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Executive Summary

This research project was designed to analyze to what extent Saskatchewan collective
agreements facilitate reductions in worktime and the balancing of work and family life.
Specifically, it examines negotiated contract language to assess the extent and types of
language Saskatchewan unions have bargained. It also explores how much SFL-affiliated
unions are profiling balancing work and family issues at the negotiating table and the
sorts of challenges they face in bargaining family-friendly or reduced worktime language.
This project is part of a larger initiative of the SFL entitled "The Next Steps Towards

Balancing Work and Family".

The data for this project was compiled from 41 collective agreements, representing
65,198 workers from SFL-affiliated unions. Approximately 77 percent of total affiliated
workers are represented in the study.

The collective agreements cover 57,726 public sector workers (88.54% of the workers
represented in the survey) and 7, 472 private sector workers (11.46% of the workers

represented in the survey).
The data indicates the following trends:
SECTION I. ORGANIZATION OF WORKING TIME

» Hours of Work: In the public sector, a high number of full-time workers average
under 40 hours per week. In the private sector there is much more part-time work,
where the main concems around hours of work are most available hours, and the
option to limit one's availability to particular days or hours. Full-time work in the
private sector tends to be 40 hours or more per week. Some unions are bargaining
shorter workweeks with no loss of pay, which in some cases is preventing layoffs.

Compressed Scheduling/EDOs: In the public sector, earned days off are common,
extremely popular and are considered a strike issue. In the private sector, particularly
in mining and mills, full-time workers tend to be on a system of compressed
scheduling, also a very popular scheduling option with workers. Compressed
scheduling and EDOs allow workers to have more days off in a row to be with their
families and to experience leisure time.

v

Overtime: Most unionized workers in Saskatchewan have good rates of overtime,
either time and a half or double time. Many contracts provide the option of taking
time off in lieu of overtime pay; however, many workers have difficulty accessing
this option. Most overtime is voluntary. The reduction of overtime has in some cases
prevented layoffs and encouraged employers to rehire laid off workers.

A\ i

> Flextime: Flextime is only found in less than one quarter of agreements, and has
only been bargained for office workers. It is very popular with workers but can be a
complex process to implement. A good deal of skepticism exists around how



flextime could be implemented in other sectors, particularly where operations run on
a 24-hour a day clock. Flextime helps workers deal with the day-to-day management
of work-family time conflicts.

Deferred Salary Plans: Only five agreements have this type of clause, all of which
are from the public sector. Very few workers are accessing this option, There may
be little demand for such plans because many workers could not or would not live on
reduced salary for that long of a period or at all, particularly if they have to pay some
of their benefits while they are on leave. While deferred salary plans do give workers
time away from work, they do not solve day-to-day conflicts with balancing work and

family. Deferred salary plans can be complex to implement, particularly around the

issue of who covers the cost of benefits.

Job Sharing: Job sharing clauses appear almost exclusively in the public sector, in
about one-quarter of all agreements. A small number of workers appear to access this
option. Several unions expressed the need to negotiate job sharing with safeguards to

protect full-time jobs.

Homeworking: No unions have language around homeworking, While
homeworking or teleworking may not be a serious problem in Saskatchewan
currently, the overall trend of an increase in homeworking across Canada suggests
that unions should be looking at this area. This type of arrangement can be very
exploitative and isolating. Homeworkers are also less likely to be active trade
unionists because of lack of access to the union.

SECTION II. PARENTAL LEAVES AND CHILDCARE

P

Maternity Leave: A large number of contracts provide more time off for matemity
leave than labour standards legislation provides. Adoption Leave is comparable.

Maternity Suppiementary Unemployment Benefit (SUB) Plans: The amount of
salary paid during maternity leave (55%) under labour standards in Canada is very
low compared to other countries. This problem is exacerbated by the fact that very
few Saskatchewan collective agreements contain maternity SUB plans.

