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ABSTRACT

The purpose of this study was to describe the types and frequency of formal 

training in the largest private establishments in Centre County, Pennsylvania. For the 

purposes of this study, formal training, as described by the Bureau of Labor Statistics in 

1995 is training that has a structured, formal, and defined curriculum; it may be conducted 

by supervisors, company training centers, businesses, schools, associations, or others. 

Formal training includes classroom work, seminars, lecturers, workshops, and audiovisual 

presentations.

This description of training was based on information obtained from businesses, 

training managers, and human resource personnel, and included information on business 

policy and practices as well as actual training activities. The study consisted of the largest 

fifty private employers in Centre County, Pennsylvania, as provided by the Bureau of 

Labor Statistics and covered the time period of May through October 1998.

Analysis of the data revealed that an average of 3.7 hours of formal training per 

employee was provided during May through October 1998. An average of 0.4 training 

activities was provided to each employee.

The smallest establishments (100-250 employees) provided the most formal training 

with an average of 6.4 hours per employee. Establishments in this size category also 

provided the most training events per employee with 0.9 events being offered during this 

reference period.

The survey revealed that most establishments provide less than one hour of training 

within each skill category. Production/construction training was offered more than any 

other type of training at 0.9 hours per employee.

During 1997, wages and salaries of both full-time and part-time in-house trainers 

accounted for the largest spending category with $183 per employee. Establishments spent
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$58 per employee on tuition reimbursement, $65 per employee on outside trainers, and $ 12 

per employee on contributions to outside training funds.

The number of hours of formal training per employee, in general, seems to be no 

higher among establishments with particular employee benefits and specific workplace 

practices compared to the average of all establishments.

The major recommendations were to repeat the survey in other locations and using 

various populations.
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Chapter I 

INTRODUCTION

In an era of man-made brainpower industries, individual, corporate, and 

national economic success will all require both new and much more 

extensive skill sets than have been required in the past. By themselves skills 

don’t guarantee success. They have to be put together in successful 

organizations. But without skills there are no successful organizations.

(Thurow, 1996, p 76)

Background of the Problem

Today’s workplaces are changing. The workers are different. The jobs are 

different. The skills, knowledge, and education requirements are different. There is 

agreement that these changes are occurring, but is our nation responding, and to what 

degree?

The industrialized nation of the early nineteenth century had jobs requiring 

repetition and muscle. Most of America’s workers were employed on farms, factories, or 

mines. These positions required the use of psychomotor skills that were conducive to the 

fixed, assembly-line work that predominated of the time. By the end of World War H, a 

transformation began when nearly 80 percent of all U.S. jobs shifted from the factory and 

farm to the desk, store, or service industry. Forces such as increased competition, the 

global restructuring of world markets, and technological advances in the workplace caused 

another massive change that started in the late 1970s. These forces continue today.

Since the 1970s, business has sought solutions that would improve employee 

productivity. The first phase of this drive for competitiveness included the installation of 

high-tech equipment and computers into most offices and plants. This strategy worked in 

some establishments and began to turn things around by the early 1990s. However, we
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now know that equipment alone is not the solution. High-tech, computer-driven equipment 

can only be efficient when operated by sufficiently educated employees.

The implementation of this technology caused dramatic downsizing in many firms, 

a process that continues today. As a result of fewer employees in the workplace and new 

technologies, new approaches to training and development are needed because tasks now 

require a combination of large amounts of new knowledge and high workloads. The 

productivity in today’s workplace demands innovative workforce education training that 

creates better universal worker thinking skills. Past methods included behavior-based 

training and teaching what to think. Today’s programs are more cognitive-based and train 

how to think.

Not only has the shape of jobs changed, so have the workers and their 

responsibilities. The new workplace is characterized by many complex tactical and strategic 

tasks. This setting is very different from the assembly line of the past ninety years that 

emphasized unvarying, rote, fixed procedural sequences relying primarily on psychomotor 

skills.

According to the Workforce 2000 industry report (Klein, 1990), the workforce 

continues to shift from manufacturing to service employment, a trend that has contributed 

to the decrease in the availability of low-skill jobs. Klein’s report emphasizes the need to 

invest in human capital to address the inevitable mismatch between skills and jobs.

In response to this changing workplace, human capital-the education and training 

of the workforce-is becoming more critical than ever before. The impetus for this thinking 

comes out of growing social concern over the nation’s inadequate use and development of 

the human capital of its citizens, and out of the awareness that better use of our human 

resources is necessary to maintain the long-term economic strength and social health of the 

country. People are, and will continue to be, our most important asset. To ensure 

appreciation of human capital, continual investments must be made.
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Today’s managers, technical workers, support staff, and production workers need 

training in areas such as reading, math, grammar, management writing skills, office 

practice, computer skills, software knowledge, English as a second language, foreign 

language skills for business, problem-solving abilities, and various other technical 

education areas (Gordon, 1997). These training areas are the workforce education areas 

that TQM, ISO 9000, and other advanced managerial quality-control systems have 

determined to be the minimal abilities of all production or service employees.

Workforce development-the training, education, and development activities that 

prepare individuals for employment opportunities-has become a very important issue for all 

players in the workforce. Within Pennsylvania alone, five different state departments 

administer 36 major education and job training programs. Over 1,000 providers of 

education, job training, and employment bureaus service the workforce development needs 

of the state. These programs span 28 Service Delivery Areas (SDAs), eight Industrial 

Resource Centers (IRCs), 108 County Assistance Offices (CAOs), 501 school districts, 

and 52 Area Agencies on Aging (AAA), as v/ell as foiir Ben Franklin Technology Centers,

7 local development districts, and 43 community action programs. However, employer- 

provided training is the primary mechanism for human capital investments once individuals 

move from the structured school system into the working class.

During most of the twentieth century the nation’s schools were expected to produce 

mostly a grunt labor force of minimally educated adults working at mass-production, 

assembly line jobs. Larger number of public school students were never expected to 

achieve better than fourth-to-sixth grade reading, writing and math abilities. Since 1900 

about 20 percent of the American population has remained at this education level (Gordon, 

1997).

Technology and international trade have forced educational expectations for 

workers up to at least the twelfth-grade level. By the year 2000, 80 percent of all jobs 

throughout America will match these educational requirements (Gordon, 1997).
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Workforce education is a new strategic business paradigm that encompasses 

twenty-first-century educational and training standards. Investments in human capital are 

the strategic link to productivity, business innovation, renewed employee commitment, and 

competitive advantage (Gordon, 1997).

While there are a number of theories as to why wages increase over an individual’s 

work life, a commonly accepted interpretation is that upward sloping wage profiles reflect 

investments in human capital, particularly investments in job training (Veum, 1995). If 

Veum’s assessment is accurate, the growing concern regarding the decline of real wages of 

less educated workers is a valid issue that requires attention (Levy & Mumane. 1992). 

Statement of the Problem

Human capital-the skills, knowledge, and talents of the workforce-is more vital to 

our nation than ever before. Unfortunately, we know little regarding the scope of 

workforce training in the United States. Despite growing interest in training as a means to 

improve company performance, little information regarding investments that are made in 

human capital by today’s employers is available because modem accounting systems do not 

track this expenditure. As a result, this investment is often treated as a cost on corporate 

balance sheets as opposed to an asset.

Without accurate information regarding training investments, it is impossible to 

determine how training affects a corporation’s profits and earnings. Consequently, returns 

resulting from training cannot be measured, and companies are more reluctant to invest in 

additional training.

To remain competitive and to address the growing social concern regarding 

inadequate utilization and development of people and the awareness that long-term 

economic strength and social health of the country depends on people, it must be 

determined if and how employers are investing in this very important asset.
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Purpose of the Study

The purpose of this research study was to determine the amount of employer- 

provided training within the largest private establishments in Centre County, Pennsylvania. 

The study attempted to identify the incidence, intensity, and expenditures related to 

employer-provided training.

The study also investigated how the incidence and intensity of training are related to 

a number of establishment characteristics, such as size, industry type, part-time and 

contract employment, the adoption of alternative workplace practices, and various 

employee benefits.

Significance of the Study

This study was significant because it provided much needed data on the topic of 

employer-provided training. The study results also allowed some comparison with the little 

existing data that was currently available to determine the recent trends. The information 

gathered established a baseline for measuring future trends in the training industry.

There is consensus that people are our nation’s best asset. However, few attempts 

have been made to determine if investment is being made into this very important asset. The 

finding of this study will give decision-makers clear information regarding needed 

resources and long-term training plans. It is important to know what, when, and how much 

training is being conducted in order to develop effective and efficient future programs 

Research Questions

This research study will address the following questions concerning employer- 

provided training:

Question 1.

How much formal training are Centre County’s fifty largest private employers 

providing?
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Question 2.

What are the most common types of formal training being provided by Centre 

County employers?

Question 3.

How much are Centre County’s largest private employers expending on formal 

training of their workforce per year?

Question 4.

Is employer-provided formal training support varied across differing business 

characteristics?

Limitations

Ail information used in this study was collected from training managers, human 

resource managers, or establishment owners. When an establishment did not have a 

designated training manager, the information was requested from the person most likely to 

know the information. There was no interaction or data gathered from establishment 

employees.

This study focused on formal training provided by Centre County employers. For 

the purposes of this study, formal training, as defined by the Bureau of Labor Statistics in 

1995, is training that has a structured, formal, and defined curriculum; it may be conducted 

by supervisors, company training centers, businesses, schools, associations, or others. 

Formal training includes classroom work, seminars, lectures, workshops, and audiovisual 

presentations.

Informal training is training that is unstructured, unplanned, and easily adapted to 

situations or individuals. Examples of informal training would include having one co­

worker show another how to use a piece of equipment or having a supervisor teach an 

employee a skill related to his or her job.

Participants for this study included the fifty largest private employers in Centre 

County as ranked by the Department of Labor and Industry, Bureau of Research and
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Statistics (BLS, 1997). Although some of the firms included in the study operate at 

multiple locations, the respondents were asked to provide information only for the 

operation located in Centre County. All participating establishments fall within one of the 

standard industrial classifications listed below in Table 1.

Table 1

Standard Industrial Classifications

Standard. Industrial Classification Code

Mining SIC 10, 12-14

Construction SIC 15-17

Nondurable Manufacturing SIC 20-23, 26-31

Durable Manufacturing SIC 24, 25, 32-39

Transportation and Public Utilities SIC 41. 42, 44-49

Wholesale Trade SIC 50,51

Retail Trade SIC 52-59

Finance, Insurance, and Real Estate SIC 60-65, 67

Services SIC 07, 70, 72, 73, 75, 76. 78-84, 86, 87, 89

The survey did not reflect estimates of wages and salaries of employee’s time spent 

participating in training activities. Field tests revealed that information on the total dollar 

amount spent on training (training budgets) would be very difficult to uncover because 

costs on materials and overhead were not available. Other expenditures mch as training 

equipment, space, and travel expenses were not included in this study. This approach 

replicates the Bureau of Labor Statistics study conducted in 1995. The BLS study 

experienced similar problems gathering financial information and did not include 

expenditures such as employee’s time spent in training activities, training equipment, 

space, and travel expenses.
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Much of the study deals with activities that occurred during the 1997 calendar year.

The training log portion of the study asked participants to report on a “typical” two-week

training period. This was done because some industries have obvious peak periods when

training activities are affected. Although this process is somewhat subjective, it was the

best way to gather the appropriate information from the various industries.

