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Abstract 

This study investigates the participation patterns of employer-sponsored adult education 

and training by Swedish workers over the period of 1975 - 1995. and evaluates the importance of 

the determinants of such provision. The study also explores the ways participation experiences in 

employer-sponsored education and training influence subsequent participation. occupational 

mobility and economic outcornes for Swedish workers. Data collected from 1975 to 1995 in The 

Swedish Living Conditions Survey (ULF). both the cross-sectional data and its panel component. 

have been analyzed. Contained in the panel are 3.3 19 Swedish adults who have been followed up 

in the ULF from 1979 to 1995. 

The study employs measures of work and job characteristics such as indicators of 

occupational status. wage. union membership. length of employmcnt. job type. job 

responsibilitirs. influence on decision-making at the workplace. lrarning opportunitirs at the 

workplace. enterprise owncrship. as well measures of persona1 chancteristics. such as age. 

gendrr. level of forma1 rducation. 

The approach takcn in the evaluation of the influences of work. job and demographic 

characteristics on the likelihood of receiving employer-sponsored education and training has 

been to develop and estimate logistic regression models by means of which thesr effects during 

different periods ( 1975. 1979. 198617. 19945) can be assessed and compared. Another three 

models have been investigated. using the panel data. namely: ( I ) a logistic regression mode1 

predicting subsequent participation in employer-sponsored education and training by similar 

experiences at earlier career stages: (2) a multiple regression mode1 predicting 199415 annual 

income with participation history as a predictor: (3) a discriminant function analytical mode1 

predicting 19945 occupational status with participation history as a discriminating variable. 

The departure point of this study is that separate analyses have becn done with the public 

sector and private sector sub-data sets. The findings indicate that occupational status. levrl of 

education. agr. gender and to a less extent. union membership. and other work and job 

characteristics are the more important predictors of the likelihood of participation in rmploj.er- 

sponsored education and training for the Swedish workers in the private sector. For those 

working in the public sector. institutional factors relating to management style and job 



responsibility as well as age play an important part in training decisions. The findings also 

indicate that youth and older age groups. particularly those with the private sector. have been 

consistently under-served by provision of employer-sponsored education and training throughout 

the penod investigated. The results reveal that by the mid-1990s. gender was not a issue in the 

public sector in terms of the participation rate but female workers were still disadvantaged in the 

pnvate sector. The tindings veri% a trend that the participation gaps between the wrll-educated 

and the undereducated. and those between professionals and non-skiiled and semi-skilled have 

narrowed by a great magnitude. yet not adequately to close up the paps. In 1975. the likrlihood 

of participation for a professional worker was nine times as high as that for a non-skillrd wvorker 

in the private sector. By 1995. the comparable tigure was three times. 

The tindings from panel data analysis show that. for workers in the private sector. thrir 

participation status as of the mid-1990s was significantly correlated with their participation status 

back in the mid-1980s and late 1970s. even after the statistical adjustment. For the public sector 

employees. their participation status as of the nid-1990s is related to participation status in the 

mid- 1980s only. The results of income estimation models show that al1 three indicators of 

participation status are significantly associated with higher earnings. but a funher analysis thût 

separates the private sector from the public sector indicates that the rcsult applied more in the 

case of the private sector employees. In contrast. none of the measures of participation status are 

significantly associated with higher earnings for employees with the public sector. The findings. 

as a result of discriminant tùnction analysis. indicate that participation undcnaken in the mid- 

1980s. topether with the earlier status of occupation and formal education background. f o m  the 

first discriminant function that classi& occupational status of l991/j. esplainin- jJo6 of the 

explained variance. 

Descriptors: employer-sponsored training. adult education and training. work-related training. 

adult education and work. occupational mobility. lifelong learning. outcornes of adult education. 

repeated survey studies. longitudinal studies. logistical regression. Sweden 
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Chapter 1 

INTRODUCTION 

1.1 Research Problem and its Context 

As we enter the 21" century. a consensus has emerged. at least in OECD couiitries. of the 

vital importance of lifelong learning in meeting a range of educational. social and economic 

policy objectives. The key idea underpinning [ifelortg lecirningfor d l  is that although everyone is 

able to learn. al1 must become motivated to leam. and should be actively encouragrd to do so. 

throughout their life. Lifelong leaming is conceived broadly as learning that occurs variously in 

formal institutions of education and training or informally and nonformally - at home. at work or 

in the wider community (OECD. 1996). Thus. at least rhetorically. adult education has been 

transformed to become a vital component of lifelong learninç stratrgp. 

As a major strategic rneasure for human resource developrncnt. adult education and 

training is to provide high quality and relevant service to developing capacitics so as to realize 

the potential of the "global information economy" and to address problems relatins to 

ernployrnent, culture. dcmocracy and above all. social cohesion (OECD. 1996). Another related 

argument for adult education provision is that investment in education and training in pursuit of 

lifelong learning strategies would serve to address the social and economic objectives 

simultaneously by providing long-term benefits for the individual. enterprisc. rconomy and the 

society more generally. Particularly in countries (e.g.. Sweden) with social equality at the core of 

a national welfare ideology. one important goal of adult education in a system of lifrlong 

learning is to promote social equality by reducing the gaps in educational access. participation 

and outcornes among groups and grnerations in society. 

A strong message. consistrntly put forth by researchen on participation in adult 

education and training and baniers to such participation. is that financing is a key element in 

successfully realizing lifelong leurning for d l  strategy. In particular. rrsearch invanably 

indicates that. of the two main sources of support for adult education - rmployers and self- 



financing - employers have been by far the most important source of support. especially since 

the 1980s. 

Employers' investrnent in education and training for their employees and the socio- 

economic consequences of such investment has been a major topic of discussion in recrnt studies 

of human resource development and related govermnent policies. It is also an area of particular 

interest to adult education, where empincal studiçs that examine the profound impact of 

increasing involvement of employers in the provision of adult education and training are still 

scarce. 

Academic writing in the field of human resource drvelopment and studies of government 

policy contain arguments in support of the expansion of employer-based training both in 

quantity. and in content coverage (e.g.. Nash 8: Hawthorne. 1987: Canadian Interpovemmental 

Task Team. 1993; Groot. el al., 1994: Murnane. et ni., 1994; Frazis. 1995). Frorn a human 

resource perspective. employer-sponsored education and training is a device for rrnploying 

organizations to improve basic. technical. and managerial skills of their current or future 

workforce to enhance their productivity. flexibility and competitiveness. For individual 

employees. further education and training is an opportunit): for enhancing their own performance 

in a present or future workplace and a way to increase their employability. and discourage layoff 

(Rurnberger. 1994). prepare for reassignment or promotion. or adapt to nea. technologies 

(Deutsch. 1987: Johnson. el al.. 1996). From a policy perspective. employer-sponsored education 

and training represents a cost-effective measure to address many crucial problems facing society. 

At the macro level. employer-sponsored training is seen as contributing to the larger goal 

of improving the quality of the workforce and national competitiveness in a globalized economy 

(Baumgartel, 1983: Gitter. 1997: Osterman. et 01.. 1993). At the micro level. increased investment 

by ernployers in their employees' training could result in the improved quality of the workforce. 

which in tum prevents more employed people from becoming members of the unemployed 

contingent. It c m  also mean more government funding to be reallocated to assist the unemployed 

and disadvantaged in labour market training. 

One may approach the theory and practice of adult education from man! diffcrent 

directions. But clearly the employen' role in the provision of adult education and training is 

perceivably one of the best points of entry to the understanding of the influence best 



characterized as "the long arm of the job" (Rubenson, 1996. 1997.2000) that has profoundly 

changed the landscape of adult education. Since the early 1980s. growth in organized adult 

education in OECD countries can be largely accounted for by what is described as a '-silently 

explosive" expansion in both provision of and participation in employer-sponsored educatian and 

training (Tuijnman. 1992; Rubenson. l996b; BO anger & Tuijnman. 1997). One recent 

International Adult Literacy Sunrey (1 997) conducted by OECD shows that about half of rhe 

participants in adult education and training. in al1 OECD countries surveyed. attended an 

employer-supponed leaming activity (OECD & HRDC. 1997. p.89). This coincides with an 

emphasis on a broader perspective of lifelong learning and an econornically driven agenda in 

which workplace learning has taken centre stage and been promoted under notions like lcaming 

organimtions (Rubenson. 2000). 

In sharp contrat to the continuing drcline in govemment support for popular adult 

education. the rise and dominance of employer-sponsored education and training signifies an 

increasingly close comection between adult education and the world of work. Thus. a direct 

result of this would be that access for an individual to adult education and training will 

increasingly depend on employment circumstances. financial positions. job status. and decisions 

at the workplace (Rubenson. 1996). The shifi to a heavy reliance on rmployers for the provision 

of adult education is a relatively new phenomenon. Its practical consequences with regard to 

many of the long standing concems of adult educators. for instance. social quit). and rquality 

(Darkenwald & Memarn. 1982: Taylor. 198% Carnoy. 1994). are yet to be comprehended. More 

important is the fact that the area of employer-sponsored education and training could also 

become a crucial ground where different ideologies. concepts and goals are contested. Therefore 

it is not an exaggeration to say that. without an adequate understanding of what has been going 

on with employer-sponsored education and training and its socio-economic consequences. one 

cannot fully grasp the issues. challenges as well as opportunities for aduit education. 

In thinking about questions that relate employer-sponsored training to human resourcr 

development. policy decisions and adult education. it is beneficial to first of al1 understand who 

receives this kind of education and training. and what the social and econornic consequences are. 

By exploring individual employees' access to employer-sponsored education and training and the 



benefits of participation. issues c m  be identified that cal1 for both potential policy leverages and 

adult education strategies. 

In explorhg the determinants of employer-sponsored education and training. researchers. 

informed by a variety of theoretical perspectives. have generally followed two paths: one focuses 

on cross sections of ernployers. the other on cross sections of employees. There are also studies 

that go beyond individual and establishment levels. At one end. some studies connect 

opportunities of nceiving employer-sponsored education and training to the national economic 

and labor market situation (eg.. Lillard & Tan, 1986) while at the other. more fine-grained 

analyses focus on the underlying dynamics betwern life experiences and participation in 

employer-sponsored education and training. Researchcn have been able to identify four broad 

categories of determinants: ( 1 ) individiial factors such as parents' socio-economic background. 

gender. race, ethnicity. age. attained educational level: (2)  organizational faciors such as firm 

size. industrial sector. employee turnover. intemal employment market. technological change 

trend. labor relations. work environment: (3)  job characteristics - an interactional level factor 

between individual and organizational factor - such as type of job. ski11 level. job tenure. 

supervisory practice: (4) macro level factors such as genrral economic situation. government 

policies and labor market situation. 

Most studies were conducted by focusing on one or two of the categories of drtrrminants 

mentioned above and thus empiricnl rvidence accnted has been at best a few fragmented pieces 

of a large puzzle. Studies that focused on which employees received education and training in 

their workplace generally report that social cleavages and demographic factors structure the 

allocation of workplace training. Researchen agree that the likelihood of receiving training 

increases with formal educational anainment. literacy level. firm size and declines with age 

(Lillard & Tan. 1986: Barron. et al.. 1987: ~bfonthly Labor Review. 113. 1990: Tuijrnan. 1989: 

Holtrnann rr al., 199 1 : Leeuwen & Dronkers. 1992; Kubeck. er al.. 1996: Rubenson. 1997). .As 

well. white male workers are more likely to receive training than fernale. minorit! workers 

(Fitzgerald. 1985: Sexton. 1994). On the other hand. evidence from Jacobs et al. ( 1996) confimis 

workplace training is more closely associated with firm characreristics than worker attributes. 

Further. Lillard and Tan's study (1986) concludes that the national labor market situation p lay  a 

role in the enent to which employers are willing to provide training for their employees. 



In brief. research literature for the most part suggests persona1 characteristics such as 

gender and race affect the type of organization in which ernpioyment can be found. 

Organizational characteristics such as establishment size and occupational ladden in turn 

influence the extent to which employers invest in their workforcc. Job characteristics such as 

supervisory status and occupational prestige also affect which ernpioyees are tarpetcd for 

training. These factors are further subject to the dynarnics of national economic and labor market 

situations. Consequently. to understand the interplay of these factors in accounting for the 

chances of recruitment into employer-provided education and training requires a comprehensive 

examination of personal. job. and organizational factors and the macro contextual situation. 

Longitudinal studies that look into earlier education and training and labor force participation 

experiences are also necessary in helping untangle the relationship between these diffcrent sets of 

factors. With the rapid increase in overall participation rate in employer-sponsored education and 

training. a crucial question emerges: to what extent are characteristics identified by earlier 

research being perpetuated or chanped? 

How adult education and training affects participants' well-being has been the subject of 

a number of recent studies. These generally use employment. productivity. and wages as 

indicators of socio-economic outcomes from participation. after controlling social. economic. 

and initial educational factors that c m  influence both participation in adult rducation and 

outcomes. Longitudinal studies have identified the long-term effects of adult education and 

training. A general consensus among researchers seems to be that recriving formal adult 

education and training is associated with employment stability. upward occupational mobility. 

increase in productivity and gains in wages (Bloom. 1984: Lillard & Tan. 1986: Tuijman. 1989: 

Wholey. 1990: Couch. 1992: Leeuwen & Dronkers. 1992: Schiller. 1994: Zweimuller. 1996). 

Researchers have also found that. compared with other types. Company training has a 

ereater impact on earnings than does training from an. other sources (Lillard & Tan. 1986). 
L. 

However. the results across these studies are inconclusive and not easy to generalize (Tuijnman. 

1992a). In most studies. the distinction arnong a variety of adult rducation provision is d ra in  

only to separate education for work-related purposes from that for leisure. Hence. only limited 

and oblique information is available on the effects of employer-sponsored education and training. 



Participation in adult education proves to be an enonnously complex activity. To even 

begin to undentand its comple~ities. studies have employed different theories and models. which 

always isolate and amplifi some aspects of reality at the expense of others. Therefore. most 

research is limited and looks only at a particular dimension of driving forces. outcornes. or 

investigates a particular sampled population with certain demographic characteristics. Thus more 

research that focuses on different dimensions and populations is needed to overcomr 

shortcomings such as cohort effects and simplification of issues. 

Further. employees may. if they wish. enroll in training courses outside the schemt: 

organized and financed by their employers. Their purpose may be vocational (to upgrade their 

skill. or to train for a new occupation). or simply cultural or social. Although individual training 

is. in a sense. independent of the enterprise. in practice it remains closely related to working lik 

(Oechslin. 1987). Therefore. in consideration of the linkage between work. training at the 

workplace and educational activities outside the workplace. particularly in the discourse on life- 

long lcaming. the question of to what cxtent participation in employer-sponsored education and 

training has fostered the inclination towards other tùrther educational activitirs for both 

citizenship and self-fulfillment. may also be wonhy of exploration. 

1.2 Purposes and Significance of the Study 

Since the introduction of the idra of lifelong education by UNESCO and OECD in the 

early 1970s. and after nearly three decades of dispersed initiatives. it is now bçcoming possible 

to discem more precisely the empirical reality of adult learning. by tracing the changes over the 

past drcades in the demand and provision of adult learning opportunities and analyzing the 

factors that influence patterns of participation of adults in Further education and training. 

The purpose of this study is to identify the relative importance of individual. job and 

workplace factors in determining participation in employer-sponsored education and training in 

Sweden and to explore the long-term effects of this development over a penod of twenty !cars 

( 1975 - 1992) for different demographic and socio-economic groups. 

The analysis is based on yearly survey data fiom the Swedish Living Conditions Suney.  

collected from 1975 to 1993. and the panel element of the Survey. The availability of 



information in a single data set on both individuals' characteristics. work conditions and 

environment as reported by respondents. as well as time dimensions makes it possible to 

ascertain which factors are most predictive of chances to access education and training provided 

by employen. With information on a variety of adult education and training providers. the data 

also offers a possibility of demonstrating the linkage between education and training provided by 

employers and that by other institutions and comparing long term socio-rconomic effects of 

different provisions. 

Concerned with severe unemployment. quality of the workforce. mounting disparities in 

society. OECD govemments recently proposçd Lifelong Learning jbr .411 as thrir work priority 

for the period leading to the next century (OECD.1996: Rubenson. 1997). As a vital component 

of lifelong learning. adult education and training is naturally being vigorously pursurd through 

public policy as an importait instrument to tackle the problems facing society. This has brought 

to the forefront the classical issue of recruitment into adult educational activities. At the 

workplace. this rneans engaging a larger section of the workforce. particularly the undereducated. 

in effective forms of education and training (Rubenson & Schuetze. 1997). 

This study is bascd on the data collected in the Swedish Living Conditions Sun,e>- (ULF) .  

Among OECD Members. Sweden stands out as a country with a strong cornmitment to adiilt 

education and training as a rneans of realizing the ideal of a welfare state. a country that has 

come much cioser towards establishing a learning socisty than most member States. Over the 

past two decades, Sweden has experienced both successes and failures during the course of 

experimenting with and reforming its educational policies and practices. Therefore. it provides an 

ideal case for snidying the influences of policy interventions or non-interventions on the 

development of adult education and training as well as the effects of changes in the field on the 

individual and society. 

The study is eapected to provide empirical evidence on the persisting determinants and 

long-term consequences in an attempt to foster an understanding of the factors that may help 

explain why employees take. or employers provide. education and training. In particular. the 

design of the study utilizes the repeated sunrey data and its panel component. thus its 

longitudinal dimension may help shed some light on influences of Swedish education refoms in 

the past decades. Therefore. the study should be of value to policy makers and scholars  ho 



conduct studies of, as well as for, educational policirs. particularly those concemed with the 

impact of education and training opportunities in the workplace on the econorny. social equality. 

and the goal of a lifelong learning society. It is assurned that. with a clearer picture of who is 

providing and who is benetiting fiom employer-sponsored education and training. those 

responsible for informing or defining workplsce educational policies will be in a better position 

to decide on the directions of funher research and policy intervent ions. 

As well. the study should have implications for policy measures and the theory and 

practice of adult education. LVhile how to devise approaches to lever and facil itatc increased 

private sector investment in training has been a major policy topic. some recurring and important 

issues that have been concems of adult educators stili remain. Who has benetited and c d 1  

continue to benefit from these investments? In what ways will this type of funher rducation and 

training contribute to the Lijelong Lrcirningfbr ..Ill strategy proposed bu OECD? To what cxtrnt 

will the nature of adult rducation be maintained or altered and the different goals of adult 

education be supported if education and training provided by ernployers continues to be one of 

the dominant. if not hegemonic. forrns of provision? It is hoped that this study. uhich focuses 

on the trend in employer-provided education and training in Swedrn during the past two dccadrs. 

will shed some light on these questions. .4 bettrr understanding of the nature and trend of 

employer-sponsored education and training will rnable concemrd adult educators and 

practitioners to have a clearer vision of what educational reforms or strategies need to be 

designed and implemented. 

By generating empirical evidence on specific factors associated with probability of 

participation in employer-sponsored education and training. and the ourcomes of participation. 

ihis study will constitute a useful contribution to future research on participation in adult 

education. lifelong learning for al1 strategy. ideals of a learning society. adult rducation as a 

second chance and bamers to participation. As well. this study. in which efforts are made to 

forge a linkage between farnil y culture. persona1 characteristics. work situation and rmployers. 

may be of value to the continuing attempts towards an integrated approach to anal>.zin_e ail the 

inter-related factors that exert influence on fürther rducation and training. 

Finally. although this study is de fm a case study on employer-sponsored education and 

training in the Swedish context. it could provide a basis for the purpose of comparative studies. 



Its value of comparison will not be limited to OECD Member States only. as previously 

mentioned. Socieiies considering the promotion of employers' initiatives in providing leaming 

opportunities for their active labour force. as well as for lifelong leaming should find the 

Swedish experience relevant and helpfùl. 

1.3 Objectives and Research Questions 

The study describes the trend with regard to the recipients of employer-sponsored 

education and training in Sweden over the penod of 1975 - 1995. evaluates the relative 

importance of the determinants of such provision and explores the ways it affects subsequrnt 

employment. occupational mobility and earnings for participants and non-participants. The 

working definition for employer-sponsored ediication and training for this research project is as 

follows: 

Edrrcation and training providetl ro empiuyees by an orgunizcitioni estcihlishntr~tt 
either rhroigh direct or indirecl rnectns of prosision for the p~rrpuses of' ( (1)  inir i d  
entry-levd training Irecruifment trainina. (b) retruining ro improi-e job 
performance or tu rnubie rmplowes tu mow betiwen jobs (fa sintilctr g r ~ ~ d e  cimi 
sranrs. (c) retrctining to iipgrctde the empioyees for promotion. cctrrer nzohility, rrs 
uvtf as d) enhancing prudmiviiy und competitiivness of' the orgunizcition. T h  
content uj' edrrcation und training cotrld rctnge from job specijic ro gcnerui 
knuivietlge und trdtniqites. 

Specifically. the questions that will br investigated are as follows: 

What are the changes in the extent of employer-sponsored education and training provided to 

different demographic groups in Sweden during 1975 to 1995? 

Do educational and training experiences. for example. of manual workers. women. differ 

from those of skilled. professionals. and male workers? 

Has the amount or content of education and training changed over tiine for different 

dcmographic groups? 

What are the changing roles of employer-sponsored education and training in provision of 

fûrther educational opportunities for working adults? 

What are changes in the likelihood of receiving employer-sponsored education and training 

and how does it Vary by dernographic or occupational group. and industrial sector? 



How do national labor market conditions or other policy contextual factors affect the 

likelihood of getting training? 

How do earlier experiences of participation in employers-sponsored education and training 

affect later opportunities? 

And finally. how does participating in employer-sponsored education and training affect 

participants' subsequent labor market and socio-economic and othçr alternative outcomes in 

terms of eamings, occupational status, employment. further educational activity participation 

and involvement in management in the workplace? 

1.4 Concepts, Definitions, and Related Terms 

There have always been problems with terminology in the field of rducational provision 

for adults. The expansion of its purpose to cover a much larger territory and the diversity of 

forms. functions. and concepts has compounded these diffîculties. "Recurrent education". 

"altemation education". "community education". "permanent education". "continuing 

education". "lifelonp education" and its variants. are some of the terms popularized in the latter 

half of the 10'" century. There are still others that do not include the word "education". but drnote 

activities that involve a large element of "post-initial education." such as "community 

developmrnt". "human resource development". 

The operational definition of employer-sponsored education and training proposed earlier 

is drawn from the training literature. This definition basically desctibes the purposes. the 

content. recipients' characteristics and outcomes of educative activities sponsored by employers. 

It is important to note that the term empioyr-sponsored edzrcation and training has not been 

employed as a general concept in the training literature. Indeed a variety of terms that at least 

partially overlap conceptually with employer-sponsored ehcarion and trciining have been 

employed. Roughly they c m  be classified into five categories based on the aspects accentuated: 

1. Terrns that emphasize the targeted populations: staff training. employee training. workcr 

training. continuing professional education: 

2. Trrms that undeecore the locations where training is organized: workplace training. 

enterprise-based training. Company training. in-house training: 



Terms that stress the vocational characteristics of training: vocational training. work-related 

training, job training. on-the-job training; 

Terms that underscore not only job relatedness but also the contents. purposes and most 

importantly the levels of training: entry-level training. qualification training. career 

development. continuing professional education. human resource development; 

Terms related much more broadly and inclusively to any educational activities of adults: 

continuinç education. post-initial education. recurrent education. alternation education. 

permanent education. lifelong leaming or education. 

To provide an exhaustive inventos of the terms with al1 the minisculr diffrrentiations 

would require much more space than the curreni chapter allows. It is however necessary to 

elaborate on and distinguish some of the tems given above with regard to their relations to 

employer-sponsored rdircution and rruining due to the interchangeability of these terms. In 

particular. distinctions brtween employer-sponsored etluctziion und trainittg. citiidt edzrcarioii and 

himan resourcr cievelopment are provided below. 

Employer sponsored training; and education. adu1t education 

Terms such as pus(-initial, permanent. contimiing and lifelong rhccrriun imply that adult 

learners are pursuing education beyond the point where they left formal schooling. thus 

undencoring the ideal of continuous leaming throughout the lifespan (Darkenwald & Msman. 

1982). Work is of crucial importance for a penon's general well-being and life satisfaction. 

Thus. it is only logical that any hrther pursuit of educational and training activities during one's 

economically active period should be considered an essential elemcnt of his or her lifelong 

t earning career. 

Recisrent or allernution ed~rcation. a notion very similar to that of IiJelong edircation. 

refers to an important concept of Swedish origin (Tuijnman. 1989) that emphasizes that work and 

study should recur penodically or altemate throughout one's life between productive work and 

leisure as nerds and circumstances change. For the same logic. the concept provides welcome 

arguments for ernphasizing the liaison between education and working life. and employers. for 

one. would be more easily persuaded to assume financial responsibility for the limited provision 



of leming opportunities for adults in the labor force (Tuijnrnan. 1989). However. the use of the 

term edzicorion either interchangeably with or inclusively of training ofien crrates coiitroversy. 

To distinguish between employer-sponsored education and training and adult education. 

the first question that needs to be answered is "1s training education?". Traditional liberal 

educaton Say no. claiming the term is reserved for the development of the whole person. 

especially of the mind and education excludes training and indoctrination. However. if rducation 

is defined with the broader meaning of the systematic. intentional developrnent of increasing 

competence by individuals of al1 sorts with the help of the services and resources of people and 

institutions of al1 sorts (Knowles, 1979). then this drfiriition cenainly includrs the services of 

trainers and the resources of their institutions. 

Knowles (1979) hrther contends that if the term "adult education" is used to describe 1) 

the process of adults learning; 2) a set of organized activities carried on by a wide variet]; of 

institutions for the accomplishment of speciîk educational objectives: 3) al1 these processes and 

activities combined into the idra of a movement or field of social practice. then certainly training 

contributes many of the activities included in the first meaning. uses the process described in the 

second meaning. and is a large component of the adult education motvernent in the third mraning 

(p.4 1 ). 

Ernployer-sponsored education and training are also considered part of provision of adult 

education for many other reasons. 

First. the extent and scope of training provided or supported by employers have involved 

a significant proportion of working adults, regardless of their educational and occupational 

backgrounds. The rapid expansion of employer-sponsored training is a responsr to the 

replacement of material resources by knowledge as the basis of economic prospenty and the 

rapid obsolescence of skills brought about by the Pace of technical advancement. It has 

contributed to the transformation of adult education from a minor activity on the periphery of the 

educational world to a sector of central importance to society (Tuijnman. 19%: Titmus. 1996). It 

also refiects governments and employers' positions towards the public education system. which 

is considered generally incapable of realizing many of the goals sought for the purposes of 

economic eficiency and social equality. 



As a result, the concept of an adult education market h a  been introduced into the poiicy 

debate and seems to be making headway. The basic idea is that the matching of demand and 

supply of adult education and training should be Iefi to the play of market forces. basically 

shaped by the needs of economic growth. Under this circurnstance. rmployers. topetlier with 

professional organizations. labor unions. private and other voluntary educational agencies. and 

voluntary agencies such as the churches. and the state. are regarded as legitirnate providers of 

formal education for adults conducted within an organizational context. which ma!. be either 

vocational or non-vocational. By definition. educational providers organize and nin educational 

programs for adults. although they do not necessarily have to be the funding agency - olien the 

providers act as agents of the state. although others are independent. financially and othcnvise 

(Jarvis. 1 996). 

Secondly. indeed. there is a tendency to not simply disrniss training as a process of 

acquiring narrowly drtlned skills. On the contrary. systematic training programs. especially those 

provided and supponed by ernployen are seriously regarded as education with conflicting goals 

and aims qualitatively different from those of liberal adult education. Althusser ( 197 1 ) supgested 

that the dite ruling class controls the apparatus of state and that it uses the formal education of 

adults to ensure that there is a highly skilled work force that will perpetuate the capitalist sy stem. 

Hence the emphasis on vocational education to this end. rather than the liberal adult education 

which rnight produce articulate adults who might question the system (Jarvis. 1996). 

This argument is further enhanced when organizations act as operating systems of 

control. so that the education provided by them is designed either to initiatr or socialize the 

participants into the culture and beliefs of the organization. or else to prepare the workrrs in the 

organization to be more efficient in what they do. This f o m  of education is an agency of 

cultural. or subcultural hegemony in the Gramscian sense. sincr it does not involve physical 

coercion (Entwistle. 1979. p l l ) .  It is also argued that forma1 education for adults semes as a 

mechanism of culturaI reproduction (Bourdieu & Passeron. 1977). whether it occurs at the level 

of the state or the organization. These interpretations seem applicable to a great deal of 

employer-sponsored learning activities. 

Consequentl y. to stress both education and training as nrcessary elemcnts in most 

organized learning activities. the literature employs with increased frequency such inclusive 



terms as '-adult education and training". "educational and training programs". This strategy is 

also adopted in this project. but for the simplicity of reporting the research. somrtimes only 

employer-sponsored rruining is used in lieu of erngloyer-sponsored erlzrcarioncrl und rruirling 

programs and courses. Further more. the discrepancy between training and e ~ k t c d o n  has been 

partly dissolved with the invention of the phrase hrtman resoirrre dewlopmrnr. 

Emplover sponsored education and training. and human resource development 

The term hirman resoirrce drwlopment (HRD) is now one of the most commonly used 

phrases in the discourse of education and training sponsored by employers in the name of 

"leaming organizations". Nevertheless. its goals and objectives. in man- ways ovcrlap with rhose 

of employer-sponsored etlitcarion and rruining. 

The narrow concept of "training" has been incorporated by Nadler and Nadler ( 1989) into 

the broader concept of "human resource development" that also includrs concepts of "education" 

and "development". These two researchers view training as the acquisition of knowledge and 

skills for the present job. so that workers can undenakr immediate assignments more etriciently 

and effectively. The subcategory of education is described as a longer-range process aimed at 

preparing workers for future positions. whereas the concept of development encompasses long- 

range persona1 growth not necrssarily tied to a position. Rothwell (1983) defines HRD as: 

An? plannrd training, educarional, or developmenral actirin sponsored b j  a 
ivork organi:ation. . . Ir connofes the humanisric plzilosophy aimed ar integroring 
the goals and niission of an organicarion and rhc personal nred and career 
aspirarions of each individual in thar organisarion for flie piuposes of increasing 
ivork producrivi~ and improving job satisfacfion ( p 15). 

The concept of human resource development assumes greater importance witliin 

organizations as the. continue to search for excellence and grapple with environmental 

turbulence caused by the changing world. which rcsults in the changing nature of the workforce. 

In order to cope with these conditions. organizations must recoynize the importance of HRD as 

an integral part of their mission and goals. and begin transforming themselves into leaming 

organizations (Niemi. 1 996). 

A major HRD p a l  is improving the organization's grouth by training new workers and 

enhancing the performance of present workers through specitic leaming activities. Borh cases 



require workers to be equipped with the knowledge and skills needed to fil1 current positions. or 

make lateral or upward moves within the organization (career development). and to overcorne 

problems through learning activities that produce change in an organization (organization 

development). Under this prernise. the distinction bctween HRD and continuing prokssional 

education becornes blurred when professionais seek education from agencies that rmploy them. 

instead of assuming personal responsibility for their own continuing education. Under this 

constraint. continuing professional education is forced to adopt a more liniited vision of the 

rducational strategies that exist within the corponte culture. 

Inderd. HRD has long bern viewed as a staff activity wherein Iearning is subordinate to 

organizational purposes. In othrr words. training and education are seen as the means by whic h 

an organization performs its mission and goals. HRD programs are commonly used to improw 

internai operations. so that workers c m  efficiently produce an organization's goods and services. 

According to Rothwell and Kazanas (1989). strategic HRD inteprates longterm. intemediate 

term. and short-tem learning plans designed to cultivate needed talent. It helps meet the ne& 

created by a cornprehensive. general instructional plan that integratrs such I-iRD functions as 

organization. development. employee education. and employer training (p. 153). 

To a great extent. the concept of human resourcr development was devrlopèd as a 

reaction to the concrm about the increasing concentration on vocational rducation at the esprnse 

of general education. Various practices. such as '*human resource development". are bcing 

developed to restore the balance between them. mainly in an attempt to integrate the 

development of the whole person into prograrns of vocational education. However. t ht: c hief 

difficulty is that the trend toward vocational emphasis appears to respond to the wishes of the 

majority of sponsors. especially the state. employers. and of participants. who are apparently 

convinced of the crucial values of skills in economic prowth. It is only seriously challenged by 

educators. some of whom fear the complete rnarginalization of liberal or eneral  education. 

thereby undermining what are regarded as the key principles of education. 

Emplover-sponsored education and training: The kev word ~'Sponsorshi~'* 

In cornparison with employer-sponsored edz/cation ami rraining. al1 concepts and tems 

rnentioned above apparentlp could be used. to varying degrees. to descnbe the educational and 



training activities supponed by employers. Nevertheless. what is lacicing in al1 these terms is the 

emphasis on the concept of sponsorship. And indeed that is what makes the term rmp/oyr -  

sponsorrd training distinct from most of these terms. In the following discussion. the 

implications of the concept of sponsonhip are further analyzed and summarized in the contrxt of 

the training provided and supponed by employers. based on the synthesis of al1 the concepts 

presrnted so far in this chapter. 

First of all. the concept of sponsorship must be undrrstood in terms of the poi iw it cames 

for sponsors in determining purposes. contents. forrns and participants of adult cducation and 

training. in detemining the purpose ofany adult education activity. there are at lrast five major 

stakeholders: society or state. which are perceived to have direct interests in adult education as a 

whole: sponsors. who commission and generally pay for adult education. at least in larger part: 

educators. whose function is to teach or to facilitate the leaming for which the activity is 

undertaken: unions. who represent the interests of ernployees: and last but not the least 

important. workers. who engage in the activity in order to leam. 

Power is not equally shared among the stakeholders. with the esception of where the 

stakeholdrr is both the provider and the sponsor. The power to make laws enables powrnments 

to control the kind of adult education provided. The power of the state to makc laws has. 

however. a limited positive effect unlcss it  ensures resources are made available to facilitate their 

implementation. Many educational organizations. including public educational establishments. 

which have their own purposes and initiate their owri programs to achieve them. must rely. 

however. on outside sponsorship or subsidy to finance their programs. Thep rnq also provide 

programs commissioned by sponsors. in this case. employers. Lcamers have their own purposrs. 

cognitive. affective and social. which may be different from those of sponsors and educators. 

Although under no legal obligation to participate. leamers. especially employecs. often "ferl" 

their needs and the purposes of srnployers "coincide" and therefore could be "coercrd" into 

training programs due to the challenges of the workplace. Uitimatelp. the power to give or 

withhold money is as important. if not more so. than legislation alone. Therefore. there are 

private sponsors. notably employers and professional associations. but also politicai. religious. 

and social agencies. which use their oim funds to obtain the kind of education that wi 11 sene  

their interests (Titmus. 1996). 



It is the contemporary assessrnent of cornpanies' economic needs. as much as any support 

for individual rights or benefits. that compels companies to promote the education of adults to an 

increasing degree. Employers frequently do not accept any responsibility for the persona1 

development of their employees, only for the acquisition of knowledge and skills specific to the 

needs of enterprise. They certainly do not share the view that leamers should decide the content. 

marner. and purpose of their leaming. unless they pay for it themselves. This raises another 

important question. what is the nature of education and training sponsored by employers? 

With reference to the nature of adult education and training. Entwistle ( 1996) points out 

that the major ideological divide is between those believing that the knorvledge and skills 

acquired should serve particular. extrinsic. utilitarian ends and those committed to the view that 

liberal. general. cultural knowledge should be transmitted which has relrvancr for the quality of 

life in al1 its various dimensions. In the contest ofemployer-sponsored training. it is apparent 

that employers. rvho have incrrasingly become the principal funders. are most intluential in 

determining what adult education and training provision should br made. Thcir suppon is not 

indiscriminate. The allocation of funding to education and training is made according to a 

judement u of the comparative value of the knowledçe or skills being taught. That is. it is based on 

the hierarchy of worthiness of the knowledge or skills instrumental to achieve the aims of 

enhancing productivity and cornpetitiveness of the orçanization. Increasingly. knowledge that 

does not have an occupational application is considered less deserving of suppon than that \\.hich 

has. By selective allocation of funds. sponsors influence the leaming opponunities offered so that 

priority is given to the population and purposes they favor. notably the lvell-educatrd and 

continuinç vocational training respectively. 

Third. the notion of employer-sponsored training should also be intrrpreted from the 

policy perspective with regard to the financial responsibility O t' adul t education and training. This 

is an issue with conflicting viewpoints. Some contend that education should be free of charge or 

at least nobody should be prevented from participation by financial considèrations. n-hereas 

others believe that. as a matter both of pnnciple and practicality. those who benefit from it should 

pay for it. According to this benet3 principlr. it would appear that both employers and u.orkers. 

not the government. should finance the hl1 costs of training. For employrrs. they would benetit 

fiom increased productivity. For workers. because of their greater value in the labor market 



following training, they could expect to receive enhanced earnings. sufficient to cover initial 

training costs. However. the total withdrawal of government's role in providing training to 

working adults has been challenged (Zidennan. 1996). 

Indeed, a wide range of arguments has been advanced to support a financing role for 

governrnent in training. They are of four major categories: 1 )  extemal benetïts: 2) market 

imperfections: 3) weak private training capacity. and 4) equity. Estemal benefits refer to the 

positive benefits to society or the social returns according to the human capital theory. from 

rnsuring an adrquatc supply of skills. The availability of a skilled labor force may make a 

contribution to the attainment of macroeconomic goals of society: thrse will be ovrr and above 

the direct benefits of enhanced productivity stemming from and mainly captured by the 

employers and the trained workers themselves. The notion of market imperfections daims that. 

if training markets work irnperfectly. underinvestiment in human capital will ensue. and the 

training system will fail to prokide the economy with skilled labor nrcessary For development. 

For instance. becausr of the "poaching" practicr. training firms will react by cutting d o m  on 

their training effort. Govemment labor market policies. such as minimum-usage legisiation. may 

adversely affect the efficient y of enterprise-basrd training. It is also claimed that strong union 

pressures may have prwented the wages of trainees from falling to cover training costs. 

Governrnents. in an atrempt to achieve greater overall labor market e fficienc y. frequentl y 

pursue policirs that encourage worker mobility. One such policy is the development of national 

training qualifications and certiticates of training attainment. Yet such certification clrarly has a 

negative effect on training: by facilitating worker mobility among firms. it rcduces the incentive 

for f ims  to finance training. The notion also extends to capital market imperfections. wherrby 

loans to finance human capital investrnents mai not be available. Workers ma!. thus be forced to 

forgo training investments. even though they are intrinsically profitable. 

Wrak enterprise training capacity refers to srnaIl or poorly developed enterprises. which 

ma); not have the capacity to provide the necessary structured on-the-job training. to meet the 

needs of that sector. Smali firms may lack the managerial competencies or have the forrsight to 

organize in-liouse training. They may also lack relevant personnel management capacity and. 

because they are unable to benefit from economies of scale in training. costs ma' be high. These 

firms may not be able to afford extemal training providers or. in a sma!l workforce. to release 



workers for outside training. Govenunent is therefore urged to provide training in public 

institutions. or other intervention measures that may include the establishment of group or 

industry training schemes and the provision of technical assistance to promote Company training. 

1.5 Structural Overview of the Dissertation 

The dissertation is developed and organized into eight chapters. 

Chapter One clarifies the background. purposes and significance of the study. its 

objectives. research questions. and the operational definitions of key terms used in the study. 

Chapter Two contains an analptical review and discussion of the concepts and theories 

related to the study of employer-sponsored educationhining. focussing on humnn capital throry 

and its competing theones such as credential-screening approach. organizational structuralism. 

and institutionalization. Based on a synthesis of the theories discussed. a conceptual framework. 

which consists of four anûlytical categorics of the factors. is formulated and will guide the major 

research procedures of this study. 

Chapter Three lays out the Swedish contest. in which this rrsearch project is situated. I t  

provides the study with the broader social. economic. political. as rvell as international conditions 

that have exerted a profound influence in shaping the Swedish educational r e h m  policirs and 

practices regarding adult education and training and whose developmrnt. in the nieantirne. 

would. in anticipation. be facilitated by adult education and training activitirs. It  also includrs ( 1 ) 

a brief descriptive ovrwiew of the nature and structure of the Swedish educational reform 

policies between rarly 1970s and mid 1990s: and (2)  the nature and estent of adult education 

provision in grneral and that of employer-sponsored training in panicular. 

Chapter Four reviews the findings of past research relating to the determinants of. and 

socio-economic outcornes from. employer-sponsored education and training. 

Chapter Five describes the research design. It outlines the data sources. and the procrsses 

adopted to select. model. analyze and interpret the data in order to address the major research 

questions idrntified in the preceding chapters. This is followed by a description of the variables 

selected and used in the study. 



Due to the fact that the major dual foci of this study are the determinant factors of 

participation in employer-sponsored education and training and the long-term socio-economic 

effects of such activities. the research findings are presented and discussed in two separate 

chapters: Chapters Six and Seven. with Chapter Six focusing on determinants of 

educatiodtraining opponunities supponed by employers in Sweden and Chapter Seven on socio- 

economic and other alternative outcomrs of employer-sponsored educatiodtraining for Swedish 

working adults. 

Chapter Eight concludes the dissertation by summarizing the key tindings of the study. 

followed by a discussion and exploration of implications for policy and practicr. and of 

implications and possibilities for adult education practicc Rom the vicwpoint rhat regards adult 

education as both a field of study and a field of practicc. 



Chapter 2 

THEORIES AND CONCEPTUAL FRAMEWORK 

In the previous chapter. an operational definition was proposed for the current study. 

which characterizes employer-sponsored education and training as structured learning activities 

that are established, run or paid for by industries. businesses and other employing organizations 

for their employees. The goals of such activities are rnostly instrumental towards an 

establishment's ski11 needs at different levels. It may appear straightfonvard for an enterprise to 

provide staff training in order to enhance efficiency and effectiveness of the organization: 

industry has been involved in training staff for decades (Nash & Hawthorne. 1 987). Howe\.er. 

since the early 1980s employer-sponsored education and training has proliferated around the 

world. mainly in industrialized countries. and has becorne a predominant sector in the whols 

arena of education and training for working adults (Tuijnman. 1993: Rubenson. 1996: OECD. 

1997). In the meantirne. workplace leaming has taken centre stage and is promoted undrr such 

notions as learning organizations (Rubenson. 2000). Employers have playd an increasingl y 

important role in defining and shaping public policies on education and training. Therefore. 

simplistically looking at employers' involvement in education and training as a way of 

continuing or expanding its traditional practicc of human resource development will not provide 

an adequate understanding of this significant social phenomenon: a closer look should bc taken 

into the complex interplay among the changing social. economic. and technological factors that 

have been the driving force behind the expanding role of employen in both the demand and 

supply of rducation and training for ernployees. Not least importantly. what employer-sponsored 

education and training is and is not. and how it differs in both theory and practice tiom other 

forms of adult educational provisions. shouid be exarnined closely. 

The data used for this studv were collected in Sweden over a period of 20 years from 

1975 to 1995. What happened during that period in Sweden. especiallp with resard to the 

relationship between the changing educational systems and employer-sponsored education and 

training will be descnbed in the following chapter. The current chapter presents a theoretical 

background essential to undentanding the values. beliefs. and objectives which are held to justi- 



the recent expansion of employers' involvement in adult education and training in a wider 

context, that is. in OECD countries. Specifically. questions about the prevalence. causes. and 

socio-economic consequences of employer-sponsored education and training are explored from 

the human capital and other competing theoretical perspectives. This is followed by a discussion. 

from an adult education perspective, of the issues brought forth by the increasing involvement of 

employers in the provision of education and training for adult workers as well as the arguments 

both for and against the expansion of the role of employers in directly providing education and 

training opportunities for their workforce. Finally. the chapter concludes with a conceptual 

frarnework in the form of a general mode1 for analyzing determinants of participation in 

employer-sponsored education and training and its socio-economic consequenccs. 

2.1 Employer-Sponsored Education and Training: Theoretical Perspectives 

An emphasis on the notion of employer-sponsored education and training shifts the focus 

of study from participants of leaming activities to providers. One of the centrai questions 

becomes: why do employers provide their employees with education and training? 

Understanding a question with such complexity perhaps requires not a single theoc but a 

conjunction of a varies of theories (Rubenson. 1996a). It is important to explore. among other 

things. the underlying ideology. that is. a coherent. intrrdrpendrnt collection of values. beliefs. 

and objectives that are held to justif)- educational provision of this particular kind. Such an 

ideology rnay be rooted in political beliefs. or it may stem from a particular view of human 

nature or society (Entwistle. 1996). 

In view of the complexity involved in the questions with respect to the determinants of 

employer-sponsored education and training and the socio-economic consequences. the questions 

can be approached from different theoretical perspectives. For example. bccausè of the emphasis 

is on the relationship between the changing society and required skills. it is important to explore 

ditiering perspectives of the nature of the changes that have been taking place. such as 

"modernization". "post-modernity" and "neo-Taylorism". Other social theones that place 

employer-sponsored education and training in the broader context of educational reforms 

emphasize the imponance of contradiction and correspondence betwern the educational systsm 



and the workplace. Critical adult education perspectives further question the paradoxical 

relationship between the perceived roles and real functions of education and training. The 

economics of education concems itself primarily with the relationship between investment in 

employees' training on the one hand, and productivity and income distribution on the other 

(Rubenson. 1992). However, the predominant approach adopted in the literature to a 

comprehensive understanding of the questions related to employer-provided education and 

training, and its consequences. has been the perspective of human capital formation and 

accumulation. 

21.1 Human Capital Theory 

Human capital theory was advanced by Theodore Schultz in the early 1960s and it soon 

received wide recognition for its basic tenet of investing in human capital not for the sake of 

present enjoyment. but for the sake of future pecuniary and non-pecuniq returns to the 

individual (Blaug. 1976). The concept of human capital is a fairly broad one that i nvo l~w 

specific investment espenditures on any related factors that increase the productivity of the labor 

force. such as health. nutrition. reproduction of labour powrr as well as education and training 

(Asefa & Huang. 1994). However. two years afier the advent of the human capital theop. 

Demison published "the Sources of Economic Growth in the United States" and projected a 

strong link between investment in education and economic growth. Dennison's study. together 

with Schultz's work. had a profound impact on educational policymakrrs around the world 

(Rubenson. 1992). Humun Capital has corne to be defmed almost exclusivrly as "less tangible 

and being embodied in the skiils and knowledge acquired by an individual*' (Coleman. 1990). As 

viewed by economists. it involves a process of investment that enhances human labor 

productivity by means of advances in knowledge and its applications. Thus. the amount of 

investment in acquiring knowledge and its applications is used ro explain: 1 ) economic 

prospenty. which hinges on an adequate supply of professional. technical. and other highly 

skilled workers: and 2) inequality in earnings. which purponedly results from an unequal 

distribution of investments in education and training. In other words. increasrd investment in 

education and training is seen as the key to economic success and social equality. 



Indeed. existing theoretical and applied work by sociologists and economists. regardlrss 

of their focus, has alluded to the great value of training and education. That is. according to 

human capital theory. work-related training is viewed as an investment. a process that finally 

converts. increments. and enhances earlier acquired human capital via an acquisition of and an 

improvement upon the needed skills and qualifications. This process will first lead to immediate 

economic consequences. and eventually. to a contribution to the attainrnent of the 

macroeconomic goals of society. These will be over and above the direct bencfits of enhanced 

productivity stemming from (and mainly captured by) the trained workers themselves 

(Ziderman. 1996). As an OECD (1  988) document points out: 

therr exists t o d q  ividespread ugreement that echtcution und skiil tleidupnwnt 
urnong adults s+hoirld no longer be considerd to. a "socid r-ust " hirr u s  un 
rconomiccilfy zlsefiil investment in intangible resoitrcrs witholrt which otherjbrrns 
of' imwtment in muteriol resources i d 1  yield sirb-optintcil rrsitlrs. This 
interpretation holds truc for both mir-ru-economic processes tir the leivl oj* 
enterprises und mocro-econornic drveloprnent nt the l e i d  of societirs (p. 1 I I .  

As a result. econornists have established the link between increases in the educational 

level of the labor force and economic growh. Similarly. the- have documented a direct link 

between increases in the level of schooling in the çeneral population and distributional equity. 