Paternity Leave: Over three-quarters of contracts have either a paternity leave
clause or the option for a father to take time off under parental leave.

Parental Leave: Two-thirds of collective agreements have either no parental leave
clause, or a clause that provides for the minimum labour standards length of leave or
less. With upcoming legislative improvements to parental leave length, all workers
(and/or their spouses) should be able to access 35 weeks of parental leave. Unions in
Saskatchewan need to negotiate these terms into their agreements, including a
guarantee that a worker cannot be fired for accessing the increased parental leave

under E.I.



# Childcare: Only the Canadian Union of Postal Workers has negotiated an employer-

paid childcare fund, enabling them to work on several childcare projects, including a
program for children with special needs. Projects are funded by the employer,
administered by the union, and driven by the needs of members. Leave without pay
for the care and nurturing of preschool age children, a clause found in only two
collective agreements, may also be a consideration for workers with young families.
Only one contract in Saskatchewan has onsite childcare: not surprisingly, it's a CUPE

daycare local.

Breastfeeding Provisions: Only nurses have language around breastfeeding on the
job, although at least one other union has previously attempted to bargain it. With
more women in the workforce, some of whom want to return to work and continue to

 breastfeed, this may become a more pressing issue in the future.

SECTION IIl. OTHER LEAVES

>
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Sick Leave: Most unions have bargained a system of earned sick leave credits;
although some private sector contracts do not provide sick leave until the employee
has either been sick for three days or hospitalized. Many workers are relying on their
personal sick leave for illnesses in the family and in some cases have to lie to their
employer about their absence. Some are in danger of running out of credits to access

in case of their own illness.

Bereavement or Compassionate Leave: All agreements have better bereavement
leave than labour standards because they all provide paid, rather than unpaid leave.
The length of leave in Saskatchewan agreements is consistent with labour standards
minimums. Many contracts also have a wider definition of immediate family than the

Labour Standards Act. :

Family Illness Leave: One-fifth of agreements has no mechanism for taking time off
to care for a sick family member. Another one-fifth relies on the use of personal sick
leave credits. Over one-third of workers have no family leave clause, but rely on
compassionate leave or pressing necessity clauses to care for dependents. The use of
a family sick leave credits system, has recently been bargained by two unions and
may be one way to prevent workers from using up their personal sick leave for family

illnesses.

Pressing Necessity: Over one half of contracts have either no pressing necessity
clause or one that is unpaid. Another one-quarter of contracts has a clause in which
employees have to use their personal sick leave for emergencies.

Elder Care: Only one agreement in the study has a clause specifically on elder care
leave, yet it was one of the most commonly cited clauses negotiators believe they will
be bargaining in the near future, as many workers now have aging parents. While



several agreements have language dealing with family illness, only one agreement has
leave for the long-term care of a parent.

» Medical/Family Appointment Leave: One-third of contracts has some kind of
medical leave or leaves for family dental or medical appointments. Most of these are
paid time off or come out of sick credits. Leave for family-related appointments not
related to illness could be added to family leave provisions, because some workers
have other equally important family obligations, such as crises around childcare, a
spouse's graduation day, or a parent who needs support at a routine appointment.

SECTION IV. VACATION LEAVE AND HOLIDAYS

» Vacation Leave: In most cases, workers earn more vacation leave than the labour
standards minimum, and they tend to earn increased weeks of leave after shorter
lengths of service than labour standards requires.

Statutory Holidays: The vast majority of contracts in the study have more statutory
holidays than the labour standards minimum. Statutory holidays are a particularly
strong area in the private sector.

A4

INTERVIEWS WITH SENIOR NEGOTIATORS

» Are unions having success in bargaining balancing work and family issues? In
some cases, yes, but lack of money in the public sector, most evidently in healthcare,
has made it very difficult to make gains. In the private sector, layoffs and skeleton
staffing are often more pressing problems. In many cases, other issues tend to
supercede balancing work and family issues, including job evaluations, training,
occupatronal health and safety, and in the majority of cases, wages and benefit

packages.