Types of Training

The types of training investigated in this study are defined as follows:

• Basic reading, writing, and arithmetic skills training - training in elementary reading, 

writing, arithmetic, and English language skills, including English as a second 

language

• Occupational safety training -  training that provides information on safety hazards, 

procedures, and regulations

• Employee health and wellness training -  training that provides information and 

guidance on personal health issues such as stress management, substance abuse, 

nutrition, and smoking cessation

• Orientation training -  training that introduces new employees to personnel and 

workplace practices and to overall company policies

• Awareness training -  training that provides information on policies and practices that 

affect employee relations or the work environment, including Equal Employment 

Opportunity (EEO) practices, affirmative action, workplace diversity, sexual 

harassment, and AIDS awareness

• Communications, employee development, and quality training - training in public 

speaking, conducting meetings, writing, time management, leadership, working in 

groups or teams, employee involvement, total quality management, and job 

reengineering
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Job skills training

• Management training - training in supervising employees and in implementing 

employment practices (e.g., conducting employee appraisals, managing employees, 

resolving conflicts)

• Professional and technical skills training - training in professional areas such as 

engineering, nursing, accounting, science, law, medicine, training, education, and 

business; or in technical areas such as drafting, electronics, and medical technology

• Computer training - training in computer literacy, security, programming, use of 

standard commercial and other software, and methods for developing software 

applications

• Clerical and administrative support skills training - training in areas such as typing, data 

entry, filing, business correspondence, recordkeeping, budget, and payroll

• Sales and customer reladons training - training in areas ranging from maintenance and 

improvement of customer relations to specific selling techniques (e.g., dealing with 

angry customers, information about a specific product line)

• Service-related training - training in the traditional service occupations such as food, 

cleaning, protective, or personal services (e.g., waitressing, cooking, dishwashing, 

childcare, tailoring, barbering)

• Production- and construction-related training - training in operating or repairing 

machinery and equipment; manufacturing, assembling, distributing, installing, and 

inspecting goods; and constructing, altering, or maintaining buildings and other 

structures

Assumptions

It was assumed that the training activities reported were based on activities that

occur only at the Centre County establishment. Any activities that occur at another location

were not documented.
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This study collected information regarding formal training from training managers, 

human resource managers, and establishment owners. It was assumed that these 

individuals were aware of all formal training activities that occur within the establishment.

Participants were asked to report on a “typical” two-week training cycle. It is 

assumed that this report is representative of what actually occurs at the establishment.

The final assumption was that the information collected was dependent upon the 

honesty and accuracy of the respondents.
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Chapter II 

REVIEW OF THE LITERATURE

Why Workforce Development...If economic opportunity is to be available 

to every Pennsylvanian, we must recommit ourselves to the development of 

world-class education, skills and training. A highly effective workplace is 

the key to making Pennsylvania a national leader, global competitor, and 

most importantly, a job creator. (Ridge, 1996, p .l)

Discussion of Human Capital Investment Need

The American Society for Training and Development has estimated that 90 percent 

of all new jobs in the 1990s and beyond will require post-secondary levels of reading, 

writing, and math. Their findings go on to report that only half the new entrants into the 

workplace will have reached these levels.

The United States Department of Education (1993) estimated that over 80 million 

American managers, support staff, and production workers today compose an inadequately 

skilled and poorly educated job force. In another report, the Department of Education 

claimed that half of American adults were close to functionally illiterate.

Avishai (1994) stated that the clear separation between the public and private sector 

is now changing the “business social compact.” Corporate involvement in education and 

training has become a business responsibility that requires local collaboration with unions 

and schools on spending, curriculum development, and career education programs.

In response to the changing workplace and economic upheavals in the past two 

decades, corporate America has merged, downsized, invested in technology, and 

restructured their organizations. Despite these efforts, the nation continues to struggle to 

regain a competitive edge. Mosca (1997) stated that United States companies have realized
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that they cannot compete in a global market without boosting productivity and keeping 

payrolls lean. As a result, the competitive marketplace and undependable economy is 

causing an unwillingness to hire, especially in small and midsize companies. Costs 

associated with full-time employees continue to rise far faster than the inflation rate. Mosca 

(1997) reported that the cost of machinery had risen only at an annual rate o f 1.8 percent 

compared to benefit costs, which had risen at an annual rate of 6.2 percent. Therefore, 

there is a definite advantage to invest in equipment rather than employees. One example of 

choosing capital equipment instead of human capital would be the huge investment in 

information technology, which has computerized many clerical tasks.

Schuler (1994) predicted that jobs will be restructured by the year 2000. During the 

late 1970s and through the early 1990s, organizations changed and restructured. He 

believed that it was now time for jobs to be restructured. Schuler (1994) believes that most 

of the job growth would be in the service-producing areas. He thought that low'-skill jobs 

will all but disappear. The job market for highly skilled professionals will grow rapidly, 

and new jobs will be demanded. More education, higher levels of language, math, and 

reasoning skills, and the ability to manage complexity will be reqOired. Concurring with his 

opinion that changes must occur beyond the organization, Harris and DeSimone (1994) 

said companies need to focus not only on the development of their organizations, but on the 

development of their employees.

Contrary to most opinions, Bridges (1994) claimed that the fault did not lie within 

the problem of overseas competition. He believed that the job as society knows it is 

disappearing. He discussed that in the early nineteenth century, jobs emerged as part o f  our 

industrializing nation. Mass production and large organizations created those jobs, which 

are now disappearing.

Useem (1993) stated that managers and employees faced a common problem. The 

quality of public schooling across the nation had seemingly decreased, but the demand for 

well-educated employees had increased. Both Useem (1993) and Schuler (1994) agreed
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that the future worker will have to possess a comprehensive education. A 1991 Harris 

survey found that a majority of adults involved in the hiring process felt that only 52 

percent of high school graduates interviewed possessed the skills required for entry-level 

positions. Mosca (1997) stated that, in order to compete in a rapidly changing economy, 

organizations will have to make an investment in employee education. The workforce of the 

future will be formed with employees who are independent agents and who are accustomed 

to change. Since change cannot be stopped, workers must take action to adapt by 

developing skills that will provide them with work.

In an increasingly competitive economy, employers may be tempted to emphasize 

short-term cost savings over longer-term gains. As a result, some companies may 

be reluctant to invest in employee career training and development. Such reluctance 

would be misguided, however, because in order to stay competitive, today’s 

companies need workers who can easily adapt to the demands of new technology 

and job responsibilities. (Pearse, 1997, p. 33)

Corporations such as Motorola practice continuous employee education programs that are 

part of their short- and long-term strategic planning. Motorola documented the savings 

earned by training people in problem-solving methods and statistical process-control and 

found that the rate of return was about thirty times the training dollar invested (Gordon, 

1997).

Our current management and professional education systems need an immediate and 

radical overhaul because they are not adequately preparing individuals for today’s changing 

workplace. The reengineering of these systems is required to train and develop knowledge- 

workers for career success in the emerging information age (McCanna & Pearse, 1997).

Human capital investment is a new way of looking at employees’ costs and outputs, 

as opposed to the old industrial-age view of employees primarily in terms of labor costs. 

Thurow (1996) strongly asserted that it is human capital-and no longer merely money, 

materials, and machines-that gives today’s corporations their competitive advantage.
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Gordon (L994) showed that business will continue to offer basic training such as 

supervision, management, and service and assembly behaviors (see Figure I). These are all 

fundamental to how any business operates and makes a profit. The difference in this 

component is that the training will be offered not only to managers, but also to most 

employees. The rationale for this is based on the belief that employees are not able to solve 

work problems unless they understand how the company operates and how their individual 

work influences the final service or product.

Gordon believed that most businesses will add the second triad component, skill, to 

address the need of individuals to improve overall comprehension through better writing, 

math, reading, foreign language, or English as a second language. These are important 

components because of increasing competitive pressure from the global economy.

The final component of the triad is education. Gordon believed that the education 

component is possible only after the two base employee development components are 

addressed.

Becker (1962) and Mincer (1962) suggested some time ago that on-the-job training 

investments are likely responsible for a significant part of the wage growth that occurs in 

the early years of tenure. While economists have long been aware of the importance of on- 

the-job training, current knowledge about its quantity and its returns is still scarce. Becker 

(1962) developed a model showing that the effect of training on wages and mobility can be 

expected to depend crucially on the degree to which the training is specific or general.
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How are we going to provide it?

*
What are we going to provide?

BASIC BUSINESS QUESTIONS

Figure 1. Illustration of Gordon’s Concept o f the Workforce Education Triad (1994).

As can be seen in the literature, there is a need to invest in our employees. 

Regardless of the conflicting reasons why our nation is in its current situation, there is 

agreement that action must be taken to remedy the current state and that workforce 

development efforts-investing in people- is the solution.

Prior to this study, few attempts have been made to determine if employers are 

responding to this crisis and actually investing in their workforce. Although some studies 

have been conducted, the response rates have typically been low, and many of the results 

have been based on subjective interpretation. The following section outlines past studies 

that have addressed this topic.

In general, there is little quality data available on the amount of training being 

provided and on the costs of training. This deficiency is due to the difficulty in measuring
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these variables. Further, there appears to be no universally accepted definition of the term 

training. As a result, the types of information vary greatly from one survey to another. 

Previous Studies Investigating Employer-Provided Training

Bureau of Labor Statistics fSEPT95L

The Bureau of Labor Statistics (BLS) conducted the 1993 and 1995 Survey of 

Employer-Provided Training (SEPT) (Bureau of Labor Statistics, 1996). The 1993 study 

generated a comprehensive base of information on the nature and existence of formal 

training provided or financed by employers. Nearly 12,000 private establishments of all 

sizes were surveyed to determine what types of formal training were provided during 1993.

The 1995 survey was a more comprehensive study that provided information on the 

amount of formal and informal training provided by employers as well as the amount 

employers spent on selected training expenditures. This survey was conducted during 

personal visits to more than 1,000 private establishments with 50 or more employees from 

May through October 1995. A representative of the establishment provided information on 

the hours and costs of formal training and randomly selected individual employees who 

provided information on their hours of both formal and informal training.

In an attempt to provide nationally representative data on current training practices 

of employers, the BLS conducted the SEPT95 for the Employment Training Administration 

of the U.S. Department of Labor. The sample establishments were drawn from the list of 

privately owned establishments on the BLS Universe Data Base.

Because previous research showed that smaller establishments often have no formal 

training (Frazia, Herz, Horrigan, 1995), the sample was restricted to establishments with 

50 or more employees. The intent of BLS was to collect information on both the incidence 

and intensity of training. Specifically, BLS was interested in the number of hours, the 

number of training events, and the costs associated with employer-provided training.

The SEPT95 study consisted of two survey instruments: a questionnaire and a 

training log. The questionnaire was designed to collect information on a variety of
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establishment characteristics and on selected costs of formal training. Expenditure 

information included the dollar amount spent during 1994 on the wages and salaries of in- 

house trainers, fees paid to outside training firms, tuition reimbursement, and contributions 

to training funds sponsored by unions, trade associations, and other outside agencies. A 

response rate of about 74 percent resulted from 1,062 usable employer questionnaires.

The training log was designed to collect information on the amount of formal 

training that employers provided or financed for their employees. Employers were 

instructed to report on all the formal training events provided or financed by the 

establishment over a two-week period. Depending on the availability of data, interviewers 

either collected training log information for the previous two weeks at the time of the 

interview or left the log with the responders and asked them to complete it during the 

following two weeks.

For each training event, information was gathered on the number of employees who 

participated, the total hours of training conducted, the type of training, and who conducted 

the training  event. A response rate of about 66 percent resulted from 949 returned training 

logs.

In addition to the information collected from the employers, a similar approach was 

used to gather information from randomly selected employees. Selected employees were 

asked to report on demographic information such as age, sex, race, ethnicity, occupation, 

education, earnings, tenure, and past training activities. A response rate of approximately 

50.6 percent resulted from 1,074 employee questionnaires that were returned.

Selected employees were also asked to keep a training log for ten days. This 

instrument was used to capture the number of hours of both formal and informal training. 

Employees were instructed to document any activity that taught them a skill or provided 

new information that enhanced their ability to do their job. The response rate for the 

employee log was approximately 48 percent.
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Results from SEPT95 showed that approximately 93 percent of establishments with 

50 or more employees either provided or financed formal training to their employees in the 

previous 12 months. The employee portion of the study revealed that 70 percent of the 

employees working in these establishments reported receiving formal training in the 

previous 12 months. Informal training was even more common with nearly 96 percent of 

employees reporting they received some form of informal training during the reporting 

period.

The amount of training provided was also investigated by looking at the number of 

hours spent. Employers reported that they provided an average o f  11 hours of formal 

training per employee during May and October 1995, and employees estimated they spent 

13 hours in formal training during the reporting period. Results indicated that time spent 

engaged in informal training activities was signiflcandy more, indicating that as much as 70 

percent of training delivered during the six-month period was of the informal variety.

The SEPT95 study also attempted to gauge employer’s investment in training by 

looking at the amount of money spent on training. Although this type of information is hard 

to acquire, the SEPT95 study gathered information on selected direct and indirect training 

costs.

Employers in establishments with 50 or more employees spent an average of S139 

per employee during 1994 on wages and salaries of in-house trainers. This figure 

represents both full- and part-time trainers. Payments to outside trainers were, on average, 

598 per employee. Approximately 551 per employee was spent on tuition reimbursement. 

Payments to outside training funds averaged only $12 per employee.

