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Foreword

Thisdocument provides datafrom the new Workplace and Employee
Survey (WES) conducted by Statistics Canada with the support of
Human Resources Development Canada. The survey consists of two
components: (1) a workplace survey on the adoption of technologies,
organizational change, training and other human resource practices,
business strategies, and labour turnover in workplaces; and (2) a survey
of employees within these same workplaces covering wages, hours of
work, job type, human capital, use of technologiesand training. Theresult
is a rich new source of linked information on workplaces and their
employees.

Why have a linked wor kplace and employee survey?

Advanced economiesare constantly evolving. Thereisageneral sense
that the pace of change has accelerated in recent years, and that we are
moving in new directions. This evolution is captured in phrases such as
“the knowledge-based economy” or “the learning organization”. Central
to these notions is the role of technology, particularly information
technology. The implementation of these technologies is thought to have
substantial impact on both firmsand their workers. Likely related to these
technological and environmental changes, many firms have undertaken
significant organizational changes and have implemented new human
resource practices. Globalization and increasing international competition
also contribute to the sense of change.
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Inthisenvironment, greater attention isbeing paid to the management
and development of human resourceswithin firms. Education and training
areincreasingly seen asanimportant investment for improved prosperity—
both for firms and individual workers.

Thanksto earlier surveys, researchers have a good understanding of
workers’ outcomes regarding wages and wage inequality, job stability and
layoffs, training, job creation, and unemployment. What is missing on the
employees’ sideisthe ahility to link these changes to events taking place
in firms. Such a connection is necessary if we hope to understand the
association between labour market changes and pressures stemming from
global competition, technological change, and thedriveto improve human
capital. Thus, one primary goal of WES is to establish a link between
events occurring in workplaces and the outcomes for workers. The
advantage of alinked survey is depicted in the figure which displays the
main content blocks in the two surveys.

The second goal of the survey isto develop abetter understanding of
what is indeed occurring in companies in an era of substantial change.
Just how many companies have implemented new information
technologies? On what scale? What kind of training is associated with
these events? What type of organizational change is occurring in firms?
These are the kinds of issues addressed in the WES.

This report aims to give those interested in the determinants of
employer-sponsored training some useful insightsfrom theinitial survey,
as well as stimulating their interest in the possibilities provided by these
new data.

Those interested in the methodology should go to our website at
http://www.statcan.ca/english/survey/busi ness/workpl ace/workplace.htm.
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Link between the workplace survey content, employee survey content, and
outcomes

Employee outcomes:
e wage/earnings/hours polarization;
e wage levels by worker type;
e training received;
e use of technologies,
e job tenure.
Workplace characteristics: Worker/job characteristics:
e technology implemented; e education;
e operating revenues and expenditures, e age/gender;
payroll, and employment; e occupation, management

e business strategies; responsibilities;

e unionization; e work history, tenure;

e compensation schemes, e family characteristics;

e training provided; ® unionization;

e mix of full-time/part-time, contract, e use of technology;
and temporary employees, e participation in decision making;

e organizational change; e wages and fringe benefits;

e subjective measures of productivity, e work schedule/arrangements;
profitability, etc; e training taken.

e type of market in which firm
competes.

Workplace outcomes:

employment growth;

growth in revenues,

organizational change;
implementation of technologies;
changing human resource practices.
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Introduction

Today’s workplaces are evolving rapidly. Globalization, increased
competitive pressures, and the proliferation of computer technologies are
just some of the factors driving changesin the nature of work and placing
upward pressures on employee skills and training needs (Betcherman,
McMullen, Leckie, and Caron, 1996). Inthe face of thesetrends, thereis
growing awareness among policy makersthat investment in the skillsand
talents of Canadianswill be central to developing alabour force equipped
to meet the challenges of tomorrow (Statistics Canada/Human Resources
Development Canada, 2001).

But in the “new economy” it may not be enough to focus solely on
the supply of skills. Equally important will be the extent to which
workplaces foster and support employee development and provide
opportunities for skills utilization. Workplaces provide the day-to-day
context within which skills acquisition is embedded: it is at the level of
theindividual establishment that the need for training isidentified and the
conditions are established for the development and support of skills.
Responsive policy, therefore, must be formulated with an awareness of
the “enabling conditions” (Lowe, 2001) within workplaces for the
development of skills and employee uptake.

Training is a two-way street. Employers extend the opportunities
for training and enrichment, but employees must feel able and willing to
participate. A critical “enabling condition” for skills development,
therefore, isawork environment that minimizes constraints on employees
participation. Individuals' career decisions are shaped not only by
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economic and professional choices, but also by competing pressures and
commitmentsin the non-work domain. Family responsibilities have been
found to affect employees’ willingnessto accept greater job responsibilities
and to seek promotions (Greenhaus, 1988). Recent research by Clifton
(1997) indicatesthat employeeswho experience difficulties blending home
andjob arelesslikely to participatein training. The same research shows
that employer support for theintegration of home and work responsibilities
increases participation.

Thisreport examinestwo human resource practiceswith the potential
to facilitate the harmonization of work and family: part-time work and
the provision of “family-friendly” work arrangements, such as flextime,
telework, childcare and eldercare services. Part-timework, by definition,
allows employees to reduce the time spent in paid work, thereby freeing
time to devote to family and other personal pursuits. Flexible work
arrangements, such as telework and flextime, allow employees to
reorganize work time or place so as to better suit their personal needs.
The provision of services, such as childcare and eldercare, can reduce
stresses and everyday distractions by helping employees with caregiving
responsibilities find and keep quality care arrangements.

Proponents argue that family-friendly practices can pay off for both
employers and employees. There is evidence that family-supportive
benefits may enhance commitment to the employer who provides such
options, promoting greater tenure and, in turn, greater incentive for
employersto continue to make human capital investmentsin their workers
(Evans, 2001). Family-friendly benefits create the culture of employee
support needed to encourage individual investments of time and energy
in training and career development. Benefits thereby accrue both to
organizations and to individual employees over time. Because of their
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association with employee motivation and commitment, family-friendly
work arrangements also have been viewed as agents for enhancing
productivity (Eaton, 2001).

To date, our knowledge of the availability and effects of part-time
work and family-friendly practices in Canadian workplaces has been
limited by reliance on rather disparate surveys, such as Statistics Canada’'s
Labour Force Survey and Survey of Work Arrangements, and various ad
hoc employer surveys, such as those conducted periodically by the
Conference Board of Canada (see, for example, Bachmann, 2000). The
Workplace and Employee Survey (WES) covers both employersand their
employees on a broad range of issues related to changing workplace
environments and so provide a unique opportunity to explore jointly the
perspectives of organizations and employees:

e Theemployer survey dataprovide, for thefirst time, anationally
representative sample of Canadian establishments to gauge the
extent to which part-time work and flexible work arrangements
are offered, their incidence by establishment-level factors such
asindustry and company size, and organizations motivationsfor
relying on part-timers.

e Employee datatell us who participates in part-time and flexible
work options; and linkages to the employer survey alow us to
look at training outcomes, productivity factorsand organizational
strategies associated with the use of the various arrangements.

e WESfollowssampled establishmentsfor aminimum of four years

and employees for two years, and therefore will allow us to
observe changes over time.
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Thisreport, an overview of oneyear’sdata, isintended to provide an
indication of the distribution of part-time work and flexible work
arrangements in Canadian workplaces and a description of the career
development and productivity measures associated with some of these
practices. Outcomes over time have not been observed, nor have we
controlled for the influence of other factors. Only with the benefit of
longitudinal data and multivariate methods will we be able to make more
conclusive statements about theincremental effects of part-timework and
family-supportive practices on training outcomes, employee behaviours
and attitudes, and establishment performance.
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1. Part-time Work

Over the past two decades, growth in part-time employment has
outpaced growth in the full-time workforce by a ratio of three to one
(Statistics Canada, 1997). In 1999, 2.7 million employees worked part
time, representing nearly 20% of the labour force (Marshall, 2000).
Although some of the increase can be attributed to a shift in employment
toward industriesthat have traditionally had high rates of part-timework,
a more important factor has been an upward trend across all industries.
Moreover, the expansion in part-time employment is not unique to Canada,
but is a phenomenon evident in most Western nations (Zeytinoglu, 1999;
McRae and Kohler, 1995; Tilly, 1996).

Theinclusion of part-time work in adiscussion of “family-friendly”
practices may meet with some skepticism. Much of the growth in part-
time employment has been attributed to employer demand. For many
organizations, the shift to aglobal, service-based economy has generated
the need to find new ways of redistributing work to accommodate extended
operating hoursand periods of fluctuating business demand (Schellenberg,
1997). Part-timers may provide a source of “just-in-time” labour during
peaksinbusinessactivity. Reliance on part-timersalso may haveinherent
labour cost advantages, given that part-time employees generally earn
lower wages and receive fewer non-wage benefits than full-timers
(Economic Council of Canada, 1990).

Evidence remains, however, that supply factors also play arolein
the continued high rate of part-time employment, as employees seek
reduced work hours as a strategy for blending their work and non-work
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lives(Higginset a., 2000). Although asubstantial proportion of employees
work part time because they cannot find full-timejobs, 1abour force survey
dataindicate that the majority of part-timersin Canada (73%) claim they
work part time by choice (Marshall, 2000). Voluntary part-time
employment is especialy high among youth entering the labour market
or attending school, and among women aged 25-54. In fact, for the past
30 years, women have consistently represented 70% of the part-time
workforce (Statistics Canada, 2000). For women, family responsibilities
are one of the most frequently cited reasons for choosing part-time hours;
and indeed, research suggests that part-time hours are associated with
reduced work-life stress and perceptions of abetter balance between work
and family life (Fast and Frederick, 1996; Higgins et al., 2000; Lero and
Johnson, 1994; Marshall, 2000).

Whether part-time workers gain flexibility at the expense of job
guality remainsatopic of some debate (Schellenberg, 1997; Kahne, 1992;
Krahn, 1992). Although part-time work has traditionally been associated
with low-pay, low-skill jobs, growing recognition of the heterogeneity
within the part-time category suggests that this characterization may be
toosimplistic. Not all part-timejobsarethe same. For example, relatively
high rates of part-timework can befound inindustriesranging from health
and education to accommodation and food services (Marshall, 2000). Such
diversity implies considerable variability within the category of part-time
work and differences in terms of remuneration, work environment, and
access to training and promotional opportunities.

This chapter presents an overview of the Workplace and Employee
Survey (WES) datain order explore some of the aboveissuesandto provide
a clearer picture of part-time work today. It examines part-time work
from the perspective of both employer and the employee. Thefirst section

11
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presents data on the characteristics of workplaces that employ part-time
workers and employers potential rationale for doing so. Next, data are
presented to profile employees who work part time.! In recognition of the
heterogeneity within the category of part-timers, employee data are
presented separately for women and men, and emphasisisplaced on family
characteristicsand occupational and industrial differences. Tablesprovide
data on full-time workersfor comparison. The chapter concludeswith an
exploration of factors that may signal the quality of work life for part-
timers, including both traditional indicators, such as wage and non-wage
benefits, and work context factors, such as connection with training and
promotional paths.

