presented and with the sugges-
tions to help alieviate the situation.

Given my position as Regional Economist with the
Canada Employment and Immigration Commission, |
am particularly in agreement with those subjects that
relate to emphasis on the various training programs
and other special measures concerning employment
of women in nontraditional occupations that our
Commission includes among its programs.

Nevertheless, there are several additional points
that have been touched upon in the chapter and a
few strategic omissions that are worthy of further
emphasis. Therefore, in my comments, | would like to
dwell on these. The main points | would like to cover
are: (1) the treatment of education as a panacea by
which to alleviate the unequal distribution of women
within the labour market; (2) the distribution of
women within occupations and their earning power in
a given occupation; (3) the effect of family status on
women workers and their earning patterns; (4) the
effect of the current state of the economy (and
recession is not too strong a word), and (5) the
impact of technological change on women in the
labour market.

As a result of my comments, | will then conclude
with some additional suggestions to help women
achieve a better distribution of income and earnings
in the employment market. These are suggested as a
supplement to, and not a replacement for, the
suggestions made in the original chapter.

As an academic myself, and one with over eight
years of postsecondary education, | would be the last
one to decry the value of formal education in our
various schools, colleges, universities, and training
institutes. Nevertheless, education is sometimes seen
to be more of a panacea than it actually is. This
overemphasis is frequently adopted more by women
than by men in our labour force. This is shown by the
often-quoted statistics demonstrating that women in
the population overall tend to have more years of
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schooling and higher levels of educational attainment
than males, for less reward. Statistics from the 1981
Census show that women with a university degree
earn only $876 per annum more than men with a high
school diploma and over $10,000 less than men with
a university degree ($21,005 to $31,179). However,
women with only high school education earn just
$12,756 compared with $20,129 for similarly edu-
cated men. Also, Ornstein’'s research?' has shown
that women gain significantly less from education
than do men.

In a study on women in management it was dis-
covered that even those relatively well-educated
women did not tend to rise nearly as quickly as their
male colleagues.? This is not news (and is confirmed
by other research),?® but what is significant is
women'’s reaction to their lack of career advance-
ment and the steps they took in order to encourage
and facilitate their own career progression. Almost
inevitably, women relied upon additional formal
education and training, even when they already were
more educated and had obtained and been recog-
nized for far more formal qualifications than their
male colleagues who were rising more quickly. In fact,
women have tended to revert to the values of their
schoolgirl years by returning to the dependent mode
of the classroom for additional paper qualifications
long after such qualifications had begun to provide
them with significant diminishing returns. This is often
done at the expense of learning specific on-the-job
managerial skills including, particularly, the interper-
sonal qualifications and the “‘small p”’ politics that are
so necessary for advancement and organizational
survival at higher levels of managerial, and indeed
most professional, positions.

This leads me to my second point, which indicates
that occupational diversification for women may not,
by itself, be adequate to solve their labour market
problems. This is confirmed by a very important and
seminal study by Devereaux and Rechnitzer.?

The study demonstrates that when women have
the same educational qualifications as men and are
entering the same occupational field, the income gap,
while still in favour of men, is relatively narrow at the
entry level. Nevertheless, over time and for a given
number of years of experience in the field, the gap
gets significantly wider, so that after about eight
years the women in the field with comparable qualifi-
cations and years of experience are earning approxi-
mately 60 per cent of what their male colleagues are
earning, thereby maintaining the traditional differen-
tial between male and female earnings that was
originally mentioned in the Bible and which has
remained remarkably persistent ever since. This fact
is also confirmed by Ornstein’s more recent work.?

Some additional research was done recently on the
income effects of middie-aged women moving into
nontraditional occupations in the United States.?® The
research was cross-sectional over a large number of
women, and hence the results may differ from
longitudinal studies following women through time.
Nevertheless, it showed that the increase in income
for white women moving from occupations that were
at least 90 per cent female to those that are at least
90 per cent male is only 8 per cent.

This again reinforces my thesis that while women
without education and occupational diversification
from their traditional fields will never gain equality,
merely entering the appropriate occupations without
doing something to help alleviate the differing returns
to education and experience between men and
women as they continue in the occupation will not, in
itself, solve the basic problem.

The issue of family structure and family respon-
sibilities is one that is frequently mentioned in con-
nection with women's performance in the labour
market. It is referred to in Mr. Boulet's chapter as
well. Frequently, the thesis is presented that because
women have family responsibilities, usually dispropor-
tionate to those of men, they are not in a position to
make an equal contribution in the labour market.
Their interests and energy are thought to lie else-
where, and/or they are less mobile geographically
and with respect to the hours and shifts they can
work.

A very interesting hypothesis based on this premise
was presented in a study by Block and Walker.?” In
this study, it is maintained that the major reason for
discrepancies between male and female incomes and
earnings is the fact that women have different family
responsibilities. To demonstrate this hypothesis, the
study attempts to show that the wage discrepancies
almost completely disappear when one compares
never-married men with never-married women in the
labour force. Even for these groups, however, women
were only earning 90 per cent of the wages of men.

