Canada’s responses to the questionnaire from the UN Working Group on the issue of discrimination against women in law and in practice: Women Human Rights in the Changing World of Work. October 18, 2019.

	Questions
	

	1. What are the main trends influencing women’s human rights in the world of work in Canada and their impact:
	Over the past several decades, the growth in Canada’s labour force participation rate has been driven primarily by the increased participation of women in the labour market. Women’s higher levels of education have helped to increase the labour market participation rate for women aged 15-64 years from 51 per cent to 75 per cent between 1976 and 2018.  However, some women continue to experience challenges in certain areas of the labour market, including persistent gaps in workforce participation, and wages and earnings.


	· On the types of and quantity of work available to women, and the quality and conditions of work (including access to social protection and equal pay)?
	Women remain over-represented in non-standard forms of employment in Canada, such as temporary and part-time work. These forms of work tend to be lower paid and offer fewer or no benefits compared to permanent full-time employment. 

In 2018, the three occupations with the greatest share of women aged over 15 years of age, relative to men:
· Health occupations (79.7% compared to 20.3% for men);
· Occupations in education, law and social, community and government services (69.9%); and
· Business, finance and administration occupations (69.3%).[endnoteRef:1] [1:  Statistics Canada.  Table  14-10-0335-01   Labour force characteristics by occupation, annual] 


By comparison, the three occupations with the lowest share of women over 15 years of age, relative to men:
· Trades, transport and equipment operators and related occupations (6.6%);
· Natural resources, agriculture and related production occupations (18.2%); and,
· Natural and applied sciences and related occupations (23.8%).[endnoteRef:2] [2:  Statistics Canada.  Table  14-10-0335-01   Labour force characteristics by occupation, annual] 


Women continue to have low representation in the skilled trades. In 2018, women represented roughly 6.5% of all skilled trades workers in Canada.[endnoteRef:3] [3:  Statistics Canada.  Table  14-10-0335-01   Labour force characteristics by occupation, annual] 


In 2018, women’s representation in the following skilled trades accounted for approximately:
· 4% of workers in industrial, electrical and construction trades occupations;
· 5% of workers in maintenance and equipment operation trades occupations;
· 14% of other installers, repairers and servicers and material handlers occupations;
· 8% in transport and heavy equipment operation and related maintenance occupations; and
· 7% in trades helpers, construction labourers and related occupations.[endnoteRef:4] [4:  Statistics Canada.  Table  14-10-0335-01   Labour force characteristics by occupation, annual] 


Women’s employment continues to be concentrated in low-paying jobs in the service sector, including administrative, healthcare and social services work, and under-represented in more high-demand and high-paying fields such as management, natural and applied sciences as well as in mining, oil and gas extraction industries.

Gender representation in industries and occupations

In 2018, the greatest share of women over 15 years of age, relative to men:
· Health care and social assistance (81.8%);
· Educational services (68.6%); and, 
· Finance and insurance (57.8%).[endnoteRef:5]  [5:  Statistics Canada.  Table  14-10-0023-01   Labour force characteristics by industry, annual (x 1,000)] 


By comparison, the three industries with the lowest share of women over 15 years of age, relative to men: 
· Construction (12.6%); 
· Forestry and logging and support activities for forestry (15.8%); and,
· Fishing, hunting and trapping (15.8%).[endnoteRef:6] [6:  Statistics Canada.  Table  14-10-0023-01   Labour force characteristics by industry, annual (x 1,000)] 


Women also remain under-represented in some of the most rapidly growing occupations, including in the Science, Technology, Engineering and Mathematics (STEM) fields and skilled trades. 

There are many factors that may influence women’s under-representation and higher prevalence of men in higher paid occupations, including:  
a) Social norms about gender roles and views about which jobs are better for either women or men; 
b) Discrimination and harassment in the workplace and lack of corporate policies to deal with gendered issues related to harassment;
c) Workplace culture that may not be inclusive of women;
d) Corporate policies related to hiring, retention and advancement that disadvantage women;
e) Work environments that do not accommodate flexibility for caregiving, which is more frequently done by women; and,
f) Perceived lack of career development opportunities.

Full-time / Part-time employment
The majority of both women and men are employed on a full‑time basis. However, women are overrepresented among those working part‑time. In 2018, women (all ages) were twice as likely as men to work part time (26% vs. 12%). More specifically:
· Aged 15 years and over: women represented 66% of part-time workers;
· Aged 25-54: women represented 75% of part-time workers.

[bookmark: _Toc15896694]Temporary employment 
· In 2018, women were slightly more likely than men to have temporary jobs (14% for women compared to 13% for men) and women (10%) were more likely than men (6%) to have multiple jobs.

[bookmark: _Toc15896695]Minimum wage and low-paying occupations
· Women are also overrepresented in low‑paying occupations and underrepresented in high‑paying ones. In 2018, women make up 59% of minimum wage workers.