What types of workplaces hire part-time workers?

Table 1.1 shows how part-time work varies according to workplace
characteristics. Over half of establishments (57%) report having at least
one part-time employee on staff (column 1). Table 1.1 also provides
corresponding data from the employee survey to reflect the rate of part-
time employment? according to each of the establishment characteristics.
Overal, women's rate of part-time work is nearly triple that of men's
(22%, as compared to under 8% among men).

Establishment-level data (column 1) indicate that the use of part-
timers rises with company size, with 91% of large establishments with
1000 or more employees reporting part-timers on staff. WWhen employees
are used astheunit of analysis, however, (columns 2 and 3), the proportion

! For the purposes of this analysis, part-time workers are defined as employees who
normally work under 30 hours per week.

2 The term “part-time rate” is used to refer to the share of employees within each
establishment category who work part time. For example, Table 1.1 indicatesthat in
large establishments (1000+ employees), 21% of female employees work part time,
as compared to 9% of their male counterparts.
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of workers on part-time schedules assumes a U shape as establishment
size increases. The highest rate of part-time employment occurs in very
small establishments (less than 10 employees), dips for medium size
establishments (100-500 employees), and then increases again for the
largest establishments (1000+ employees).

Industry data reveal the extensive use of part-time workers in the
service sector. Three-quarters of establishmentsin retail and commercial
services report part-timers on staff, as compared to only 30% to 50% of
establishmentsin manufacturing, construction, transportation and storage
(column1). Employeedatamirror thispattern. Inrespect to the part-time
rate within industries (columns 2 and 3), therate of part-time employment
isagainhighinretail, and low in manufacturing. Gender differencesprevail
acrossall industries, withwomen’srates of part-timework generally double
those of men. Most notable are the industries in which men's rates are
high relativeto their ratesin other industries: real estate (13%), education
and health services (16%), and again, retail (20%). Although high rates
of part-time work in retail might be expected among the large proportion
of young men (age 15-24) who work entry-level part-time jobs while
attending school, the high rates in health and real estate are surprising.
Jobs in these industries call for higher levels of education and skills than
one would expect youth to have. Whether men’s part-time rates in these
industries reflect a different demographic (e.g., older men seeking pre-
retirement strategies) remains to be explored.

Finally, thisanalysis suggeststhat the presence of aunion or collective
agreement appears to be unrelated to the use of part-timers (roughly 57%
of establishments report that they employ part-timers, irrespective of the
presence of a union; see column 1).

13
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Why do or ganizations employ part-timers?

There are no direct questions in the employer survey on reasons for
hiring part-time employees. In order to get an indication of employers
motivation, we rely on indirect evidence. Indicators of employer intent
were built from four survey itemsthat asked: (1) Isusing more part-time,
temporary or contract workersimportant to your overall business strategy?
(2) Islabour cost reduction important to your business strategy? (3) Did
your workplace experience an organizational change last year involving
greater reliance on part-time workers? and (4) Was cost reduction an
objective of the most significant change you experienced last year?

Table 1.2 presents results for this series of indicators. As expected,
organizationsthat reported increased reliance on part-timersasadeliberate
strategy were much more likely to report that they used part-timers (92%
had part-timers on staff) than establishments that did not have such a
strategy (53%; column 1). Cost reduction efforts also appeared to berelated
to the use of part-timers. Sixty-two percent of establishmentsfor whom a
labour-cost reduction strategy was important employed part-timers, as
compared to 49% among those for whom it was not. Similarly, 63% of
establishments that experienced a change aimed at cost reduction used
part-timers, compared to 56% of those that did not.

Columns 2 and 3 present employee data to show the actual rates of
part-time work by organizational indicator. Not surprisingly, the part-
time rate is higher in organizations who report a recent change involving
greater use of part-timers (women have a part-time rate of 24% and men
have a rate of 9% in such organizations, as compared to 18% and 6%
respectively in organizations that have not experienced such a change).
The rate of part-time work in establishments which reported that part-
timers were important to overall strategy also was slightly higher than in
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establishments which did not. Cost reduction strategies had effects on
part-time rates that were contrary to what might be expected: the rate of
part-time work was somewhat lower in organizations with cost reduction
objectives. Again, these data reveal only the direction of association.
Factors other than organizational strategy (e.g., establishment size,
industry) may account for thelower part-time rates among establishments
with cost reduction strategies.

What types of employeeswork part time?

In order to explore the heterogeneity within the category of part-
time workers, we now take a closer look at the demographic and
occupational profile of part-timers. (For comparative purposes, tablesin
this section aso show data for full-time employees.)

Demographic and family characteristics. Table 1.3 compareswomen
and men who work part time, by age, educational attainment and family
status. The age profile of part-time workersreflects women’stendency to
work part time throughout the life cycle, whereas for men, part-timework
is associated with youth and labour market entry. Women part-timers are
roughly equally distributed acrossall age categoriesfrom 15 to 54, peaking
in the prime childrearing years of 35-44 (27% of women part-timers are
in this age category). Men part-timers are more highly concentrated in
the 15-24 year age group (32%).

These considerable differences in age distribution are reflected in
the educational and family characteristics of women and men who work
part time. Women who work part time are nearly twice as likely as their
mal e counterpartsto have completed university or college (39% of women
versus 25% of men). Two thirds of women part-timers are married or

15
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living with a partner, as compared to half of men; and 38% have children
under 16, as compared to only 26% of men.

Job characteristics. Table 1.4 compares women and men who work
part time by characteristics of their jobs. Both women (28%) and men
(21%) are somewhat concentrated in marketing/sal es occupations. Rather
stereotypical occupational patterns emerge in other areas, though. Men
part-timersare considerably morelikely than women to work in technical/
trades occupations (36% vs. 25%) or as production workers without trade
or certification (19% vs. 9%). Women are more likely than men to work
in clerical/administrativefields (16% vs. 6% of men). Asexpected, given
their age and higher educational attainment, women are somewhat more
likely than men to occupy managerial and professional positions (22%
vs. 18%). It should be noted, however, that only 2% of men and 5% of
women part-timers are managers, suggesting the incompatibility of part-
time hours with management roles.

Organizational tenure datareflect the gender differencesobservedin
the age distribution of part-time workers. Consistent with their relative
youth, men part-timers are concentrated at the lower tenure levels (62%
have less than five years with their current employers, compared with
55% of women). Women part-timers have agreater concentration at mid-
to high-tenure levels (39% of women have been with their current
employers for 5 to 19 years, compared with 28% of men). The large
proportion of women at higher tenure levels suggests that these women
may represent a group of employees with considerable firm-specific
knowledge and experience.

Gender differences also emerge in the employment terms of part-
time workers. Three quarters of women part-timers report that their jobs
are permanent, as compared to only two thirds of their male counterparts;
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thisfinding again suggeststhat the nature of the part-timework experience
for women may be quite different from that for men.

Workplace characteristics. The section on workplaces which hire
part-time workers examined the rate of part-time employment by various
establishment characteristics. Table 1.5 uses the same characteristics to
look at the distribution of part-time employment. Thisanalysisalowsus
to determine the location of part-time employees in the labour market.

Consistent with Table 1.1— which linked high part-time rates with
smaller establishments—Table 1.5 shows that the largest share of part-
time workers is found in establishments with fewer than 50 employees.
In spite of the finding in Table 1.1 that 90% of large establishments with
over 1000 employees employ at least some part-timers, these
establishmentsaccount for arelatively small share of part-time employment
(14% of women and 15% of men), as shown in Table 1.5.

Two service industries account for the large majority of part-timers.
Roughly 75% of part-timerswork either in retail and commercial services
or in education and health areas. Men part-timers (50%) are heavily
concentrated in the retail/commercial sector, consistent with the youth
and lower educational attainment of men who work part time. Women,
conversely, are evenly distributed between the retail/commercial sector
(41%) and education/health industries (38%). The vast difference between
the retail sector and health and education industries in terms of skills,
educational requirements, and work conditions underscoresthe variability
among part-time workers in terms of human capital and job quality.

Although the rates of part-time employment seemed only weakly
related to union presence (Table 1.1), when welook at part-time employees
asagroup (Table 1.5), we can see that the mgjority are indeed working in

17



The Evolving Wor kplace Series

18

Part-time Work and Family-Friendly Practices

non-unionized environments. Again though, there is no gender effect,
with 67% of women part-timers working in establishmentsin which there
IS NO union presence, as compared to 66% of their male counterparts.

What are part-timejobslike?

Table 1.6 presents a number of analyses from the WES dataset to
attempt to gauge the nature of work in the part-time sector. It looks first
at traditional indicators of the quality of part-time work—wages and non-
wage benefits. It then movesto some of the “ softer” indicators, including
job satisfaction, access to training and promotional opportunities, and the
level of supervisory responsibility associated with part-time work.
Research indicatesthat even within occupational categories, opportunities
for enrichment and advancement are often reserved for acore of full-time
employees, and that part-timers may not have accessto the same range of
career opportunities (Evans, 2001). The following analysis allows a
preliminary look at some of these indicators of the quality of part-time
work.

Compensation and non-wage benefits. Table 1.6 supports the notion
of somewhat low wages in the part-time work world, with roughly one
third of part-time workers earning less than $9 per hour. Consistent with
their youth and lack of labour market experience, men areespecially likely
to be at the lower end of the wage scale: 56% of men part-timers earn
under $12 per hour, as compared to 46% of women. Men surpass women
at the high end of the scale, however—11% of men part-timers earn $30
or more, as compared to 8% of women. Like the age distribution, this
pattern may be indicative of agroup of older men with considerable work
experience for whom part-time work represents atransition to retirement.
On the other hand, the pattern may simply reflect the gender wage gap
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that exists across the labour force, wherein women are especially under-
represented at the highest earnings levels (Statistics Canada, 2000).

Data on non-wage benefits attest to the very low level of access to
pension and health-related benefits among part-time workers. Women
report higher access than men across most benefit types, but even among
women, no more than one quarter report coverage for any of the benefits
examined.?