What that study neglected to point out was that
the never-married women were older, had more
experience in the labour force, and were significantly
more educated than their never-married male col-
leagues. Also, in our society, women traditionally
tend to marry “up’ — that is, to men who are older,
more educated, and generally of higher status than
themselves, while men tend to marry ‘“‘down” to
younger and less educated women. Therefore,
women who never marry tend to be those at the
upper end of the distribution for income, education,
status, and even height, while never-married men
often tend to be those with lower status, health,
education, employment prospects, and so on. In




spite of the fact that the never-married people in our
society are likely to include the women with the best
employment prospects and the men with the least,
the income distribution was still in favour of the men.

Given the demonstration, one would not automati-
cally think that it is solely the additional family
responsibilities traditionally laid upon women that
lead to their negative position in the labour market.
An interesting critique of the Block/Walker study and
some additional research leading to contradictory
results have been done by Denton and Hunter.2®

Mr. Boulet, in his chapter, refers to the fact that
women suffer from lesser earning abilities because
family responsibilities do not allow them to participate
in certain jobs, such as those involving shift work. It
has always struck me as very significant that
women'’s inability to do shift work or to otherwise be
flexible in the labour market is always mentioned as
an explanation for their lower earnings, while one of
the most significant and most traditionally female
occupations is nursing in which shift work plays an
extremely integral part. | have never heard it sug-
gested that women should not be involved as nurses,
or indeed that men should enter the field because of
the necessity to work nights and weekends on a
regular basis in this important and responsible
occupation!

I now move to an issue that is close to the surface
in the thoughts of an economist like myself — namely,
the general state of the economy. It is fairly obvious
that since the beginning of this decade, the Canadian
(if, indeed, not the developed world's) economy has
been in a period of decline. Furthermore, many
observers do not feel that this condition is likely to
come toc an end in the very near future. The result of
this is that supply is exceeding demand for labour in
virtually every occupational area, including those
where we have had long-standing shortages such as
in engineering or the blue-collar, skilled trades. The
position of women will be hard to ameliorate as long
as there is an excess supply of labour.

A prime example is the profession of law. This has
historically been one of the higher-status and higher-
income professions. Recently, a very significant
proportion of women have been entering law classes,
graduating therefrom, and entering the profession.
Nevertheless, in spite of the fact that the total number
of lawyers being graduated is relatively fixed by the
number of places in the universities, we now seem to
be suffering from an excess supply of lawyers, with
the result that it is very difficult to obtain articling
positions, regular employment upon completion of
articles, or indeed any degree of comfortable income
in the highly competitive field of private law practice.
This would be true regardiess of whether the law
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classes were 100 per cent male, 100 per cent female,
or any combination in between.

As women seek to enter, or are encouraged to take
training in, what for them are nontraditional occupa-
tions, the very fact of the economic slowdown is
going to exacerbate their chances. Some employers
are reluctant to make changes under the best of
conditions, so they will be even more reluctant to hire
new and relatively inexperienced women in nontradi-
tional fields when they have backlogs of experienced,
educated, and long-service male workers still to be
absorbed from earlier layoffs.

Exacerbating the problem of current excess supply
in the nontraditional fields, where we hope women will
enter in order to improve their position in the labour
market, is the problem of technological change,
which is, in itself, increasing the excess supply in the
traditionally female fields. Many works, such as the
one by Menzies,? for example, have very dramati-
cally demonstrated that the traditional pink-coliar
clerical and service work, which has absorbed up to
two-thirds of female employment, is increasingly
being affected by the new automated technologies,
of which word and data processing are the prime
examples.

It has been said that every word processor and its
operator replaces four traditional clerical positions.
Increasingly, more and more work in fields such as
offices, banking, insurance, and so on, has been
rendered more productive by the new technology
available. Of course, the definition of improved
productivity is “‘increased output per worker,” which
means that fewer workers are required for any given
volume of product being produced.

This means that not only will there be a pull factor
of women into nontraditional occupations by greater
employment opportunities and the prospects of
higher wages, but there will also be a push factor
from the traditionally female occupations as increas-
ing amounts of excess supplies of labour and increas-
ing reductions of opportunities are made evident by
the accelerating impact of rapidly changing tech-
nology in the field of white-collar work, which to date
has not been dramatically changed for many
decades.

In closing, and for the reasons mentioned above, |
would like to iterate the concerns that | mentioned at
the start of these comments — namely, that increased
formal education and occupational diversification
alone are very necessary but could well not be
sufficient to improve the position of women in the
labour market.

An example to justify my concerns would be the
case of women doctors in the USSR. Traditionally, in
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Russia, medicine was a fairly high-status, fairly highly
paid, and predominantly male profession. After the
revolution, the profession became increasingly
female, increasingly low-status, and increasingly low-
paid. Nowadays, a medical doctor in that country has
an income level and status equivalent to that of an
elementary school teacher. Closer to home would be
the example of pharmacists. A generation or so ago,
a pharmacist was considered a professional and an
entrepreneur with a status somewhat below, but not
significantly different from, that of a dentist. Since
that time, the distribution of men and women in
pharmacy has changed, so that now the proportions
are roughly 50-50. However, the current status of
pharmacists is that of fairly well-trained technical
employees in the pay of the large, frequently interna-
tional, drugstore chains — working shifts, and prob-
ably more closely related to clerks selling other
products in the drugstore than to members of the
independent medical professions.