The BLS study investigated the extent to which the incidence and intensity of 

training are related to a variety of establishment characteristics, including size, industry, 

labor turnover, the nature of part-time and contract workers, union presence, various 

workplace practices and benefits.
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The findings from both the employer and employee study revealed that smaller 

establishments are less likely to provide formal training than larger ones. In general, larger 

establishments provide more training to their employees. Firms that offer other benefits 

such as employee assistance programs, pension plans, wellness programs, and profit 

sharing were more likely to provide training than firms not offering such benefits. This 

finding indicates that establishments that form long-term co mmitm ents with their employees 

are more likely to train their workers.

The study also found that certain work practices are linked to training as well. Just- 

in-time (JTT) inventories, Total Quality Management (TQM), teams, quality circles, job 

rotation and employee participation in decision making all seemed to be correlated with 

higher levels of employer-provided training.

More hours of computer training (2.1 hours per employee) were provided than any 

other type of formal job-skiil training. Professional/technical training and 

production/construction-related training were the next most frequent types of formal 

training with about one hour of training per employee for each type.

The largest number of hours of general skills training was provided in 

communications/employee development and occupational safety with 1.4 hours and 1.2 

hours respectively. Employees also attended more formal training activities in these same 

areas with 0.3 and 0.6 activities respectively.

Occupational safety training was provided by a relatively high percentage of 

establishments (72 percent of establishments), and a relatively large amount o f this type of 

training was provided (1.2 hours per employee and 0.6 activities per employee).

Orientation training was also commonly provided (72 percent of establishments), but the 

amount of this type of training was relatively small, only 0.6 hours of formal training per 

employee and 0.1 activities per employee.

The BLS study asked employers why they provide training. Although exact figures 

are not available, most felt that training was necessary to provide skills specific to their
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establishment. A large number also indicated that training is needed to keep up with 

changes in technology and production methods and to retain their employees.

The study also asked why employers do not provide training. Most felt that on-the- 

job training satisfied their needs. Very few cited the fear of losing employees to other 

employers as a reason to not offer training (Bureau of Labor Statistics, 1996).

Training Magazine Survey

Every October, Training Magazine produces an Industry Report that contains a 

wealth of statistical information regarding employer-provided training (Training, 1998). 

This annual study attempts to gauge the state of training and development in the United 

States by investigating training practices in establishments with 100 or more employees. 

Specifically, the Training survey asks the following questions:

• How much do organization spend on training employees?

• What employees are organizations training?

• How are organizations training their employees?

The 1998 Training study went further and focused on the area of technology. In 

addition to the above questions, Training also sought answers to the following:

1. How much of the training effort is dedicated to helping employees keep up with 

changing computer applications and systems?

2. How are the Internet and corporate intranets affecting the way training is delivered to 

employees?

Training reported that budgeted spending on formal training by U.S. organizations with 

100 or more employees exceeded $60 billion in 1998. This figure represents a 3.6 percent 

increase over 1997 figures and a 26 percent increase since 1993.

Salaries paid to internal training staff account for the largest portion of the budget, and 

have increased 3.2 percent over 1997 figures. The fast growing expenditure is on outside 

trainers with a 5.1 percent increase over 1997.
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Consistent with previous Training studies, the 1998 findings showed that more than 

half of training budgets were used for managerial and professional training programs.

Respondents estimated that about 19 percent of all formal training courses offered in 

their organizations are now delivered using computers (CD-ROM, diskettes, Internet, or 

internal network). Approximately 70 percent of formal training courses are classroom 

based and delivered by “live” instructors.

American Society for Training and Development Benchmarking Forum.

The lack of good information regarding training has made it impossible to answer 

training’s big question-how does training affect an organization’s profits and earnings. In 

an attempt to gather this information, the American Society for Training and Development 

(ASTD) has developed standard measures that can be applied across companies with the 

ASTD Benchmarking Forum (American Society for Training and Development, 1998). 

Firms participate in this Forum by answering a set of questions regarding their training 

investments and practices using the ASTD Measurement Kit. The Measurement Kit is 

divided into two parts. Part 1 is designed to measure a company’s training investments. It 

includes questions on training expenditures, outsourcing practices, training content, 

methods of instruction, evaluation practices, human resource practices, and a number of 

basic questions about the company itself (industry, number of employees, total payroll, 

etc.) Part H is optional, and is designed to measure a company’s training outcomes. It 

contains two sets of core questions that were designed to be “benchmarkable.” The first set 

can be administered to trainees immediately following a training course, and evaluates their 

initial reaction to the course. The second can be administered to trainees (or their 

supervisors) some months after the training in order to evaluate the effect of the training on 

their job performance. The company tallies the responses and submits the data to ASTD.

Participating company will receive an individual, customized Benchmarking Report 

that will compare their training practices with (1) average responses among comparable 

companies (e.g., those in their industry which are of similar size); (2) average responses
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among all respondents; and (3) a "leading” benchmark for many questions-the average 

response of companies at the 90th percentile.

Although this study yields valuable information, it focuses on very large, cutting- 

edge firms. The finding are not representative of the entire industry.

Human Performance Practices Survey.

Combining information from the BLS Survey, the National Household Education 

Survey, the American Society for Training and Development’s (ASTD) Benchmarking 

Forum, the Human Performance Practices Survey (HPPS) was conducted by ASTD in 

1997 (Bassi & Van Buren, 1998). This study sought to establish a somewhat 

comprehensive and up-to-date estimate of how much U.S. employers spend on training. 

Information was collected from 540 randomly selected, private U.S. organizations 

regarding training practices and expenditures. Specifically, the study investigated the 

following questions:

• How much training do business organizations provide?

• What kinds of training do they provide?

• Who provides the training?

• How is training delivered?

• What training and workplace practices do organizations use?

• What is the relationship between training and performance?

Unlike the BLS study, which showed that training expenditures vary with size and 

type of industry, the HPPS found a much more complex situation. This study revealed a 

wide amount of variation even within specific size and industry categories. For example, 

two different airplane manufacturers in the same geographic region reported on 

expenditures. One reported training expenditures per employee of $ 1,489; the other spent 

only $ 177 per employee.
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In general, the study did compile some interesting data. It demonstrated how 

complex the training industry could be with significant variations both between and within 

categories.

National Household Education Survey.

The National Household Education Survey (NHES), conducted periodically by the 

National Center for Education Statistics, collects data on high-priority topics (Kim, Collins, 

Stowe & Chandler, 1995). The telephone survey is conducted by the U.S. Department of 

Education’s National Center for Education Statistics (NCES). Data collection took place 

from January through April 1995. The sample is nationally representative of all civilian, 

noninstutionalized persons in the 50 states and the District of Columbia. This sample was 

selected using random-digit-dialing (RDD) methods, and the data were collected using 

computer assisted telephone interviewing (CATI) technology.

The adult education component of the NHES:95 sampled civilian adults who were 

age 16 and older and not enrolled in elementary or secondary school. The only person who 

could respond to the adult education interview was the sampled adult him/herself. Adult 

education interviews were conducted with 19,722 individuals.

The study conducted in 1995 addressed the following six educational activities in 

the Adult Education component: English as a Second Language (ESL), Adult Basic 

Education (ABE), credential programs leading to college or post secondary technical 

diploma, apprenticeship programs, job-skill courses, and personal development courses.

The study revealed that approximately 76 million adults (40 percent) participated in 

one or more adult education activities during the previous 12 months. This represented a 

substantial increase in participation compared to that found in the adult education 

component of the NHES:91, which showed a 32 percent participation rate. About one-fifth 

of adults participated in work-related courses.

Participation rates overall and for the two leading types of educational activities, 

work-related courses and personal development courses, were strongly associated with the
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adult’s educational attainment. Only about one in six non-high school graduates participated 

in any educational activities, compared to nearly six out of ten college graduates.

Summary of Literature Review Findings

A review of the literature reveals that employer-provided training is a critical issue 

in nearly every sector of our society. There is universal agreement that employers should be 

investing into their human capital. There are a number of reasons why people believe such 

investment is important. Many reasons are centered around the issue of U.S. workers not 

being adequately trained to be competitive in global markets a concern about meeting the 

challenges associated with new technology, and the decline of real wages in less-educated 

workers.

The literature further indicates that there is little available data regarding the amount of 

formal employer-provided training. One reason for a lack of quality data is that there seems 

to be no universally accepted definition for the term “training.” Because of this lack of 

information, estimates vary widely between the various studies that have been conducted.

To date, the Bureau of Labor Statistics conducted the most comprehensive study 

dealing with the topic of employer-provided training for the Employment Training 

Administration of the U.S. Department of Labor in 1995. The intent of the Survey of 

Employer-Provided Training (SEPT95) was to uncover representative data on current 

training practices of employers. The findings of the SEPT95 study, which include 

information on both formal and informal training, now serve as a benchmark for national 

data.
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Chapter HI 

METHODOLOGY

America's future prosperity relies, in part, on the education of all our citizens. We 

no longer have any “disposable" students or workers. Neither Japan nor Western 

Europe has any inherent technological advantage or production system that cannot 

be duplicated or improved upon in the United States. However, they earned their 

global competitive edge by making sustained and significant investments in the 

education and training of ALL their people. The future is NOW! It is time for 

America to do the same. (Gordon, 1997, p. 17)

Introduction

Human capital-the skills, knowledge, and talents of the workforce-is more vital to 

our nation than ever before. Unfortunately, we know little regarding the scope of 

workforce training in the United States. Despite growing interest in training as a means to 

improve company performance, little informadon regarding investments that are made in 

human capital by today’s employers is available because modem accounting systems do not 

track this expenditure. As a result, this investment is often treated as a cost on corporate 

balance sheets.

It is impossible to determine how training affects a corporation’s profits and 

earnings without accurate information regarding training investments. Consequently, 

returns as a result of training cannot be measured, and companies are more reluctant to 

invest. The purpose of this research study was to determine the amount of employer- 

provided training within the largest private establishments in Centre County, Pennsylvania. 

The study attempted to identify the incidence, intensity, and expenditures related to 

employer-provided training.
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The study also investigated how the incidence and intensity of training are related to 

a number of establishment characteristics such as size, industry type, labor turnover, part- 

time and contract employment, the presence of unions, the adoption of alternative 

workplace practices, and various employee benefits.

Population

The target population for this study began with a census of the 50 largest private 

establishments in Centre County, Pennsylvania. For this study, an establishment is an 

economic unit that produces goods and services. It is usually at a single physical location 

and is engaged primarily in one type of economic activity. Pennsylvania’s Department of 

Labor and Industry identified these establishments in their semiannual ranking report 

(Bureau of Labor Statistics, 1997). The list was analyzed to determine the standard 

industrial classification and number of employees associated with each establishment. The 

study was limited to private establishments that had 50 or more employees and fall into one 

of the SIC codes specified in Table 1 (see page 7). Because of the focus of the study, 

public establishments were eliminated from the original population. In addition, four 

establishments chose not to participate and two other establishments could not be identified 

by the researcher. The BLS ranking report is generated ever six months. Using the report 

produced in June 1997, eight additional establishments who were still prominent employers 

in the county were included to have a more representative target population. Table 2 shows 

the adjusted target population.

Although this study was based on a national study conducted by the Bureau of 

Labor Statistics in 1995, the populations of the two studies are quite different. The BLS 

study involved a much larger population with an even distribution across all industries 

listed in Table 1. Because of the large presence of manufacturing firms in Centre County, 

the distribution of industries for this study was not as evenly divided. Table 4 in Chapter 

IV shows a profile of the establishments participating in this study.
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Table 2

Adjusted Target Population of the Largest Employers in Centre County. Pennsylvania

50 largest Centre Co. employers as reported by Bureau o f Labor Statistics 12/97 50

Elimination o f public establishments 10

Establishments refusing to participate in study 4

Establishments unable to be identified 2

Addition o f still-prominent establishments ranked in previous BLS report 6/97 8

Adjusted Target Population 42

Due to confidentiality restrictions, the Department of Labor and Industry was 

unable to provide any additional information such as employer mailing addresses, 

personnel names, SIC codes, or the total number of employees in each firm. Therefore, 

this information was obtained by telephoning each establishment in the preliminary phase 

of this study to develop an accurate, comprehensive target population. Because of 

confidentiality agreements with participants, no establishment names will be used in this 

study.