Job satisfaction. Aninteresting finding in Table 1.6 isthe extremely
high level of job satisfaction among part-timers. Nearly 90% of part-time
workers (90% of women and 86% of men) were satisfied or very satisfied
with their jobs. Thislevel of job satisfaction was as high as that reported
by full-timers. It isdifficult to comment on this finding without further
analysis. Recent research from the Canadian Policy Research Networks,
however, indicates that full-time/part-time status may be a poor predictor
of job satisfaction and that organizational work context factors may be
stronger predictors of employee attitudesthan labour market location per se
(Lowe and Schellenberg, 2001). Similarly, literature on job satisfaction
indicates that workers compare themselves to workers with similar
attributes in judging job quality (Feldman, 1990). This model implies
that part-timers may use other part-timers—not their full-time peers—as
their frames of reference, and hence, judge their situationsto be adequate.
Thefinding of high satisfaction, at least among women, is also consistent
with work-family research which indicates that women part-timers report
not only high levels of job satisfaction (Evans, 2001), but also high levels
of life satisfaction and satisfaction with work-family balance as compared

3 It should be noted that the WES item capturing benefits coverage asked respondents
to report only those benefit options in which they participated. It is possible that
some employees who had access to benefits through their employers had opted out
due to coverage through a spouse or partner.
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to their full-time counterparts (Barker, 1993; Higgins et al., 2000; Lero
and Johnson, 1994).

As expected, however, given their low wages and limited benefits
coverage, part-timerswere much less satisfied with their pay and benefits
(72% of women and 76% of men reported satisfaction in this area) than
they were with their jobsin general.

Training. Research on workplace training suggests that “those who
have, get.” Employers make training decisions based on expected return
on the investment, and expected return is greatest for employees who
already have high levels of education and experience (Betcherman et
al.,1998). Thiswould suggest that young part-timers with low levels of
skill and education would belesslikely to receivetraining. Training rates
would be higher among part-timers with greater tenure and existing high
levels of human capital investment. Table 1.6 provides support for this
notion. Therate of employer-sponsored classroom training among women
part-timersisnearly 50% higher than that of their male counterparts (28%
versus 19% among men). Thisis consistent with their higher educational
attainment, higher organizational tenure, and greater representation in
health and education fields where high quality jobs might be found. The
observed higher rate of training among women, however, tellsonly apartia
story. In order to better understand skills development among women
and men in the part-time sector, further research is needed on the duration
of training episodes and subject area.

Connectionswith promotional paths. A further indicator of job quality
istheability to advancein return for strong performance or the devel opment
of job-related skillsand experience. But research indicatesthat one of the
risks of part-time work is being viewed by peers and superiors as
uncommitted, and being cut “ out of theloop” (Higginset a., 2000). Hence,
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part-timers may find themselves out of contention for promotional
opportunities. Table 1.6 appearsto support thisnotion. Only 17% of part-
timers had received apromotion at any time since being with their current
employer. Thefinding that women were no morelikely than mento report
having been promoted is particularly discouraging, given their
comparatively high levels of education and job-related training, and the
fact that 45% had been with their employers for more than five years.
Determining whether part-timersare*shut out” or “opt out” of promotional
tracks will be an interesting area for future research.

Supervisory responsibilities. Finally, the WES employee survey
contains an item asking respondents whether or not they supervise others
onthejob. Consistent with thefindingsthat very few part-time employees
hold managerial positions or report a history of promotions, few part-
timers oversee the work of others. Women part-timers (19%) are more
likely than men (12%) to report having responsibility for the work of at
least one employee. Although this finding is consistent with women'’s
greater age, tenure, and educational attainment, further analysisisrequired
to determine both the types of supervisory responsibility associated with
thejob and the span of control held by part-timersin supervisory positions.

Summary

This overview underscores the heterogeneity within the part-time
work world. It reminds usthat the traditional labour market “category” of
part-time workers comprisestwo very distinct sub-categories. young men
entering the labour market, and women working part time at points
throughout the life cycle as a means of supplementing family income or
blending work with the care of home and family. Accordingly, women
who work part time show remarkably different profilesthan men in terms
of human capital acquisition. They are twice as likely as their male
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counterpartsto have apost-secondary education, are morelikely to occupy
managerial/professional positions, have higher earnings, and potentially
possess agood deal of establishment-specific knowledge as witnessed in
their higher training rates and greater organizational tenure.

These data suggest that part-time professional women, having chosen
life paths other than continuous full-time employment, may represent a
labour market segment with considerable untapped or under-utilized*
human capital. The employer data, however, indicate that the extent to
which establishments may bewilling or ableto invest in their devel opment
may belimited by the preval ence of part-timework in small establishments
(which may have fewer resources to support training efforts) and the
observed association between cost-savings objectives and reliance on part-
timers.

The data also support the notion that whatever flexibility women
gain through part-time work may bear costs in terms of job quality. In
spite of their age, education and tenure, fewer than one in five women
part-timers report that they supervise the work of others or have ever
received apromotion. Even fewer (5%) are classified as managers. And,
like their male counterparts, they report low wages and low access to
non-wage benefits, in spite of being more likely than part-time men to
hold permanent jobs.

Since the WES survey does not directly ask respondents about the
advantages of part-time work, nor doesit contain items on the perceived

4 It may also be possible that women have optimally allocated their time between the
competing demands of their work and family lives given the choices available to
them. However, the authors are suggesting that establishments that offer a range of
family-friendly benefits may be able to tap into a skilled labour pool—consisting
predominantly of women—who may have chosen to work full time had these benefits
been available.
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ability to integrate work and family, we cannot say with certainty that
thereisa“trade-off” of job quality inreturn for theflexibility of part-time
work. The next section of the report, therefore, retains the full-time/part-
time distinction to look at a number of family-supportive practices that
can more directly tap workplace flexibility: flextime, telework and the
provision of childcare and eldercare benefits.
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Table1.1

Establishments employing part-timewor ker sand employeeswor king part-time by establishment char acteristics, 1998-1999

Establishment characteristics

Overall

Size

Fewer than 10 employees

10-49 employees

50-99 employees

100-499 employees

500-599 employees

1000 or more employees

Industry sector

Forestry, mining

Labour intensive tertiary manufacturing
Primary product manufacturing
Secondary product manufacturing
Capital intensive tertiary manufacturing
Construction

Transportation/storage, warehousing, wholesale trade
Communications and other utilities
Retail trade and commercial services
Finance and insurance

Real estate, rental, leasing operations
Business services

Education and health care

Information and cultural industries
Collective bargaining coverage

No employees covered

At least one employee covered

Note: Total number of unweighted observations in the sample = 6,322
— Shows that data has been suppressed to protect respondent confidentiality.

Percentage of
establishements employing
part-time workers

Percentage of employees

working part time

Women
22.2

28.1
204
26.8
17.1
21.0
21.0
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Table1.2

Establishments employing part-time wor ker sand employeesworking part time by indicator s of employer intent, 1998-1999

Indicators of employer intent Percentage of
establishements employing
part-time workers

Overall 57.2

Strategy: Using more part-time, temporary or contract workers
Establishments reporting this factor was important to general

business strategy 92.0
Establishments that did not see it as important 53.4
Strategy: Labour cost reduction
Establishments reporting this factor was important to general

business strategy 61.9
Establishments that did not see it as important 48.5
Organizational change: Greater reliance on part-time workers
Establishments that reported a recent change involving greater reliance

on part-timers 66.0
Establishments that did not report such a change 64.0
Organizational change: Cost reduction
Establishments that reported a significant change aimed at cost reduction 62.9
Establishments that did not report such a change 56.4

Note: Total number of unweighted observations in the sample = 6,322.

Percentage of employees

working part time

Women
22.2

28.9
20.7

215
29.0

24.4
18.4

18.4
22.6

Men
7.6

12.5

7.6
58]

©).2)
6.4

6.0
6.3
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Table 1.3

Profile of part- and full-time employees by demographic and family characteristics, 1998-1999

Employee characteristics

Total
Age

15-24 years

25-34 years

35-44 years

45-54 years

55-64 years

65 years and older

Education level (highest attained)

< High school

High school diploma
Trade/vocational certification
Some post-secondary
College diploma

University degree

Family status

With spouses
With children under 16 years
Lone parents

No spouse, no children under 16tyears

Women
100

20.0
18.6
26.6
23.2
10.6

1.0

16.7
229

16.5
25.6
13.7

Note: Total number of unweighted observations in the sample = 23,540.

* Includes both employees with no children and employees with only children aged 16 or over.

Part-time (%)

Men
100

317
18.7
204
17.2

gI5)

242
21.8

229

12.2
12.4

48.7
26.1

49.6

Women
100

8.3
245
322
26.9

7.5

0.6

10.5

Full-time (%)

14.7
252
13.0
13.3
16.3
17.6

744
46.3

20.0
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Table1.4

Profile of part- and full-time employees by job characteristics, 1998-1999

Job characteristics

Total

Occupation

Manager

Professional

Technical/Trades

Marketing/Sales

Clerical/Administrative

Production workers with no trade/certification

Organizational tenure (years)

Less than 1 year

1-4 years

5-9 years

10-19 years

20 or more years
Terms of employment

Permanent
Non-permanent

Collective bargaining coverage

Yes
No

Note: Total number of unweighted observations in the sample = 23,540.

Women
100

5.0
17.1
245
284
15.9

9.0

8.0
47.2
20.7
18.6

5.6

75.9
24.1

28.0
72.0

Part-time (%)

Men
100

1.6
16.3
36.0
20.8

18.9

9.4
52.8
16.2
11.8

62.8
37.2

314
68.6

Women
100

13.2
18.6
31.8
8.1
222
6.0

34
39.1
214
2518
10.9

985
6.5

26.2
73.8

Full-time (%)

Men
100

20.5
13.6
49.7
24
6.5
7.3

4.0
36.7
21.3
223
15.7

93.7
6.3

29.2
70.8
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Table 1.5

Profile of part- and full-time employees by establishment characteristics, 1998-1999

Establishment characteristics

Overall

Size

Fewer than 10 employees
10 to 49 employees

50 to 99 employees

100 to 499 employees
500 to 999 employees
1000 or more employees

Industry sector

Forestry, mining

Labour intensive tertiary manufacturing
Primary product manufacturing
Secondary product manufacturing
Capital intensive tertiary manufacturing
Construction

Transportation/storage, wholesale trade communications

and other utilities
Communications and other utilities
Retail trade and commercial services
Finance and insurance
Real estate, rental, leasing operations
Business services
Education and health care
Information and cultural industries

Collective bargaining coverage

No employees covered
At least one employee covered

Women
100

27.3
252
12.6
15.0

6.2
13.7

0.2
1.0
0.3
0.1
0.3
14

35
0.8
41.3
3.8
18
5.8
37.8
2.0

66.9
33.1

Note: Total number of unweighted observations in the employee sample = 23,540.
— Shows that data has been suppressed to protect respondent confidentiality.

Part-time (%)

Men
100

21.7
30.4
133
13.7

5.9
15.0

0.9

11
1.2
0.8

5.9
0.8
50.2
1.8
2.9
7.1
238
29

65.7
34.4

Women
100

19.9
28.1
9.9
20.8
6.6
14.7

0.7
51
1.6
27
85
13

7.4
1.8
244
7.2
1.6
10.2
294
31

64.9
351

Full-time (%)

Men
100

15.6
815
11.2
214

7.3
13.0

31
54
6.8
51
8.8
7.2

15.1
812
17.1
2.9
1.6
g15
10.4
3.8

62.2
37.8
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Table 1.6

Profile of part- and full-time employees by indicator s of quality of work life, 1998-1999

Indicators

Hourly wage

Less than $9

$9t0 11.99

$12 to 15.99

$16 to 19.99

$20 to 29.99

$30 or more

Non-wage benefits

Life/disability

Supplemental medical

Dental care

Employer pension plan

Group RRSP

Job satisfaction

Satisfied or very satisfied with job (all aspects)
Satisfied or very satisfied with pay and benefits
Participation in training*
Employer-sponsored classroom training
On-the-job training

Non-employer-sponsored training

Have received a promotion?