Therefore, in addition to the recommendations
presented in Mr. Boulet's chapter, which | endorse, |
would like to make the following suggestions.

First, in addition to formal education and occupa-
tional diversification, women need to learn the less
formal, political, and attitudinal factors that will
enable them to rise within occupations and help close
the earnings gap between themselves and their male
colleagues. For this | would suggest the information
contained in such books as Games Your Mother
Never Taught You®* as much as additional formal
college and university courses.

Finally, in order for women to improve their position
in the labour market, it is necessary for the labour
market to improve. Therefore (and | realize that it is
much easier said than done) any steps that are
necessary to help improve the general overall
economy and the labour market within it will have to
be undertaken before we can hope to see sufficient
progress in the position of women in the labour
market of this country.

Floor Discussion

The question of training programs for women,
particularly in nontraditional occupations, received
considerable attention in the discussion following the
two presentations. One participant wondered why
decreasing numbers of women are entering federal
government training programs. Ms. Kunin explained
that even though Employment and Immigration
Canada reserves places for women in nontraditional
training programs, few enrol, and many who do
subsequently drop out. In her view, at least part of

the problem stems from the way women regard
nontraditional occupations. Better career counselling
at the high school level would help to change this
attitude, she said.

Another participant observed that past experience
has shown — as in the recent case involving Canadian
National Railways — that women equipped with
nontraditional skills meet with hostility from their male
co-workers. She conjectured that government
intervention to ensure women access to certain
occupations or, alternatively, the enforcement of
affirmative action and equal-pay principles might be
required to change this situation.

Mr. Boulet agreed that women appear to be
encountering difficulties in nontraditional work areas
and stressed the need for research on this subject —
particularly in terms of charting the progress and
difficulties faced by women entering these occupa-
tions. He added that, in his opinion, occupational
diversification should not be pursued at any cost. For
example, women should not be attempting to enter
male-dominated occupations where working condi-
tions and/or salaries are poor.

Another participant, in a further comment on the
Canadian National incident, noted that when the
company introduced measures to stop discrimination,
working conditions for women improved consider-
ably. He also observed that the current economic
slowdown might facilitate the integration of women in
nontraditional areas, contrary to Ms. Kunin's view.
Since only a few women will be hired during this
period, he reasoned, it will be easier to follow and
promote their progress. Again with the economy in
mind, another participant suggested that the impact
of the recession on women — in terms of unemploy-
ment, welfare, and so on — is a deserving subject for
future study.

Several participants discussed Mr. Boulet's evi-
dence of increasing occupational diversification in
certain areas. One referred to statistics cited by the
ILO in a paper mentioned by Mr. Boulet, which
suggest that 25 per cent of women in the workforce
hold high-level jobs. According to the participant,
disaggregation of statistics for professional and
managerial job categories reveals that a high degree
of occupational segregation persists. Mr. Boulet
noted that the ILO study refers only to occupations
where males are in the majority and not to those
almost exclusively dominated by men. Nor, he said,
does it indicate whether women in so-called “‘male”
professions have reached senior positions, nor indeed
whether they are moving ahead with any rapidity.
Future surveys of women's progress in these areas
will provide an important indication of any obstacles
to their advancement, he said.
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Foreword

Over the last 20 or 30 years, women have been entering the labour market in ever
increasing numbers, seeking a better life for themselves and their families. This
movement may turn out to be the most striking feature of labour market
development in Canada during that period. As part of that trend, the participation
rate of women with preschool and school-age children has grown significantly.
Moreover, the number of women opting for a career requiring postsecondary
education has grown dramatically. In medicine, law, business, public administra-
tion, and computer programming, to name but a few fields, the increase in female
representation has been unmistakable.

Despite these advances, women still face certain economic obstacles in the
labour market. The rate of economic growth in coming years will likely be slower
than it was over the past few decades, and so the question arises whether the
female participation rate will continue to grow and whether women will continue to
break down the barriers to nontraditional occupations.

Compared with other disciplines, economic science has not paid much attention
to the various issues raised by the increased involvement of women in Canadian
economic life. In deciding to investigate this issue, the Economic Council sought to
establish a solid research base in this area to aid both its own studies and those of
other individuals and agencies. The objectives of this effort were as follows:

* to describe the main aspects of the changing participation of women in the
labour market;

» to identify those occupations where women have made the greatest and the
least progress,

¢ to analyse the conditions that led to such gains and losses; and

* to propose, on the basis of its results, measures and policies to promote
equal economic opportunity for women.

In line with these objectives, the Council set up a small research program on the
role of women in the economy and established an advisory committee to guide its
research. The Collogquium that led to this Compendium was part ot this effort. The
various papers presented herein were delivered to a group of some 100 specialists
who met in Montreal between November 26 and 28, 1984.

In our view, the issue of the economic status of women is one of both great
complexity and great importance. It is important because the barriers faced by
women as they attempt to exploit fully their skills and abilities in the quest for
financial self-sufficiency do not simply penalize women alone: society as a whole is
affected. The elimination of obstacles preventing women from enjoying the same
opportunities as men in educational institutions, in the labour market, and in
regard to promotion and pay can only work to the benefit of all Canadians.
However, good intentions alone will not enable us to achieve such a goal; it can be
reached only through sound research aimed at devising effective policies and
programs.

