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This issue of Work and Family examines employer-
provided training among young persons over the 1986-90
peried. About 20 percent of individuals aged 25-33 in
1990 received company training during the S-year period.
Men were more likely to get training than women,
although much of this disparity stems from differences in
weeks worked by men and women. There is no gender dif-
ferential in receiving training among those with substan-
tial labor force attachment. Both education and aptitude
appear to have positive and independent impacts on the
receipt of company training. Those who had employer-
provided training spent about 24 hours per week in train-
ing for about 7 weeks. Among training recipients, the
iraining for men lasted twice as long as that for women on
average, and training among blacks lasted longer than
that for whites or Hispanics.

Overview
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ductivity growth in the United States. Slow productivity
growth is often aitributed to a lack of investment in edu-
cation and training. If this is true, improvements in edu-
cation and worker training may help the United States to
compete in the global market.

Although numerous studies examine the effects of edu-
cation and governmental training programs, research into
employer-provided training is extremely limited. This in-
formation gap about company training exists primarily
because there is a fack of comprehensive and representa-
tive data on actual investment in training. Also, because
much training occurs informally on the job, the extent of
training often proves very difficult to measure. This re-
port does not consider such informal training on the job.

The report presents information on employer-provided
training using data from the Youth cohort of the National
Longitudinal Surveys (NLS). These data describe a sam-

ple of young men and women who were between the ages
of 14 and 22 in 1979 and who havahean intarviawred annn-
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ally since that year. This survey contains some of the most
comprehensive data currently available on training
among young adults. Between the years of 1979 and 1986,
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Data from the National Longitudinal Surveys

the survey collected information about the occurrence
and duration of all government-sponsored training pro-
grams and all privately supported training that lasted at
least 4 weeks. In subsequent years, the training questions
in the survey changed in order to ask respondents about
all types of training (up to four programs) since the last
interview, regardless of duration. Potential sources of
training include business schools, apprenticeships, voca~
tional and technical institutes, correspondence courses,
company training, seminars outside of work, and voca-
tional rehabilitation centers. These sources of tralning ex-
clude any training received through formal schooling. It
is important to emphasize that the measures of training do
not capture informal training. Hence, any learning that
occurs through methods such as observing coworkers,
learning by doing, or speaking with supervisors is not
measured here.

Between 1986 and 1990, the age range of the young
waorkars in the samnle rhaneed from 2120 tn 25-313. The
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discussion focuses on who received training; the duration
of training, as measured in weeks; and the intensity of
training, as measured by hours per week. A comprehen-
sive measure of total hours of employer-provided training
over the time period is provided.

Employer-provided training received
Thelack of information on training prevents formation

of a consensus on who actually receives company train-
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a variety of individual charactenstlcs namely sex, race
and ethnicity, educational attainment, and score on the
Armed Forces Qualifying Test (AFQT), which is taken to
be a measure of aptitude. The AFQT score derives from
selected sections of the Armed Services Vocational Apti-
tude Test (ASVAR), and ranges in value from 0 to 105,
The Armed Forces consider an AFQT score as a measure
of “trainability,” and they use the score as a primary crite-
rion of enlistment eligibility.

! For a summary, see Charles Brown, “Empirical Evidence on
Private Training,” in Jnvesting in People, Background Papers, Vol. 1,

Commission on Workforce Quality and Labor Market Efficiency, U.S.
Department of Labor, Washington, DC, September 1989, pp. 301-330.




Table 1. The recelpt of company training from 1986 to 1980 among individuals age 21-29 in 19686

£mi n Individuals who worked 200 or more weeks
, . Mlire: cohort between the 1986 and 1990 inferview dates?
Characteristics s - P
Parcent wha Percant who Parcant of total
received training recaived training o