Have supervisory responsibility on the job?®

Note: Total number of unweighted observations in the sample = 23,540.

1 In 12 months preceding the survey.
2 At any time since working with the current employer.
3 Responsible for supervising at least one employee.

Women

294
16.8
21.7
10.0
13.9

8.3

23.6
18.8
19.7
20.4

4.9

89.9
71.7

271.7
314
12.3

16.9
19.1

Part-time (%)

Men

334
22.6
16.1

115
10.7

19.8
20.8
14.2
153

86.1
75.8

18.5
29.3
10.7

16.7
12.4

Women

16.0
17.6
23.0
16.6
18.8

8.1

60.4
56.0
55
40.2
18.2

89.2
70.9

39.7
Sl

40.7
354

Full-time (%)

7.0
12.2
18.2
18.2
28.0
16.5

67.6
63.3

45.5
22.6

89.6
717

38.2
28.3

44.0
a47.7
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2. “Family-friendly” Practices

Women's increased and sustained labour force participation means
that many employees are coping with workplace change in the context of
growing pressures from the home domain and the need to redistribute the
unpaid household and caring work traditionally assumed by women.
Today’s employees have a wide range of commitments outside of the
workplace, including not only the care of dependent family members, but
also volunteer pursuits, education, and personal devel opment.

Recognition of these redlities has prompted some organizations to
re-examine traditional human resource (HR) policies designed at atime
when women in the labour force were arelative minority, and employees
could leave personal and family issues at home. Family-friendly work
practices, such as childcare and eldercare services, flextime, and telework,
have been portrayed as “win-win” arrangements that can help today’s
employees obtain a better blend between their work and non-work lives
while providing organizations with a means of recruiting, retaining and
motivating their work force (Bachmann, 2000; Schwartz, 1994).

Although both women and men face challenges in reconciling their
personal lives with their paid work, the balance of the evidence suggests
greater stresses for women, who irrespective of their labour force
participation, retain primary responsibility in the family for the care of
home and children (Johnson, Lero and Rooney, 2001; Statistics Canada,
1999). Given that family-supportive options should be most attractive to
employees who most need the support, one might expect a gender-based
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sorting effect whereby women report disproportionately high rates of
participation in flexible work arrangements.

But existing literature on family-friendly arrangements suggeststhis
may not be the case. The extent to which employees are able to avail
themselves of flexible arrangements depends not only on personal
preference but also on the availability of such options within workplaces.
Organizations may be constrained by such factors as the operational
feasibility of the arrangement, its cost, and union demands. For these
reasons, benefits such as childcare and eldercare, with considerable start
up and operating costs, have been associated with larger employers who
can achieve economies of scale and to a lesser extent, with unionized
environments where benefits packages have been negotiated for employees
(Evans, 2001). Options are further constrained by the type of work the
employee performs and the degree to which thejob is compatible with the
desired work option. Flexible practices that stretch the boundaries of
time and place, such as flextime and telework, are more common among
professionals and managers who work fairly independently and who can
parcel up the job to be done at a different time or location (Akyeampong
and Nadwodny, 2001; Lipsett and Reesor, 1997). Front-line employees
in service or manufacturing do not have such portabl e tasks, and therefore,
have been connected with lower levels of accessto flextime and telework
(Evans, 2001). Access to family-friendly work arrangements, therefore,
isamatter of achieving a match between the work arrangement and other
aspects of the job.

Whether accessto flexible work arrangementsisdriven by the nature
of the work or by the nature of the worker has been arecurring themein
the literature. Do family-friendly benefits “come with the job,” or do
employees gravitate toward employers who can offer them the flexibility
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they need? Although the answer to this question requires multivariate
analysis beyond the scope of this report, the descriptive data presented in
this chapter are organized around this theme. The chapter begins with a
look at the availability of family-friendly work arrangements by
characteristics of the employee, including such factors as gender, age,
education, the type of work the employee does, and his or her family
circumstances. Next, data are presented to examine the availability of
family-friendly arrangements by characteristics of the employing
organization. In order to examine the advantages of flexible work from
the employer’s perspective, the chapter concludes with a descriptive
analysisthat links flextime with a number of productivity and job quality
measures avail able from the WES, including employee satisfaction, wages
and work hours, work absences, and training rates.

The chapter focuses on four family-friendly HR practices for which
information is available from the WES employee dataset:

e Flextime: awork arrangement wherein employeeswork acertain
number of core hours, but can vary start and stop times provided
afull complement of hoursisworked. Flextime data presented
in this report reflect the proportion of employees who reported
on the WES that they participated in aflextime arrangement.

e Telework: awork-at-home arrangement wherein employeeswork
at least some of their regularly scheduled hours at home and for
pay. Telework data presented in this report are based on the
proportion of employeeswho reported that they participated in a
telework arrangement.

e Childcare services: a variety of childcare support services,
including information and referral services, assistance with
external suppliers, or on-site centres. For the purposes of this
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report, childcare servicesweredefined as“ available’ if employees
indicated that their employer offered the service. In this case,
then, access does not imply actual participation.

e Eldercare services: a variety of eldercare support services,
including information and referral services, assistance with
external suppliers, or on-site centres. For the purposes of this
report, eldercare serviceswere defined as“ available” if employees
indicated that their employer offered the service. Again, access
does not imply actual participation in these services.

What kinds of employees have access to family-friendly work
arrangements?

a) Demographic and family characteristics. Tables 2.1 and 2.2
explore workplace flexibility by presenting data on access’ to
family-friendly work arrangements by selected employee
demographic and family characteristics. Table 2.1 indicates that
flextimeisby far the most prevalent work arrangement, available
to over onethird of employees. Conversely, telework wasreported
by only roughly 5% of employees; childcare services, by 6%;
and access to eldercare services was particularly rare, reported
by 4% of employees.

Overall, the demographic data presented in Table 2.1 argue strongly

against a sorting effect driven by employee needs:

5 For easein expression, theterms“ access’ and “availability” are used interchangeably
throughout the text of thisreport. Readers are reminded that childcare and eldercare
benefit datareflect the proportion of employeeswho reported that these serviceswere
offered by their employers (irrespective of whether the employees used the service).
Telework and flextime data reflect the proportion of employees who reported they
actually participated in atelework and flextime arrangement.
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Gender differencesin access to flextime were pronounced—Dbut
were in the direction opposite to that which might have been
expected under a sorting hypothesis. Women reported lower
flextime participation rates than men (44% of men reported a
flextime arrangement, as compared to only 36% of women).

Agedataal so showed two unexpected patterns of accessto family-
friendly arrangements. First, access to flextime was highest
among youth® of both sexes (aged 15 to 24), not women of child-
rearing age. This contradicts both the notion of sorting and the
notion that flexible benefits are extended to employeeswith high
levels of human capital (in which case one would expect access
to increase with age and, accordingly, work experience). The
opposite pattern of results observed in the WES data suggests
that schedule flexibility might be more a characteristic of the
entry-level jobsin which youth are concentrated. Second, access
to childcare services showed a slight upward trend with age,
peaking at the 45 to 64 age groups. This pattern indicates that
childcare services may be most available to employees in age
ranges least likely to have need for them. Again, this patternis
suggestive of formal childcare services being a function of
organization or industry factors (for example, ininstanceswhere
large or unionized industries show older age structures), rather
than employee demands.

Education data indicated that university and college graduates
had considerably greater access to family-friendly work

6 The exception is among employees 65+. Access to flextime spikes dramatically for
both women and meninthisage group. Whether this phenomenon reflects astrategy
for pre-retirement transition or for post-retirement labour force re-entry would be an
interesting topic for future research.
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arrangements than employeeswith lower level s of education, and
this trend held across all four work arrangements. Access did
not increaselinearly with years of education, however, but dipped
for those with intermediate levels of education: employees with
trade and vocational certification had comparatively lower levels
of access. This pattern too suggests links to occupation and
industry, rather than employee demand.

Table 2.2 further explores family-friendly work arrangements by

examining access as afunction of employees marital and parental status.
A sorting effect would be evident in high participation rates among
employees with children, and would be expected to be more pronounced
for those with greatest need—women and lone parents. The following
observations provide some support, albeit weak, for a sorting effect with
respect to participation in family-friendly practices. The stronger
relationship is apparent in the beneficial effect of part-time work on
women’s workplace flexibility.

Accessto telework, childcare, and el dercare services does appear
to increase dlightly for full-time women and men in two-parent
couples with children under the age of 16. However, since the
overall participation rates are so very low for these options
(averaging 2%-6%), the increase represents only a one or two
percentage-point difference, so few conclusions can be drawn.
L one parents show no consistent pattern.

Accessto flextime shows virtually no relationship to employees
family demands.

Disaggregating the flextime and telework data by full- and part-

time status reveals an interesting association with gender. For
women, part-time work is associated with increased access to a
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flextime or telework schedule. For men, part-time work is
unrelated to flexibility in work time or place. This finding
provides some support for the claim that part-timework facilitates
work-family integration for women. Whether women moveinto
part-time employment in order to obtain needed flexibility, or
whether flexibility is inherent in the nature of part-time jobs
available to women remains to be tested.

b) Job characteristics. Table 2.3 shows clear links between
characteristics of the job and access to family-friendly work
arrangements. Occupation data indicate that managers and
professionals had a higher level of access to all four work
arrangements than did employees in virtually all other
occupations.” Access to childcare services was especially high
among professionals (13% of professional women and 12% of
professional men reported access to childcare services, as
compared to only 4% to 6% of employees in most other
occupational groups). It should be noted, however, that even
within managerial/professional groups, women had a lower rate
of accessto flextime and telework than did men. Wage data for
telework, childcareand eldercare servicesmirror the occupational
data, with an upward trend in access as hourly earningsincrease.
The exception is flextime, where women show a bimodal
distribution with access peaking in thelowest and highest earnings
categories. Men's access to flextime appears unrelated to their
earnings.

Data on organizational tenure were examined in order to explore the

possibility that organizations offer family-friendly arrangementsto valued

" Wage datafor telework, childcare and el dercare services mirror the occupational data,
with an upward trend in access as hourly earnings increase (Table 2.6).
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employeeswith long yearsof service. The datado not support thisnotion.
No consistent relationship was found between years of service and access
to family-friendly work arrangements. Instead, the prevailing pattern was
again gender-linked. Within tenure categories, women showed agenerally
lower level of access to family-friendly arrangements than men. This
pattern of results, however, should not be interpreted as evidence against
the notion that long-standing employees may have greater access to
flexibility, since competing explanatory factors such as industry,
occupation, and establishment size have not been taken into account.