	
	Women Owned Small and Medium Sized Enterprises
In Canada, 15.6% of small and medium sized enterprises are majority-female owned, while 20.9% are majority-male owned.[footnoteRef:1] The sectoral segregation of majority-female owned enterprises are primarily concentrated in:   [1:  Statistics Canada. Survey on Financing and Growth of Small and Medium Enterprises, 2017. https://www150.statcan.gc.ca/n1/daily-quotidien/181116/dq181116c-eng.htm] 

· Information and cultural services (30.3%); 
· Retail (18%); 
· Professional, technical and scientific services (13.8%); and, 
· Accommodation and food services sectors (10.5%). 

Small and medium sized enterprises that were owned by women were less likely to request external financing (37.4%) than enterprises wholly owned by men (46.1%) or equally owned by men and women (50.8%).[footnoteRef:2]  [2:  Statistics Canada. Survey on Financing and Growth of Small and Medium Enterprises, 2017. https://www150.statcan.gc.ca/n1/daily-quotidien/181116/dq181116c-eng.htm] 


Sector concentration, access to business supports, gender imbalance of domestic responsibilities and gender stereotypes of entrepreneurship impact the growth of women’s entrepreneurship.  


	
	New Proactive Pay Equity Legislation 

When women receive equal pay for work of equal value, Canada’s economy grows stronger, families prosper, and communities thrive. That is why, in December 2018, the Government of Canada passed the Pay Equity Act[footnoteRef:3], which establishes a proactive pay equity regime within the federal public and private sectors with amendments to related legislation.  [3:  Department of Justice Canada. Pay Equity Act. 2019. https://laws-lois.justice.gc.ca/eng/acts/P-4.2/page-1.html] 

Under the Pay Equity Act, employers will be required to examine their compensation practices and ensure that women and men working in federally regulated workplaces with more than 10 employees receive equal pay for work of equal value, regardless of their employment status. 

While the Act is expected to come into force by 2020, the Government of Canada is supporting its implementation by developing regulations, appointing an independent Pay Equity Commissioner in the Canadian Human Rights Commission, and establishing the Federal Contractors Program[footnoteRef:4] for pay equity.  [4:  Employment and Social Development Canada. 2019. Federal Contractors Program. https://www.canada.ca/en/employment-social-development/programs/employment-equity/federal-contractor-program.html] 


While these measures alone will not close the gender wage gap, they are expected to contribute to reducing gender-based discrimination in the compensation practices and systems of employers by addressing the portion of the gap that is due to the undervaluation of work traditionally done by women.

In 2018, the Government of Canada also announced funding to implement pay transparency for federally regulated employers. This will require federally regulated private sector employers covered by the Employment Equity Act[footnoteRef:5] to report any existing wage-gaps within their companies for women, Indigenous Peoples, persons with disabilities, and persons from racially diverse groups. The Government of Canada is working to amend the Act and its regulations to refine the way salary information is calculated and reported by federally regulated private sector employers, and supporting an online application that collects and publishes employer data online. [5:  Department of Justice Canada. Employment Equity Act. 2019. https://laws-lois.justice.gc.ca/eng/acts/e-5.401/] 



	· For women’s safety (including violence and sexual harassment) at work?
	A recent national survey[footnoteRef:6] reported that 52% of Canadian women experienced workplace sexual harassment, 28% of which were subject to non-consensual sexual touching, and 89% of the women surveyed reported taking steps to avoid unwanted sexual advances. The findings demonstrate that harassment and violence hurts all individuals and the organizations where they work. Individuals – including victims, bystanders and the perpetrators themselves are impacted by stress and anxiety, harm to their health, and reduced engagement, job satisfaction and productivity. Employers experience reduced productivity, lower employee commitment, increased rates of absenteeism and sick leave, higher turnover rates, negative publicity, and accrued legal costs. [6:  Angus Reid Institute, Canada. 2018. Canadian study on violence and harassment in the workplace. http://angusreid.org/me-too/] 


In a 2016 study, women were more likely to report sexual harassment in their workplace (4%) than men (less than 1%). Among women who reported sexual harassment, more than half were targeted by clients or customers.[footnoteRef:7] In Canada, “workplace harassment” includes verbal abuse, humiliating behaviour, threats to persons, physical violence, and unwanted sexual attention or sexual harassment.  [7: Statistics Canada. Study: Harassment in Canadian workplaces, 2016.  https://www150.statcan.gc.ca/n1/en/daily-quotidien/181217/dq181217b-eng.pdf?st=or7fEfsD] 

· Workplace Harassment - 19% of women and 13% of men reported that they had experienced harassment in their workplace in the year. 
· Verbal Abuse – 13% of women and 10% of men reported that they had experienced verbal abuse in the year. 
· Humiliating Behaviour – 6% of women and 5% of men reported that they had experienced humiliating behaviour, and 3% of men and women stated that they had experienced threats. 
[bookmark: _GoBack]
Over the last three years, the Government of Canada has taken actions to address violence and harassment in the world of work, and adopting new legislation and measures including the Act to amend the Canada Labour Code on harassment and violence[footnoteRef:8], the Parliamentary Employment and Staff Relations Act[footnoteRef:9] and the Budget Implementation Act[footnoteRef:10].  [8:  Department of Justice Canada. 2018. Bill C-65, An Act to amend the Canada Labour Code (harassment and violence), the Parliamentary Employment and Staff Relations Act and the Budget Implementation Act, 2017, No. 1. https://openparliament.ca/bills/42-1/C-65/?tab=mentions&page=15]  [9:  Department of Justice Canada.  Parliamentary Employment and Staff Relations Act. 2019. https://laws-lois.justice.gc.ca/eng/acts/P-1.3/]  [10:  Parliament of Canada. Budget Implementation Act, 2019. https://www.parl.ca/LegisInfo/BillDetails.aspx?Language=E&billId=10404016] 