The problem is also complex, because no single scientific discipline can claim to
possess all the analytical tools necessary to develop comprehensive solutions.
That is why this Colloquium called upon people from many walks of life, from many
backgrounds, and from many different regions.

ix




| would like to take this opportunity to congratulate our two chairpersons,
Protfessors Muriel Armstrong, of Concordia University, and Jeannine David-McNeil,
of the Ecole des hautes études commerciales, on their grasp of the complexity and
significance of the issues that inspired the idea of a Colloquium.

We believe that meetings such as this one serve a useful purpose. First of all, it
is an opportunity for people whose opinions and expertise in the field are a matter
of record to get together and share their respective viewpoints and stimulate their
intellectual interest. Moreover, by making copies of the papers available to
participants in advance, we made sure that everyone had enough time to prepare
detailed comments and questions. And given that the main focus of the
Collogquium was on methods to improve the economic status of women as quickly
as possible, rather than on the methodological or analytical aspects of the
problem, we are convinced that the Colloguium, as well as its resulting Compen-
dium, wili produce tangible results.

The topics discussed at the Colloquium were selected as being of particular
interest. The list is by no means exhaustive, and the Compendium’s chapter on
directions for future research is devoted to a discussion of other issues that will
require special attention in the future. It should be noted that some speakers at the
Colloguium deviated somewhat from their original, written presentations.
Consequently, summaries of Colloquium floor discussions provided in the
Compendium occasionally refer to topics not mentioned in the accompanying
texts.

In closing, let me state that the Colloquium and this Compendium have been
strongly supported by the Economic Council of Canada. As is the case with all
studies published by the Council, the Council does not clear for publication or
control individual papers. Thus the authors retain full responsibility for their papers.

David W. Slater
Chairman
Economic Council of Canada
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1 The Changing Economic Status of the Female

Labour Force in Canada

Presentation by
Jeannine David-McNeil

| consider it both an honour and a pleasure to be
asked to present the first chapter at this Colloquium,
organized by the Economic Counci! of Canada.

Since the year 1984 marks the end of the decade
dedicated to women, the Colloguium represents an
appropriate moment to reflect on the changes in the
economic status of Canadian women. Certain events,
such as the Byrd Commission Report and the Interna-
tional Women's Year, have succeeded in focusing
public attention on the swift “invasion” of women
into the labour market, and also in bringing Canadian
workers, unions, businesses, and governments face
to face with the reality of the increasing
“feminization” of the Canadian labour market. While
these events have not been the only ones to increase
public awareness of such issues, they have managed
to reach groups unlikely to be swayed by feminist
rhetoric.

It seems timely today to ask whether the increasing
feminization of the labour market has been a factor in
improving the economic status of Canadian women.
There is no doubt that an assessment of the eco-
nomic status of the female labour force on the basis
of economic data alone, without taking into account
the sociological and legal aspects of the issue, gives
but a partial picture of the true state of affairs. It
nevertheless constitutes a convenient starting point
for discussion. Papers to be presented at this Col-
foquium will round out the economic analysis of the
status of the female labour force in Canada by setting
out the views of administrators, legal experts, and
sociologists.

As an introduction to this Colloquium, | propose to
trace a retrospective and prospective picture of the
place of the female labour force in the Canadian
economy. | will be examining the size of the female
labour force in Canada, the principal features of
female employment, and whether the economic
status of working women in Canada has improved or
declined since 1970.

In each case, the discussion will be based on the
major features of change in the past and on factors
most likely to play a role in future trends. For those
among us who are unfamiliar with the subject, the

analysis should help place in perspective the prob-
lems faced by working women; it should also give the
experts an opportunity to define the direction of
future discussion.

Labour Market Participation of
Canadian Women: A Retrospective

Since 1960, women have steadily been taking a
more active role in the labour market. If this phe-
nomenon continues at the present rate, by the year
2000 it is expected that almost one in every two
workers will be a woman, compared with one in five
as of 1950. At the present time, women account for a
littte over 40 per cent of the Canadian labour force.

It is clear that the main reason behind this signifi-
cant increase in the female fabour supply is the new
role of married women with respect to paid work.
Their participation rate has increased fivefold in just
30 years, from 11 to 50 per cent. Over the same
period of time, the participation rate doubled for
Canadian women as a whole, rising from 24 per cent
in 1951 to 53 per cent in 1981. According to projec-
tions to the year 2000, by that time two out of every
three women will be a member of the labour force,
reducing the gap between female and male participa-
tion rates to less than 15 percentage points.

Thirty years ago, 40 per cent of women in the
labour force were under 25 years of age, since at that
time it was customary for a woman to stop working
once she married or had her first child. In 1981,
70 per cent of working women were aged 25 and
over, thanks mainly to the massive influx of married
women that reduced the percentage representation
of the group aged 15 to 24 and increased the share
of the group aged 25 and over.