Data on collective bargaining coverage show two patterns. one for
flextime and telework and the other for care services. Increased accessto
flextime and telework is associated with non-unionized environments.
Accessto childcare and el dercare servicesis associated with union settings.
This pattern of findings is consistent with research that suggests that
flextime and telework options may be extended to employees on an
informal basisin avariety of work settings. Conversely, formal childcare
and eldercare services are normally part of acomprehensive HR package
more typical of large unionized workplaces.

No relationship was apparent between accessto family-friendly work
arrangements and terms of employment (permanent versus non-permanent
status).

What typesof organizationsoffer family-friendly work arrangements?

Table 2.4 examines rates of access to family-friendly practices by
characteristics of the employing organization. These dataprovide further
evidencethat family-friendly work arrangementsare more strongly linked
to characteristics of the establishment than to those of the employee. The
following trends are observed:
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Establishment size appears to be strongly related to access.
Flextime and telework are most available to employees working
in small workplaces: for example, roughly 40% of women and
fully half of men (53%) working in establishments with fewer
than 10 employeesreport aflextime schedule. Theseratesfall to
roughly 30% and 40% respectively among employees in large
establishments employing 1000 or more. Conversely, childcare
and eldercare services appear most availableto employeesinlarge
establishments: childcare serviceswere reported by roughly 25%
of women and men in establishments with 1000 or more
employees, as compared to under 5% among those in
establishments with fewer than 500.

Unionization was associated with lower levels of access to
flextime and telework, and higher levels of access to childcare
and eldercare services.

Industry data for flextime and telework illustrate the *match”
that is needed between aflexible work arrangement and the type
of work that isperformed. For example, telework wasrareamong
employeesin manufacturing and retail industries, sectorsinwhich
work processes or the need for customer contact demand that
employees be on site. Conversely, telework was most prevalent
among employees in business services, real estate and insurance
operations, industries in which the work may be more portable
or performed with remotetechnology. Industry dataon childcare
and eldercare services suggest linksto establishment size. Access
was greatest among employeesin education, health, finance and
insurance, industries normally associated with larger
establishments and/or unionized environments.
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e Gender differences in access within industries also suggest that
the nature of thework that is performed may affect thefeasibility
of some flexible arrangements. Although across all industries
men’s rate of accessto flextimeis higher than women’s, thereis
a sizable gender gap in industries such as finance, insurance,
education and health services. This pattern suggests that, within
industry, women and men may be engaged in different types of
work that are not equally amenable to schedule flexibility.

Arefamily-friendly work arrangementsassociated with productivity-
related activities?

So far, we have examined the incidence of variousfamily-supportive
work practices and examined whether differential access exists either by
characteristics of the establishment or by characteristics of the employee.
Our findings indicate that establishment- or industry-level factors appear
to be much more strongly related to the incidence of flexible work
arrangements than are the family needs of employees. This prompts the
guestion: Why do employers offer family-friendly work arrangements at
al?

The*business case” for family-friendly HR practices maintains that
employees who have difficulties managing their work and non-work lives
may experience productivity lossesthat can cost organizationsin terms of
decreased employee satisfaction, increased absences and turnover,
employee reluctance to engage in training and devel opment, and reduced
output due to everyday distractions (Clifton, 1997; Capelli, Constantine,
and Chadwick, 2000; Duxbury, Higginsand Johnson, 1999). Theargument
followsthat work environments that support employeesin theintegration
of work and family can help to alleviate work-life stresses, which in turn
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contributeto productivity gains. But, in spiteof agrowing body of research
linking work-life conflict to productivity losses (for areview, see Johnson
et al., 1997), thereis much less evidence of the establishment-level gains
associated with the introduction of family-friendly arrangements.

The objective of this section of the chapter isto look at some of these
productivity claims to see if there is descriptive evidence supporting the
“win-win” argument for flexible work arrangements. We select one work
arrangement for study: flextime. We choose this particular practice not
only to ease interpretation but also because flextime is the most widely
used practice and allows adequate sub-sample size on the variables of
interest. Since some of the proposed beneficial effects of family-friendly
arrangements (such as turnover) require longitudinal methodology and
cannot be assessed from a single year’s data, we have selected four
productivity-related outcomesthat are amenableto cross-sectional analysis:
employee satisfaction, wages and work time, days absent, and training
rates. Because we have shown access to family-friendly work
arrangements to be strongly related to the type of work performed, we
control for occupation by tabulating data separately for each occupational

group.

Isflextime related to employee satisfaction?

Although direct relationships between empl oyee satisfaction and job
performance have not been empirically demonstrated, job satisfaction does
show clear negativerel ationshipsto absence and turnover (Robbins, 1993).
A satisfied workforce, therefore, may be valuable to employers for its
indirect mitigating effect on employee withdrawal behavioursthat do pose
threats to the bottom line. Job satisfaction is a multi-faceted construct,
but a significant determinant of satisfaction is a work environment that
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employeesperceiveas personally supportive. Inthiscontext, theprovision
of family-supportive benefits can be seen as a mechanism for fostering a
culture of employee support that can serve to enhance satisfaction.

The WES containstwo single-item measures of employee satisfaction.
The first is a global measure asking how satisfied respondents are with
“all aspects’ of their jobs. The second asks directly about satisfaction
with pay and benefits.

Table 2.5 examines these outcomes by gender, occupation and access
to flextime. The data for overall job satisfaction suggest a positive
association with flextime for virtually all occupational groups, with a
somewhat greater and more consistent effect among women.

Table 2.5 dsoindicatesthat, for the most part, flextime is associated
with higher levels of satisfaction with pay and benefits. While thereis
reason to believe that an employee on flextime might be more satisfied
with their jobs in general, the reason an employee might also be more
satisfied with their compensationisless apparent. Glassand Riley (1998),
however, argue that the value employees put on a wage is linked to job
conditions. In different environments, employees may not value money
equivalently: earning x dollarsin astressful environment may be worth a
lot less than earning x dollars in a supportive environment. Even in the
absence of an actual pay increase, then, pay satisfaction may increase
under more favourable job conditions. It is aso possible, however, that
good pay and flextime go hand in hand—that employers who pay
employees well are also more likely to support employees in terms of
flexibility; hence employees on flextime are more satisfied with their
earnings because they in fact earn more. The next section looks at this
issue by controlling for wage.
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Isflextimerelated to wages?

The above data prompted the question as to whether employees on
flextime might have higher wages than those who are not. This finding
would be consistent with the argument that employers with a strong
employee focus tend to support their employees through “bundling” a
comprehensive set of HR practices (Osterman, 1995) including training
investments, employee involvement, supportive work environments—and
good pay. However, the opposite case might also be made; employers
may extract awage premium in return for flexibility.® Although the costs
associated with the implementation of flextime are low as compared to
more formal arrangements (e.g., establishing a childcare centre), case
studies suggest that there may be at |east nominal set-up and administration
coststo ensure coverage throughout the businessday (Evans, 2001). Since
establishments can incur costs, it may be that they recover them through
lower wages.®

In order to explore these possibilities, Table 2.6 examines wages by
Sex, occupation and accessto flextime. Because accessto flextimeisgreater
among managerial/professional categories—where wages are generally
high—this analysis alows us to control for occupation to examine the
connection between wages and flexibility within occupational groups.
These data reveal no discernible relationships. Within occupation,
flextimers do not systematically report higher wages. Nor do we see an

8 Daniel and Sofer (1998) find that in strongly unionized sectors, there is a positive
rel ationship between wages and good working conditionswhereasin weakly unionized
sectors, there is anegative rel ationship between wages and good working conditions.

9 Gariety and Shaffer (2001) test the hypothesis that flextime may be associated with
two competing wage effects. apositive wage differential arising fromincreased worker
productivity and a compensating negative wage differential arising from workers
preference for flextime. Their results are similar to the findings of Johnson and
Provan (1995), which find a positive wage differential for women but not for men.
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effect by gender: women do not appear to be systematically trading higher
wages for jobs with more flexibility. Hence, we cannot find evidence to
support the notion that women’s reservation wage is influenced by the
availability of family-friendly practices.’?

However, another way that employeesmight “ pay” for amoreflexible
work environment is directly through labour supply: they may be putting
in more hours at work. Table 2.7 looks at work hours by sex, occupation
and access to flextime. Flextime does seem to be linked to longer work
weeks. Flextime was associated with increases in the proportion of
employees working 50+ hours for almost every occupation and for both
women and men (with the sole exceptions of female production workers
and clerical/administration). Increases in work hours were not
insubstantial. In some occupational categories, the percentage of
employees working 50+ hours doubled or even tripled in the presence of
a flextime arrangement.

Isflextimerelated to work absences?

The relationship between work absences and family responsibilities
has been well documented. Labour force survey data indicate that the
presence of preschool age children in particular exerts a strong influence
on absencesfor personal and family responsibilities, especialy for women.
Full-time employed women with preschoolers miss an average of 4 days
per year dueto family responsibilities, as compared to 2 days among their
male counterparts (Akyeampong, 2001). This estimate is likely
conservative, as it does not include time off for personal illness, and

10 Glass and Riley (1998) suggest that it is the reservation wage of parents that should
vary with access to various family-friendly practices. However, as we have seen,
family structure appears to be only weakly related to participation rates.
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research shows that parents sometimes claim their own sick daysin order
to see to the needs of their children. One recent study estimates that total
work timelost dueto work-family conflict costs Canadian employersover
$2 billion per year (Duxbury et al., 1999).

Flextime's potential to help employeesblend their personal liveswith
their paid work is apparent. It can allow employees to schedule their
workday to accommodate acaregiver’shoursor to attend school functions
or medical appointments with no worktime penalty. However, like other
productivity measures, it is easier to demonstrate that work-life conflict
increases absences than it is to demonstrate that an intervention (i.e.,
flextime) decreases absences. The nature of the relationship is highly
dependent on the type of absence measure used. Using data from the
Survey of Work Arrangements, Lipsett and Reesor (1997), for example,
found no difference in the incidence of absence™ between flextimers and
non-flextimers. However, using a measure of duration of absence, they
detected a 15 percentage-point reduction in time lost among flextimers.
WEel| controlled experimental studieshavea so linked flextimeto reductions
in work absences (for areview, see Pierce et al., 1989).

The WES dlows us to look only at incidence. The survey does not
contain a separate item for timelost for personal or family reasons, so our
anaysisislimited to sick daysonly. Table 2.8 shows the number of paid
sick days employees reported having taken in the 12 months prior to the

1 The Lipsett analysisincluded workers who were absent due to personal illness and
those who were absent due to personal reasons (i.e., caring for children/elders and
other personal and family responsibilities).
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survey*? cross-tabulated by access to flextime. Occupation is again
controlled for by tabulating data separately by occupational category. What
we are looking for in this table is a shift in the distribution of absences
toward fewer sick days under a flextime schedule. For example, under
conditionsof flextime, wewould expect agreater proportion of employees
to report no or few absences and asmaller proportion to report upward of
five days.