The proposed Workplace Harassment and Violence Prevention Regulations[footnoteRef:11] aims to change the culture and prevalence of harassment and violence in the workplace. The regulations will serve to empower affected employees, acknowledge “violence and harassment” behaviours, and importance of prevention of violence and harassment in the workplace, privacy and confidentiality of victims and survivors, and timely resolution. The Bill and the Regulations will come into force in 2020. [11:  Employment and Social Development Canada. 2019. https://www.canada.ca/en/employment-social-development/news/2019/04/government-releases-workplace-harassment-and-violence-prevention-consultation-reportmore-than-1000-canadians-provided-views-on-how-employers-should.html] 



	· On women’s rights to organize and claim rights?
	According to Statistics Canada[footnoteRef:12], the rate of overall unionization in Canada has declined since 1981. The data found that this decline was mostly experienced among men, whereas the unionization rate of women remained stable as a result of two offsetting trends: the unionization rate declining among women under 45 years of age, and offset by an increasing rate among women between 45 and 64 of age.  [12:  Statistics Canada. Unionization rates falling. 2014. https://www150.statcan.gc.ca/n1/pub/11-630-x/11-630-x2015005-eng.htm
] 


Older women were the only group to see an increase in the unionization rate between 1981 and 2014. The increase in the unionization rate for older women may be explained by their concentration in industries with union presence, such as health care and social assistance, education services and public administration. As of 2018, a union member in Canada is slightly more likely to be a woman, and working in an office, school or hospital. 


	2. What are the promising practices emerging in Canada to ensure the realization of women’s rights to work and women’s rights at work, in the context of technological and demographic change, as well as continuing globalization and the shift towards sustainability? (laws; economic, labour market and social policies; programmes);
	Women entrepreneurs represent a significant source of potential for greater economic growth and new jobs in Canada. Recognizing the important contributions of women’s entrepreneurship to both women’s economic empowerment and the overall Canadian economy, Canada has developed several programs to assist women entrepreneurs in starting and growing their businesses, such as improving access to financing, promoting women in international trade, and using government procurement to support businesses led by women.

Government investments in early learning and child care can support the labour market participation of women. In recent years, Canada has signed multilateral early learning and child care frameworks with provinces and territories to support access to affordable child care, which is still mostly done by women. Improving access to child care can support mothers in lower and middle income families.    

Over the last three years, the Government of Canada has introduced several measures to support the participation and success of women, and other groups that face barriers, in the skilled trades. These include the Apprenticeship Incentive Grant for Women[footnoteRef:13], the Women in Construction Fund[footnoteRef:14], the Skilled Trades Awareness and Readiness Program[footnoteRef:15], and the Union Training and Innovation Program.[footnoteRef:16] [13:  Employment and Social Development Canada. 2019. Apprenticeship Incentive Grant for Women. https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html ]  [14:  Employment and Social Development Canada. 2019. Women in Construction Fund News. https://www.newswire.ca/news-releases/government-of-canada-funds-innovative-project-to-help-more-women-succeed-in-the-skilled-trades-827928674.html]  [15:  Employment and Social Development Canada. 2019. Skilled Trades Awareness and Readiness Program. https://www.canada.ca/en/employment-social-development/news/2019/08/backgrounder-government-of-canada-investments-in-the-skilled-trades.html  ]  [16:  Employment and Social Development Canada. 2019. Union Training and Innovation Program. https://www.canada.ca/en/employment-social-development/programs/union-training-innovation.html] 


The Government of Canada announced the Women Entrepreneurship Strategy[footnoteRef:17] supporting initiatives and partnerships helping women grow their businesses and increasing access to financing, networks and expertise. In addition to other government supports for small business owners, Innovation Canada[footnoteRef:18] provides a “one-stop-shop”[footnoteRef:19] for Canada’s innovators and entrepreneurs that includes more than 1,000 supports from across the federal, provincial and territorial governments in Canada. [17:  Innovation, Science and Economic Development Canada. 2019. Women Entrepreneurship Strategy. https://www.ic.gc.ca/eic/site/107.nsf/eng/home]  [18:  Innovation  Canada. 2019. https://www.ic.gc.ca/eic/site/080.nsf/eng/home]  [19: http://innovation.canada.ca/
  
 ] 


 
In 2018, the Canada Business Corporations Act[footnoteRef:20] was amended to include measures that aim to increase the diversity of boards of directors and management teams of federally-incorporated, public corporations. The new measures will require the affected corporations to report annually to their shareholders prescribed information regarding specified groups identified through the Employment Equity Act, including women, Indigenous Peoples, persons with disabilities, and persons from racially diverse groups. [20:  Department of Justice Canada. 2019. Canada Business Corporations Act. https://laws-lois.justice.gc.ca/eng/acts/C-44/INDEX.HTML] 


The related regulations will come into force in 2020 and apply to information provided for annual meetings held on or after January 1, 2020. Corporations will need to disclose the same type of information as required under provincial securities rules, which includes, among other things, the number and proportion of directors from the specified groups on the board and in senior management; information on any policies relating to the identification and nomination of directors from the specified groups; information on targets and representation on the board and among senior management for the specified groups and; and information on board or nomination committee decisions and considerations based on diversity in identifying and nominating candidates for election or re-election to the board, or when making senior management appointments. 