» Is there a strong degree of opposition from management on these issnes? There
is often a strong degree of opposition from management around balancing work and
family issues, particularly where there will be increased expense to the employer.
Lack of money in the public sector is problematic for making future gains in
balancing work and family and downsizing and layoffs in the private sector may
make it difficult for unions to prioritize balancing work and family provisions.
Several unions indicated that the gains they have made in this area have been hard

fought,

> Is there a strong degree of opposition from the membership on these issues? In
some cases there is opposition from memberships, although this may be because
issues such as wages and layoffs are more urgent priorities. A balancing work and
family clause will be less controversial among memberships if it is something all
workers can access, such as shorter workweeks or better vacation leave.



Furthermore, a particular provision may be more likely to survive at the bargaining
table if it has first become official union policy through the union constitution.
Sometimes the push for progressive balancing work and family language comes first
from the leadership in the union, at the level of the bargaining committee, rather than
from the membership. Once the language is in the contract, members then experience
firsthand the benefits of these provisions.

Are members making use of the provisions they have? Yes in terms of hours of
work, compressed scheduling and EDOs; however, many workers are unable to
access time in lieu of pay for overtime provisions. There is also a small degree of
uptake of job sharing and deferred salary plans. Flextime is relatively new to
workplaces, but is very popular. Family leaves seem to be used, although people
relying on sick leave may have trouble accessing it if they have to lie or if they run

out of credits.

What sort of balancing work and family proposals are anticipated in the near
future? Language on elder care and improved family leave are the most commonly
cited issues. Negotiators indicate that their memberships want increased family leave
days and several mention that they will try to bargain paid family leave that does not
come out of workers' sick leave. A few unions will be negotiating increased sick
leave provisions and paternity leave. Increased vacation time and improved pension
plans were also mentioned as upcoming priorities.



Introduction
Changing Families

The challenge of balancing work and family has intensified over the last thirty years as
the economy has changed and as society's attitudes about gender roles have evolved.
These socioeconomic realities have seriously affected how families support themselves.
For example, since the early 1980s, family incomes before taxes have been "virtually
stagnant”. A study commissioned by the Vanier Institute for the Family, conducted by

Roger Sauve, concludes that,

The 1990s have not been good for families. Both elderly and non-elderly families
- experienced significant income declines....Dual-eamer married couples were just
able to maintain their incomes..... Non-elderly married couples, with or without
children, were more likely to be in a low-income situation in 1996 than in 19840.
This is true for both single-eamner and dual-earner families. A move from 2 one-
earner to a dual-eamner family greatly reduces the risk of being in low-income. (9-

11)

The percentage of dual-earner families has therefore increased from 32 percent in 1967 to
55 percent in 1981, steadily increasing still more throughout the 1980s and peaking at 63
percent in 1989 (Sauve 5).

The government of Saskatchewan recently released an extensive report on balancing
work and family, Work-Life Balance in Saskatchewan: Realities and Challenges. The
researchers, Linda Duxbury and Christopher Higgins, surveyed 5, 500 Saskatchewan
employees to find out the level of difficulty they have in balancing work and family.
This study provides important information about the challenges Saskatchewan families
are facing.

For example, the Saskatchewan study reinforces the notion that family incomes are down.
Indeed, many Saskatchewan families are struggling to maintain a healthy family income.
52 percent of the families in the Duxbury and Higgins sample earned less that the
Canadian average yearly income of $55,800 and 17 percent earned less than $40,000 per

year (7).

Besides economic pressures, families are also undergoing significant attitudinal changes.
Women across Canada continue to enter the paid workforce in higher and higher numbers
as attitudes about gender roles shift. Increasing numbers of womnen are acquiring post-
secondary education and seeking out careers.