Sociologists have established the relationship between education and upward social mobility . 
Historians have documented the link between early fises in literacy and the economic takeoff of 

nations. A variety of other disciplines have established the relationship between education and 

fùrther developmental outcornes li  ke health. sanitation and fertility (Psacharopoulos. 1 988). As 

well. human capital theory seems to work in the framework of a theory of modernization. The 

modernization approach considers education as a variable intimately linked to the processes of 

socioeconomic development. The underdevelopment of a country is explained in terms of 

individual personality traits. puticularly their willingness. abilities and opportunities in invrsting 

in education and training. The human capital approach thus points to the necessity of identifjing 

the mechanisms through which the passage from economic backwardnrss to economic 

development cm be realized in different contexts. For instance. the range of aims and goals of 

education and training for development as seen by human capital theonsts var): from developing 

positive attitudes toward cooperation. work. community and national development. and fùrther 



learning to the teaching of functional literacy and nurneracy: from providing a scientific outlook 

toward health. agriculture, and the like to incorporating functional knowledge and skills: from 

preparing individuals to enter the labor market or strengthening their current occupational 

position to making available functional knowledge and ski11 necessary for civil participation 

(Torres. 1996). 

Along the same line of argument. the human capital perspective helps to rxplain 

employers' efforts to train their workers by their rationality of investment in upgrading 

employees' skills with espected returns of increased productivity. quality. and competitiveness 

for the enterprise. At its core. the theory proposes that. just like a worker who would rationally 

invest in his or ber personal productive capacities in order to rnaxirnize his or her lifetime 

expected earnings and status attainments, an employer invests in employees only if the 

investment is seen to help the employer reap the benefits of improved employee productiviiy. 

There are at least two major implications underlying this proposition. First. there is the 

belief in an imate association between the development of human capital such as work 

experience. workplace training and returns in the form of improved productivity and mobili ty 

in die labor market (Mincer. 1989). The process of production is originally understood as the 

most critical process through which the acquired human capacities at home and school 

contribute to production efficiency and realize their values in the form of increased rates of 

return. This understanding is now strengthened by the recognition of the roles of work 

experience (non-formal learning) and workplace training. both of which are known as intrinsic 

components of the productive process. Thus. the workplace is now seen not only as the place 

where human capacities acquired through informal and formal education at home and school 

make contributions, but also as the locality where these human capacities are funher 

developed, renewed and upgraded. More irnponantly. it is not unusual that during the process 

of production new knowledge and innovations are created. which in turn puts a demand on the 

acquisition of new human capacities. This is what Mincer (1989) refers to as the dual role 

played by human capital in the production process: human capital as a stock of knowledge is a 

source of technological change: Ar the same tirne. the formation of adaptable skills in the work 

force is. in pan, induced by changes in technology (p. 190). The same could aiso be said of the 

development of human capital as being both induced by demands on increasing productivity 



and a cause of improved productivity. Second. the argument of investment rationality has 

brought the question of the functions of post-employment training to the fore. Becker makes an 

important distinction beween -generaln and "specific" training (Blaug. 1976). General 

training, for example, refers to portable skills and thus does not allow an employer to capture 

the benefits readily: the Company would lose its investment since the generally trained 

worker's enhanced productivity may enable him or her to quit for a higher-paying job 

elsewhere. Therefore, a major conclusion of human capital theory is that employers would 

provide general job training to an employee -only if they (employers) did not have to pay any 

of the costs" (Becker. 1964, p. 12). One hypothesis coming out of this argument is that 

employers may *selln general training to workers by inducing them to accept lower initial 

wages, and later paying them increased wages to reward improved performance. In contrast 

with general training, specific training functions to increase the productivity of the workers 

only within the organization that provides it (Becker, 1964). Therefore. employers are willing 

to pay for specific training. expecting to benefit by larger profits resulting from their 

specifically trained workers' increased productivity. To retain trained employees. employers 

should aiso be willing to pay somewhat higher post-training wages to provide employees with 

some return on their training investments. Human capital theory thus not only hypothesizes 

that most education and training provided by employers will be context-specific. but ais0 that 

wages will increase and job lay-offs will decrease with an employee's length of tirne in the 

firm. assuming that the amount of specific training is proportional to tenure of an employee 

(Farkas. England. & Barton. 1988). 

2.1.2 Criticisrns of Human Capital Theorv: Cornpetin- Theories 

Human capital theory has received serious criticism not only for the difficulties involved 

in the operationalization of the concept to provide a basis for empincal studies. but also for its 

overemphasis on the perceived role of education and training. the individualistic approach to the 

decision-making in investment of human capital. and the implied notion of social equity and 

faimess in sharing brnefits among social groups. 

Obtaining distinct measures of fim-specific and general skills has been difficult: not least 

because employees may iake up programs or courses containing a rnix of both general and 



specific training. Accurate measurement of both the employers' and the employre's initiatives or 

decisions in the job matching and job training process are also complicated. As a consequçnce. 

an empirical appraisal of the hypothesis that employer-provided education or training tends to be 

predominantly firm-specific has proven unmanageable (Knoke & Kalleberg. 1996). 

Human capital theory suggests that education or training raises the productivity of 

workers and hence increases their li  fetime eamings by imparting use ful knowledge and ski1 1s. 

Critics contend that this contribution of education and training to growth of the productive 

capacity of workers may well be smaller than human capital throrists and development 

economists anticipate. The correlation between eamings and education picks up rnany other 

influences on eamings that are also correlated with schooling and training. but should not be 

attributed to them. It is quite possible that rducation simply acts as a "screening device". which 

enable employers to identify individuals with higher innate ability. desirable persona1 traits and 

trainability (Thurow. 1975; Blaug, 1976; Woodhall. 1987: Rubenson. 1992). 

2.1 2 . 1  Credential-Screening Approaches 

"Screening" principles emphasize the demand-side characteristics of employers' 

rccruitment practices. The "screening" hypothesis also receives support from the perspective of 

the "diploma disease" or "credentialism" and "deskilling" hypothesis based on studies of the 

relationship between perceived needs for skills and the actual use of skills in the uorkplace 

(Berg. 1970: O'Toolc. 1977: Oxenham. 1984: Rubenson. 1992). "Credcntialism" refers to the 

inflation of educational credentials such that employers are constantlp creating nrwer and greatrr 

criteria of selection where ernployability is defined by educational characteristics. This is 

reflected in the persistent practice of employers hiring workers with ever higher lecels of 

education for positions. where individuals with Iower educational backgrounds used to br hired 

and given the possibility of reaching more functional positions within the same organization. On 

the other hand. critics question the perceptions concerning the inevitabilit): of cross-board up- 

skilling of the work force with the implementation of technology and structural changes. The! 

point out that the application of technology has historically been part of the process of dividing 

work tasks into simplified operations that require few skills to perform. such as happened in the 

"Taylorist" period (Rubenson. 1992). 



In a nutshell. credential-screening approaches, in different versions. hypothesize that 

employers select new workers based on assessments of available information about potential 

rmployee qualities and their likelihood of remaining with the employer long enough to repay an- 

investments in informal work experience and fonnal job training. Perhaps in most cases. job 

applicants' forma1 schooling credentials and other visible attributes are the only available 

information to be used for signs ofgeneral skills. such as cognitive learning. social competcnce. 

and motivation to persist on task. Thus. educational credentials are either interpreted as 

indicators of workers' pre-existing competencies identified or certified by the formal school 

systrms or treated as signals of applicants' potential for filling company jobs that require furthrr 

specialized training (Thurow. 1 975: Blaug. 1 976). 

According to credential-screening approaches. in the context of employer-sponsorcd 

education and training. ernployers would tend to support those employees who possess perceived 

trainability potential. Educational credentials. as well as other anributes such as race. gendrr and 

age. serve as clues about employees' potential trainability and labour force persistrncc. Training 

decisions made based on this "evidence" would presumably reduce employers' risks of hiring or 

investing in an unstable or untrainable employre. This "screening" hypothesis seems to brt 

supported by research evidence that workers with higher educational credentials receive more 

employer-sponsored education and training than those with less education. 

However. credential-screrning theories seem most pertinent to the hiring or training of 

the newiy hired. when limited information is available about the productivity and trainability of 

prospective workers. Thus. Bills (1988) argued that credentials are used mainly to get a foot in 

the company door. afier which othrr evidence becornes more relevant to training. promotions. 

and wage increases. Credentials serves less as an index of acquired skills than as a crudr. low- 

cost proxy for potential performance qualities desired by employers. As firms become more 

familiar with their employees' actual abilities. the relevance of formal education for career 

trajectories fades. Consequently. formal educational background may only weaklp explain whv 

certain persons are most likely to be supponed by employers in their further educational effons. 



2.1.2.2 Organizational Structuralism 

Another criticism of human capital theory is what Blaug (1978) calls its "methodological 

individualism", which is, in essence. an epistemological individualistic approach to the role of 

personal agency in decision-making on the investment in human capital. According to this 

approach. al1 social phenornena should be traced back to their foundation in individual behavior 

and thus. human capital formation is typically conceived as being carried out by individuals 

acting in their own interrsts. Funher. this idea suggests that differences in lifetime earnings and 

other rewards are retlections of individuals' abilities. interests. capabilities and motivations to 

invest in themselves (Blaug. 1978: Woodhall. 1987: Rubenson. 1992). Thus. as critics point out. 

problems such as social inequality. regressive patterns of income distribution. and opportunities 

for further education and training. are a consequence of individual psychological deticit rather 

than inequalities in power. wealth. and influence (Tomes. 1996). 

This position is challenged by critics who question the assumption of personal agency 

being able to freely act in a perfrctly equitüble world. Blaug (1978) argued that the process of 

investment in schooling followed by investment in job search and post-school training is in effect 

a sequential process of individual decisions. subject at each stage to the consrrainrs of past 

decisions and the stock of human capital accumulated to date (p.840). Specitically. rscept for 

innate abilities. schooling. literacy levels (OECD. 1997). and other human capitals. critics have 

pointed out differences in families' resources (Rubenson. 1992). demands of the workplace 

(Rubenson. 1996b). ernployers' decisions (Blaug. 1978: Rubenson. 1996b). govemments' 

interventions (Rubenson. 1992). and many other social structural factors will exogenously 

determine the process of decisions on the investment in human capital. Hence. criticai theories 

such as the new stmcturalism emphasize the role of social. economic institutions (govemment 

policy. organizations. industries. markets. and classes). at the macro level. and work structures. at 

the micro level. in the reproduction of the prevailing class structure of society. of which the 

educational and training system is viewed as an integral element (Rubenson. 1992). 

One of the most prominent is the theory of labor market segmentation (Reich et al.. 197 j 

p. l ). According to this theory. labor market conditions cm be understood as outcornes of four 

segmentation processes: a) segmentation into prirnary and secondas markets. b) segmentation 



within the primary sector. c) segmentation by race. d) segmentation by gender. The primary and 

secondary segments are differentiated as follows: Primav jobs require and develop stable 

working habits; skills are often acquired on the job; wages are relatively high; and job ladders 

exist. Secondary jobs do not require and often discourage stable working habits: wagrs are low: 

turnover is high: and job laddcrs are few. Secondary jobs are mainly (though not esclusively) 

filled by rninority workers. women and youth (Reich et al.. 1973). Based on this perspective. the 

wage structure is viewed as depending upon. to a certain extent. variables exogenous to 

individual productivity. These variables include gender. race. the nature of a fimi's market for 

goods. maintenance of class structure in the face of meritocratic rules. degree of monopoly p o w r  

in the market. and/or social class background (Camoy et ul.. 1979). Thus. differential rates of 

retum to education are not primarily the result of inequality in the distribution of schooling. but 

refer instead to the basic unequal structures of society. In addition. the role of the state in 

education and income policy is a crucial variable in determining income distribution. In this 

sense. taxation. wage fising. pice control. inflation. and ernployment policies are the means b'. 

which the state exercises this power - policies that are out of reach of education and training 

prograrns (Torres. 1990). In due course. certain industries are more likely than others to develop 

forma1 training programs. elaborate intemal labour markets. and compensation packages to 

attract and retain a highly skilled workforce. whereas others will srek mainly to replenish a rapid 

tum-over in a workforce with unskilled ravi recruits (Kalleburg. et. tri.. 1996). 

At the micro level. the structure of work settings may facilitate or constrain indi\iduül 

training opportunities. Thrse elements include such "normative and coercive factors" as union 

power. establishment size. intemal labour markets and other occupational systsrns. From a 

structuralist perspective. the primary factors detemining which individuals will receive 

employer-provided education lie not so much in personal resources as in workers' access to and 

their positions in those structures. With the interplay of factors at both macro and micro Icvrls. 

work contexts become very complex. with explicit or implicit niles and re_eulations that shape the 

training opportunities. and rewards that employers make available to their employees. These 

oqanizational structures may directly affect training decisions. apan frorn the importance of 

individual human capital and credentials (Kalleburg. ri al.. 1996). 



2.1.2.3 Institutionalization 

WouId al1 the training decisions be made entirely on the premises of rationality and 

dnven by economic and technological necessities and desire for profitability. as suggested by the 

human capital approach'? Institutional theories put fonvard by some sociologists (Powell & 

DiMaggio. 1991) and economists (Furubotn & Richter. 199 1 ) suggest that rmployers' decisions 

on investments in human resource development are driven at least partly by prevailing 

conventions regarding appropriate behaviors in society at large and among peer organizations. 

The institutionalist approach cmphasizes that organizational forms and actions rmerge and 

persist not only through conscious rational-choice designs but also through cognitive. cultural 

and even political conventions popular in social thought and action. As Kalleberg. et tri.. ( 1996) 

point out: 

orgcinizciiions und einplqves are rnurirally sh~iped by rhr /urger cirltitrcrl 
enrironments within which they ure emhecldrd. Thrsr rni*ironmentul condirions 
induce sirbstantial rrni/ormity urnong orgcinizationui pruciices. incliitiing job 
training program and policies. hy conférring greuter iegitirnaq* on orgunixirion.~ 
thai adopt conventionul stritctirres. As a res~di of' thrse externul nornicrtiw 
constraints. most orgmirations operating in a comnion field comë incrrasingly tu 
,u.sernhle ecich other over rinie (p. 164). 

This concept. which is termed "organizational citizenship"(Kal1eburg. et tri.. 1996) is of 

special interest for understanding employers who sponsor education and training for their 

employees. particularly for those publicly owned or non-profit organizations. This idea points to 

the institutional ernergence of noms about employee job rights and benefits. The human 

resource development practices in those organizations tend to encourage strong organizational 

ties to employees. inducing their cornmitment by offerhg job security. comprehensive benefits. 

and career opportuni ties. As a variety of forces - technological demands. professional association 

standards. union grievance procedures. legislation and judicial mandates for equal employment 

opportunities - converge to transform the workplace into a legalized institution whose employees 

increasingly come to expect a sense of participatory citizenship in their work rolrs. rducation and 

training that helps them enhance those roles increasingly becomes an issue of rmployre job 

rights or part of the benefit package. 



In synthesis. theoreticians of various disciplines have been grappling with questions of 

where, when and how the roles of persona1 agency and organizations interact in decision-making 

on investment in hurnan resource development. The selective theoretical perspectives reviewed 

above point to possible answers to the question of which individuals would more likrlÿ br 

provided with what kinds of further educational and training opportunities. by which rmployers. 

Human capital theory suggrsts that employers will invest in training based on rationality. and 

thus only in those firm-specific skills whose costs they can expect to recapture through improved 

worker productivity; employees must pay for their own genenl skill training. The rheoretical 

rationale of the human capital approach has. however. been challenged by othsr alternative 

theories. From these perspectives a number of questions ernerge: Dors investment in human 

capital contribute to increased output or does it allocate people to jobs with higher training 

requirements. productivity. and earning potential? Does rducation and training legitimate an 

unequal social structure and thereby contribute to higher output and accrptance of unequal work 

ro les? 

Critical approaches consider the rolr of human capital for development using analytical 

approaches which depart from classical human capital and modernization perspectives (Torres. 

1996). Hence. instead of regarding recipients of employer sponsored education and training as 

essentially self-motivated and homogenous. alternative theories tend to define trainres by thrir 

positions in the social structure. and to interpret participation in employer-sponsored training as 

an outcome of the selecrion process rather than a determinant of their oivn interests in invrstment 

of hurnan capital. Consequently. productivity-relevant differences between people are nor only 

accounted for in trms of differences in the amount of schooling or training received or other 

types of human capital. but also detemined by a larger and segmented set of organizing social 

and economic relations (Tuijnrnan. 1989). 

The credential-screening approaches imply that employer-provided education and 

training is one component in an elaborate recruitment. hiring and promotion process. Employers 

use formal educational credentials as proxies for other worker characteristics to select and place 

workers perceived as most receptive to skill enhancement. Structuralists point to the constraints 

and opportunities that forma1 work settings and other macro situations impose on training. 

particularly the impact of unionization. firm size. internai labour markets. sector of the economy. 



and govemment policy. And the institutionalist perspective underscores the normative and 

cultural influences from the extemal environment that shape an organization's decisions about 

appropriate educational and training activities. These themes will be revisited in Chapter 4. 

where ernpirical research is reviewed and testable hypotheses regarding the likelihood of 

employer-sponsored education and training and its consequences are formulated. 

2.2 Employer-Sponsored Education and Training: Pros and Cons 

The remainder of this chapter is devoted to the basic tenets of the concept of employer- 

sponsored training. as well as theoretical approaches toward the phenomenon. As described in 

the previous chapter. the expansion of training provided or supported by employers takes place in 

the context of a skill shonage either experienced or anticipated by OECD countries ris the- t q  to 

erapple with the economic. social and political problems exacerbated by a changing world. I t  is 
C 

argued that the key to the success of a national economy is the capacit) of indiiidual enterprises 

to maintain or acquire competitiveness in an increasingly globalized market. With the financial 

constraints experienced by the govrrnmsnts and perceived incapability of the formal education 

spstem to respond to the needs originating from eminent strategies to implrment trchnology and 

industrial restructuring, it is further argued that it becomes imperative that industry or the 

business sector be involvrd in both reforms of the formal educational systern and direct provision 

of training opportunities to working adults. This way. not only would the cducation and training 

be more relevant to economic growth. rectifying long-term problems attributable to the mismatch 

between supplies and demands for education: but also from pedagogic perspectives. leaming 

would become more contextualized and effective by focusing on applicable knowledge. catering 

to the real needs of workers as well as those of organizations. More irnponantly. the 

stakeholders involved would benefit in the f o m  of private and social returns from a strong 

economy as a consequence of increased investment in human capital. 

However. the perspectives regarding employer-sponsored education and training are 

laden a i th  social and individual values and are expressions of certain ideologies. Therefore. the 

discussion of the merits of the educational provision controlled by ernployers can ultimately be 

seen as "ideological warfare". As Rubenson (1992) points out: 



rheories on edzrcarion and rconomic development apply nlso ro ïrdrtlt rtiucutiun. 
Horvever. uddt eriitcation raises issues above and beyond those ciecilr with in the 
mainsiream economics of educarion, e.g. the impact of adult edzrcurion on 
working Ife and rhe role of uddt edzrcation in cooperarires (p.3). 

In this section. the nature and consequent effects of employer-sponsored education and 

training are approached through the discussion of the human capital theory and alternative 

theories. Particularly. the functions of employer-sponsored education and training are critiqued 

in terms of achieving economic efficiency and social equality. At the core of these cri ticisms is 

the argument that under the sponsorship of ernployers. occupational education and training otiên 

succumbs to pressures to provide instrumental knowledge with immrdiate application. and 

therefore. are more narrowly focused on providing skills that are relevant to a specific occupation 

or job and unlikely to provide the full range of external benetits associated with genrral 

education. More important1 y. vocational education and training are frequentl y virwed as play ing 

an important social role in meeting the needs of disadvantaped and unemployed individuals and 

of serving the academically less able. Thus. it is argued that an expanded. open. and highly 

subsidized training system could rnake an important contribution to improving the life chances of 

a significant section of the population. 

The issue at question. however. is whether these objectives are anainable via education 

and training provided by employers. There is good reason to suspect that such provision would 

probably serve the interests of employers the most: for. firms may not always be willing or 

farsighted enough to ensure that a sufficient nurnber of people are trained in transfcrable skills 

vital to the economy. that is. to meet national long-term needs rather than thrir own particular 

requirements over the medium term (Ziderman. 1996). Thus. employer-sponsored training ma) 

have negative repercussions on the efforts to achieve economic and industrial dernocracy and to 

promote social equality. Such negative effects might occur if selection practices discriniinatr 

against the participation in educational programs of less privileged groups of adults and workcrs 

in the labour force (Tuijnman. 1989). Consequently. this would give rise to a paradoxical 

situation in wliich. there is argument that the competitivenrss of a national economy requires a 

strategy of lifelong learning for al1 on the one hand. ivhereas on the othsr hand. funher 

educational and training opportunities can be accessed by only a ponion of the whole labour 

force. 



2.3 Conceptual Framework 

E'risting thmretical and applied work by socioIogists. economists and adult educators 

indicate the influence of a variety of Factors on participation in education and training sponsored 

by the employer. The mode1 depicted in Figure 2.1 illustrates the interplay of which individual 

attributes, organizational factors. job characteristics. and influences at the rnacro level. suc11 as 

the influence from the national situation collectively affect the chances of participating in the 

educational and training activities that employers sponsor as well as outcornes from participation 

in the provision of adult cducation and training. Derived from the major theories previously 

reviewed. this model will be used in Chapter 4 as a guide to investigate the previous empirical 

studies relevant to this topic and will be funher operationalized to consider the specific factors 

that have been thus far identified. 

Figure 2.1 Participation in Employer-sponsored 
Training: Determinants and Consequences 

Macro-LeveI Context 

The basic chain of logic of this general model is as follows: Individual employees 

entering a working environment bnng with them personal attributes such as personalities. famiiy 



background, acquired educational qualifications. which not only influence the kind of enterprises 

they get hired by. but also determine what types of job they will be qualified for. The 

environmental context. such as Company size. the composition of workforce. the drgree of 

technology application. literacy demands at work. labor relations. interna1 employment market 

will decide what kinds of job or work available at workplace and interact with individual factors 

to influence each individuals' job characteristics. such as full- or pan-time employmcnt. the 

degree of autonomy, degree of labor intensity. occupational status. supewisory role. 

Personal attributes. particularly educational attainrnent. will directly and indirectly 

influences the chances of receiving employer-sponsored education and training. Workplacr Icwl 

Factors will directly and indirectly. and perhaps through interaction with job characteristics 

influence the chances of receiving training. The nature of the job has a direct effect on the 

likelihood of employer-sponsored training as well. 

Al1 persona1 level attributes. workplace factors and job characteristics have direct as well 

as indirect influence. mediated by fùrther education and training. on individual workers' socio- 

economic outcomes such as eamed income. occupational status and other alternative outcomes 

such as job satisfaction. l i  fe-long leaming inclination. execution of citizen roles and general well- 

being. 

Finally. these factors are al1 subject to influences from the broadrr social and cultural 

senings such as prevailing ideologies. political. social and economic object ives of a nation. social 

structures. governrnents* interventions and contemporq political and economic situation. 

This model reflects a synthesis of premises and arguments from major theoretical works 

detailed in the previous sections. As well. it represents an ideal situation for research in which all 

of the clements in the model can be examined both individually as well as throufh thrir 

intenelationships. In reality. seldom are al1 components simultaneously examined in one research 

project. 

One major reason is that researchers are ofien handicapped by lack of access to. or the 

simple unavailability of the data that provide the needed information. More importantly. 

researchers are informed by differing perspectives. In attempting to explain \.ariation in tenns of 

enthusiasm towards work-related education and training on both parts of individual workers and 

employee. researchers usually approach the question by highlighting the factors thry believe 



could lead to decisions to invest in certain types of education or training. Therefore. researchers 

informed by structuralism or institutionism generally focus on workplace situation as well as 

factors external to enterprises that have an impact on training decisions. 

In contrast. researchers operating from a human capital approach often idrntify factors 

that explain training decisions in terms of rationality of investment. Even when similar factors 

are investigatrd. different theoretical approaches ofien lend to varying interpretations. Thus. 

many single characteristics of individuals or "target groups" such as age. gsnder. initial 

educational attainment. and occupational prestige. have becn idrntiiïed as the "reasons" why 

individual workers do or do not participate in employer-sponsored training (Wellington. 1993 ). 

In the perspective of psychologists these are indicators of life stage. cornmitment to work. 

cultural background. and earlier school experîence that would either become a rnotivator or 

hindrance to engage in funher education and training. According ro human capital theory. these 

become measurements of wonhiness for funher investment in order to reap guaranteed retums 

either from individual employers or the employer. whereas a sociologically orirnted researcher 

would regard the sarne variables as indicators of bias. discrimination and maintenance of esisting 

class structure. Therefore. it is by no means a neutral decision to detemine whicti factors or 

individual characteristics are chosen for study. which are highlighted or emphasizod. and how 

they are interpretcd. 

In order to contribute to the solving of the 'mystery' of why some employrrs suppon 

employees for funher education and training while others do not. and why somr employres 

participate in further education and training while others do not. this study approachrs the data 

using an integrated approach in which. first. distinctions are made brtween different social- 

demographic groups and their participation in adult education under different sponsorships. for 

exarnple. popular adult education and employer-supported education and training (Courtnry. 

McGivey. Mclntyre & Rubenson. 1998). Second. by situating the phenomenon of participation 

in the workplace context. efforts are made dunng data exploration to link the indi~idual and 

contextual perspectives. and to test which individual or contextual factors h a ~ e  stronger 

influences on participation (Caffarella & Merriam. 1999). Thus. to distinguish from typical 

HRD research that often lacks focus on issues of social justice in the workplace or larger social 

context (Biererna. 1999). the point of depamire for this study is that it seeks to account for 



differences in changing patterns of Swedish workers' participation in employer-sponsored adult 

education and training by emphasizing such characteristics as enterprise ownership. workplace 

situation. gender. and socio-economic status. 

The purpose of this chapter was to present a theoretical background essential to the recent 

expansion of employers' involvement in adult education and training in a wider context. that is. 

in OECD countries. Specifically. questions of the prevalence. causes. and socio-economic 

consequences of employer-sponsored education and training were esplored tiom the human 

capital and other competing theoretical perspectives. This was followed by a discussion. from an 

adult education perspective. on the issues brought forth by the increasing involwment of 

employcrs in the provision of education and training for adult workers. The chapter concluded 

with a conceptual frarnework. derived from a synthesis of the theories discussed in the chapter. 

depicting the four analptic categories of factors that werr considerrd instrumental to analyzing 

determinants of participation in employer-sponsorrd education and training and i ts socio- 

cconomic consequences. 

The purpose of this resrarch project was to investigate the socio-econornic outcornes 

from employer-sponsored education and training in Sweden over the period of 1975 to 1995. I t  

is therefore essential to examine. in the following chapter. the relationships between goals and 

objectives of education and training provided by employers in Sweden. on the one hand. and the 

changing economic. political, cultural and legal contexi of the Swedish society on the other. 

particularly the development that shaped public and educational policy with regard to the 

connections bettveen education and tvork. 



Chapter 3 

SWEDISH CONTEXT: THE DEVELOPMENT OF EMPLOYER- 

SPONSORED EDUCATION AND TRAINING 

This study is based on statistical information that covers 1975 to 1995. Societal changes 

taking place in Sweden during this period were not unlike those experienced by other industrial 

societies. However. an understanding of the specific Swedish context of that period is crucial to 

the appreciation of both the causes and significance of the rapid expansion in Swedish employer- 

sponsored education and training. In particular. it is of importance to examine how Swedish 

educational policy thinking and the development of its educational provision responded to the 

country's speci fic political. social. and economic changes of this era. Therefore. the objective of 

this chapter is to briefly describe the Swedish context in which. under the organizing rhetoric of 

lifelong leaming for all, emphasis has been increasingly placed on the construction of a leaming 

society as a response to the perceived and anticipated needs of the labour market in a post- 

industrial society . 

The chapter highliphts changes taking place in Sweden as it is bcing increasingly 

transformed into a post-industry society: describes bnefly challenges the country îàcrs and the 

pressure arising from these challenges on its educational system to Cam; out confoming refoms. 

This is followed by a discussion on the development of the Swedish govemment policies with 

regard ro provision of education in general and that of adult education in particular. Finally. the 

role of rmployers in directly providing and or sponsoring education opportunities. as well as its 

perceived social impact are discussed in the above-provided context of social changes. 

govemment policies. and educational reforms in Sweden. The chapter concludes with a 

s u m q  of trends and issues of employer-sponsored education in Sweden based on its 

development in the past few decades. 



3.1 Towards A Post-Industry Society: Changes and Challenges 

Sweden is an eastem Scandinavian country with a population of about nine million. It 

has for long been regarded by the world as a mode1 in striving for equality of opportunity as well 

as the development of citizens for a modem industrîalized. pluralistic and democratic society. 

Sweden had been an agrarian and raw resources dependent country until the rniddle of the 1 9Ih 

century when it was transfomed into a modem industrial state. Since then it has enjoyed an 

almost continuous growth in productivity, an extremely low unemployment rate until the mid- 

1980s. I t  has a high level of technological development. an extremely well-educated. highly 

skillrd workforce. and one of the highest living standards in the world (Swedish Ministry of 

Education and Science. 1992: U.S. Department of Labour. 1994; OECD. 1995). A hiph degrce 

of equality is achieved by policy measures such as equal opportunities in education and a 

compressed wage structure. As a result. the effects of cducational attainment and litrracy skills 

on incorne are weaker in Sweden compared to other OECD countries (OECD. 1997). In 

addition to its most comprehensive and well-articulated school system. Swedrn is known for its 

tradition of continuing adult education and commitment to lifelong iearning (U.S. Departmcnt of 

Labour. 1994). With a participation rate of over 50 percent. the Swedish adult education is the 

outlier of OECD countries at the high end (OECD. 1997). 

If the industrialization took off in Sweden in the latter half of the 19Ih century the latter 

half of 20th century saw Sweden embark on a new transition from an industrialized country to a 

post-industrial society. This transition. symbolized by an rxport of highly value added products 

and technical know-how. a restructured industry. a surge of overseas subsidiaries and joint- 

ventures. and a post-Fordist industrial relation (Watkins. 1994: OECD. 1995). is perhaps the 

result of both technological advancement as well as the changing economic situation. 

3.1.1 Sweden in Second Transformation: Develo~rnent and Problems 

During 1970s and 1980s Sweden. like other western countries. was affected by 

international economic stagnation. Large sections of the population had living standards stand 

still or decline (Swedish Ministry of Education and Science. 1992). The early 1990s also saw 

falling values in real estates. heaw losses in financial circles. and nsing figures for 



unemployment (Ullenhag. 1993), which affected young people more severely than older groups 

(Hasan & Tuijnman. 1996). The level of unemployrnent in Sweden used to be very low. at best 

between 1 percent and 2 percent, but by 1995 it was up to 7.7 percent (SCB. 1998). In the 

meantirne, the recent development in microcornputer and telecommunication technologies at 

once presented challenges and opportunities to the Swedish economy. In the face of a changed 

economic situation. increasing competition since the 1980s from other countries and the severe 

ski11 shortages. the govemment. industry and unions cooperated to deal with these challenges by 

way of restructuring of the entire industry. Measures were taken to increasê the producrivit) of 

the current workforce. to upgrade skills, to introduce new technology. and to reorganize 

production methods (Swedish Ministry of Education and Science. 1992; U.S. Department of 

Labor. 1994: OECD. 1995b). The general perception prevailing was that the trend within 

indus~ry had been moving toward a knowledge-intensive industry with increasing specialization 

and high value-added products (Swedish Ministry of Education and Science. 1 992). In its report 

to OECD ( 1992). the Ministry further pointed out: 

muny nriv indiisfries have emerged, busrd on Swedish inrenfions und ctdnptcttions 
and making iise of advanced fechnolop The engineering srctor is the mosr 
importunt pur/ of Siwdish inhstry and accoiints jor u lurgr pwt  of' indzi.r~ricr1 
ernployment. Orher expanding sectors are srmice indtrsfrirs cornmitnicrttiom. 
design of pro cesse.^. systsrems. energy and environmenful projects. Siwdish car 
munufactirrers. pharrnoceiitical enterprises and paper and plilp canlpnnies halle 
been highly sztccessftd in recent years (p. 28). 

The extent the situation depicted by the Swedish Ministry of Education and Science for 

the whole period. in which this study is interested and the extent the restructuring taking place in 

industry is borne out by the statistical information gathered by SCB in the last twenty yrars. One 

indication of such change is perhaps manifested in the employment patterns illustraied in Table 

3.1. 

Table 3.1 shows that although the Swedish rconomy still remained a mixture of private 

enterprise and national govemment ownership. there had been considenble changes in total 

ernployment rates. in the composition of employen as well as in types of job. In 1975. almost 60 

percent of the total adult population was gainfully employed. and the total employment rate 

reached its highest in 1979 at 62 percent but dropped to 54 percent by 1995. a decrease of about 



10 percent. relative to the 1975 figure. 

Table 3.1 Employrnent in 1975. 1979. 1986, 1990. 1993. 1995 by sector. type of  job (Percentage of 
adult population 16-74 years of age) 

(n= 1 1230) (n--9 1 46) (114736)  (n=6 f 89) (n=6 188) (n=60 10) 

Full- Part- Tord Fdl- Part- Total Full- Pm- Tord Full- Pm- Tocal Fdl- Pm- Tord Fdl- Pm- T o ~  
fime rime the t h e  rime rime timt? hlw tirne [;me fime rime 

Sector 

State 6.9 1 . 4  8.2 7.3 1.9 9.3 5.3 1.2 6.5 4.9 0.9 5.8 4.5 0.9 5.4 3.3 0.7 4.0 

Private 31.7 6.5 39.2 28.7 7.5 363 76.8 7.1 33.9 27.4 7.0 34.4 23.2 6.0 2 9 2  Z ~ . J  7.0 32.4 

Total 46.8 17.7 59.6 44.9 16.8 61.7 42.9 16.7 59.6 44.0 163 603 39.1 13.7 52.8 39.0 11.9 53.9 

.- 

Specifically. the percentage of workers hired by private employer~. who owned more than 

90 percent of industry declined from 65.8 percent of the total employed population in 1973 to 

60.1 percent in 19%. There was a net drop of about 27.740 jobs. In contrast. despite the fact 

that national governrnent had cut quite considerably on its hiring (42%). from 471.488 jobs d o ~ m  

to 273.914 jobs. during the last twenty years. the public sector. specifically governments at the 

municipal and county levels. attained the heaviest growth. Together with national government. 

thep employed nearly IWO-fifths of Sweden's working population by 1995. an increasr of 5.7 

percent from 34.2 percent registered in 1975. 

The patterns of industrial restructuring is even more salient when the data is arranged by 

industnal sectors as shown in Figure 3.1 and Table 3.1 a in Appendices. 
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As graphed in Figure 3.1. by 1995. manufacturing sectors retained their leading positions 

in industrial employment'. Both light and heavy industries have espcrirncrd most drastic 

Not depicted in the figure were Education, research and health secton. which remained the leader of employment. 
hiring one out of three Swedish working adults in 1995 (54.5% of the total employment. an increase of J8J00  since 
1975 when the percentage was about 23%). 



downsizing, their proportions of the total employment dropped by almost 40 percent compared to 

the 1975 figures. Similarly. employment by agriculture. construction also decreased by more 

than 30 percent. As expected, during the same period. most service industries underwent 

increases with the exception of retail and wholesales sector. The fastest growing service sector 

was that of restaurants and hotels. which almost doubled its employment proportion in the last 

twenty years from 1.2 percent in 1975 to 2.4 percent in 1995. Almost as fast growing was the 

real estate. which by 1995 employed nearly 6 per cent of the whole working population. Other 

service sectors that enjoyed growth during this period included recreational and cultural services. 

followed by financial institutions such as banking and insurance. 

If the level of education possessed by employees proxies the hiring criteria or the level of 

knowledge and skills demanded at the workplace. it then is interesting to observe the changes of 

the educational attainment of the working population in each industrial sector (Ser Table 3 2).  

In 1975, more than 15 percent of the employed population had some type of post- 

secondas. education. By 1995 this number had risen to about 32 percent. During the sarne 

period the percentaye of workers who had only elernentary or compulsory education dropprd 

from about 44 in 1975 to 17 afier two decades. a remarkable decrcase of more than 60 percent. 

In 1975. post-secondary educstion was most common among employees within govrmment and 

other public services (30.0%). banking. insurance and real estate sectors (2 1.3O/0). with 

construction (6.3%). transportation and communications (6.6%). and manufacturing (6.9%) at the 

lowest end. By 1995 govemment and other public services. banking. insurance and real estate 

sectors have retained the highest proportion of employees with post-seconda- education while 

post-secondas. education had become the least common arnong employees within construction. 

agriculture and mining sectors. During this period the sectors that had experienced the largest 

increase (by two times) in the ratio of employees with higher education level were transportation 

and communications. rnanufacturing sectors. followed by sales. tourist and financial senices. 

Caution must be exercised when interpreting the general increase in the level of rducation 

of the workforce as an indication of the society moving towards a knowledge-intensive i n d u s t ~ .  

More detailed analysis by age groups probably would contribute such improvement to 

differences in age structure and or generation rffect. Hiring more higher education graduates in 



'Table 3.2 'I'he ctiiployed popdation by ediicütion attaiiinieiit üiid sector. 1975. 1986, 1995 (Percentage) 

Agicultun. bt Manufaciiiring I',lect~-icity, güi; Br Constnic~ion Wholwle, wliiil, Transport and Bdiibg à-irin: Government & AI1 Sectors 
Miniiig water ~ s m u n i i ~  hotels corn~iiuiiicaîioiis d ahte oiher services 

75 86 95 75 86 95 75 86 95 75 86 95 75 86 95 75 86 95 75 86 95 75 86 95 75 86 95 

At tainnient 
E1~'nreilitriyciiiti 51.5 36.8 17.6 54.7 38.2 24.7 28.6 25 15.6 47 25 17.4 56.6 .10.1 2 3 3  48.3 33.1 24.1 34.3 16.5 12.1 30.3 18.1 11.2 41.1 27.3 16.8 
c1oiii/m1.wr~~ .sc./~ooI 
.~ome.secot~cf~riy 25.4 30.9 40.0 23.2 33.9 38.5 32.5 33.3 34.4 32.6 54.9 57.7 25.0 37.1 37.3 31 39.8 41.8 20.0 33.5 25.5 30.5 35.4 36.2 27.6 36.2 37.4 
sclrool 
C'ott~pkic~if l O . 0  13.2 19.6 15.3 16.3 16.7 23.4 10.7 25 14.1 15.3 13.4 10.2 11.4 21.4 14.1 8.4 13.6 14.8 21.0 20.0 9.2 6.7 9.3 12.5 11.6 14.1 
.secotriltrrji sc~i~ool 
/ ' o . ~ f . ~ ~ ~ ~ * o r i ~ i ~ ~ ~ i ~  9.5 1 . 1  13.7 6.9 11.6 20.1 15.6 25.0 25.0 6.3 4.9 11.4 7.4 11.4 17.5 6.6 18.7 20.5 21.3 29.0 41.5 30.0 39.9 43.4 15.5 24.7 31.7 
erhrciriion 
Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 



the service sectors could also mean a tendency of people becoming underemployed. 

Nevertheless, the change pattern exhibited a continuous rise in the educational qualifications of 

Swedish workforce on the one hand and a challenge for a society aimed at providing l i f fong  

learningfor all on the other. 

Another sign of Sweden's developing towards a post-industrial society is retlected in its 

pursuit of the Swedish model of industrial management. This represented by the Volvo 

Corporation. Sweden's largest corporation and exporter. generating approximately eight percent 

of Sweden's gross national product and producing one-sixth of al1 lieavy trucks and buses in the 

Western world. Indeed. as an epitome of Swedish enterprises in the post-indust~ rra. Volvo's 

success as a major international competitor is anributable to its enduring cornmitment to quality. 

safety. high ethical standards. and concern for employees. customers. and the environrncnt. 

More important, reflected in Volvo's unique corporate culture is Sweden's cultural and political 

çconomic systems that have strongly influenced enterprise characteristics in the country. With it 

dual emphasis on high performance management and organizational systerns as well as on the 

rights and well-being of its employees. the Volvo model is considered to hold even more promise 

under the new economic circurnstances (Rehder & Finston. 199 1 ). 

3.1.2 Challenges to the Swedish Educational Policv and Provision 

Nevrrthelrss. the success of Volvo only represents part of the Swedish picture. 

kloreover. this rosy part of story was overshadowed by the dramatic changes taking place since 

the mid- 1980s. What had happened during an industrial restructuring process was observed 

above al1 to be aimed at 'doing more for less (labour)' and training efforts that accompanied this 

were ofien intimately linked with down-sizing. speed-up. unemployment. and intensification of 

work (Streeck, 1992). As in other industrialized countries. the capriciousness of the social and 

econornic climate had led many people to be concemed that the country may not have the 

economic capacity to sustain its competitiveness in the world market and generate the resources 

necessary to sustain the large volume of public spending on which the 'Swedish modcl' of social 

'consensus'. full employment and the welfare society was traditionally based (Papadopoulos. 

1993). These changing social and economic situations had prompted rethinking about the 

educational performance in Sweden as well as the government policg in that regard. 



Perhaps one of the most compelling discourses tliat emerged was with regard to the 

advent of an information economy, where international competitiveness and employability 

increasingly were seen as linked to an effective utilization of cornpetencies. learning and 

knowledge (Rubenson. 1995). Such thinking was backed up by studies such as the adult literacy 

survey that alluded a complete upper secondary education was a minimum requirement for an 

efficient school-to-work transition and to secure a lasting foothold in the labour market (OECD. 

1998b). Therefore. despite the overall favourable performance in education. as compared with 

other OECD couniries. Sweden faced a number of challenges. In particular. Sweden was 

considered to be suffering frorn a ski11 shortage. 

First. there was about 1.4 million having a literacy level below that corresponding to a 

complete education at compulsory level or close to 1 million persons between 16 and 65 yrars of 

age possessing no qualifications beyond compulsory education (OECD. l998a). Given a 

complete upper secondary education perceived as a minimum requirement for an efficient 

school-to-work transition and to secure a lasting foothold in the labour market (OECD. 1998b). 

the percentages of employees lacking such background still remained alarrninglp hi& across al1 

the sectors by 1995. with an average of 54 percent. albeit a significant improvemrnt over the 

situation in 1975. when the figure was 72 percent. Many sectors including construction. 

agriculture and mininp. transportation and communications and manufacturing had more than 60 

percent of workforce that would need upgraded. 

Second. social selection has been very persistent from the compulsory schooi up to the 

higher education level in spite of efforts to eliminate it by restructuring the educational system. 

Third. Sweden seemed to be lagging behind in the proportion of higher education 

graduates in the labour force in spite of a considerable increase due to the refom of the upper 

secondary level. Added to this situation was the changing demographic pattern of society with a 

decrease in the relative numbers of young persons and a corresponding increase in mature. older 

or retired citizens. Therefore it seemed that Sweden had lost its international position as far as 

access and outcome of education at different levels of the system was concerned (Swedish 

Ministry of Education and Science. 1997). 

To a great extent. central planning by the state was blarned for this 'failure'. The 



underlying major criticisin was that the centralized system organized under the traditional 

notions of equivalence had many unexposed defects that had effectively stalled the Swedish 

education system fiom becoming an efficient and responsive and high quality system. In shon. 

although the dual goals for Swedish education that aims at raising the general level of education. 

preparing the labour force for continuous economic transition as well as social development have 

not changed fundamentally since 1975. However. the changing political. social and economic 

context prompted and put pressure on sorne fundamental rethinking of the established approach 

to traditional educational goals and a re-examination of educational prioritirs (Papadopoulos. 

1993). 

3.2 Swedish Educational Policy and Reforms in Response to Challenges 

The emergence of a post-industrial society. coupled with other changing economic and 

political situations. provides an important context to understand how Swedish educational 

reforms have responded to the development of modem Sweden can be understood. Under the 

rhetoric of "high skill. high rwge srrr<ctrrre" and "lifelong leurningf0r cd[ '  being the necessitirs 

in the post-industrial era. education and training has thus become a core strategic policy measure 

of what to many promises to the solving social and economic problems encountered (OECD. 

1995b: 1996). Policy changes were made during this period in order to bring educational 

reforms in line to meet the "new demands" rising from the changing situation. 

Consequently. after 1975. and particularly in the 1980s special attention deducational 

policies in Sweden were paid to the increased emphasis on decentralization. management by 

objectives and national and local assessment and evaluation. The new pattern of change and 

developrnent in education reflected a broader and more substantial transformation of values and 

structures. And the new context of education in Sweden was characterizrd by increased freedom 

of choice for individuals and institutions. quaiity strengthening measures. intrmationaliwtion 

and a growing focus on learning outcome (Swedish Ministry of Education and Science. 1992: 

OECD. 1995b). The rationale behind this move was that fieedom of choice at both institutional 

and individual levels would inject competitiveness and dynarnism into education providers. 

which would be compelled to improve quality and advance knowledge in a more pluralistic 



scene. As a result the overall educational quality would be strengthened and standards raised and 

thus restore Sweden to a competitive position in the new intemaiional context. The point that 

imrnediate rationale for investing in intangible human resources during the 1980s became not so 

much related to the goal of democratizing working life but. rather, to the objective of generating 

economic growth by augmenting the efficiency. flexibility and quality of producing marketable 

goods and services. Thus. from the middle of the 1980s. the relationship of education to the 

economy again took precedence. Education was increasingly presented as a crucial instrument to 

promote the competitiveness of the Swedish economy. The ambition was to strengthen the 

competitive sector of the economy and to decrease the public sector. The reorientation of 

Swedish educational policies. which continued into 1990s. can be charactrrized by a vertical 

transformation with more decentralization and more scope for local initiatives and a horizontal 

change in the institutional pattern of the public sector and its relationship with the private sector. 

The general tendency has been what c m  be labelled as "partial marketization" of educational 

system: that is. not only to privatize part of the public sector but also to develop mixed fonn 

management solutions (OECD. 1995). 

Specifically. local government such as municipalities were given the power to spend most 

of the central govemment funding for their ovin initiatives either on municipal adult or 

secondary education. Public educational institutions were allowed to have thrir educational 

programmes commissioned to extemal purchasers. mostly employers (Tuijnman. 1989: 

Rubenson. 1997). A new three-year apprenticeship training programme was created with 

vocational training elrment to be organized by the employer involved. as well as instruction in 

the upper secondary school. In the meantime. the educational priorities were set on the regular 

school systern with the aim to make it more responsive to the labour market situation as well as 

raise educational standards and improve the quality of education at school and university levels. 

The emphasis was switched fiom purely university preparatory programmes to the more "useful" 

programs of technology and economics. which gave a basis both for further studies and for 

labour market. As a result. the number of places in technical and scientific programmes and in  

economics programmes increased at the expense of teaching training. nursing and social science 

programmes (OECD. 1995b). Decisions were also made to make more university seats available 

for youth and play down the importance of work experience in a effort to gradually abolish 25 



plus 4 admission scheme'. The new educational prîorities were placed on the development of 

school education, higher education and research and the share for folk high schools. study circles. 

municipal adult education was considerably reduced. Within adult education. a larger share of 

the growing adult education budget was allocated to municipal adult education. whose emphasis 

seemed to tum to more on employment training than general education. and a smaller share to 

popular adult education. This became particularly pronounced during the Conservative 

governent of 1991 and 1994 (Rubenson. 1997). The measures of raising the quality and 

standards of regular school system and of making the whole educational provision more efficient 

and responsive are in themselves important in dealing with the changing economic situation. 

3.3 Adult Education and Training in Sweden: Response to Challenges 

It is against this background of the policy changes in 1980s and 1990s that changing 

pattern of participation in various forms of adult education and training in the last two decades is 

explained. 

Swrden is characterized by an extrernely high degree of involvemcnt of its people in a 

wide range of learning activities taking place from "cradle to grave". Nearly 70 percent of the 

population are studying full-time. Over half the adult population is active in various forms of 

organized adult learning. from full-timr studies to participation in a study circie a couple of hours 

per week (Swedish Ministry of Education and Science. 1992: OECD. 1997). The rate of 

participation arnong mid 40- mid 50 year old is also the highest among developed countries 

exceeding 50 percent (OECD. 1997; Rubenson. 1997). These intemationally recognized 

achievements are in the foremost attributable to the values the Swedish have traditionally 

attached to education and the systematic reforms cmied out in the field to implement these 

values. In particular. sincr the 1960s adult education has had a high profile and been a central 

instrument in economic and social policy. 

A bnef description of the general features of the Swedish educational system is 

instrumental to the discussion of the development and changes in Swedish education since 

' As was legislated in 1977. prnons without traditional upper secondary school credentials. who were at least 25 
years of age. who had been employed for four years. and who also hilfilled other forma1 requirements. could be 
admitted to study programs in the university system (Kim. 1982). 