Centre County, Pennsylvania, has enjoyed one of the lowest unemploymeat rates in 

the state over the past two years. The region is always ranked among the leaders in 

percentage of people employed. In addition, the Centre region has been identified by 

CorpTech, an independent economic auditor based in Wobum, Massachusetts, as a 

national leader in the creation of high-tech jobs (Chamber of Business and Industry of 

Centre County, 1998). Table 3 illustrates a profile of Centre County residents and their 

employment status.
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Table 3

Status of Centre County. Pennsylvania Employees in 1997

Status Employees

Total Workers in County- 57.114

Worked in County 53.400

Worked Outside County 3.327

Worked Outside State 387

Based on 1996 estimates, Centre County has a population of 130,860 residents. 

The region has an atmosphere that encourages learning: nearly 33 percent of all county 

adults are at least four-year college graduates. This statistic is impressive considering that 

the state average is 17.94 percent and that the national average is 20.3 percent. 

Approximately two-thirds of county adults have some college education and more than 80 

percent of adults are high school graduates. Some research indicates that training intensity 

is correlated to education levels (Kim, Collins, Stowe & Chandler, 1995).

Instrumentation

This study used two validated survey instruments: a questionnaire and a training 

log. These instruments were borrowed from the 1995 Bureau of Labor Statistics study. 

Although the instruments were already validated, they were further tested prior to use. For 

the purposes of this study, a panel of five experts including training directors and human 

resource managers reviewed the instruments. These individuals analyzed the instruments 

for face and content validity, reliability, and objectivity. They also tested them for 

ambiguities, level of effort required, and sensitivities and availability regarding requested 

data. No changes were made to the questionnaire, but a slight modification was made to the 

training log-changing the appearance from a calendar to a table. The pilot group advised the 

researcher that this format was easier to use.
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The questionnaire was designed to collect information on a variety of establishment 

characteristics and on selected costs of formal training. Expenditure information included 

the dollar amount spent during 1997 on the wages and salaries of in-house trainers, fees 

paid to outside training firms, tuition reimbursement, and contributions to training funds 

sponsored by unions, trade associations, and other outside agencies.

The training log was designed to collect information on the amount of formal 

training that employers provided or financed for their employees. Employers were 

instructed to report on all the formal training events provided or financed by the 

establishment over a two-week period. It has been found that recall problems have caused 

estimates of training to vary greatly by survey (Loewenstein & Spletzer, 1998). Following 

the format used by BLS, it was felt that the two-week reporting request would require 

limited recall by the reporters. For each training event, information was gathered on the 

number of employees who participated, the total hours of training conducted, the type of 

training, and who conducted the training event.

Data Collection

Data collection was accomplished with the use of the two survey instruments 

described above. The questionnaire, which focused on training programs and expenditures 

as well as workplace practices of the establishments, was used as an interview guide when 

meeting with individual establishment. The information on the questionnaire was gathered 

using a two-phase approach. The first information was collected during a 30-minute 

interview with the training director, human resource manager, or establishment owner. The 

informadon collected during this phase included details of establishment characteristics.

The interviewer provided the company representative with two pullout sections of the 

questionnaire to be completed and returned within the following two weeks. These sections 

requested information regarding the number of employees in various job  categories, 

employee turnover rates, and information on training budget and expenditures. The 

expenditure items included the dollar amount spent during 1997 on the wages and salaries
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of in-house trainers, fees paid to outside training companies, tuition reimbursement, and 

contributions to training funds sponsored by unions, trade or professional associations, 

and other outside agencies.

The final portion of the information gathered involved completion of a training 

activity worksheet that was used to document typical training activities for a two-week time 

frame. Establishments were asked to report on all formal training activities provided or 

financed by the establishment in a typical two-week period. This information was gathered 

and reported by either the training director, human resource manager, or establishment 

owner (or proxy). The information representing the two-week period was then weighted to 

determine a value for a six-month period.

A pilot study group revealed that training information is typically not centralized in 

most establishments. Therefore, the two-week reporting request was reasonable since it 

required little recall. In cases where the two weeks surrounding the interview did not 

represent a typical training period, establishments were asked to report on a period that was 

representative. The BLS used a similar approach in their 1995 study.

The approach used allowed establishments to report on the intensity of training by 

minimizing  recall issues. Recall and definition problems have caused estimates on training 

to vary greatly by survey (Loewenstein & Spletzer, 1998).

Data Analysis

The purpose of this study was to define incidence, intensity, and expenditures 

associated with employer-provided training within the largest private employers in Centre 

County, Pennsylvania. Specifically, the following questions were posed:

• How much formal training are Centre County’s largest private employers 

providing?

• What are the most common types of formal training being provided by Centre 

County employers?
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• How much are Centre County’s largest private employers expending on formal 

training of their workforce?

• Is employer-provided formal training support varied across differing business 

characteristics?

This study represents descriptive, correlated research. The data used in the study 

was the result of a survey of Centre County employers addressing the topic of formal, 

employer-provided training.

The statistical procedure selected to do data analysis for this study was descriptive 

statistics of frequency distributions, percentages, and correlation. Statistical analysis for 

this study was done using Microsoft Excel.
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Chapter IV 

FINDINGS

Pennsylvania’s proud workers fueled the Industrial Revolution using the strength 

of their backs. Now we must lead a new economic revolution using the power of 

our minds...In the knowledge-based economy of the twenty-first Century, 

employers must see job training as a valuable business investment rather than an 

expense. (Ridge, 1998, p. 2).

This study investigated different aspects of training and their relationships to 

establishment characteristics, such as size, change in labor force size, industry type, scope 

of part-time employment, self-reported adoption of various alternative workplace practices, 

and the provision of employment benefits. The results, including the average number of 

hours of formal training per employee, the average number of formal training events per 

employee, and expenditures in specific spending categories are organized around the 

research questions presented in Chapter 1.

Data collection for this study involved site visits to 42 Centre County 

establishments during October 1998. The establishments used in this study represent the 

largest private firms in Centre County, Pennsylvania, as of December 1997. Each of these 

firms was classified into one of the Standard Industrial Classification (SIC) categories, 

based on the 1987 Standard Industrial Classification Manual.

Table 4 shows the distribution of establishments participating in this study. After 

adjusting the original target population, see Table 2 (p. 27), information was collected from

42 establishments. Firms employing 100-250 individuals represent the largest category at

43 percent of the population. Manufacturing firms account for 36 percent when examined 

by industry type.
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Table 4

Profile of Largest Centre County Establishments Participating in the Study fN=42)

Profile Characteristic N Percent

Size of Business (# of Employees)

100-250 18 43

251-400 9 21

401-700 8 19

700+ 7 17

Industry Type

Service 13 3!

Retail 8 19

Manufacturing 15 36

Finance, Insurance, Real Estate 3 7

Construction 3 7

Employers were asked to provide information on their establishment’s formal 

training. Every establishment who participated in this study reported that it had provided or 

financed some type of formal training during the reference time period. For the purpose of 

this research, formal training, as defined by the Bureau of Labor Statistics, is training that 

has a structured format and a defined curriculum, and may be conducted by in-house 

trainers, supervisors, company training centers, outside trainers or training companies, 

schools, associations or others. It may include classroom work, seminars, lectures, 

workshops, and audiovisual presentations.
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Extent of Formal Training

Research Question 1.

How much formal training are Centre County’s fifty largest private employers 

providing?

Employers in those Centre County establishments ranked as the largest by the 

Bureau of Labor Statistics standards provided an average of 3.7 (Table 5) hours of formal 

training per employee in May through October 1998. The range of hours of formal training 

reported varied from a low of one hour to a high of 192 hours. The number of formal 

training activities averaged 0.4 (Table 6) per employee during this six-month period. The 

range of formal training activities varied from a low of 0 activities to a high of 7 activities 

per employee.

As shown in Table 5, the smallest establishments (100-250 employees) provided 

the most formal training to their employees on average (6.4 hours per employee). 

Establishments with more than 700 employees provided 2.5 hours of training per 

employee. One hour of training per employee was provided in establishments with 251-400 

employees, and 1.3 hours per employee were provided in establishments with 401-700 

employees.

Consistent with the hours of training provided, Table 6 shows that employees in 

smaller establishments also participated in the most formal training events. Establishments 

with 100-250 employees provided 0.9 events per employee during the six-month study 

period. Establishments with 251-400 employees provided 0.4 events per employee, and 

0.1 events per employee were provided in all establishments with more than 401 

employees.
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Training and S ize  o f  Establishm ent Based on Number o f  Em ployees Occurring B etw een

M ay and October 1998

Type o f Formal Training

Size o f Establishment
Total

(42)

100-250
employees

(18)

251-400 401-700 
employees employees 

(9) (8)

700+
employees

(7)

Content Area ------ Mean Hours per Employee-------

Any formal training 3.7 6.4 1.0 1.3 2.5

Job Skills

Management 0.4 0.2 0.3 0.4 0.5

Professional/Technical 0.5 0.9 0.0 0.1 0.5

Computer 0.3 0.5 0.0 0.2 0.3

Clerical/Admi nistrati ve 0.3 0.3 0.0 0.0 0.0

Sales/Customer Relations 0.4 0.4 0.4 0.0 0.0

Service 0.0 0.0 0.0 0.0 0.0

Production/Construction 0.9 2.8 0.1 0.1 0.9

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0

Occupational Safety 0.2 0.2 0.2 0.0 0.2

Employee Health/Wellness 0.0 0.0 0.0 0.0 0.0

Orientation 0.5 0.9 0.0 0.5 0.1

Awareness 0.1 0.2 0.0 0.0 0.1

CommVDevelopment 0.0 0.0 0.0 0.0 0.0
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Table 6

Trainine and Size of Establishment Based on Number of Emolovees Occurring- Between

Mav and October 1998

Type o f Formal Training

Size o f Establishment
Total

(42)

100-250
employees

(18)

251-400 401-700 
employees employees 

(9) (8)'

700+
employees

(7)

Content Area ---- Mean #  o f Formal Training Activities per Employee-----

Any format training 0.4 0.9 0.4 0.1 0.1

Job Skills

Management 0.0 0.1 0.1 0.0 0.0

Professional/Technical 0.0 0.1 0.0 0.0 0.0

Computer 0.0 0.1 0.0 0.0 0.0

Clerical/Administrative 0.1 0.1 0.0 0.0 0.0

Sales/Customer Relations 0.1 0.1 0.1 0.0 0.0

Service 0.0 0.0 0.0 0.0 0.0

Production/Construction 0.0 0.1 0.0 0.0 0.0

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0

Occupational Safety 0.0 0.1 0.1 0.0 0.0

Health/Wellness 0.0 0.0 0.0 0.0 0.0

Orientation 0.0 0.1 0.0 0.0 0.0

Awareness 0.0 0.1 0.0 0.0 0.0

Comm./Development 0.0 0.0 0.0 0.0 0.0
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The service, retail, and manufacturing industries provided the greatest hours of 

formal training with an average of 4.1, 3.2, and 3.0 hours per employee, respecuvely. The 

construction and finance, insurance, and real estate industries provided the fewest hours of 

formal training per employee with an average of 0.9 and 0.2 hours, respectively (see Table

7). Service, retail, and manufacturing industries (Table 8) also provided the most number 

of formal training events per employee (approximately .3 to .4 activities per employee). 

Content of Training

Research Question 2.

What are the most common types of formal training being provided by Centre 

County employers?

Within each of the training content categories, most establishments provided and/or 

financed less than one hour of formal training per employee during the reference period. 

More production/construction training was provided (0.9 hours per employee) than any 

other content area of formal job-skills training. Professional/technical and orientation 

training were the next most frequent areas of formal training provided with 0.5 hours of 

training per employee per each area. No training in the areas of service, basic skills, 

employee health/wellness, or communicadons/ development was provided in any of the 

reporting establishments (Table 7).

Consistent with the hours of training provided, the number of training events per 

employee was greatest within the service and retail industries. Both of these industries 

reported an average of 0.4 events during the reference period. The manufacturing industry 

reported an average of 0.3 events per person. All establishments reported some training 

events, but the mean number of activides per employee during the reference period (Table

8) is often miniscule. The informadon in Table 9 supplements Table 8 by showing the 

frequency of various content areas of training provided by the participaring establishments.
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Table 7

Mean Number of Hours of Formal Training per Employee by Content Area of Formal

Training and Industry Type Occurring Between May and October 1998

Industry Type

Type of Formal Training

Total

(42)

Construction

(3)

Finance, 
Insurance, 
Real Est.