The following reasons have prompted women to
participate in the labour market on a more permanent
basis: the increased job opportunities for women as a
result of growth in the service and government
sectors; the greater forgone earnings to be recouped
by women who delayed their labour market entry in
favour of pursuing higher education; the increasing
contribution of women to household income; and the
wider recognition of the economic advantages of
women'’s financial self-sufficiency.
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Table 1-1

Female Labour Force in Canada, 1951-2000

2000
Low High
1951 1961 1971 1981 projection projection
(Thousands)
Female tabour force 1,167 1,780 3,053 4,938 7=321 7,870
(Per cent)
Share of total labour force 22.0 27.4 34.7 40.9 47.0 49.0

SOURCE For the years 1951-81, Statistics Canada, Census of Canada, various years; for the year 2000, Dan Ciuriak and Harvey Sims, “Participation Rate
and Labour Force Growth in Canada,” Department of Finance, Ottawa. April 1980, Table 17.

Labour market studies are unanimous in forecast-
ing a constant growth in the percentage representa-
tion of women within the labour force between 1980
and 2000 as the female labour market participation
rate continues its steady climb. Women now aged 25
to 34 will probably continue to work as they grow
older, sending sharply upward the participation rates
of women in the 35-50 age group. The federal
Department of Finance estimates that between 1980
and 1990 the female labour force in Canada will grow
by 1,750,000 individuals, an average yearly increase
of 4.3 per cent. According to these estimates, women
will account for 45 per cent of the labour force by
1990 and 49 per cent by the year 2000.

It must not be forgotten that work outside the
household for married women very often involves
holding what is essentially two separate jobs. Policies
are needed to assist their access to the labour market
and to allow them to devote as much time as neces-
sary to gainful employment. We will shortly look at

Table 1-2

two issues in this area that are of crucial importance
to women: daycare and parental leave. As necessary
as such policies are, by themselves they are not
sufficient to ensure that working women can partici-
pate in the labour market as freely as men, unencum-
bered by domestic responsibilities.

How will society adjust to the new reality of the
two-career household? Numerous economic, socio-
logical, and psychological changes will be required
before every individual, regardless of sex, is able to
participate freely and easily in the labour market. In
order to encourage such economic and social
changes, many government and private sector
policies will have to be rethought. Among the meas-
ures that must be implemented are training programs
designed to meet the needs of two-career
households. Fiscal policies must be reshaped to
encourage, rather than discourage, the labour market
participation of both spouses. Business hours of
public and private services should be extended so

FI T o o o e e | S cemmm— . | R e R I R A p e ]
Female Labour Force Participation Rates, by Family Status, Canada, 1951-2000

20001
Low High
1951 1961 1971 1981 projection projection
(Per cent)
Family status:
Married 1.2 22.1 37.0 49.8
Single 58.4 54.9 586 65.7
Widowed, divorced, or separated 19.3 231 28.6 32.0
Total 241 29.7 39.9 52.8 65.3 70.6

1 Women aged 20 and over.
SOURCE  For the years 1951-81, Statistics Canada, Census of Canada, various years; for the year 2000, Dan Ciuriak and Harvey Sims, “Participation Rate
and Labour Force Growth in Canada,” Department of Finance, Ottawa, April 1980, Table 16.




that a family’s financial, educational, and household
business can be conducted outside standard working
hours. Human resource management policies must
make special allowances for men and women who
are at the age when family responsibilities are most
heavy and time-consuming.

Table 1-3

[ F . ST R e e ESEES ——ae  eeeaae, conumari
Distribution of the Female Labour
Force, by Age, Canada, 1951-81

1951 1961 1971 1981
(Per cent)
Age:
15 - 24 39.2 30.1 32.0 29.8
25-34 23.0 20.3 20.8 28.0
35 and over 37.8 49.6 47.2 42.2
Total 100.0 100.0 100.0 100.0

SOURCE  Statistics Canada, Census of Canada, 1971 and 1981.
Se— |

This Colloquium represents an excellent opportu-
nity to identify and put forward policies that will
encourage the changes required for the rapid adjust-
ment of society to the realities of the feminization of
the labour market.

Characteristics of Women’s Jobs

A good deal of literature has appeared in recent
years on the subject of women's labour market
participation. Some studies and certain articles give
the impression that most of a woman’s problems end
the moment she finds a job. Knowing as we do that
working conditions can vary widely from one job to
another, it is perhaps wise to discuss some specific
characteristics of jobs held by women. Here we are
concerned primarily with occupational structure, job
status (full-time or part-time), and job security.

Occupational Structure

The distribution of the female labour force by
industry and occupation has largely been shaped by
general economic trends since the end of the Second
World War: declining farm employment, the job
explosion in the service industries, and moderate
growth in the manufacturing sector. Three working
women out of four are employed in the service
industries, and 44 per cent of these work in the fields
of community, business, and personal services. This
kind of market concentration puts working women in
competition with each other and has the effect of

The Female Labour Force 3

reducing their wages and increasing the risk of female
unemployment.

Table 1-4

Distribution of the Female Labour
Force, by Industry, Canada, 1961-81

1961 1971 1981
(Per cent)
Industry:
Agriculture 4.5 3.8 29
Other primary industries 0.2 0.2 0.2
Manufacturing 17.0 137 13.3
Construction 0.6 0.9 1.4
Transportation, communica-
tion, and other utilities 4.7 3.9 44
Trade 17.2 15.7 18.0
Finance, insurance, and
real estate 5.9 6.2 7.9
Community, business, and
personal services 42.5 39.7 441
Public administration 4.9 5:5 6.2
Unclassified 2.4 10.2 1.0
Total 100.0 100.0 100.0
(Thousands)
Number of female
participants 1,766 2,961 4,811

SOURCE For the years 1961 and 1971, Statistics Canada, Census of
Canada, 1967 and 1971, for the year 1981, Statistics Canada,
The Labour Force, Cat. 71-001, December 1981.