50 



1960s. The notions of '*recurrent education" and "lifelong learning" are helpful and appropriate 

metaphors to describe what can be called as the grand Swedish educational system. of which 

both the regular school system and the adult education and training system are the integral 

components. 

3.3.1 Swedish Reeular School and Adult Education Svstem: A Brief Description 

As Rubenson and Schuetze (1 998) point out. the concept of lifelong leaming should be 

understood as a framework that coven a process of further learning and continuous self- 

education throughout people's lives and occumng in many different settings. I t  needs to br 

considered a system that promotes smooth progression and transition from school to work and 

repeated later transitions between work and education and training. Thus it is of importance not 

only to concentrate on post-compulsory education. but also on the structure and interrelationship 

between different sectors of the educational system. Such is the frarnework that. to a great 

extent. characterizes the accessibility of the Swedish educational system. 

The Swedish formal educational system is made up of compulsory education 

(grundskolan). upper secondary level (gymnasieskolan). and t e r t i q  education (hogskolan). The 

compulsory education - pnmary and lower secondary education - lasts nine pears. Al1 qualified 

pupils. that is. those below 20 years of age with a leaving cenifi cate from compulsoq. school and 

a pass in the core subjects. are entitled to an upper secondary education. Kinety percent of all 

compulsory school leavers go on to upper secondary school to acquire a vocationai education 

(two-year line programme) or prepare for higher studies (three-year line programme). 

Admission to tertiary education is based on 1 )  having passed upper secondary education. or 2 )  

(for those 25 years or more) having worked at least half time for four years and satis%ing upper 

secondary requirements in Swedish and English (the so-called 25 plus 4 rule). Programmes at 

the tertiary level vary in length frorn two to five and a half years. the shoner ones including iitier 

aiia education for pre-school and child care personnel. and qualified technical vocational 

education. The longer ones are hw-year diplorna. three-year Bachelor's degree and four-yrar 

Master's degree and doctoral studies. 

For many Swedes education does not terminate when they leave the regular school 

system either as early school leavers or postgraduate students. They continue on u-ith the 



educational programs that are collectively referred to as aduli education and training. a 'system' 

that aims both at retrieving early school leavers and providing them with education and training 

as wdl as at providing continuing adult education and lifelong leming for anyone who wishes to 

do so. Perhaps the most notable feature of Swedish adult education policy is the effort to 

establish links between adult education and regular educational routes. The purpose is to give 

adults without advanced education opportunities to rejoin the mainstream of formal institutions 

and credentials. For instance. G r u n d w  (Adult Comprehensive School) could lead to the 

completion of certain stages of compulsory education. thereby giving individuals the necessary 

qualifications for entrance to upper secondary education. Komvux (Municipal Adult Education) 

and Folkhogskolan (Folk High School) could provide complete course programmes equivalent to 

upper s e c o n d q  education. The system also enabled adults to take those courses which were 

required in order to be eiigible for a special admission route to higher education. Sirnilarly. 

Sweden has been known for its propagation of the "reciirrent education modela* aimed at 

reducing educational disparities in pre-career education and at providing opportunities for furthèr 

training. both for general and professional purposes. at an. tirne in one's life when training niight 

be required and furthrr leminp desired. 

Adult education in Sweden is organized nationally and locally. is financed by differrnt 

sponsors and through public and private schemes. consists of a multiplicity of forms. programs 

and facilities. and serves a large and extremely heterogeneous audience (Tuijnman. 1989). Due 

to this diversity. there are many different ways to classify adult education. However. one 

approach proposed to possibly distinguish adult education prograrns is based on thrir îùnctions 

that range from curricula confemng academic qualifications (formal). curricula for leisure. 

culture. democracy (in-formal). to cumcula relevant to the employment or occupational career 

(non-formal) (see Jarvis. 1996) (See Figure 3.2). 



Figure 3.2 Provisional structure of adult education in Sweden 
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Non-forma1 adult education 

Non-forma1 adult education includes the education and training provided in working life 

by employers as well as some of the programmes conducted by labour unions. It also includes 

labour market training schemes. which usually provide vocational training for people of at least 

20 years of age who are. or who at the risk of becoming, unernployed. Labour-market training 

may be defined as any programme for which a special kind of training allowance is granted by 

the National Labour-market Board. The training rnay be organized by special labour-market 

training centres. employee organizations. the regular educational system. or various 

organizations. including popular adult education associations. The employer-sponsored 

education and training may include any programmes or courses under the caregories of 

continüing professional education. in-service training. staff development. human resource 

development. which are initiatrd. organized or finmced by employers. As the focus of this study 

is on this form ofadult education and training. more elaboration on its characteristics will br 

provided in the section 3.6 of this chapter. 

Informal adult education 

Informal adult education. which includes popular adult education and othrr consumption- 

type adult education programmes. is rnainly provided by the \.oluntary study circles associations. 

folk high schools. In all. there are 128 "folk high schools" run by popular movements or county 

councils. "Folk high schools" offer shorter courses as well as longer programmes. There are 

eleven recognized study associations that enrol a large segment of the Swedish population in 

study-circle activities. In order to receive a state subsidy. a circle must have between 5 and 20 

participants and meet for ai least five sessions spread over at least four weeks. The statr covers 

about two-thirds of total net "folk high school" espenditures. while the remainder is mostly 

borne bp school ownrrs. Forty percent of the costs of study circles is covered by the state. with 

the remainder coming from fers and municipai g ram (Rubenson. 1997). Popular adult 

education cornes under the auspices of the Folkbidningsridet (National Board of Popular Adult 

Education) and consists of memben of popular adult education organizations who drcide how 



the srate subsidies will be used. Various clubs, public libraries and teaching aid centres and 

sometimes municipal adult education authorities and distance education institutions also play a 

role in providing this type of education. Public libraries and the audio-visual or teaching-aid 

centres operated by local authorities play a vital role in the work of both the educational 

associations and the municipal adult schools. They lend study materials such as taped 

educational broadcasts to study circles and private persons. As well. exhibitions. lectures. 

concerts and so on are often arranged to serve as adjuncts to study circles and courses. 

As part of 'an integrated system' of Swedish education. the formal sector of adult 

education c m  be seen to have been set up to parallel the regular scliool system. nhich provides 

an adult who did not have chances to go very far in the initial education or a youth a h o  Irfi 

school early a second chance to supplement their youth education or advance to a higher level. 

Even those who dropped out or did not cornplrte the adult education courses they registçred for 

could always throretically corne back to the systern if they were so motivated. A large majority 

of school leavers are thus drawn back into alternative learning systems such as youth centres. 

adult education centres and training centres serving young people over 18. On the other hand. 

the informal and non-informai sectors of adult education provide an. Swedish adults with 

opportunities for training and or retraining for various professional tasks and for increasing their 

ability to get involved in. and to influence. the direction and changes of working conditions. the 

democratic development of society. and thereby contributing to full employment and progress in 

society (Tuijnman. 1989). 

3 . 3 2  Swedish Adult Education from 1960s to mid 1970s: Policies and Reforms 

Understanding Swedish efforts and achievements in education requires an apprec iation of 

the strong Swedish values and beliefs in education. The starting point could be the Swedish 

understanding of equality. democracy and econornic affluence as the bedrock of a uelfare society 

as well as of the most essential condition for attaining and sustaining these foundations: that is. a 

well-informed citizenn; with a high level of culture. literacy and technology. Thereforr. 

education was seen as an important instrument in shaping the development of Swedish society - 

an investment in 'social engineering' (Papadopoulas. 1993). Consequently. education has been 



traditionally valued primarily for its functions in 1) raising the cultural level of the population 

and attaining a well-informed citizenry; 2) addressing educational disparities - between males 

and fernales. and generations. and among geographical regions and social classes - and in the 

integration of immigrants' children and those with disabilities into mainstreani schooling: and 3)  

in conjunction with labour market training, raising skills of the current and prospective labour 

force. The intention was to build a dynamic and egalitarian society that is also economically 

efficient (Papadopoulas. 1993: OECD. 199%). These values and beliefs were solidly manifestcd 

in the advocacy since 1960s for a broadest provision of rducation at al1 levcls throuçhout the life 

and across the country in order to both increase access and equity as well as adapt its citizrns to 

the demands of new development in science and technology. 

One of the objectives for the reforms implrmented in the period of 1960s to mid-1970s 

was to raise the general level of educational attainment of the whole population (Tuijnman. 1989: 

OECD. 1995b). The emphasis on the whole population originated from an understanding of the 

interrelationship between the level of education of individuais in general and their influence on 

public issues at various levels of society. It was not seen merely as increasing in the lenpth of 

schooling. but in the light of participation of al1 citizens as an integral component in constructing 

the Swedish mode1 of a welfare society (OECD. 199%). A low education level and an uneven 

distribution of education level among the population were reçarded as major obstacles to societal 

progress. This position was reflected in the documents of then The Swedish Ministry of 

Education: 

Etizrcation hus u cnrciul importance for the inclividirrrl 's social and economic 
stanciard. for his work satisfaction und opportzrnities to injlztence c/eci.sion.s tir 

ivork .4ho edircation aflects the relations between individztols cind thits 
contributes to u.feeling of soiidarity that is a pre-reqirisite for equuli~: 
Etlucation pluys a major role in deepening democracy. It musr inuease the 
individzral 's inieresi in societal qffuirs und extend his opportirnities to uctiielj 
participate in czrltirral u$fiairs (Translated by Bergstein from Prop 19-0.35. p. -10). 

'4  more e w n  distribzrtion is also essential tu sociey tis a whole. Edircational 
dflerences ofren cause diflerences as to possibilities to take adi*antage of'rights. 
and to zrnderstand and affect the developrnent of socieîy. The ed~tcutional 
backgmzind imprints on orrr social and c z d r ~ d  arstoms. An irnewn!~ clistribirted 
editcation will iherefore contribiife to isolation behiqeen drflerent grozrps. 
Differences in edzrcation preserve traditional patterns in imrking ($2.  The 



educational gaps create gaps in socieîy even in other respects (Transluted by 
Bergs rein from Prop 197334). 

Therefore. this period c m  be characterized by many school reforrns with a focus on 

equality of opportunity for al1 children as well as adults independent of social background. ethnic 

relations or geographical context. The 9-year compulsory school was introduced. The new 

upper secondary level comprehensive school was decided upon. In addition. higher rducation 

changed through new courses, entrance requirements and degrees. 

Such organizational responses to the idea of equality of opportunity also included the 

expansion of adult education. By the decision of parliament in 1967 to strengthen and extend 

adult education (Prop 1967:85) adult education came into a central policg area and became one 

of several instruments for reaching important societal goals. among those increased rquality. 

The purpose of the bill was to facilitate possibilities for each motivated individual to study on the 

level corresponding to grades 7-9 in the compulsory school and grades 10-1 2 in the upper 

secondary school. The Swedish Trade Union Federation (LO) and the Swedish Central 

Organization of Salaried Employees (TCO). which played an important role in the drvèlopmrnt 

of Swedish adult education. emphasizrd the equality aspect as a motive for expanding adult 

education (Bergstein. 1977: Rubenson. 1997; 2000). ( t  is important to mention the two major 

innovations of the 1967 reform: the introduction of municipal adult education. which would 

constitutr an educational equivalent to primary and secondary school and the founding of a 

permanent structure for distance programmes (Rubenson. 1997). As a result. adult education 

becarne differentiated and popular adult education lost its former unique position and became 

part of a cornprehensive "system". With the creation of special departments of adult education 

under the Ministry of Education and the National Board of Education. as well as the earmarking 

of a section of the national budget for its funding. adult education became a distinguishablti and 

distinct part of the educational system (Rubenson. 1997). 

However. the discovery that the new adult education opportunitics were being used 

primarily by those who were already well educated started off a trend to improve the 

opportunities for the educationally rnost disadvantaged groups to participate in studies. In 1969. 

at the congress of the Social Democratic Party. it was officially stated that the groups in society 



with shortest education should be given highest priority in the expansion of adult education. 

This movement continued through 1970s. In a series of govemmental bills conceming adult 

education (Prop l97O:X. 1971 :3 7. l972:26). resources were directed and steps taken to reach 

and recruit those who were poorly motivated for studies. Two governrnental bills with 

consequences for Swedish adult education passed during 1975. In the first bill. Prop 19759. the 

need to offer education to the individual on a recurrent basis ofien in relation to his work was 

stressed. The second bill. Prop 197523. also emphasized that educational prograrns for adults 

were to promote the devrlopment of recurrent education. The economic support during studies 

was again improved especially for those with a short and incomplete education. Active and 

selective recmitment was stressed as an important tool to recruit those not yet rrached by adult 

education. Parallel schools for adults were created through the development of municipal adult 

education. Study circles organized by volunteer associations were to be publicly supponed 

(OECD. 1995; 1997). In short. as Rubenson ( 1  975) summarized. from 1965 to 1975. adult 

education focussed primmily upon the educational needs of the less-well educated. Adult 

education has been seen as a means to increased economic. social and cultural equality and 

attention focussed upon the problems of recruiting the less well-educated into adult education. 

Al1 this reform work in the school system and adult education was carried out in the light of 

govemmental efforts to use education as an instrument to increase democratization and equality 

besides prepanng the individual and society as a whole for future changes (Burgstein. 1977). 

Not least importantly. policies were also implementrd at micro level via financial aids and study 

leaves. For instance. study financing ("studiestod) was made available not only to those below 

20 years of age in upper secondary education ("studiehjalp") and those over 20 years old in 

teniary education ("studiemedel"). but also to the participants in adult education 

(~gvuxenstudiestod and "utbildningsbidrag") (OECD. 1998a). 

The linkage between education and the world of work. and employment was not. 

however. neglected in the educational reforms during this period. The structural and technical 

changes in work life and the explosion of new knowledge in a rapidly changing society were also 

important factors that motivated. for instance. the expansion of adult education (Bergstein 1977). 

The 1960s reforms were thoroughly influenced by contemporary human-capital theory. which 

was widely embraced within political circles and in the 1967 Bill. the Minister stated that 



increased public funding was aimed mainly at developing forms of adult education that would 

effectively contribute to the advancement of the Swedish economy (Rubenson. 1797). As a 

result. the explicit use of education including adult education. in conjunction with labour market 

training, were linked to these social objectives as part of a CO-ordinated package of active labour 

force measures that have sustained the full employment policy (OECD. 1995b). This emphasis 

has been amongst the most well-known features of the Swedish education tradition. at both 

school and university levels. in combination with a variety of special programmes. So was the 

pronounced vocational1 professional orientation of higher education programmes consequent on 

the recommendations of the U68 Commission. as well as the high degree of comprehensiveness 

applied to the school systrm and the unitary principle applied to university-lcvel planning and 

organization (OECD. 1995). Nonetheless the intention of this focus should not br interpreted as 

for economic benefits only. A strong economy and access to employmrnt were also regarded as 

necessary conditions for the remedy of the existing inequalities at the societal Irvel. For 

individuals. work life was understood as a crucial part of a person's iife: an important stage as 

well as a point of entry to fully participate in a civil society. Therefore it was considered 

important that work-rslated education be not contined to the dissemination of strictly occupation- 

related knowledge and skills. but instead to include fostering what in Swedsn was called 

"occupational democracy". that is. democracy at the work site or individual worker's o w  

initiative at work (Rubenson. 1 975). Moreover. occupational education was not considered as a 

replacement for any other types of education. but rather as a cornplement to thrm. 

This dual purpose of education rnight also be an important explanation behind another 

feature of the Swedish education during this period. which was the continuation of the Swedish 

tradition of what has been labelled a study circle dernocracy (OECD. 1995b). The commitment 

to the popular movements and popular adult education through study circles and folk high 

schools was to provide much needed knowledge for the disadvantaged such as those who missed 

initial educational opportunities. were threatened by unemployment. were mentally challenged or 

had senous physical disabilities. More imponantly. such fonns of non-formal adult education 

becarne venues for people to get together to reflect on realities and problems. and discuss civil 

rnatters and strategies for problem solving. For example. in villages threatened b'; loss of job 

opportunities people started circles to investigate the possibilities for alternative production 



(Ministry of Education and Science. 1992). 

3.3.3 Swedish Adult Education after 1973: Change of Topoaraphv 

Officially the goals for Swedish adult education have not changed fundarnentally since 

the 1975 Bill and redistribution is still supposed to be one of the central aims. Houever. in 

reality it is a different discourse that came to inform Swedish adult education. The changes are 

caused by a new political as well as economic and fiscal reality (Rubenson. 2000) The stratrgies 

affecting participation in adult education became more general in nature and contained fewer 

selective measures than previously. Funher. a larger share of the growing adult education budget 

was being allocated to municipal adult education and a smaller share to popular adult education. 

The actions or lack of actions have resultrd in a gradually growing discrepancy bctween reforrn 

ideology and policy strategy. This inconsistency is refiected in the amount spent on èamiarked 

subsidies for the target groups and that adult education. panicularly popular adult education. no 

longer receives preferential treatment in the budget. 

Adult education policy during the 1980s was to a large rxtent shaprd by deteriorating 

govemment finances. As a result much of the focus was on making the adult rducation spstrm 

more effective and efficient. To achieve this. the responsibility of municipal adult rducation was 

moved to municipalities and to be integrated with regular school system. In the mrantime. 

popular adult education was moved out of the National Board of Education and givrn its o\vn 

independent board under the popular movements while labour market education came under the 

control of the Ministry of Labour. These changes were in line with a new rmphasis on child and 

youth education as opposed to adult education. 

The impact of those policy changes are evidently retlected in the changing topography of 

adult education as signified by changing number of participants attracted to different programme 

organizers during the period between 1970s to 1990s. Some forms of organized adult rducation 

that have experienced a significant increase in participation rate includr National Labour Market 

Board. Municipal Adult Education. University or equivalent and Folk High Schools. Escept for 

University part. it is apparent that most of the expansion was due to the factor that an increasing 

number of adults were participating in ernployment-related training. Perhaps the most striking 



changes occurred in employer-sponsored training and popular adult education. Study circles 

remained the most common f o m  of adult education until the mid- 1980s. By 1995. not only did 

its sheer participation percentage decrease by more than 30 per cent but also its share in adult 

education "market" exhibited a cut of a half (45.6% in 1975 and 23.1 % in 1995). In contrast. 

education and training under the patronage of the employer became the leader in adult education 

provision by mid-1980s. in replacement of study circles. In the last twenty years. the percentage 

of participation tnpled and its share of adult education "market" more than doubled (about 19% 

in 1975 and 43% in 1995). This has been the most significant factor contributing to the overall 

increase in the participation of organized educational activities by adult Swrdrs. 

3.4 Employer-Sponsored Education and Training in Sweden: Driving Forces and 
Development 

What has been discussed so far in the previous sections in this chapter senes as a good 

introduction of the background against which the role of Swedish employers started to devclop in 

its direct involvement in educational provision. 

3.4.1 Driving Forces for Emplover-Sponsored Education and Training 

While it is not new for employers to initiate. oganize. and finance training for their 

working staff. the recent rapidly growing involvement of employers in skills drvclopmçnt and 

in-service training can clearly be understood as employers' responses to a nurnber of new 

challenges from the changing social. economic. political and educational context in Sweden as 

laid out earlier. These new demands emerged since 1980s. connected with or in addition to those 

aiming at social equity: structural changes in working life. the development of new technologies. 

econornic growth. international competitiveness of industry. and demographic changes. In a 

nutshell. al1 these factors cal1 for a general skills development and a better educated and bettrr 

trained workforce. While the general description of these factors are not repeated here. it is 

interesting to look into the specific thinking and conditions that made the increasing involvement 

of the Swedish employers in adult education both necessary and possible. 

What have compelled employers, and perhaps representatives of the labour movement as 



well, to have increasingly corne to recognize the imperative of the further education and training 

of the workforce by means of in-service training and broad human resource developrnent 

programmes can be summarized as follows: 

First. Sweden has had weak or almost negative productivity growth during 1980s. This 

exposed the weak relationship between educational expansion and rconomic productivity. The 

growth of the public sector during 1970s and 1980s was mainly to increase the supply to meet 

the needs From an expanded public service sector with the purpose to achieve strong social 

ambitions. These goals include equality in education. active citizenship. and not leaving 

anybody behind. which were regarded not immediately relevant to the productivity of the 

country. This is evident in that the public sector has been more efficient than the industrial sector 

in absorbing employees with a higher education background. Not the least important aspect that 

has been under criticisrn is both the broad relevance of what is taught and the abilities acquired 

with regard to basic skills. and geoeral knowledge of how the world works (Hasan & Tuijnman. 

1996). Consequenily. there exists an uneven distribution of education arnong sectors and a 

serious skill gap in the Swedish industrial sector. 

Second. industrial enterprises are not only at the forefront whcre structural changes take 

place but also the native land where new technologies are invented. In addition. they are both the 

birthplaces and experimental fields for the innovative patterns of work organizations such as 

"Volvo" management model. As a result. the contents of traditional vocational functions have 

been radically changed or replaced by new ones. which require retraining or further training of 

many professional groups. men at higher qualification levels. The employers are perhaps the 

ones who 'understand' what the new contents are. This is reflected in the growth of corporate 

classrooms or universities in order to meet the needs of providing "supplrmentary professional 

education" for the incoming graduate population (Ministry of Education and Science. 1992). 

Third. although. during the mid-1980s policy drbate. the funher education of the labour 

force bp means of in-service training and broad HRD programmes rose from a peripheral status 

io an important educational strategy. It has not been matcched by the governrnent support. The 

emphasis of Swedish education policy. to an extent. seemed to shift frorn the provision of regular 

higher education and formal adult education to in-service training and broad human resource 



development in working life. For example, in 1984, Parliament approved an ordinance 

containing a set of rules regulating the allocation of state subsidies to industry and public 

employers who provide their workforce with opportunities to participate in in-service training 

programs aimed at preserving and creating employment opportunities (Tuijnman. l989).' 

However. this kind of governent  support is apparently limited. covering only cases which c m  

be motivated for active labour market policy purposes (OECD. 1 998a). Funher. the govemment 

has gone on to set pnorities on reforming the school system in a hope thrse structural changes in 

youth education system will contribute in the long-term a rise in the general levrl of education 

and skills of the workforce and recapture of Swedish's leading position in the international 

context. These measures include extending the two-year upper s e c o n d q  programme to a three 

year one with a stronper vocational training accent. providing more student places for youth in 

higher education. increasing the recruitment of post-graduate studies in sciences. improving the 

rate of participation in technical and science education. and reinforcing the academic component 

of education at al1 levels (Ministry of Education and Science. 1992). In contrast. only scant 

consideration is given to the contribution of the educational system to the training and retraining 

of the labour force. The basic message seems to be that the matching of demand and supply of 

adult education and training should be subject to the play of market forces and the onus br lrft to 

individuals. labour market measures. and the enterprises thernseives (Tuijnman. 1993: OECD. 

1995). 

Fourth. not unrelated is the situation in which the present adult education system is 

deemed scattered. inefficient. and not as responsive as it could be to emerging social and 

economic needs. therefore. in the employers' perspective. does not have the capability of 

providing the needed education and training for the workforce both in temis of quantity and 

quality. This condition has only become exacerbated when govemment-led reforms of sçhool 

system have been at the expense of adult education. This is reflected in the budget-; cutbacks 

for certain kinds of adult education. abolishing 4/25 rule. and lack of a coherent policy for adult 

' According to this ordinance. public funds cm be uscd to subsidize training prognms in industq. enrsrprisrs and public 
services uhich arc: principslly riimed a t  tÏrst countencting interruptions in the production process csused b! shoncorninp in the 
level of skill and cornprtcncies of the workforcc. second. avoiding and reducing redundanc) situations and prei cnting the loss of 
employrnrnt third. adkancing the squdity of the sexes and. four. contributing totvard the strcngthcning of the personnel 
drveloprncnt of ivorkers ivith linle schooling or those who othenvisr are in a i w k  position on the labour marka (Tuijnman. 
1989). 



education arnong government's priorities. 

Fifth, particularly in the Swedish case, employer-sponsored education and training is 

perhaps one of the major measures employers possess to adapt to changes in their economic 

environment. Subject to a rather strict employment protection and industrial relations legislation. 

employers are limited in their possibility to adjust their workforce to changes in the overall level 

and composition of demand for their products and services. Wage bargaining. for instance. 

mainly takes place at the industry level between organizations of employees and employers. and 

thus would appear to give comparatively little leeway to enterprises to adjust wage rates to 

adverse developments in revenues. On the other hand. the existence of a compressed wage 

structure within the Company as well as the high rate of turnover may have lefi employers to use 

of fiuther training as a way of a nontaxable reward to well-performing ernployees and a 

compensation to high-skilled employees for the strong compression of uages (OECD. 1 998a). 

Indeed. such fiarnework seems to have provided employers with incentives to iipgrade the skills 

and qualifications of their workers to acquire the needed versatility and tlexibility of the 

workforce in the competitive context. 

Finally. the rapid growth of employer-sponsored education and training has also been 

possible mainly due to the marketization process taking place in the realm of public education in 

mid- 1980s. In order to respond to the economy's demands For greater human rcsources while at 

the same time keeping public expenditure under control. since 1986 the government has 

encouraged providers of adult education in the state-supported sector. including the Labour 

Market Board. the municipal adult education authorities and institutions of higher education. to 

sel1 their programs of adult education and training to employers of both private and public sector 

(Tuijnman. 1989: Rubenson. 1997). This modification of the roles of public education has 

nurnerous implications for educational policy in Sweden. It not onlp weakens the scopr for 

government intervention in the adult educarion sector. but also makes it possible for employers to 

organize educational aciivities on a commission basis and thus "force" the public adult cducation 

and regular institutions to be responsive to their rpecific needs. More significantly. the 

individual's opportunity to receive adult education at public institutions panlp depends on 

circumstances in the workplace since it would be the employers who drcidc who would 

participate in education (Rubenson. 1997). 



3 A.2 Develo~ment of Emplover-Sponsored Education and Training 

In Sweden. employers that sponsor or support educational activities range from 

governrnent agencies to private enterprises. In certain agencies. for exarnple the Customs 

Service. the Post Office and the Labor Market Board. a complete vocational training course is 

provided. More advanced training in the form of short and long courses is available within most 

govenunent agencies. County councils and large municipal govemments have extensive staff 

training. Nursing staff in county hospitals and other county-operated health c a r  institutions 

receive vocational training. Advanced courses are aIso available. The Swedish Association of 

Local Authorities and the Federation of County Councils rach have training departments which 

sponsor courses for various staff categories and for elected municipal and county officiais. 

Most large pnvate companies have training departments which plan. sponsor. and operate 

on or off company premises courses and programmes including those at the upper secondary- 

school level (Ministry of Education and Science. 1992: Eiger. 1994). Employees of smail and 

medium-sized firms are eligible for training courses sponsored by various employer fedcrations 

and their affiliated trade associations. A number of joint employer-eniployee bodies also sponsor 

training to meet the needs of workinç life. arnong these are courses for shop stewards ( M i n i s t ~  

of Education and Science. 1992). 

Sweden used to be classified as Paaem A country like the UK and the USA. in which 

formai educaiional institutions traditionally provided most skills used in work. but it has been 

moving closer to the mode1 used in Japan and Germany (Pattern B countrirs). in which there is 

more reliance on employer-sponsored training to develop both general and speciaiized job skills 

(Detouzos. et al.. 1989: Kalleberg. 1992: Tuij nrnan. 1992). Employer-sponsored education and 

training used to be one of the four main components of the Swedish adult education "system". In 

1975. only 19 percent of the participants in adult education were enrolled in this form of adult 

education. as against 46 percent in study circles (Rubenson. 1996). And one of the othrr wal-s 

for employers to get involved then in the provision of training was through paying for adult 

education a special payroll levy. which was used to implement the allocation policy (Bergstein. 

1977). However. since 1980s employer-sponsored education has become the fastest-growing 

form of adult education and by 1995. employer-sponsored activities had increased to 43 percent. 



while the share of study circles had decreased to 23 percent. More irnportantly. by late 1990s a 

division of responsibilities seems to emerge in the Swedish scene of adult education and training 

for the labor force. with the public sector as the provider of training for the unemployed and 

enterprises as the provider of training services for the empioyed (OEC D. 1 998b). 

Using figures from the International Adult Literacy Survey. half of the adult Swedisli 

population (1 6 to 64 years of age) participated in some form of adult education in 1994. Of these 

participants. two out of three oniy took part in employer-sponsored activities, 1 1 percent in both 

employer-sponsored and non-employer-sponsored foms of education. Thus. close to four out of 

five participants received some form of support from the employer in that yrar (Rubenson. 

1997). The increase in the participation rate since the early 1980s is almost exclusively due to 

more and more people reporting employer-sponsored leaming activities. This is in spite of the 

fact the volume of other forms of adult education has decreased during the sarnc period (Swedish 

Ministry of Education and Science. 1992: Tuijnrnan. 1992; Rubenson. 1997). In fiscal terms. the 

personne1 education and staff-development programmes organized and paid by employrrs have 

become the most expensive: rough estimates from Statistics Sweden show that rspenditures for 

this form of non-formal education equal or even exceed the total public expenditures For formal 

education. that is. comprehensive. upper secondary and higher rducation (Swedish Ministry of 

Education and Science. 1992). 

M i l e  employer-sponsored education reaches a large numbctr of people. the learning 

activities tend to be of briefer duration compared with non-employer-supported educational 

activities (OECD. 1997: Rubenson. 1997; OECD. 1 W8a). On average. employer-sponsored 

adult education has a duration of 41 hours. compared to 157 hours for adult education not 

sponsored by the employer. The difference is even more striking using the median instead of the 

mean - 14 hours versus 105 hours - which shows that most employer-sponsored activities are of 

very shon duration. According to Statistics Swedrn's survey of employer-sponsored education 

and training. education and training was rnostly conducted as in-housr training. of short duration 

and ofien seems to be limited to on-the-job training. Abou: two-thirds of the participants 

received their education and training at the workplace. while another 2 1 percent were trained by 

"other companies". often in comection with the purchase of ncw equipment. In total. one-third 

were trained by extemal organizers (SCB. 1996). 



As a nile, the employer pays the cost of training and the participants pay no fee. Staff 

training programs within local governments and private companies are not generally eligible for 

national government subsidies. An exception is on-the-job training of an elementary vocational 

nature sponsored by an employer in collaboration with the local upper secondary school. referred 

to as "intrarnural Company schools." Another exception is for those enterprises who temporarily 

take on unemployed when their ordinary employees are on education leave and for enterprises 

who have to cany out a restructuring. in order to soften the impact on the local labour market 

(OECD. 1998a). 

Like in other forms of adult education. participation in activities organized and financed 

by the employer is also related to gender. age. educational background. job tenurc and the nature 

of the work. However. some differences do exist in the composition of rmployednon-employer 

adult education. In Sweden. the participation rate of non-employer-sponsored education is 

somewhat higher arnong wornen thrn among men. In employer-sponsored education and 

training women used to be undcr-represented. Yet. in the last 20 years thcre has been an 

dramatic increase of women in this form of adult education. In 1975. men were twice as likely as 

women to participate in employer-sponsored education. but by 1993 there were no gender 

differences (Rubensori. 1996). M i l e  non-employer-sponsored adult education is understandably 

dominated by young adults. who participate to prepare for a future career. employer-sponsored 

education increasingly involves those middle aged and older. There are no large differences in 

the likelihood of participation for people with the same level of education in rither rmployer- 

sponsored or non-employer-sponsored activities. However. the rnean Iength of participation in 

emplo yer-sponsored education increased gradually by level of education (Rubenson. 1 997). 

Quite naturally. the nature of the job such as occupations and types of work is expected to be a 

much stronger indicator of the probability of receiving learning opportunities at and through 

work in employer-sponsored education than in non-employer-sponsored activities. 



3.5 Employer-Sponsored Education and Training: Trends and issues 

Employer-sponsorrd education and training is generally recognized as a "good thing and 

its rapid growth as a positive development in the context of a changing world economy. With 

the financial constnints experienced by the govemment and perceived incapability of forma1 

education system to respond to the needs originated frorn eminent strategirs to implrment 

technology and restmcturing of industry. it becomes imperative that employers be involved in 

both refomis of format rducational system and direct provision of training opportunities to 

working adults. Education and training would thus be made more relevant to rconomic gronth. 

rectifying long-term problems attributable to the mismatch between supplp and demand of 

education. From pedaçogic perspectives. leaming would also become more contextualized and 

efficient by focusing on the real needs of workers as well as the organization. More importantly. 

al1 the stakeholders involved would benefit in the toms of private and social returns frorn an 

overall strong economy as a consequence of increased investment in human capital. This 

argument is often retlected in the policy debate. academic research and public discussions in 

which the focus has almost exclusively on how to encourage increases in the levels of investment 

and participation in this form of aduit education. In particular. questions are raised with regard ro 

how state should play its role in support of skills development and in-service training within 

enterprises. For instance. an important question has been whether thcre should be sslectivr 

economic support frorn the statr or the state should merely create generally favourable conditions 

for enterprises and other employers (OECD. 1995). Further. the division of responsibilities 

between the public and private sectors in the matter of training provision is also commendrd as 

the most efficient way of organizing the market of adult education and training. The argument is 

that such an approach of relying on pnvate incentives for the broad segment of the workforce 

allows public resources to focus on those affected by labour market imperfections (OECD. 

I998b). 

However. the trend in which employer-sponsored education has been developing has 

given rise to some serious concems as well. Particularly. the functions of this form of adult 

education have been examined in both terms of achieving economic efficiency and social 

equality. Although employers used to play a role in addressing the issue of uneven distribution 



of education, for instance, by paying an educational levy as mentioned earlier or sponsoring less- 

well educated and young for adult education (Rubenson. 1975)'. the tendency seems to be that 

not only existing educational gaps are being widened but also new ones created as a consequence 

of employer-sponsored opportunities being mostly taken advantage of by those already well- 

educated (OECD. 1995; Rubenson. 1997). Thus. with employer-sponsored education and 

training becoming increasingly dominant in the arena of adult education. the development could 

be counteracting the inherent virtues of Swedish adult education: diversitu and accessibility 

(OECD, 1995). This could lead to a paradoxical situation that argues on one hand that the 

competitiveness of a national economy requires a strategy of li/elong Iearningjiw d l .  and on the 

other hand. further educational and training opportunities can be accessed by only a portion of 

the whole labour force. 

Another concem is related to the interests served by this particular f o m  ofeducation. An 

important question is what should be done in the case where - to ovenimplifp - an emplo!*er's 

interest differs frorn that of an employee (OECD. 1995). I t  is not di fficult to argue that such kind 

of provision would probably only serve the interests of employers who mai focus solrly on their 

own particular requirements over the medium term (Ziderman. 1996) rather than individuals' 

needs nor the long-tem national needs. At the core of the argument is that undrr the sponsorship 

of employers. education and training often succumbs to the pressures to provide instrumental 

knowledge with irnmediate application. Consequently training tends to be narrowly focused on 

providing skills relevant to a specific occupation or job rather than on general type of rducation. 

As the individual's opportunities to receive adult education are increasingly subjrct to 

"hegemonic" decisions in the workplace. job-related education and training would become a 

replacement of any other types of adult education. As a result. the other important functions of 

education would be at stake. Individuais have in addition to an occupational role. a lrisure time 

role. a family role and a role in society. In each of these roles the individual is rrquired to carry 

out specific tasks. Adult education has a role to play helping people corne to grips with problrrns 

' Of 3896 of less-well educated and young who panicipatrd in adult education. l Z o o  of them were sponsorrd by 
employers. the greatest proportion of those that participated did so in short courses sponsored by their employerj. 
and received information regarding adult education opponunities directly from the sponsors. ernployen and unions 
(Rubenson. 1975). 



connected with these roles and take advantage of new political and economic reality (Tuijnman. 

1992). Because the tendency is that adult education is strongly linked to work. policy strategies 

promoting lifelony learning for al1 rnust recognize the centrality of employers. It is important to 

consider how the work setting frarnes the nature and quality of e v e ~ d a y  leming (OECD. 1997). 

Moreover, according to this point of view. it seems the argument is questionable that no estemai 

eovemment interference with the market for labor training is necessary. Rather. the merits of 
L 

alternative policy options to increase investment in other types of adult education and training. 

including government-provided training shouid also be wiously considered. 

However, as Rubenson (1997) points out. the Swdish debate over adult education always 

has centred on the issue of participation. assurning that participation. regardless whatever kind of 

learning involved. would naturally leod to a redistribution of economic and cultural resources. In 

reality. there still exist many unknowns about what has really been taking place in the various 

kinds of learning activities under the patronage of the employer. The fact that employer- 

sponsored education and training becomes increasing dominant in adult education arena points to 

the necessity of looking more closely at the outcornes of this particular form of education. In 

particular. one of the crucial questions that have to be vigorously investigated is what kinds of 

effects. both social and economic. have been produced. and how thesr effects have been 

produced. as a consequence for non-participants as well as participants at both organizational and 

individual levels. 

3.6 Summary 

In this chapter. a b k f  description was given to the societal changes that took place in 

Sweden dunng the period of the mid-1970s to mid-1990s. This was followed by an examination 

of how Swedish policy and educational provision in general and adult education in particular 

responded to the challenges brought about by the country's specific political. social. and 

econornic changes of this era. Finally. the incentives for the Swedish employers to take a rolr in 

directiy providing and/or sponsoring education opponunities. as well as its dewlopment. u.rre 

discussed in the Swedish context of social changes. govenunent policies. and educational 

reforms. The chapter concluded with a summary of trends and issues of employer-sponsored 



adult education and training in Sweden based on its development in the past fea. decades. 

The next chapter presents a review of previous studies on the influences of important 

explanatory variables on participation in. and outcornes of. employer-sponsored adult education 

and training. 



Chapter 4 

REVIEW OF PREVIOUS RESEARCH: IMPLICATIONS 

FOR RESEARCH 

The purpose of this chapter is to present a review of previous research by labour 

economists. organizational researchers, and adult educators. on the influences of important 

explanatory variables on participation in, and outcomes of. employer-sponsored adult 

education and training. A major aim of this review is to identiQ important implications liom 

these variables for the development of research hypotheses with which antecedent factors of 

employer-sponsored organized learning activities and their outcomes. can be studied using both 

the cross-sectional and panel data collected in the Swedish Living Conditions Suweys (ULF). 

There is a vast amount of relevant literature available. Due to time and language constraints. 

however. the review is necessarily selective. It focuses p n m 4 y  on previous studies that are 

directly or indirectly related to employer-supported education and training. and published in 

the English language. 

With a view to the research questions for this study. the chapter is subdivided into the 

following three sections: I ) determinants for participation in employer-sponsored education 

and training: 2) socio-economic outcornes of employer-sponsored education and training: and 

3) a brief summary of the chapter. 

4.1 Determinants of Participation in Employer-Sponsored Education and Training 

Despite the quantity of research on education and training. there are relatively few 

studies that focus on employer-sponsored education and training and investirate the 

determinants of participation in this specific form of provision. Thus. evidence of what factors 

influence the decision to offer. as well as to take part in. employer-supported education and 

training must be drawn from the results of inquiries pertaining to adult education and training 

in general and Company training, work-related training. and workplace leaming in particular. 



As pointed out in Chapter 2, research into work-related education. training and 

leming, has mainly been influenced by four theoretical perspectives. narnely. hirmcrn cupitd 

theory, credential-screening approach. organizational stritc~itruZisrn. and insti~utionalizu~ion. 

Research informed by human capital and credential-screening perspectives has been concemed. 

by and large, with the employers' criteria of selection of individuals in whom to invest. and 

fiom whom to expect higher retums in terms of performance and productivitp. Studies 

following the psychological tradition focus on motivating factors in order to explain why sorne 

employees are more likely than others to seek out and exploit opportunities to obtain additional 

training. Individuals who are highly motivated to invest in their own human capital. however. 

are often those with the same achieved and ascribed characteristics most valued by employers 

(Kalleberg, 1992). Meanwhile. research conducted according to organizational structuralisrn 

and institutionalization approaches focuses primarily on the relationships between education or 

training decisions and the role of work structures at the micro level. and social. econornic 

institutions (e.g.. government policy. organizations, industries. markets and classes) al the 

macro level. 

Thus, as depicted in Figure 2.1. when exploring the literature regarding facilitators for. 

and barriers to. participation in employer-sponsored adult education and training. four 

anal ytical categories of factors emerge: ( I ) individual level - variables denoting individuals' 

ascriptive characteristics such as age. gender and race. and achieved status such as educational 

attainment: (2) job characteristics - variables regarding occupation classes. ski11 levels. literacy 

demands. degree of autonomy. degree of labor intensity. supervisory role. type of job (full- or 

part-time; permanent or contractual); (3) workplace environment - indicators such as rates of 

technical change. size of the firm. main areas of production. use of technoloyy. degree of 

market cornpetition and the extent to which workers are organized. composition of the 

workforce, and interna1 labour markets (Tuijnman. 1989: Houtkoop & Kamp. 1993): and (4) 

macro-level factors - those factors that reflect political. social and economic objectives of a 

nation. social structures. governments' interventions and contemporary political and economic 

situation, 



4.1.1 Individual Level Factors 

This section of the review concerns antecedent factors at the individual level. Evidence 

From empirical studies points to four individual factors closely related to the probability of 

participation in employer-sponsored education and training: nge. gender. racicd or rrhnic 

background. and atfained level of forma2 ed~rcation (Huberman. 1975; Schulenberg et.al.. 

1978: Duncan & Hoffman, 1979; Lrmfahigkeit. 1979: Darkenwald & Merriam. 1982: 

Camevale & Goldstein. 1983: Cross. 1984: Cookson. 1986: Bronneman-Helmers. 1988: Tan. 

1988: Vaugharn & Benyman. 1989: Boston. 1990; van der Kamp. 1990: Altonj i & Splrtzer. 

199 1 ; Lynch. 1991 ; Dougherty. 1992: Houkoop & Kamp. 1992; Kalleberg. 1993: Leeuwen & 

Dronkers. 1992: Lilliard & Tan. 1992: Pscharopoulos & Velrz. 1992: Bowers & Swaim. 1994: 

Benyrnan. 1995: OECD. 1997: Rees. 1997). 

A& 

Age has always been an important explanatory variable in the equation predicting the 

probability of participating in various foms of adult education and training. It not only 

denotes an individual's life stage or phase but also. in the context of work. it indicates a 

worker's career stage. Often age serves as a proxy for length of work experirnce or 

ernployment in the absence of information on the latter. 

Historically. i t  has been assumed that the ability to l e m  reaches its maximum level 

durinç adolescence and early adulthood. and then decreases rapidly thereafter. Thus. whrn 

readiness to learn or to participate in adult education and training is explained as an action of 

personal agency and is determined by a penon's learning ability and educational needs at a 

certain life stage (Huberman. 1975). age becomes an important factor. The general conclusion 

has been that age is negatively correlated with participation. that is. the younger a person is the 

more likely he or she will seek the opportunity to participate in learning activities. A recent 

OECD study ( 1997). however. concludes that the readiness to participate in organized forms of 

learning varies across the life-span. In most countries. the participation rate declines steadily 

with an increase in age. Only Sweden and to a lesser extent. German-speaking Swinerland and 

the US..  have a high rate of participation among 46-55 year-olds. with rates exceeding 5 

percent. A sharp decline occurs after age 55 in al1 countries surveped. 



The fact that there are fewer elder participants is explained by either declining ability to 

learn or a decrease in the educational needs associated with aging. For example. job training or 

study for new instrumental qualifications are often perceived to be irrelevant for older people 

(Hubeman, 1975). However, this is not always supported by empirical evidence. Some 

studies reveal that differences within age-coliorts are much larger than between age-cohorts and 

that learning abilities are determined more by previous educational level and occupational 

status than by age. Elderly people tend to l e m  a little slower. but ofien learn more 

meticulously and with more intensity than younger people (Lemfahigkeit. 1979). The fact the 

elderly are less likely to participate in education and training is ofien not brcause of aging. but. 

rather is due to a constellation of conditions unfavorable to participation. with which old age is 

otten compounded. such as a low level of initial schooling and few occupational possibilities 

(Schulenberg et al.. 1 978). 

On the other hand. certain studies (Darkenwald & Merriam. 1982: Broniieman- 

Helmers. 1988). indicate that the sharr of older participants has been increasing. This is partly 

due to changes in provision. but also to the fact that the new generations of older people are 

better educated than previously (van der Karnp. 1990). 

Theoretical models of human capital accumulation typically predict that training is 

most intensive at the beginning of an individual's work life (Bowers & Swaim. 1994). I t  also 

seems to make sense that the earlier the employer invests in a worker. the longer the pay-off 

period will be. However. as elaborated in Chapter 2 .  the rationale for investment would 

suggest that employers invest most in younger but experienced workers. whose performance- 

an indicator for suitability of training-in most instances has been monitored for several years. 

Conversely, employers tend to invest less in employees during their first five years in the labor 

market because employers are more apt to lose their investment due to employee turnover: 

Newer entrants to the labor market are more likely to change jobs as they try to match career 

opportunities to their individual abilities and aspirations. 

By the sarne token. employers tend to invest less in older employees because they can 

recapture less of their investment during the employee's shorter remaining work life (Vaugham 

& Benyman. 1989). More detailed job and training histories fiom the National Longitudinal 



Survey Youth Cohon (the United States) confirm very low training rates for young workers 

during the 1 980s (Lynch, 1 99 1 ). Camevaie and Goldstein ( 1983) also concluded that 

participants in corporate education were most likely to be 35 to 44 years old. with participation 

declining as the employees aged. Confirmation for this is found in the Current Population 

Survey (CPS) age-training profile, which exhibits an inverted-U. peaking for 35- to 44-years 

olds (Bowers & Swaim. 1994). Thus, it appears that employers tend to sponsor middlr-aged 

workers for forma1 Company training. rather than younger employees. despite the longer 

potential payoff periods for human capital investments in the latter (Bowers & Swaim. 1904). 

The CPS data also indicates that training increased more rapidly between 1983 and 199 1 for 

workers aged 35 and over than for younger workers. This difference ma) retlect. in addition to 

the investment rationale. the necessity of increasing provision of mid-career retraining in 

response to either changinç skill requirements for given jobs. for example. cornputer 

applications. or more frequent job changes and reassignments due in part to corporate 

restnicturing or the diffusion of production strategies emphasizing a flexible deployment of 

broadly-trained workers (Bowers & Swaim. 1994). 

Taken together. evidence providcd by the research literature lends support to the 

inverted-U shape age-training profile hypothesis (Camrvale & Goldstein. 1983: Lynch. 199 1 : 

Bowers & Swaim. 1994). That is. when it cornes to decisions on employer-sponsored adult 

education and training. it is the younger but experienced (i.e.. middlr-aged) employees who 

are usually in a more favorable position than older workers. Age. however. is not a Factor that 

can be considered by itself but often has to be treated in conjunction with other factors such as 

performance. experience and perceived needs for upgrading or re-skilling. 

Gender 

From both human capital and "screening" perspectives. gender is one of the visible 

employee attributes on which employers base training investment decisions as thry attempt to 

reduce the "risks" when hiring employers. Since womrn are ofien perceived to work fewer 

hours than men and are more likely to leave the labor force for considerable periods of time. 

this suggests to employers that training investrnents in women are less likely to be recaptured 

through fùture productivity. Thus. this might result in lower employer-supported training 



levels for female employees, particularly in jobs involving highly job-specific training (Altonji 

& Spletzer. 199 1). On the other hand, men are perceived to have more continuous working 

careers. Both of these anributes make it more likely that male workers will choose to invest in 

job training, opting for highly skilled jobs. By the same token. employers are also more likely 

to invest their resources in training male as opposed to female workers. since employers 

generally believe that men will be more apt to have unintermpted and long-term careers with 

their firrns. 

In general. empirical evidence appears to suppon both the human capital and 

**screening" perspectives. But, in some adult educational programs. women are now in a 

majority position - at least with respect to their numbers (Darkenwald & Merriam. 1982: Cross. 

1984; Bronneman-Helmers. 1988) and some studies conclude that gender differences in overall 

participation are actually quite small. In some countries. such as Ireland and Sweden. 

participation rates are slightly in favor of women (Tan. 1988: OECD. 1997). However. with 

regard to employer-sponsored education and training the general conclusion is that. in almost 

al1 countries. women benefit less than men fiom employer support for their Funher rducation 

and training (Duncan & Hoffman. 1979: Boston. 1990; Lynch. 199 1 : Lillard & Tan. 1992: 

OECD. 1997: Rees. 1997). 

The majority of employer-sponsored training still goes to men (Rees. 1997). and 

women must insiead rely on alternate sources such as training programs without employer 

sponsorship. funded mainly through self-financing (Tan. 1988: OECD. 1997). According to 

Tan (1 988) and Vaugharn and Berryman (1 989). evrn well-educated female employees are less 

likely to receive training from employers than comparably-educated male employees. For 

example. female college graduates in the U.S. are only 137 percent more likely than high 

school graduates to receive additional training on the job. while male college gnduates are 1-18 

percent more likely to have received such training. 