The vast majority of Canadian mothers are part of the paid ilabour force. Almost
70% of mothers whose youngest child is between 3 and 5 years old are in the
labour force as are over 75% of the mothers of school age children. (Statistics
Canada qtd. in Duxbury and Higgins 12)
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Lone-parent families are also on the increase, about half of whom work for pay and many
of whom live on very low incomes (13).

With more parents in the paid workforce, people have significantly less time at home for
meal preparation, housecleaning, home maintenance, and so on. They may also find they
have less time to spend with their families and their children, and less time for leisure
activities. Not surprisingly, the burden tends to be greater for women, according to

Duxbury and Higgins:

The data would suggest that the traditional gendered division of labour seems to
be alive and well in Saskatchewan and that many of the women in our sample are
working a 'double shift' having primary responsibility for childcare.... Women
spend significantly more time than men in childcare...and home chores...(6)

We also know that many workers have dependants living at home and that it is difficuit to
find time and supports to care for those dependants. "Almost half of the respondents feel
that they have little control over the availability of high quality daycare, sick-childcare,
after school care, and care for an elder dependant."(Duxbury and Higgins 5)

Conflict between home and work life will certainly increase in the coming years. Much
of Canada's aging workforce will soon find themselves caring for elderly parents, if they
are not already. It is estimated that by 2003, the proportion of the workforce in the
"sandwich generation”, people with both childcare and elder responsibilities, will have

significantly increased.

Changing Workplaces

At the same time that workers are struggling to meet family demands, in some cases they
are also facing increased demands at work. The Duxbury and Higgins survey found that
many Saskatchewan workers "are spending a significant amount of time working
evenings and weekends - time traditionally reserved for one's family"(6). Others are
spending extra hours working at home, outside of regular office hours, and of course,
many others are shiftworkers. Pressure to work extra hours is particularly high for
managenial and professional positions.

Corporate globalization and computerization are changing the structure of work, allowing
more people to work from remote locations and during any time of the day. The fact that
some computerized work can now be done anywhere, at any time, increases pressure on
empioyees to be available nights, weekends and unsociable hours.

Ironically, while some workers are working too much, others cannot find enough work.
Between 1976 and 1995, the distribution of overall hours of work has become polarized:
"The share of workers working fewer than 35 hours increased from 16 percent to 24
percent while those working more than 40 hours per week rose from 19 to 22 percent.”
(Canadian Labour Market 18).
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Besides unsatisfactory hours of work, many Saskatchewan workers feel they are not
working in environments that are family-friendly:

40% of the sample disagreed that there were open and respectful discussions of
work/family issues in their organization.

33% of the respondents work in an organization that has a culture of "hours" (i.e.
not acceptable to say "no" to more work. (Duxbury and Higgins 7).

The Public Task Force on Balancing Work and Family, commissioned by the
Saskatchewan government in conjunction with the Duxbury/Higgins study, list three
characteristics that define a family-friendly workplace:

- flexibility;

- managers and supervisors who are responsive and supportive of the family
responsibilities of workers; and,

- a workplace culture that positively embraces the fact that employees have family
responsibilities which are important to them, the community and the larger
society. Caring for an elderly parent, for example, is not a selfish act only
important to the immediate family. Rather, it is a contribution to the larger
public, which believes aging people have the right to loving and compassionate
care. (Towards 14)

The corporate drive to downsize and the accompanying demand for increased availability
and flexibility of workers, pressures some employees to accept unsociabie hours and
longer workweeks. At the same time, the influx of women, and men with increased
family responsibilities, into the labour force, pressures employers to create a more
family-friendly workplace.

. There is a two-sided reality in Saskatchewan with respect to jobs and
opportunities. One side is that some employers are unable to hire skilled people
for better paying permanent jobs. Some of these employers react by requesting
employees to work long hours. Others are using the shortage of skilled
employees to implement changes which give them competitive advantage in
retaining employees - by developing work environments that are supportive of
staff, including those with family responsibilities (Towards 12).