Looking at the relative size of the female compo-
nent in the various industries (referred to as the
“feminization rate'’), we can see remarkable changes
taking place in response to a rapidly expanding
female labour supply. The representation of women
has grown in all industries, even in the service sector
where they were already numerically dominant.
Overall the feminization rate rose from 27.4 per cent
in 1961 to 40.9 per cent in 1981. However, despite
some progress in the construction, transportation,
and public sectors, some traditionally female indus-
tries have more and more become women's ‘‘ghet-
tos.” Indeed, over 60 per cent of jobs in the financial
and service industries are occupied by women.

In the case of farming, the rise in the feminization
rate from 12 to 27 per cent can be explained by the
fact that members of farming families are now
recognized as workers.

Changes in the occupational structure of female
jobs is a slow process, mainly because in both the
labour market and educational institutions women still
tend to select traditionally female fields. Jac-André
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Table 1-5

Feminization Rates, by Industry,
Canada, 1961-81

1961 1971 1981

(Per cent)

Industry:
Agriculture 12.4 23.2 27.6
Manufacturing 21.5 23.7 27.8
Construction 25 4.9 8.9
Transportation, communica-

tion, and other utilities 13.6 16.8 225
Trade 30.4 36.7 43.2
Finance, insurance, and

real estate 45.7 51.5 61.4
Community, business, and

personal services 58.1 57.6 61.1
Public administration 18.2 25.8 36.8

All sectors 27.4 34.7 409

SOURCE For the years 1961 and 1971, Statistics Canada, Census of
Canada, 1971, vol. 3, Part IV, Table 1; for the year 1981,
Statistics Canada, The Labour Force, Cat. 71-001, December
1981.

Boulet and Jane Gaskell will be examining the main
points — past, present, and future — of the occupa-
tional structure and educational orientation of the
female labour force and will discuss various measures
that can be taken to encourage occupational diver-
sification. These measures are of primary importance
and will play a vital role in improving the economic
status of women in Canada. Governments must
therefore be lobbied to accord them priority status in
their policy programs, since any economic and social
progress in this area will be based upon occupational
diversification in the female labour force.

Job Status

Another characteristic of the female employment
structure is the relatively high number of women
working part-time.

Part-time work is an inescapable reality in the
economy of the 1980s, and this is more often the
case for women than for men. In 1981, 72 per cent of
Canadians working part-time were women, and
24 per cent of jobs held by women were part-time
versus only 7 per cent of men’'s jobs. This type of
employment could easily be considered another
women’s “ghetto."”

Why do women work part-time? While just under
20 per cent are working part-time because full-time
jobs could not be found, it would appear that some

80 per cent take part-time work either by choice or
for family or personal reasons. For many working
women, a major advantage of part-time employment
is that it allows more time to be spent with children
and family. Full-time work can be quite a burden for a
mother with two or three children, and it can be
difficult to reconcile with domestic responsibilities.

Table 1-6

Distribution of People Working
Part-Time, by Reason Given,
Canada, 1975 and 1981

1975 1981
(Per cent)
Women:
Personal or family responsibilities 16.9 16.7
Going to school 22.8 20.0
Could only find part-time work 10.8 17.3
Did not want full-time work 45.9 43.0
Other reasons 3.6 3.0
Total 100.0 100.0
(Thousands)
Number of women surveyed 687 1,064
(Per cent)
Proportion of women among
part-time workers 69.5 72.0
Proportion of part-time workers
among female workers 20.3 23.6
Men:
Personal or family responsibilities 1.3 0.8
Going to school 62.1 55.4
Could only find part-time work 11.3 20.0
Did not want full-time work 16.3 16.2
Other reasons 9.0 75
Total 100.0 100.0
(Thousands)
Number of men surveyed 301 413
(Per cent)
Proportion of men among
part-time workers 30.5 28.0
Proportion of part-time workers
among male workers 5% 6.8

SOURCE  Statistics Canada, The Labour Force, Cat. 71-001, December
1981.

On the other hand, the advantages of part-time
employment in terms of more time for children and
family are offset by a multitude of disadvantages: low
wages, little chance of union representation, and poor
fringe benefits. Given the present economic context,
part-time work merely perpetuates the marginal
status of many working women, with low wages and
little job security. Technological change threatens to




maintain or even increase the percentage of women’s
jobs that are part-time.

[n 1983, the Commission of Inquiry into Part-Time
Work proposed several measures for improving the
lot of part-time workers and thus indirectly conditions
for the female labour force. Among these were
recommendations concerning fair wage levels,
prorating of all fringe benefits and pension plans,
guarantee of the same rights and benefits granted
full-time employees, and so on. According to the
Commission, part-time work must be recognized as a
“‘necessary component” of the labour market. Given
equitable wages, it would become a viable alternative
for all workers and could even be considered “‘part of
an overall strategy designed to give workers more
flexibility in planning their work and home respon-
sibilities.”