Some studies. have. however. reached differing conclusions. For example. Kallrberg 

(1992) revealed that in Nonvay. men and women were equally likely to have had forma1 

training courses, and to feel that they needed more training. On the other hand Altonji and 

Spletzer ( 1991 ) reported a somewhat higher incidence of training for women than for men for 



employer-provided training on the work premises and for informal on-the-job training, and that 

the gender differences in off-premises training and after-work tuition assistance are negligible. 

Both studies suggest that gender difference may exist in terms of training duration received. 

The coefficients in the equations for duration in Altonji and Spletzer's (1  99 1 ) investigation 

indicate that women receive a lesser mount  of training than men and the somewhat higher 

Fraction of women who report training is outweighed by a smaller duration of training among 

those who receive employer training. Kalleberg ( 1992) further suggested that any gendrr 

difference in training (as measured by training times) appeared to be restrictrd to the sorting of 

men and women into differentially skilled jobs. The evidence seems to suggest that the 

removal of certain extemal barriers and the creation of new learning opponunities ma. have 

benefited women more than any of the other underrepresented groups in continuing education 

(Cross. 1984). Yet. when it cornes to prograrns that reflect a major reonentation towards 

"vocationalisrn" and a strengthening of professional adult education-a sector in which women 

traditionally are underrepresented (Houtkoop & Kamp. 1992). women are still likely to br at a 

disadvantage when compared with men. Even where the incidence of training does not reîlect 

eender difference. the disadvantage of women could still be of a more qualitative nature. 
C 

In shon. research findings support the conclusion that gender has become much less of 

a factor in overall participation in adult education and training. In some cases. women are even 

slightly over-represented, compared to men. Howevrr. in the specific context of education and 

training provided or supported by employers. evidence from the research literature is 

inconclusive. The gender gap is either non-existent or negligible in sorne reports whereas in 

other cases. the gap still exists. at least as reflected in terms of the qualitative nature of training 

received. if not in terms of numbers receiving training. 

Raciul or Ethnic Backwottnd 

Racial or ethnic background. like gender. is also a critical issue in socioloçical 

inquiries. In the context of adult education. nonwhite employees are less likely than white 

employees to be trained by employee (Vaugharn & Berryman. 1989). Employers tnined 38.8 

percent of white employees and only 27.2 percent of non-white employees during their first 13 

Kars in the labor force (Tan. 1988). Racial differences were most rnarked for those receiving 



more advanced training: 19 percent of whites received managerial training cornpared with only 

8 percent of non-whites. and 44 percent of whites received professional and technical training 

but only 24 percent of non-whites (Tan. 1988). Even when the analysis controls for a large 

number of observable worker and industry characteristics. older white male workers are still 

more likely to receive employer-sponsored training than older black workers. Although these 

differences in training probabilities are much smaller among younger black and white male 

workers. they still exist. Only among black and white career women do we find virtually no 

diMerence in the chances of getting employer-sponsored training (Tan. 1988). Thesr findings 

for training are compatible with other studies that have found that the earnings çap between 

black and white male workers-adjusted for educational differences-is closing ovrr tirne. and 

for women the gap has closed (Smith & Welch. 1986). 

Altonji and Spletzer's study (1991) presents a different picture. Results relating to the 

participation variable in their study indicate that the training incidence is .O54 highrr for blacks 

than for whites. controlling only for education. and that this differencr becomes substantial 

(.095) and statistically significant once aptitude and achievement and high school cumculum 

are controlled. Controlling for occupation funher increases racial di fference. Most of the 

advantage reported for blacks is in forma1 training on the work premises. Blacks are 

substantially less likely to receive off-premises employer-provided training. although this gap 

is reduced to .O5 with controls for education. aptitude and achievement. and curriculum. The 

quantitative counterpart to the duration variable shows a 63.5-hour advantage For blacks when 

education. aptitude and achievement. and curriculum are controlled for analysis. although this 

di fference is not statisticall y signi ficant. An advantage for blacks is on-t he-j ob training and 

after-hours education. 

In surnrnary. most of the estimates indicate that blacks have a higher incidence of 

training and receive more hours of training than whites. with this effect most apparent in 

formai on-the-job training and educational financial assistance. It should be noted that thrse 

results contradict the findings of many previous studies. The discrepancy has )-et to be 

accounted for. The fact that the data is restricted to high school graduates may have the effect 

of reducing race differences in training and other variables. There is some evidence to suggest 

that sample selection ci tena may help increase estimates of the quantity of training received 



by blacks relative to whites but do not affect the incidence equations (Altonji & Spletzer. 

1991). 

Formai Eclrrcational Backgorrnd. 

Pior  forma1 educational experience is another major factor researchers have employed 

to explain why some people participate in continuing rducation and training activities while 

others do not. Many studies conducted during the pet-iod from the mid- 1960s (e.g.. Johnstone 

& Rivera, 1965) till the mid-1990s (e.g., OECD. 1997) have consistently found substantial 

correlations between measures of initial education and adult education and training. 

Researchers have looked into a variety of indicaton pertinent to formal educational 

background, such as one's high school experience. secondary and post-secondary cumcula. 

length of education. and the level of educational attainment. 

Some researchers (for examplr. Altonji & Spletzer. 1991) are interestai in tinding out 

whether the quality of a high school influences the arnount of training that its graduates receive 

in the labor market. To the extent that levels of aptitude. general knowlcdpe and sprcitic 

knowledge are correlated among students from the same high school. one would rxpect 

training levels to be correlated. The evidence that training is related to post-second-, 

education and test scores suggrsts that high school characreristics that influence thrse variables 

will also influence training. I t  is also possible that high school experiences are related to 

future absenteeism. quit behaviour. work effort. and other aspects of worker behavior that 

affect individual employees' return to training. However. Altonji and Spletzer ( 199 1 ). afier 

examining school characteristics'. found that essentially none of the variance in the training 

measures is due to variables that are clustered around the high school. Neither do these 

variables have much explanatory power for the training duration variable afier adding to the 

equation their basic set of controls and controls for post-secondary education. Thus Altonji 

and Spletzer (1991) concluded that no evidence was found to support the view that the 

' Variables about school characteristics examincd in Altonji and Spletzer ( 199 l )'s study include: ir-hether the 
school is privately or publicly owned. teacher turnover rate. daily anendance rate. proximih of the hi= ah  school to 
the nearest college, prrcentage of teachers with an advanced degree. a quadratic of the student: teacher ratio. a 
quadratic of the percentage of black students. the male and fernale dropout rates. average mother's education. 
average 1972 farnily income. average hi& school curriculum. average 1979 academic and vocational education. 
and average test scores. 



characteristics of the high school have an important influence on employer-provided training. 

In addition, they also concluded that there is linle evidence to show that the type of high school 

courses' taken have much influence on employer-provided training once post-secondary 

education and ability are held constant. 

By contrast. not only have youth or initial educational anainment been consistently 

found to be related to post-initial education and training in the training literature but it also has 

been proven as the most powehl  predictor of readiness for participation. By controlling for 

initial educational anainment. the independent effects of age and measures of social position 

have in some studies bern reduced to non-significance (Cookson. 1986). The relationship 

between initial and continuing education explains to sorne extent the lower participation of 

people from low status homes compared with people from a middle class background 

(Houtkoop & Kamp. 1992). 

As with surveys of most types of continuing education provisions. studies on employer- 

sponsored education and training almost invariably reveal a strong positive relationship 

between initial formal educational attainment and access to employer training. particularly 

noticeable is a tendency for non-participation by adults at the lower end of the educational 

scale (Vaugham. 1 989: Dougherty. 1 992; Kalleberg. 1992: Leeuwen & Dronkers. 1 997: 

Psacharopoulos & Velez. 1992: Berryman. 1995: OECD & HRDC. 1997). 

Evidence that educational attainment is a strong predictor of receiving employrr- 

provided education and training is explained both by the investment rationale suggested in the 

human capital theory and the "credential-screening" approac h. According to human capi ta1 

: A priori in the study was to enpect a positive relationship benveen training and math. foreign language. and 
science. on the theory that the primary effect of academic high school courses is to increase learning skills. 
However. the coefficients on social studies and English are typically small and are negative in a number of cases. 
They tend to become more positive when controls for education and aptitude are added. suggesting that negative 
selection bias is playing a role in the estimates. interestingly. commercial courses have a positive coefficient in 
most cases. which mns counter to the view that business and clerical skills learned in high school substitute for 
employer training. The coet'ficients on industrial arts are typically small and insignificant. Ovenll. linle evidence 
was found to suppon that changes in the mix and quantity of high school courses will have much effect on the 
extent of employer-provided training. It is possible. of course. that changes in the qualie of courses would make a 
difference (Altonji & Spletzer 199 1). 



theory. employers accentuate differences in educational anainment and achievement among 

employees. They prefer to train more educated workers, and studies show that rmployers 

invest heavily in training their best-educated and trained. and therefore considered most 

trainable, because the higher one's level of general education. the more effective training will 

be. Thus, the probability of being trained increases significantly with the level of formal 

schooling, particularly at the higher levels (Psacharopoulos & Velez. 1992 ). 

For example. Tan (1988) reported that in the United States. only 45 percent of those 

who failed to complete high school received training from their employers compared with 71 

percent of high school completers and 79 percent of college graduates. These differences are 

even more striking for those receiving professional and technical training. Only sewn percent 

of employees who did not graduate from high school received this type of training. compared 

with 17 percent of high school graduares. 44 percent of those with some post-secondary 

education. and 56 percent of employees who were college graduates. In addition. college- 

educated workers also reported largrr increases in formal Company training than did less- 

educated workers. Workers already having the most skills most frequently received additional 

training. This pattern strengthened during the 1980s. 

Leeuwen and Dronkers ( 1992) also reported that male workers in their study who had 

only received a first-level schooling tended to have the poorest social-economic opportunities 

and thus rarely participated in continuing education. For them. informai on-the-job training 

was the most common source of qualifjing skills. On the other hand. they found that thcsc 

men wouid attain a higher increase in their level of educational attainment than well-educated 

men once they were provided with opportunities for continuing education. Hence. Leeuwen 

and Dronkers advocated intervention in continuing education for these people. 

Although the majority of previous studies have found that the more educatrd receive 

~reater  arnounts of training. some studies have found that the relationship becomes negative for 
C 

those who have graduate degrees. As well. the analysis suggests that the high schoolladvanced 

degree differential in training is smaller than the high schooVcollege differential. This fmding 

is consistent with evidence from recent studies. One explanation for this result is that the 

education received in advanced degree programs is a closer substitue for employer-provided 



training. Alternatively, it could also be that the types of jobs in which advanced degrees are 

best utilized are less likely to be entry-level positions with a large training component. No 

solid evidence has thus far been accrued for these interpretations but findings from Altonji and 

Spletzer (1991)'s study seems noteworthy. They found that the effect of having an advanced 

degree on the probability of training was reduced substantially by the addition of controls for 

aptitude and achievement and occupation. 

The evidence is equivocal, however. on the extent to which this pattern reflects 

complementarity between formal education and employer training or the presencr of factors 

(such as aptitude and job characteristics) that influence investment in both education and 

training. In short. these results caution against the presumption that an increase in education 

would raise the arnount of training in a given type of job (Altonji & Spletzer. 199 1 ). 

There is also evidence from studies that support "credential-screeninf" theorp. 

Resrarch suggests that highly rducated persons more ofirn enter an organization in higher 

level positions that require more training. In addition. people a h o  have already invrsted in 

their human capital-and employers who have selected such individuals-are more likely to 

find it in their best interest to make funher human capital investments (Kalleberg. 1992). 

Kalleberg (1992) also found that although more rducated persons had jobs that required 

longer penods of training. once the ski11 levels ofjobs was taken into accouiit. there was no 

difference among people with differing levels of education in the probability of having had a 

formal course. or of feeling that they needed additional training. The fact that educated 

workers have higher stocks of both specific knowledge and general skills and knowlrdge 

means that they have a comparative advantage in jobs that require larger arnount of specific 

knowledge and provide many opportunities for training. Consequently. as Altonji and Spletzer 

( 199 1 ) point out. a positive link should exist between pior educational attainment and training 

at the workplace. but this link will be less strong with controls for occupation and ski11 levels. 

In bief. empirical evidence consistently confirms a strong positive linkage be t~een  

formai educational attainrnent and the probability of participation in adult and continuing 

education. The only exception might be at the level of advanced post-second. degrees. 

Hoviever. according to hurnan capital theory and the "credential-screening" hypotheses. 



acquired educational anainment mainly serves as a "circumstantial" proof of one's ability or 

capability to hiIfil1 job requirements. Once sorted into different positions at the workplace. 

employees are f i e r  assessed for individual training needs by required ski11 levels or 

perceived ski11 demands of their positions. Hence. empirically, once skill levels or literacy 

demands at work or occupational classes are controlled for. the link between formal 

educational attainment and decisions on further education and training is expected to brcome 

less obvious. 

4.1.2 Job Characteristics 

Work is a key factor in explaining adult education participation. and this is especially 

tme for studies investigating relationships between the world of work and funhrr education 

and training related to the workplace. Studies conducted to ascertain these relationships have 

revealed a cluster of factors that might be influential. Prominent among these are two groups 

of factors that denote job characteristics and organizational structures. 

A central theme of research into the influence of job characteristics. is concemed with 

whether employers' training decisions are based on the type of job an employee holds. abow 

and beyond the effects of ascriptive characteristics. such as age. gender and race. and the 

acquired level of educational attainment. Factors regarded as job characteristics include 

occupationai sratzrs. iwrk roies, skiIl Ievels. and litercrcy dernands ut i i w k  (Bernstein. 1980: 

Camevale & Goldstcin. 1983; Tuijnrnan. 1989: Tuijnman & Fagerlind. 198% Wong & 

Siegerist. 1989: Altonji & Y pletzer. 199 1 : Hontkoop & Kamp. 1992: Hodson & Hooks. 1994: 

Rubenson. 1996: OECD & HRDC. 1997). 

Levd of skills 

As discussed in Chapter 2. human capital theory hypothesizes that the rationale of 

investment would dictate that employers base their training decisions on the employees u-hose 

skills are most essential to the improvement of productivity of the enterprise. Important 

indicators of ski11 requirements on the job employed in research studies are occupational status. 

skill or literacy demands on the job. income and work experience. 



Research related to employer support for education and training indicates a clear and 

substantial relationship between occupational level and employer-supponed education and 

training (Bernstein, 1980; Carnevale & Goldstein. 1983; Nash & Hawthorne. 1 987: Tuijnman. 

L 989; Tuijnrnan & Fagerlind, 1989; Altonj i & Spletzer. 199 1 ; Hontkoop & Kamp. 1992: 

Hodson & Hooks, 1994: Rubenson. 1996; OECD & HRDC. 1997). Reviewing the literature 

on employer-sponsored training in United States' businesses, Nash and Hawthorne ( 1987) 

concluded that participation rates are particularly high for white-collar employees with 

technical and managerial employees accounting for 50.4 percent of trainees. even though they 

account for only 27.8 percent of al1 employees. Moreover. top-ievel esecutives are far more 

likely than other ernployees to attend college and university courses. This conclusion is 

consistent with the findings of other studies on the same topic (e.g.. Bernstein. 1988: 

Carnevale & Goldstein. 1990: Hodson & Hooks. 1994). In general. these studies suggest that 

workers who are already highly skilled receive large shares of training investments. while most 

medium- and low-skilled workers are not beinç trained at the same level. 

This situation is not limited to the United States. Evidence from a recrnt large scak 

comparative international study on literacy skills in OECD countries (OECD & HRDC. 1997) 

shows that in al1 OECD countries sumeyed. professionals. technicians and in sonie cases 

managers benefit the most. whereas. those in elernentq occupations receive the least amount 

of employer-sponsored education and training. For example. in the United Kingdom. 62 

percent of professionals receive support from their employers for further education and 

training. compared with only 18 percent of those in elementary occupations. Even after 

controlling for differences in industrial sectors. size of firm and engagement in literacy 

activities at work. professionals are twice as likely to receive support towards education and 

training from their employers than those in elementary occupations (OECD & HRDC. 1997). 

Researchers also find that job characteristics play a role in and beyond the positive 

relationship between education and formai employer training. Altonji and Spletzer ( 199 1 ) 

found that. by adding occupation dummies to equations that included the aptitude and 

achievement controls and high school curriculum controls. the coefficients on the education 

dumrnies were lowered by about 2545% in the case of participation rate variable. 

Furthemore. they found that controlling for job characteristics. as proxied by occupation. 



lowered the effect of college education in most of the quantity of training equations. This 

finding suggests that at the workplace, employees with higher levels of education are ofien 

sorted into positions for which training is considered more important or worth the effort. 

Tuijnman (1 989) provides a convincing explanation of why and how occupational or job level 

tends to exert more impact on participation in further education and training. Using data from 

the Malmo cohon of Swedish men. he estimated the effect ofjob status on participation at 

successive moments in time and discovered that the effect of job level on participation 

increased with advancing age. whereas the effect of initial education decreasrd. Thus. 

Tuijnman and Fagerlind (1989) inferred that the direct effect of youth education on continuing 

rducation becomes mediated and reinforced by the occupational positions hrld. 

If occupational class or level ofjob is just a proxy indicator of skills required at work. 

then measurements of literacy demands on the job may revral more directly the nature of the 

job and associated training needs. For examplr. Wong and Siegerist (1  989) questioned 

workers about their (intended) participation in training and found that although there was a 

general preparedness among the workers to take up training. the actual decision \vas governed 

by a weighing of the demands of the workplace. an estimation of one's own capabilitirs. and 

the expected benefits. Moreover. they found that these factors had a different weight for 

people with di fferent personal characteristics (age. gender. SES. educational level). 

Rubenson ( 1997) used data from the International Adult Literacy Survey (IALS) and 

exarnined the extent to which individtials felt that their work tasks cncouraged thein to use thrir 

literacy skills and then compared the responses of those who did and did not receive employer 

support for education. The conclusion he reached indicates there is a strong relationship 

between employer support for training and the level of literacy required on the job (OECD & 

HRDC. 1997). The more demands are made on the use of literacy skills. the more likely it is 

that employers will invest in workers' Further education. Even after controllinç for occupation. 

firm size and industry. the study found that Switzerland (German). United Kingdom and 

United States workers who employed their literacy skills extensively at work were more than 6 

times as likely to participate in employer-supported training than workers who used their skills 

minimally (OECD & HRDC, 1997. Figure 4.9). 

Leu-qth of work experience 



For employers, Length of'work experience is another important signal of a worker's ski11 

level. and their level of cornmitment to an employer. Research on participation in work-related 

training differentiates work experience into two categories: 1 ) length of experience with the samr 

employer. and 2) length of labour market experience in general. Mincer ( 1  989) discovered that 

training of al1 sorts increases with experience on the current job - although at a decreasing rate - 

as workers demonstrate their aptitude and cornmitment to a career or to an employer. The rrason 

that length of time with the current employer is a factor for consideration is that employers are 

unlikely to be interested in training workers if they cannot recapture their investrnent (Mincer. 

1988). 

Kalleberg (1992) also concludes that ernployees with more work experience. both within 

the organization and generally. will receive more job training. Kallrberç explains that this is 

because workers employed by a firm often discover that promotions corne more quickly and 

wage increases are larger when they can demonstrate to employers that they are more productive 

in their jobs. Such demonstrations are possible either by actually acquiring work skills or by 

being certi fied as having acquired such skills. Thus. the prospect of receiving organizational 

rewards for improved work productivity. whether real gains or in the f o m  of credentials. 

motivate employees to seek out training opponunities for reasons of personal advancement. The 

longer a worker has been with a fim. or in the labour force generally. the more opportunities he 

or she is likely to have had for formal job training and the more compelling the reasons for 

participating (Kalleberg, 1 992). 

Taken together. research findings suggest skills or literacy engagement at the 

workplace. whether measured directly or indirectly (using occupational status. length of work 

experience). has a more direct and stronger relationship on decisions of employer support for 

employees' further education and training. Further. occupational class or level of job. 

measurements of literacy use on the job - the more differentiating indicators of the 

characteristics of job- are the more powerful predictors of participation in employer-sponsored 

adult education and training than the attained level of formal education. 



4.1.3 Work Environment Factors 

Factors that denote oganizational structure of the work environment include labour 

market segment of employment (Nash & Hawthorne, 1987: Psacharopoulos & Velez. 1992: 

OECD & HRDC. 1997). the size of the organization, main areas of production. use of 

technology in the production process, degree of market cornpetition in the industrial or 

mercantile pursuits involved. and the estent to which workers are organized (Duncan & 

Stafford. 1980: Mincer. 1983: Freeman & Medoff. 1983: Kalleberg. 1992: Lillard & Tan. 

1992: Kalleberg. et a l .  1996). 

CVorkers ' Orgonizltion 

At the workplace. unions are the main organizations represrnting crnpioyees in the 

relations with management and providing workers with a source of power and control in the 

rmployment relationship. The percentage of labor force members who beiong to a union in 

sorne countries. for example. Nonvay and Sweden. is relatively high. 1 t hûs remained between 

5 5  and 60 percent in Norway in the last 25 years (Kalleberg. 1992). In Sweden. union 

membership covers between 76 and 79 percent in the private sector and between 83 to 95 

percent in the public sector from 1975 to 1995 (From ULF Surveys). 

The relationship between union membership and employer-sponsored rducation and 

training. however. seems to v a q  due to contradictory implications about unions' representation 

of ernployee interests (Kalleberg. et al.. 1996). A union monopoly over labour supplp and the 

struggle for higher workers' compensation and job security are usually cornplicated by 

organizational interests: employers tend to seek replacement for unionized employees with 

machines and cheaper labour. To prevent their members from losing employment. unions have 

a stake in increasing union workers' competency. Unions in industrial countries. therefore. 

often conduct programs thar provide training for their members' in particular cratis. The? also 

bargain with management to establish job training programs that enhance their members' skills 

and market capacity (Kalleberg. 1 992). 

Converseiy. because the risk of a worker quitting is lower in unionized workplaces. 

which. in tum. lowers a firm's hiring and initial training costs. unionization can incrrase an 

employer's 'incentives' for investment in skills specific to an enterprise to raise productivity 



(Freeman & Medoff, 1984). Consequently, the empirical evidence provides mired results. 

Sorne research. for exarnple. studies on Norwegian workers (Kalleberg. 1992). American 

organizations (Kalleberg, et al.. 1996), and the Canadian employed population (Rubenson. 

1997), conclude that, compared to non-union members. those belonging to a union were more 

likely to have had a forma1 training course. 1 n addition, their jobs required longer training 

times. and they more often needed additional training (Kalleberg, 1992). 

Other studies. however. suggest a negative relationship between unionization and 

training. Duncan and Stafford (1  980) found that blue-collar union members received 

substantially less on-the-job training compared to non-unionized ernployees. Frorn lower wagr 

returns to age and experience arnong union members. Mincer ( 1983) concludrd that the total 

training is less in union firms, as confirmed by employee self-reports. Lillard and Tan ( 1992) 

found that union membership reduced the probability of company training for older men. but 

had no effect among women or younger men. 

It should. however. be noted that. as was pointed out in Chapter 3. in the contrxt of 

Sweden. that The Swedish Trade Union Federation (LO). as well as The Swedish Central 

Organization of Salaried Employees. have traditionally been very powerful representatives of 

workers and employees with regard to industrial relations. Not only have they brrn strong 

advocates for workers and employees' rights in general. but thry have also been a driving force 

for many of the refonns since 1960s that aimed at redistribution of rducational opportunitirs 

and education for democracy in political. cultural as well as working life (Rubcnson. 2000). 

In the research literature on participation. sector of employment. in addition to firm 

size. and nature of job. is consistently regarded as one of the major factors associated with the 

likelihood of a worker receiving sorne support for education and training from the employer 

(OECD. 1997). At a deeper Ievel. what is embedded in the concept of 'sector of economy' are 

the notions of ownership. the use of technology. intemal labour market. labour force 

qualification and competence. management structure. and market orientation of the service. 

All these factors have been identified in the literature as contributing circumstances that exert 

influence on the extent to which employers are willing to invest in human resources 



development (Nash & Hawthorne, 1987; Psacharopulos & Velez. 1992; Noble & Smith. 1996: 

OECD & HRDC, 1997). 

Psacharopulos and Velez (1992) found that workers in the public sector adds more than 

7 percentage points to the probability of being trained. Bartel and Lichtenberg ( 1996) related 

participation to the sectors of employers and explained that this relationship \vas largely due to 

the demands for better-educated employees by those sectors where employment is growing 

rapidly. Examples of this c m  be found in financial services. public administration. and 

professional services. This pattern reflects. in part, the effects of increased international trade 

and new technologies. and also the overall shifi of employment from goods production to 

services, which rneans an increase in the level of rducation and employer training. Escept for 

retail and non-professional services. the service srctors are growing and require more of thesr 

foms of human capital (Bartel & Lichtenberg. 1996). Another cause olien put fonvard by 

researchers is restructuring of the industry. For example. by 1985. participation among upper- 

level employees had increased particularly in financial institutions. Partly. these marked 

increases c m  be attributed to the amount of deregulation that was going on within the banking 

industry. thus requiring employees to be more knowledgeable about new policies and practices 

(Nash & Hawthorne. 1987). 

Firm size is another contextual factor at the organizational level that has been 

consistently attributed to the likelihood of a worker receiving some support for education and 

training from the employer. This is often reflected in higher rates of participation in the large 

organizations than in small and medium-size firms (Bishop. 1985: Mincer. 1989: Teulings & 

Budil-Nadvomikova. 1989: Houtkoop & Karnp. 1992). In an OECD report ( 1997). researchers 

indicated that, those working in U.K. and French-speaking Switzerland firrns with more than 

500 ernployees are 6 times as likely as to receive support than those who work in tïrms with 

fewer than 20 employees. 

Expianations as to why firm size matters are varied. Because employees in small firms 

must leam a wider variety of skills. and because small firms usually report hiring slightly Irss- 

educated employees than large firms. one would assume that small firms tvould appear to have 

a greater need for training. On the contrary. most studies report that small firms spend less on 



training than large firms (Nash & Hawthorne, 1987). In the training literature. the most 

commonly identified factors attributed to higher training rates in large-size organization appear 

to be a high degree of formalization of training. "slack" resources to spend on training. an 

ability to do training most economically, and a separate personnel department in charge of 

training. These are usually lacking in small and medium-size firms (Kalleberg. 1992). 

Other researchers argue that large employers tend to provide more training to their staff 

because of the needs, rather than simply because of the resources thry can afford or if they can 

do training at an economical scale. Dougheny (1992) points out that large employers tend both 

to have a greater need for trained workers and are in a better position to provide training. 

These needs include organizational complrxity that requires a tiered administrative structure 

with executivr. managerial and supervisory skills: oprrations at a higher level of technological 

sophistication in both product and process that cal1 for development of advanced production 

and marketing skills. As well. large firms are more likely to be directly involved in marketing 

and research. and development. al1 of which put demands on hurnan resource development 

(Dougherty. 1992). 

As discussed in Chapter 2. according to institutionalist theory. larger organizations are 

also more likrly to have a specialized personnel office. which is likely to generate demands 

from professional personnel managers for the organization to behave in ways in which they 

have been socialized to think are appropriate. such as by creating job training programs 

(Kalleberg, 1992). 

Another important trend that may affect the extent of training offered to rmployres is 

related to organizations that have in recent years experimented with participatory management 

techniques in efforts to increase productivity. In these settings. employees are not told. but 

rather are asked to contribute ideas that would improve organizational rffectiveness. In these 

companies. the traditional roles of workers and managers have changed. leading in rnany cases 

to changes in the organizational structure itself. Participation bnngs with it an expectation of 

changed rolrs. Some will change fiom giving orders to asking advice and others from beinç 

told what to do to sharing ideas on how to proceed. Historically. workers have not 

participated in Company decision-making processes and as a result. are not equippcd for this by 



experience. Thus, as Hodson and Hooks (1994) point out, the extent and content of training is 

heavily influenced by an organization's established strategy for recruiting and managing its 

labor force. For exarnple, skill-oriented training usually occurs in an enterprise moving toward 

a post-Fordist production regimen whereas tearn-onented training often takes place in a fim 

that aims at establishing a Japanese-style production system. 

Analyses of the reasons for divergence in the extent f ims  are willing to invest in their 

employees further education and training ofien give rise to policy issues as well. In the U.K. for 

example. the free rider problem (poaching) is otien cited as partly responsiblr for divergence. It  

is said that enterprises are discouraged from providing transferable continuing education and 

training (CET) by the risk of loss of their investment when other f i rms rrcniit iheir trainees 

(Dougherty. 1993). In the case of initial training. for exarnple. in apprenticeships. this is not 

necessarily a problem. since firms may be able to shift the cost of transferable training to trainees 

by getting them to accept wages lower than the value of their output. In the case of in-service 

training. however. it is generally not practicable to get trainees to Finance their own training by 

taking a wage cut for the duration of training. The firm typically has to bear the cost of the 

training and hope to recoup its investment in the post-training period by getting the worker to 

accept a lower-than-market wage for some time afterwards. and it is during this period that the 

iiivestment is at risk. Nevertheless. empincally it is difficult to prove the "poaching" theory. 

Ernployers' perceptions of the risk may be exaggerated (Dougherty. 1992). Training may 

actually reduce turnover. either because it irnproves staff morale and their anachment to their 

employer. or because CET is typically provided in shon bursts and employees map be willing to 

stay on afier training and accept below-market wages in order to not forego an opportunit). to 

receive further training at a later date. Ernployers may also overestimate the ability of trainees to 

market themselves elsewhere. The appropriate policy measure would be documentation of the 

fact that a high-training strategy is not necessarily undermined by turnover (Doughert';. 1992). 

In brief. investigations that look into the relationships between participation in adult 

education and training and the world of work suggest that a cluster of factors could be involved. 

Apart from demographic variables such as age. gender. variables such as parental social status. 

that influence youdi educational attainment also correlate with indicators of participation in adult 

education. M a y  studies îïnd substantial relationships between youth educational attainment and 



adult education and training. However, most meaningfùl antecedents of participation in work- 

related education and training perhaps are those pertinent to jobs and workplace settings. 

Prominent among these are occupational status, skills or literacy demands at work. work 

experience, union organization, and sector of economy. 

1.2 Socio-econornic Outcomes from Participation in Employer-Sponsored Education and 
Training 

Since the 1980s there has been an enormous increase in interest in investigating the 

possible effects of adult education and training prograrns on individual lsvrl outcomes (e.g.. 

Nordhaug. 1987: Tuijnrnan. 1989; Gooderham. 199 1 ; OECD. 1997). The general strategy 

undertaken by empirical research is to use employment, productivity. wages and occupational 

mobility as indicators of socio-economic outcomes from participation. after controlling for 

social. economic. and initial educational factors that can both influence participation in adult 

education and Vary the outcomes. For example. in order to determine if adult education and 

training has any effect on wages or wage growth. statistical adjustments must be made for the 

variables in the individual records that are of special importance for income analysis. These 

include age. gender. gross wage. penods of work and penods during work life in which work 

was interrupted (e.g.. illness, unemployment) (Schrnahl. 1983). Thus. longitudinal studies are 

needed in order to identify net and long-term effects of adult education and training. A 

general consensus among researchers appears to be that receiving organized adult education 

and training is associated with employment stability. upward occupational mobility. increascd 

productivity and gains in wages (Bloom. 1984: Lillard & Tan. 1986; Tuijnnian. 198% Wholey. 

1990: Couch. 1993; Leeuwen & Dronkers. 1992; Schillor. 1994: Zweimuller. 1996). 

Because this study is pnmai ly  concemed with the estimation of individual leveis of 

outcomes from emp!oyer-sponsored education and training. and given the structure of the panel 

component of the Swedish Living Conditions Survey data. the review of the literature is 

limited to the long-terni impact of participation on individuals' subsequent participation 

activities. eamings and occupational mobility of workers who participated in work-related 

adult education and training. 



4.2.1 Economic Outcomes: Annual Earnings 

In accordance with hurnan capital theory, education is ernphasized not as consumption 

but as productive investment both from an individual and a national point of view. As a retum. 

education is supposed to provide a pay-off. first and foremost in the form of higher wages. 

Those who invest in tliemselves will therefore in general be better off than those who do not. 

Moreover. they will also do better economically over their lifetime as the increase in income 

resulting from education is usually expected to compensate for the costs of education and 

foregone opportunity costs (Chon & Geske. 1990). The growing body of empirical resrarch 

indicates that the positive relationship between educational qualifications and earnings appears to 

be unquestionable. The literature on emings  hnctions has also demonstrated in a wids variet!. 

of contexts that. not only are earnings positively related to education in ci cornpetitive labour 

market, but the differential associated with uddiiiontrl edztcation tends to increase tcith work 

experience (Dougherty. 1997). Thus, a large number of studies have been conducted by 

researchers on the economic effects of work-related education and training to determine whether 

persons with increased levels ofjob training will have higher earnings than persons with lrss 

training. even after controlling for education. expenence. and other determinanis of eamings. 

The rationale for studying the importance of work-related training results largely h m  its 

presurned consequences for both organizations and individuals. Organizations with a highly 

trained workforce are assumed to perform better. lndividuals with more training are ofien 

thought to be more productive and. on this basis. to receive higher eamings. Human capital 

theory views training as representing an investment in human resources: higher eamings are 

inducements for individuals to make these investrnents (Mincer. 1989; Levine. 1990). 

Sociologists have offered another reason for why work-related training should increase earnings: 

Training results in skills that constitute a potential source of dependency of the employer on the 

employee. As such. training and skills increase the worker's power and potential market 

capacity. This view suggests that the higher earnings associated with training result from grenter 

power. not increased productivity (Kalleberg et al.. 1981). Since human capital and poiver 

theories make similar predictions. it is dificult to empincally detemine which best accounts for 

the reason that work-related training is positively related to earnings. 



Kalleberg ( 1992) employed a Norwegian data set to examine the major antecedrnts of 

continuing education and the effects on individual eamings. Both men and women with more 

job training were found to have received higher earnings, even afier controiling for the effects of 

other important determinants of earnings, such as education and experience. Length of training 

time was found to be one of the strongest predictors of earnings for men as well as women. In 

addition. having taken a formal training course increased earnings for men. Whether or not a 

person felt that he/she needed more training was unrelated to emings. once the other mrasures 

of training were controlled. These results are consistent with both human capi ta1 tlieory . whic h 

emphasizes the productivity-enhancing nature of training. and with sociological tlieorirs that 

stress training's role in increasing individuals" power and market capacity. 

In a study on small-scale enterprises in Brazil. however. Leite and Caillods ( 1987) found 

that training advantage is contaminated by the fact that it is the more educated people who 

received training-trained persons had on average nearl y three extra years of forma1 schooling 

than workers who received no training. A related factor that is also important to note is that. the 

largest difference in eamings is observed at the highest levels of education. Thus. the authors 

concluded that training has the greatest affect on earnings when the trained worker has a high 

level of formal education. To test the positive correlation between educntion and training. the 

authors introduced a multiplicative interaction term. years of schooling times training. in the 

regression (classic Mincerian formulation). The result showed that the coefficient of this term 

was positive and significant reconfirming statistically that formal education and training are 

complementary factors in deterrnining earnings. 

Some researchers contend that only training that is related to the job and specific to the 

employer will have economic retums. Psacharopoulos and Velez ( 1992) studied workers who 

had both pnor training experience and training in the present fim. The results indicated that it 

was only training taken in the present firm that was rewarded in the labour market whilr the prior 

training became non-significant. This means that employers are willing to finance the training of 

their employees because of what they expect to recover from them later on in terms of increased 

productivity. Their conclusion. of the relevance of job training. is supportrd by Lillard and 

Tan's study (1  986). Cornparhg the effects of employer-sponsored training with training in post- 

seconday institutions. Lillard and Tan (1 986) concluded that the former appears to raise eamings 



more than the latter. They argued that this is because employers c m  invest more effectively in 

their workforce since they know better than post-secondary institutions which types of skills are 

needed on the job. In contrast. the more general training offered in the classroom cannot be as 

"job-specific." In addition. employers also know which employees are best suited for training - 

they have, in most instances. monitored their performances for several years (Lillard & Tan. 

1986). 

Because most measurements of the increase in eamings take place close to the 

completion of the training. sometimes, within a few months of completiun. and consequently. 

may not reflect the actual effects of work-related training on income. As Stoikov (1975) and 

Zidrrman (1978) point out, the effects of training rnay subsequently decay. or be augmented by 

work experience. Further. the objectives of some prograrns are to make the individual trainable 

and thus able to compete for a job which itself will involve further training. In such jobs. 

eamings oflen understate productivity because the employer passes on the cost of the training to 

the employee through low initial wages. Hence a simple mrasure of the change in earnings ma? 

understate the effectiveness of the program (Dougherty. 1992). On the othrr hand. researchers 

do find some evidence for long-term economic impact of work-related trainin-. Altonji and 

Spletzer (1  991) analyzed the relationship between the training measures and the los rra1 wage 

and the change in log wages between 1979 and 1986. This wage growth analysis showed a 

strong positive relationship between the training measures and the wage level. The! also showed 

a significant positive relationship between wage growth and the 1986 training measures. The 

effect of training on wage growth is small and positive in the case of the 1979 training and the 

1979 training duration when evaluated at the sample mean. Overall. the results suggest a 

positive relationship between training and both the wage level and wage growth. 

Lillard and Tan's srudy ( 1989) also found that trainees' wages rise most rapidly during 

the training period (4-5 percent) but the impact of training on wages endures for over ten years. 

They also concluded that training tended to increase wages most for Young workers. For those 

with less than 12 years of work experience. trained workers enjoyed wages that at an). point in 

time during the ten years were on average 9.5 percent higher than the wages of untrained 

workers. For those with more than 12 years of work experience. trained workers reccived wages 

that on average were 3.5 percent higher than the wages of untrained workers. 



Within the Swedish context, early investigations of the outcomes of labour market 

training programs in Sweden have found substantial individual income gains from training 

(Dahlberg, 1972). However, smaller positive effects have been found for most categories of 

workers in the 1980s (Standing, 1988). Due to declining marginal returns. the influence on 

trainees' wage growth is negative for sorne particular groups of workrrs in the Swedish labour 

force (Bjorklund & Moffitt. 1987). 

In a more recent study by Tuijnrnan ( 1992). a longitudinal data set was examined. The 

results documented the importance of continuing education for the life careers of a grorip of 

Swedish men. The author concluded that continuing education does not influence personal 

earnings directly but indirectly. Whereas the effect of initial education as a determinant of 

emings  increases up to age JO and then decreases. the influences of continuing education 

increases from 30 to 56 years of age. Thus. post-initial education and training serve to 

complement and continuously advance the process whereby personali ty charactrrist ics and 

marketable assets acquired by means of initial education influence carerr outcomes (Tuijnman. 

1992). This conclusion is also supponed by Leeuwen and Dronkers ( 1992). whosr study \vas 

situated in the Netherlands. confirmed Tuijnman's finding that continuing education rxens a 

positive indirect effect on income mediated via job level. uhereas the direct effect tends to be 

negative. 

The small effects of worked-related training in Sweden as reported in these studies can 

probably be explained by the compressed wage structure in the country. According to 

information from OECD ( 1  997). educational attainment has a large effect on income in ail 

counties studied. The effect is weakest in Sweden. which has a compressed wage structure. The 

Netherlands and Sweden are two countries where experience or seniority exens the most 

important influence on income. and where the rewards to both education and literacy skills are 

modest in cornparison with the effect of labour market experience. An explanation may be that 

literacy skills are higher on average and more unifomly distributed in the population. so that 

differences in ski11 are srnaller and more difficult to detect. evaluate and reward. 

Taking al1 the evidence together. it may be reasonable to conclude that participation 

experiences of work-related adult education and training in general. and employer-sponsored 

training in particular. are positively related to wage increases and wage growth. Employer- 



sponsored education and training in particular and other job-specific training receive larger 

economic rewards from the labour market. There is evidence that these economic effects have an 

impact of long duration and are of most benefit to those with a higher level of forma1 education. 

However. due to the compressed wage structure in some countrirs. effects of work-reiated 

training may be small and difficult to ascertain. This is particularly notcworthy for this study. as 

it is an inquiry into Swedish workers' participation in employer-sponsored ciducation and 

training . 

4.2.2 Occupational Mobilitv 

In the training literature. occupational mobility can refer to two different concepts. One 

refers to leaving the present firm or organization - "horizontal mobility". either as a result of 

finding a new job or being laid off. A general consensus from the literature is that a positive 

relationship exists between employer-sponsored training and job mobility. if staying with the 

same company is considered desirable. Overall. the results of the studies show that. workers who 

receive training are less likely to leave the Company thar trained them: workers who move lrss 

are more likely to recrive training from their employers: and workers who exhibited prior 

mobility rxhibit less mobility once they receive training. In addition. trained workers also 

change jobs within their company less often than untrained workers (Mincer. 1989: Bowers & 

Swaim. 1994). The direct reasons for training to have effects on such things as mobility is 

perhaps due to the fact that employers use many different types of implicit and explicit contracts 

to recapture their investments. They usually pay higher wages to trained workers to retain them. 

they may require employees who quit to repay part of the costs of training: the- may require 

ernployees to pay part of the training costs directly: ruid they may offer bonuses to trainers who 

stay on. The lower mobility rates for employer-trained workers show that these rneasures 

succeed (Mincer. 1989). 

Continuing education and training also seems to decrease the possibility of esperiencing 

unemployment and its duration. Researchers find trained workers are less likely to be laid off 

and experience shorter unemployment if they are (Mincer. 1989: Leeuwen & Dronkers. 1992). 



For example, in Mincrr's study (1 989). controlling for differences in education. people with 

company training experienced an average of 7.7 weeks of unemployrnent in 1980. while those 

with no company training experienced 9.0 weeks. People with no occupational training - on-thè- 

job or in school - experienced an average of 10.2 weeks. The reduced likelihood of 

unemployment for those with cornpany training is noticeable for a period of II years afier 

training is completed. 

The focus of this study. however. is on the other type of occupational mobility - which is 

"vertical mobility". The empirical question of intrrest is whether participation in crnployer- 

sponsored education and training leads to upward movement on the occupational ladder. In the 

combined human capital and status attainment tradition. employees acquire knowledgr. skills 

and attitudes of potential relevance to upward occupational mobility not on1 y by means of early 

forma1 education, but also through work experience and participation in prograrns of adult 

education and training. The concept of hurnan capital. which essentially trrats education and 

training as an investment leading to both rnonetary and non-monetary outcomrs (Tuijnman. 

1989). such as upward occupational mobility and subsequent participation. job satisfaction. work 

and leisure roles. 

Whereas studies on the economic retums to individuals from work-related training 

investrnents are plentihil, empirical research on occupational rnobility as a result of education 

and training investments are rare. However. there is clear evidence that higher levels of formal 

education. as well as participation in adult education and work-relatrd training are associated 

with the quality of working life and occupational mobility (Felmlee. 1988: Kalleberg & Lincoln. 

1988: Tuijnman. 1989: Gooderham. 199 1 ). 

In her study on the effects of retums to formal schooling from the labour market. on the 

waees - and occupational status of women. Felmlee ( 1988) confirmed earlier research that found 

that women's participation in adult education yielded modest increases in w a p s  but substantial 

increases in the status associated with subsequently attained occupations. Goodrrham ( 199 1 ). 

exarnined the degree to which age and gender influence outcomes of succrsstùl completion bu 

adults of Higher Secondary Education (HSE) in relation to the Nonvegian labour market. and 

found that the effect of post-HSE education on socioeconomic status (6 levels of occupûtional 

status) is the most important efTect within both the male and female populations studied. The 



conclusion represents a confirmation of the value of HSE programs provided for Nonvegian 

adults. In Sweden. Fagerlind (1975) and Tuijnrnan (1989). both employing data derived from 

the Malmo Study. estimated the effects of youth education on the occupational status and 

earnings of a male cohort in Sweden. They found that effects of early fomal education varied 

with the stage of life career being considered. The findings indicate that the direct effect on 

occupational status decreased form 30 to 52 years of age. while the effects of adult education 

increased modestly form age 30 to 42 and substantially from age 43 to 52. At the samr tims. 

consistent with othrr studies on wages. the inclusion of measures of adult education in the mode1 

did not greatly change the extrnt to which variation in earnings could br esplained (Tuijnman. 

1989). 

Since longitudinal data are a requirement for studying occupational rnobility. tèw studies 

have been reported in the adult education and training literature in general. As mentioned 

earlier. most studies. particularly those employing cross-sectional data sets. use occupational 

status as a predictor in investigating the relationship between skills requirements at work and 

probability of participation in work-related education and training. The fact that the adult 

education and training system in many industrial societies serves the needs of well-educated and 

higher level workers most efficiently (OECD. 1997) may be hrther evidence that adult education 

and training mediates the influence of initial education on rnonetary and non-monetay outcornes. 

4.2.3 Subseauent Participation 

Adult education theory generally suggests that the likelihood of participation in further 

education and training is not oniy positively correlated with achieved level of forma1 education 

but also enhanced by early e~periences of adult education (Rubenson. 1987. Tuijnman. 1989). 

This is generally supponed by empirical evidence from longitudinal studies (cg.. Bergstein. 

1980: Mincer. 1988: Altonji & Spletzer. 199 1 : Tuij nman. 199 1. Rubenson. 1996) that shows 

that one of the characteristics of further education and training is its recurrent nature or 'srrial 

correlation of training rneasures' as it is referred to in the training literature. That is. 

participants of adult education and training are usually more inclined than non-participants to 

take on subsequent education and training programs and thus. their current involvement in 

adult education and training c m  at least be partly explained by their previous experirnces of 



similar activities. Since participation in adult education has consequences of both an 

individual and collective character (Nordhaug, 1987). an important question about adult 

education and training is thus whether and to what degree individuals differ systematically in 

the extent to which they engage in firther education and training over their careers (Altonji & 

Spletzer. 1 99 1 ). 

Mincer ( 1  988) used data from the Panel Study of lncome Dynarnics to show that 

training activity is correlated over time for the same individual. Vaugham and Brnyman 

(1989) also concluded ihat employees trained in one job are more likrly to he trained in 

subsequrnt jobs. Altonji and Spletzer (1989) reported a strong serial correlation between 

training measures using the data from the National Longitudinal Survey of the High School 

Class of 1973 (NLSHS72). In the Swedish context. both Bergstrin ( 1980) and Tuijnman 

( 1 99 1 ) found an independent influence of previous participation. and there fore they stressed the 

importance of "first recruitment" as a policy intervention. 

Explanations for this phenornenon are varied. The fact that emplopees who are trained 

in one job are also more likely than other new employees to be trained in subsequent jobs 

probably indicates workers with more highly skilled jobs are more inclined to feel the need for 

more training (Vaugham & Berryman. 1989). An alternative. more speculative intrrpretation. 

is that the more one is exposed to training. the more one feels the need to be even better trained 

(Kallebeg. 1 992). Tuijnman ( 1 989) also suggested that participation in adult recurrent 

education can be considered an intermediate outcome of a compl r~  interaction occurring 

among factors such as initial educational attainrnent. cognitive ability in adulthood and job 

satisfaction. Adult recurrent education is thus. in accordance with resource conversion theoc. 

espected to advance continuously the processes whereby various personality characteristics 

and marketable assets acquired through years of formal schooling influence life career 

outcornes. In sum. the findings reviewed so far indicate that the system of adult education. 

particularly work-related adult education and training has served to reinforce the gaps in 

educational attainment. The widening of opponunities for participation in programs of adult 

education does not necessarily constitute an effective approach to addressing issues related to 

equality. 



1.3 Summary 

This chapter presentrd a brief review of the findings of previous studies related to the 

influence of important explanatory variables on participation in. and outcomes of. employer- 

sponsored adult education and training. The objective was to derive important implications 

from these studies for the development of research design and analysis procedures by which 

the antecedent factors of employer-sponsored education and training. and their outcomes. could 

be studied using data collected in the Swedish Living Conditions Surveys (ULF). Includrd in 

this chapter were the results of previous studies that are directly or indirectly related to 

employer-supported education and training. and published or available in the English language. 

The review was subdivided into three sections to investigate: 1 ) detenninants for 

participation in employer-sponsored education and training; 2 )  socio-economic outcomcs of 

employer-sponsored education and training: and 3) a bnef summary of the chapter. 

In the following chapter. Chapter 5 .  the implications of the findings presentrd in this 

chapter are used to guide establishment of procedures for data analyses. 