	
	Modernizing Federal Labour Standards

The Government of Canada passed significant changes to the federal labour standards set out in the Canada Labour Code in 2017 and 2018.[footnoteRef:21] Once in force, these changes are expected to particularly benefit women employees and enhance both their right to work and their rights at work.   [21:  Employment and Social Development Canada. 2018. Backgrounder: Modernizing Labour Standards. https://www.canada.ca/en/employment-social-development/news/2018/10/backgrounder-modernizing-labour-standards.html] 


The first focus of changes was on improving work-life balance. To that end, federal labour standards were revised to ensure employees the right to request flexible work arrangements from their employers. The creation of a new five-day personal leave, of which three days are paid provides employees with security and flexibility for use, including family responsibilities; the creation of a 17-week leave to care for a critically ill adult; the requirement by employers to provide 96 hours’ notice of schedules and 24 hours’ notice of shift changes to employees; improvement or enhancement of vacation entitlements; and allowance of employees to refuse overtime to deal with family responsibilities. These measures will especially benefit women employees who bear a disproportionate share of caregiving responsibilities and domestic work than that of male employees. 

Another focus of the modernization effort was addressing non-standard work. Changes in this area included eliminating unpaid internships in federally regulated sectors where the internships are not part of a formal educational program and by prohibiting employers from paying their employees who do the same work under the same conditions at different rates of wages because of their employment status (e.g. part time vs full-time). Women are overrepresented among interns and part-time workers in the federally regulated private sector, and so are expected to benefit disproportionately from these changes as well, once in force.

Finally, another series of amendments was designed to address a range of challenges that women, in particular, face in the workplace. These include ensuring that employees can take time off work to attend medical appointments by amending medical leave; providing unpaid nursing breaks for employees who nurse or express breast milk; and creating a new 10-day leave (of which five days are paid) for employees who are victims of family violence or whose children are victims.


	Technology
3. How is technological change impacting on women’s experiences of work in Canada? (e.g. increasing access to ICTs, robotics, machine learning, automation)
	The changing nature of work poses unique gender-based challenges as men and women are not evenly represented across all sectors/occupations of the economy. For example, in 2016, women accounted for only 24% of computer and information systems professionals and 23% of computer and information systems technicians.

Women may have the potential to be better positioned than men for the jobs of the future. They have higher academic achievement and tend to occupy positions that require more personal interaction and social perceptiveness, which could better insulate them from having their tasks automated. Also, women tend to have a more generalist skillset compared to men. The demand for generalist skillsets is expected to increase while machines displace more task-oriented jobs typically held by men.[footnoteRef:22] [22:  Royal Bank of Canada Economics. 2019. “Advantage women: how an automated future could play to women’s strengths”. http://www.rbc.com/economics/economic-reports/pdf/other-reports/Advantagewomen_2019.pdf
] 



	
	Technological change is increasingly enabling work to be decoupled from traditional workplaces and standard 8 hour workdays. This increased flexibility in where and how work may be performed can, if properly accompanied by policy and regulation, enhance women’s participation in the workforce by enabling them to create work arrangements that balance work and family obligations. 

In an effort to promote the use of flexible work arrangements, the Government amended the Canada Labour Code to give workers in the federally regulated private sector the right to request flexible work arrangements, such as flexible start and finish times and the ability to work from home, from their employers after six months of employment. The employer is required to consider the request and respond in writing within 30 days. The request can only be denied for reasons set out in the legislation and regulations. 

This measure came into force on September 1, 2019. It is expected to contribute to ensuring that more women in the federally regulated private sector are able to maintain work-life balance and labour market attachment in spite of caregiving and other responsibilities.


	· What are some of the good practices for supporting women to benefit equally from technological advances? (laws, economic and social policies, institutional measures, regulation, actions by employers).
	The Government of Canada is investing in the Future Skills[footnoteRef:23] initiative, which aims to support skills development policies and programs that evolve to meet Canadian workers’ and employers’ changing needs as a result of disruptive change. The program establishes a ministerial Council of diverse subject matter experts from the public, private and not-for-profit sectors, working closely with provinces and territories and partners across the Government of Canada to address the priorities identified by the Council.  [23:  Employment and Social Development Canada. Future Skills Program. 2019. https://www.canada.ca/en/employment-social-development/programs/future-skills.html] 


The Council provides advice on emerging skills and workforce trends and recommend concrete areas of action of pan-Canadian significance, and establishes an independent applied research centre that supports the development of innovative approaches to skills assessment and development, and ensuring that all Canadians can benefit from emerging opportunities. This includes a focus on addressing the needs of disadvantaged and traditionally under‑represented groups, including women, Indigenous Peoples, persons with disabilities, low-income workers, newcomers to Canada and youth. 