(3)

Manu­
facturing

(15)

Retail

(8)

Service

(13)

Content Area ------ Mean Hours per Employee-------

Any formal training 3.7 0.9 0.2 3.0 3.2 4.1

Job Skills

Management 0.4 0.9 0.0 0.3 0.0 0.0

Prof./Technical 0.5 0.0 0.1 0.4 0.3 2.5

Computer 0.3 0.0 0.2 0.4 0.0 0.2

Clerical/Admin. 0.3 0.0 0.0 0.0 0.3 0.0

Sales/Cust. Relation 0.4 0.0 0.0 0.4 0.3 0.4

Service 0.0 0.0 0.0 0.0 0.0 0.0

Production/Construction 0.9 0.0 0.0 0.9 1.0 0.0

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0 0.0

Occupational Safety 0.2 0.0 0.0 0.2 0.0 0.3

Health/Wellness 0.0 0.0 0.0 0.0 0.0 0.0

Orientation 0.5 0.0 0.0 0.2 1.1 0.5

Awareness 0.1 0.0 0.0 0.0 0.0 0.1

Comm./Development 0.0 0.0 0.0 0.0 0.0 0.0
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Table 8

Mean Number of Formal Training Activities per Employee by Content Areas of Formal

Training and Industry Tvpe Occurring Between May and October 1998

Type of Formal Training

Industry Type
Total

(42)

Construction

(3)

Finance, 
Insurance, 
Real Est.

(3)

Manu­
facturing

(15)

Retail
7

(8)

Service

(13)

Content Area ____ Mean # of Formal Training Activities per Employee -

Any formal training 0.4 0.1 0.0 0.3 0.4 0.4

Job Skills

Management 0.0 0.1 0.0 0.0 0.0 0.0

Professional/Technical 0.0 0.0 0.0 0.0 0.1 0.1

Computer 0.0 0.0 0.0 0.0 0.0 0.0

Clerical/Administrative 0.1 0.0 0.0 0.0 0.1 0.0

Sales/Customer Relations 0.1 0.0 0.0 0.1 0.1 0.1

Service 0.0 0.0 0.0 0.0 0.0 0.0

Production/Construction 0.0 0.0 0.0 0.0 0.0 0.0

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0 0.0

Occupational Safety 0.0 0.0 0.0 0.0 0.0 0.1

Health/Wellness 0.0 0.0 0.0 0.0 0.0 0.0

Orientation 0.0 0.0 0.0 0.0 0.0 o.r

Awareness 0.0 0.0 0.0 0.0 0.1 0.1

CommTDevelopment 0.0 0.0 0.0 0.0 0.0 0.0
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Table 9

Frequency of Activities and Proportion of Time Various Content Areas of Training Offered

bv Centre Countv’s Largest Employers Occurring Between Mav and October 1998

Content Area Frequency Total Hours o f Relative Percent of
_____________________________________________________________Training________Total Training Hours
Awareness 2 6.0 .8

Clerical/Administration 1 4.0 .5

Computer 12 146.5 19.8

Management 8 84.0 11.3

Orientation 9 99.0 13.4

Production/Construction 11 218.0 29.4

Professional/Technical 7 98.0 13.2

Safety 11 62.0 8.4

Sales 6 24.0 3.2

TOTAL 67 741.5 100.0

N=42; total frequency may exceed 42 because an establishment could report multiple 

content areas.

Overall, production/construction training accounted for 29.4 percent of all reported 

training. Computer training was the next largest content area, representing 19.8 percent.

The percent of total training hours spent in various content areas, based on the size 

of the establishment, is presented in Table 10. Consistent with the overall findings, 48.5 

percent of reported employer-provided training in firms with 100-250 employees was in the 

production/construction content area. The largest portion of training in establishments with 

251-400 employees, 38.8 percent, was in computer training. Nearly one-half of all 

reported training, 48.6 percent, in establishments with 401-700 employees was in the 

management content area. Training in the largest firms tended to be more evenly distributed 

with 27.8 percent being computer training, 26.5 percent production/construction training 

followed by management, professional/technical, and safety. Again, no service, basic
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skills, employee health/wellness, or communications/ development content training was 

provided in any of the reporting establishments.

Table 11 shows the percent of various content areas of training, based on industry. 

All training provided by the construction industry was in the area of management. It should 

be noted that only three reporting establishments represent this industry.

Computer training was the largest portion (66.7 percent) of training in the finance, 

insurance, and real estate industry. Professional/technical training was the only other 

content area provided by this industry.

Retail establishments provided a large amount of orientation training, with 49.6 

percent of the training being in this content area. Retailers also provided a fair amount of 

production/construction training with 36.5 percent of total training of this variety.

Manufacturing and service industries tended to provide a wider range of training 

with the various content areas being more evenly distributed. The largest portion of training 

within manufacturing firms was in production/construction (37.8 percent). Computer 

training accounted for 38.7 percent of training in the service industry.
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Table 10

Percent of Total Training Hours Spent in Various Content Axeas of Formal Training by

Size of Establishment Based on Number of Employees Occurring Between May and

October 1998

Type o f Formal Training

Size o f Establishment
Total

(42)

100-250
employees

(18)

251-400
employees

(9)

401-700
employees

(8)

700+
employees

(T)

Content Area -------Percent of Total Training Hours--------

Any formal training 100.0 100.0 100.0 100.0 100.0

Job Skills

Management 11.3 0.8 12.2 48.6 13.2

Professional/Technical 12.2 21.0 0.0 5.4 13.2

Computer 19.8 13.8 38.8 10.8 27.8

Clerical/Administrative 0.5 1.6 0.0 0.0 0.0

Sales/Customer Relations 3.2 4.7 24.5 0.0 0.0

Service 0.0 0.0

qo

0.0 0.0

Production/Construction 29.4 48.5 6.1 13.5 26.5

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0

Occupational Safety 8.4 4.3 18.4 0.0 13.9

Employee Health/Wellness 0.0 0.0 0.0 0.0 0.0

Orientation 13.4 4.7 0.0 21.6 4.0

Awareness 0.8 0.8 0.0 0.0 1.3

Comm./Development 0.0 0.0 0.0 0.0 0.0
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Table 11

Percent of Total Training Hours Spent in Various Content Areas of Formal Training by

Type of Industry Occurring Between Mav and October 1998

Type o f Formal Training

Industry Tvpe
Total

(42)

Construction

(3)

Finance. 
Insurance. 
Real Est. 

(3)

Manu­
facturing

(15)

Retail

(8)

Service

(13)

Type of formal training: ------ Percent o f Total Training Hours

Any formal training 100.0 100.0 100.0 100.0 100.0 100.0

Job Skills

Management 11.3 100.0 0.0 11.2 0.0 0.0

Professional/Technical 12.2 0.0 33.3 20.0 3.5 27.2

Computer 19.8 0.0 66.7 12.5 0.0 38.7

Clerical/Admin. 0.5 0.0 0.0 0.0 3.5 0.0

Sales/Customer Relations 3.2 0.0 0.0 0.9 7.0 10.2

Service 0.0 0.0 0.0 0.0 0.0 0.0

Production/Construction 29.4 0.0 • 0.0 37.8 36.5 0.0

General Skills

Basic Skills 0.0 0.0 0.0 0.0 0.0 0.0

Occupational Safety 8.4 0.0 0.0 11.2 0.0 8.5

Health/Wellness 0.0 0.0 0.0 0.0 0.0 0.0

Orientation 13.4 0.0 0.0 6.5 49.6 10.2

Awareness 0.8 0.0 0.0 0.0 0.0 5.1

CommVDevelopment 0.0 0.0 0.0 0.0 0.0 0.0
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Support for Formal Training

Research Questions 3.

How much are Centre County’s largest private employers expending on formal 

training of their workforce?

From the questionnaire, information was collected on some of the direct costs 

associated with providing formal training. These costs include the dollar amount spent in 

1997 on the wages and salaries of in-house training personnel as well as fees paid to 

outside training companies, tuition reimbursement, and contributions to outside training 

funds. These appear to be the major component of training costs. The study did not attempt 

to collect data on other direct costs such as equipment payments, supplies, travel, facilities, 

or wages and salaries for the time employees spent in training-related activities.

Table 12 provides the findings on selected training expenditures based on the size 

of establishments. The range for each expenditure is provided under the mean. Overall, the 

survey found that in 1997 an average of $183 per employee was spent on wages and 

salaries of in-house trainers, $65 per employee on outside trainers, $58 per employee for 

tuition reimbursement, and $12 per employee for contributions to outside training funds.

As seen in Table 12, establishments in every size category spent the most dollars on 

wages and salaries (both full-time and part-time) of in-house trainers. Across all sizes of 

establishments, those with 401-700 employees spent the most dollars in every expenditure 

category.

Tuition reimbursement tended to increase with the size of the establishment, with 

the exception of establishments with more than 700 employees. Firms in this category 

spent $79 per employee on tuition reimbursement, slightly more than those establishments 

with 251-400 employees ($74).

There does appear to be an increase in payments to outside trainers based on 

establishment size. Establishments with 401-700 employees spent the most on outside
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trainers at S96 per employee compared to establishments with 251-400 employees who 

spent the least at S44 per employee.

The only establishments not reporting contributions to outside training funds were 

those with 700 or more employees.

Table 12

Mean and Range for Selected Expenditures ($ Dollar Value) per Employee bv Size of 

Establishment for the 1997 Calendar Year

Size o f Establishment

Type o f Support
Total

(42)

100-250
employees

(18)

251-400
employees

(9)

401-700
employees

(8)

700+
employees

(7)
Tuition reimbursement S58 S26 $74 S92 S79

(S0-S120) (S13-S181) (S0-S353) (S10-S213)

Wages and salaries o f in-house S183 S232 SI 17 S241 S220

trainers (S0-S866) (S0-S177) (S33-S824) (S74-S365)

Payments to outside trainers S65 S87 S44 S95 S56

(S0-S357) (S27-S65) (S43-S163) (S0-S1I2)

Contributions to outside training SI2 S2 S4 S44 SO

funds (S0-S10) (S0-S13) (S0-SI72) (SO)

Subsidies for training received S52 SO so SO S65

from outside source (SO) (SO) (SO) (S0-S235)

Numbers in ( ) reflect the actual range.

Table 13 provides the findings on selected training expenditures, based on industry 

type. The range for each expenditure is provided in addition to the mean. Once again, 

wages and salaries of in-house trainers were the largest training expenditures. The retail 

industry expended the most on salaries and wages at $298 per employee. Construction 

firms spent the least on salaries and wages with only $33 spent per employee.

The finance, insurance, and real estate industries spent the most on outside trainers 

and also made a significantly higher contribution to outside training funds by spending
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S172 per employee. It should be noted that only three reporting establishments fell into this 

category.

Establishments in the retail industry spent the most on tuition reimbursement at S99 

per employee. The construction industry spent the least on tuition reimbursement at only S7 

per employee.

Table 13

Mean and Range for Selected Expenditures (S Dollar Value) per Employee by Industry for

the 1997 Calendar Year

Type of Support

Industry Tyne
Total

(42)

Construction

(3)

Finance, 
Insurance, 
Real Est. 

(3)

Manu­
facturing

(15)

Retail

(8)

Service

(13)
Tuition reimbursement S58 S7 S9 S48 S99 S36

(S7) (S9) (S0-S181) (SO-S353) (S0-S213)

Wages and salaries of SI 83 S33 S54 S210 S298 S230

in-house trainers (S33) (S54) (S0-S594) (S8-S824) (S0-S866)

Payments to outside $65 S58 S163 S109 S38 S64

trainers (S58) (S163) (S0-S357) (SO-Sl 18) (S3-S213)

Contributions to outside S12 SO SI 72 SI SI S3

training funds (SO) (SI 72) (0-S10) (S0-S4) (SO-13)

Subsidies for training S52 SO SO S28 SO SO

received from outside (SO) (SO) (S0-S235) (SO) (SO)

source

Numbers in ( ) reflect the actual range.
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Trends Between Business Characteristics and Support for Formal Training

Research Question 4.

Is employer-provided formal training support varied across differing business 

characteristics?

Tables 14-17 show that the number of hours of formal training per employee, in 

general, seems to be no higher among establishments with particular employee benefits and 

specific workplace practices than it is on average for all establishments. The exceptions to 

this is in establishments offering employee wellness programs in the 100-250 employee 

category. These firms provided 3.6 hours of training per employee compared to 1.3 hours 

per employee in the total population. In the same size category, firms with peer review and 

quality circles provided 3.3 and 2.9 hours per employee, respectively.