Chapter 5 

RESEARCH DESIGN AND PROCEDURES 

This study is based on a secondary analysis of cross-sectional survey data and the 

panel element From The Swedish Living Conditions Survey (ULF). Given the nature of 

the research questions and the conceptual framework proposed in Chapters 1 and 2. 

multiple analytic strategies are employed to analyze both the cross-sectional and panel 

data. This chapter provides a description of the data source. characteristics of the Survey 

and its panel component. a rationale for the analytical methods choseii for the study. and 

procedures used to prepare the data for analysis. The chapter concludes with a 

description of key manifest variables employed in analyses guided by the frarnework 

discussed in Chapter 2. 

5.1 The Swedish Living Conditions Survey (ULF) 

5.1.1 Description of Cross-sectional Data and the Panel Element 

The Swedish Living Conditions Survey has been conducted annually since 1975 

by the Swedish Statistics Bureau (SCB) as an assignment from the Swedish Parliament. 

The purpose of the Survey is to provide information about the welfare conditions in the 

Swedish society. which is of great and wide-spread interest. and in dernand by politicians 

and other decision makers. researchers, joumalists. and not least the general public. The 

Survey reflects the welfare of the Swedish population. with a focus on five major themes: 

social relations. working life. health. physical environment. and education. Specitically. 

living conditions are described in the following subject-matter areas or welfare 

components: ( 1 )  Health: (2) financial situation: (3) employment and working hours: (4) 

working environment: ( 5 )  education: (6) transport and communication: (7) leisure time: 

(8) housing: (9) political resources: ( I O )  social relationships: and ( 1  1) security and safety. 

Together. these components provide a good picture of how people live in Sweden. Each 

component is compiled from a large quantity of indicators (information). Altogether 



there are about 700 welfare indicatoe in ULF. In particular. the survey provides large 

nationally representative adult and worker sarnples and contains measurements of adult 

education and training provided by different sponsors. Thus. it is possible to relate post- 

secondary education and training programs a d o r  courses sponsored by employers with 

demographic figures. work and labor market conditions. 

The surveys are conducted in the form of structured. household intenriews 

(approximately one hour) with a randorn sample from the population. usually in the age 

group 16 to 84 yean of age. The interviews are done by the interviewers from Stûtistics 

Bureau of Sweden (SCB). The ULF interviews are supplemented by data from various 

records, which further increase usefulness of the material. These data comprise various 

types of income, pension. taxation. housing allowance. social assistance. scholarships and 

study support. Between 12,000 and 13.000 people are interviewed over a period of 2 

years. And altogether nearly 150.000 people have been interviewed since the intrniews 

started in 1975. 

The quality of the questionnaire is monitored by the use of measurement studies 

conducted in comection with ULF on a repetitive basis. Siatistics Bureau of Sutden has 

been able to measure the quality of the surveys by conducting repeated interviews. Those 

rnethodological studies have been documented in the report serirs on Swedish living 

conditions (SCB. 3000). 

Since 1986. a panel has been formed within ULF. and the first follow-up included 

about half of the respondents who participated in an earlier investigation (Le.. 014.736 

who were interviewed in the 1986 survey. 2.1 I O  of t h m  were the respondents who 

participated in the 1979 investigation). The 1987 national survey also included 

approsimately the same number of respondents (Le.. 2.086) who participated in the 1979 

survey. This panel approach makes it possible to study the "flow". that is. how different 

eroups are recruited into social and political activities. and are changed over a period of 
C 

time. The statistical precision is higher using the panel approach compared with 

independent selection (SCB. 2000). As a result, the first follow-up of the panel element 

\vas able to trace 4.196 respondents out of 9,380 people who were intenriewed in the 

1979 ULF Survey and who represented the targeî popidation - Swedish adults aged 16- 



74 in that year. Eight years later (Le., in the years of 1994 and 1995), another follow-up 

was able to trace 3,3 19 respondents from the original panel. achieving a remarkably high 

rate of retention of 79%. The panel data presented here consists of three measurements. 

the first measurement is drawn from the baseiine 1979 survey data. while the second and 

third measurernents are from the first follow-up in the years of 1986/87 and the second 

follow-up in 199495 (See the upper panel in Table 5.1 ). 

Table 5.1 Overview of the panel data elernent of the ULF Survey from 1979 to 1995. indicating 
numbers of respondents based on different population definitions 

- - - - - - - 

Age in Inferential Survey Panel(1") PaneI(7"") 
1979 population respondents respondents respondents 

1979 1986,7 1 994'5 
Population A: Baseline year 1979 16 - 74 5.972J 19 9.380 

t g  Followed up ( 1986/87) 16 - 74 5,972.3 19 9.380 5,196 
2* Followed up ( 199495) i6 - 69 5,578,990 8,859 3.3 1 9 

Population B: Baseline year 1979 16 - 70 5.340.9 17 8.663 
1" Followed up (1 986i87) 16 - 62 4.722.467 7.795 3,529 
2"' Followed up ( 1994,95) 16 - 55 3,938,148 6.653 2,569 

Population C: Baseline year 1979 16 - 65 3.467.8 12 5.732 
1 " Followed up ( 1986/87) 16 - 58 3,193.807 5.325 2,517 
Zd Followed up ( 1994195) 16 - 50 2.666.78 1 4.548 1,825 

1.  Population .A: 311 adults 16 and oldcr (the full sarnpls). 

2. Population B cscludes: ( I )  youth aged 16-19 tvho w r t .  in lin! vpt. of full-tirne prognm. ( 2 )  'outh rigrd 31-24 \\ho 
wrc  in ri full-timt: higher cducation program. and ( 3 )  ridults older thlin 70 Fem. 

3. Population C: the emplo"ed catcgon inçludes membcn of Population B who Iccrc agcd 16-65 and ttorkcd as 
employees at an time. cither full- or pan-timc durin% 1979. 

As an illustration, the upper panel of the Table 5.1 could read: ( 1 ) a total number 

of 9.380 people were interviewed and provided valid information in the 1979 national 

ULF survey: (2) weighted by population weight variable. they represented about six 

million of Swedish adults who were aged from 16 to 74 years old: (3) of these 9.380 

respondents. 4.196 were able to be contacted and interviewed again in the years of 1986 

and 1987. If this panel element is representative of the national sample (i.e.. n=9.380). 

then the panel data should provide as good information as would have been collected if 

the whole national sarnple had been followed; and (4) of 4.196 respondents who were 

included in the first follow-up of the panel element. 3.3 19 were interviewed again in the 

1994 and 1995 surveys respectively. If the effects of data attrition are proven not severe. 



the information provided by this group of respondents is supposed to shed light on the 

changes in the past two decades of the living conditions of Swedish adults who were aged 

16 to 69 years old in 1979. 

j. 1.2 Selection Criteria for the Adult Emplo~ee Sarnples 

The main objectives of this study are to probe ( 1 )  the determinants of participation 

in employer-sponsored educational activities; and (2) the social and economic effects of 

this form of rducational and training activity on Swedish working adults within the 

theoretical framework of adult education and training. Three different populations are 

distinguished. but only adult employee sarnples are used for data analyses in this study. 

As shown in Table 5.1 : Population A includes al1 Swedish adults 16 years and older. 

Population B. the adult education population (for example. Rubenson & Willms. 1993: 

Rubenson. 1996). is conventionally defined as Population A. but excluding youth in full- 

time education (respondents aged 16- 19 who were in any type of full-time program and 

respondents aged 20-24 who were in a Ml-time program in post-secondan education) 

and those aged over 70 years. Population C includes only respondents who were 

employed (both full- and part-time) and who were in the occuputional critegories eligiblt: 

for education and training provided by employers. 

To form Population C. u working oddt employee sample. the following screrning 

processes are applied: First. only respondents who were in the "employee" categorics 

during 1979. when the baseline sample was taken. are included. The "rmployee" 

category comprises the following five occupational groups: ( 1 )  unskilled and semiskilled 

manual workers: (2) skilled manual worken: (3) junior non-manual employees: (4) 

intermediate non-manual employees; and ( 5 )  employed professionals. upper-level 

executives and higher civil servants. People who were self-employed or employers 

themselves. such as farmers. entrepreneurs and self-employed professionals. are as a 

result. excluded. Second. the sarnple is further screened to include only those who 

indicated they were currently economically active and worked either full-time or part- 

time during the survey penod. Third. the size of the sample is fùrther reduced as a result 

of excluding cases that miss data on important variables. such as occupational status. The 



second colurnn of Table 5.1 illustrates how an employee sample is derived from the 

original 1979 cross-sectional data. 

5.2 Characteristics of the Panel Data 

5 2 . 1  Age Natural Maturation Effect 

In representative sarnpling, the probability of any person in a population being 

selected as part of a sarnple should be equal. However, considering the longitudinal 

aspect of the panel element. açe is by nature one of the major criteria for selection. 

Specifically. one of the original purposes in sening up this ULF panel data is to monitor 

the living conditions of adult population of Sweden aged from 16 to 84. Hence. the 

design of the panel data collection is that of a rnoving frarne population. At each of the 

follow-up stages only those whose curent age falls within the age range of 16 to 84 can 

possibly be included in the panel. In other words. only those who were 7 or 8 years 

younger than the ceiling age (in this case. 84) could be traced in the ncst swerp of data 

collection since the interval between sweeps of ULF panel data is about 7 to 8 ycars. (see 

the reference for Population A in Table 5.1 ). By the same token. to draw an employee 

sub-sample from the original panel element. where the ceiling age is designated at 65 

years old. on1 y those who were aged between 1 6 and 58 in 1 979 could be contactcd in 

1986 or 1987 when the first follow-up interview was conducted. As well. only those 

aged from 16 to 50 in the baseline year would be included in the second sweep of panel 

data. collected in the 1994 or 1995. 

By way of illustration. the fifth column of Population C in Table 5.1 is dcrived as 

follows: Of 3.3 19 cases rrmaining in the panel data at the second follow-up interview 

( 1  99415). a total number of 1.825 cases conform to the definition of adult employee 

population (Population C). This means only the cohort aged 16 to 50 years old as of the 

baseline year 1979 would be able to traced. Put differently. due to the natural age 

maturation effect. by 1994 or 1995. only 1.825 respondents in the ULF panel could br 

followed up as adult employee population. The effect as a result of natural age 

maturation process therefore needs to be taken into consideration when samples are 



compared to gauge the degree of representation and when results of analyses are intended 

for generalization. 

5.2.2 Test of Sample Re~resentativeness 

Validity and reliability of research data are fundamental to research methodology 

and inferential statistical analysis. In statistics a more general distinction is made 

between obstacles to representation and other threats to accuracy in measurement. 

Sources for misrepresentation include possible biasing intluences of differential selection 

of members of groups. systematic losses due to mortality and non-response. discrepancirs 

in coverage from frarne to target population. and changes of the target population over 

time due to mobility and problems of identification. Threats to validity and reliability 

arise from many factors. such as maturation b i s ,  instrument bias. treatment changes over 

time, inaccurate measurements. quantification bias and response style bias. Lt must be 

noted. however. that the data used for this study were collected by Statistics Swedrn. 

which is intemationally renowned for its accuracy in collecting. coding. storing and 

processing survey data. The quality of the panel data employed for this study is also 

evident in the high reliability and consistency of the values on some of the important 

variables measured repeatedly in foilow-up (See Table 5.2). Hrnce. the examination and 

control of threats to accuracy and reliability of measurement should not be major 

analytical issues. 

Table 5.2 Reliability tests of the repeatedly measured variables in the panel data element of  
the ULF Survey 

--  

Variables (n=3.3 19) Mea n S. D. Alpha 
Father's SES in 1979 2.94 1.90 0.99 
Father's SES in 1986i7 2.98 1.89 

Level of Education in 1979 
Lrvei of Education in I986;7 

Level of Edimrion in 1994'5 

Occupation stanis in 1979 2.65 2.43 0.77 

Occupation status in 1986/7 2.90 2.54 

Occupation mtus in 199.115 2.64 2.65 



The corollary of the above argument is that an important threat to the validity of 

the present research lies in problems of representation. The sources of misrepresentation 

for the current study could be: 1 )  a selection bias when the panel data was drawn from the 

national survey sample. and 2) sarnple attrition in the panel follow-ups. Longitudinal 

studies suffer sample attrition, or loss of cases, over the duration of the research project. 

The ULF panel data is no exception despite relatively high rates of sampling and 

retention. (See Table 5.3). 

Table 5.3 Retention rate of the panel data element of the ULF Survey 

Survey 1" follow- rate of  panel Znd follow- rate o f  
UP sampiing u P retention 

National population sarnple (16-74) 9,380 4,196 44.7S'o 3.3 19 79.1 Oro 

Failure to trace study participants and obtain their responses could present serious 

problems for anal ysis involving longitudinal data. since it involves a ris k that respondents 

who are lost differ from those who remain in the study (Tuijnman. 1989). Thsrefore. it is 

necessary to assess the extent and impact of sample attrition as it affects research 

eeneralization. Accordingly. the representativeness of the panel sarnples of the adult 
C 

education population (Population B in Table 5.1) were rxarnined and determined. on the 

one hand. by cornparison with the national adult education population sampie represented 

by the survey respondents (orframe popdation. n=8.663) in the 1 979 ULF Survey . On 

the other hand. the characteristics of non-respondents. either nor selected or lost due to 

reasons other than age maturation effect. were compared with those of respondents to 

evaluate the effects of biasing factors such as selection b i s .  case losses and non- 

coverage. 

However. in view of the earlier-mentioned design of the ULF panel data 

collection as well as the specific definition of adult education population for this study. it 

only makes sense to compare the actual cases lefi in the sweeps of the panel data with the 

survey respondents who were within the age range that could possibly be followed up. 

For example. as the upper age limit of the respondents traced up in the ULF panel 

(Population B) was 70 in both follow-ups. therefore. in determining the sarnple 



representation of the first sweep of the ULF panel, it is reasonable to determine if the 

panel represents the sample of Swedish adult population aged in 1979 from 16-63 years. 

With the second sweep of the ULF panel, however. it is only reasonable to que. the 

extent of representativeness of the panel data for the segment of the Swedish population 

aged h m  16-55 in 1979. represented by the survey respondents of the sarne age range 

(See Table 5.1 ). 

Specifically. the objectives in testing for sarnple representativeness were twofold: 

1 ) to find out if and to what extent the panel data selected (n=3.770. Sample B, ). 

the first follow-up panel data (n=3.119. designated as Sarnpie B, ) and the second follow- 

up panel data (n=2.569 dubbed as Sample Cl ) are representative of the master frame 

populations: the national samples from the 1979 ULF Sunrey. SpeciBcally. this means 

Sarnple B, was compared with Sample A,. n=8.663. aged fiom 16-70: Sample B2 

compared with Sarnple A:. n=7.795. aged from 16-63: and finally. Sample C, with 

Sample A?. n=6.653. aged from 16-55; 

2) to evaluate the effect of data attrition. that is. to determine if. or to what estent. 

respondents who were selected or lost diRer from those who remaineci in the study on the 

panel data. the respondents who were not selected (n=4.893. aged from 16-70: n=4.366. 

aged from 16-63) were compared with those selected for the panel and the first foilow-up 

(Sarnple A,. n=3.770: Sample A?. n=3.429). Similarly. the respondents who were lost 

due to reasons other than age maturation effect (n=359) were compared with the survivors 

at the second follow-up (Sample CI . n=2.569). 

The following procedures and statistical indices were emploped to test the sarnple 

representativeness and to evaluate biasing factors: First. certain variables of significance 

such as age. level of education completed. incidence of training. annual incorne were 

selected to mn two-samplr t-tests between the cornparison data samples. Second. rffect 

sizes (Cohen S d. Cohen. 1992) for variable rneans were cakulated as indices of selection 

bias. Third. more detaiied hvo-sarnple t-tests and effect sizes on the selected variables 

were calculated for each age group derived based on the interval (approximaiely 8 years) 

of which the respondents were followed up. 



A two-sample t-test was used to compare the means of two samples in order to 

test the hypothesis, whether the two samples were possibly drawn fiom the same larger 

population. or whether. in fact, the sample means were significantly different in a 

statistical sense. For instance, the mean ages of the two sarnples were cornpared to test 

the null hypothesis that both groups came from a single population with a single age 

mean. To evaluate the representativeness of the panel data for this study. it is therefore 

necessary to establish the extent of likelihood that any differences obsened in the means 

of the cornparison groups are attributable to sampling errors. A small. or ideally a non- 

significant difference would support the null hypothesis, which was desirable in this case. 

The effect sizes (Cohen's d ) were adopted for two reasons: One. that since the 

sizes of sarnples involved are fairly large. any trivial differences could turn out to be 

statistically significant. and two. that due to the partial overlap between the samplc 

distributions being compared. for instance. in the comparison between the first follow-up 

(Sample B) and the master fiame (Sarnplc A). the underlying assumption of infinitc 

sampling for independent sample t-tests was actually violated to some extent. The 

appmach employed involved calculating standardized indices of the size of the difference 

between two comparison groups, defined as the degree of difference between the mean 

scores of the two groups on a selected control variable. Indices of effects sizes were 

estimated using the following equation (Cohen. 1992): 

(Equacion 5.1) 

Where m ,  and m, denote the means of the two comparison groups and s refcrs to 

the pooled between-group standard deviation. which was calculated using the following 

equation: 

(Equation 5.2) 

The following guidelines are used in the interpretaiion of effect sizes (Cohen. 

1992): a value of 2 0  denotes a mal1 effect: .50 refers to a medium effect. and .80 signals 

a large effect. The effect size indices c a q  three different meanings in this study. The 

index d refers to the degree of divergence in representation from panel data to the original 



master frame in the cases when Sarnple B and Sample C are compared with Sample A. If 

the mean scores of Sample B are compared with those respondents who were not selected 

for inclusion in the panel data, then the index d denotes the size of selection bias arising 

fiom the method by which the ULF panel data was drawn. In the case where survivors 

of the panel are compared with respondents who were not able to be traced in the second 

follow-up. the index d represents the selection effect arising from a particular type of case 

loss, for instance, non-observation. or mortality. in the panel follow-ups. 

5.2.3 Divergence in Representation and Effects of Selection Bias 

Table 5.3 contains the rneans and standard deviations of four control variables 

adopted in the examination of sarnple representativeness. 

Table 5.4 kleans and standard deviations of the control variables for different sarnples 
-- -- -- 

U L F  Survey Data Panel Data 

hlcan S.D. Itlean S.D. btsan S.D. blcm S.D. J,lcan S.D. 

NF 42.04 14.50 42.58 14.30 41.36 14.73 
Level o f  education 9.67 3.42 9.61 3.43 9.74 3.40 

Received training' O 35 0.48 0.33 0.47 0.38 0.48 

Annual income 44396.94 36395.67 4391 7.1 J 37337.2 1 4501 8 J l 35 133 79 

A ~ e d  16 -63 (n=7795) (n=4366) (n=3429) 
Age 39.27 12.49 39 61 17.14 38.81 12.91 
Level of education 9.93 3.37 9 88 3.38 9.98 3 36 

Received trainingt 0.37 0.48 0.35 0.48 0.39 0.49 

Annual income 4838 1.74 35406.54 48253.55 36464.53 48544.60 330 19 6 1 

Aped 16 - 55 (n=6653 ) (n=3725) ( n=2928 ) (n=2569 1 (n-359) 
Age 35.81 10.02 36.21 9.64 32.79 10.47 33 O 1  10.33 37 30 1 I 20 
Level o f  education 10.31 3.31 10.15 3.37 10.40 3.30 I0.44 3.18 1o.03 3 4 0  

Received training' 0.39 0.49 0.38 0.48 0.42 0.49 0.43 0.49 0.34 0.47 

Annual income 501 1 1.14 34346.10 49884. 12 35633.09 50399.28 32643.40 50269.94 3239.05 5 1324.5 1 34689.62 

I .  Receivcd any form of aduit education and training in 1979, dichotornous t aririblt.. 

Table 5.5 presents t-test scores and effect sizes for the degree of discrepancy in 

mean scores on age. level of education. participation in adult education and training. and 

annual income in 1979 of the respondents associated with the rnastrr frame populations 



and those with the panel selection and data attrition. Significant t-test scores and effect 

sizes with values exceeding the 0.20 threshoid significance level are boldfaced. 

Table 5.5 Comparative statistics (t-test scores and effect sizes) of rneans of control variables 
behveen different samples 

Test of Representation 
Mean S.D. Error 

Diflerencr Di tTerence t-test Score t. Signiticancr P o o l d  S.D. EtTcct Sire 

Aged 16 - 70 Fint Follow-up Panel (n=3770) vs. ULF Survey Sample (n=8663) 

Age -0.69 0.28 -1.43 0.015 IJ 57 -O 0 5  

Level of education 0.07 0.07 I .OY 0.174 3.4 1 0 07 
Received traininpl' 0.03 0.01 1.73 0.006 0.48 i) 05 - 
Annual income 62 1.48 703.93 0.88 0.377 303S2.89 O 02 
Aeed 16 - 63 First Follow-up Panel (n=3429) vs. ULF Survey Sarnple (n=7795) 

%e -0.45 0.16 -1.74 0.082 12.62 -0.04 

Level of education 0.06 0.07 0.82 0411 3 36 o 02 

Received training' 0.02 0.0 I 2.33 0.020 O JY  o 0 7  

Annual incorne 162.86 7 17.27 0.23 0.820 34988 70 0 004 

Aged 16 - 55 Second Follow-up Panel (n=2569) vs. ULF Survey Sample (n=6653) 
-0.79 0.23 -3.39 0.00 1 10.1 1 O 08 

Level o f  educntion 0.13 0.08 1.74 0.082 3 30 11 04 
Received training' 0.04 0.01 3. I O  0.002 0.49 (1.07 

Annual incorne 158.80 785.46 0.20 0.840 33801.53 i).007' 

A ~ e d  16-55 Second Follow-up Panel (n=2569) vs. First Follow-up Pane! (n=2928) 
Age -0.18 0.28 - 1  .O0 0.319 lO.40 0 03 
Level of education 0.05 0.09 0.56 0.573 3 79 ooi 
Received training' 0.0 1 0.01 0.84 0.403 O 49 o O2 
Annual income -129.34 878.94 -0. I 5 0.883 32507 47 11 il04 

Test of Biasing Factors 

Aged 16 - 70 First Follow-up Panel (n=3770) vs. Non-selected Case in ULF Survey (n=4893) 

Age -1.73 0.3 1 -3 89 <.O0 1 14.49 -O 08 
Level of education 0.13 0.07 1.74 0.082 3 41 0.04 

Received training' 0.05 0.01 4.38 <.O0 1 0.48 o.09 

Annual income 1101.27 789.13 I .JO O. 163 36394.74 0 . 0 3  

Aged 16 - 63 First Follow-up Panel (n=3429) vs. Non-selected Case in ULF Survey (n=4366) 
Age -0.80 0.28 -2.82 0.005 I 2.49 -O (16 

Level o f  education O .  10 0.08 1.32 O. 188 3.3: 0 . 0 3  
Received training' 0.04 0.0 1 3.76 <.O0 1 0.48 O 09 

Annual incorne 29 1 .O6 808.48 0.36 0.719 35409 .85 0.008 

Aaed 16 - 55 First Follow-up Panel (n=2928) vs. Non-selected Case in ULF Survey (n=3775) 
-0.97 0 . 3  -3.77 <.O0 1 I O  O 1  -0 09 

Level of cducation O. 15 0.08 1.81 0.069 3.5 l 0. O4 
Received training' 0.04 0.0 1 3.57 <.O0 1 0.49 II 09 
Annual income 515.16 848.90 0.6 1 O. 544 30970.9 1 O.il7 

Aped 16 - 55 Second Fotlow-up Panel (n=2569) vs. Case Iost from First Follow-up (n=359) 
Age -2.28 0.59 -3.88 <O0 1 10.44 -0.22 
Level of education 0.4 1 0.19 7.2 1 0.028 3.59 O. 12 
Received training' 0.09 0.03 3.18 0.00 1 0.49 0.18 
Annual incarne -1054.57 1939.55 -0.57 0.567 31637.04 -0.03 

1.  Rcceived an' form of  adult education and training in 1979. dichotomous variable. 



5.2.4 From Frarne to Panel 

As stated earlier, the pnmary objective was to assess the degree of divergence 

fiom the frame population to the panel in tenns of representation. The first step. 

illustrated in Table 5 5. was two cornparisons made of the first Follow-up panel data 

(n=3770. aged from 16 to 70) with the ULF Survey data (n=8663). and then with 

respondents who were not selected into the panel data (114893). focussing on the effects 

resulting from the sarnpling process when the panel was drawn. As expected. the 

respondents selected for the panel tended to be slightly younger rhan the averages of the 

survey sample, and the respondents not selected. The t-test scores for the differences in 

age means in both comparisons are significant ( t=-2.43. p<.O 15: t=-3.89. p<.00 1 ). yet the 

effect sizes are only -.O5 and -.O8 respectively. suggesting a much srnaller cffect 

compared with the threshold value of 20. The participation rate of adult education and 

training for panel respondents was also significantly higher than that of the ULF suncy 

sarnple and that of non-selected survey respondents by 3 or 4 percent but again with non- 

meaningful effect sizes (.O5 and .09). None of the differences in the rncans of the 

remaining variables compared. for instance. level of education. annual incomr of the yeai 

1979. are significant. It is therefore reasonable to conclude that the sampling procedure 

employed to generate the panel data did not result in a biased sarnple of the 1979 survey 

respondents at the time when the first follow-up (in 1986187) of the panel was conducted. 

Similar comparative results were obtained when the same procedures were repeated with 

the samples reduced to fit the definition of the adult education population. These can be 

observed in Table 5.5 where sarnples of aged 16-63 are compared. 

5 .M Respondents versus Non-respondents 

Of greater importance to this study. however. is the effect of data attrition at the 

point when the second follow-up was made to trace the panel respondents. and the 

accurnulated biasing effects as a result of a lapse of almost twenty years. on the degree of 

discrepancy in mean scores of the control variables between the resultant pmel data 

(n=2569. aged fiorn 16 to 55 in 1979) and the original rnaster frame of the same age 

range (n=6653). A concem was that. despite the sampling errors at the first followup. 



and particularly, the moving frame population design of the panel, effects of possible 

mortality and non-response at the second follow-up, was whether the panel still 

representative of the 1979 ULF Survey respondents of the same age group? This 

question was dealt with by looking first at the non-respondents of the second follow-up 

conducted in years of 1994195. It must be pointed out that the term "non-respondents" is 

used rather generally to refer to any panel respondents who could not be traced in the 

second follow-up for any reasons other than exceeding the age limit of the target 

population. and included, for instance, possible mortality. geographic mo bility and 

withdrawal from participation in the panel study. As shown in Table 5.5. a total of 359 

respondents who were followed up in years of 198617 were not interviewed when the 

second follow-up was conducted eight years later. 

Although no significant difference was detected via the control variable 

concerning annual income in year 1979. the differences are substantial betueen groups on 

age. level of education and the participation rate. The mean age of non-respondents is 

older than that of the respondents by about 2 years with a significant t-test score (t=-3.88. 

pc.00 1 ) and a meaningful effect size (O=-22).  which is the largest effect size among al1 

the comparisons. 

The respondents also tended to have a higher level of education than non- 

respondents and the mean difference proved to be significant with a t value of 2.2 1 

(pK.05) and a small but non-meaningfùl efTect size of .  12. The participation rate of adult 

education and training is also significantly higher for the respondents than the non- 

respondents with an effect size close to the meaningful threshold value (. 18). This 

probably resulted in a slight over-representation of younger and better educated people in 

the second follow-up panel data when compared to the first follow-up (See the 

comparisons between Second follow-up and First follow-up in Table 5.5). Overall 

impact of data attrition is also apparent when the respondents of the second follow-up are 

compared with those in the 1979 survey sample of the sarne age range (1 6-55). However. 

despite the significant differences in mean age and participation rate. the degree of 

divergence denoted by effect sizes tunied out to be much smaller than the threshold value 

of 20.  Therefore. it is  reasonable to conclude that. although suffering from some case 



losses at the second follow-up. the effect of data attrition is not serious and the panel data 

remains representative of its sampling frame, particularly for the inferential population 

aged 16-55. It is interesting to note that throughout al1 the comparisons. the variable on 

annual income was a good indicator of differences between groups. Neither has level of 

education been as strong an indicator as expected. This is probably attributable to an 

average high level of education enjoyed by the Swedish population in gcneral and such 

policy measures as a compressed wage systern (OECD. 1998). In addition. as indicated 

in Chapter 4, the literature on adult education and training generaliy points out that the 

middle-aged workers are mostly likely to be the beneficiaries of adult education. 

Consequently. either the over-representation of the younger aged group or the under- 

representation of the eldest group in the panel data does not substantially affect the 

overall participation rate in educational activities sponsored by employers. 

5.3 Designs and Methods for Analysis 

This section descnbes the strategies and methods employed in analyzing the 

cross-sectional data and panel element from the Swedish Living Conditions Sun.ey for 

the purpose of addressing the research questions posed in Chapter 1 .  In particular. it 

provides a rationale for using multivariate analytic tools. such as logistic regression. 

multiple linear regression and discriminant function analysis. to predict participation and 

non-participation in employer-sponsored education and training. and its impact on annual 

earnings and occupational mobility of Swedish workers. 

5.3.1 Descriotion of Nature. Extent and Trends of Emolover-Sponsored Education and 

Training in Sweden from 1975 to 1995 

To get an overview of overall patterns of employer-sponsored education and 

training activities in Sweden from the mid- 1970s to rnid- 1990s. participation rates. 

median lengths of courses. and course content are documented through simple tabulations 

for different kinds of adult educational activities undertaken by Swedish workers. The 

focus is on the development of employer-sponsored education and training dunng that 



period. compared with other types of adult education provisions in Sweden. In particular. 

statistics on learning activities organized by educational associations (study circles) 

during the same penod are presented as a contrast. Moreover. a distinction is made 

between employer-sponsored activities. which take place in the public sector and those in 

the private sector. The objectives of this preliminary data analysis are to reveal important 

facts about the magnitude and composition of employer-sponsored education and training 

received by Swedish employees since the mid-1970s. and thereby la. a foundation for a 

more in-depth analysis of the data. 

5 . 3 2  Predictinn Participation in Emplover-S~onsored Education and Training 

4 s  stated in Chapter 1. with respect to participation. the objectives of this stud). 

are. first. to identify and measure the antecedents influencing the probability of bcing 

recruited into education and training supponed by employers, and second. to compare the 

relative strength of the influences of these antecedent factors on participation in 

employer-sponsored education and training arnong the different age. gender and 

occupational groups. The basic question addressed was this: To what rxtent was the 

distribution of employer-sponsored education and training driven by individual. job. and 

work environment factors. as opposed to that which can be explained by the changing 

context of the national situation? To explore the factors that determine the probability of 

grtting employer-supported education and training. cross-sectional survey data are used 

to estimate logistic regression models. controlling for a comprehensive set of covariates 

such as personal attributes. labor market experience. job characteristics. and industrial 

sector. 

Logistic regression is the most widely used non-experimental data analysis 

technique that allows prediction of a discrete outcome such as group membenhip using a 

set of variables that can be of mixed nature (Mrnard. 1995: Tabachnick & Fidell. 1996). 

It is more flexible than some other multivxiate techniques. and has no assumptions about 

the distributions of the predictor variables. In logistic regression. the predictors do not 

have to be normally distributed. linearly related. or of equal variance within each group. 

In addition. its prediciors can be any mix of continuous. discrete and dichotomous 



variables. Therefore, logistic regression is an especially suitable multivariate analytical 

tool for the research questions posed, and the data sets employed for this study. 

Like many other national surveys, the data collected in the Swedish Living 

Conditions Survey contains a variety of continuous, discrete. and categorical 

measurements. Moreover, the outcome of interest is participation or non part ici pation in 

employer-sponsored education and training. a dichotomous criterion for which a better 

prediction can be made with a logistic regression model (Hosmer & Lemeshow. 1989). 

The use of logistic regression in this case also allows us to test whether 

participation and non-participation in employer-sponsored adult education and training 

c m  be reasonably predicted from persona1 characteristics. job and workplace factors and 

how much each of these explanatory variables contributes to our ability to predict the 

outcorne. Since analyses were carried out for the surveys that span the period from 1975 

to 1995. a comparison of unstandardized coefficients and or odds ratios of the sarne 

variable included in the logistic regression models fiom each data set can reveal whether 

the influence of this particular factor on participation in employer-sponsored education 

and training has changed over the period under investigation. 

Based on the analysis of the relevant research done in this field (see Chapter 4). a 

sequential modelling strategy is followed with the cross-sectional data: the first factor 

explores which individual attribute variables best predict who is mosr likely to recrive 

employer-sponsored training: and second. whether the effects of individual level 

predictors persist when job attributes and workplace characteristics are brought into the 

logistic regression equations. Finally. individual. job. and work environment factors are 

included into a single model for the deteminants of employer-sponsored education and 

training. 

Specifically. these models used a dichotomous variable. termed "participation in 

employer-sponsored training". as the dependent variable. The first exploratory model for 

this dependent variable focussed on the artributes individuals brought to the workplace 

including: respondents' age, age squared. gender and the highest level of education 

achieved. The second model focussed on job characteristics: acquired occupational 

status. wage level. total years of ernployment. job type (full- or part-time employment 



status). and supewisory role. Finally, a single mode1 incorporates al1 the variables 

mentioned above and the work environment variables including level of influence on 

decision making at the workplace, union membership. work for persona1 satisfaction. 

leaming opportunity at work and sector of economy. 

The equation for the relationship between the dependent variable and the 

predictors then becomes ((1 denotes the steps in the sequence): 

Logit ( Y @ t i p ~ o n )  = a +{ P,(Age) + P,(~ge')  + &(Gender) + p,(Level of  ducati ion)) + 

type) + &,(~u~ervisor)) +{ B,,(Level of influence) + Pl , (Union) + 

P,2(Personal satisfaction) + P,,(Learning opportunity) + P,,(Sector of 

economy)} + E (5.3. l ) 

Thus. with logistic regression models, the interpretation of effects of esplanatory 

variables on participation in employer-sponsored education and training can be done in 

both terms of coefficients for logit of participation and odds ratio. Take grndsr factor as 

an example. If male employees in the private sector is associated with an increase of A 5 3  

(i.e.. &(male)= .453) in logit of participation in 1979. a h r  controlling personal 

background and workplace variables. This corresponds to a probability of participation 

(in 1979) of el5' 1 (1+ e-"') = .611. With odds ratio. it means that. with othrr factors in 

the equation held constant. a male employee in the private sector would be approximately 

1.6 times as likely as a female worker in the private sector to get support from the 

employer for Further education and training in 1979 [.6 1 1 /( 1 -.6 1 1 ) = 1 371. 

As mentioned in Chapter 2. in order to capture the difference between the public 

and private sectors and trends during the period from 1975 to 1995. a total of eight 

separate sub-data sets were analyzed with the application of this equation (53.1 ). 

The results of the analyses are presented in Chapter 6. 



5.3.3 Effects of Em~lover-S~onsored Education and Training on Subseauent Educational 

Activities , Earnings and Occupational Stabilitv and Mobilitv 

Panel data were employed to estimate the long-term effects of previous 

participation experiences in employer-sponsored rducation training on subsequent 

participation in similar leaming activities. eamings, occupational stabilitp and mobility 

for Swedish workers. The objectives were to estimate the net impact of employer- 

sponsored education and training by controlling for the common set of explanatory 

variables specified in research srudies relating to human capital. status attainment and 

structural maintenance theories in adult education (Rubenson. 1982: Tuijnman. 1989: 

Gooderham. 199 1 ). The central purpose is to explore whethrr employer-sponsored 

rducation and training has a discemible positive influence on the l i k  career outcomrs for 

Swedish working adults after variations in formal educational attainmcnt. persona1 

attributes. and other contributing factors were held constant. 

Long-rems impact of employer-sponsored educarion and training on szrhsrqirrn~ 

parricipurion ofsimilur crczivities. As mentioned in Section 5.1. the panel data of the 

Swedish Living Conditions Survey were collected as a result of follow-up suweys with 

the same individuals every 7-8 years. The lack of exact information on participation in 

training between the intervals of data collections makes it difficult to accurately identify - 
respondents by their participation patterns. Yet. if it c m  be reasonably argued that a 

span of 7-8 yean is often the length of time it takes an individual to make transitions 

between his or her career life stages. rhcn their reponed incidents of training at the 

periods when the panel data were gathered cm be proxies of leaming activities 

associated with their career stages. Thus. with the availability of this information. the 

question of what influences Swedish workers' participation in employer-sponsored 

learning activities can be pursued further. Specifically. it becomes possible to test the 

hypothesis that respondents who reported experiences of employer-sponsored education 

and training in 1979 and or in 198617 rvould be more likely to undertake employer- 

sponsored education and training in the "current" (1994/5) period than those who 

reported none of this kind of experiences. 



A sequential logistic regression approach was again employed to address this 

question. The basic strategy was first to estimate the effects of earlier expenences of 

participation on participation status in 1994/5, the dependent variable. The next step in 

the sequence was to test whether the effects of radier experiences of training would 

persist when the comparable set of variables employed in the equation 5.3.1 were brought 

into the logistic regression equation. 

The equation for the relationship between "current" participation and participation 

in earlier career stages and other predictors then becomes ( { }  denotes the steps in the 

sequence): 

L%it ( Y P U D C ~ P N ~ O D ~ ~ )  = Q + ( P,(Participation 79) + j3JParticipation 8617)) + { P,(Agc) + 

P,(Female) + P,(Years of education) + P,(Length of emp toq-ment) + 

&( Occupation) + h(Union) + b(Job type) + P,,(Supervisor) + 

P,,(Level of influence) + PII(Personal satisfaction) + P,;(Learning 

opportunity)) + E (5.3.2) 

Based on the estimates fiom this equation. the coefficient for an individual %.ho 

participatcd in both periods (Le ... 1979 and 198617) cm be calculated. For esample. with 

everything else held constant. the logit of participation in 1 9 9 M  for such an individual 

becomes: 

( Y ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ )  = a + { o,(Participation 79) + &(Participation 8617)) + E 

(5.3.3) 

Long-rem impucr of employer-sponsored edircarion and trnining on crnnlral 

eurnings of Swedish workers. The available information on respondents' cxperiences of 

participation in their earlier career stages also made it possible to test what extent the 

influence of these early expenences have on their "current" ( 199415) economic status. 

Specifically. using the logarithm of annual earnings reported in 19945 as the outcome 

criterion. multiple linear regression was employed to estimate the net influence of 

respondents' training experiences. 



According to Tabachnick and Fidell(1996). multiple linear regression is an 

especially appropriate technique when the dependent variable (or criterion) is of interval 

scale and the independent variables are either of interval scale or dichotomous nature. It 

c m  be applied to a data set in which the predictors are correlated with one another and 

with the dependent variable to varying degrees. In particular. it allows us to investigate 

the relationship between a dependent variable and some independent variables with the 

effect of other independent variables statistically eliminated. Thus. researchers ofien use 

regression to perform a covariates analysis in which they test if certain variables of 

interest add anything to a prediction equation for a dependent variable after other 

independent variables - the covariates - have already entered the equation. In addition. 

whether there exists any interaction between independent variables can also be tested. 

For this study. multiple linear regression allows us to determine how much 

Swedish workers' participation experiences in employer-sponsored education and 

training dunng their earlier career stages contributes to the prediction of their later 

economic outcome. afier statistical adjustment for variables usually included in the 

conventional (based on human capital theory) wage models. such as educational 

attainment. length of work experience. demographic and locational variables. Funher 

both unstandardized and standardized coefficients produced by the equation allow us to 

compare the importance of training experiences of different penods on later economic 

outcome. 

The strategy employed here was to use three specifications (an equivalent of 3- 

step sequential) of a multiple regression model with logarithm of the annual eamings in 

199415 as the dependent variable. The first specification. the conventional wage model. 

included gender. years of formal schooling. years of employment. union membership. and 

variables on regions [two dummy variables representing three categories of region: 

Stockhlom. Gotoberg & Malmo. Southem region & Nonhern rural region. and other large 

cities and Nonhem urban (omitted category)]. Level of occupational status as of 199415 

[Four dummy variables representing five categories of occupational status: non-skillrd 

manual worker (omitted). skilled manual worker. junior non-manual. intermediate non- 

manual. and professional & executive] were added to this equation as the second 



specification. Finally, al1 three indicators of training experiences (participation in 1979. 

198617 and 199415) entered the equation as the third specification. The relationship 

between predicted annual earnings in 199415. the dependent variable. and al1 the 

independent variables specified in al1 three steps can be summarized as follows ((1 

denotes the steps in the sequence): 

Y ' c m i n g s 9 1 =  a + { P,(Fernale) + fL(Years of schooling) + &(Years of ernployrnent) + 

@,(Union) + P,(Stockholm) + P,(Northem rural)) + { P(Skilled-manual) + 

p,(Junior non-manuai) + &(Intermediate non-manual) + plo(Senior non- 

manual)} + ( P,,(Training 79) + P,,(Training 8617) + @,,(Training 9 4 5 ) )  + E 

( 5 . 3 4  

The equation was applied in analyses with three different sub-data sets. i.e ... the 

sub-data set of Swedish career men and women (defined as respondents who indicated 

having worked full-timr in al1 three waves of panel data collections) in the private sector. 

the sub-data set of Swedish career men and women in the public sector. and the sub-data 

set including Swedish career men and women in both sectors. In addition. since the 

training literature (see Chapter 4) suggests that the retum to training tends to increase 

with the level of formal education. an interaction item between employer-sponsored 

education and training and occupational level was added to the equation 5.3.4. Given the 

structure of the panel component employed for this study. it was possible to test whethsr 

the retums to employer-sponsored education and training in 198617 picked up by eamings 

of 199415 was mediated by the level of occupational status. Specifically. a multiplicatiw 

interaction item. Training in 198617 rimes Occupational status. was introduced to the 

earnings equation 5.3.4. in which Occupational status was treated as a proxy interval 

scale variable : 
- 

Y ' c ~ ~ ~ ~ 5 9 5  - u + { P,(Female) + &(Years of schooling) + a(Years of ernployrnent) + 

@,(Union) + P?(Stockholm) + p,(Nonhem rural) - P(0ccupation) + 

W(Training 79) + b(Training 86/7) + P,,(Training 9 4 5 ) )  + { Pl ,(Trainin; 

8617). (Occupation) ) + E (5.33) 



Impact of employer-sponsored education and truining on ucczlpafiond s rab i l i~  

ond rnobilir): Findings of previous studies suggest that participation in adult education 

and training in gcneral has an impact on both status maintenance and attainment. That is. 

returns to f ~ h e r  education and training will also be reflected either in one's abiiity to 

maintain the privileged position or in one's ability to move up on the occupational ladder. 

Does employer-sponsored adult education and training exert a similar type of influence 

for Swedish workers and what magnitude of impact would it have. independent of other 

factors. that may also be related to occupational mobility? To address this question. a 

discriminant function analysis was set up with "current" occupational status (reported in 

199415) as the target group membership to be differentiated. 

Discriminant Function Analysis is used to determine which variables discriminate 

between two or more naturally O C C U ~ ~ ~  groups. Basically. it first answers the question 

of whether a set of predictors c m  be combined to predict group membership reliably. and. 

then the question of which variable(s) are the best predictors or c m  provide best 

discrimination between groups (Tabachnick & F idell. 1996). 

Both direct and stepwise discriminant function analyses can be carried out to 

determine the dimension(s) on which occupational groups differ. and which set of 

predictor variables best predicts group membership. In direct discriminant function 

analysis. al1 predictors enter the equations at the same time and then canonical correlation 

is checked to see which discriminant finction explains the largest proportion of variance 

shared between groups and predictors on that Function (Tabachnick & Fidell. 1 996). The 

next procedure is to interpret the correlations (loadings or structure matris) between the 

predicton and the discriminant functions. The purpose is to find out which predictors 

load highly with the most important function(s). The next step is to understand what 

these predictors have in common in order to look into the meaning of the îùnction. 

Finally. the mrans of those predictors are reported to illustrate how the groups differ on 

those variables. 

In essence. stepwise (backward) discriminant function analysis is a process of 

eliminating. after al1 the variables enter the model. the variable(s) that contribute(s) least 

to the prediction of group membership based on statistical significance. As a result. only 



"important" variables in the model, that is, those variables that contnbute the most to the 

discrimination between groups are retained. Thus backward stepwise analysis can be 

employed as a reconfirrning mechanism to find out which variables are retained at the iast 

step. 

In short, discriminant fùnction analysis cm be a usetùl methodoiogical means for 

dealing with the question of occupational stability and mobility. A major interest of this 

study is to determine if participation in employer-sponsored adult education and training 

helps those who are in already high positions in the occupational hierarchy to maintain 

their positions while providing for an upward movement of those in undesirable 

positions. As generally accepted, one's current occupational status. an oh-used indicator 

for one's social-economic status (SES). is related to numerous factors. In this study. 

therefore. a set of variables including occupational statuses reported in 1979. age. gender. 

years of formai schoolinp. type of job. union membership. enterprise ownership. and 

experiences of participation in employer-sponsored education and training were 

employed for the discriminant function approach with the purpose of predicting 

respondents' "current" (i.e.. 199415) occupational status. The relationship between 

occupational class. the outcome variable. and the set of predictors is analogous to 

multiple regression and can be expressed in the following equation: 

(0ccupation9Wj = a + Pj,(Occupation79 ) + &,(Fernale) + P,,(Years of schooling) + 

P,,(Age) + P,,(Union) + Pj,(Full-time79) + Pi-(Full-time 86/7) + 

Pj,(Full-tirne9M) + P,,(Training 79) + P,,,(Training 86/7) + 

P,,,(Training 9415) + a,,(Private sector) + E, ( 5 3 . 6 )  

where, the subscript j denotes the respective group. 

The intent of this analysis was to find out whether. among the set of predictors 

selected for this analysis. respondents' experiences of participating in employer- 

sponsored education and training turned out to be among the variables that provide 

reliable discrimination (usually the fint discriminant function) between occupational 

classes. If they were. it would then be interesting to also find out how important they 



were as predictors when compared with other variables in the sarne linear equation used 

to classi& groups and which experience of training was the better predictor. 

The results of the analyses considered in this section are presented in Chapter 7. 

5.3.4 Preparation of Sub-data Sets for Analvsis 

Use of Cross-secrional dura. As outlined in Section 5.1. both cross-sectional data 

and the panel component were employed to address research questions proposed in 

Chapter 1. Since the research questions focus on participation in employer-sponsored 

adult education and training in Sweden. al1 the analyses had to be restricted to Swedish 

working employees. Section 5.1.2 rxplained the criteria and process by which adult 

employee sub-data sets were drawn from the national survey samples. Cross-sectional 

data were employed mainly to address the question with respect to antrcedents io or 

determinants of participation in employer-sponsored education and training. A furthrr 

research interest was to deterrnine to what extent the influences of these antecedents 

change over the period from the mid- 1970s to mid- 1990s. This \vas addresseci by 

capitalizing on the existence of data from ULF repeated annual surveys. in which 

respondents were asked the sarne questions. By analyzing survey data from different 

time periods. it was possible to check whether the effects of the explanatory variables 

changed over time by examining how unstandardized coefficients or odds ratios changed 

for the sarne variables over the period under investigation. For this purpose. the 

following annual survey data were selected to provide a time dimension that spans from 

the mid- 1970s to mid- 1990s. These are data sets from surveys of 1975. 1979. 1 986. 

1987, 1994 and 1995. The data frorn 1986 and 1987 are combined to increase the sarnple 

size comparable to that of 1 975 and 1 979. The same is done with the data from 1 994 and 

1995. The process is as shown in the following diagram: 



Figure 5.1 A schematic summary of the study on probability of receiving employer-sponsored 
education and training during the period from 1975 - 1995 for Swedish workers using cross- 
sectional data from Swedish Living Conditions Survey 

Survey Year 1975 1979 1986 1987 1994 1995 
National sample N= 1 1229 945 8 4773 7045 5995 6010 

Study period 1975 1979 198617 19945 
Employee data set n= 6290 556 1 6608 6198 

Sector Private Public Private Public Pnvate Public Pnvate Public 
sub-data set fn) 4138 2152 3270 2291 3744 2864 3620 2578 

Antecedents 
Açe 3, b,, bu, b,, hg1 b,, b,l b,, 
Gender l bw 

I b, bu? b, b,  b,, b, b,2 Level of education 1 bill hj.1 bu3 bij3 bij3 hy.3 4 3  bij.~ 
Occupation status bw bw bijJ b w b,4 bijJ b,, - - - - - - - - -  

a I ~ ~ œ I I I œ I œ I I œ I ~ 1 ~ œ I I I I I œ I I I I L I I œ I I œ œ I ~  

Notes: 

i b* 

1 .  Subscript J denotes the year of the data ernployed; 1 denotes the sector. 
2. The arrow represents the direction the comparisons are made. 