Total ... .. 20.4 23.9 ' 58,2
White ... eriee st i s s 21.3 24.3 - 81.2
Black ..o eivriivriimrrimrianiaareaan 17.4 21.7 45.1
]« T T 15.4 21.0 50.2
Less than high scheol ........ .. .. em s 7.6 10.1 40.1
High schoal graduate e 16.5 ig9 56.4
Some college . ....... e remrier i aaaaan 24.8 26.6 - 83.0
Collegegraduate . . .........oiivvnnnans 30.6 33.9 66.8
AFQT<50 .. 7.6 9.8 42.4
BO-AFOT =65 .. ......... ot 16.1 18.9 50.6
65 AFQT < B0 . 21.1 242 60.7
AFQT2B0 coiniiicnriinaainns P 27.6 283 B7.1
Men............... e : 22.3 228 67.0
White .. ... 23.2 23.2 i 70.7
Black ... .. .- 9.3 201 49.5
HISPanic .. .oovimcicrsseaireninranns 18.2 218 60.8
Lass than high school . ... .o viianans 6.8 a5 54.3
High school graduate .. ........ 18.4 18.3 67.4
Somecollege. ... ...viiiiann- .- 28,5 27.4 68.4
College graduate . ......ooiieenneeannan 33.4 33.2 721
AFOT 80 e 8.1 9.4 82.8
502 AFQT <65 18.3 18.3 . 618 ~
652 AFGT <80 . 23.2 229 70.7
AFQT=80 ........ 30.2 288 73.8
WOIIBN .. cenesiiaonmrvnnes 2o 18.4 254 . 49.3
White ces 19.4 26.0 51.8
Black 15.4 23.7 40.6
Hispanic ’ P 12.4 19.8 39.6
Less than high school a8 15.0 227
High school graduate 14.5 19.9 45.0
Some college , ... .oeuno-- . 21.6 25.7 58.2
College graduate . ......ccoeeenmennnnnn 276 34.8 81.3
AFQT <50 ...oun.., 7.1 10.2 25.6
50.cAFQT <65 ... 14.1 19.7 40.7
65 AFQT <80 ,, 19.2 259 51.7
AFQT=80 ... 24.7 (e ] 59.9

' Bacause the 1986 intarviows were conducted primarily in the wirtar and
spring, and the 1830 intarviows occurrad pradominantly in the summer and

I'all the maximum number of weeks worked betweer! intarview dates ranges
from 234 to 260.

Acquisition of company training depends on decisions
of both the firm and the individual worker. The receipt of
training is also largely a function of labor force attach-
ment, because those who spend more time working have
more opportunities to receive training. Table 1 thus also
indicates the receipt of training by those who worked 200
weeks or more over the 1986490 tim&span

At o 360 AF tha indiceiAanis tha rals~et
Avbout one-rifih of e u.lu:vnuum ul e ConoItl re-

ceived company training between 1986 and 1990. This
estimate of training is somewhat higher than suggested by
previous research, but these other studies are usually
restricted to training obtained through the current
employer. Men were much more likely to receive em-
ployer-provided training than women (27 percent versus
19.4 percent). This finding is driven primarily by the low
receipt of training among women who are not strongly
attached to the labor force. The probability of receiving

Source: National Longitudinal Survey of Youth

training among women who worked 200 weeks or more
closely resembles that of men who worked 200 weeks or
more.?

Whites were more likely to receive training than blacks,
and blacks were more likely to receive training than His-
panics. The differential between blacks and Hispanics
does not exist for those who worked 200 weeks or more.

For the most part’ more adncated workers were mora

likely to receive training. In addition, the likelihood of
receiving training increased with AFQT score.

Amount of training received
Table 2 provides information on the duration (weeks),
intensity (hours per week), and total hours spent in train-
ing for training recipients. Individuals who had em-
2 Although the percentage of women who received training is greater

than that for men among those who worked 200 weeks or more, this dif-
ference is not statistically significant at the 90-percent confidence level.
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Table 2. The amount of company training received from
1988 to 1890 among thoss who recsived company training
for Individuals age 21-29 In 1588

Average Average Average
Charactaristic number hours number
of weels r week of hours |
in training | In training in training
Total .................. 7.0 23.6 183.5
White ......ooaviiiiiiann 6.8 23.4 178.2
Black ............... 8.0 25.0 218.8
Hispanic ,.............. 6.6 243 184.2
Less than high schoal .. .. 8.6 22,6 . 121.7
High scheal graduate . ., . 6.1 22.7 154.6
Some college........... 77 25.3 209.4
College graduate ........ 7.3 233 202.0
AFQT <50 ... vnveee. 6.7 238 174.2
S0 AFGT <65 _........ 64 23.5 161.9
B5cAFQT<BO ......... 8.4 24.0 185.0
AFQT=80 ............. 7.4 234 189,1
Mon.........ooiueea.s 7.8 27.0 2411
White .....oeviiiia.. 7.4 269 234.4
Black .......o0viiniiois 10.0 27.5 2954
Hispanic ...........c... 7.5 26.4 2185
Less than high schaol , ... 6.3 240 96.1
High school graduate . . .. 7.0 25.3 197.1
Some college . .......... 2.1 289 2813
College graduate . ....... 7.8 277 275.5
AFQT <50 ....covnvians 7.4 24.5 207.8
SOcAFQT <65 ......... 7.1 26.1 207.8
65 AFCIT <80 .. ..., 78 275 2708
AFQT=80 .....cccun-.- 7.9 27.3 240.5
Women ............... 58 19.4 112.0
White .....oveeeeenne 6.1 19.0 109.9
Black ..........ovnvueen 5.4 21.7 120.1
Hispanic ........ccoun.. 5.3 20.9 1304
Less than high school |, ., 7.0 21,3 146,5
High schaol graduate ..., 5.0 19.3 98.2
Somecollege........... 6.1 21.2 127.3
College graduate . ... .... 67 1.7 108.2
AFQT <S50 ........oo.t. 5.7 22.8 126.3
B0 AFQT <65 ......... 5.8 20.5 109.2
65 AFQT <80 ......... , 49 20.2 92.9
AFQT=2B80 ..oooviveenns 6.6 18.3 120.9

T Average total hours are calculated by taking the broduci of waeks and
hours per week and computing the mean. Average total hours do not neces-
sarily equal the product of average weeks and averaga hours per week.