When investigating the number of hours with respect to employee benefits and 

workplace practices based on industry type, manufacturing firms offering employer- 

financed childcare provided 3.3 hours of training per employee. Within retail 

establishments, 3.8 hours were provided in firms using telecommuting and 4.0 hours each 

in both establishments with employee wellness programs and job rotation practices.
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Table 14

IVLCOil I'tUlllUd Ul HVJUld UL I U

Employee Benefits Occurring

iiiicu licuiiiutt. pci u.iiipi\-jvcc uy

Between May and October 1998

LllClll til 111

Characteristic

Size o f  Establishment
Total

(42)

100-250
employees

(18)

251-400
employees

(9)

401-700
employees

(8)

700+
employees

(7)'

Content Area ------ Mean Hours per Employee-------

Any formal training 3.7 6.4 1.0 1.3 2.5

Establishments providing:

Paid vacation 1.0 1.4 0.6 0.5 1.2

Paid sick leave 1.1 1.8 0.6 0.5 1.2

Health care benefits 1.0 1.6 0.6 0.5 1.2

Employee assistance program l . l 1.9 0.6 0.6 1.2

Employee wellness program 1.3 3.6 0.6 0.3 1.2

Pension plan 1.0 1.8 0.6 0.5 0.7

Profit sharing 1.3 2.0 0.5 0.4 2.1

Flexible work schedules 0.9 1.4 0.5 0.0 0.3

Telecommuting 0.1 1.5 0.1 0.0 0.0

Employer-financed child care 1.9 1.9 0.0 0.0 0.0

Paid parental/family leave 1.2 1.5 0.8 0.0 0.0
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Table 15

Mean Number of Hours of Formal Training per Employee bv Size of Establishment

Workplace Practices Occurring Between May and October 1998

Characteristic

Size o f Establishment
Total

142)

100-250 
employees 

C18)

251-400
employees

(9)

401-700
employees

18)'

700+
employees

17)

Content Area -------Mean Hours per Employee-------

Any formal training 3.7 6.4 1.0 1.3 2.5

Establishments providing:

Pay increases linked to new skill 1.2 2.8 0.7 0.7 0.3

Employee involvement in

tech. & equip, decisions 0.8 1.6 0.5 0.6 0.7

Job rotation 1.1 1.7 0.6 0.5 2.2

Just-in-time inventories 0.1 1.8 0.5 0.3 1.5

Peer reviews 0.9 3.3 0.1 0.6 0.9

Quality circles 0.1 2.9 0.5 0.3 1.5

Total quality management 1.2 1.4 0.6 0.0 1.5

Self-directed work teams 0.4 0.7 0.5 0.3 0.3
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Table 16

Mean Number of Hours of Formal Training per Employee by Industry and Employee

Benefits Occurring Between May and October 1998

Characteristic

Industry Type
Total

(42)

Construction

(3)

Finance. 
Insurance, 
Real Est. 

(3)

Manu­
facturing

(15)

Retail

(8)

Sep.'ice 

(13)

Content Area ------ Mean Hours per Employee - - _ _

Any formal training 3.7 0.9 0.2 3.0 3.2 4.1

Establishments providing:

Paid vacation 1.0 0.9 0.3 1.4 1.4 0.6

Paid sick leave 1.1 0.9 0.3 1.6 1.7 0.4

Health care benefits 1.0 0.9 0.3 1.4 1.4 0.6

Employee assistance program 1.1 0.0 0.0 1.6 0.6 0.4

Wellness program 1.3 0.0 0.3 1.6 4.0 0.5

Pension plan 1.0 0.9 0.3 l . l 1.4 0.6

Profit sharing 1.3 0.0 0.3 1.6 1.7 0.5

Flexible work schedules 0.9 0.0 0.0 0.9 1.9 0.5

Telecommuting 0.1 0.0 0.0 0.6 3.8 0.9

Employer-financed child care 1.9 0.0 0.0 3.3 0.7 0.0

Paid parental/family leave 1.2 0.0 0.0 1.7 0.0 0.4
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Table 17

Mean Number of Hours of Formal Training per Employee bv Industry and Workplace

Practices Occurring- Between May and October 1998

Characteristic

Industry Type
Total

(42)

Construction

(3)

Finance. 
Insurance, 
Real Est. 

(3)

Manu­
facturing

(15)

Retail

(8)

Service

(13)

Content Area ------ Mean Hours per Employee -

Any formal training 3.7 0.9 0.2 3.0 3.2 4.1

Establishments providing:

Pay increases linked to 1.2 0.9 0.0 2.1 1.9 0.7

new skill

Employee involvement in 0.8 0.9 0.3 1.0 1.5 0.5

tech. & equip, decisions

Job rotation 1.1 0.9 0.3 1.3 4.0 0.5

Just-in-time inventories 0.1 0.0 0.0 1.3 2.3 0.3

Peer reviews 0.9 0.0 0.0 1.0 0.3 0.0

Quality circles 0.1 0.0 0.3 1.7 2.4 2.5

Total quality management 1.2 0.0 0.0 1.5 0.7 0.5

Self-directed work teams 0.4 0.0 0.0 0.7 0.1 0.3

A number of other employment practices were investigated in this study. It was 

found that mentoring programs were offered in 48 percent of the establishments. Career 

development plans are available in 28 percent of the establishments and apprenticeship 

training is offered in only 20 percent of those establishments interviewed.

Training resource centers are available to employees in 13 percent of the 

establishments. Only one establishment reported that they do not offer training advice to
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employees. Establishments provide financing for conference and seminars in 95 percent of 

the cases.

Establishments with at least 10 percent of their workforce classified as part-time 

provided an average of 1.3 hours per employee compared to an average of 0.4 hours for 

businesses with less than 10 percent of workers classified as part-time workers.

Wages and salaries of in-house trainers were the largest expenditure category in all 

establishments. Establishments with some, but less than ten percent of their employees 

being part -time spent the most in every spending category except contributions to outside 

training funds. In this category, establishments with ten or more percent of their workforce 

being part-time contributed substantially more per employee to outside training funds at S38 

per employee compared to S1 in all other establishments.

Table 18

Selected Expenditures in the 1997 Calendar Year per Employee bv Proportion of Part-time 

Employees (N=42)

Characteristic N

Tuition
Reimburse­
ment

Wages and 
Salaries o f  In- 
house Trainers

Payments 
to Outide 
Trainers

Contributions 
to Outside 
Training 
Funds

All Establishments 

Proportion of Employees 

Classified as Part time

(42) S58 S 183 S65 S12

None (28) S79 S209 S69 SI

1-9.9% (2) 5146 S372 S74 SI

10% or more (12) S23 S 146 S83 S38

The study revealed that in the past three years, employers have increased the 

amount of training they are providing or financing. Nearly 85 percent of establishments 

increased the proportion of employees who have received training. No establishment 

indicated a decrease, and 15 percent had no change.
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Almost one-half (46 percent) of the establishments reported that they have no full­

time training personnel; 25 percent indicated that they had no change in the number of in- 

house trainers from three years ago; and 20 percent indicated that they have increased the 

number of in-house trainers.

Most (77 percent) establishments indicated an increase in the amount they spend on 

training, and only 8 percent showed a decrease in expenditures for training.

When investigating the topic of training providers, 95 percent of the establishments 

reported that their establishment provides training. Seventy-five percent of the 

establishments interviewed reported they seek training from other firms. Parent companies 

and product suppliers were the next most frequently reported sources with 53 percent of the 

interviewed establishments reporting these entities. Educational institutions were the next 

most common source of training with community colleges and other educational institutions 

being reported in 30 percent and 35 percent of the establishments, respectively. Only 10 

percent of the establishments reported unions as a source of training providers.
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Table 19

Reported Changes in Formal Training Programs over the Last 3 Years bv Selected 

Characteristics and Establishment Size fN=42)

Characteristic Total

142)

100-250 
employees 

f 18)

251-400
employees

(9)

401-700
employees

(8)

700+
employees

(7)
Proportion of establishments reporting 

that the percentage o f employees who 

received formal training has:

Increased 84.6 86.7 81.8 71.4 100.0

Decreased 0.0 0.0 0.0 0.0 0.0

No change 15.4 13.3 18.2 28.6 0.0

Proportion of establishments reporting 

that the number o f full-time training 

personnel on the payroll has:

Increased 20.5 33.3 0.0 14.3 33.3

Decreased 7.7 0.0 9.1 14.3 16.7

No change 25.6 20.0 36.4 14.3 33.3

No full-time training 46.2 46.7 54.5 57.1 16.7

personnel

Proportion of establishments reporting 

that the amount o f money spent on 

formal training has:

Increased 76.9 93.3 63.6 71.4 66.6

Decreased 7.7 0.0 18.2 0.0 16.7

No change 15.4 6.7 18.2 28.6 16.7
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Summary

Research Question 1 - How much formal training are Centre County's largest 

private employers providing? An average of 3.7 hours per employee of formal training 

was provided during May through October 1998. An average of 0.4 training activities was 

provided to each employee. The smallest establishments (100-250 employees) provided the 

most formal training with an average of 6.4 hours per employee. Establishments in this size 

category also provided the most training events per employee with 0.9 events being offered 

during this reference period.

When analyzing the information based on industry type, it was found that the 

service, retail, and manufacturing industries provided the most hours of formal training and 

the most number of formal training events.

Research Question 2 - What are the most common types of formal training being 

provided by Centre County employers? The survey revealed that most establishments are 

providing less than one hour of training within each training content area. 

Production/construction training was offered more than any other type of training at 0.9 

hours per employee. Professional/technical and orientation training were the next most 

frequent types of training provided with 0.5 hours per employee each. No service, basic 

skills, employee health/wellness or communications/development training was provided by 

any reporting establishments.

When investigating the frequency of activities, computer training was offered more 

than any other content area with 12 events being offered. This was followed closely by 

production/construction and safety training, with 11 events offered in each area.

Training in production/construction accounted for the largest number of hours with 

218 hours being provided. Computer training was the next largest based on total number of 

hours with 146.5 hours being provided.
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Research Question 3 - How much are Centre County’s largest private employers 

expending on formal training of their workforce? During 1997, wages and salaries of both 

full-time and part-time in-house trainers accounted for the largest spending category with 

SI83 per employee. Establishments spent S58 per employee on tuition reimbursement. S65 

per employee on outside trainers, and S12 per employee on contributions to outside training 

funds. Tuition reimbursement and payments to outside trainers tended to increase with the 

size of the establishment.

Research Question 4 - Is employer-provided formal training support varied across 

differing business characteristics? Although there are a few exceptions, in general, the 

number of hours of formal training per employee seems to be no higher among 

establishments with particular employee benefits and workplace practices compared to the 

average among all establishments. This appears to be true both when investigating the 

information based on size of establishment and when based on industry type.
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Chapter V

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

Summary

The purpose of this research study was to determine the amount of employer- 

provided training within the largest private establishments in Centre County, Pennsylvania. 

The study attempted to identify the incidence, intensity, and expenditures related to 

employer-provided training.

The study also investigated how the incidence and intensity of training are related to 

a number of establishment characteristics such as size, change in number of employees, 

industry type, part-time employment, the adoption of alternative workplace practices, and 

various employee benefits.

The study was focused on establishments ranked as the top fifty by the Bureau of 

Labor Statistics. After eliminating the public establishments and those who either could not 

be identified or who chose not to participate, eight additional establishments were identified 

using the previous ranking report by the BLS. These additional establishments, prominent 

employers in the county, allowed the investigator to work with an adjusted target 

population.

A review of the literature reveals that employer-provided training is a critical issue 

in nearly every sector of our society. There is universal agreement that employers should be 

investing into their human capital. There are a number of reasons why people believe such 

investment is important. Many reasons are centered around the issue of U.S. workers not 

being adequately trained to be competitive in global markets a concern about meeting the 

challenges associated with new technology, and the decline of real wages in less-educated 

workers.

The literature further indicates that there is little available data regarding the amount 

of formal employer-provided training. One reason for a lack of quality data is that there
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seems to be no universally accepted definition for the term “training.” Because of this lack 

of information, estimates vary widely between the various studies that have been 

conducted. To date, the Bureau of Labor Statistics conducted the most comprehensive 

study dealing with the topic of employer-provided training for the Employment Training 

Administration of the U.S. Department of Labor in 1995. The intent of the Survey of 

Employer-Provided Training (SEPT95) was to uncover representative data on current 

training practices of employers. The findings of the SEPT95 study, which include 

information on both formal and informal training, now serve as a benchmark for national 

data.