Thedatapresented in Table 2.8 tend to support the notion that flextime
may be associated with a reduction in sick days. The relationship is
especially strong for women. Women on flextime are considerably more
likely than those without flextime to have taken no sick days at all in the
year prior to the survey. This is the case for al occupations, with the
exception of marketing and sales. Accordingly, women on flextime are
much less likely than women without to report five or more days due to
illness. Men also show atendency toward fewer sick days under flextime
conditions, but the relationship appears weaker and less consistent.

Although this analysis is suggestive of an association between
flextime and reduced work absences, the findings should be interpreted
with caution. Work absences are highly related to other factors, including
not only gender and occupation (which are controlled for in Table 2.8),
but also the age of the employee and, not least, the employee’sactual state
of health. Employee health data are essential control variables, but are
seldom available from workforce surveys. Further analysis using
multivariate methods is needed to determine whether or not flextime is
significantly related to work absences.

2 Work by Akyeampong (2001) indicates that access to paid sick time is one of the
largest determinants of absencerates. Inorder to control for thisconfounding element,
respondents who reported that their employers did not offer paid sick days were
excluded from analysis.
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Isflextimelinked to training?

A guestion of considerable policy relevanceisthe extent to which a
flexible work environment promotes employee participation in training
and development. The underlying assumption isthat employeeswho are
experiencing high levelsof stressor conflict onthejob may belessinclined
to invest their energies in updating their skills or acquiring new ones.
Accordingly, family-friendly practices that can reduce conflict may have
afavourable effect on employees willingness to participate.

There is little research that has examined training outcomes in
connection with work-family factors. That which exists suggests that
non-work factors, such astheresponsibility for childcare, can significantly
reduce training participation intentions among women (Clifton, 1997).
Perceived organizational support for work-family issuesisassociated with
an increase in the intention to train.

Table 2.9 compares flextimers to non-flextimers in terms of the
incidence of classroomtraining. Ingeneral, thistable showsstrong positive
associations between training and flextime for women. The only exception
isamong women in clerical and administrative jobs, for whom thereisno
effect. Thisfinding isworth noting, as clerical occupations account for
such a large proportion of the jobs held by women. There is no clear
relationship between flextime and training among men.

Although the finding of a positive association between flextime and
training for women is consistent with the Clifton results, further analysis
is required to control for the influence of other factors. There is good
evidence that family-friendly work practices tend to be characteristic of
organi zationswhich integrate human resourcesinto their strategic planning
and thusoffer ahost of high-support, high-involvement practices, including
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training investments (Evans, 2001; Osterman, 1995). Both flextime and
training, therefore, may be the outcomes of a third unobserved factor—
the importance of people to an organization’s competitive strategy.

Summary

This chapter has examined family-friendly practices from the
perspective of both the employer and employee. Combined, the data
strongly suggest that access to flexible work arrangements is a function
of thetype of work performed, not aresponse to employee need. Interms
of occupation, accessto family-supportive practiceswas generally highest
among well-educated employees in managerial/professional jobs.
Incidence by establishment-level factors was dependent on the type of
benefit under study. Formal care services were a feature of large
establishments in unionized environments, and were especially prevalent
in the education, health, and finance industries. Flextime and telework
were more typical of small establishments in non-unionized settings.
Flextime in particular appeared to be widely available in low-skill
occupations in retail and commercial industries, suggesting that, in spite
of the poor wages normally associated with this sector, there may be some
advantage for employees in terms of flexibility.

Conversely, employees’ personal and family characteristics showed
virtually no relationship to participation in flexible arrangements. We
saw little or no increase in participation rates either for mothers in two-
parent families or for lone parents. In fact, women generally had lower
participation rates than men, and this held within occupation and industry.
Thisfinding suggests that even within occupations, women may perform
tasks that are less amenable to flexible time or place. The nature of
women'’s paid work, then, may serve as a constraint on their flexibility.
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Thisfinding, combined with thelow participation rates seen among lower-
skilled workersin general, suggests that those most in need of flexibility
may be least likely to find it. This raises questions about the ability of
these workers to avail themselves of developmental opportunitiesin the
workplace and to maintain their labour force attachment over the long
term.

The chapter ended with a descriptive overview of some of the
productivity factorsthat have been associated with accessto flexible work
arrangements. These analyses suggested that flextime was related to
increased job satisfaction, increased satisfaction with pay and benefits, a
reduction in paid sick days, and higher participation ratesin work-related
training. All of theserelationships appeared stronger for women. Flextime
also was associated with increases in the number of hours worked, but
was unrelated to wages when occupation was controlled for. In spite of
this very favourable pattern of findings, readers are again reminded that
these analyses are descriptive only. The apparent positive effects of
flextime on productivity outcomes remain to be tested analytically. Both
accessto flextime and productivity may themsel ves be afunction of other
unobserved factors.



67

Table2.1

Employee participation/accessratesto family-friendly work arrangements by employee char acteristics, 1998-1999

Employee characteristics Percentage of employees with: Percentage of employees reporting
availability* of:
Flextime arrangement  Telework arrangement Childcare services Eldercare services

Women Men Women Men Women Men Women Men
Overall 36.1 435 4.9 5.3 6.1 6.0 3.6 815
Age
15-24 years 41.1 50.4 16 14 21 2.8 0.5 13
25-34 years 36.7 441 36 45 51 6.9 3.8 29
35-44 years 36.2 44.0 7.6 5.4 7.0 5.4 4.4 2.3
45-54 years 315 41.9 4.2 7.2 7.7 6.2 3.9 5.9
55-64 years 39.4 36.0 5.0 6.1 6.7 9.3 3.7 5.6
65 or more years 58.1 57.3 9.8 15 - 13 - -
Education level (highest attained)
Less than high school 34.9 35.8 2.0 21 2.8 45 15 3.2
High school diploma 355 47.2 4.3 52 51 4.9 243 32
Trade/vocational certification 35.2 38.5 1.9 20 21 35 17 &8
Some post-secondary 34.9 441 4.1 3.9 4.1 5.1 25 2.7
College diploma 36.8 420 5.9 6.2 5.9 6.8 34 3.7
University degree 37.9 49.7 8.3 10.9 13.3 10.8 7.8 45

Note: Total number of unweighted observations in the sample = 23,540.

1 Indicates percentage of employees who reported that their employers offered the service. Child/elder care servicesinclude all forms of assistance, including
resource and referral as well as on-site facilities.

— Shows that data has been suppressed to protect respondent confidentiality.
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Table2.2

Employee participation/accessratesto family-friendly work arrangements by full-time/part-time status and family

characteristics, 1998-1999

Family characteristics

Percentage of employees with:

Flextime arrangement

Full-

time

Women 34.7
With spouses 34.0
With children under 16 years 34.6
Lone parents 34.8
No spouse, no children under 162 years 36.5
Men 436
With spouses 43.0
With children under 16 years 41.6
Lone parents 421
No spouse, no children under 16 years 46.2

Part-
time

40.8

42.9
411
29.1
39.0

42.4

44.9
45.5
60.2
39.3

Telework arrangement

Full-
time

4.8

5.0
6.7
54
55

55

6.5
6.2
4.3
3.0

Note: Total number of unweighted observations in the employee sample = 23,540.
1 Indicates percentage of employees who reported that their employers offered the service. Childcare/eldercare services include all forms of assistance,

including resource and referral as well as on-site facilities.

2 Includes both employees with no children and employees with only children aged 16 or over.
— Shows that data has been suppressed to protect respondent confidentiality.

Part-
time
5.5

7.1
8.9
34
2.6
3.0

4.6
4.2

L3

Percentage of employees reporting

Childcare services

Full-
time

6.1

6.7
7.7
6.1
5.9

6.6

6.5
7.0
28]
4.3

Eldercare services

availability* of:
Part- Full-
time time
4.6 S5
4.6 4.4
4.8 43
5.0 6.7
45 3.0
5.8 4.1
9.0 34
11.9 2.7
- 1.7
15 4.2

Part-
time

21

24
22

2.7
4.1

s
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Table2.3

Employee participation/accessratesto family-friendly work arrangements by job characteristics, 1998-1999

Job characteristics

Flextime arrangement

Women
Overall 36.0
Occupation
Manager 495
Professional 36.6
Technical/Trades 33.6
Marketing/Sales 41.0
Clerical/Administrative 27.8
Production workers with no trade/certification 38.5
Organizational tenure
Lessthan 1 year 34.1
1-4 years 33.6
5-9 years 39.5
10-19 years 35.7
20 or more years 27.8
Terms of employment
Permanent 35.9
Non-permanent 36.9
Collective bargaining coverage
No 38.3
Yes 29.9

Men
43.5

58.7
52.8
38.7
50.5
26.0
31.9

433
46.1
46.5
411
36.4

42.6
53.6

48.1
325

Percentage of employees with:

Telework arrangement

Women
4.9

8.6
8.1
4.7
1.4*
4.0

Men
5.3

111
112
3.0
16
1.0
0.3

5.4
3.8

6.3
2.8

Percentage of employees reporting

Childcare services

Women
6.1

6.0
12.5
5.8
52
23

Eldercare services

availability* of:
Men Women
6.0 3.6
4.1 &8
11.9 6.0
4.8 4.4
* % _
6.0 2.7
10.7 3.0
13 3.2
52 22
5.9 34
6.2 5.7
9.3 55
6.0 3.8
4.9 2.3
3.7 8.8
115 4.5

Men
815
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Table 2.3

Employee participation/accessratesto family-friendly work arrangements by job characteristics, 1998-1999 — concluded

Job characteristics

Hourly wage

Under $9

$9 to 11.99
$12 to 15.99
$16 to 19.99
$20 to 29.99
$30 or more

Women

41.0
32.0
34.4
29.7
41.9
36.9

Flextime arrangement

Men

40.1
42.5
40.0
41.0
42.9
53.8

Percentage of employees with:

Telework arrangement

Women

Note: Total number of unweighted observations in the employee sample = 23,540.
1 Indicates percentage of employees who reported that their employers offered the service. Childcare/eldercare services include all forms of assistance,

including resource and referral as well as on-site facilities.
* Indicates that the Coefficient of Variation (CV), ameasure of datareliability, is greater than 16% and less than 35%. Thereliability of the estimate declines

asthe CV increases.

** Estimates are not shown due to high sampling variability.

— Shows that data has been suppressed to protect respondent confidentiality.