Use of Panel Data. Another three sub-data sets were drawn from the panel 

component for the analyses carricd out to address the research questions with reference to 

long-term impact of participation in employer-sponsored adult education and training on 

subsequent similar educational activities. annual rarnings and occupational stability and 

mobiliîy. 

The first sub-data set was drawn from the panel data for the purpose of findinp out 

whether experiences of employer-sponsored education and training in one's radier career 

stage are related to participation at one's later career stage. Given the structure of this 

panel data set. the specific question asked was. to what extent is participation in 

employer-sponsored education and training in 199415 by a Swedish worker related to 

hisher participation in the similar activities in early career stages. such as during the 

periods of 1979 and l986/7? 

To answer this question. the analysis had to be restncted to only those 

respondents who have been followed up since 1979. the base year when the panel data 

started to be collected. As well. the data set for analysis had to be restricted to thosr who 

were 'currently' employed either as full- or part-time employees in 19945 period. since 

only actively employed workers would be able to undertake education and training 



sponsored by the employer. With these two criteria, a sub-data set was drawn from the 

panel data. This resulted in a total of 1.83 1 observations. with 987 (54%) being 

employed by the private sector and 844 (46%) by the public sector. 

The second sub-data set drawn from the panel component was to address the 

question whether experiences of employer-sponsored education and training in one's 

earlier career stage were related to annual earnings reported in 19945. In order to 

ascertain the net effects of firther education and training on econornic outcorne. the data 

for this analysis was restricted to Swedish career men and women. defined as those who 

were working full-time year-around in al1 three waves of the panel data. The data was 

further restricted to those who worked as employees only over the period ( 1979- 199W ) 

under study: the self-employed were excluded as they were not an "at risk" population 

related to receiving employer support for further education and training. Two cases did 

not have information on wages and another two were considered outliers. This resulted 

in a data set of 666 observations. of which 561 men and women (84.7%) remained 

working for either privately or publicly owned organizations over the period whilr 1 O5 

(15.8%) transferred either from the public sector to the private sector or vise versa. 

The analysis was tïrst conducted with the data set that included al1 the 666 

observations. When the data set was split into two (n,=371 and n2=1 89). based on 

whether respondents worked in the private or public sector. a further restriction was made 

to include respondents who had not changed their employ ment sector (public vs. 

private). Thus. the sub-dataset for the private sector resulted in a total of 372 

observations and sub-dataset for the public sector 189 observations. Separate analyses 

were then carried out for each sub-dataset. 

The third sub-data set drawn from the panel data was for the purpose of studyinp 

the effects of employer-sponsored education and training undenaken in one's earlier 

career stage on one's career stability or mobility. Discriminant function analysis was 

employed to explore whether respondents' earlier participation in employer-sponsorcd 

education and training contributed to the differentiation of occupational statuses of 

1994/5. The strategy was to see if earlier participation would tum out to be a significmt 



discriminating variable. afier controlling for earlier occupational status and other 

contributing factors for the "current" status of occupation. 

For this strategy. as well as the need to compare relative occupational positions 

during the two time periods (Le., in 1979 and in 19946). the data for analysis had to 

include only those respondents who had maintained a valid occupational status for at least 

these two waves of data collections. Drawing a sub-data set from the panel data with this 

criterion resulted in a totaI of 1.294 observations. 

To summarize. this section described the analytical design and methods employed 

for the purpose of addressing the study's research questions. In particular the rationale 

for statistical methods chosen to address a specific research interest was discussed. 

Finally. the section dealt with the data preparation for analyses. The nreds and procrsses 

by which sub-data sets were drawn either from the national survey data or from the panel 

component were described in detail. Due to the specificities of research questions. certain 

restrictions are mandatory and selection criteria are in order ~shen preparing the data for 

statistical analyses. Consequently. the results of data analyses. particularly those of the 

sub-data sets d r a w  from the panel component. c m  only be generalized to populations 

that share similar characteristics. 

In the next section. variables employed in analyses are described in ternis of thrir 

properties and theoretical meanings. 

5.1 Description of Key Manifest Variables 

The purpose of this section is to present a detailed description of the definitions. 

measurement scales and other properties of observed variables employed in the 

multivariate analyses conducted in Chapters 6 and 7. The description is organized 

according to the conceptual elements of the frarnework depicted in Figure 2.1. Thus it 

commences with a description of personal characteristics and then describes job and 

workplace variables. Persona1 characteristics are age. age squared. gender. and lcvel of 

formai education. Job status variables include acquired occupational status. wage. total 

years of employment. job type (full-tirne, part-time). and supervisory role. Variables that 

differentiate workplaces are levei of influence on decision making at workpiace. union 



membership, persona1 satisfaction from work, leaming opportunities at work. and 

industrial sectors. 

For some variables such as age. occupational status. and incorne. both categorical 

as well as interval variables are employed with the former used for the descriptive 

statistics and the latter for multivariate rnodels. In Chapter 6, logistic analyses were 

carried out ro determine which antecedents of employer-sponsored education and training 

best predicts participation status. In these analyses. manifest or observed variables. 

chosen on the basis of human capital theory and other human resource devrlopment 

approac hes. were employed. Depending on which theoretical approach is adopted. eac h 

observed variable cames with it a particular theoretical implication and hence. varying or 

sometimes competing theoretical interpretations. 

5.4.1 Variables on Personal Characteristics 

Age antlrlge Sqtiared The research interests of this study focus on Swedish 

workers' participation in prograrns or courses supponed by employers. therefore. an age- 

limit is imposed on the data samples so that only respondents aged from 16-65 and 

gainfully employed either full- or part-time as employees during sun7ey periods werr 

drawn and included for study. As pointed out in participation literature. relatively frwer 

workers at each end of the age profile participate in employer-sponsored education and 

training. therefore. the relationship between age and participation could takr a nonlinrar 

fom,  specifically. a quadratic one. Since the quadratic formulation prrmits a non- 

rnonotonic relationship between age and participation probability. age is included in the 

models as a quadratic. Hence. both age. an interval variable. and age squared appear as 

explanatory variables. 

Gender. A dummy variable for gender. Fernale (female=l. maie=O). was 

employed in multivariate analyses. Equai opportunities for men and women becarne a 

major aspect of the Swedish political agenda during the 1970s and 1980s (OECD. 1995). 

The publicly declared ideal is for men and women to be each others' equal ût work. at 

home and in politics and the pressure for increasing equality between males and females 

has strong repercussions on education. Equality between males and females has been 



distinguished from the equality of opportunity between social groups or classes in 

society. The Swedish policy of gender equality is not only a question of more access to 

work and education for women. Women's growing political and economic 

responsibilities and men's growing practical and emotional responsibilities for the home 

and children have fundarnentally transformed the social life of Sweden (OECD. 1995). 

Thus. it is considered important to determine whether gender plays a role in access to 

education and training at the workplace and how this role changed during the period 

covered by this study . 

Initial Educational .&tainment. Research suggests a strong positive correlation 

between the acquired level of forma1 education and the likelihood of receiving employer- 

provided continuing education and training (Vaughan. 1989: Doughrrty. 1992: Kalleberg. 

1992; Leeuwen & Dronkers. 1992: Psacharopoulos & Velez. 1992: Berryman. 1993: 

OECD. 1997). That is. the more formal education a worker has received. the more likely 

he or she will benefit from the employer's investment in human resource development. It 

has also been pointed out that the major increase in the provision of employer-sponsored 

education and training in recent two decades. in particular. sincr 1980s. has largely 

benetited those at the highrr end of the educational scale with the exception of those on 

the highest end. that is. graduate students. Two measures of initial education artainment 

were used. One is Years of Combined School and Vocational Training completed (Years 

of formal schooling. for shon). which is an interval variable converted fiom the sarne 

observed variable whose value denotes total years and months of schooling received. The 

other is Acquired Educational Level. which is comprised of 6-category scales assigned as 

follows: ( 1 )  no schooling or less than nine years of pre-senior school: (3) nine or ten 

years of pre-senior secondary school: (3) less than one year of senior secondary SC ho01 to 

two yean of senior high school: (1) more than tvio years of senior high school: ( 5 )  two 

years of post-secondary school: (6) more than hvo years of post-second- school and 

research education. 

Occtrpationnl Statirs. In this study. workers employed either by the pivate or 

public sector are classified into five categories on an ordinal scale with the first two 

categoiies covering blue col la  workers: (1) semi- or non-skilled manual workers. (7 )  



skilled workers. and another three categories denoting white col la  workers: (3) junior 

non-manual workers. (4) intermediate non-manual workers. and (5) senior non manual 

workers which include professionals. higher civil servants and executives. This 

classification is based on the socio-economic classification system that is elaborated by 

Statistics Sweden and is intended to be used in surveys and studies primarily in the social 

field. This socio-economic classification of persons in the labour force is primarily based 

on their occupation. In its most aggregated form the classification consists of six groups 

(see Table 5.6). 

Table5.6 Socio-economic classification of persons ernployed elaborated by Statistics Sueden 

Socio-economic groups Delineations 

5IAWAL WORKERS 

1. UnskiIlcd and scmiskillcd workcrs 

2. SkiIlcd workers 

NON-XIANUAL EAIPLOYEES 

3. Assistant non-manual tmployrcs. loiter Icvel 

Assistant non-manual cmployxs. higher Ievcl. 
without subordinatts 

Assistant non-rnanual cmplo>ces. highcr Isvel. with 
siibordinatss 

4. Intermediate non-manual cmployecs. \vithout 
subordinatcs 

Intermediate non-manual emptoyces. wirh 
subordinates 

5. Professionals and othsr higher non-manual 
smployccs. ivithout subordinatcs 

Professionals and other higher non-manuril 
crnploycrs. w ith subordinates 

6. Ijpper-levsl cuccutives 

Occupations normally organizccl b! 1 .0  (the bluc-collx 
~ m d c  union confcdcrrttion ). 

Occupations involvinp production of  goocfs or seri icc 
and normrilly requiring Icss than tito 'cars of  post- 
comprehcnsi\c school rducriticin 

Occupations invalving production of' p o d s  or scri icc 
and normally rcquiring ttvo >cars or mors ot.post- 
comprehcnsive school ducation: 

Occupations normallj organizcd b!. tndc-unions not 
atlliritsd to the bluc-collar tmdc unicin conlkdcration 

Occupations nonnallj rcquiring le*.; than ttro >,cars o f  
post-comprchcnsi\e school cducation 

Occupations nomir i l l~  requiring tivo. but not thrcs. ycrtrs 
o f  post-comprehcnsivc school cducrition 

Occupations normally rcquiring tuo. but not thrcs. 'cars 
o f  post-comprchsnsivc school cducrition 

Occupations normrilly rcquiring thrcs. but not sis, >cars 
o f  post-comprchensivc school ducrition 

Occupations normally requiring thrcc. but noi sis. 'cars 
of  post-comprchensivc school cducrition 

Occupations norrnally rcquiring at least si\: 'cars of'post- 
comprchsnsivc school cducation 

Occupations nomaIl> rcquiring at l e s t  sis cars o f  post- 
cornprehensivc. school cducation 

Uppcr-levrl cssçutivcs in privatc enterpriscs or 
orpanizations it ith at It'ast I OU cmplo> rss or uppcr-le\cl 
csecutivss in public senice 

Source: Statistics Sweden 



5.4.2 Emplovment and Job Attributes 

Besides occupational status. other job characteristics are also important factors to 

consider in studies investigating the relationships between wcrk and education. as they 

reveal a cluster of factors determining the chance of receiving further education and 

training. Thus also included in the multivariate analyses were variables that drnote other 

job chiiracteristics or positions at the workplace. such as length of work experience. type 

of job. part- or full-time and supervisory role. 

Lengrh of CVork Ekperience. During survey interviews the respondents were 

asked when they started to be active in the labour force. thus the information on 

approximately how long a respondent has worked c m  be derived to form a variable at 

interval level. 

Supervisory Rule. This is a dummy variable derived from the answer to the 

interview question " Do you have any subordinates who report directly to you?". "Yes" 

answers are coded as "1": "No" or other answers as "O". 

Type ofJob. This variable denotes the employment position of a worker. and is 

derived from the original variable called Ciirrenr Employmenr Sturm. which consists of 6- 

rank scores: (6) employed full-time; (5) employed part-rime: (4)  unemployed less than 6 

months: (3) unemployed more than 6 months and less ihan 1 year: ( 2 )  unemployed more 

than one year: ( 1) not in the labour force. However. sincr the sarnples employed for 

analyses in this studp were restricted to working employees. only the first t no  catcgories 

apply. Employcd hll-time is coded as "1": employed part-time as "O". 

5-43 Workplace Attributes 

In the participation literature. sector of economy has been consistently regarded as 

a major factor associated uith the likelihood of a worker receiving support for education 

and training from the employer. Specifically. the ownership of an enterprise. changing 

rates of employment. level of technology adopted. level of labor force qualitication and 

competence. management structure. market orientation of the service. a m o n  other 

things. are ofien mentioned as contributing circumstances influencing the extent to which 



employers invest in human resource development (Nash & Hawthorne. 1987: 

Psacharopoulos & Velez, 1 992; OECD, 1 997). 

Survey data employed for this study do not contain information at the 

establishment level and therefore. only limited information about the work environment 

can be derived from the respondents' answers to interview questions with reference to 

ownership, level of intluence on decision-making about one's work. union membership. 

opportunities of learning new things at work. al1 of which could be closelg related to and 

Vary with each specific workplace environment. The industrial sector a worker's 

employment resides is also esplored for possible relationships betwern the exrent of 

employer-sponsored education and training provision and the characteristics of a 

particular sector. The information concerning these characteristics. such as changes in its 

share in the national employment distribution. the nature of production or senice. the 

general qualification and competence of the labour force. and restructuring of the 

economy during the period from 1975 to 1995. c m  be derived from literature and othrr 

documentation. 

Oivnrrship of Empioyers. Data sets were separated and independent analyses 

carried out based on the categorical variable that distinguishes the private sector (coded 

'-1") from the public sector (coded "2"). It is believed that whether the enterprise or 

institution belongs to the public or private sector can lead to different philosophies and 

rxpected outcomes guiding the decision-making on provision of further education and 

training. Therefore, the distinctive characters of. and differrnces between. the public and 

private sectors in society should not be sirnplified (OECD. 1995). 

Union Membership. Another influence on adult education and training provision 

at the workplace is labour unions. Unions are the main organizations that represent 

employees in relations with management and that provide workers with a source of powrr 

and control in the employment relationship (Kalleberg. 1992: Shackleton. 1995). The 

percentage of active Swedish labor force members who belong to a union remains 

relatively high. fluctuating between 76 and 79 percent in the private sector. The public 

sector appears to be more organized than the private sector. with 83 to 95 percent of the 



staff unionized in the public sector during the period from 1975 to 1995. A dummy 

variable was employed in the analysis with "Yes" answers coded as "1". 

Level of Influence on Decisions at Work. During the interviews respondents were 

asked the degree of influence they think they have personally on 1)  planning of their 

work; 2) deciding their work pace: 3) choosing their supervisors; 4) arrmging their 

working hours; 5 )  arranging their breaks: and 6) arranging their holidays. Six variables 

are available based on answers to each of these questions, each with three categories: ( 1 ) 

little or no influence: ( 2 )  some intluence; and (3) great influence. Since the variable on 

"choosing supervisors" is only available in one of the yearly sunrey data set employed for 

this project. only the remaining five were employed to create a composite index. dubbed 

as Lerel of Inflirence on Decisions iit Work. A principal component analysis \vas first 

conducted to find out how closely these five variables would cluster together. The result 

- using the 1979 data as an example - was that only one component was extracted. with 

an eigenvalue of 2.47 and 50 percent of variance explained (Reliability coefficient u 

=.74). However. to ensure the same variable is comparable among cross-sectional data. 

sets employed in this study. a simpler formula as follows was used to compute a 

composite index variable: 

Level of Influence on Decisions at Work = [Sum (Influence on planning work. 

Intluence on deciding work pace. Influence on arranging working hours. Intlurnce on 

arranging breaks. Influence on arranging holidays)lj]. 

Then the variable was recoded to categorize employees into three groups: (2.6 - 
3.0) = workers with great influence: (3.0 - 2.5) = workers with some influence. and 

(Lowest - 1.9) = workers with little or no influence at d l .  Bivariate r between this 

categorical variable and the factor score saved using principal cornponent analysis was 

.923. 

Opporizmity to Learn Akiv Things rit Work. One interview question asks 

respondents if their jobs provide good opportunities to leam new things. M e n  a 

respondent admits that his or her job offers good opportunities to leam new things. it  

might rnean that bis or her work is perceived to be demanding. challenging or deeply 

involved with advanced technologies. In addition. it could descnbe a workplace in which 



the respondent, like other fellow employees, is engaged in both problem posing and 

problem solving, or a work environment where there is a lot of contextual or situational 

leaming taking place. both in formal and informal formats. A dumrny variable was 

created with a score "1" assigned to positive answers to this question and "0" to other 

mswers. 

Personal Satisfaction throirgh Job. During the interview. respondents werr asked 

the following question: Which of the following statements best describes your present 

job? 1 )  The most important is to get paid; or 2) the most important is to pet personal 

satisfaction in addition to pay. What is implied in the answers to this question can be 

varied. It could describe things related to the workpiace environrnent as much as the 

characteristics of each individual's job. When an individual employee believes the job he 

or she has leads to pcrsonal satisfaction in addition to income. it could perhaps signal he 

or she is ftnding his or her pcrsonal and or career objectives arc being materialized. As 

well. it could also reveal a view of work that is believed to be developmental. 

participatory and self-authorizing. and perhaps full of leaming opportunities. Thus i t  

could possibly be an indicator of the work environmrnt he or she works in. Granted that 

persona1 satisfaction can be mostly derivrd from a job that carries the potential of carerr 

mobility. it could thus be hypothesized that employer-sponsored education and training 

tends to occur or be sought more often in those environments where work is perceived as 

developmental or at least targeted towards helping those employees in their carerr 

development. In multivariate analyses. this variable was recoded as a dummy variable 

with "get persona1 satisfaction" as "l" and other answers as "O". 

Sector ofEconomy. As mentioned earlier. the participation literature strongly 

indicates that sector of economy is related with the likelihood of a worker receiving somr 

support for education and training from the employer. Specifically. changing rates of 

employment. level of technolog adopted. level of labor force qualification and 

cc 'npetence. management structure. market orientation of the senice. among other 

things. are often mentioned as contributing circumstances influencing the estent to which 

employers invest in human resource development (Nash & Hawthorne. 1987: 

Psacharopoulos & Velez. 1992: OECD. 1997). Employers in sectors where employment 



is growing require better-educated employees. So do sectors where major restmcturing is 

taking place. It appears that the increase of employer support for continuing education 

and training more often occurs in those sectors where the needs of training become acute 

as the sectors undergo downsizing. and becorne more technology-intensive. It is 

therefore important that information on sectors of the economy be included in the data 

analyses. To ensure that each '-cell" in multivariate analyses contains adequate cases. it 

was necessary to collapse certain categories. Hence. for the private sector sub-sarnple. 

the variable on Industrial sector has the following categories: ( 1  ) Agriculture & mining; 

(2) manufacturing; (3) utilities & construction: (4) wholesale. retail. hotels 8: restaurants: 

(5) communications: (6) banking. financial senices & real estatcs: (7) cducational L 

cultural services. The same variable in the public sector sub-sarnple has 7 categories as 

follows: (1 )  Transportation: (2) communications: (3) banking & financial services: (4) 

public administration services; ( 5 )  cultural services: (6) education. research & health: and 

(7) other. 

5.4.4 Indicators of Participation in Em~lover-S~onsored Education and 'Training 

The indicator for whether the individual received or participated in employer- 

provided education or training was derived from answers of respondents to the question 

in the interview asking if they participated in any type of education. or training course 

during the period from July 1. of the previous year to June 30. of the s u m y  year. 

Respondents who answered 'yes' to this question were then asked to identify the 

arranging bodies for those courses. Any of the respondents who identified "the 

employer" as the arranging body for one or more of the courses he or she took during the 

survey period was acknowledged as a recipient or participant in employer-sponsored 

education or training in this study. A dummy variable was employed in the analyses with 

"participants" assigned a score " 1 ". 

5.5 Limitations of the Study 

This research project has its own limitations that arise from various sources. First 

of ail. due to the researcher's lack of general howledge of Swedish society. language. 



and culture, information contained in the ULF data has not been used to its Full potential. 

Also, many studies by Swedish scholars published in their own language had to be lefi 

out. Secondly. the study is limited by its chosen analytic frarnework and methodology. 

In hindsight. more diverse statistical and analytical tools may help to dral more 

effectively and efficiently with the given structure of the data used in this study. Thirdly. 

due to time and financial constraints access to relevant resources was difficult to get and 

always generated pressure to narrow down this project so as to make it more manageable. 

The focus of this study was on Swedish workers' participation in employer- 

sponsored adult education and training covering the period from 1975- 1995. Five years 

have passed since the last wave of data collection. While it is important. and there is a 

need. to assess the real magnitude and nature of the "silent explosion" of adult educaiion 

and training which has occurred in OECD countries. it is equally important to note that 

adult education and training is a rapidly expanding tieid. New drvelopmrnts are taking 

place. new policies are being irnplernented. and cmployers are expanding their 

involvement in different educational provisions. One example is Swrden's the Adult 

Education Initiative. a five-year program For adult education established in 1997. in 

which al1 municipalities participate. Although the target group is primarily unemployed 

adults with a low level of education. i t  also focuses. perhaps for the first time in Sweden. 

on the needs of employees who have underachieved in education (Rubenson. 1000). This 

initiative has established a fmitful platform for a revision of Swedish adult education as 

well as for addressing some of the issues identified in this study. 

Due to the nature of research questions investigated in this project. particularly 

those in Phase II of the study. analyses have to be restricted to certain groups of the 

population by drawing sub-data sets from the panel component of the ULF Survey. 

Consequently. the findings of the study. for example. economic retums to employer- 

sponsored education and training can be generalized only to Swedish workers aged 3 1 

and above by 1979 and who had been working since 1979. Whether and how employer- 

sponsored education and training benefit other demographic or occupational groups 

remains a question to be investigated. 



This snidy, as pointed earlier, intends to make a contribution to comparative 

studies in adult education and training. The argument is that Sweden is a country with a 

strong cornmitment to adult education and training as a means of realizing the ideal of a 

welfare state and its successes and failures in the educational reform efforts are good 

lrssons to be learned. The other argument might be that what happened during that 10- 

year period covered by the study was not unlike what happened in other OECD countries. 

However, the findings must be interpreted with the unique Swedish context in mind. As 

shown by the rindings of this study. the deteminant factors that have been identified by 

this study to have had an impact on participation patterns of employer-sponsored 

education are remarkably similar to those identified in the international research 

literature. Yet. due to conditions characteristic of the Swedish development. such as the 

compressed wage system. relatively persistent implementation of grnder equality policy. 

findings with regard to determinants of training and long-term impact of training may not 

be genrralizable to other social sertings. Furthemore. conclusions that are c o n t r q  to 

theories or other research findings may also be understood as retlections of the Swedish 

context rather rhan evidence countering those throries or findings of other research. 

5.6 Summary 

In this chapter. discussions focused on the data. strategies. and statistical methods 

employed to address the research questions proposed in Chapter 1. The chapter first 

described both cross-sectional data and the panel element from The Swedish Living 

Conditions Survey (ULF). In particular. the soundness of the panel component was 

discussed in terms of its characteristics and representativeness. Given the nature of the 

research questions and the conceptual frarnework proposed in Chapters 1 and 7 .  a 

rationale was presented with regard to the multiple analytic strategies that were employed 

to analyze both the cross-sectional and panel data. Procedures followed in preparing the 

data sets for analpis were also discussed. This is followed by a section devoted to a 

description of the significant manifest variables employed in analyses. Human capital 

theory and othrr hurnan resource development approaches on the determinants of 

employer-sponsored education and training provided the frarnework for selection of 



measurernents. In the followinç two chapters. Chapters 6 and 7. the way that this 

framework and related observed information were employed in the data analyses to 

address the research questions are presented. The chapter concluded with a discussion 

on the limitations of the study. 



Chapter 6 

WHO GETS EMPLOYER SUPPORT FOR EDUCATION AND TRAINING: 

PRESENTING THE RESULTS (1 )  

Although the goal of promoting equality of opportunity seems to have lost some of its 

appeal intemationally in recent years. the equality issue remains essential to social and 

educational policy in Sweden. mainly because social equality is at the core of the Swedish mode! 

of a welfare society (Tuijnman. 1989; OECD. 1995; Rubenson. 1997). The expansion of adult 

education since the 1980s. particularly the rapid growth of employer-supported education and 

training. has raised potentially controversial questions regarding the impact of adult education on 

equal. lifelong and widespread access to learning. 

As mentioned in Chapter One. the critical issue is whether adult education in general and 

employer-sponsored education and training in particular. tends to overcome social and rconomic 

inequality or rather deepen existing disparhies among social strata. In this chapter I look into 

where and why variations exist in employer-sponsored education and training opponunities for 

individual workers. In pursuing this aim. I investigate the antecedent factors intluencing 

Swedish workers' participation in formal or structured programs or courses sponsored by 

employers and explore the impacts of these factors during the period from 1975 to 1995. 

Explanatory rnodels that encompass individual. job and working environment factors as potential 

determinants of employer-supported training are developed and the estirnated paranieters are 

used to address the question of what are the important factors. either related to the environment. 

job. or related to the individual charactenstics. in shaping the distribution of organized workplacr 

learning supponed by employers. 

6.1 Nature and Extent of Recruitment and Participation 

The indicator for whether the individual received or participated in employer-provided 

education or training was derived from responses to the interview question on whether the) 

participated in any type of education. training or course during the 12-month period from July 1 



of the year previous to the survey and June 30 of the survey year. Respondents who answered 

'yes' to this question were then asked to identiQ the arranging organizations for the courses. 

h y  respondent who identified "the employer" as the arranging agency for one or more of the 

courses he or she took during the surveyed prriod was considered a recipient of or participant in 

employer-sponsored education or training in this study. 

In addition. respondents were also asked to report the course contents as well as the 

number of hours and days involved in course activities. Thus. it is possible not only to record the 

extent to which Swrdish workers were involved in this type of adult rducation and training in the 

last twenty years but also to describe the implied nature of this kind of cornmitment. 

Table 6.1 records the percentage of Swedish employers involved in adult education and 

training arranged by different organizations during the petiod from 1973 to 1995. 

Table 6.1 Panicipation in adult education in 1975. 1979. 1986. 1990. 1993. 1993 by arranging 
bodies (Percentage. employed population 16-65 years of age) 

Provider 1975 1979 1986 1990 1993 1995 
(n=aO) (n-5638) (n=2778) (n-378) (nd187) /n=SlJ9i 

Study Circlcs 13.8 10.4 13.8 14.1 l O. 4 8 .7  
Employer 8.7 14.9 23.9 23.5 26.5 28.5 
Int~gmcxi Ilppcr S a o n d q  School 2.7 1.9 0.2 1.5 1 . 1  I .h 

Folk tfigh School 0.9 0.2 0.2 0.3 0.3 0.6 

Municipal Adult Eduçation l .5 2.3 0.4 2.8 3.1 2.7 
Trdc Union 2.3 5.5 4.7 1 . 8  4.  I 3.8 
Univsrsity, Collepr 2.1 1.9 1.8 2.7 3.4 4.4 
National Lahar h,Ixkst Board O. 7 0.4 O. 7 O.? 0.9 1.8 
Comprtihttnsive School 0.9 0.4 2.1 0.4 0.0 O. 1 
Corrcspondcncc 0.2 0. 1 O .  I 0.3 0. 1 0.2 
Radio TV 0.1 O. 5 0.2 O. 1 O. 1 O. 1 
Stare Adult School 0.0 0.2 O .  I O .  1 0.2 O. 1 
Othcr 5.7 5.6 2.7 3.3 3.2 3 .7  

Total Participation 33.5 10.9 45.2 45.7 44.4 49.1 

Table 6.1 shows that by 1 995. close to one half (49.1 %) of Saedish workers took at least 

one formal course arranged by one of the different organizations and more than fiity per cent of 

these participating workers (38.j%/@. 1 %) were sponsored by their employers. The table also 

shows that in 1979. more Swedish workers were enrolled in employer-sponsored courses than 

those in study circles ( 14.9% versus 10.4%). This indicates that by the late 1970s employer- 



sponsored education and training started to replace study circles. once the most popular form of 

adult education. as the cornmonest form of adult education for Swedish adults. With study 

circles continuously declining in number, almost twice as many Swedish workers were in receipt 

of employer-provided education or training by 1986. and by the rnid- 1990s. the number of 

Swedish workers who participated in employer-sponsored programs or courses was triple those 

who participated in educational activities carried out in the form of study circles 28.5% as 

opposed to 8.7%). 

The results presented in Table 6.2 and 6.3 are derived from the data available in the years 

of 1975. 1979 and 1987' and provide important background information as to what was iisually 

involved for a Swedish worker who received education or training from hishcr emplo!;er. Table 

6.2 reports the median length of prograrns or courses (in houn) taken by Swedish adults aged 16- 

74 in 1975. 1979. and 1987. 

Table 6.2 Median length (Median with interquartile range. nurnber of hours) of programs or courses 
taken by adults aged 16-74 in 1975. 1979. 1987 

Course subject n Medlra interpuer01 n Meûia htequartû n Media Intequartil 
Comprehensive school 21 80 800-80 38 84 720-148 20 140 1200-180 

Integrated upper secondary 108 80 800-160 70 100 800-160 138 110 700-160 

People's College 8 80 96-136 7 f60 600-160 7 150 700-160 

Higher education 

Job-related 

Religion. philosophy. psychology 

Languages 

Literature, handcrafts. theatre. film 

Music 

History. geography 

Politics. sociology. union. law 410 3 20-4 765 2 16-4 319 3 20-5 

Economics. information processing. administration 349 4 24-8 521 3 2 1 - 6 6 6 4  3 20-5 

Natural sciences. math, technical 187 4 24-8 228 4 24-8 187 4 24-8 

Other 496 3 20-5 102 3 20-5 563 3 16-6 
9 

Note: Numbers italicized indicates that the estirnate was based on less than 30 penon/courses reported by respondents 
providing valid answers. 

' These are the three years in which information is available on both course subjecü and hours undenaken by the 
participants. 



The left portion of Table 6.3 displays the total number of person/courses provided by 

public and private employers in the of years of 1975. 1979 and 1987 and percentage distributions 

of prograrns or courses according to the content area. Similar information relating to study 

circles courses is provided in the right portion of the table for contrast. 

Table 6.3 Percentage distribution of course contents of programs or courses taken by workers aged 16- 
65 in 1975, 1979, 1987 by sponsorship, employers or study circles and by private or public ownership 

Course arranger Emptoyers Study Circles 
Year 1975 1979 1987 1975 1979 1987 

Sector Pnvate Public Private Public Private Public Pfivate Public Pnvate Public Private Public 
Number of coune offered 206. 137 139.680 307.71 1 368,732 531.220 490.047 284. 127 219.038 313.743 322.754 281.01 5 262.212 

Course subject 
Comprehensive school 
lntegrated upper secondary 
People's Coltege 
Higher education 
Job-related 
Religion, philosophy, 
psychology 
Languages 
Literature, handcrafts, 
theatre. film 
Music 
History. geography 
Potitics, sociology. union. law 
Economics, information 
processing. administration 
Natural sdences. math. 
technical 
Other 

Total 

Several implications can be drawn from these IWO tables. 

First, it is clrar that most adult educational activities were relaiively shon in their 

duration with a median length of 30 to 70 houn. with the exception of academically Focussed 

courses or prograrns. whose median lengths range from 800 to 1600 hours. 

Second. although an increasing number of aorkers reportedl y partici pated in 'jo b-related' 

learning activities. the length of training seemed shortened considerably at least during the period 

covered in Table 6.2. In 1975 the median length ofjob-related courses was 320 hours whilr in 

1987 this figure had dropped to 30 houn. 



Third, the volume of provision and contents of employer-sponsored education and 

training were evidently related to the ownership of organization. It was much less so with study 

circle activities. In 1973, the private sector provided more than 200.000 person/courses whils the 

public sector contributed about 140.000. The comparable figures in 1979 were 307.700 and 

348.700. This indicates that by the end of 1970s. public sector provided about 40.000 more 

courses than the private sector. However. the private sector regained the lead in the later half of 

1980s and provided around 530.000 courses. 40.000 more than what was arranged by the 

Swedish public sector. 

Fourth. the courses most supported financially by private employers were in the areas of 

economics. information processing. management and administration. which amounted to 374'0 in 

1975 and rose to 43% by 1987. This was followed by 'job-related' training ( 16% and 19%. for 

1975 and 1987. respectively). and courses related to natural sciences. mathematics and 

technology (1 5% in 1975 and dropped slightly to 14% in 1978). Courses related to politics. 

sociology. union and law received a fair arnount of support in the private sector. peaking in 1979 

when almost one course out of five was in this category. However. by 1987. oniy 6% of total 

number of courses was devoted to this area. Among the least supponed areas in the private 

sector were academically focussed courses. although minimum suppon began to appear in 1987 

with nearly 1% of the courses considered relevant to integrated upper secondary and highsr 

education. Subjects such as music. history and geography received almost no support. 

Within the public sector. in the mid-1970s. the focus of financial suppon from emplopers 

was fairly evenly distrîbuted among areas of economics. information processing. management 

(14%). natural sciences (12%). 'job-related' ( 14%) as well as religion. philosophp. and 

psychology ( 1  1%). However. the tendency seemed to follorv the private sector and an incrcasing 

amount of support was given to the same areas as in the private sector. By 1987. courses on 

economics. information processing. management arnounted to 26 per cent of the total courses 

offered and so was .job-related' training (26%). although minimal support was provided in areas 

such as religion. philosophy. literature. and music. 

By contrat. as shown in the right panel of Table 6.3. the differences between the total 

number of snidy circles courses taken by workers in the public sector and those in the private 

sector were much less drarnatic than the case of education and training provided by employers. 



More important. the contents learned in study circles were a sharp contrast to what was supported 

by employers. In 1975. language leming received the most support. followed closely by 

literature. handcrafts. theatre. film and politics. By 1987. these two areas remained as top 

supported areas, rxcept that literature, handcrafis. theatre and film took over as the number one 

area supported from the ianguage ieaming. Rrduced provision was also seen in the area of 

sociology, union, law and other humanities. While the 'job-related' training remained almost 

non-supported in study cicles. the tendency by 1987 was that man' more courses were devoted to 

the area of economics. information and management than in 1 973. 

Taken together. this section portrays the extent of S wedish employers' r fforts in 

recmitment of workers inio education and training activities in the period from 1975 to 1995 and 

the nature of this kind of involvement. The results indicate that employer-supported education 

and training has played an increasingly important role in the provision of adult rducation for 

Swedish workers. This embodies an important structural change in the provision of Swedish 

adult education and training in that a division of responsibilities appears that leaves ernployers as 

the dominant providçr of training services for their rmployees (OECD. 1998). 

In general. employer-organized education or training - on the premises or purchased from 

outside suppliers - is undertaken by about 50 per cent of employees in a single year. focusing 

mainly on subjects relating to economics. information technology. business management and 

specific jobs. An important implication is that Swedish workers who t a n t  to pursue îùrther 

education in other areas or subjects usually must seek other means of support. 

Inasmuch as the duration of employer provided formal leaming activities is fairly short. 

with an median length of from 30 to 60 hours. or four to eight days (with 7 hours per day) per 

year. opportunities to participate could Se of crucial importance for employees working in 

today's so-called 'knowledge-based' society. This raises questions as to who has benefited most 

fiom these opportunities and. specifically. has this expansion of employer-supponed provision 

since 1980s meant more opportunities of hnher education and training for the traditionally 

disadvantaged groups of the population identified in the participation literature'? The nrxt section 

will e m i n e  which individual or contextual factors were related to the chances of being 



recruited into employer-sponsored education and training. and test the hypothesis that the 

influences of these factors have undergone changes during the period from 1975 to 1995. 

6.2 Factors Related to The Recruitment and Changes of Their Influences on the 

Recruitment 

This section specifically investiçates: 1 ) What net influences do age. gender. l e ~ e l  of 

formai education, level of occupation. length of employment. type of job. union membership. 

level of autonomy at work. ownership of the enterprise and industrial sector have on Swedish 

workers' participation in programs or courses supponed by employers? and 2)  To what extent 

have the influences of these factors endured or changed in the past decades? 

To investigate these two resrarch questions. the cross-sectional samples of Swedish 

workers. defined as those who were aged from 16-65 and gainfully employed rither full- or pan- 

time during survey years. were drawn from the Living Condition Suneys by Swedish Statistics 

Bureau. The years of survey data used were 1975. 1979. 1986. 1987. 1994. 1995. The data of 

1986 and 1987 were combined to increase the sarnple size comparable with that of 1975 or 1979. 

The same was done with the data of 1994 and 1995. Each sample was further divided into two 

sub-sarnples that represent Swedish workers employed either by the public sector or by the 

private sector. 

6.2.1 Predictine Probabilitv of Recruitment and Particioation in Emplover-Sponsored Education 
or Training: The General Mode1 

Table 6.4 summarizes the results of the sequential logistic regression analysis. which was 

perfomrd using Statistical Package of Social Sciences (SPSS) to assess prediction of 

rnembership in one of the two categorirs of outcome (participants. and non-participants in 

employer-sponsored educational activities). first on the basis of four predictors of personal 

characteristics and then by addition of nine job and workplace variables. 

Personal characteristics included age. age squared. gender. level of forma1 education. Job 

status variables included acquired occupational status (measured with 5 levels: non-skilled. and 



skilled manual worker; junior, intemediate. and senior non-manual worker). wage. total years of 

employment, job type (full-time. part-time). supervisory role (supervisor. non-supervisor). 

Variables that differentiate workplaces were level of influence on decision making at 

workplace (none. some. great influence on arranging work plan. schedules. pace. breaks and 

holidays), union membership (unionized, non-unionized). attitude toward work ( work for 

persona1 satisfaction. work only for pay). learning opportunity at work (presence or absence) and 

industrial sector (agriculture, manufactunng. construction. communications. financial services 

and educational, research. health. cultural and recreational services for the public sector: 

agriculture. mining. manufactunng. utilities. construction. sales and hotels. communications. 

financial services and educational. cultural and recreational services for the private sector). 

As mentioned in Chapter Two. in order to capture the differences between publicly or 

privately owned sectors and the trends during the period from 1975 to 1995. altogether eight 

separate models were titted. 

Presented at the lower part of Table 6.4 are the summary statistics evaluating lopistic 

regressions on the basis of the four persona1 characteristics variables alone. and then after 

addition of the five job status and five workplace predictors. Cornparisons of log-likeli hood 

ratios for logistic regession with and without controls for job status and workplace variables 

showed significant improvement with the inclusion of job status and workplace predictors. As 

indicated by mode1 chi-squares. the relationship between the deprndent variable and the 

independent variables is statistically significant. Measures of the strength of association betwren 

the dependent variable and the independent variables. (R,'). ranging from .OR to . l j  for private 

sector models and from .O6 to .O9 for public sector models. al1 statistically significant at the level 

of .OOl .  indicating a significant but small effect size relationship between the dependent variable 

and its predictors. 

For the convenience of discussion. estimated parameters of important variables are 

separately presented in the following sections. For variables of intenpal scale. percentages of 

participants. unstandardized coefficients are displayed. For categorical or ordered variables. 

tables include percentages of participants. unstandardized coefficients and odds radios. both 

unadjusted and adjusted. The probit estimates on which these figures are based are reponed in 

full in the Appendix. 





6.2.2 Imaact of Ascribed Characteristics and Achieved Status on Emoloyer-Soonsored Education 
or Training - Recruitment 

Age Differences 

To assess a possible non-monotonic relationship between age and participation 

probability. age was included in the models as a quadratic: that is. both age and age squared 

appear as explanatory variables. As indicated in Table 6.5. except for the 1970s data for the 

private sector, there is a significant relationship between age and the probability of receiving 

employer-sponsored education and training: the age effects remain significant even uhen 

occupational status. work experience and other job variables are controlied. 

Table 6.5 Impact of age on probability of participation in employer-sponsored education and training by 
Swedish workers. 1975, 1979, l986/7 and 199415 (Unstandardized coefficients) 

Public sector 1975 (n-7152) 1979 (n - 229 1) 1986/7 (n - 2864) 199.1/5 (n - 2578) 
11) (2) (3) 4 (1) (21 (3) (4) (1) (3 (3) (1) (11 (2) (3) (4) 

Notes: 
1. Unscandirdized coefficients reier to  the effect of the explanatory variable on the probabiIity of gcrting employer-supportcd educ~tion or 

training, cvaluated ~t the sarnplc rncm. 
2. Mode1 ( 1 )  are simple, un iv~r iae  Iinnr logistic regression equations, i-e., without controlling m y  othcr imors. 
3. Mode1 (2) x e  equations that control for gender, and atained levei of formal cducnion. 
4. Model (3) are cquxions that control for gendcr, ittrined levcl of formai education, and occupational status. 
5 .  hl1 cquations, dcsign~tcd as Model(.F}, control for personai ch~racter inia ,  lob n a u s  vari~bles and workplxr factors a in the gcneral 

mode1 described in 6.7.1. 
* StatinicaIIy significant a the level of .35; ** ~t the .O1 lcvcl (two-t~ilcd tests). 

To aid interpretation. the estimated relationship between age and participation probability 

is plorted in Figure 6.1. The quadratic formulation permits a non-monotonie relationship 

between age and participation probability. with participation probability. in most data samples. 

increasing to a rnavimum at the middle age and then declining. The age effects depicted are the 

net age influence with gender. attained highest level of formal education effects controlled. 



Figure 6.1 Relationship between age and probability of participation 
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For the private sector. the curve for 1975. is quite flat. the prak appears at the açe range 

of 42-47. The age effects for 1979 nims out to be non-significant. The curve for 198617 peaks at 

the age range of 44-45. and then declines while the shape of the curve for 1994!5 is almost the 

same with the vertex appearing at a wider age range of 41 -47. This result shows that the aged 

40s have almost always been the most likely to get employer support for funher rducation or 



training. It is this age group that has received the largest increasç in employer supponed training 

since 1979. By cornparison, the improvement for both the youngest age group and the oldest 

group has been positive but small. For the public sector. the peak of age-adult education profile 

appears at 36-42 in 1975. at 38-47 in 1979. at 46-52 in 198617 and at 46-49 in 19945 

respectively. The peak moves from aged late 30s- early 40s to mid-40s-early 50s over the 

penod. The probability has remained almost unchanged since 1979 for the youngest age group. 

which remains the least likely to have received employer-supported education or training. By 

contrast. the oldçst age group were 1 times more likely to get employer-supported training in 

199415 than in 1975. 

In contrast to rnost theoretical models of human capital accumulation. which typically 

predict that fûrther education or training is most intensive at the beginning of an individual's 

work life, the findings of this study confirm what is called an inverted-U shaped age-funher 

training profile (Carnevale & Goldstein. 1983; Lynch. 199 1 ; Bowers & Swaim. 1994). peaking 

for mid 30 to late JO-years olds. with both young and older workers at the lowest ends. For 

young workers. this phenornenon of employers investing little in employees dunnp their first t k e  

or six years not only existed in 1980s (Lynch. 1991). but also perprtuated throughout the period 

from 1970s through 1990s. The results indicate it has been more of a case within the public 

sector in Sweden that the newest entrants to the labor market experience the lowest training rates 

and this situation remains unchanged since 1979. 

Based on the human capital theory. it is reasonable to assume employers inwst less in 

older workers because they can recapture less of their investment during the employee's shorter 

remaining work life. However, Swedish workers aged 50 and over have a higher rate of 

participation in employer-supported education or training than their counterparts in other 

countries (OECD & HRDC. 1997). By the mid-1990s. the participation rates for workers aged 

60s employed in the private sector exceeded 15 percent and 20 percent for similar age group in 

the public sector. As well. this age group enjoys slightly higher training rates than younger 

fellow workers. whose chances of getting employer support in their education or training efforts 

remained as low as 10 percent in both public and private sectors. 

Pmly due to the change in provision. but also to the fact that the new generations of older 

people are better educated than previously (van der Kamp. 1990: Houtkoop & Kamp. 1992). 



many studies (e.g., Darkenwald & Memam, 1982; Bronneman-Helmers. 1988) report the 

increasing share of older participants in general further education and training since 1980s. The 

findings of this study show this is also the case with Swedish workers since 1979. but. whether 

they work for a private employer or publicly owned organization makes a significant difference. 

A sharp decline occurred for workers in the pnvate sector afier age 55 whereas in the 

public sector, workers in their early 50s could still be most active adult learners. with workers 

between 55 and 65 years old still four times more likely than their younger fellow workers to get 

employer's educational support. 

The result also indicates that in Swedish context. the period betwern 1970s and the mid- 

1980s saw a much more rapid increase in employer-sponsored education and training for workers 

in mid- or late mid-career than younger worken. Contrary to what is reponed in Lynch's study 

(1 99 1). changes taking place between 1980 to 1990 were rather small and. in particular. the 

provision in the private sector seemed to have receded in 1994/5 from its highest level in 198617. 

The investment emphasis on the part of employers on middle-açed workers rather than on young 

workers in this period may have retlected increased mid-career retraining in response to rither 

changing ski11 requirements for given jobs (for example. cornputer applications) or more frequent 

job changes and reassignments (for example. corporate restructuring or the diffiision of 

production strategies) emphasizing the flexible deployment of broadly-trained workers (Bowers 

& Swairn. 1994). 

In addition. this difference. which is captured by net age effects with gender and 

educational attainrnent controlled, indicates that education or training providrd by employers. 

especially from the private sector. would always focus on organizational needs regardless of the 

extent to which the provision is increased. This is true to a lessrr degree for the public sector. 

where the increase of provision spread out to workers of a wider age range in the mid-1980s and 

1990s. 

Gender Differences 

The results of estimating the parameters of gender effects on probability of recruitment 

into educational or training programs supported by employers are shown in Table 6.6. 



For the private sector. the effects of gender are not statistically significant for the data 

from 1975. However, in 1979. being male working in a privately oumed enterprise raises the 

probability of recruitment and that effect remains significant even afier controlling age. attained 

lrvel of formal education and occupation status. Expressed in odds ratio. without controlling for 

other factors. a male worker in the private sector was almost twice (1.78) as likely as a kmale to 

take employer-sponsored prograrns or courses. With age. acquired educational and occupational 

status controlled, the odds ratio is adjusted only slightly downward to 1.6 timçs. 

For Iater years covered by the study. the adjusted odds remain statistically signi ficant. 1 .j 

(pc.0 1)  in 1986/7 and 1.4 (p<.01) in 19945 respectively. indicating in the private sector. female 

workers were still disadvantaged by the mid 1990s in terms of receiving employer support in 

furthering their education or training. Lt should br noted howevrr. the differencr brtween males 

and femalrs beçan narrowing during this period. 

By comparison. in 1975. being male in a public organization increases the logit of 

recruitment by 0.70 (pc.01) without controlling for other Factors. and by 0.56 (p<.Ol) when age. 

acquired education level and occupation status are controlled. In tems of adjusted odds ratio. a 

male worker was almost twice as likely (1.7 times) as a female employee to receivr employer- 

sponsored education or training. The advantaçe enjoyed by male workers was basically 

maintained and only underwent a small change in 1979 when the odds ratio. adjusted for aye. 

level of formal education and status of occupation. is reduced to 1.1. By 1986i7. as s h o w  by the 

data. the difference between males and females rose to about 1.5 (adjusted odds. pc.0 1 ). 

indicating a large increase in the 1980s' provision of employer-sponsored educational activitics 

benefited male workers to a greater extent than it did female workers in the public sector. 

However. the trend seemed to be reversed by the mid- 1990s. The data indicates. in 

199415 being male reduces the logit by about 0.06 without any controls and 0.10 when 

controlling for age. acquired level of highest education and occupational status. although the 

figure is only statistically significant at the level o f .  1 O. 





When considering employers' support for women's participation in further education and 

training. hurnan capital theorkts ofien mention fernales' patterns in the labour market 

participation as one of the bases on which employers usually make their training decisions. 