The ability of unionized workers to bargain language that eases work-family conflict can
capitalize on employers' need to retain skilled employees.
Effects on Workers, Families and Communities

Balancing work and family is clearly a serious problem for many Saskatchewan workers
and it seems that family is losing out in the juggling act:

12



The data reviewed in this report suggest that many employees in the province are
giving time to work at the expense of time for themselves and time for their
families. Half of the respondents report high role overload; 26% experience high
interference from work and family. For many respondents (approximately half of
the sample), work demands are met at the expense of time for the family and time

for themselves. (Duxbury and Higgins 7)

Individual workers may experience physical and mental health problems due to role
overload and lack of rest. These sobering statistics point to just how serious a problem it

may be:

30% (of respondents) report high levels of job stress;

50% report high levels of perceived stress;

25% can be considered to be at risk with respect to job burn-out;

33% report high levels of depressed mood;

40% have seen a physician in the past three months due to physical illness.

(Duxbury and Higgins 8)

The Public Task Force on Balancing Work and Family visited ten communities to listen
to workers' concerns about balancing work and family. The Task Force found that many

Saskatchewan workers are

facing a time-crunch and are running hard to earn a living and care for children
and elderly parents. Employers are feeling the affects of this overload - 'Statistics
Canada estimates that stress-related disorders due to overwork cost Canadian
businesses $12 billion a year.' (Towards 5)

Employers, and ultimately a healthy business and service sector, suffer when employees
struggle to maintain worklife balance. A failure to address work-family conflict will only
mean increased absenteeism, lower productivity, and poor employee morale. Surveys
also show that work-family programs mean less turmover of employees and thus less
recruitment and orientation costs for employers (Towards 16).

Communities also suffer when its citizens have role overload, as people have less time
and energy to donate to volunteer organizations. While Saskatchewan workers tend to
have a relatively high rate of volunteerism, this level of commitment will be jeopardized
if work-family conflict continues to grow.

The Challenges of Bargaining

Families, workplaces and communities must work together to find solutions to work-
family conflict. Adults within families need to share more équitably care-giving and
homemaking duties. Governments and community organizations need to create programs
and support systems for overburdened caregivers. Employers must prioritize the creation
of family-friendly work environments.

13



In the area of the workplace, unionized workers have an excellent opportunity to lessen
work-family conflicts by negotiating family-friendly policies and contract language.

Of course, like bargaining anything, family-friendly language may be difficult to achieve
during negotiations, particularly if the employer does not see how it may save them
money or increase productivity over the long term. And of course, like other types of
provisions, union members may find it difficult to convince the bargaining committee or
their coworkers of the importance of family-friendly provisions. The reality is that the
union may have to give up advances in other areas, in order to obtain such language,
particularly when new policies will be costly to the employer.

Union members may also face resistance from coworkers who believe that work and
family are strictly separate spheres and can and should remain that way. In some cases,
workers may be used to the more traditional model of the family, in which wives and
mothers are solely responsible for family demands. They may resist negotiating such
provisions as maternity leave, or leave to care for sick children, viewing them as so-
called "special rights”. One way to combat these attitudes is to elect women to
bargaining committees in order to educate coworkers and management alike about work-

family conflicts.

In other cases, workers with few or no family responsibilities may feel resentful towards
workers who receive paid time off for family obligations. The potential division between
workers with few and many family responsibilities can be prevented if all workers can
reap the benefits of a family-friendly workplace. For example, paid family leave could
be bargained as paid personal leave, so that all workers can access time off for whatever
reasons they like. Other balancing work and family issues, such as reduced hours of
work, automatically benefit all workers. For example, in a workplace with a high amount
of overtime, every worker benefits from a reduction in work time as they can take more
time out to pursue personal interests or community activities. As UFCW's pamphlet

suggests:

Even UFCW members without family responsibilities will appreciate more
flexible work arrangements, more benefit options, and a better balance between
their job and life and home life. More flexible arrangements also mean better
control of time, less worry and stress, and fewer barriers to career training and
progression. The whole community benefits when families are supported and
individuals are better able to reach their fuil potential. (Balancing Work).