Men

1.7
23
31
4.7
6.1
11.3

Percentage of employees reporting

Childcare services

Women

2.8
2.8
4.6
6.2
10.9
14.6

Eldercare services

availability* of:
Men Women
1.9 0.3
22 15
4.5 4.0
51 2.8
10.1 8.2
7.2 6.9

Men
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Table2.4

Employee participation/accessratesto family-friendly work arrangements by establishment characteristics, 1998-1999

Establishments characteristics

Overall

Size

Fewer than 10 employees

10 to 49 employees

50 to 99 employees

100 to 499 employees

500 to 999 employees

1000 or more employees

Industry sector

Forestry, mining

Labour intensive tertiary manufacturing

Primary product manufacturing

Secondary product manufacturing

Capital intensive tertiary manufacturing

Construction

Transportation/storage, wholesale trade
communications and other utilities

Communications and other utilities

Retail trade and commercial services

Finance and insurance

Real estate, rental, leasing operations

Business services

Education and health care

Percentage of employees with:

Flextime arrangement

Women
36.0

42.3
345
40.5
34.2
33.7
29.9

45.3
24.7
21.7
29.0
259
49.6

33.6
354
42.0
27.0
39.4
45.2
32.8

Men
43.5

52.5
47.7
38.7
37.0
38.9
394

Sl
32.0
29.7
38.1
38.6
46.9

40.2
334
51.0
47.9
451
53.0
44.6

Telework arrangement

Women
4.9

Men

Percentage of employees reporting

Childcare services

Women
6.1

availability* of:
Men Women
6.0 3.6
1.0 0.7
21 21
25 52
4.3 515)
11.7 4.4
24.0 7.0
33 16.2
21 -
3.6 -
2.7 28
12.3 -
18 -
52 4.5
*x 3.6
2.3 0.8
319 10.9
2.2 -
338 2.8
17.3 5.2

Eldercare services
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Table2.4
Employee participation/accessratesto family-friendly work arrangements by establishment characteristics, 1998-1999 —
concluded
Establishments characteristics Percentage of employees with: Percentage of employees reporting
availability* of:
Flextime arrangement ~ Telework arrangement Childcare services Eldercare services
Women Men Women Men Women Men Women Men
Collective bargaining coverage
No employees covered 384 48.1 6.0 6.0 32 2.8 2.7 1.9
At least one employee covered 315 35.8 29 4.0 11.6 11.3 583 6.1

Note: Total number of unweighted observations in the employee sample = 23,540.

! Indicates percentage of employees who reported that their employers offered the service. Childcare/eldercare services include all forms of assistance,
including resource and referral as well as on-site facilities.

* |ndicates that the Coefficient of Variation (CV), ameasure of datareliability, is greater than 16% and less than 35%. The reliability of the estimate declines
asthe CV increases.

** Estimates are not shown due to high sampling variability.

— Shows that data has been suppressed to protect respondent confidentiality.
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Table2.5
Employeesatisfaction by sex, occupation and accessto flextime, 1998-1999

Percentage of employees reporting they were:

Very satisfied with the job Very satisfied with pay and benefits
Women Men Women Men

Occupation
Managers

With access to flextime 50.3 51.6 30.1 28.7

Without access to flextime 43.1 379 25.0 215
Professionals

With access to flextime 375 422 20.2 219

Without access to flextime 315 411 15.3 17.4
Technical/Trades

With access to flextime 39.5 35.2 15.6 19.1

Without access to flextime 29.0 29.9 17.1 17.4
Marketing /Sales

With access to flextime 28.7 23.2 14.5 18.2

Without access to flextime 27.6 28.4 11.0 18.4
Clerical/Administration

With access to flextime 43.8 32.7 25.1 14.9

Without access to flextime 33.9 279 18.4 16.8
Production workers

With access to flextime 375 36.4 8.9 32.1

Without access to flextime 23.7 24.7 16.6 24.1

Note: Total number of unweighted observations in the sample = 23,540.
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Table 2.6

Hourly wage by sex, occupation and access to flextime, 1998-1999

Less
than $9
Occupation
Managers
With access to flextime 155
Without access to flextime 10.0
Professionals
With access to flextime 1.8
Without accessto flextime 2.1
Technical/Trades
With access to flextime 20.5
Without access to flextime 16.2
Marketing/Sales
With access to flextime 53.6
Without access to flextime 56.8
Clerical/Administration
With access to flextime 15.0
Without access to flextime 10.1
Production workers
With access to flextime 40.5
Without access to flextime 33.1

Note: Total number of unweighted observations in the sample = 23,540.

$
9-11

€.
1U5)

35
B15

15.7
20.1

25,8
22.6

22.3
21.2

21.3
230

Women
$ $
12-15 16-19
23.6 8.8
12.8 19.1
131 14.9
10.8 17.3
25.6 15.3
26.7 19.9
6.9 5.6
12.8 3.6
31.9 17.9
36.0 19.8
311 4.8
29.4 75

Hourly Wage
$ $300r Less
20-29 more than $9
21.3 20.9 2.9
155 26.7 515
51.0 15.7 1.6
441 20.2 17
184 4.6 95
12.9 4.3 75
6.6 14* 28.2
24 1.9 44.5
9.7 3.2 14.9
8.7 1.3 12.8
- - 23.1
5.6 15 21.1

$
9-11

7.2
54

29
3.6

14.3
15.1

41.1
17.6

29.7
224

20.8
15.9

$
12-15

15.6
115

7.0
10.9

20.4
21.0

14.4
17.6

22.8
24.7

18.2
255

Men

$
16-19

18.3
16.0

12.3
12.6

18.8
19.5

3.9
15.9

16.4
26.2

8.2
12.3

$ $30o0r
20-29 more
225 33.6
21.8 39.9
39.8 36.4
42.0 29.3
27.9 9.2
29.4 7.5
6.5 6.0
14.1 2.2
12.6 1.4
16.2 815
23.9 39

* Indicates that the Coefficient of Variation (CV), a measure of data reliability, is greater than 16% and less than 35%. The reliability of the estimate declines

asthe CV increases.

— Shows that data has been suppressed to protect respondent confidentiality.
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Table 2.7

Hoursworked by sex, occupation, and access to flextime, 1998-1999

Occupation

Managers

With access to flextime

Without access to flextime
Professionals

With access to flextime

Without access to flextime
Technical/Trades

With access to flextime

Without access to flextime
Marketing /Sales

With access to flextime

Without access to flextime
Clerical/Administration

With access to flextime

Without access to flextime
Production workers

With access to flextime

Without access to flextime

Note: Table shows average paid hours per week excluding overtime. Total number of unweighted observations in the employee sample = 23,540.

0to29
hrs/wk

13.8*
5.8

20.1
21.2

20.9
16.6

51.0
49.2

24.9
14.0

28.6
30.6

Percentage of employees working:

Women

30to 39 40 to 49
hrs/wk hrs/wk
324 452
43.9 455
50.2 24.8
15188 22.6
38.0 35.6
41.2 41.2
27.2 15.4
311 -
45.4 28.8
53.6 314
34.0 36.6
325 36.1

50+
hrs/wk

8.7
4.8

5.0
29

1.0
11

0.8
0.8

0to29
hrs/wk

0.92
0.3

5.7
12.7

[2S)
4.6

SN
44.8

8.8
6.9

16.6
18.3

Men

30to 39
hrs/wk

18.0
311

41.2
42.5

17.4
18.1

24.8
21.3

30.3
374

E519
12.7

40 to 49
hrs/wk

55.2
53.4

43.1
40.2
65.2
69.9

2715
26.2

57.3
54.2

43.7
67.5

50+
hrs/wk

26.0
15.2

10.0
4.7

10.1
7.4

8.0
1.7

215
15

3.8
L5

* Indicates that the Coefficient of Variation (CV), a measure of data reliability, is greater than 16% and less than 35%. The reliability of the estimate declines

asthe CV increases.

— Shows that data has been suppressed to protect respondent confidentiality.
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Table 2.8

Number of paid sick daystaken by sex, occupation and access to flextime, 1998-1999

Occupation

Managers

With access to flextime

Without access to flextime
Professionals

With access to flextime

Without access to flextime
Technical/Trades

With access to flextime

Without access to flextime
Marketing/Sales

With access to flextime

Without access to flextime
Clerical/Administration

With access to flextime

Without access to flextime
Production workers

With access to flextime

Without access to flextime

1 Total number of unweighted observations in the employee sub-sample considered in the table = 16,577.
— Shows that data has been suppressed to protect respondent confidentiality.

0 days

50.9
45.6

39.3
329

53.0
47.7

63.1
68.9

47.3
38.1

69.2
60.4

Per centage of employees reporting having taken paid sick days:

Women

Less than
3 days

24.8
25.6

26.1
25.9

17.3
19.2

85
8.1

22.8
24.4

10.3
6.3

3to4 5or more

days

11.0
20.5

18.4
16.5

14.8
13.0

10.3
9.2

10.0
13.8

153
8.2

days

134
13.3

16.2
24.7

14.9
20.0

18.1
187

19.8
23.7

5.3
251

0 days

64.6
52.2

46.9
45.7

62.7
63.3

64.9
78.9

53.2
57.1

755
70.9

Men

Less than
3 days

210
345

234
29.2

16.4
12.5

5.3
14.2

14.4
12.9

15.0
9.7

3to4 5or more

days

7.4
8.9

14.9
11.0

11.0
10.0

28.6
14.9

54

days

0.7
0.4

14.7
14.1

9.9
14.2

SN
15.2

4.1
12.2
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Table2.9

Employee participation in classroom training by sex, occupation, and accessto
flextime, 1998-1999

Percentage reporting classroom training
in the 12 months preceding the survey

Women Men

Occupation
Managers

With access to flextime 50.2 42.8

Without access to flextime 42.6 42.9
Professionals

With access to flextime 61.4 51.7

Without access to flextime 52.8 49.2
Technical/Trades

With access to flextime 38.4 33.7

Without access to flextime 334 35.2
Marketing /Sales

With access to flextime 24.0 29.7

Without access to flextime 13.9 318
Clerical/Administration

With access to flextime 331 28.2

Without access to flextime 335 275
Production workers (no certification)

With access to flextime 35.6 18.6

Without access to flextime 20.0 23.0

Note: Total number of unweighted observations in the employee sample = 23,540.
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3. Conclusion

Thisreport has provided an overview of theincidence and distribution
of part-time work and family-friendly practices in Canadian workplaces.
The findings suggest that many organizations may still have away to go
in fostering climates that promote the integration of work and family.
Although upward of a third of Canadian employees reported flextime
schedules, access to other family-friendly work arrangements was
extremely low. Access was consistently linked to establishment
characteristics such as industry and company size, and was virtually
unrelated to employees personal or family characteristics.

Women had lower participation rates in flexible work arrangements
than did men, and this held within occupation and industry. Thisfinding
suggests that even within occupations, women may perform tasksthat are
lessamenableto flexibletime or place. Although part-timework appeared
to increase flextime and telework participation rates for women, more
research is needed to determine whether the flexibility afforded through
part-time work comes at the expense of earnings, benefits, training and
promotional opportunities. These questionsare of particular policy interest,
as women part-timers may represent a source of untapped human capital
as suggested in their high levels of education, tenure, and job-specific
knowledge.