Source: National Longitudinal Survey of Youth

ployer-provided training spent 7 weeks in training over
the 5-year period on average. Men averaged about 2
weeks more in training than women. Interestingly, among
men, blacks spent more weeks in training on average than
whites or Hispanics. This finding results from the longer
duration of training of black men, who typically received
10 weeks of training, whereas white and Hispanic men
averaged about 7 weeks of training. In contrast, black
women spent fewer weeks in training than white women
and about the same number of weeks as Hispanic women.

Young persons with AFQT s¢ofes higher than 80 had
longer durations of training than others. This result is
mainly driven by women with scores above 80, who had
longer durations of training than other women.

The intensity of employer-provided training, as mea-
sured by hours per week, averaged 23.6 for training recip-
ients. Intensity varies substantially by gender; men spent
over 7 hours more per week in training than women on
average. Training intensity differs very little by any other
characteristic.

Due to the small differences in training intensity, most

 of the differences in average total hours in training mirror

the differences in weeks of training. Overall, individuals
were provided, on average, 183.5 hours of company train-
ing.? Men averaged over twice as many hours in training
as women, and blacks averaged more hours in training
than whites and Hispanics. Among males, high school
dropouts received considerably fewer hours of training
than those with more education. Among females, His-
panics received more hours of training than blacks on
average, and blacks spent more hours in training than
whites.

Although the receipt of company training follows fairly
clear patterns by race, education, and aptitude, the time
spent in training does not follow these same patterns.
Because the patterns of receipt of employer-provided
training differ from the patterns of time spent in company
training, the receipt of training and time spent in training
should probably be considered as two distinct concepts.

Education and aptitude

When examining training, researchers commonly face
a problem in estimating the direct impact of education on
training. The resulis from the previous section and from
prior studies indicate that more educated workers are
more likely to receive training. More educated workers,
however, probably have a higher aptitude for training,
and the information in table 1 indicates that high aptitude
also correlates positively with the receipt of training.
Consequently, the relationship between education and
training may reflect the influence of both aptitude and

_education on training.

In an attempt to examine the differential effects of
education and aptitude on training, table 3 displays the
incidence of training by AFQT score within e¢ach educa-
tional category. The data indicate that the receipt of train-
ing is positively associated with aptitude within each
educational category, and this implies that aptitude plays
a role independent of schooling in the receipt of training.
Still, education also appears to affect the receipt of train-
ing independently, given that for each AFQT level, those
with more education are more likely to receive training.
A complementary relationship apparently exists between
training and both education and aptitude.

There appears to be no overail pattern in duration or
intensity of training by AFQT levels within educational

3 Average total hours are calculated by taking the product of weeks
and hours per week and computing the mean, Averags total hours donot
necessarily equal the product of average weeks and average hours per
week. .
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Tabls 3. Variation In the recaipt, use, and amount of company training recelved within educationat category

by AFQT acore from 1986 to 1990 for lndlvl:lualu ago 21-29 In 1986

Among 1hose who received company tralning
Percent - -
Education/AFQT score who recaived Average number Average Average number
training of weeks In hours per week of hours In
training in training training

Leas than highsacheol ............. R 7.6 686 226 1217 ... .
AFQT <S50 ... vviiivriiianeenes 5.6 7.6 ) 20.9 ’ 138.7
S0cAFQT<B5 ...oeonnun.. P, 10.3 5.1 227 . = 98.2
BExAFOT <80 ..oooitinaal. P - 111 6.7 23.2 66.5
AFQT280 . iveritiirararnir i iaaans - - 13.9 7.0 32.6 230.8
High school graduate .............,.. 16.5 6.1 227 154.6
AFQT 250 ©o'viercenennnss ——— 7.9 54 26.1 1515