Job Security

It is quite normal for the female unemployment rate
to change in response to prevailing economic condi-
tions, just as the male rate does. In the medium and
fong terms, unemployment rates are a reflection of
general economic problems. Over the last 30 years,
as shown in Table 1-7, the general trend has been
towards higher unemployment rates for both men
and women. It is true that the labour supply grew
extremely quickly during the period, spurred on by
growing female participation, among other factors.
But this is not the reason behind high unemployment;
it is simply another way of describing the same
situation.

Table 1-7
Unemployment Rate, by Sex,
Canada, 1951-83

1951 1961 1971 1981 1983

(Per cent)
Men 1.5 4.2 7.0 7.1 12.1
Women 1.2 29 511 8.3 11.6
Both sexes 1S 3.9 6.4 7.6 11.9

Source Historical labour force data from Statistics Canada, The
Labour Force, Cat. 71-001.

What is unusual is that the female unemployment
rate is generally higher than the male rate. This
phenomenon first appeared in statistics as of 1971,
but it was true long before that. it had been the
custom for women, as it was for farm workers, to
stop working (or to stop looking for work) in times of
economic recession. This meant that at such times
official estimates of female unemployment were too

The Female Labour Force 5

low. This pattern of behaviour slowly changed,
particularly as a result of the revision of the Unem-
ployment Insurance Act in 1970. By substantially
increasing benefits, the act created an incentive to
stay in the labour force even while laid off. Since
1975, the new monthly labour force survey has taken
pains to distinguish between those persons actively
seeking employment (the unemployed) and those
who are no longer in the labour force.

The relatively high female unemployment rate is at
least in part a reflection of the status of women in the
labour market generally. For example:

— Women usually have less seniority and experience
than men because of their late arrival on the market
in such large numbers;

— Women tend to be clustered in a restricted
number of occupations and industries.

Since November 1982, however, the unemploy-
ment rate for men has been running above the female
rate. The economic crisis played no favourites and
aftected male and female workers alike. While more
women lost their jobs in 1981 near the start of the
recession, between 1981 and 1983 it was men who
were most severely affected, as layoffs hit industries
and occupations traditionally considered male
preserves: the primary and secondary sectors,
transportation, engineering, and middle management.
This reversal did not mean any improvement in the
economic status of women, however, between
January 1981 and March 1983 (the beginning of the
economic recovery), the female unemployment rate
rose from 8.5 to 12.8 per cent, representing 248,000
more women out of work. These figures probably
underestimate the true state of affairs in light of the
fact that at the present time 20 per cent of the female
labour force is working part-time, that most jobs
created since 1975 have been part-time, and that
17 per cent of women are working part-time because
they were unable to find full-time work. It should also
be stressed that the majority of unemployed women
are in a precarious financial situation in that they have
very often been unable to save enough to sustain
their purchasing power through a period of unem-
ployment.

Although women share the problem of unemploy-
ment with other segments of the population, it is
questionable whether expansionist monetary and
fiscal policies will have a real impact on the female
unemployment rate. If the female labour force contin-
ues to be concentrated in occupations and industries
that are little affected by traditional expansionist
monetary and fiscal policies (which include lower
interest rates and investment in the construction,
transportation, and mining industries), then female
unempioyment may become more structural than
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cyclical. The battle against structural female unem-
ployment requires the implementation of specific
policies in such areas as retraining, occupational
diversification, and job creation in sectors and
occupations that predominantly employ women.

Table 1-8

Distribution of Unemployed Persons,
by Reason Given, Canada, 1975 and 1981

1975 1981
(Per cent)
Women:
lliness 54 4.7
Personal responsibilities 10.0 8.7
School 47 52
Lost job or laid oft 341 441
Other reasons 33.5 24.2
Had not worked in last five years 4.3 545
Never worked 8.0 7.0
Total 100.0 100.0
(Thousands)
Number of women surveyed 229 401
(Per cent)
Unemployment rate 8.1 8.3
Men:
lliness 3.8 3.6
Personal responsibilities 1.5 1.2
School 4.9 5.8
Lost job or laid off 54.0 65.4
Other reasons 299 17.5
Had not worked in last five years - 1.0
Never worked 4.3 4.0
Total 98.4 98.5
(Thousands)
Number of men surveyed 391 497
(Per cent)
Unemployment rate 6.2 71

SOURCE For 1975, Statistics Canada, Labour Force Annual Averages,
Cat. 71-529, 1978; for 1981, Statistics Canada, The Labour
Force, Cat. 71-001, December 1981.

The lack of security in many femate jobs demands
measures specifically adapted to women's job
characteristics. Interest in improving women’s work-
ing conditions must not come to an abrupt end once
electoral campaigns are over if women are eventually
to benefit as fully as men from their labour market
participation.

Moreover, ten years from now the predominating
factor determining the working conditions of women
will be technological change. Technological advances
based on new micro-technologies will have an

enormous impact on jobs in the service sector and
will also affect both the volume and content of work
in occupations traditionally dominated by women.
Professor Peitchinis will address this topic later on. it
should be emphasized here, however, that, for better
or for worse, technological progress will play a
decisive role in determining the future working
conditions of our female labour force.