In 2017, the Government of Canada announced the Innovation and Skills Plan[footnoteRef:24] with the objectives to grow the economy, create middle-class jobs, and provide Canadians with the skills they need to succeed. It includes funding to help Canadians develop the digital skills necessary for tomorrow’s labour market and identify skills needs for the changing labour market with a focus on the specific needs of persons and groups that have been traditionally under-represented, including women and Indigenous Peoples. [24:  Innovation, Science and Economic Development Canada. 2019. Building a Nation of Innovators. https://www.ic.gc.ca/eic/site/062.nsf/eng/h_00105.html


] 



	· 
	Women are under-represented and often underpaid in STEM occupations where new and high paying jobs are concentrated. The Canadian government’s new pay equity legislation sets the course to address gender wage gaps and systemic issues that impact women’s right to equal pay for work of equal value, and requiring employers to establish a pay equity plan and compensations, and an independent Pay Equity Commissioner within the Canadian Human Rights Commission to administer and enforce the legislation. 

While technology is increasing the automation of manual-routine and non-cognitive tasks, the value of manual-non-routine and cognitive tasks is increasing. This includes the demand for skilled trade workers, which Canada is facing a shortage due to demographic changes. To help meet the increasing need for more workers in skilled trades, the Government introduced the Apprenticeship Incentive Grant for Women[footnoteRef:25], supporting women’s training and skills development in trades.   [25:  Employment and Social Development Canada. Apprentice Incentive Grant for Women. 2019. https://www.canada.ca/en/employment-social-development/services/funding/apprenticeship-incentive-women-overview.html] 



	· 
	The Government launched the Student Work Placement[footnoteRef:26] (SWP) Program, which provides wage subsidies to employers to offer quality work-integrated learning (WIL) placements that focus on foundational “work ready” skills for post-secondary students. Employers can receive up to 50% of wages, up to a maximum amount for each new WIL placement created for a student, and an enhanced wage subsidy (up to 70%, or a maximum amount) for each new WIL placement for students in under-represented groups, which includes women in STEM.   [26:  Employment and Social Development Canada. Student Work Placement Program. 2019. https://www.canada.ca/en/employment-social-development/news/2018/04/backgrounder-student-work-placement-program.html
] 


In 2019, the program was expanded from STEM and business programs to include students from all fields of study. This will make WIL opportunities more available to students and is expected to increase participation from women and under-represented groups. 


	· 
	The Government of Canada also has Workforce Development Agreements[footnoteRef:27] (WDAs) with the provinces and territories. The WDAs allow provinces and territories to provide employment assistance and skills training with the flexibility to respond to the diverse needs of their respective clients. [27:  Employment and Social Development Canada. Workforce Development Agreements. 2019. https://www.canada.ca/en/employment-social-development/programs/training-agreements/workforce-development-agreements.html] 


Programs delivered under the WDAs seek to help individuals who are further removed from the labour market, unemployed, underemployed or seeking to upskill to find and keep employment or reorient their career.

These agreements include specific funding targeted for persons with disabilities, and can also be used to support programs that seek to improve the labour market outcomes of women. The WDAs also support employer’s seeking to hire or train current or future employees.

The WDAs complement the Labour Market Development Agreements[footnoteRef:28] (LMDAs), the largest labour market transfer to provinces and territories. The LMDAs support Canadians with Employment Insurance (EI) funded skills training and employment assistance. Eligibility for programming under the LMDAs was recently expanded to allow more individuals to access these supports. [28:  Employment and Social Development Canada. Labour Market Development Agreements. 2019. https://www.canada.ca/en/employment-social-development/programs/training-agreements/lmda.html
] 


The latest available results demonstrate that LMDA program participants improved their labour market outcomes in employment and earnings, and reduced their dependence on government income support including employment insurance and social assistance.

Women traditionally have had more access to “lighter touch” interventions, for example in employment counselling, resume writing, or other soft skills. This has resulted in broadening eligibility requirements that will help women access more extensive supports in skills training, wage subsidies, and work experience placements, which may also help improve labour market outcomes for women. 


	
	The Canada Pension Plan Disability (CPPD) Vocational Rehabilitation (VR) Program[footnoteRef:29] is a voluntary program to assist CPP disability benefit recipients return to work. Research suggests that the CPPD-VR improved the labour market outcomes of women. However, a lack of data hinders researchers’ ability to complete a thorough analysis.[footnoteRef:30]  [29:  Employment and Social Development Canada. Vocational Rehabilitation Program for Canada Pension Plan disability benefits recipients. https://www.canada.ca/en/services/benefits/publicpensions/cpp/cpp-disability-benefit/vocational-rehabilitation.html]  [30:  Campolieti et al. May 21, 2014. The effect of vocational rehabilitation on the employment outcomes of disability insurance beneficiaries: new evidence from Canada. IZA Journal of Labor Policy (volume 3: 10). https://izajolp.springeropen.com/articles/10.1186/2193-9004-3-10] 



	“Gig” and “On Demand” Economy
4. How is the rise of more flexible forms of labour, including the “gig” and “on demand” economy impacting on women’s experiences of work?
	“On-demand” approaches to work and some forms of non-standard work, including temporary and self-employment, can provide flexibility and act as enablers for some marginalized women that succeed in finding employment, which they may not have found in the formal economy.  However, gig economy work can also lead to weakened job quality, may increase social isolation, diminish access to labour market and social supports, and could shift key financial responsibilities (e.g., benefits, pensions etc.) from firms onto governments and workers. 