50 AFQT <65 ....... beveaaa- 15.0 5.8 222 119.6
6o AFQT <80 ..vvinvnaes PR 18.6 6.1 218 170.2 -
AFQT280 ..ot iiiiiii i 22.3 65 23.0 161.5
Somecollege . .............oninl.. 24.8 .7 253 . . 209.4
AFQT<S50 ..o iiviiiiiiiiannns s 134 9.8 24.6 239.4
BO0xAFQT <65 .........oils 21.2 7.1 27.3 178.1
B8 AFQT B0 ... il ; . 252 7.4 23.¢ 238.0
AFQT=80 ......coviuvnnnnn rraeeaaan . 27.4 7.8 253 191.2
Collage graduate .. ... ... ... .. . - 30.6 7.3 23.3 R 202.0
AFQT50 .o cim e idennns 24.2 5.5 13.9 61.8
50 AFQT <65 .. ...0nen-. - — 26.7 9.7 22.6 268.7
65 AFQT <80 ...... e reerraaane . 28.1 5.4 24.5 158.4
AFQT=80 ..oiiviiiiciaanns P 313 . 7.5 23.2 . 198.8

category. High school dropouts with AFQT scores
greater than 80, however, average many more hours of
training than other dropouts. College graduates with
AFQT scores below 50 average less than half as-many
hours of training as other college graduates. These find-
ings provide some evidence that there are distinctions in
total hours of training by aptitude within education levels.
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Two recent research projects have used earlier years of
the NLS Youth cohort to investigate the determinants
and consequences of postsecondary training.* Both of
these projects examined company training as well as a
number of other forms of training. A study by Lisa Lynch
shows that private sector training plays an important role
in determining wages and wage growth for noncollege
bound youth. In particular, training received from pro-
prietary institutions appears to be useful for increasing
wages. Lynch also finds that company training increases
an individual’s wages only in the firm providing the train-

ing, even for workers in their first jobs.

A group of studies conducted by James Heckman,
Stephen Cameron, and Peter Schochet analyzes a variety
of nonacademic - -training- options available -to young
workers. The studies indicate that the economic rewards
from private training are greater the longer the duration
of training. The effect of 6 months of off-the-job training
or training in the military is estimated to equal between 1
and 2 years of coilege education. The research also finds
that those who complete their education with a high
school equivalency degree obtained through the General
Educational Development (GED) exam do no better in
the labor market than high school dropouts with similar
years of training.

# See Lisa Lynch, “The Impact of Private Sector Training on Race
and Gender Wage Differentials and the Carser Patterns of Young

Workers,” NLS Discussion Paper No. 8; and James Heckman, Stephen
Cameron, and Pctcr Schochet, “The Determinants and Consequences of
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15. For a copy of either of these reports, contact National Longitudinal
Surveys according to the instructions given in the technical note.




Technical Note

Data in this report are from the National Longitudinal
Surveys (NLS), which the Burean of Labor Statistics
(BLS) sponsors. The Burean contracts with the Center for
Human Resource Research of The Ohio State University
to manage the surveys and provide user services. The
NLS were begun in the mid-1960’s with the drawing of
four samples: Young Men who were 14-24 years old as of
January 1, 1966, Young Women who were 14-24 years
old as of January 1, 1968, Older Men who were 45-59
years old as of January 1, 1966, and Mature Women who
were 30-44 years old as of January 1, 1967. Each sample
originally had about 5,000 individuals with oversamples
of blacks. In the early 1980’s, the Young Men and Older
Men surveys were discontinued. The two women’s sur-
veys continue and are currently collected every 2 years.
The Bureau of the Census undertakes the data collection
for BLS.

In 1979, a new cohort was begun with a sample of over
12,000 young men and women who were 14-21 years of
age as of January 1, 1979. It includes oversamples of
blacks, Hispanics, economically disadvantaged whites,
and youth in the military. The military oversample was
discontinued after the 1984 survey, and the economically
disadvantaged white oversample was discontinued after
the 1990 survey. This survey is called the Youth cohort,
and the cohort members have been interviewed every year
since it began. The data collection for the Youth cohort is

undertaken by NORC (National Opinion Research Cen-
ter), a social science research center affiliated with the
University of Chicago.

The data in this report are weighted so that the sample
is representative of the age group studied. The sample in-
cludes those individuals who were respondents in 1990,
and the 1990 sample weight is used. All inferences that
are discussed in the text are statistically significant at the
90-percent confidence level. Due to sampling variability,
small differences between estimates that are not discussed
in the text should be interpreted with caution. For a
detailed explanation of the NLS, see NLS Handbook 1992
(Center for Human Resource Research, The Ohio State
University) or BLS Handbook of Methods (U.S. Depart-
ment of Labor, September 1992, Bulletin 2414). For in-
formation about the NLS, or to be placed on a mailing list
for this publication, write to National Longitudinal
Surveys, Bureau of Labor Statistics, Office of Research
and Evaluation, 2 Massachusetts Ave., NE., room 4915,
Washington, DC 20212-0001, or call (202) 606-7405.

Information in this report will be made available to sen-
sory impaired individuals upon request. Voice phone:
(202) 606-STAT; TDD phone: (202) 606-5897; TDD
message referral phone: 1-800-326-2577.

Material in this publication is in the public domain and,
with appropriate credlt, may be reproduced without
pcn‘n_‘lsslon sw W IS PAHVE FRIT W