14



Objectives and Methodology

Why are we conducting the study?

The Saskatchewan Federation of Labour (SFL) recently participated in the provincial
government's Public Task Force on Balancing Work and Family. After extensive
research and public meetings, the Task Force made several recommendations. One Task

Force recommendation called upon all sectors, including labour,:

to make it a priority to profile the many efforts they are now involved in which
facilitate work and family balance and that they take further leadership in
promoting public dialogue on this issue. (Towards 4)

The Advisory Group on Working Time and the Distribution of Work, a federal initiative
made up of government, business and labour, also recently released its recommendations.
Some recommendations included: a maximum workweek of 40 hours, the right to take
time off in lieu of overtime pay; a top up on E.I benefits to maternity leave; and one
week's leave per year to deal with family emergencies (Report 65-66).

In response to these studies, the SFL is increasing its commitment to studying balancing
work and family issues by implementing a mutti-phased initiative called "The Next Steps
‘Towards Balancing Work and Family". The SFL's Worktime and Distribution of Work
Committee oversees the project in all its phases, beginning with this examination of

family-friendly contract language.

This Discussion Paper makes up the initial phase of the "Next Steps" project. Phase one
analyzes to what extent Saskatchewan collective agreements facilitate reductions in
worktime and the balancing of work and family life by exammmg negotiated contract
language. It also explores through interviews with senior negotiators, to what extent
SFL-affiliated unions are profiling balancing work and family issues at the negotiating
table and the sorts of challenges they face in bargaining such language.

What issues did we study?

Several types of collective agreement clauses were identified as being important for
workers to balance work and family. We analyzed the following clauses: hours of
work/reduced workweek, compressed scheduling and eamned days off, overtime, flextime,
job sharing, deferred salary plans, homeworking, parental leave, maternity leave,
adoption leave, patemnity leave, parental leave, childcare, breastfeeding language sick
leave, compassionate/bereavement leave, family leave, elder care leave, pressing
necessity, medical/family appointment leave, mamagc leave, vacation leave, and

statutory holidays.
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Although other provisions may be seen to be family-friendly, such as Employee Family
Assistance programs, or dental or vision benefits, this study is restricted to issues which
allow more time for family or more flexibility in scheduling.

What are our objectives?

Some general objectives of the study are:

to gauge how well Saskatchewan affiliates are doing in several areas of balancing
work and family;

to provide examples of what might be considered the most representative language in
particular areas;

to provide examples of innovative provisions;

to suggest areas where there is a need for certain types of language;

to include this Discussion Paper in a larger resource kit for SFL affiliates to use in
future negotiations;

to gain a better understanding of the needs of workers and their families.

More specifically this study will try to answer the following questions:

Is there a strong degree of opposition from management on these issues? How
difficult is it to win family-friendly provisions at the bargaining table?

Is there a strong degree of opposition from memberships on these issues?

Are members making use of the provisions they have?

What sort of balancing work and family proposals are anticipated for upcoming
rounds of bargaining?

Methodology and Scope of the Study

¢ 41 agreements were studied, covering a total of 65,198 workers. Because about

84,000 workers are affiliated to the SFL, about 77 percent of affiliated members
are represented in our study.

Contracts were chosen that cover a large number of employees, although the number
of employees per contract ranges from 12 to 12,000 employees. Qut of 41
agreements, 21 cover 500 or more employees. 33 agreements cover over 100
employees. The average number of employees covered is 1590, The median number
of employees is 550. The number of employees per contract was received from the
Saskatchewan Department of Labour.

The collective agreements cover 57,726 public sector workers (88.54% of the

workers represented in the survey) and 7, 472 private sector workers (11.46% of the
workers represented in the survey). (See Appendix I for list of contracts examined).
While the majority of unionized workers in Saskatchewan are public sector workers,
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