[bookmark: _Ref20906139]The Bank of Canada’s study finds that wages in the gig economy tend to be lower than in formal jobs.[footnoteRef:31] Women could become particularly vulnerable to the gig economy over the long term as they often pursue non-standard work arrangements as a means to offer them the flexibility they need given their family responsibilities. This may exacerbate adverse labour market outcomes, such as lower wages and income for women. [31:  Bank of Canada. 2019.The Size and Characteristics of Informal (“Gig”) Work in Canada. https://www.bankofcanada.ca/2019/02/staff-analytical-note-2019-6/ ] 

 
The study also finds that most gig economy workers in Canada do so involuntarily, and more than half of gig workers in Canada would rather have a formal working arrangement for the same pay.[footnoteRef:32]  [32:  Bank of Canada. 2019.The Size and Characteristics of Informal (“Gig”) Work in Canada. https://www.bankofcanada.ca/2019/02/staff-analytical-note-2019-6/
] 


The gig economy may also be continuing to entrench gender norms on work, with women being disproportionately concentrated in on-demand household services, paid care and domestic work. 


	· What are the implications for job security for increased flexibility and women’s caring responsibilities, and for harassment and violence?
	While the gig economy offers flexibility and could potentially boost the labour market participation of women, it could potentially exacerbate inequalities as non-standard work often features lower pay, less benefits and less chance of promotion. However, offering the ability to work from home (i.e. online gig work), could potentially reduce the risk of gender-based harassment or violence, such as when travelling to and from external workplaces. 


	
	Gig work can provide workers with flexibility to choose when and how they work. This can benefit women with caregiving responsibilities by enabling them to work when appropriate for them. However, this type of work arrangement can be detrimental in terms of women’s job security.

Gig work generally operates on the premise that workers are independent contractors, not employees. This denies these workers access to key employment protections and supports such as, for instance, reasonable notice of termination and job- and income-protected leaves of absence such as maternity leave and parental leave. Their job security is thus limited by this type of work.

Other non-standard work arrangements created or grown by the “on demand” economy include part-time, on-call and temporary work. While these workers are generally considered employees, they may lack the required hours or length of service to access key employment protections, including employment insurance or other forms of leave, and may be subject to unpredictable work schedules that conflict with their caring responsibilities. 

In 2017 and 2018, the Government of Canada took action to address these issues, as discussed in “good practices” response below. 


	· Which groups of women are most likely to be impacted by this type of work?
	As a group, women are overrepresented in precarious work. However, women who are older, single parents, women from racially diverse groups, and women who are recent immigrants are particularly vulnerable.

Indeed, young women are more likely to work in the gig economy compared to core-age and older women. They are also the most likely to report that gig work is their main source of income.27 As the gig economy is sometimes a means to compensate for a lack of formal employment opportunities, some groups of women with a higher unemployment rate could also be more likely to work in the gig economy. Part-time workers, most of which are women, are also more likely to work in the gig economy compared to full-time workers.27


	· What are some of the good practices for ensuring access to social protection for women in informal and “on demand” work? (laws, economic and social policies, institutional measures, regulation, actions by employers)

	Women’s participation in informal and “on demand” work will have no bearing on their eventual eligibility for Old Age Security[footnoteRef:33] benefits. A person’s entitlement to these benefits is determined by how long he or she has lived in Canada. However, this type of benefit is different than other components of Canada’s social safety net such as Employment Insurance (EI)[footnoteRef:34], and requires individuals to have participated in insurable employment for a required number of hours. An increase in new business models that promote some forms of non-standard employment where women are overrepresented (e.g., contract work) may increase the number of workers who are not covered by such components, including EI. [33:  Economic and Social Development Canada, 2019. Old Age Security. https://www.canada.ca/en/services/benefits/publicpensions/cpp/old-age-security.html]  [34:  Economic and Social Development Canada, 2019. Employment Insurance. https://www.canada.ca/en/services/benefits/ei.html
] 



	
	While part-time employment is a form of non-standard work in which women with severe disabilities are over-represented, part-time employment may provide an accommodation for some women with disabilities who may be unable to participate in the labour market on a full-time basis. The importance of part-time employment for women with severe disabilities demonstrates the need for consideration of income and financial security.


	
	Federal Labour Standards

To help federal employees improve their work-life balance, the Government of Canadahas also introduced federal labour standards that include the right to request flexible work arrangements and access to a new personal leave and leave for victims of family violence.  

Leave for victims of family/domestic violence 

A new leave for victims of family violence was introduced as part of a series of amendments to the Canada Labour Code in 2017 and 2018, and came into force on September 1, 2019. Employees in the federally regulated private sector will have up to 10 days of job-protected leave per year (the first five days of which are paid for those with three consecutive months of continuous employment) if they or their minor child are victims of family violence. This will allow employees who are victims of family violence or the parents of victims of family violence to take time off work to recover without fear of losing their livelihood. The leave will especially benefit women, as statistics show that the rate of family violence against women is nearly double the rate for men.