The Financial Status of
Working Women in Canada

Our first impulse is to applaud the growing pres-
ence of women in the labour market. Employment
can be the route to financial self-sufficiency, which is
a prerequisite for sexual equality in our society.
However, being a member of the labour force does
not necessarily guarantee adequate earnings; a job
that pays enough to meet the worker's essential
needs is also required. We will attempt to describe
the financial status of Canadian working women by
examining the percentage distribution of paid work-
ers by income bracket and by sex, and by comparing
the average weekly wages of men and women in
similar occupations.

Table 1-9

Distribution of Paid Workers, by
income Bracket and Sex, Canada,
1975 and 1982

1975 1982
Men  Women Men Women
(Per cent)

Income bracket (dollars):
Under 2,000 7.0 17.8 9.7 18.6
2,000 - 3,999 S 12.0 6.7 11.2
4,000 - 5,999 48 9.4 54 9.2
6,000 - 7,999 4.3 7.6 4.6 7.8
8,000 - 9,999 4.0 8.0 45 7.7
10,000 - 11,999 4.5 9.3 4.3 6.8
12,000 - 14,999 7.4 12.6 7.1 11.0
15,000 - 19,999 15.9 13.6 13.5 13.6
20,000 and over 46.6 9.5 440 14.0
Total 100.0 100.0 100.0 100.0

(Constant dollars)

Average earnings 20,479 9,847 19,164 10,472
Median earnings 18,926 8,957 17,813 8,837

Average income 22,352 10,888 21,726 12,171

SOURCE Statistics Canada, /ncome Distributions by Size in Canada,
Cat. 13-204, 1982.




Table 1-10

Average Wage Rates of Men and Women in Similar Occupations,

Canada, 1975 and 1982
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1975 1982
Average wage Average wage
Number Number
Female/male Female/male
Men Women Men Women ratio Men Women Men Women ratio
(Dollars) (Per cent) (Dollars) (Per cent)
Restaurants
Cashier 214 1,529 122.00 110.00 90.2 100 2,103 4.62h 4.49h 97.2
Waiter/waitress 1,706 4,961 2.77h  2.63h 95.0 864 1,917 495"  4.39h 89.0
Retail food stores
Sales clerk, full-time 5,798 927 222.00 163.00 73.4 7,775 1,464 10.93"  9.09" 83.2
Meat packager 399 1,302 181.00 187.00 103.3 593 2,302 8.52" 10.10h 1186
Office occupations
Secretary, senior 270 24,793 190.00 181.00 95.3 315 34,315 375.00 364.00 97.1
Systems analyst, senior 2,661 323 335.00 300.00 90.0 3,461 803 335.00 300.00 90.0
Office worker 3,238 2,605 120.00 117.00 98.0 1,998 2,130 265.00 248.00 94.0
Programmer, junior 1,865 737 214.00 201.00 94.0 623 502 433.00 413.00 95.4
Stock-records clerk 5,226 3,019 190.00 143.00 75.3 4,050 2,770 374.00 298.00 80.0
Computer operator,
junior 1,745 895 176.00 158.00 98.0 1,529 1,762 356.00 314.00 88.2
Accounting clerk,
junior 2,776 12,267 158.00 138.00 87.3 13743 11,079 327.00 289.00 88.4

h - hourly wages; otherwise, weekly.

SOURCE Labour Canada, Wage Rates, Salaries and Hours of Labour, 1975 and 1982.

Employment Earnings

Between 1375 and 1982, while there was a slight
decrease in the size of the earnings gap (women's
average annual earnings as a proportion of men's
rose from 49 to 56 per cent), women's earnings
remained well below those of men. There are several
possible explanations for this earnings gap.

— The high concentration of women in a small
number of sectors creates fierce competition among
women for a limited number of jobs. Since labour
supply clearly exceeds demand, as evidenced by the
high female unemployment rate, an employer is able
to offer lower wages than if there were a shortage of
candidates for available positions.

— Large numbers of women are concentrated in
low-productivity sectors such as community, busi-
ness, and personal services, which together employ
45 per cent of the female labour force.

— Large numbers of women work in low-paid
occupations. In 1982, more than half of women
(54 per cent) were earning under $10,000 a year,
while this was true of only 31 per cent of men. The
lowest-paid occupations are traditionally dominated
by women, while over 80 per cent of the highest-paid
positions are occupied by men.

— The low rate of union representation and the large
numbers of women working part-time are also factors
that can be cited to explain the existence of a gap in
average earnings between men and women.

Wages

Disparities are also evident when data on earnings
are broken down and smoothed out for analysis of
wage differences between men and women working
in the same occupations and industries.

As an example of this comparison, | have selected
a number of jobs with similar descriptions. The gaps
exhibit considerable variation, and overall they
tended to shrink between 1975 and 1982. Yet
despite the fact that the relative position of women
has improved in almost all occupations, the earnings
gaps remain. Generally speaking, the more an
industry is dominated by women, the narrower the
earnings gap.

Uncontrolled comparisons of this kind, of course,
do not constitute proof of discrimination on the basis
of sex. Average earnings according to a general
occupational classifica<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>