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Dear Committee members, 

Thank you for the opportunity to provide input into the HUMA Committee’s study into seasonal 

employment and the Employment Insurance program. As the Commissioner for Employers, I am an 

independent voice representing the views of employers at the Canada Employment Insurance 

Commission. I regularly meet with employers across the country.  

Canada is unique in the world with how we treat seasonal workers in our income support programs. 

According to the Labour Force Survey, produced by Statistics Canada, seasonal workers represented 

2.0% of total employment in 2022-23, the same as the previous fiscal year. Historically, younger 

individuals (aged between 15 and 24 years old) are more likely to work in seasonal jobs, attributed to 

summer employment patterns for students. The average weekly benefit rate for seasonal regular EI 

claims established in 2022-23 was $561. This was higher than the average weekly benefit rate for non-

seasonal regular claims ($524) established during the same period.1 

EI Debt 

As of December 31, 2024, the Employment Insurance Account is expected to have a deficit of $18,224 

billion according to 2025 Actuarial Report on Employment Insurance.2 Despite the illusion of a break-

even forecast, the EI Commissioners have been informed by the Senior Actuary, Employment Insurance 

Premium Rate-Setting, that in order for the EI Account to return to balance it will take as positive an 

economic shock in income to the EI fund as was the negative financial shock of the pandemic years. The 

EI fund, with its current funding formula, is stuck in an unresolving system which means it will take 

several decades at the current pace to bring the account back to balance.  Therefore, the notion of 

adding additional cost burdens - by enhancing benefits or eligibility requirements across the board - will 

have a detrimental impact on the EI fund. Blanket resolutions like increasing the benefit rate to 70%, 

decreasing the number of hours to qualify to 360 or 420 hours, and increasing the duration of EI benefits 

for all are extreme measures that will cost the EI system dearly and represent an overreach to address a 

tiny segment of EI claimants (seasonal gappers).  

EI Premiums 

During recent HUMA study meetings, it has been suggested that premiums could increase to allow for 

expanded eligibility and benefits under the EI Program. It was noted that EI Premiums have decreased in 

the past few years. Let me be unequivocal: employers do not support an increase in the EI Premium 

Rate. Although the rate decreased from 2024, the amount that employers and workers pay in EI 

continues to go up each year. This is because the EI Premium Rate is multiplied against earnings. The 

threshold limit is the Maximum Insurable Earnings (which are calculated by the average weekly 

earnings) to determine the maximum amount workers and employers will pay into EI each year. As 

 
1 ESDC (2023). 2022-2023 Employment Insurance Monitoring and Assessment Report. 2022-2023-EI_MAR-
EN.pdf 
2 OSFI (2024). 2025 Actuarial Report on the Employment Insurance Premium Rate. Office of the 
Superintendent of Financial Institutions.2025 Actuarial report on the Employment Insurance Premium Rate - 
Office of the Superintendent of Financial Institutions 

https://www.canada.ca/content/dam/esdc-edsc/documents/programs/ei/ei-list/reports/monitoring2023/2022-2023-EI_MAR-EN.pdf
https://www.canada.ca/content/dam/esdc-edsc/documents/programs/ei/ei-list/reports/monitoring2023/2022-2023-EI_MAR-EN.pdf
https://www.osfi-bsif.gc.ca/en/oca/actuarial-reports/2025-actuarial-report-employment-insurance-premium-rate
https://www.osfi-bsif.gc.ca/en/oca/actuarial-reports/2025-actuarial-report-employment-insurance-premium-rate


average weekly earnings continued to increase the Maximum Insurable Earnings have also increased 

each year – for 2025 it will rise 4% to $65,700. Since 2021 it has increased by $9,400. 

In terms of real dollar amounts, the Maximum Employer Premium has increased 21% in the past four 

years, from $1,245.36 in 2021 to $1,508.47 in 2025 (see Table 1). In addition, employers pay the 

employer premium for all their employees. A business with 10 employees, whose employees are all 

making the Maximum Insurable Earnings, has seen their EI payments increase by $2,630 or $263 per 

worker. Raising the EI premium will have a significant financial burden on employers who are already 

dealing with the impacts of inflation, labour shortages, and lasting debt from the COVID-19 pandemic. 

Table 1: EI Premium Rates and Maximum Insurable Earnings, 2021-2025 

Year Maximum 
Insurable 
Earnings 

EI Premium Employer 
Rate 

Maximum Annual 
Employee Premium 

Maximum Annual 
Employer Premium 

2025 $65,700 $1.64 $2.30 $1,077.48 $1,508.47 

2024 $63,200 $1.66 $2.32 $1,049.12 $1,468.77 

2023 $61,500 $1.63 $2.28 $1,002.45 $1,403.43 

2022 $60,300 $1.58 $2.21 $952.74 $1,333.84 

2021 $56,300 $1.58 $2.21 $889.54 $1,245.36 

 

Entrance requirements 

HUMA Study participants have proposed a standard entrance requirement of 420 hours, regardless of 

the unemployment rate in their region. 

Employers do not support a change to 420 hours as this would place a significant financial burden on the 

EI Account, which would then need to be paid for through increased premiums. In 2022, the Institute for 

Research on Public Policy estimated the cost of a 420-hour entrance requirement on the EI Account: 

 + $8.3 billion - $10.3 billion in added expenses over 7 years, or approximately $1.2 - $1.4 

billion per year 

 As a result, the EI Premium Rate would increase by 4 - 7 cents3 

Maintaining the regional variation in the number of hours required to qualify for EI and basing that 

variation on the unemployment rate grounds the EI Program in labour market realities. It is not only the 

most cost effective but helps to maintain workers’  attachment to the labour force where possible.  