Using a validated instrument, data was collected from the fifty largest private 

establishments in Centre Country, Pennsylvania, as identified by the Bureau of Labor 

Statistics. A questionnaire that focuses on training programs and expenditures as well as 

workplace practices of the establishments served as an interview guide when meeting with 

individual establishment representatives. The information on the questionnaire was 

gathered using a two-phase approach. The initial information, including details on 

establishment characteristics, training practices, and workplace programs was collected 

during a short, 30-minute interview with the training director, human resource manager, or 

establishment owner. The interviewer provided the company representative with two 

additional forms to be completed and returned within the following two weeks. The first 

form requested information regarding the number of employees in various job categories, 

employee turnover rates, and information on training budget and expenditures. The final 

portion of the information gathered involved completion of a training activity worksheet 

that was used to document typical training activities for a two-week time frame.
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Conclusions

Extent of Formal Training.

The results of this study found that Centre County employers allocate time and 

resources to training their workforce. Overall, an average of 3.7 hours per employee of 

formal training were provided or financed between May and October 1998. Both the 

number of formal training events, which averaged 0.4 events per employee, and the 

number of hours tended to be higher in the smallest establishments. Establishments with 

100-250 employees provided the most formal training to their employees on average with 

6.4 hours per employee. It should be noted that 43 percent of the reporting establishments 

fell into this category of 100-250 employees.

The fact that the smallest establishments were providing the most training was 

surprising because it would be expected that larger establishments provide more formal 

training due to economies of scale. The total cost of training may not increase much as the 

number of trainees increases, because the cost o f hiring a trainer and developing a 

curriculum is relatively fixed.

The service, retail, and manufacturing industries provided the greatest hours of 

formal training with an average of 4.1, 3.2, and 3.0 hours per employee, respectively. The 

construction and finance, insurance, and real estate industries provided the fewest hours of 

formal training per employee with an average of 0.9 and 0.2 hours, respectively. Service, 

retail, and manufacturing industries also provided the most number of formal training 

events per employee.

It is difficult to draw a conclusion as to whether industry type is a factor in the 

amount of employer-provided training that is provided. Although the service, retail, and 

manufacturing industries provided the most hours of training, they also have the largest 

presence in Centre County.
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Content of Training.

No training in the areas of service, basic skills, employee health/wellness, or 

communications/development was provided in any of the reporting establishments. After 

discussion with individual establishments, it was learned that, for the most part, employees 

are not hired into establishments if they do not already possess strong basic skills. Further, 

most employers indicated that job skills and general skills training that are either mandated 

by state and federal agencies or directly linked to increased production are the up most of 

importance. Nearly every establishment indicated that they continually work on improving 

communications; however, no communications/development training was provided.

Overall, production/construction training accounted for 29.4 percent of all reported 

training. Computer training was the next largest content area, representing 19.8 percent.

Most establishments provided less than one hour of formal training in each of the 

content areas. Although production/construction training represented the highest amount of 

training, it accounted for only 54 minutes of training per person in the six-month reference 

period. Approximately 30 minutes per employee of training were provided in both the 

professional/technical and orientation areas.

Computer, production/construction, and safety training were the most frequently 

offered training types. These findings make sense given the trends of the times. The 

information age has forced businesses to incorporate information technology into their 

work practices, and with the constant changes and updates, computer training would seem 

to be a continuous requirement.

The Centre County region is comprised of many manufacturing firms that include 

production work. It is not surprising to find that production/construction training was 

frequently offered by employers.

Further, it is not surprising that safety training is offered frequently. Various federal 

and state agencies mandate periodic safety training. In addition, insurance companies often 

offer relief on expensive premiums based on the amount of safety training that is provided.
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Support for Formal Training.

Wages and salaries of both full-time and part-time in-house trainers was the largest 

reported training expenditure among all establishments. During 1997, wages and salaries of 

both full-time and part-time in-house trainers accounted for S183 per employee. 

Establishments spent S58 per employee on tuition reimbursement, S65 per employee on 

outside trainers, and S12 per employee on contributions to outside training funds. Tuition 

reimbursement and payments to outside trainers appear to increase with the size of the 

establishment.

Although the largest reported training expenditure was in the area of wages and 

salaries for in-house trainers, 46.2 percent of all participating establishments reported that 

they had no full-time training personnel on their payroll. In the largest firms (more than 700 

employees), only 16.7 percent of the firms reported that they had no full-time training 

personnel.

Trends Between Business Characteristics and Support for Formal Training.

Although there are a few exceptions, in general, the number of hours of formal 

training per employee seems to be no higher among establishments with particular 

employee benefits and workplace practices compared to the average among all 

establishments. This appears to be true both when investigating the information based on 

size of establishment and when based on industry type.

Overall Conclusions.

The 1995 Bureau of Labor Statistics study showed that the incidence, intensity, and 

expenditures related to employer-provided training vary, predictably, based on 

establishment size and industry type. That study also revealed that establishments that offer 

more employee benefits and a broader spectrum of workplace practices tend to provide or 

finance more training.

Unlike the BLS study, the findings from this research do not indicate any clear 

factors that increase the incidence, intensity, and expenditures of training. In addition, a
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wide variation exists within establishments of similar size and industry type. Due to the 

distribution of study participants between size categories and industry types-, it is difficult to 

draw conclusions for general trends.

Establishments with 100-250 employees appear to offer more training (6.4 hours 

per employee) than the average of 3.7 hours. However, establishments in this size category 

accounted for 43 percent of the total population. Further, service establishments appear to 

offer more training than the average of other industries with 4.1 hours per employee being 

provided. Similarly, service establishments represent 31 percent of the entire population.

In the opinion of the researcher, the two-week timeframe for collection of training 

log data allowed for a significant margin of error. The wide range of industries and the 

schedule in which they offer training has the potential to vary gready. Although the 

methodology for this study paralleled the BLS 1995 study, a longer coilecrion period may 

produce more representative results.

The findings regarding employer-provided training uncover some areas of concern. 

In Centre County, Pennsylvania, employees in the larger establishments are less likely to 

receive training than their counterparts who work in smaller establishments. The National 

Household Education Survey (Kim, Collins, Stowe & Chandler, 1995) revealed that the 

gap in training between workers with low levels of education and those with high levels of 

education is rapidly widening. Continuation of this trend suggests that works who are 

employed with large firms and have lower levels of education will be disadvantaged in an 

environment where high skill is the leveraging agent.

Relationship to BLS SEPT95

At first glance, one might be tempted to compare the results of this study with the 

BLS Study on Employer-Provided Training of 1995. Although the study was conducted 

using the same instruments and methodology, it would be unfair to do a flat out 

comparison of the two. The most obvious difference deals with the population. This 

research involved a census of the top employers in Centre County, Pennsylvania. Although
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the establishments included in this population came from varying industries, it was not 

nearly as widespread and evenly distributed as that of the BLS study. For example, this 

research had no representation from the mining, transportation and public utility, or 

wholesale trade industries. In addition, the BLS study involved visits to more than 1,000 

private nonagricultural business establishments. This provided a significantly larger 

population to study.

The BLS study classified establishments into five employment classes based on 

number of employees. These categories were slighdy different from the ones used in this 

study due to the maximum number of employees in Centre County, Pennsylvania 

establishments. The largest establishment included in this study employed 1,200 

individuals. The largest establishment in the BLS study employed more than 5,000 

employees.

Factors such as labor turnover, employment growth and the use of contract workers 

were investigated by the BLS to determine if any relationship between these characteristics 

and the frequency and incidence of employer-provided training existed. Consequently, the 

BLS was able to draw the conclusion that there are relationships between these factors. In 

an attempt to study these same questions on a local basis, similar data was gathered. Upon 

analyzing the data, it was found that little differences existed between the various firms 

regarding labor turnover, employment growth, and contract worker use; therefore, not 

allowing analysis based on these factor.

The BLS study findings indicate that employees in establishments with 50 or more 

workers received an average of 10.7 hours of formal training in May through October 

1995. The number of formal training activities averaged 2.1 per employee during this six- 

month period. The findings of this study indicate that employees in Centre County, 

Pennsylvania establishments with 50 or more workers received an average of 3.7 hours of 

formal training in May through October 1998. The number of formal training activities 

averaged 0.4 per employee during this six-month period.
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Aside from the overall total figures, the biggest difference in findings comes from 

the amount of training provided in the various employee size categories. The BLS study 

found that during the six-month reference period, smaller establishments provided less 

formal training to their employees on average than larger establishments. Employees in 

smaller establishments also participated in the fewest formal training activities. The results 

of the Centre County study found the opposite to be true. The smallest establishments 

participating in the study provided the most formal training to their employees on average 

with 6.4 hours per employee.

Recommendations for Future Academic Research

Although the findings of this study provide a baseline for future research, many 

questions remain. The following recommendations are made for future academic research 

regarding the types and amount of employer-provided training.

• Apply survey methods and questions to other geographic areas of Pennsylvania 

and/or the country.

• Repeat this study after an amount of time has elapsed.

• Investigate establishments that fit the predetermined size categories but may not be

included as one of the top fifty on the Bureau of Labor Statistic roster.

• Expand the population to include a larger number of establishments, including those 

with less than 100 employees.

• Conduct the same study using a population of non-private establishments.

• Further study specific types of formal training.

• Expand the study to include informal training activities.

• Investigate those establishments who are members of the local chamber of business 

and industry.

• Study one particular industry type or establishment size category in depth.
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• Compare local unemployment data with the amount of employer-provided training,

both locally and nationally, and determine if there is a correlation between them.

• Investigate the delivery mechanisms for formal employer-provided training.

• Further investigate the notion of corporate universities.

Recommendations for Nonacademic Practitioner

T raining  providers and establishments should look at the results of this study to 

determine the types of training that are in the biggest demand. This would provide a 

business opportunity that could benefit both the providers and the customers. Individual 

establishments could take advantage of such community-wide training opportunities 

without the overhead associated with conducting their own in-house training.

Local chambers of business and industry can use the data to gauge the training 

practices of local establishments and to plan training sessions, seminars, and workshops 

that might be of interest to local employers.

Training and professional organizations can use the information to determine 

organization goals and target audiences. Again, seminars, workshops and specific training 

sessions can be coordinated based on the information regarding formal training provided in 

this study.

Finally, other training providers can use the information presented here as a basis 

for a needs assessment. Looking at the frequency and types of training currently beinsf 

offered would provide valuable business opportunities.
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SURVEY INSTRUMENT
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INSTRUCTIONS

The questions in this survey ask for information about your "establishment," that is, your actual 
location. If your company has more than one site, please complete this survey only for your 
particular location. Please read the following questions and answer in the space provided.

P a r t  1 :  Q u e s t io n s  on  t r a in in g  p r a c t ic e s  a n d  p r o g r a m s

1. Which of the following training practices or programs does your establishment have, if any?
Check all that apply.
□ Tuition reimbursement (payment of employees' tuition costs for work-related courses taken at 

educational institutions)
O Financing of conference attendance or other off-site training (payment for employee travel, 

hotel, fees, and other expenses when attending off-site conferences or training classes)
3  A training resource center (a designated area within the establishment where training 

personnel, materials, and information are located)
□ Training advice provided to employees during their annual review (requires supervisors to 

discuss the training needed by employees as well as the training opportunities available to themj
□ Individualized training and career development plans are designed jointly by an 

employee and a supervisor to outline the employee's career development objectives and associated 
training needs.

3  Occupation-specific training plans outline the training needs and skill requirements of a 
particular occupation or job category.

□ Mentoring programs match more experienced workers with less experienced workers to 
provide assistance and instruction on an as needed basis.

□ Apprenticeship training is a formal process by which individuals become skilled workers 
through a combination of classroom instruction and on-the job training.

3  Contributions to union or association training funds help finance training for employees. 
Funds may be overseen by a union, trade association or other business consortium.

G None of the above

P a r t  2 :  Q u e s t io n s  on  f o r m a l  t r a in in g  in t h e  l a s t  1 2  m o n t h s

2. In the last I 2 months, in which of the following areas did your establishment provide or finance
formal training for employees? Check all that apply.
G Management training is training in supervising and in implementing employment practices.

Examples include training in conducting employee appraisals, managing employees, resolving 
conflicts, following selection/hiring practices, and implementing regulations and policies.

G Professional and technical skills training is training in professional areas such as
engineering, nursing, accounting, science, law, medicine, training, education, business; or 
technical areas, such as drafting, electronics, and medical technology.