As a descriptive analysis, this report provides a good indication of
the prevalence of the various work arrangements according to
characteristics of establishments and employees. However, this type of
analysis is only suggestive of the processes underlying the observed
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beneficial effects of family-friendly practices on productivity and
establishments' rationale for offering part-time and flexible work
arrangements to their employees. Multivariate analyses are required to
more precisely specify factors contributing to employers decisions to
implement practices, employees decisionsto participate, and the outcomes
of participation. The analysis prompts a number of questions for future
research:

e What reasons do women and men give for working part time?
Are those who work part time for family reasons more likely
than other part-timersto report accessto family-friendly practices?

e How is the age of children related to parents participation in
family-friendly practices? Areparentsof preschoolersmorelikely
to report the presence of a childcare centre in their workplace?
Do parents of school age children lean more toward flextime
schedules?

e What business needs motivate establishmentsto provide family-
friendly practices? Are establishments whose employees show
high participation ratesmorelikely to have HR development asa
strategic objective? Arethey morelikely to have centralized HR
functions? What aretheir primary markets? Isinnovation, time
to market, or improved customer service a priority?

e Are there barriers to establishments' introduction of family-
friendly practices?

e Howistheavailability of family-friendly practicesrelated to other
“high commitment” HR practices? Do establishmentswhich offer
family-friendly benefits also tend to invest in training? Do they
rely on team-based structures or employee involvement?
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The WES database provides researchers with an opportunity to look
at part-time and flexible work in aricher context. To date, we have not
had national level data on the organizational factors associated with these
work arrangements. The ability to connect family-friendly practices to
business strategy is an important first step in identifying the conditions
associated with flexible work and for expl oring the work-family “business
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APPENDIX A: CONCEPTS AND METHODS

Objectives

The Workplace and Employee Survey (WES) is designed to explore
a broad range of issues relating to employers and their employees. The
survey aims to shed light on the relationships among competitiveness,
innovation, technology use and human resource management on the em-
ployer side and technology use, training, job stability and earnings on the
employee side.

The survey isunique in that employers and employees are linked at
the micro data level; employees are selected from within sampled work-
places. Thus, information from both the supply and demand sides of the
labour market is available to enrich studies on either side of the market.

Sample sizes and response rates

WES was conducted for the first time during the summer (employer
survey part) and fall of 1999 (employee survey part). Just over 6,350
workplaces and about 24,600 employees responded to the survey, repre-
senting response rates of 94% and 83%, respectively. Theemployer sample
is longitudinal—the sampled locations will be followed over time, with
the periodic addition of samples of new locations to maintain arepresen-
tative cross section. Employees will be followed for two years only, due
to the difficulty of integrating new employersinto the location sample as
workers change companies. As such, fresh samples of employees will be
drawn on every second survey occasion (i.e. first, third, fifth). Thislongi-
tudinal aspect will allow researchersto study both employer and employee
outcomes over time in the evolving workplace.

63



The Evolving Workplace Series

2|

Part-time Work and Family-Friendly Practices

Appendix A—Table 1. Sample sizes and estimated populations

Source: Workplace and Employee Survey, 1999.
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Appendix A—Table 2. Responserates

Source: Workplace and Employee Survey, 1999.
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Target population

The target population for the employer component is defined as all
business locations operating in Canada that have paid employees, with
the following exceptions:

a) Employersin Yukon, Northwest Territories and Nunavut

b) Employers operating in crop production and animal production;
fishing, hunting and trapping; private households and public ad-
ministration.

The target population for the employee component is all employees
working in the selected workplaces who receive a Customs Canada and
Revenue Agency T-4 Supplementary form. If a person receivesaT-4 dlip
from two different workplaces, then the person will be counted as two
employees on the WES frame.

Survey population

The survey population is the collection of al units for which the
survey can realistically provide information. The survey population may
differ from the target population due to operational difficultiesin identi-
fying all the units that belong to the target population.

WES draws its sample from the Business Register (BR) maintained
by the Business Register Division of Statistics Canada, and from lists of
employees provided by the surveyed employers.

The Business Register is a list of al businesses in Canada, and is
updated each month using data from various surveys, profiling of busi-
nesses and administrative sources.
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Reference period

Thereference period for WESis mainly the 12-month period ending
March 1999. Some questions in the workplace portion covered the last
pay period ending before March 1999.

Sample design

The survey frameisalist of al unitsthat carries contact and classi-
fication (e.g., industrial classification) information on the units. This list
is used for sample design and selection; ultimately, it provides contact
information for the selected units.

i) Workplace survey

The survey frame for the workplace component of WES was created
from the information available on the Statistics Canada Business Regis-
ter.

Prior to sample selection, the business locations on the frame were
stratified into relatively homogeneous groups called strata, which were
then used for sampl e allocation and selection. The WES frame was strati-
fied by industry (14), region (6), and size (3), which was defined using
estimated employment. The size stratum boundaries were typically dif-
ferent for each industry/region combination. The cut-off pointsdefining a
particular size stratum were computed using amodel-based approach. The
sample was selected using Neyman allocation. This process generated
252 strata with 9,144 sampled business locations.

All sampled units were assigned a sampling weight (araising factor
attached to each sampled unit to obtain estimates for the population from
a sample). For example, if two units were selected at random and with
equal probability out of a population of ten units, then each selected unit
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would represent five unitsin the population, and it would have asampling
weight of five.

Theinaugural WES survey collected datafrom 6,351 out of the 9,144
sampled employers. The remaining employers were a combination of
workplaces determined to be either out-of-business, seasonally inactive,
holding companies, or out-of-scope. The mgjority of non-respondentswere
owner-operators with no paid help and in possession of a payroll deduc-
tion account.

i) Employee survey

The frame for the employee component of WES was based on lists
of employees made available to interviewers by the selected workplaces.
A maximum of twelve employeeswas sampled using aprobability mecha-
nism. In workplaces with fewer than four employees, all employeeswere
selected.

Data collection

Data collection, data capture, preliminary editing and follow-up of
non-respondents were all done in Statistics Canada Regional Offices. In-
terviewers in person collected the workplace survey data. The workplace
guestionnaire covered a wide range of topics. For about 20% of the sur-
veyed units (mostly large workplaces), more than one respondent was
required to compl ete the questionnaire. For the employee component, tele-
phoneinterviewswere conducted with persons who had agreed to partici-
pate in the survey by filling out and mailing in an employee participation
form.
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Satistical edit and imputation

Following collection, all data were analyzed extensively. Extreme
values were listed for manual inspection in order of priority determined
by the size of the deviation from average behaviour and the size of their
contribution to the overall estimate.

Respondents who opted not to participate in the survey—total non-
response—were removed and the weights of the remaining units were
adjusted upward to preserve the representativity of the sample. For re-
spondents who did not provide al required fields—item non-response—
a statistical technique called imputation was used to fill in the missing
valuesfor both employers and employees. The particular method that was
selected for this purpose, weighted hot-deck, is based on first identifying
respondentsat acertainlevel called imputation class, and then fromwithin
the imputation class a donor is selected using a probability mechanism.
The donor’s value is then transferred to the missing field of the
non-respondent.

The WES componentsweretreated independently even if some ques-
tions on the employee questionnaire could have been imputed from the
related workplace questionnaire.

Estimation

The reported (or imputed) values for each workplace and employee
inthe sample are multiplied by the weight for that workplace or employee;
these weighted values are summed up to produce estimates. An initia
weight equal to the inverse of the original probability of selection is as-
signed to each unit. To calculate variance estimates, the initial survey
weights are adjusted to force the estimated totals in each industry/region
group to agree with the known popul ation totals. These adjusted weights
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are then used in forming estimates of means or totals of variables col-
lected by the survey.

Variables for which population totals are known are called auxiliary
variables. They are used to calibrate survey estimates to increase their
precision. Each businesslocation is calibrated to known population totals
at the industry/region level. The auxiliary variable used for WES is total
employment obtai ned from the Survey of Employment, Payrollsand Hours.

Estimates are computed for many domains of interest such asindus-
try and region.

Data quality

Any survey issubject to errors. While considerable effort ismade to
ensure a high standard throughout all survey operations, the resulting es-
timates are inevitably subject to a certain degree of error. Errors can arise
due to the use of a sample instead of a complete census, from mistakes
made by respondents or interviewers during the collection of data, from
errors made in keying in the data, from imputation of a consistent but not
necessarily correct value, or from other sources.

Sampling errors

The true sampling error is unknown; however, it can be estimated
from the sample itself by using a statistical measure called the standard
error. When the standard error is expressed as a percent of the estimate, it
isknown as the relative standard error or coefficient of variation.
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Non-sampling errors

Some non-sampling errors will cancel out over many observations,
but systematically occurring errors (i.e. those that do not tend to cancel)
will contribute to a bias in the estimates. For example, if respondents
consistently tend to underestimate their sales, then the resulting estimate
of thetotal saleswill be below the true population total. Such abiasis not
reflected in the estimates of standard error. As the sample size increases,
the sampling error decreases. However, thisis not necessarily true for the
non-sampling error.

Coverageerrors

Coverage errors arise when the survey frame does not adequately
cover the target population. As a result, certain units belonging to the
target population are either excluded (under-coverage), or counted more
than once (over-coverage). In addition, out-of-scope units may be present
on the survey frame (over-coverage).

Response errors

Response errors occur when a respondent provides incorrect infor-
mation due to misinterpretation of the survey questions or lack of correct
information, gives wrong information by mistake, or is reluctant to dis-
closethe correct information. Grossresponse errorsarelikely to be caught
during editing, but others may simply go through undetected.

Non-response errors

Non-response errors can occur when a respondent does not respond
at all (total non-response) or responds only to some questions (partial
non-response). These errors can have a serious impact on estimatesif the
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non-respondents are systematically different from the respondentsin sur-
vey characteristics and/or the non-response rate is high.

Processing errors

Errors that occur during the processing of data represent another
component of the non-sampling error. Processing errors can arise during
datacapture, coding, editing, imputation, outlier treatment and other types
of data handling. A coding error occurs when afield is coded erroneously
because of misinterpretation of coding procedures or bad judgement. A
data capture error occurs when data are misinterpreted or keyed in incor-
rectly.

Joint inter pretation of measures of error

The measure of non-response error and the coefficient of variation
must be considered jointly to assessthe quality of the estimates. Thelower
the coefficient of variation and the higher the response fraction, the better
will be the published estimate.

Confidentiality

The information presented in this publication has been reviewed to
ensure that the confidentiality of individual responses is respected. Any
estimate that could reveal the identity of a specific respondent is declared
confidential, and consequently not published.

Response/non-response

a) Responserate: includesall units, which responded by providing
“usable information” during the collection phase.

b) Refusal rate: includes those units, which were contacted but re-
fused to participate in the survey.
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