Hours of Work and Breaks

In addition, a suite of modernized federal labour standards came into force on September 1, 2019 including notice of schedules and shift changes, rest periods between shifts, 30-minute breaks, unpaid breaks for medical reasons and notably, unpaid breaks for nursing or expressing breast milk. These changes are expected to have a positive impact on workers in less formal and more insecure workplaces who are less likely to be protected by collective agreements.

As discussed above, the “on demand” economy has increased the use of non-standard work arrangements such as part-time, on-call and temporary work. To address the particular challenges faced by women in these types of work and improve their social protection, the Canada Labour Code was amended in 2017 and 2018 to: 
· require employers to provide 96 hours’ advance notice of schedules and 24 hours’ advance notice of shift changes, 
· give employees the right to refuse overtime to deal with family responsibilities;
· introduce a new personal leave that can be taken for personal reasons including emergencies and family responsibilities; 
· eliminate or reduce continuous employment requirements so that employees can access job-protected leaves (e.g. maternity, parental) sooner; and
· prohibit employers from treating employees as independent contractors in order to avoid their labour standards obligations. 

Together, these initiatives are expected to ensure greater job security and schedule predictability for women in non-standard work in the federally regulated private sector. 


	· What are the good practices for women’s collective organizing in the context of more flexible forms of labour?
	Non-standard flexible forms of labour, including those in the “gig” and “on demand” economy, has been increasing as a share of the labour market in Canada. Statistics Canada (2018) reported that the rate of standard employees (permanent, full-time) has decreased by 5 per cent since 1989. The gig economy may appeal to women because women are more likely to take on flexible work arrangements to provide child care responsibilities. 

A good practice for women’s collective organizing in the context of flexible forms of labour is exemplified in the model used by the Canadian Freelance Union (CFU), a community chapter of Unifor that focuses on advancing the rights and working conditions for freelancers in the communications and media industries. Research shows women are overrepresented in freelancing positions, perhaps as a response to seeking flexible work arrangements. As a community chapter of Unifor, CFU benefits from Unifor’s experience, skills, and power. CFU members have access to a range of health and dental plans, home and liability insurance, national and international press cards, grievance support, and contract advice. The community chapter provides avenues for freelancers to find work and connect with other freelancers. 

Moreover, gig and on demand workers in Canada have shown a heightened interest in formal unionization in recent years. Notably, in 2019 both Toronto-based Foodora couriers and Uber drivers, in separate cases, took steps towards voting on union certification suggesting there is an appetite for collective organizing among gig workers. In Canada, it should be noted that there are data and knowledge gaps on how different groups, such as women, experience gig work.


	Demographic change
5. How is demographic change in Canada impacting on women’s experience of work?

	The Canadian demographic landscape is undergoing transition with population growth slowing and Canadians living and working longer than ever before. The impacts of population ageing will be long term and the slowing growth in the labour force is expected to affect almost all occupations. This would result in pressures in sectors and occupations where strong labour demand and/or high retirement rates are expected.  


	· What are the implications of an ageing population and of the “youth bulge”?
	The majority of the care and support provided to seniors is provided by women, many of whom are family members or friends. While caregiving can be a positive experience, it has both financial and health consequences for caregivers, especially those providing intense care or providing care for a person with dementia. Caregivers often experience negative impacts on their emotional and physical health from caregiving, as well as financial strain from time off work or out-of-pocket expenses. Flexible and supportive work environments are critical, as many caregivers are trying to balance work and the provision of care to aging parents and/or spouses.

Canada’s ageing population is expected to lead to an increase in the demand for workers in the healthcare sector.[footnoteRef:35] This is a predominantly female sector and jobs creation in this sector is expected to contribute to protect women against job losses due to automation. [35:  McKinsey Global Institute & Conference Board of Canada – Referenced by RBC Economics. 2019. Advantage women: how an automated future could play to women’s strengths. http://www.rbc.com/economics/economic-reports/pdf/other-reports/Advantagewomen_2019.pdf
] 


In 2015, a greater proportion of women performed unpaid work activities than did men (89.9% versus 80.1%).[endnoteRef:7] Women spent more time on unpaid work than men in 2015:[endnoteRef:8]  [7:  Statistics Canada.  Table  45-10-0014-01   Daily average time spent in hours on various activities by age group and sex, 15 years and over, Canada and provinces]  [8:  Statistics Canada.  Table  45-10-0014-01   Daily average time spent in hours on various activities by age group and sex, 15 years and over, Canada and provinces] 

· women aged 25 to 54 spent an average of 3.9 hours daily on unpaid work as a primary activity, compared to 2.4 for men; and
· women aged 15 to 64 (measure used by OECD) spent an average of 4.1 hours daily on unpaid work, compared to 2.6 for men.[endnoteRef:9] [9:  Statistics Canada. 2018. Time use: Total work burden, unpaid work, and leisure. Online: https://www150.statcan.gc.ca/n1/pub/89-503-x/2015001/article/54931-eng.htm] 