EI Benefit Rate  

HUMA Study witnesses have proposed increasing the benefit rate from 55% to 70%, this is unaffordable. 

The same 2022 IRPP study estimated the cost of increasing the benefit rate from 55% to 67%. This 

 
3 Institute for Research on Public Policy (2022). How to Modernize Employment Insurance: Toward a Simpler, 
More Generous and Responsive Program. EI-Report-FINAL.pdf  

https://irpp.org/wp-content/uploads/2022/05/EI-Report-FINAL.pdf


change alone would add $29.3 billion in added expenses to the EI Account over the next 7 years. As a 

result, the EI Premium Rate would increase by 21 cents.  

To put these costs into perspective - in 2023 the total operating expenses for the EI Account (Part I – 

Regular and Special Benefits) were around $20 billion. Increasing the benefit rate to 70% would more 

than double EI Operating expenses by 2031. 

The EI Account is already in significant debt as a result of the increase in claims related to the COVID -19 

pandemic and the EI temporary measures provided. We cannot consider adding any costs to the EI 

Account while this debt exists. 

Additional Considerations from Employers 

Ensure the EI Program does not create a disincentive to work 

Employers want to ensure that their valued and experienced workers stay on the job for as long as there 

is work to do – not just for as long as it takes to get their hours requirement for EI. Employers advise 

that seasonal workers have asked to be laid off as soon as they meet their minimum hours requirement. 

A uniform 420-hour entrance requirement could exacerbate this issue and reinforce a disincentive to 

work, when there is still a job available for these workers. Employers in seasonal industries are still 

facing significant labour shortages and cannot afford to cut their seasons short when workers request to 

go on EI. 

Better identify seasonal workers in the EI system 

Employers who engage workers on a seasonal basis are seeking a symbiotic working relationship. They 

want assurance that their trained and experienced workers will return to employment each year and 

employees want to have certainty that they will have a job to return to once the season begins again. 

Employers are interested in exploring better ways of identifying “seasonal workers” in the EI Program 

through a "seasonal layoff" option on the Record of Employment (ROE), with a recall date listed to 

demonstrate a truly seasonal position and the employer's intent to rehire once the season begins again. 

This administrative change will allow for better identification of seasonal workers – which will enhance 

intervention measures that address issues such as the Black Hole and strengthen the emphasis on a 

return to work for seasonal employees.  

Explore initiatives that promote job-matching 

Employers believe greater effort could be placed on supporting workers in finding seasonal jobs beyond 

the season in which they typically work (job matching in the off seasons). For example, a seasonal 

worker who works a summer job could also work during the fall, winter, or spring in other lines of work. 

Job matching is particularly critical in increasingly tight labour markets.  “There are jobs that seasonal 

workers can take during their off seasons to help the economy and ease the strain on the EI system. 



Reforms should be introduced to encourage that.” – Roundtable participant, ESDC What We Heard 

Report.4 

Strengthen EI Integrity Measures 

Employers request greater enforcement and integrity measures within the Employment Insurance 

program. If a claimant is required to be looking for work in order to receive EI benefits, there must be 

greater efforts made to track and validate job search efforts (such as a record of attendance at job 

interviews, tracking of job offers and acceptance). Employers continue to face significant labour 

shortages and are facing additional barriers with new hires not showing up for their first day on the job. 

They are concerned that EI claimants are applying under their obligation to look for work, with no real 

intention of ever taking the job. Additionally, they note that workers are doing cash jobs while on EI – 

effectively undercutting many seasonal industries. EI integrity measures must be re-evaluated and 

strengthened to ensure the EI program properly supports a return to the labour force for unemployed 

persons. 

Ease Working While on Claim Rules 

Employers are interested in investigating flexibilities under the Working While on Claim rules to allow 

seasonal workers to keep more earnings before reducing EI benefits. Employers saw this as a useful tool. 

It incentivizes workers to work in the shoulder- and off-seasons and would help retain experienced 

employees in those industries.  

Conclusion 

EI is a temporary measure to stabilize job loss – it is not meant to be a catch all for every employment 

issue. It is ill advised to attempt to solve the challenge of seasonal gappers with blanket changes to EI, 

especially when you consider the cost implications for this already debt-ridden program.  

To summarize, employers do not support any increase in cost to the EI program. includes lowering 

entrance requirements, increasing the benefit rate, duration of benefits, or any other changes that 

would result in an increase to the EI Premium Rate. Employers have put forward the following 

recommendations: 

1. Do not increase EI premiums. Raising the EI Premium Rate will have a significant financial 

burden on employers who are already dealing with the impacts of inflation, labour shortages, 

and lasting debt from the COVID-19 pandemic. 

2. Adding additional cost burdens - by enhancing benefits or eligibility requirements across the 

board - will have a detrimental impact on the EI fund. Blanket resolutions like increasing the 

benefit rate to 70%, decreasing the number of hours to qualify to 360 or 420 hours, and 

increasing the duration of EI benefits for all are extreme measures that will cost the EI system 

dearly and represent an overreach to address a tiny segment of EI claimants (seasonal gappers).  

 
4 ESDC (2022). Modernizing Canada’s Employment Insurance Program: Consultations – The What we Heard 
Report (Phase 2). Modernizing Canada’s Employment Insurance (EI) Program: Consultations – The What we 
heard report (Phase 2) - Canada.ca 

https://www.canada.ca/en/employment-social-development/programs/ei/ei-list/reports/consultations-what-we-heard-phase2.html#h2.4d
https://www.canada.ca/en/employment-social-development/programs/ei/ei-list/reports/consultations-what-we-heard-phase2.html#h2.4d


3. Ensure the EI Program does not create a disincentive to work.  

 

Sincerely, 

Nancy Healey 

Commissioner for Employers 

Canada Employment Insurance Commission 

 