However, Andres et al. (1999) point out that it is important to question that to what extent social. 

cultural and economic structures, including the labour market, facilitate or constrain the 

realization of women's occupational aspirations and expectations. Referring to the Canadian 

situation. Armstrong (1996) also argues that although an increasing feminization of the labour 

force has resulted in somr women securing well-paid. satisfying employment. multiple dynamics 

including increased part-time and part-year employment, the persistence of men dominating the 

'good job' categories of paid work. have not necessarily resulted in irnproved labour makret 

conditions for women. Therefore. to extend the same argument in women's participation in 

employer-sponsored education and training. it is also important to recognize how women's 

experiences are differentiated in those persisting social structures along mes of power in relation 

to race. class. age and sexuality and ability. A finer analysis that looked at different socio- 

economic strata within each sex and the changing proportion of each stratum %ho received 

employer-sponsored education or training during the period from 1975 to 1995 ma. funher 

illuminate the nature of change in the relationship between gender and employer-sponsorrd 

education and training. 

Two ways were adopted to look into these changes. One way was to see how the 

probability of participation for a particular group. for example. female and non-skilled manual 

workers fared when cornpared with that for other groups. for examplr. female and senior non- 

manual employees or male and non-skilled manual workers. Another way was to determine 

whether the differences between different socio-economic groups have widened or narrowed 

over this period. 

Table 6.7 presents the percentage of recipients of. and odds ratios for. receiving 

employer-supported education or training when classified according to occupational statu. 

gender. and organization ownership. The two odds ratios presented are set 1 for the years of 

1975 and 1986 respectively. thus an odds greater than 1 indicates that the odds of eetting 

recruited into employer-sponsored education or training are much greater for a certain group in 

other years than in 1975 or 1986 and a ratio of less than 1 would indicate that the reverse is tme. 



The odds ratios thus can be used to measure trends over the 20 years as well as since mid-1980s. 

the time when the historical expansion in adult education provision occurred. 

For the private sector, the biggest increase in odds ratios is with male unskilled manual 

workers. who were almost 12 times (1 1.8, p<.01) more likely to get employer suppon than 

twenty years earlier, followed by skilled manual workers and junior non-manual workers of both 

genders. All of them were almost 4 to 5 times more likely to get employer suppon in 1995 than 

twenty years earlier. 

By contrat, the odds ratios for female non-skilled manual employees increased only by 

3.5 times since 1975. Thus. this group remains the one experiencing the lowest rate of training 

with only about 12 percent of respondents reporting incidents of employer-supported educational 

activities in 1995. Male non-manual workers at both intermediate and senior levels were more 

than twice as likely to get employer support in the rnid-1990s as in 1970s. Their training rates 

increased from around 20 percent in 1975 to the vicinity of 40 percent in 1995. Their female 

counterparts. white collar employees at intermediate and senior level. did not make much 

progress over that penod. These two groups had the highest training rates among al1 the 

occupation status groups early in 1970s (23% for female intermediate and 33% For femaie 

senior). and they remained as the highest trained groups with around 30% of them receiving 

employer sponsorship. This was still less than their male counterpam. who. as nientioned 

earlier. had up to 40% of training rates. 

It is also interesting to notice that except for the two categories: skilled manual workers 

including both sexes, and male non-skilled manual workers. the most significant increase in 

participation odds for ali other groups occurred around the year 1986. The changes in odds 

thereafier are in most cases statisticaliy non-significant (p>.05). Based on the odds increase. the 

groups that benefited most from the expansion of education and training provision sponsored by 

private ernployers in mid- 1980s were junior non-manual male workers (6.1 times more than in 

1975). followed by non-skilled manual ernployees (5.3 times). For female employees. it was 

junior white collar workers (3.7 times) and non-skilled manual workers (1.6 times). Nevenheless. 

the progress made at this rate has not been good enough to close the gap esisting between 

different occupational status and gender. 



Table 6.7 Likelihood of being recruited into employer-sponsored programs or courses by gender. 
occupation status and enterprise ownenhip, private or publicly owned, 1975 - 1995 (Percentage and odds 
ratio ) 

Pnvate scctor Public sector 

1973 1979 1986 1990 1995 1975 1979 1986 1990 1995 

5. - 
1 .O0 
0.31** 

6.4  
1 .O0 
0.30** 

I I  4 
1 .O0 
0.37" 

IO. 3 
1 .O0 
0.3 1 " 

9.6 
1 .O0 
O.? 1 *' 

I I  0 
7 0j-• -. 
0.64** 

I Y Y  
3.77.' 
1-12 

24.1 
1.43" 
0.9n 

21.3 
L17* * 
0.77 

19 4  
1. 19. 
0.47* 

Notes: 

1.  Perccntqcs rcfcr ro lhe proportion of rcspondcnts  ho rcponed IO habc taken at I c a t  one propan or coum sponsorcd b! iheir cmplo)crr. 
2.  Staristically sipificant ai ihe tevcl of .O5 (p-:.O>); '' ststisiicall) sipificrint ai thc Icvcl of 01 (p-..01 1. 

The development in the public sector appears more balanced. Al1 groups of both genders. 

with two exceptions. saw their odds ratios increase by around three times from 1975 to 1986. 

The two anomalies were female and male senior white-collar workers. The former were almost 5 

times more likely to be in receipt of employer support in 1986 than a drcade ago. and the latter 

had its odds ratios increased by less than two times during the same period. 

For women employees in the public sector. with the exception of senior white collars. the 

likelihood of participation continued to rise after 1986. al1 changes being statistically significant. 



indicating further education or training situation continued to improve for them. By contrast. 

none of the male groups registered any statistically significant increase in odds ratios for 

participation after 1986. 

With odds ratios set at 1 for non-skilled manual workers. Table 6.8 illustrates relative 

advantage in terms of employer support enjoyed by workers of other groups when compared with 

the lowest group in the occupational hierarchy. 

Within the private sector as of 1975. a female senior white collar worker was twelve 

times ( 1  2.6. p< .O 1) more likely and a female white collar employee at intermediate level was 

eight times (8.2. p< .O[) more likely than a female non-skilled manual worker to pet employer 

suppon for further education or training. At the same time. a junior non-manual worker was a 

little less than 2 times (1.9. p< .Os) more likely to receive suppon. 

Table 6.8 Likelihood of participation in employer-sponsored prograrns or courses by tender. 
occupation status and enterprise ownership, 1975 - 1995 (Percentage and odds ratio ) 

1975 1979 1986 1990 1995 
O'o Odds % Odds O'o Odds O 4  Odds " O  Odds 

Privatc Scctor 

Fsmalc Non-skillcd manual 3 .  1.00 3.1 1.00 9.0 1.00 8.8 1.00 2 I O 0  
SkiIlcd manual 5.3 1.51 6.3 1.09 12.1 1.34 8.3 0.96 22.1 2 . O Y * *  
Junior non-mruiual 6.8 1.86. 12.4 4..liW* 20.9 2.65" 71.1 1.78*+ J 8 2 .3 Ïo*  
Intrmdirur: nonnianual 13.9 8.16.. 22.4 8.97** 32.4 4.77.. 30.6 4.60" 3 3 07** 
Senior non-manual 33.3 IZ.5bCC 21.9 8.61°* 26.5 3.SJ0* 4'.3 9.10°* 33.0 3.53.. 

Male Non-skilled rnanurtl 2.2 1.00 5.3 1.00 10.3 1.00 10.' 1.00 ~ 0 3 1 . 0 0  
SkiIlcd manual 6.1 3.00°* 8.4 1.60. 12.9 1 . 8  15.' l.58** 21.3 t 06 
Junior non-rnanual ' 6  3.78.. 20.0 4.45** 33.2 4.3bC* 2'.4 3.22.. 2" ' 1.51" 
Iniermcdiatc noninanucil 12.6 13.43** 32.0 8.37** 38.8 5.55** 38.3 5.25" A Y S  2.49** 
Senior non-manual 18.8 10.59** 23.6 5.38** 41.9 6.54** 44.4 6.80+* JO 1 263. .  

- - 

Public Scctor 

Female Non-skillcd manual 5.' 1.00 11.0 1.00 16.3 1.00 19.4 1.00 4 . 2  1.00 
Skilled manual 6.4 1.09 19.9 t.00°*18.2 1.14 22.6 1 . 2  1 1.16 
Junior non-manual 11.4 2 . 5  24.1 2.55** 25.9 O 4 1 .  2.93" 33.9 I.60" 
In tmdiae  nonniand 10.3 1.91. 2.3 2.31** 2 - 0  i.9I1* 29.- 1.76** 36.5 I.80** 
Senior non-manual 9.6 1.80 19.4 1.92** 33.3 1.50'. 35.4 1.29** 35.3 l . Ï l**  

-- - 

Malt Non-skilled mariuril -.4 1.00 1 3  1.00 18.9 1.00 21.8 1.00 10.3 l.Il0 
Skilled manual 10.9 1.52 21.4 1.71 25.0 1.44 2 . 8  1.39 26.3 1.43 
Junior non-mûnual 156 2.24* 21.8 1.74 31.1 1.92'. 31.8 1.70 2 1 9  1.09 
intemdiate nonmual  20.5 3.13** 34.2 3.18** 46.5 3.72.. 40.3 :.JO** 38.3 Z.45** 
Senior non-mmual 20.9 3.24** 28.4 7.45** 34.6 2.15** 38.6 LX** 32.2 1.84. 

Notes: 
1. Perccntqes refer to the proportion of responden~ who reported to have taken at Icast one progriun or ioüïs<: sponsorcd by thrir 

employers. 
2. Thc odds mio is detïned as the one cornparing the odds of parliciprition in employer-sponsored education or training for 

respondents in the categop of non-skilled manuai with the equivalent odds in the other categories listeri in the table. 
3. Statistically signiticant at the level of .O5 (pc.05); *+ statisticdly significuit at the level of . O I  (p<.OI). 



Are there differences in education or training duration between different occupational 

groups and gender? Table 6.9 presents medians of total length of employer-sponsored 

educational activities undertaken by male and female workers of different occupational status 

and sectors, using data from 1979 and 1995. In Table 6.9. three categories are used to denote 

different occupational status. low (Le.,, non-skilled, and skilled manual workers). middle ( i  .r.. 

junior. and intermediate level non-manual employees). and high (Le.. senior level non-manual 

employees). 

As is s h o w  in Table 6.9. there appears to be a marked difference in length of training 

between male and female participants of training organized and paid for by private employers in 

1979 but the difference was reduced substantially by the mid-1990s. 

Table 6.9 Distribution of duration and median length of employer-sponsored education or training by 
occupational status, gender and organization ownership. 1979 and 1995 (Percentage) 

1979 1995 
Private Sector Male Female Male Fernale 
Occupationai status Loiv lliddlc High 1 . o ~  Middle Cligh Loir- Yiddlç Iligh Loir CtidJlc Cligh 
n 13j 4 3  99 ID' 0 31 319 3 200 7',8 4 116 
Length of training 
l m -  [han 3 d q : ~  4 . 4  18.5 16.2 36.4 27.9 25.8 39.5 25.6 25.5 45.0 37.3 18.4 
3 ro 6 d q s  40.0 34.6 53.3 35.5 41.7 48.4 37.6 34.6 38.5 31.7 33.5 33.6 
- ro IO dqvs 8.9 3 17.2 7.5 10.8 9.7 6.6 11.9 10.5 6.8 8.4 13.8 
II ro 3O&s 17.8 2 . 5  75.3 8.4 17.7 16.1 11.0 22.4 23.0 11.9 16.3 21.6 
.\fore rhm 30 das 8.9 4 .  8.1 12.1 7.5 0.0 5.3 5.5 7.5 4.7 4.5 7.6 

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 
Median (days) 5.7 5.7 6.7 3.9 4.6 4.5 3.4 5.7 5.7 3.4 4.3 5.7 

1979 
Public Sector Male Female 
Occupationai starus Low. ,Middle High Low Middlc: High 
n 140 17' 55 231 2-0 50 

Length of training 
/as rhan 3 Juys 18.6 12.6 5.5 13.9 14.1 18.0 
3 to 6 Jcs  43.6 42.5 45.5 42.0 34.8 36.0 
- ro /O dqw 15.0 18.9 20.0 19.0 18.1 14.0 
f / CO 3 0 d q s  0 19.7 21.8 21.2 27.4 20.0 
.\fore rhan 30 days 7.9 6.3 7.3 3.9 5.6 12.0 
Total IOO.O 100.0 100.0 100.0 100.0 100.0 
Median (davsl 5 .  5.7 5.7 5.7 6.9 5.5 

1995 
Male Fernale 

LON Middlc High Lon Middlc l{igh 
-5 91 42 126 1 46 



In 1979, of non-skilled and skilled manual employees (Le.. "low" occupational status) 

who participated in employer-sponsored education. more women (72%) than men (649%) 

undertook activiiies that lasted less than a week whilst more male (27%) than female employees 

(16%) received one week to one month of education or training. For training of more than one 

month. Female participants again led male participants with 12 percent versus 9 percent2. 

Overall. the median length of training for male participants was longer than that of tèrnales with 

5.7 days for men versus 3.9 for women. In 1995. more women than men in this category took 

less than 3 day training (45% versus 40%) whereas more men (38%) than women (32%) received 

3 to 6 days' training. Close to 18 percent of both males and females had one week to a month and 

slightly more men than women (5.3% versus 4.7%) had more than a month of training. The 

median length of training for men and women participants was the same. at 3.4 days. 

Of junior and intermediate non-manual participants ("middle" occupational sratus) in 

1979. more women (70%) than men (53%) took training lasting less than a week. On the other 

hand. more male (43%) than Female trainees (28%) took programs lasting one week to one 

month. and slightly more male than female participants (4% as against 2.5%) had training of 

more than one month. This pattern seemed to persist at least until 1995. with fewer male (60%) 

than female learners (71%) being trained for less than a week. while more male (34%) than 

female participants (25%) had from one week to one month's training. With training programs 

longer than a month. there was also slightly more male than female participants (6% vcrsus 5%) 

who benefited. 

The same pattern seemed to apply with senior white collar workers ("high" occupational 

status) who were participants of employer-sponsored education and training. In 1979. close to 

50% of men as opposed to 74% of senior women ernployees had short training courses lasting 

less than a week; 43% of males versus 26% of females had about one week to a month and 8% of 

males enjoyed prograrns longer than a rnonth. 

' To test if 12% is significantly different from 8.9%: 



By contrast. none of the senior women employees had any courses or programs longer 

than a month. The gap in training length for this group appeared to almost dissipate in 1995 with 

64% of senior male employees and almost the same proportion of female employees (62%) 

taking training for less than 7 days; 34 percent of males and a slightly higher percentage of 

females (35%) had one week to one month; nearly the sarne proportion of both genders (2.5% for 

male and 2.6% for female) had educational activities that lasted longer than a month. 

In summary. Table 6.9 suggests that in 1979. of al1 the rrcipients of employer-sponsored 

cducation or training, male employees in the private sector. regardless of their occupational 

status, took longer programs or courses than their female counterparts. By 1995. the programs or 

courses taken by female employees were of almost the same median lengths as those undertaken 

by male employees. except for workers with middle status. For that categorp. the median Iength 

of funher education and training was 5.7 days for male workers while that for fcmale workers 

was 4.3 days. 

In general. female workers have been less likely than male employees to receive 

employer support for their education and training. due mainly to the systematic discrimination' 

that results in women's relatively low labour force participation rates. working fewer hours 

(takinç up part-time jobs): leaving the labour force for considerable periods of tinie (having 

intempted careers): and the division of labour - women tend to hold different positions 

(Armstrong. 1996; McLaren. 1996). By contrast. male workers tend to have more employer 

support in their continuing education and training efforts because they tend to have continuous 

and unintemipted work careers; stay longer with firms and have jobs that require longer training. 

Some studies (e.g.. Vaughan & Benyman. 1989) conclude that most of the evidence 

points to a sornewhat higher incidence of training for women than for men. In this study. the 

result fiom analyzing the public sector seems to suggest this is only true to some degree for 

women employed in the public sector. where the gap in training appears to have dissipated by the 

mid- 1990s - slightly more women reponed receiving employer support than did men. 

Inferences regarding such systernatic discrimination c m  also be drawn from studies on barriers to participation in 
adult education and training (e.g.. Rubenson. 1996. 1997): wornen in OECD countries are much more prone than 
men to refer to family responsibilities. lack of childcare as reasons that prevent them from participating in further 
education and training. 



In addition. this study does not support the overall allegation that women nrcessarily 

receive a smaller amount of training than men. Based on estirnated median lengths of training 

duration, evidence indicates that. at Ieast in the public sector. women rrceive a slightly greater 

amount of training than men. 

These results point to a noteworthy phenornenon: considerable gaps in training between 

the lowest and highest occupational class appears to exist within gender as well as betwren males 

and females. particularly in the private sector. Using 1994/5 data as an example. female senior 

non-manual workers were three and a half times more likely than female non-skilled manual 

workers to be employer-supported while the comparable odds for male senior non-manual 

employees were only about two and a half times. 

However. it also appears that in the private sector. even senior non-manual Fernale 

employees are less likely to have been trained by employers than comparably-classed male 

employees. In 19945. 33 percent of female senior employees reported receiving additional 

training suppon from employers compared with 40 percent of their male counterparts who 

received similar support. 

Impact of Formal Educational Attainment 

The research litenture suggests a strong positive correlation bettvern the acquired level 

of formal education and likelihood of receiving employer-provided education and training. That 

is. the more formal education a worker has received. the more likely he or she will bcnefit from 

the employer's investment in human resource development. It has also been pointcd out that the 

major increase in the provision of employer-sponsored education and training has takrn place in 

since the 1980s. and has benefited mostly those at the higher end on the educational scale with 

the exception of those on the highest end. that is. graduate students. 

Sorne studies conclude that gaps between degree holders and high school graduates were 

narrower than those between college-educated non-degree students and high school completers. 

This indicates that workers who have sorne college or university education. but did not take or 

finish degree programs are the most likely group to seek or be brstowed with employer support 

in their further education or traininp. Finally. in conformity with status attainment theory. the 

influence of formal education would be substantially reduced or even disappear. as reponed by 



some studies. with the addition in the equation of controls for occupational status. the usual 

proxy for socio-econornic status or skills level of jobs. 

Table 6.10 presents the relationship between acquired highest level of formal education 

and probability of getting employer-sponsored education and training in ternis of logitic 

regression unstandardized coefficients. To aid interpretation. unadjusted odds ratios. and 

adjusted ratios by controlling gender, age, occupational status and other variables. are presented 

as well as cornparisons between different levels of forma1 schooling. Those who represent the 

lowest end on the educational scale (Le.. those who have taken less than 9 years of schooling) 

were set as the reference category with odds as 1. 

From Table 6.10. it can be seen that in the pnvate sector. it appears that the higher an 

employee's educational level. the more likely he or she is to get employer support for education 

or training. although the differences betwern the highest end and lowest end on the education 

scale appeared to narrow over the penod fiom 1975 to 1 W/j. 

Employees who had undenaken education beyond upper secondas lcvel were the most 

iikely to receive employer-sponsored education or training throughout the period except for the 

year of 1979. when the upper secondary graduates appeared to be on a par in the likelihood of 

receiving training with employees with college or university education. To be more sprcific. 

expressed in odds ratios. in 1973. compared with employees who had not finished clcmentary 

schooling. those who did were about 2 times (adjusted for age and gender. p<.Oj) more likely to 

receive employer supported education or training. The same odds ratios were about 3 times 

(pC.0 1 ) for employees who went on to upper secondary but did not complete: 4 times (p<.0 1 ) for 

upper secondary graduates and eround 6 times (p<.O 1 ) for those undenook post-secondary non- 

degree or degree education. 
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As illustrated in Table 6.10. within the period covered by this study. the rise in 

participation rate for employees who did not complete elementary schooling appears to be the 

Iargest and most steady amongst al1 the levels of education. Only about 4 percent of respondents 

reported participating in employer-sponsored courses or prograrns in 1975. but that figure almost 

doubled in 1979. I t  increased by 78 percent from 1979 to 198617. and was augmented by another 

65 percent over 1986/7 to 1994/5 period. 

Thus. taking 1975 as the base year. the overall rate of participation for this group almost 

quintupled by year 199415 (2 1.1 - 3.713.7= 4.70 times). Consequently. by 1995. one out of tive 

workers in this category reported taking at least one course through employer's sponsorship. By 

cornparison. the progress for other groups has been less dramatic and more capricious. For 

example. there was a moderate increase of between 19% to 25% in participation rate for 

employees with post-secondary education background from 1975 to 1979. followed by a fairly 

large increase of 50% to 64% from 1979 to l986/7. But. over the period from 198617 to 199415. 

this group suffered a drop of 8- 16%. 

For upper secondary çraduates. 1979 saw an increase of 73 percent over the year 1975. 

yet the increase from 1979 to 198617 was only a moderate 24%. Compared with 1986/7. the 

participation rate for this group decreased by II percent. Again. using 1975 as the base year. the 

relative rates of increase in participation over the sarne period ( 1975 - 19945) for upper 

secondary graduates. college and university graduates were 90% (26.0 - 13.7/13.7). 71% (32.0 - 
18.71 1 8.7) and 64% (30.5 - 18.611 8.6) respectively. 

The changing patterns of increase in participation rates for groups of different educational 

backgrounds during this period has to a great extent narrowed the gaps among them over time 

but has not adequately affected the overall picture of participation by different groups: the more 

educated are still more likely to be supponed by their employer for hrther education and 

training. By 19945. compared with elementary dropouts. the odds (adjusted for age and gender) 

of participation for employees who completed upper secondary or above was around 7 times. 

with 1.6 for upper secondary completen: 1.9 for college students and 1.6 for universitp degree 

holders respectively. al1 significant at the level of .Ol .  



The public sector, however. presents a less clear-cut picture from which conclusions can 

be drawn to indicaie that the more educated are more likely to get employer support for further 

education or training, at least for some of the years during the period f?om 1975 to 1995. 

Participation rates arnong different groups of educational backgrounds suggest gaps 

between the most educated and undereducated have been much narrower compared with those in 

the private sector. particularly during the 1970s and 1980s. 

As of 1975. workers with upper-secondary education in the public sector had the highest 

rate of participation, at 20 percent. Employees with university degrees were the second highest 

group with a rate of 14 percent. followed by post-secondary non-degree students and upper 

secondary dropouts. which had almost the sarne rate of participation ( 12 percent and 1 O percent 

respectively). At the lowest rate were workers who never went beyond elementary level of 

education: only around 7 percent of them reported taking some form of training supported by 

their employer. Thus. expressed in odds ratios. upper secondary graduates were the most likely 

çroup of employees to receive employer-sponsored education or training in 1975: they were 

more than 3 times more likely (odds=3.5. pc.0 1 ) to receive this kind of support than thosr who 

had less than 9 years of schooling. Comparable figures for college non-degree students and 

degree students are about 2.0 and 2.3 respectively. both significant at the level -01. 

In 1979. there appeared to be the greatest boost in participation for the groups at the 

lower end of the educational scale. The participation rate for those who had completed less than 

upper secondary \vas more than double the 1975 figure ( 114% for those who did not completr 

elementary schooling: 136% for elementary completers and 103% for upper seconda? dropouts). 

Meanwhile. those at the higher end made relatively moderate progress with an increase of less 

than 50%. The exception was the non-degree college students. who enjoyed an increase of 89%. 

The rise in participation rates for less educated groups did not fundarnentally change their 

unfavorable positions in the distribution profile but contributed to the narrowing of gaps with 

educationall y advantaged groups. 

As a resuit. upper s e c o n d q  graduates. though still leading in the participation rate. were 

only about nvice as likely (odds=î.Ol pc.01) to be supported by ernployen for educational 



endeavors compared with those who did not finish elementary. The sarne figures for non-degree 

college students was 1.7 (p<.01) and 1.5 (pc.05) for employees with a university degree. 

Due to the relatively strong increase of 89% in participation rate in 1979 over 1975. 

followed by a continuing increase of close to 50% in 198617 over 1979. ernployees who had non- 

degree college education became the group with the highest rate of participation in 198617 at 34 

percent. They were followed by upper secondary graduates. whose rate of participation rose to 

about 30 percent. an increase of 13% over 1979. The rate of participation for employees with a 

univenity degree also rose to 27 percent. up by 6% from 1979. Despite a fairly large increase of 

36% over 1979. those who took less than 9 years of schooling, together with those who finished 

elementary education, remained as the least likely group to receive employer support for training. 

An interesting phenornenon occurred in the public sector in 1991/5: employees who 

finished elementary education. after suffering a drop of 1 1% in participation rate in 1 986/7 

cornpared with 1979. doubled their participation rate to a high of 37 percent and thus became one 

of the most likely groups to receive employer's support for continuing education or training in 

the public sector. Until 199415 there had not bren any statistically significant differences 

between this group and those \ h o  received less than elementary education. This increase in 

participation in the mid- t 990s probably reflects the recent efforts on the part of ernployers in the 

public sector to raise the level of computer literacy among employees who have to operate in an 

increasingly high-tech and computetized work environment. Meanwhile. emplopees who had al 

least some post-secondary education remained among the categories with the highest rate of 

participation. However. as is s h o w  by odds ratios. the differences between groups of varying 

educational backgrounds were less than 2 times except for that behveen those who did not finish 

elementary and those who did. 

Retuming to Table 6.10. with a few exceptions and in both the public sector and private 

sector. differentials in terrns of likelihood of participation among workers of different 

educational backgrounds tends to disappear or becorne statistically non-significant once 

occupational status is controlled. The only exceptions are in the years of 1975 and l986/7. whrre 

in the private sector the links between amounts of education received and access to employer- 

sponsored education or training remain statistically significant and strong. 



As with surveys of most types of continuing education provision. studies on employer- 

sponsored education and training reveal a strong positive relationship between initial formal 

educational attainment and access to employer training, particularly noticeable at the lowrr end 

of the educational scale ( Vaughan. 1989; Dougherty, 1992 ; Kalleberg 1992: Leeuwen & 

Dronkers 1992: Psacharopoulos & Velez 1992; Benyman. 1995; OECD. 1997). Workers with 

more forma1 schooling have more employer support for their education and training than persons 

with fewer years of formal education. This seems particularly tme of the situation in the 

Swedish private sector while the picture is not as clear with the public sector. Throuçhout the 

period covered by this study (1 975- 1995). wider gaps existed in the private sector than in the 

public sector from the 1970s through the 1980s. By the mid- 1990s. the data indicate that 

differentials benveen college-educated workers and those who had not completcd elementary 

schooling were slightly larger in the public sector (odds adjusted for age and gender: 2.0. p<.O 1 ) 

than in the private sector (odds adjusted for age and gender: 1.9. p<.01). 

Workers who only completed a first-level schooling and tended to have the poorcst 

social-rconomic opportunities. rarely participated in employer-supported training in 1975. with 

about 4 percent in the private sector and 7 percent in the public sector. By 1995. one out of tïve 

workers in this category in both sectoe reported taking at least one course through employer's 

sponsorship. It would be interesting to explore whether this was the result of interventions in 

continuing education advocated for these people in those years (Leeuwen & Dronkers 1992). 

However. there is no consistent empirical evidence from this study to support the general 

trend depicted in the literature that the probability of receiving training increases significantly 

with the level of formal schooling. mainly at the higher levels (see. for exarnple. Psacharopoulos 

& Velez. 1992). Rather. the greater increases seem to appear at the lower levels. especially in the 

private sector. dunng the period from 1975 to 1994/5. This development has effectively 

narrowed the training gaps between the well-educated and the undereducated. but still is not 

adequate to compensate for the disadvantageous position of the latter and thus to wipe out the 

PPS* 

There is a general consensus in the literanire that college-educated workers would report 

larger increases in formal Company training than would less-educated workers and that tliis 

pattern was strengthened during the 1980s where there was a rapid expansion in adult education 



provision. However. this study does not provide supporting evidence for a sirnilar development 

with employer-sponsored education and training within the Swedish context. The results of data 

analysis suggest the rapid expansion in provision of training sponsored by employers seems to 

have started towards the end of 1970s and workers at lower ends of educational status were one 

of the major beneficiaries. 

Nevertheless, due to higher rates of participation in the radier years. any moderate 

increases for employees with higher levels of education at the end of the 1970s and during the 

1980s simply helped maintain the status quo. Thus. it still appears that workers with the most 

skills most frequently receive additional training. 

Previous studies have foutid that the more educated recrive more training. although somr 

found the relationship becomes negative for graduate education. Altonji and Spletzer ( 1991 ) 

report in their anal ysis that the high school/advanced degree di fferential in training is smaller 

than the high schooI/college differential. The findings from this study apprar consistent with 

evidence fiom these earlier studies. 

Although employees with graduate education were not investigated as a separate 

category. the analysis suggests that since 1979 employees with a university degree and above 

were siightly less likely in 1979 and much more so in the mid-1980s to receive employer 

sponsorship for their further education than those with non-degree college education. However 

such difference again seems to dissipate in the mid-1990s. yet it seerns rare for crnployees with a 

university degree to have an advantageous position when compared to those with only non- 

degree college education in tems likelihood of training. One would expect this result if 

education received in advanced degrees is a closer substitute for employer-provided training. or 

if the types of jobs in which advanced degrees are best utilized are less likely to be entry-level 

positions with a large training component (Altonji & Spletzer. 199 1 ). 

This. on the other hand. suggests that whether the job position a worker enters best 

utilizes what he or she has learned in school could be a more imponant factor that decidrs the 

training likelihood. Hence. Altonji and Spletzer ( 199 1 ). and Kalleberg ( 1992) report once the 

skill levels of jobs were taken into account in the equation of their studies. there was no 



difference among people with differing amounts of education in the probability of having had a 

formal course or of feeling that they needed additional training. 

The finding of this study provides further evidence for this virtual path through which 

effects of formal education acquired were transferred to the occupational status and thus its major 

influence on participation can be only observed indirectly. As shown in Table 6.10. once the 

employees' occupational status is included in the equation. the unstandardized coefficients for 

educational lcvels. particularly those of higher levels. are either substantially reduced or become 

negative. 

In sumrnary. it cannot be presumed that an increase in education will increase the 

probability of employer-sponsored education or training. The fact educated workers have highrr 

stocks of both specific knowledge and general skills and knowledge means they have a 

comparative advantage in jobs that require a large amount of specific knowledge and providc 

many opportuni ties for training. Consequentl y. we espect a positive link between education and 

training. and expect it will be less strong with controls for occupation (Altonji & Spletzer 199 1 ). 

Impact of Occuoational S tatus 

In this study. workers employed either by the private or public sector are classified into 

five categories on a hienrchical scale with the Brst two covering biue collar workers: semi- or 

unskilled manual workers. skilled workers. and another three categories denoting white collar 

workers: assistant non-manual workers. intermediate non-manual workers and senior non-manual 

workers which include professionals and executives. 

Table 6.1 1 presents percentagrs of participation and likelihood (in both unstandardized 

coefficients and odds ratio) in employer-sponsored education and training by Swedish workcrs 

by occupational status in 1975. 1979, 198617 and 19945. 
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In 1975, the rates of participation in the pnvate sector vary from a low of 3 percent 

among semi- or non-skilled workers to a high of 23 percent among white-colla workers at the 

intermediate level. At the bottom were semi- or unskilled workers. Skilled manual workers and 

junior white collar workers occupy the second level, with a rate of 6 to 7 percent. At the top 

level were non-manual workers at both intermediate and senior levels. 

Expressed in odds ratios. the likelihood of getting employer-sponsored training for non- 

manual workers at the intermediate level was 10 times (1 0.3, pc.0 1 ) that of manual workers 

without skills. The comparable odds for those senior non-manual workers was 9 (9.1. px.01). 

Both junior non-manual workers and skilled manual workers were more than 2 times more l i  kely 

than manual workers without skills to gain employer support for their further education and 

training. As differences in occupational status are to a great extent related to other factors such 

as age. gender and acquired level of education. adjusted odds ratio are also presented. Mode1 (2)  

includes in the equation age. gender. and highest level of education achievrd. When these 

additional factors are controlled. the di fference in the likelihood of get~ing employer-sponsored 

education or training between workers on different occupational scale only drops by 20 percent 

or less. 

In 1979 white collar worken at the intermediate level were the group with the highest 

participation rate at 30 percent. The next highest group was senior white collar workers with a 

rate of 73 percent. followed by junior white collar workers. whose rate reached 15 percent. an 

increase of more than double the 1975 rate. There was only an moderate increase (35%) for 

skilled manual workers. whose rate rose to 8 percent. up by 2% overall since 1975. Non-skilled 

workers had the lowest participation rate. at about 4 percent. (an increase of 54% over the four 

previous years). 

To use odds ratio to illustrate the differences in occupational status and their changes: 

compared with 1975. 1979's odds ratios of getting employer-sponsored training for intermediate 

and senior level non-manual workers as against that of unskilled workers decreasrd slightly but 

continued to show substantive differences of 9 times (9.4. p<.0 1 ) and 7 tirnes (6.6. p<.O 1 ) 

respective1 y. 

The odds for skilled manual workers also droppcd slightly to less than 2 times that of 

manual workers without skills. By contrast. the equivalent odds for junior non-manual workers 



were about 4 times (3.9, p<.O l), a nse of almost 50% over 1975. When age, gender. and highest 

level of rducation achieved are controlled as in Model (2), the difference in the Iikelihood of 

gening employer-sponsored education or training between workers on different occupational 

scales drops only by 30 percent or less, except with the junior white collar workers. whose 

adjusted odds remained almost the same as unadjusted. 

In 198617. due to the disparate increase in participation rates. some changes occur in the 

profile of distribution: with an increase of 76% over 1979. senior white collar workers rose to 

becorne the group with the highest participation rate at 40 percent. Non-manual workrrs at the 

intermediate level expenenced a relatively small increase of 33% and thus became the secocd 

highest group at 37 percent. The comparable rates of increase were 70% for junior white collar 

workers and 57% for skilled manual workers. Thus the participation rates for junior white collar 

workers and skilled manual workers now stood at about 26 and 13 percent respectively. At the 

[owest level were still the workers without skills with a rate of around I O  percent (but this 

represents an increase of 126% over 1979 rates). the largest increase among the occupational 

groups in that period. 

These changes are perhaps better reflected by the changes of odds ratios: compared witli 

1979. the l986/7's odds ratios of getting employer support for education or training for senior 

non-manual workers continued to be 6 times (6.2. p<.O 1 ) that of unskilled workrrs. By contrast. 

the corresponding figure for intermediate non-manual workers decreased to 5 times (5.4. px.0 1 ). 

a considerable drop of 42% over the 1979 figure. The same odds for junior non-manual workers 

stood at 3.2 (pc.01) whereas the odds for skilled manual workers fell to 1.4 (pc.05) and became 

non-significant when age. gender. and highest level of education achieved are accounted for as in 

Model (2). The same controls also decrease the differences in the likelihood between the senior. 

and intermediate non-manual workers and the non-skilled by aboui 30 percent. but has little 

effect on the rates between junior non-manual workers and the non-skilled. 

As illustrated by 199415 data in Table 6.1 1. the discrepancies in participation between 

white collar workers and blue workers continued to narrow while participation rates for manual 

workers. non-skilled and skilled. grew by about 70% over the 1987!6 figure. Though still 

remaining at the bottom of the distribution profile. the non-skilled workers showed a rate 



increase to 17 percent whereas more than one out of five skilled workers in 199415 reported 

having received employer support for their training. 

Relative to 198617, the white collar categones registered a very small negative increase of 

1 to 4 percent. Thus. the likelihood of participating in employer-sponsored education or training 

for a professionai or a senior manager was 3 times (3.1, pc.0 1)  higher than for a non-skilled 

worker. The respective odds were 2.7 (p.col) for an intemediate and 1.7 (pC.0 1 ) for a junior 

level white collar worker. Further, controlling age. gender and level of formal education in the 

equation has little effects on the odds ratios. 

As can be seen in Table 6.1 1. when compared with the private sector. the gaps in 

employer-sponsored education and training were much smailer among different occupational 

groups in the public sector. 

In 1975. the rates of participation in the public sector varied from a low of 6 percent 

among those non-skilled workers to a high of 17 percent among senior white collar employees. 

Non-manual employees of both intermediate and junior strata ranked at the second level. 

followed by skilled manual workers. with a rate of 15 percent. 1 3 percent and 9 percent 

respectively. 

Expressed in odds ratios. the likelihood of geiting employer-sponsored training for senior 

non-manual employees was 3 times (3.1. pe.0 1 )  that of manual workers without skills. Both 

intermediate and junior non-manual workers wrre more than two times more likely than manual 

workers without skills to gain employer support for their fürther education and training. The 

di fferrnce between skilled workers and non-skiiled workers is statistically non-signi ficant. 

When additional factors such as age. gender, and level of formal education are controllçd. the 

differences in the likelihood of getting employer-sponsored education or training between 

workers on different occupational scales drops only by 1 O to 25 percent. 

From 1975 to 1979. the public sector seemed to undergo the greatest expansion in 

employer-sponsored programs and courses dunng the penod covered by this study ( 1975 -1995). 

Although the increase was wide-spread and cross the board. skilled workers appeared to be the 

largest beneficiary, with participation rates more than doubling to 2 1 percent (an increase of 

129% over the 1975 figure). The rate for non-skilled workers also nearly doubled and rose to 

1 1.7 percent as cornpared with 6 percent in 1975. 



Of the white collar employees. those at the intermediate and junior levels increased their 

participation rates by 80 to 87 percent with their rates now standing at 27 percent and 24 percent 

respectively. The rate of increase for senior white collar workers was only about half of what 

other groups experienced over the same period and 25 percent of them reported receiving 

employer support for their fùrther education and training in 1979. The likelihood expressed in 

odds ratios of receiving this kind of support for white collar workers were around 2.5 times that 

for non-skilled manual workers. The comparable odds for skilled workers were 1.0 and is 

statistically significant at the level of .O 1.  

As shown by the data of 198617, the relative rates of increase in ternis of involvement in 

employer-sponsored prograrns or courses as compared with 1979 rates were rather moderate. and 

Vary from a low of 16 percent for junior non-manual workers to a high of 44 percent for workers 

without skills. The analogous figures for senior and intermediate white collars employees were 

38 percent and 25 percent respectively. The only exception was skilled workers. whose mte of 

participation remained almost identical to 1979. 

Consequently. the difference in the likelihood of participation between skilled and non- 

skilled manual workers again becarne non-significant statistically whereas those between white 

collar workers and non-skilled workers were about 2.5 times for intermediate and senior non- 

manual ernployees and a linle less than 2 times for junior white collar workers. 

Over the period from 1986/7 to 199415. the differences in participation between white 

collar workers and blue workers appeared to further narrower as the participation rates continued 

to grow by more than 30 percent for manual workers. the non-skilled and the skilled. over the 

l987/6 figure. The comparable growth rates for intermediate and junior white collar workcrs 

were just around 1 O percent and none for senior non-manual workers. Thouçh still remaining at 

the bottom of the distribution profile, the non-skilled workers had a rate increase to 23 percent 

whereas intermediate non-manual workers had the highest rate of participation at 73 percent. 

Thus. expressed in odds ratio. the difference in the likelihood of participating the group most 

likely to receive employer's suppon and the least likely group was only less than two times ( 1.9. 

p<.Ol). n i e  sarne odds were 1.7 (pX.01) for an senior non-worker and 1 .-I (p<.O 1 ) for a junior 

level white collar worker. No statistically significant difference can be found between skilled 

workers and non-skiiled employees. 



According to the participation literature youth or initial educational attainment is the 

antecedent variable consistently observed as the most poiverful predicicror of participation. B y  

controlling for initial educational attainment, the independent efecfs oj'uge and meusirres of 

social posifion have in sorne studies have been reduced to insignificance (Cookson. 1986). 

However. the results ofanalysis of this study indicate that in the context of education or training 

sponsored by employers. occupational status at the workplace is the more powerful predictor of 

chances of receiving such support: the sizes of unstandardized coefficients or odds ratios only 

drop by at rnost 30 percent and remain strongly statistically significant when age. gender and 

level of forma1 educational attainrnent are taken into account. 

Such conclusions are reasonable and conform to human capital theory and status 

attainment theory. which ofken see early formal education as just one of the means by which 

employees acquire knowledge. skills and attitudes of potential relevance to upward social 

mobility and thus can be employed as a variable to predict occupational status and eamed income 

(Husén, 1 974: Fagerlind, 1987; Tuij man, 1989). As Tuijnman and Fagerlind ( 1989) in fer in 

their study. the direct effect of youth education on continuing education becomes mediated and 

reinforced by the occupational positions held. In contrast. controlling for job characteristics as 

proxied by occupation lowers the effect of forma1 education in most of the participation 

equations in this study. Evidence indicates that job characteristics play a role in the positive 

relationship between education and formal employer training. with more educated workers sorted 

into jobs in which training is more important (Altonji & Spletzer. 1991: Tuijnman 1989). 

One of the critical issues in the research on participation has always been the unevrn 

distribution in continuing education and training opportuni ties for workers of di fferent skills. 

Thus workers who are already highly skilled receive large shares of training investments. while 

most medium- and low-skilled workers are not being trained at al1 (Bernstein. 1988: Hodson & 

Hooks. 1994). As Carnevale and Goldstein (1990) estimated. the United States businesses spend 

a great deal on training but very Iittle of this total is directed toward employees without college 

degrees. If occupational status is the proxy for level of skills at work. then the higher a workrr is 

on the occupational hierarchy the more likely he or she is to receive employer support for 

continuing education or training. To what extent has this been true with the Swedish context and 

to what direction the situation is headed? 



From the data analysis it can be seen that dunng the penod from 1975 to 1995. in the 

private sector. the participation rate for non-skilled workers has quintupled over the 1973 figure 

and those for skilled workers and junior white collar workers have more than tripled. In contrat. 

white collar workers at both intermediate and senior levels have seen their participation rates 

increase by only 56 to 86 percent. The development over the same penod in the public sector 

has been less drarnatic. The employer sponsored rate for blue collar workers in the public sector 

increased by 284% over 1975 rate. The same rate for skilled manual workers also increased by 

201%. The comparable rates of increase for non-manual workers were 143% for junior lrvel. 

15 1% for intermediate level and 104% for senior level employees. Consequently. as is s h o w  in 

odds ratios in Table 6.1 1. the gaps in participation between the senior non-manual employees and 

non-skilled workcrs was reduced by 66 percent in the private sector and 45 percent in the public 

sector. 

However. despite of this positive development over the years. the remaining gaps are still 

quitr substantive. I t  still remained true at least as of 1995. that the higher a worker is on the 

occupational scale the more likely he or she is to receive employer-sponsored education or 

training. Funher. it has bren more of a case in the private sector than in the public sector. 

In addition to the conclusion that the discrepancies arnong workers of diffrrent 

occupational levels have been getting smaller over the years. the data analysis also suggests that 

the substantive expansion of employer-sponsored training started as early as the end of 1970s. 

Over the period from 1975 to 1979. the participation rate for the public sector increased 

fiom 1 I percent in 1975 to a high of 20 percent in 1979. up by 82% over 1975 whereas the 

comparable increases over 1979 to 1986/7 and 198617 to 1994/5 periods were only 28 percent 

and 20 percent respectively. Total rate of participation in employer-sponsored education and 

training in the private sector also increased from 8 percent in 1975 to 12 percent in 1979. an 

increase of 5700 on the basis of 1975. The rate rose to 2 1 percent by 1986/7. an increase of 65% 

over 1979. This was followed by another nse of 23 percent by 199415 with the total participation 

rate in the private sector reaching up to around 26 percent. 

Caution should be exercised in interpreting these results. It is true that there are man! 

more non-skilled workers receiving employer-sponsored education and training today than about 

two decades ago. However. less than 20 percent of non-skilled workers participated in 



employer-supported education or training in 1995. Meanwhile, the majority (i.e ... more than 80 

percent of non-skilled workers) have not received at al1 any support from employers for thrir 

education and training. For thern, the gaps of training between themselves and participating 

workers are still apparent and real! 

6.2.3 Influence of other iob status indicators: Work Experience. Part-time or Full-timr. 
Supervisorv Role 

Besides occupational status. other job characteristics are also important factors in studies 

investigating the relationships between work and education. Previous studies reveal a cluster of 

factors determining chances of receiving training. Thus. also included in the logistic models in 

this study are variables that denote other job characteristics or positions at the workplace. such as 

wages. length of work experience. type of job (part- or full-time) and supervisory role. 

Length of Work Experience 

In the survey interview respondents were asked the year they started to be active in the 

labour force. thus the information on approximately how long a respondent has u-orked can be 

derived. 

Lenpth of work experience is included in the mode1 for prediction in this study dur to the 

fol lowing major propositions in the participation literature: Individuals with more work 

experience. both within the sarne organization and generally. will have more job-related training. 

From an employee's perspective. workers emploped by a firm ofken discover that promotions and 

wage increases are closely related to the extent they cm demonstrate to employers that they are 

more productive in their jobs. Such demonstrations are possible either by actuall y acquiring 

work skills or by being cenified as having acquired such skills. Thus. the prospect of receiving 

organizational rewards for improved work productivity moti\vates employees to se& out training 

opportunities for reasons of personal advancement. The longer a worker has been with a fim. or 

in the labour force more generally. the more opportunities he or she is likeiy to have for formal 

job training and the more compelling the reasons for participating (Kalleberg. 1992). 

From the employers' point of view. employers tend to invest in younger but e.rprrienced 

workers (Vaughan & Berryman. 1989). This is because 1) employers invest less in employees 



during their first five years in the labor market because employers are more apt to lose their 

investment in employee turnover. Newer entrants to the labor market are more likely to change 

jobs as they try to match career opportunities with their individual abilitirs and aspirations: and 

2) employers also want to deterrnine which employees are best suited for training - they have. in 

most instances. monitored their performances for several years. 

Since the information about how long a respondent has been with the same organization 

is not available. the variable Lengrh of Work Experience is used to identify individuals who had 

more work experience. both within the organization and generally. 

From Table 6.12 it c m  be seen that in both private and public sectors. length of work 

experience is positively correlated with participation in employer-sponsored education and 

training. Further. its importance also seems to have been increasing over time. In 1975. each 

additional year of work experience for a employee with a private Company was associated with 

an increase of .O1 6 in logit of participation. The same figure rose to -029 in 19945. an increase 

of about 80 percent over the year 1975. 

For an employee in a public organization. each extra year of work esperience also meant 

an increase of .O16 in logit of participation in 1975. but the figure was increased by 4 percent to 

.O23 almost twenty years later. It  is also notewonhy that. with the private sector data. the 

unstandardized coefficients for length of work experience remain strongly significant in the 

general models as well as after controlling age. gender. education and occupational status in the 

equations for al1 the years for which the information is available. Simiiar controls would reduce 

the same coefficients in the public sector data to non-significant except with 1994/5 date 

indicating this was only a recent development within the public sector to place emphasis on work 

experience as one of the major criteria for training consideration. 





Supervisorv Role 

Placing emphasis of funher education and training for those employees with supewisory 

responsibilities probably represents a strategy on the part of employers. particularly large 

rmployers, which tend to exhibit greater organizational complexity than small ones and therefore 

need to develop a tiered administrative structure with people who have executive. managerial and 

supervisory skills. It could also be a strategy of cost-effectiveness and efficiency for employers 

to focus on supervisors at the workplace so that information they acquire through forma1 learning 

settings could be disseminated to other workers through informal learning activities taking place 

at the production forefront. Hence. analysis of the data suggests. in confonity with the 

literature. that those employees with supervisory roles are oflen at an advantage in obtaining 

fùrther education and training supported by their employer. 

As shown in Table 6.12. in 1979, (1975 data does not contain information on 

respondents' supervisory status at workplace), in both private and public sectors. the likelihood 

of participating in employer-sponsored education or training for those employees with 

supervisory responsibilitiçs was more than 2.5 times higher than the non-supervisory (unadjusted 

odds = 2.7. p<.01 for private sector: and 3.6. pc.01 for public sector respectively). 

However. by 1994/5. differentials in the likelihood of participation were substantially 

reduced by 44% ( l . j  1 - 2.711271) for the private sector and by 37% (1.62 - 2.W1.56) in the 

public sector. Thus. being a supervisor at work in Sweden around mid 1990s would be about 1.5 

times more likely than employees having no such responsibility to receive employer support for 

their education or training. 

Who is appointed as a supervisor at the workplace usually relates to gender. age. level of 

forma1 education and other factors. More important. occupational status. as \ a s  pointed out 

earlier. plays a more crucial role at the workplace. It is thus not surpnsing when the data suggest 

the higher an employee is on the occupational hierarchy. the more likely helshe will have 

subordinates working under their supervision. For example. the 1994/5 data indicates that in the 

private sector. almost 60% of senior non-manual employees and 3 1% of intermediate non- 

manual worken had supervisory roles compared with only 7% of non-skilled manual workers 

who had subordinates. Of those who had a supervisory role in that year. nearly 80 percent 

(6O6/76 1) were white-collar worken. Such differentials were almost as wide in the public sector: 



42% of senior and 38% of intermediate non-manual workers had people working under their 

supervision. By contrast, ody  4% of non-skilled manual workers were assiçned such 

responsibility at work. Of those with supe~isory role in that year, 88 percent ( 5  19 /98)  were 

non-manual employees. 