The presence and age of the youngest child in the household has a notable effect on the work hours of women, but very little effect on those of men.[endnoteRef:10]  [10:  Statistics Canada, Women and Paid Work (March 2017). http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm] 

· In 2015, the average weekly work hours of mothers ranged from 34.1 for those with a child under the age of 6, to 35.9 for those with a child aged 18 to 24 (a difference of 1.8 hours).  Women who did not have a child under the age of 25 worked the greatest number of hours per week on average at 36.4.[endnoteRef:11] [11:  Statistics Canada, Women and Paid Work (March 2017). http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm] 

· In 2015, the average weekly work hours of fathers fluctuated by 30 minutes, from 41.6 for those with a child under the age of 6, to 42.1 for those with a child aged 12 to 17. Fathers with children aged 18 to 24 worked the same number of average weekly hours (41.9) as those with children aged 6 to 11.[endnoteRef:12] [12:  Statistics Canada, Women and Paid Work (March 2017). http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm] 

· Women without children had higher average weekly work hours than mothers, while men without children had lower average weekly work hours than fathers.[endnoteRef:13] [13:  Statistics Canada, Women and Paid Work (March 2017). http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm] 



	· What economic and social policies are needed to ensure that the growth in the care sector creates decent work opportunities for women? What are some emerging promising practices? (laws, economic and social policies, institutional measures, regulation, actions by employers).
	Canada is undertaking measures to address issues and barriers that women face in the labour market, implementing labour reforms to better accommodate flexible work arrangements, investing in child care and promoting women’s participation in male-dominated occupations, such as the skilled trades. There are some promising and emerging practices, including: 

Modernizing Federal Labour Standards

The care sector is regulated under provincial/territorial labour standards legislation. However, recent amendments to federal labour standards could serve as a model to improve outcomes for women in this sector going forward. See a full list of relevant changes in the response to Question 2.  


	
	Investing in Early Learning and Child Care

Availability of quality and affordable child care is one of the measures that would have an impact on increasing women’s labour force participation, by allowing them to better balance family and employment responsibilities. Access to affordable high-quality early learning and child care is important to achieving greater equality between men and women by providing mothers of young children with increased opportunity to participate in education and training, to join the labour force in greater numbers, and to earn higher incomes. Investment in child care also reduces the cost associated with child care expenses, which can make up a significant proportion of household expenses, especially for low-income women and their families.

To help Canadian children get the best start in life and better support Canadian families, the Government of Canada announced investments over 11 years, starting in 2017-2018, to support and create more high-quality, affordable child care across the country, particularly for families more in need. 

The Government of Canada has entered into three-year bilateral agreements with each province and territory that is providing funding over three years (2017-18 to 2019-20) for early learning and child care programs. These investments support the creation of affordable, high-quality child care spaces for low and modest income families, with the goal of supporting more affordable child care spaces, which is anticipated to make it more affordable for thousands of parents, particularly for mothers, to enter the labour market and return to work. 


	Transition to sustainability
6. What measures are necessary to ensure that women benefit equally from the transition to sustainability? What are some of the promising practices to ensure that green jobs do not replicate existing gender inequalities in other sectors (e.g. occupational segregation, gender pay gap)?
	Proactive Pay Equity Legislation 

When women receive equal pay for work of equal value, Canada’s economy grows stronger, families prosper, and communities thrive. That is why, in December 2018, the Government of Canadapassed an Act to Establish a Proactive Pay Equity Regime within the Federal Public and Private Sectors (Pay Equity Act) with amendments to related legislation. 

Under the Pay Equity Act, employers will be required to examine their compensation practices and ensure that women and men working in federally regulated workplaces with more than 10 employees receive equal pay for work of equal value, regardless of their employment status. This includes the federally regulated private sector, the federal public service, and parliamentary workplaces, such as the Prime Minister’s and Ministers’ offices. To ensure effective implementation, a Pay Equity Commissioner will be appointed within the Canadian Human Rights Commission, and supported by a Pay Equity Unit to inform, educate and help enforce the Pay Equity Act when necessary. 

The Pay Equity Act is expected to come into force in 2020. Until then, the Government of Canadawill support its implementation by developing regulations, appointing the Pay Equity Commissioner, and establishing the Federal Contractors Program for Pay Equity. 

Pay Transparency

In 2018, the Government of Canada also announced funding to implement pay transparency measures for federally regulated private-sector employers with over 100 employees subject to the Employment Equity Act. 

The federally regulated private sector covers many businesses and industries that are likely to contribute to the green economy. These industries include banks, air transportation, rail and road transportation that involves crossing provincial or international borders, marine transportation, pipelines crossing provincial borders, feed, flour and seed mills and grain elevators, telecommunications and broadcasting.

Pay transparency measures will make employer wage gap percentages and other aggregated wage information publicly available online and report any existing wage-gaps within their companies for women, Indigenous Peoples, persons with disabilities, and persons from racially diverse groups, and raise awareness of wage gaps that affect women in full time, part time and temporary work in these sectors.

While pay transparency measures alone will not close the gender wage gap, together with pay equity they are expected to contribute to its reduction by addressing the portion of the gap that is due to the undervaluation of work done by women.
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