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Human Capital Investiment

Share of Employees Who Received Job Training from Current Employer?

a. Atany time prior to the survey.

b. May to October 1995.

¢. Transportation and public utilities.
d. Finance, insurance, and real estate.
e. Inthe 12 months prior to the survey.

Company
personnel

(Percent)
Job skills Formal Informal General skills Formal Informatl
Management 28.4 32.3 Basic 6.7 2.9
Professional and technical 30.9 27.7 Occupational safety 58.0 47.7
Computer procedures, Communications,
programming, employee development,
and software 38.4 54.3 and quality training 40.2 32.6
Clerical and Other 3.4 0.8
administrative support 18.7 30.1
Sales and
customer relations 26.6 30.9
Service-related 12.5 14.7
gercem
Wage and Salary Costs of Job Training® SOURCE OF FORMAL TRAINING®
(Dollars per employee) &0 b
Industry Formal Informal Internat External
70
Construction 195.0 551.6
Manufacturing 601
Durable goods 346.5 468.6 50 -
Nondurable goods - 353.8 238.1
TPU® 236.8 2345 or
Wholesale trade 149.4 3931 30 -
Retail frade 49.1 414.2 0k
FIREd 235.3 643.6
10 P
Services 252.4 465.7

Classroom Lectures and
instruction conferences

Qutside trainer

NOTE: Employees were surveyed from May to October 1895. Survey covers establishments employing 50 or more persons.
SOURCE: U.S. Depariment of Labor, Bureau of Labor Statistics, 1995 Survey of Employer-Provided Training, USDL 96-515, December 1996.

Human capital theory suggests that
training, whether formal or on the
job, enhances worker productivity
and thus leads to higher wages.
Training prepares new workers and
enhances the skills of existing work-

1.5, emplovees now re-

ers. More U5
ceive computer-related  training
from their current employer than
any other type of instruction. In
contrast, fewer than 10% receive

basic skills training, such as elemen-
tary reading, writing, and arithmetic.

Training is not without cost, how-
ever, in terms of the time that work-
ers would otherwise have spent at
their jobs. The value of that time
(hourly wage times the number of
hours spent in training) varies by in-
dustry, with formal training costs per
worker the highest in manufacturing
and the lowest in retail trade. An ad-

ditional cost consideration is over-
head, as nearly 76% of employees
receive their formal training from in-
house personnel.

Less training for part-time work-
ers is also consistent with human
capital theory. Given the greater
uncertainty and short-term nature
of part-time positions, corporations
are less willing to invest in these

(continued on next page)
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Human Capital Investment (cont.)
Percent Percent Hours
100 FORMAL JOB TRAINING: FULL-TIME VERSUS 120 FORMAL JOB TRAINING: AGE OF WORKERS 2
PART-TIME WORKERS AND AMOUNT OF TRAINING
While with current employer 100 -1
80 & Received training®

60

40

20

Fult time

Within the last 12 months

Part time

80 p—

60 —

20

Less than 25

Hours per worker®

25-34

35-44 More than 54

Age

45-54

Percent Hours
120 24
FORMAL JOB TRAINING: EDUCATION LEVEL t Ho rni b
OF WORKERS AND AMOUNT OF TRAINING ﬁl?ﬁggefgn{glgyl?mmg by Ea ngs Level
100 { -1 20
Received training® Earnings
b quartile Formal Informal Total
Hours per worker
80 p -~ 16
First 4.1 30.6 34.7
0= 7" Second 11.6 305 421
40 f= -1 8 Third 15.9 39.6 55.5
Fourth 2238 21.1 439
20+ i
0 . . - - 0
High school Some college Bachelor's
graduate or less degree or
higher

a. In the 12 months prior to the survey.
b. May to October 1995.

NOTE: Employees were surveyed from May to October 1995. Survey covers establishments employing 50 or more persons.
SOURCE: U.S. Department of Labor, Bureau of Labor Statistics, 1995 Survey of Employer-Provided Training, USDL 96-515, December 1996.

workers because they have a
shorter time in which to recoup
their costs. Similar patterns emerge
when one looks at the demograph-
ics of those who receive formal job
training. The youngest and oldest
employees receive far less training
than their middie-aged counter-
parts. Clearly, the tendency for
young people to job-hop and the
uncertainty of the new arrangement

cause employers to delay the in-
vestment process. Similarly, the fact
that older workers are nearing the
end of their careers impacts the
amount of investment allocated.

In much the same way, the mar-
ginal benefit to firms of training a
well-educated employee is greater
than for training someone with a
high school diploma or less. Edu-
cated already have a
knowledge base on which to build;

workers

therefore, money spent on training
activities is likely to yield even
greater benefits to the employee and
the firm. In addition, these workers
require more training just to main-
tain their given skill level.

Training costs are greater in high-
wage industries. Not only is the
work time forgone more expensive,
but the total hours devoted to train-
ing are also higher.
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