G Computer procedures, programming, and software training includes training in
computer literacy, security, programming, use of standard commercial and other software, and 
methods for developing software applications.
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□  Clerical and administrative support skills training is training in areas such as typing, 

data entry, filing, business correspondence, and administrative recordkeeping, including budget 
and payroll.

□  Sales and customer relations training is training in areas ranging from how to maintain or 
improve customer relations to specific selling techniques. Examples include training in how to deal 
with angry customers and information about specific product lines.

□ Service-related training includes training in the traditional service occupations— food, 
cleaning, protective, or personal services. Examples include training in waiting tables, preparing 
food, using cleaning equipment, conducting security work, providing care for children or the 
elderly, tailoring, and bartering.

O Production- and construction-related training is training in areas such as operating or 
repairing machinery and equipment; manufacturing, assembling, distributing, installing, or 
inspecting goods; constructing, altering or maintaining buildings and other structures.

□ Basic skills training is training in elementary reading, writing, arithmetic, and English language 
skills (including English as a second language).

□ Occupational safety  training provides information on safety hazards, procedures, and 
regulations.

□ Employee health and wellness training provides information and guidance on personal 
health issues such as stress management, substance abuse, nutrition, and smoking cessation.

□  Orientation training introduces new employees to personnel and workplace practices, and to 
overall company policies.

□  Awareness training provides information on policies and practices that affect employee 
relations or the work environment, including Equal Employment Opportunities (EEO), affirmative 
action, workplace diversity, sexual harassment, and AIDS awareness.

□  Communications, em ployee development, and quality training is training in public 
speaking, conducting meetings, writing, time management, leadership, working in groups or 
teams, employee involvement, total quality management, and job reengineering.

□  No formal training in the last 12 months.

□ Other (please describe)

3. Who conducted the formal training you checked in question 2? Check all that apply.
□ This establishment
□ Parent com pany
□ Community colleges
□ Other educational institutions
□ Product suppliers
□ Other firms, including private training companies

□ Unions, trade, or professional associations

□  No formal training in the last 12 months

□ Other (please describe)
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4. In the last three years, did your establishment provide or finance any formal graining for employees?

□ Yes
□  No (Go to question 8)

5. In the last three years, how has the percentage of employees who receive formal training changed?

□ Increased
□ Decreased
□ No change

6. In the last three years, how has the number of full-time training personnel on the payroll of your 
establishment changed?

□ Increased
□ Decreased
□ No change
□  No full-time training personnel on establishment payroll in the last three years

7. In the last three years, how has the amount of money spent by your establishment on formal training 
changed?

□ Increased
□ Decreased
□ No change

P a r t  4 :  Q u e s t io n s  o n  e s t a b l is h m e n t  b e n e f it s  an d  w o r k  p r a c t ic e s

8. Which of the following benefits are offered at your establishment? Check all that apply.

□ Paid vacation is leave from work for which an employee is paid in full or part.

□ Paid sick leave is a short-term disability plan that continues all or part of an employee's income 
if he or she cannot work because of illness or injury. Sick leave is never contributory; the employer 
absorbs the entire cost.

□ Health care benefits are benefits that pay for or provide medical, dental, vision, and related 
services through one or more plans. Benefits may be completely financed by the employer or jointly 
financed by the employer and employees.

□ An em ployee assistance program is a  structured plan, independent of health insurance, that 
provides referral and counseling services concerning alcoholism, drug abuse, marital difficulties, 
financial problems, emotional problems, and legal problems.

□ An em ployee wellness program is a structured plan, independent of health insurance, that 
offers two or more of the following benefits: smoking cessation clinics, exercise/physical fitness 
programs, weight control programs, nutrition education, hypertension tests, periodic physical 
examinations, stress management courses, back care courses, and life style assessment tests.

Page 3

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



www.manaraa.com

73
□  Pension plans provide income for employees at retirement. Plans may be either defined benefit, 

with a formula for determining the amount of periodic income, or defined contribution (such as 
401 k), with a formula for employee and employer contributions to the plan.

□  Profit sharing is a plan under which the company credits shares of company profits to 
participating employees. The amount may be available immediately or at retirement.

□  Flexible work schedules allow employees to determine their own work hours within generally 
set parameters.

□  Flexible work site or telecommuting is an alternate work plan which allows an employee to 
spend part of the work week performing duties at a location away from the traditional worksite, 
i.e., residence or a satellite office.

□  Employer-financed child care is full or partial payment of the cost of child care. Employers 
may establish their own child care facilities or provide funding to use other facilities.

□  Paid parental/fam ily leave is paid leave given to an employee to care for a newborn child, 
care for a sick child or other family member, handle an adoption, or other family-related reasons.

O None of the above

9. Which of the following work practices are used at your establishment? Check all that apply.
□  Pay increases that are directly linked to mastering n ew  skills. This is an alternative to 

pay systems where compensation is linked to a particular job.

□  Employee involvement In the firm's technology and equipment decisions is an
organizational policy in which employees have a say in technology and equipment purchase 
decisions that affect them.

□  Job redesign or reengineering is intended to increase worker performance and job 
satisfaction by increasing skill variety, significance of tasks, and worker autonomy.

□  Job rotation is a  work design system where employees rotate among different jobs.

□  Just-in-time inventories are a method of inventory control and production where firms keep 
very small amounts of supplies on hand. Products are assembled from parts received "just-in-time 
once orders are received.

□  Coworker review of em ployee performance is a performance appraisal system in which 
employees' work performance is evaluated (at least in part) by coworkers.

□  Quality circles are voluntary groups of workers that meet regularly to come up with solutions to 
problems concerning people and productivity.

□  Total quality m anagem ent is an organizational management approach in which the core 
ideas include doing things right the first time, striving for continuous improvement, and a devotion 
to understanding and meeting customer needs.

□  Self-directed work team s are small, groups of workers who have the authority to handle 
internal processes as they see fit in order to generate a specific group product, service, or decision.

□ None of the above
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Questions 10 -16  ask about employees at your establishment. In answering these questions, be sure to:

• Include all employees: full-time, part-time, temporary, seasonal, salaried, and hourly,
• Report for the pay period that includes the 1 2th of the month, and
• Write 0  in any blank in which your answer is zero.

10.  How many employees were on the payroll of your establishment during the pay period that
includes the 12th of this month? If figures are not yet available for the pay period including the 1 2th
of this month, please report for the pay period that included the 12th of last month.

1 1.  How many employees were on the payroll of your establishment three months ag~? Please
report for the pay period that included the 1 2th of the month.

1 2. ---------- How many people did your establishment hire over the last three months? Be sure to include
all workers hired including those who no longer work at your establishment.

13.  Of all employees reported in question 10, how many do you consider to be part-time workers?

14.  Of all employees you reported in question 10, how many are represented by a union agreement?

15.  How many contract workers or workers employed by temporary-help agencies did your
establishment use during the pay period that you reported for in question 10?

16. Listed below are seven major occupational groups. Please fill in the blanks with the number of 
employees in each occupational group.

  Managerial and administrative occupations include top and middle-level managers,
administrators, and executives whose primary duties are policy making, planning, staffing, 
directing or controlling the activities of the establishment.

  Professional/ paraprofessional, and technical occupations include pereons concerned
with the theoretical or practical aspects of fields (e.g., science, art, education, law, and business 
relations) where substantial post-secondary educational preparation, or equivalent on-the-job 
training or experience is required.

  Sales and related occupations consist of persons selling goods or cervices and other
individuals directly related to sales.

  Clerical and administrative support occupations include persons performing clerical
tasks, such as typing, filing, operating a computer, keeping records (personnel, stock, production, 
billing, etc.), and preparing and distributing mail.

  Service occupations include workers in occupations relating to protective service, food
service, health assisting service, cleaning and building service, and personal service.

  Production/ construction/ operation/ maintenance/ and material-handling
occupations consist of all skilled, semi-skilled, and unskilled workers performing machine and 
manual tasks involving production, construction, operation, maintenance, repair, and 
material-handling.

  Agricultural/ forestry, fishing, and related occupations include workers concerned with
agricultural production, forestry, and fishing. Also included in this group are agriculture-related 
workers, such as animal caretakers and groundskeepers.

  Total (should equal the number of employees in question 10)
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EXPENDITURES

17.  In 1997, how much did your establishment spend on tuition for courses employees took at
educational institutions?

18.  In 1997, how much did your establishment pay to outside trainers or outside training compa­
nies that provided training to your employees?

19. --------- In 1997, how much did your establishment spend on w ages and salaries of full-time
training personnel, including trainers and their support staff? Full-time training personnel includes only 
those employees who spend all of their work time in training-related activities.

2 0 .  In 1 997, how much did your establishment spend on wages and salaries of part-time
training personnel? Include wages and salaries only for the time spent in training-related activities.

2 1 .  In 1997, how much did your establishment pay to your parent company for training it pro­
vided to your employees? (If you have no parent company enter NA.)

22 .  In 1997, how much did your establishment contribute to funds specifically designated for
training? Include any payments made to trade associations or union-sponsored training funds.

SUBSIDIES

23.  In 1997, how much did your establishment receive from your parent company to subsidize
training provided to your employees? (If you have no parent company enter NA.)

24 . --------- In 1997, how much did your establishment receive from other outside sources to subsidize
training provided to your employees? Include any subsidies from governments, trade associations, or 
unions
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P a r t  7 :  T r a in in g  L og  ( m a k e  c o p ie s  a s  n e e d e d )  _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

Think of a "typical" two week period. Please complete the following information for every formal training 
activity that would take place during that two-week period.

1. Please provide a name for the formal training activity.

2. ---------- How many hours would the training session last?

3.  How many employees were trained in the activity?

4. W ho conducted the training activity? Check all that apply.

□  Employee/s of your establishment who are full-time training personnel.

□  Other employee/s of your establishment

□  Employee/s of your company, but not your establishment

□  Individual/s from another company

□  Individual/s from a union or trade association

□  Other (please describe) _________________________________________

1. Please provide a name for the formal training activity.

2. --------- How many hours would the training session last?

3. --------- How many employees were trained in the activity?

4. Who conducted the training activity? Check all that apply.

□  Employee/s of your establishment who are full-time training personnel.

□  Other employee/s of your establishment

□  Employee/s of your company, but not your establishment

□  Individual/s from another company

□  Individual/s from a union or trade association

□  Other (please describe) _________________________________________
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Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



www.manaraa.com

78

p e n n State
Vice P re sid en t fo r  R e search
O ffice to r Retaliatory C om pliance

The Pennsylvania S tate  University- 
212 K em  G raduate  B uilding 
U niversttv Park. PA 16802-3301

(814)865-1775
Fax: (814) 863-8699
Website: w w w .research.psu.edu/orc/

Date: August 26 J 9QK

ghsh. Research ComplianceFrom: Karen J. English. Res^rch Compliance Coordinator

To: Wendy Gilpin

Subject: Proposal for Use of Human Subjects in Research - Exemption (#980730-00)

Approval Expiration Date: August 26, 1999

“A Descriptive Analysis o f Investment in Human Capital by Private Employers in Centre 
County, PA”

Your proposal for use of human subjects in your research has been reviewed and approved for a one-year
period. Subjects in your research are at minimal risk.

Attached are confidential labels you can use to seal the envelopes that contain the original, signed informed 
consent forms obtained from the subjects of your study. These envelopes are then to be mailed to the 
address listed above. Contact this office if you need more labels.

Subjects must receive a copy of the informed consent form and the written explanation of your study that 
was submitted to this office for review.

By accepting this decision you agree to notify this office of (1) any additions or changes in procedures for 
your study that modify the subjects’ risks in any way and (2) any events that affect the safety or well-being 
o f subjects.

The University appreciates your efforts to conduct research in compliance with the federal regulations that 
have been established to ensure the protection of human subjects.

KJE/jlm 

Attachments 

cc: E. Farmer
E. Herr

An Equal O pportunity  University
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WENDY L. GILPIN

Wendy L. Gilpin is a graduate of Penn State University with degrees in Business 

Administration and Management Information Systems (MIS). She began 

employment with Penn State in 1984 and has held several positions, including 

program management of various administrative and educational programs.

Currently, Wendy is a research assistant at Penn State’s Applied Research 

Laboratory. Her research interest deals with the development of optimal methods to 

train a diverse workforce in the application of advanced technologies. She is 

working to develop metrics that will be used to correlate task complexity with 

human factors and investigate the effectiveness of alternative training methods. She 

has also initiated a research effort to establish requirements for undergraduate 

training in the use of intelligent design and concept development tools in a 

distributed, interactive team environment.
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