Therefore, in this context, it is important to examine if the relationship is actual or 

spurious between having a suprrvisory role and participating in employer-sponsored educational 

activities. As indicated in Table 6.12, for both private and public sectors. rffects of supenkory 

role were reduced but remained significant when gender. age and level of formal education were 

controlled in the Mode1 (2). However. once the occupational status entered the equation as in 

Model(3). the effects of Supewisory Role in the private sector sub-sample becarne statistically 

non-significant. 

Such is not the case with the public sector. where the effects of Supemisory Role remain 

positive and statistically significant. A finer analysis as displayed in Table 6.12a in Appendix 

indicates that when occupational status is held equal. the chances of getting employer 

sponsorship for education or training are almost the same for those with and without 

subordinates in the private sector. The only exceptions were non-rnanual workers at junior level 

in 1979. Within that group. being a junior white collar worker and a supervisor meant having 

twice as many chances of getting employer provided training as non-supervisors (24% vs. I33'0. 

chi-square = 8.93. p = .003). For those working in the public sector. being a suprnisor or not 

did matter for al1 the occupational classes. For exarnple. in 1979. nearly 33% of those who were 

senior level non-manual workers participated in employer-sponsored education or training as 

compared 19% of those senior non-manual workers without supervison; title (chi-square = 7.57. 

p = .006). The difference between the same figure becarne small (39% vs. 30% : chi-square = 

4.12. p = .042). but still significant in 1994/5. Similar cornparisons and conclusions could be 

made and drawn for other occupational groups as is shown in Table 6.1 Za (in Appendis). 

Tvpe of Job: Part- or Full-time 

In general. part-time workers have fewer benefits than full-time workers. and education 

and training fom no exception (OECD & HRDC. 1997). As presented in Table 6.12. in 1975. 

the participation rate in employer-sponsored adult education and training for full-time employees 



working in the pnvate sector was about 8 percent compared with 4 per cent for part-time 

employees. By 199415, the participation rate for full-time employees rose to 27 percent and the 

rate for part-time employees to 18 percent. 

Within the public sector. full-time employees appeared to be in a similar position. with a 

participation rate of about 13 percent in 1975 compared with 6 percent for part-time workers 

during the sarne y ear. In 1 99W5 about 33 percent of full-time employees rrceived employer 

support for their education and training compared with 26 percent of part-time workers who did 

the sarne. Thus the evidence suggests the gaps between full- and part-time employees were 

reduced to a larger extent in  the public sector than in the private sector. Perhaps the differences 

are borne out more clearly in the odds ratios: while in 1975 full-time workers in both public and 

private sectors were twice as likely as their part-time colleagues to receive education or training 

supported by their employers twenty years later. the comparable odds were 1.7 times for full- 

time workers in the private sector and 1.4 times for their counterparts in the public sector. 

As part-time positions are more of a reality for women. and workers of low socio- 

economic status. once factors. such as age. gender and level of formal education and 

occupational status. are taken into account. the differences in the likelihood in participation tend 

to decrease by 10 to 25 percent in the private sector over the time period investigated in this 

study. ln the public sector. it was a decrease of 25 percent in 1979 data and 5 percent in 1990s' 

data . 

6.3.4 Im~ac t  of Workine Environment on Probabilitv of Receivinc Emplover-Sponsored 
Education and Traininq 

Wor-kers' Union 

Unions are the main organizations that represent employees in relations with management 

and that provide workers with a source of power and control in the employment relation 

(Kalleberg. 1992). The percentage of Swedish active labor force members who belong to a union 

is relatively hiph. having remained between 76 and 79 percent in the pnvate sector. The public 

sector appears to be more organized than the private sector with between 83 to 95 percent of the 

staff unionized in the public sector during the penod fiom 1 975 to 1 995. As in other industrial 

countries. a wide-ranging network of trade unions in Sweden protects the interests of employees. 



and in addition conducts prograrns that provide education and training for their members in 

particular crafts (OECD. 1995). They also bargain with management to establish job training 

programs that enhance their members' skills and market capacity. Thus, as the data indicate. 

during the period from 1975 to 1995, union members across the board have been more likely to 

have acquired employer sponsored education and training than those who were not union 

rnembers. 

As s h o w  in Table 6.13. in the private sector, about 9 percent of ernployees who 

belonging to a union reported having had at least a forma1 training course in  1975 compared with 

5 percent of non-union members. Due to the genêral expansion of the provision of employer- 

sponsored education and training since the 1980s. an increasing numbrr of employecs have 

benefited. 

Yet. the data shows that a similar ditTerentia1 remained at least as late as in 199-115 

between union members and non-union members. with about 27 percent of union mrmbers 

versus 1 8 percent of non-union members reporting having taken part in employer-sponsored 

education or training. In terms of odds ratio. over the period from 1975 to 1995. belonging to a 

union in a pnvately owned business meant employees were around 2 times more likely to receivr 

employer support in further training effons than a worker who was not unionized (odds =1.8 and 

1.7. pc.01. for 1975 and 1995. respectively). 

As indicated in the data. belonging to a union in the private sector is nepatively conelated 

with occupational scale. that is. the higher an employee is on the occupational hirrarchy. the lrss 

iikely he or she would be to join a union. Hence. the relationship between union membership 

and reception of employer sponsonhip for education and training becomes more succinct whrn 

occupational status in addition to gender. age and level of fomal education is controlled in the 

modei. Thus. compared ro non-union members. those belonging to a union were around twice as 

likely to have had a forma1 training course sponsored by their employers (adjusted odds =2.0 and 

1.8. p<.0 1. for 1975 and 1995. respectively). 







In the public sector. the relationship berween union membership and participation in 

employer-sponsored education and training seems stronger and is also on the increase. In 1975. 

12 percent of union members reported having taken part in employer sponsored programs or 

courses compared with 5 percent of employees who did not belong to union. In odds ratios. 

union members were nearly 2.5 times more likely than non-union members to receive employer 

provided training. By l994/5, the sarne odds ratio rose to 3.2 (pc.0 1 ) with 32 percent of those 

belonging to a union participating in employer supported education and training compared to 

about 13 percent of non-union members. Controlling gender. age. level of education and 

occupational status in the equation. the effects of union membership on participation are adjusted 

down only slightly and remain strongly significant (adjusted odds=1.8 and 2.7. p<.Ol. for 1975 

and 1993. respectively ). 

Influence on Decision-Making at Workplace 

During the interview. respondents were asked what degree of intluence do the. thinli they 

have personally on planning their work, deciding their work pace. arranging their working hours. 

breaks and holidays. Based on the answers provided. a composite index was created to 

categorize employees into three groups: workers with great influence. workers with some 

influence and workers with no influence at all. 

The results as displayed in Table 6.13a (in Appendix) suggest a grneral trend on the 

distribution of employees with different levels of influence on decisions made with regard to 

their work. The trend. which seemed to be similar in both public and private sectors. was that the 

number of employees who claimed to have no influence at al1 had bern declining ovrr time 

whereas the number of employee who acknowledged to having some or great influence was on 

the increase. Since data sarnples from four years were analyzed in this study. changes ovrr threr 

periods, that is. from 1975 to 1979. fiom 1979 to 198617 and from 1986!7 to 1994ij. c m  be 

traced and compared. 

In 1975. about 46 percent of respondents in the public sector indicated having no 

influence at al1 on the decisions made about their work. By 199415. this figure dropped to 33 

percent (a decrease of 13%). with each penod appearing to have a decrease of about 10 percent 

over the previous period. In the meantirne. the percentage of employees who indicated haïing 



some influence increased frorn about 50 percent in 1975 to 61 percent in 1994/5. During the 

same timr span, the number of employees who claimed to have a great influence had almost 

doubled. but it was only fiom 3 percent in 1975 to 6 percent. 

Compared with the public sector, the private sector seemed to have experienced a bigger 

decrease in the percentage of employees with no influence on the decisions about their work: in 

1975. approximately the same percentage of employees in the private sector as in the public 

sector reported having no influence on work decisions. This figure dropped over time by almost 

20 percent down to 28% in 1994/5. Over the sarne period. the percentage of employees who 

indicated having some influence increased from 17 percent in 1975 up to 61 percent two decades 

later. In the meantirne. the employees acknowledging having exerted great intluence on 

decisions about their work also increased from about 6 in 1975 to 1 1 percent in 199415. up bp 

around 5 percent. 

Table 6.13 shows a strong correlation between level of influence on decision making 

about one's work and the likelihood of participation in employer-sponsored education and 

training. In most cases it appeared that the higher the level of influence an employee possessed 

the more likely he or she would be to be supported by the employer for furthcr education and 

training. This is particularly evident for employees working in the public sector during the late 

1970s and mid- 1980s. For example. employees who claimed to have exerted great influence on 

decisions about their work were about 3 times (odds=2.8 and 3.2. pc.0 1. for 1979 and 19861% 

respectively) more likely than employees having no influence to get employer-provided 

programs or courses. After taking into account gender. age. level of Forma1 education and 

occupational status. the relationship remained strong and significant. and the odds ratios only 

dropped by 30 to 40 percent. Thus the likelihood of participation for employees with great 

decision influence was still nearly 3 times (adjusted odds=2.0 and 1 -9. p<.O l . for 1979 and 

198617. respectively) that of ernployees with no influence. Even with everything else held equal 

as in the general logistic mode1 (Mode1 4). the odds only decreased by another 6 to 7 percent. 

This trend seemed to continue as far as mid-f 990s is concerned. but the differentials 

between employees with differing levels of influence were smaller than the previous penods. 

Without any controls. the employees who had great influence on work decisions were about 

twice as likely to receive employer support as those with no influence at all. After age. gender. 



level of education and occupational status were controlied. the comparable odds decreased by 20 

percent. 

A very sirnilar, if not stronger. degree of relationship between level of influence and the 

likelihood of participating in employer-sponsored education can be described of employees 

working in the private sector over the sarne period. However. the differential between those who 

had great influence and those who had minimal influence on decisions about their work tended to 

be reduced to non-significant once occupational status entered the rquation. 

By contrast. in both 198617 and 199415 data only those who claimed to have some 

influence appeared, even after controlling similar factors. to be in a advmtageous position over 

those who had no influence in terms of benefiting from employer's support for further training. 

The results suggest that only this discrepancy perhaps represented the effects of working in a 

different workplace environment within the private sector. 

There may be at least two differing intcrpretations of the relationship brtween employees 

who have some say or great influence on decision-makings and the likelihood of participation in 

employer-sponsored adult education and training. One possible interpretation is to link this kind 

of educational provision with organizational structural change. In Sweden. as in other industrial 

nations. many organizations in recent years have experimented with participative management 

techniques in efforts to increase productivity. These techniques encompass sharing of decision- 

making. tearn-oriented labour processes and flexible specialization (Marsick. 1987: Hodson & 

Hooks. 1994) 

Participation in decision-making processes brings with it an expectation of changed roles. 

In these settings. employees are not told what and how to do. but asked to contribute ideas that 

would improve organizational effectiveness. Thus, the traditional roles of workers and managers 

change. leading in many cases to changes in the organizational structure itself. Some will change 

from giving orders to asking advice, and others from being told what to do to sharing ideas on 

how to proceed. Historically worken have not participated in Company decision-making 

processes and as a result are not equipped for this by experience. Hence the attempts to train 

workers for these new programs (Marsick, 1987). A parallel development is to build or maintain 

production regime based upon team-oriented labor processes. These processes may w l l  rrquire 



sizeable investments in labor training to build the capacity of teamwork (Hodson & Hooks. 

1 994). 

F ims  striving for flexible specialization are also obliged to make significant investments 

in labor training - and to rely upon and trust workers far more than in the past. In many 

circumstances, competitiveness often demands flexible specialization. For example. 

manufactunng f ims  are oflen responding to saturated markets by rapidly changing producis and 

technologies. In this case. a skilled labor force is essential to implementing rapid product and 

technological changes. but traditional definitions of skills and forms of training do not build the 

breadth and depth of skills required for flexible specialization. A post-Fordist production regirne 

would therefore build on the social capital of workers and be based upon trust because 

"conception and execution" are combined. Thrse are systems in which those who do the work 

have also detennined what work is to be done and how. 

Another possible explanation relates possession of influence on decision-making with 

power and privilege at the workplace. which is usually hierarchically stmctured. In thrse 

settings. the extent that employees have influence on decisions is connected with their positions 

in the structural hierarchy. such as occupational status. and supervisory roies. The higher an 

employee is on these scales. the more powerful he or she is in decision making. As pointed out 

earlier. factors such as occupational and supervisory status are hiçhly correlated with the 

likelihood of receiving employer sponsorship for training. Hence for these employees. the 

relationship between level of decision making and the chances of receiving employer-sponsored 

education and training could be to some extent spurious. Once variables such as occupational 

status. level of formal education and other indicators of job status are taken into account. the 

relationship would be weakened or even reduced to non-significant. Such seems to be more of a 

case with the private sector. 

Leamine; O~portunities and Personal Satisfaction in the Workplace 

With regard to learning opportunities in the workplace. respondents were asked dunng 

the interview if their jobs provided great possibilities to leam new things. The inteniew also 

contained the following question: Which of the following statements best describes your present 



job? Respondents were to choose 1 )  gening paid as the most important: 2) gerting persona1 

satisfaction as the most important in addition to pay; and 3) don't know. 

What is implied in the answers to these two questions are perhaps subject to 

interpretations. ïhey could possibly just describe things related to the workplace environment as 

much as the characteristics of each individual's job. When a respondent admits that his or her 

job offers great possibilities to l e m  new things, it could be that his or her work is percrived to 

be demanding. challenging or deeply involved with advanced technologies. Or it could simply 

mean a job that gets him or her travelling to exotic places. On the other hand. it could describe a 

workplace in which the respondent. like other fellow employees. is engaged in both problem 

posing and problem solving or a work environment where there is a lot of contextual or 

situational leaming taking place, both in formal and informa1 formats. 

By the sarne token. an employee that believes there is potential to get personal 

satisfaction from the job in addition to income. could perhaps signai he or she is findinç his or 

her persona1 and career objectives are being materialized. .As well. it could also reveal a view of 

work that is believed to be developmental. participatory and self-authorizing. and prrhaps full of 

leaming opportunities. thus possibly an indicator of the work environment. 

Table 6.13a (in Appendis) shows that in 1975's survry. close to 60 percent of ernployees 

in the public sector reported that their jobs offered them great possibilities to l e m  new things 

and this figure increased to 65 percent in 199415. By cornparison. 50 percent of the workers in 

the private sector reported the same. But by 199415. the corresponding figure for the private 

sector rose to 63%. very close to that of the public sector. 

Table 6.13a (in Appendix) indicates that there have been constantly more employees in 

the public sector than in the private sector who indicated that the most important aspect of their 

job was to get personal satisfaction in addition to getting paid. In 1975. respondents empioyed 

by the public sector who made such statements amounted to 78 percent versus 6 1 percent of 

workers in the private sector. Two decades later. the percentagc in the public sector increased to 

86 percent whereas that in the private sector rose to 73 percent. according to the 19945 surveys. 

In addition Table 6.13a (in Appendix) shows the correlation between possibilities to 

leam new things and persona1 satisfaction at work with respondents' personal characteristics. 

such as age. gender. the highest educational achievemrnt and occupational status. and the le\.-el of 



influence on work decisions. The result strongly implies that. inasmuch as it might be true that 

the "Information Age" or "Knowledge Society" has arrived. it could only have been a teality for 

certain groups of people as the proportion of employees whose jobs were associated with 

opportunities of learning new things has remained relatively unchanged from 1975 to 1995. 

The resuits indicate that not only are these two questions positively correlated with cach 

other but also they are positively correlated with occupational class. rducation level. and lrvel of 

influence on decision making at work. In addition. having great possibilitics to leam new things 

are negatively correlated with age and being female. meaning the younger the woker the more 

likely he or she would be to report his or her job offen such possibi lities at work and more men 

than women would so claim. It also appears that whether or not a worker with a public 

enterprise chose to Say personal satisfaction was the most important for his or her work was not 

statistically related with age whereas the reverse was true for a worker from a private sector: the 

oldrr the worker. the more likely he or she would be to claim that personal satisfaction was the 

most important aspect of work. As well. the results indicate that more women than men in the 

public sector chose to make such a statement during the interviews whereas this was true only 

during 1975's and 199415's surveys for the private sector. 

Refemng back to Table 6.1 3 it can be seen that there has been a significant relationship 

between the jobs that offer possibilities of learning new things and participation in employer- 

sponsored education and training throughout the period covered by this study ( 1975 to 1995). 

Whilst the relationship appeared to be stronger in the private sector than the public sector. as 

shown in both unstandardized coefficients and unadjusted odds ratios. aftrr taking into account 

al1 other factors as in the general logistic model (Mode1 4). the differencr become very small. 

For exarnple. in 1986/7. having a job that ofTered great possibilities to learn new things in the 

private sector increased the logit of receiving employer sponsorship by 1.10 (p <.O 1 ) or the 

likelihood of participating in employer-sponsored education and training was more than 3 times 

higher for those who had great opportunities to Iearn new things at work thari for those who did 

not. Other things equal as controls imposed in Mode1 4. the comparable figures reduced to a 

logit of .5 1 (piO1) and odds of about 1.7. 

For those workers in the public sector during the sarne period. having a job with 

opportunities of acquiring new knowledge meant an increase of .63 (p<.O 1 ) in logir of 



participation or the likelihood of receiving enlployer support for education was almost twice 

(odds=1.9) higher than having a job without such opportunities. Afier controlling persona1 

characteristics. work status and other work environment variables. the corresponding logit of 

participation reduced to -35 (px.0 1 ) or 1.4 in adjusted odds with odds of people without such 

opportunities set as 1. 

It can thus be concluded that employers of those institutions where there is a demand for 

upgrading or updating knowledge tend to invest more in developing human resources by 

providing their staff with more training. More importantly a strong association between informa1 

learning and formal learning at the workplace. albeit it is still subject to funher study to 

detemine whether the relationship is one way and causal or reciprocal and cornplementary. 

Comparing responses of those who said the importance of work was to get personal 

satisfaction and those who answered othenvise. significantly more of the former received 

employer support for their education and training than the latter (see Table 6.13). In addition. 

this relationship appeared to be stronger in the private sector than in the public sector at least 

dunng 1970s and 1980s. However. as mentioned earlier. the pursuit of personal satisfaction was 

related to personal characteristics and work environments. Once these factors were takrn into 

account. the relationship between perceived imponance of persona1 satisfaction was still strongly 

related ~vi th  chances of receiving employer support for education and training with public 

employees while it was reduced to non-significant for employees within the private sector. 

Compdng l986/7 data with 1994/5 data, a change is evident: while the gap in training 

between those who sought persona1 satisfaction and those who did not appear to b r  wider in the 

privaie sector than the public sector in 1986/7 (adjusted odds ratios: 1.9 versus 1 .S.  p<.O 1 ). the 

reverse was tme in 1994/5 (adjusted odds ratios: 1.2. pC.05 versus 1.6. pc.0 1 ). 

If personal satisfaction cm be mostly derived from a job that carries the potential of 

career mobility. it could be concluded that employer-sponsored education and training. although 

usually of shon duration. tends to occur or be sought more often in those rnvironments where 

work is percrived as developmental or at least targeted towards helping those employees in their 

career developrnent. As inferred from the earlier analysis. this has been particularly me for 

employees in the private sector since the 1980s. but perhaps since a rnuch rarlier date. at least 

1979. for employees within the public sector. As Wong and Siegerist ( 1989) point out the actuai 



decision (on training) was govemed by a weighing of the demands of the workplace and an 

estimation of one's own capabilities and expected benefits. These factors have a different weight 

for people with different personal characteristics (age. sex. socio-economic status. educational 

level). 

Relationship between Industrial Sectors and Emplover-supported Education and Training 

In the participation Iiterature. sector of economy is consistently regarded as one of the 

major factors associated with the likelihood of a worker receiving some support for education 

and training from the employer. In a nutshell. the ownership of an enterprise. changing rates of 

employment, levrl of technology adopted. level of labor force qualification and competencr. 

management structure. market orientation of the service. among other things. are ofien 

mentioned as contributing circumstances influencing the extent to which employers invest in 

human resource developrnent (Nash & Hawthorne. 1987: Psacharopoulos & Velez. 1992: OECD. 

1997). 

In this study. the concept of employment sector is dealt with at three differing levels. with 

ownership of enterprises at the macro level. It is believed that whether the enterprise or 

institution belong to the public or private sector would lead to different philosophies and 

expected outcomes guiding the decision-making on provision of further education and training. 

Treated at the micro level were such factors as influence on decision-making about one's work. 

extent to which employers are organized. opportunities of leaming new things at work. all of 

which could be closely related to and vary in a specific workplace environment. In this section. 

industrial sectors. which are considered as a meso-level concept of the employment sector. are 

exarnined for possible relationships between the extent of employer-sponsored education and 

training with charactenstics of a particular sector in ternis of changes during the period from 

1975 to 1995 in its share of the national employment distribution. the nature of production or 

service. the yeneral qualification and cornpetence of the labour force. and restructuring of the 

economy. 

As shown by the results from the general multivariate logistic models. industrial sector 

was a significani predictor for the probability of participating in employer-sponsored education 

and training. even afier statistical adjustment for a11 other variables in the models. 



Table 6.14 displays the rates of participation and odds ratios for each industrial sector in 

the years 1975. 1979. l986/7 and 19945. Several trends c m  be detected. In general the 

expansion of employer-provided further education and training since the late 1970s has affected 

nearly a11 the sectors at varying degrers with discrepancies between sectors subsequently on the 

decline. 

In 1975, except for banking, financial and real estate services. al1 other industries in the 

private sector had a participation rate under 10 percent. Two drcades later. at the lowest level 

were such sectors 3s agriculture. mining. and sectors of non-professional services. al1 with nrarly 

one out of five employees having taken at least one course or program supportrd by their 

employers. Nevertheless. as shown in Table 6.14. differenccs in terms of odds ratios between 

certain sectors were still far from dissipating at least by the mid- 1990s. Throughout the period. 

banking, financial and real estaie services Ied in the participation rates within the private sector. 

with 22 percent in 1975 incrrasing to 34 percent in 199415. 

In contrast. at the lowest level was agriculture and mining. whose rate rose from a ~ c r y  

low of 1 percent in 1975 to 18 percent in 1994/5. Notewonhy was that communications in the 

private sector. which seemed to have had the swifiest progress. rose from the second lowrst in 

1975 at 3 percent to the second highest in 19945 with a rate of 29 percent. This wûs also the 

case in the manufacturing sector. whose rate of participation more than doubled o w  1975 rates 

and reached 78 percent in 199415. Following closely behind were service sectors. othrr than 

banking and financial institutions. such as utilities. construction. private educational. cultural and 

recreational services. and sales. hotels. restaurants. with rates of participation ranged from 19 to 

23 percent in 199415. 

Expressed in adjusted odds ratios with gender. age and level of education held constant. 

by 199415 workers in banking and othrr financial institutions were twice (odds=2.1. p<.O 1) as 

likely to receive employer's support for education and training than those in agriculture and 

mining industries. The comparable odds for communications and manufactunng industries were 

a little less than 2 times with 1.8 and 1.7 respectively. both significant at the level of .O 1. 

Not surprisingly. banking and insurance companies also lead in the extent of employer- 

provided education and training in the public arena. with participation rates between 3 1 percent 

to 38 percent during the perîod fiom 1975 to 1995. Also noticeable are the changes in public 



administration. Until 1 979. public administration lagged behind the financial sector with a 

participation rate of 20 percent in 1975 and 28 percent in 1979. But. by l986/7 and 19945. its 

rates of participation increased to 39 and 36 respectively, and thus became the highest arnong the 

sectors in the public domain. In comparison with employees in public cultural and recreational 

services. those in public administration and finance were about three times as likely to benefit 

from employer support in 1986/7 and two times as likely in 199415. 

During the same period. education, research and health sectors more than tripled their 

participation rates. with the largest increases in the public arena. As early as the mid-1970s. 

these public non-administrative services were the sectors with the lowest level of training: only 

about 7 percent of the staff in educational institutions. research and health organizations 

participated in employer-provided education or training. in 1979 this figure more than doublrd 

to 16 percent. By 199415. up to 30 percent of employees in education. resrarch and health 

sectors received employer support. As well. both public transponation and cultural senices 

doubled their employer support for further education and training during the same prriod. 

With public transponation. the participation rate rose from about 14 percent in 1975 to 

3 l percent in 199415 while the participation rate for cultural services was 23 percent in 1994/5 as 

opposed to 10 percent in 1975. Relatively moderate progress was made by the public 

communications system as its rate of employer suppon rose from around 13 percent in 1975 to 

20 percent twenty years later. an increase of 78% over the period. 





In summary. the extent of employer-sponsored adult education and training is associated 

with a variety of factors such as educational attainment of the working population. demands of 

skills at work, restructuring of the economy and development of technology. management 

structure and nature of production or service. Therefore. the changing pattern in tems of 

participation rates during the period fiorn 1975 to 1993 is mixed. 

First of all. if the educational attainment of employees is a proxy for qualifications and or 

skills demands at work. it could then be inferred that the rates of employer support for funher 

education and training CO-vary with the demand for skills at work. As Bartel and Lichtenberg 

( 1996) point out. employers in sectors where employment is growing require better-educated 

employees. Financial services. public administration. and professional services - three rapidly 

erowing sectors - employ more-rducated workers than agriculture. mining. wholesalc trade. and * 

manufacturing - sectors whose share of national rmployment has either been falling or growing 

more slowly. This pattern reflrcts. in part. the effects of increased international tradr and new 

technologies. Hence. not only c m  it be found that the rate of participation is generally higher in 

the public sector than the private sector as reported by many studies (Psacharopoulos & Vrlez. 

1992: OECD & HRDC. 1997). but as well. the highest rate of participation can be found in 

public administration and banking. insurance. and real estate. rducaiion. rrsearch and hralth 

sectors. where post-cducation is most common among employres. In these sectors of the 

economy. cscept for education. research and health institutions. employrrs were more likely to 

receive employer-supported education than those in other industrial sectors throughout the period 

from 1973 to 1995. The extensive employer suppon for funher education and training within 

education. research and health sectors was only a recent phenornenon and prrhaps a result from a 

long-term. gradua1 process rather than an abrupt change (see Table 6.14). 

On the other hand. the magnitude of increase in the extent of employer suppon is closely 

related with the restructuring of the economy. I t  appears that the increase of employer suppon 

more of-ten OCCLUS in those sectors where the needs of training become acute as the sectors 

undergo domsizing. restructuring and become more technology-intensive. For instance. as 

previously mentioned. agriculture. mining. wholesale trade. and manufactunng wrre the sectors 

whose share of national employment had either been falling or groowing more slowly From 1973 



to 1995. Thus, for those sectors, the rates of participation were increased by between two to 

thineen times over the period. 

6.3 Summary 

In this chapter. by drawing on recent survey data and multivariate analytic procedures. 1 

attempted to shed some light on how the topography of Swedish adult education has changed 

over the past decades and what individual and or contextual factors exerted a strong intluence on 

workers' access to employer-sponsored education and training. In particular. the study focused 

on whether an enterprise or institution belongs to the public or private srctor l a d s  to difkrent 

philosophies and expected outcomes guiding the decision-making on provision of further 

education and training. 

Several key findings were specially noteworthy and could have important implications 

for policy measures. adult rducation theory and practice. and future rescarch with regards to 

lifelong leaming in geiieral. and further education and training for workforce in particular. Thesr 

discussions are present in Chapter 8. 

In the following chapter. Chapter 7. some possible socio-economic outcomes of 

employer-sponsored adult education and training and their impact on participants' well-bçing are 

explored. Specifically. the questions of interest include whether employer-sponsored adult 

education and training is significantly related to the subscquent participation in similar 

educational activities. earninçs. occupational stability and mobility . 



Chapter 7 

OUTCOMES OF EMPLOYER-SPONSORED EDUCATION AND 

TRAINING: PRESENTING THE RESULTS (2) 

In the previous chapter a broad picture is painted of the overall patterns and determinants 

of employer-sponsored education and training arnong various Swedish employee groups in the 

past few decades. The purpose of the current chapter is to look into some possible socio- 

economic outcomes of this kind of adult education and training and their impact on participants' 

well-being. Specifically. 1 am interested in finding out whether employer-sponsored adult 

education and training is significantly related to the outcomes of interest. such as subsequent 

participation in similar educationai activities. earnings, occupational stability and mobility . In 

addition. whether these identified effects last for a long duration will be explored. 

How adult education and training affects participants' wcll-being has been the subject of 

a number of recent studies (cg.. Nordhaug. 1987: Tuijnman. 1 989: Gooderharn. 199 1 : OECD. 

1997). These studies generally use employment. productivity. and wages as indicators of socio- 

economic outcomes from participation. after controlling for social. economic. and initial 

educational factors that can both influence the participation in adult education and V a r y  the 

outcomes. Particularly. longitudinal studies are carrird out to identiS, long-term effects of adult 

education and training. A general consensus among researchers seems to be that receiving 

organized adult education and training is associated with employment stability. upward 

occupational mobility. increased productivity and gains in wages (Bloom. 1 98-1: Lillard & Tan. 

1986; Tuijman, 1989: Wholey. 1990; Couch. 1992; Leeuwen & Dronkers. 1992: Schiller. 1994: 

Zweimuller. et al.. 1996). Lillard and Tan (1986) also concluded that. when compared with other 

types of training. firm training had a greater impact on earnings than did training from an) other 

sources. 

However. the results across these studies are inconclusive and not easg to generalize 

(Tuijnman. 1 992aj. pmticularly with reference to the outcomes of employer-sponsored education 

and training. This is because 1)  in most of these studies. the only distinction drawn arnong a 

variety of adult education provisions is whether the learning activities are work-related or for 



leisure purposes; 2) most research is limited in that only a particular dimension of outcornes. 

most prominently economic benefits, is examined; and 3) most studies understandably 

investigate a pvticula. sampled population with ubiquitous demographic characteristics. 

Therefore, more studies on different dimensions with varied populations are wonhwhile in order 

to overcome the limitation of only scanty and oblique information that has so far been providrd 

on the impact of employer-sponsored adult education and training. 

This chapter. given the panel component of the Swedish Living Conditions Survey and 

set of measurements available in the data. intends to address questions having to do with the 

recipients of employer-sponsored training in Sweden over the period of 1975 - 1995. and how 

their experiences in such adult education and training related to the subsequent labor market 

participation and socio-economic well-being. Specifically. 1 am interested in rxploring to whût 

estent employer-sponsored education and training has influenced participants' earnings. 

occupational stability and mobility. fùnher educational activity participation. The chaptrr 

contains the following four sections that explore the possible impact of employer-sponsored 

education and training on Swedish workers' 1 ) recurrent education and training: 2) earnings: 3)  

occupational stability and mobility. 

7.1 Impact of employer-sponsored education and training on recurrent education and 

training 

As pointed out in the review of literature (Chapter 4). empirical evidence from 

longinidinal studies (e.g.. Bergstein. 1980: Mincer. 1988; Altonji & Spletzer. 199 1 : Tuij nman. 

199 1. Rubenson. 1996) shows that one of the characteristics of further education and training is 

its recurrent nature or 'serial correlation of training measures' as is termed in the training 

literature. That is. participants of adult education and training are usually more inclined than 

non-participants to take on subsequent education and training programs and thus. their current 

involvement in adult education and training c m  at least be partly explained by their preleious 

expenences of similar activities. Employees trained in one job are also more Iikely io be trained 

in subsequent jobs (Mincer. Vaugharn & Berryman. 1989). Thus. an important question about 

adult education and training is whether and to what degree individuals differ spsternaticall~ in the 



extent to which they engage in Further education and training over their careers (Altonji & 

Spletzer, 199 1 ). 

The panel component of the Swedish Living Conditions Survey (ULF) collects 

information on the sarne individuals every 7 to 8 years. If it is reasonable to assume that a 7-8 

year period is long enough to cover an individual's transition from one stage to the next in 

hisher career life, it is then possible to use the data to test the hypothesis whether participation 

in employer-sponsored education and training at one's earlier career stages influences his or her 

participation at later career stages. Given the context of this panel data set. the evidence bring 

specifically sought for is that. whether an individual employee who received employer support 

for further education and training in 1979 continued to receive such kind of education or training 

in 198617 or even in 19945. To put the sarne question differently. the objective of the analysis 

becomes to find out, to what extent the participation in employer-sponsored education and 

training in 199415 by a Swedish worker is related to hislher participation in the similar activities 

in rarly career stages. such as during the periods of 1979 and 198617. 

To answer this question. the analysis has to be restricted to the respondents who have 

been followed up since 1979. the base year when the panel data started to be collectrd. The data 

set for analysis has also to be restncted to those who were 'currently' employed either as full- or 

part-time rmployees in 1994/5. since only employees in active employment would be able to 

undertake education and training sponsored by the employer. With these two criteria. a sub-data 

set was drawn fiom the panel data. That results in a total of 1. 83 1 observations. with 987 (54%) 

being employed by the privatr sector and 844 (46%) by the public sector. The analytical 

procedures employed were to first describe how ofien the respondents reponed having received 

employer-sponsored education and training during the three penods when inteniews were 

conducted. and then. characteristics were compared between those who appeared more actively 

involved and those who participated less actively. Finally a multivariate procedure using logistic 

regression was employed to formulate a regression mode1 for the purpose of testing if. for a 

Swedish worker. the participation in employer-sponsored education and training during his or her 

earlier career stages (Le.. in 1979 and 198617) has an independent impact on hisher participation 

in sirnilx activities at later career stages (Le., participation in employer-sponsored education and 



training in 1994/5), after controlling for variables on demographic characteristics. nature of job 

and work situation. 

Base year 1979 First Follow-up 198617 Second Follow-up 199415 

Figure 7.1 Participation in rectvrent education or training sponsored by 
employers. outjlow distribz~tions (Panel data. nmbers and percenrages) 

Figure 7.1 shows that 1.588 (87%) working employees followed in the panel component 

did not receive any employer-sponsored education and training in 1979. Of these employees. 1. 

26 1 (79%) were not recruited either during the subsequent follow-up ( 198617). Of the cvorkers 

who participated in employer-sponsored education and training in 1979 - 243 (1  3%) employees 

followed in the panel. 1 1 1(46%) indicated having participated again in the first follow-up 

(1 986/7), while 132 (54%) did not. 

Figure 7.1 also indicates that 1.393 (76%) working employees followed in the panel were 

no1 supponed by their employers in their hrther education or training in the tirst follow-up 

(1 98617). Of these non-participants. only 354 (25%) indicated receiving employer's support for 

training in the second follow-up (19945). while 1393 (75%) were not involved at all. By 

contrast. of those participants (438.24%) in the first follow-up. 187 (43%) continurd to be 

Participants 

(n=54 1 ) 
n= 187 (4?.7?/0) 

b 
Participants 

(n=243) 

Non-participants 

(n=1588) 

n= 1 1 1 ( J j .70/~)  
b 

Participants 

(n=43 8) 

n = 1 3 j  1 (79..1OlO) 
b 

Non-participants n= 1039 (74.tj0,i) Non-participants 

(n= 1393) i 
O (n= 1290) 



involved in the learning activities supported by employers, compared with 25 1 (57%) who were 

not. 

If, as mentioned earlier, a span of about 7-8 years can be looked at approximately as a 

stretch of stage or phase in one's working life. the data flows of participants and non-participants 

in Figure 7.1 would seem to suggest that perpetuation in non-participation is more prevalent than 

participation in the context of employer-sponsored education and training. Namely. the majority 

of the workforce who did not receive employer support during an earlier career stage would 

continue to be shunned frorn such support during the subsequent career stage. By comparison. a 

littie less than half of those who got supponed from employers for their continuing education in 

an earlier stage were also found in this category during a subsequent follow-up. 

Base year 1979 Firs t Follow-up 198617 Second Follow-up 199415 

Participants n=jz (16.8%) + Partic i pants 
(n=l 1 1) 

Participants 
(n=243) 

Non-panicipants 
n=84 (63.653 

(n= 132) * (n=l43) 

Figure 7.2 Participation in recurrent education or training sponsored 
by employers, ozrtjlow distributions by initial participation status in 
19 79 (Panel data, nurnbers and percentage) 

Figure 7.2 funher indicates that of 1588 non-participating employees who were fo 

in the panel component. 955 [60%. or 52% of the whole data set ( n = 183 1) studied ] were not 

involved in employer-sponsored training in either of the two follow-ups. In contrast. of 743 who 



received employer support initially in 1979. 52 of [2  1 %, or 3% of the whole data set (n = 183 1 ) 

studied] indicated continuing to receive support in both of the follow-ups spanning about 16 

years. On the other hand, of 1.588 non-participants in 1979.327 (21%) took part in employer- 

supported education in the first follow-up (1 986/7), and 135 of them (4 1 %) continued to receive 

employer sponsorship in the second follow-up (1 994/5). B y comparison. of 243 who 

participated initially in 1979, 132 (54%) became non-participants in the first follow-up. Of these 

changen, 86 (65%) were not involved in employer-sponsored education either in the second 

follow-up. 

Table 7.1.1 displays a comparison of the rmployees who were actively involved in 

employer-sponsored adult education and training and those who were less active. with respect to 

age, years of forma1 schooling, occupational status in 1994/5 and influence on decision making 

in the workplace. The approach undertaken was to separate al1 1. 83 1 respondents followed up to 

one of four mutually exclusive catrçories to denote the extent of participation in ernployer- 

sponsored adult education and training during the period of 1979 to 19945. Namely. group 1 

included those who did not report having taken part in employer-sponsored education and 

training in any of the three interviews (n=955): included in group 2 wçre those uho reported 

participation for one time out of the three interviews (n=582): group 3 were those who reportcd 

participation for twice (n=242) and group 4 consisted of those who reported eve? time during 

the three interviews (n=52). The next step was to compute mean scores for each of the four 

groups on age. years of schooling. occupational status in 199415 and lrvel of influence on 

decision making. Then. effect size indices (Cohen. 1992) were calculated to represent the 

magnitudes of the standardized differences of the within-group means from the overall variable 

mean scores. From these. the deviation scores, which measured the difference between the 

standardized rnean scores of the most active and the least active participant groups. were 

obtained.' 

Analysis of variance procedure (One-Way ANOVA) was also used to test the hypothesis that the means of these 
variables are equal. In addition to determining that differences exist among the means. a priori contmrs are set up 
to find out which means differ. The results of multiple cornparisons (Tukey's-b) show that almost al1 the group 
means are significantly different from each other at the level of p<.OO 1. The exceptions are: mean q o  between 
groups I and 2. and groups 3 and 4: mean occupational status between groups 3 and 4: mean years of schooling 
between groups 2 and 3: mean level of influence at work behveen groups 3 and 4. For details. see Appendis.7. la. b. 
and c. 



Table 7.1.1 Within-group relationships between antecedent variables and recurrent 
panic ipation in em ployer-sponsored adult education and training (effect sizes 6)' 

Number of times of participation identified 
Group 1 Group 2 Group 3 Group 4 Deviation 

Overall (Zero) (Once) (Tivice) (Thrice) Scores 
means s.d. 61 ciz 87 64 6, - 6,  

Age ris of 1994/5 45.88 8.62 -0.05 -0.06 0 . 3  0.45 0.50 
Years of formal schooling 10.94 3.06 -0.12 0.08 0.17 0.58 0.70 
Occupational class 1994/5 2.92 1.50 -0.19 0.00 O. 44 0.70 0.89 
Level of inilucncr: at work 2.48 1.12. -0. I J 0.06 0.32 0.57 0.7 1 

Nurnber of cases 183 1 955 582 242 52 
Notes 
1. Effcct size indices (Cohen's d )  reprcscnt the magnitudes of the standardized dift'erences of the ivithin-in group 

mcms î'rom thc overall variable mtan scores. 
2. Rank scalc scores for Occupational c lus  range liom 5 to I for the highest to the loivrst carcgorics: ( 5 )  

Profcssionals and executives: (4)  Intermediate non-manual worksrs: (3) Junior non-mrinual ~vorkcrs: ( 2 )  SkiIlcd 
manual workrrs; and ( 1 ) Non- or Semi-skil!ed manual workers. 

3. Vnlucs of Level of intlucncr: on decision making at work ranges from 1 to 4 based on quaniles. 

The pattern indicated by the effect size indices shown in Table 7.1.1 seems consistent 

with what would be expected in terms of the signs and the magnitudes of the values. The 

following guidelines were used in the interpretation of effect sizes: a value of 0.20 denores a 

small effect: 0.50 refers to a medium effect. and 0.80 flags a large effect (Cohen. 1991). For 

those who participated in employer-sponsored education and training during al1 three periods 

when interviews were conducted (Group 4). the indices are positive and substantial. This shows 

these employees were on average older. received more formal education and more influential in 

decision making regarding work than the overall group followed up in the panel. In panicular. 

they scored considerably high above average in occupational hierarchy. as is reflected in the 

indes of effect size (0.70). The indices of effect size also shows that those who had been 

identified as participants two times (Group 3) scored above average on al1 the antecedent 

variables. though sizes of effect are smaller than Group 4. as must be expected. 

With respect to those who reported participation for only once (Group 2). cxcept for age. 

al1 indices are positive. but their values are generally very small. This indicates that this group 

is not much different fiom the overall means of the whole data set. In contrast. for those who 

failed to be identified as participants in none of the three interviews (Group 1 ). the indices are al1 

negative. with values range from insignificant (e.g., -0.05 for age) to substantial (cg.. -0.19 for 

occupational class). Moreover. the deviation indices provide strong evidence for the differences 



between the most active participants and the least active participants in tenns of some of the 

important antecedent variables. 

Three preliminary findings emerge from the data analyses. One finding is that more than 

haif (955 out of 1. 83 1) of Swedish workers followed in this panel sarnple did not report 

receiving any employer support in their fùrther education and training during three periods 

( 1979. l986/7. 199415) when interviews were conducted'. The other finding alludes to the 

importance of initial and or previous recruitment as stressed by both Bergstein (1980) and 

Tuijnman (1 991). who found in their separate studies an independent influence of previous 

participation on later participation (Houtkoop & Kamp. 1992). That is. once a worker becornes a 

participant. hisher chances to be involved in the next follow-up are much higher than those who 

have not been (40% vs. 24% in this study). Likewise. of those who discontinued their 

participation. their chances of perpetuating this discontinuity in the next follow-up were much 

greater than those of going back (64% vs. 36% in this analysis). The third finding is that age. 

level of formal education. level of occupaiional class and influence on decision making at the 

workplace are al1 positivrly associated with how actively an employer gets involvrd in 

employer-sponsored education and training dunng hisiher working life. 

To what extent does the participation in employer-sponsored education and training by 

Swedish workers during their earlier career stages (Le.. in 1979 and l986/7) have an impact on 

their participation in similar activities at later career stage (i.e.. participation in employer- 

sponsored education and training in 1994/5) above and beyond influences of demographic 

charactenstics, nature ofjob and work situation? In the following part of the section. logistic 

regression procedures were employed to address this question of interest. 

Four participation probability models were specified: Mode1 (1  ) includes only two 

predictors: Received employer-sponsored training in the period of 19'9. and Receiiwi e m p b e r -  

sponsorrd rraining in l986/7: mode1 ( 2 )  contains variables on gender. age. years of forma1 

schooling. years of employment. occupational status. union membership. full-time. supenisory 

Caution must be exercised in interpreting this finding. Due to the lack of accurate information on their adult 
education and training history between intervals of interviews. these 955 respondents cannot be identified as non- 
participants in a absolute sense. However, it could be reasonably argued that. in cornparison with the respondents 
who reponed participation in hvo or al1 three interviews. it is highly probable diat this group of respondents must 
have been relatively inactive in participation of employer-sponsored education or training prognms. 



role. influence on decisions at work, motives for work and leaming opportunitirs in the 

workplace; model (3) is a merge of models (1) and (2); and model (4) used backward step 

selection procedure based on model (3). Table 7.1.2 presents the results of the analysis. 

As displayed in Table 7.1.2, the intention of specifying first 3 models with each sub- 

dataset \vas to test 1) if participation in employer-sponsored education and training in one's 

earlier career stages would help to predict participation in analogous activities at later career 

stages: and 2) if such impact still remains significant afier controlling persona1 and work 

situation variables that were both identified and discussed in the literature review and testitied in 

the participation probability models in the previous chapters. In addition. backward stepwise 

selection procedure was rmployed in the fourth model as an exploration for the purpose of 

finding more succinct sets of predictors. In particular. the idea was to ser if variables on 

participation in earlier career stages remain in the reduced models (i.e.. models in which 

predictors wrre dropped if their associated p value was <. 10). In essence. stepwise (backward) 

logistic analysis is a process of eliminating. after al1 the variables enter the model. the variable(s) 

that contribute(s) least to the prediction of outcome variable based on statistical significance. As 

a result. only "important" variables in the model. that is. those variables that contributr the most 

to the prediction of the outcome are retained. Thus backward stepwise analysis c m  be emplo!.ed 

as a reconfirming mechanism to find out which variables are retained at the last step. 

At the bottom part of Table 7.1.2 the model fits are presented. first on the basis of the two 

variables that indicated participation either in 1979 or in 198617 (see mode1 1 ). and then atier 

addition of the persona1 background and workplace predictors (see model3). Cornparisons of 

log-likelihood ratios (R',) for models with and without variables on earlier participation showed 

significant improvement with the addition of previous participation prediciors. The figures. 

albeit indicating that only about 7 to 8 percent of variance is explained. signal. nevertheless. n 

highly significant relationship (p<.0001) between the dependent variable - participation in 

employer-sponsored education and training. and its predictor variables. 





Turning to the individual coefficients, the results of the full model (model 3) suggest that 

the effects of rnany of the predictors are almost identical to those specified in the participation 

probability models that were based on cross-sectional data in the previous chapter. For example, 

with occupational status in the same equation, effects of formal education attainment. 

supervisory role and type of job (full-time or part-time) are reduced to non-sipnificant. 

Occupational status is a much stronger predictor with the private sector sub-dataset than with the 

public sector sub-dataset whereas level of influence on decision making at work plays a role in 

the prediction with the public sector sub-set rather than with the private sector sub-dataset. 

Another similar result was reflected in the effects of opportunities of leaming new things in the 

workplace. The coefficients of this variable are very stable (an increase of around 30 in logit of 

participation) across al1 the specifications and the models - a phenornenon noted and discussçd in 

the previous chapter. which focused on the cross-sectional data sets. 

There are some results that appear to be different from those of the cross-scctional data 

analyses. Being a fernale worker increases the probability of participation in both whole sample 

models and the public sector sub-dataset ones. but reducrs the probability with the privatc sector 

sub-dataset. However. none is statistically significant. Age effects seemingly provide another 

contrast to what was discussed in the previous chapter. which confirmed an inverted-U shape for 

training-age profile - the negative coefficients (pC.05 and <.O1 for public sector and private 

sector. respectively) indicate that. in the case of the panel data. the younger the worker is. the 

higher the probability for him or her to receive employer support for hisher rducation and 

training. Yet. since the age of the respondents retained in this panel data set ranges from 3 1 to 

65. this result is actually consistent with the findings from the cross-sectional data analyses. 

ïhus. with younger age groups excluded. the negative coefficients indicate that the workers in 

their 30s are the most likely group to get support from the employer for adult education and 

training. 

Now turning to the coefficients of variables on earlier participation. the focus of this 

section. 4 s  indicated in Table 7.1.2 both participation in 1979 and in i986/7 are significant at 

well in excess of the 5 percent level with the whole data set. with participation in 1986/7 

appearing to have a larger effect ( 3 7  vs. 3 4  for participation in 1979 in the adjusted model 4). 

This trend remains true with the pnvate sector sub-dataset when the analysis was done with the 



split data sets based on enterprise ownership. With the public sector. it appears the addition of 

participation in 1979 (almost 16 years before) does not increase the predicting power of the 

mode 1. 

The interpretation ofeffects of earlier participation on later participation can be done in 

both terms of coefficients for logit of participation and odds ratio. Take employees in the private 

sector as an example. Employees who participated in employer-sponsored education and 

training in 1979 is associated with an increase of .57 (unadjustcd. pe.05) in logit of participation 

in 1994/5 whereas those who participated in 198617 would have an increase of .74 (unadjusted. 

p<.01) in logit of participation in 1994/5. The comparable adjusted coefficients. aber controlling 

persona1 background and workplace variables. are A 3  (p.<. 10) and .48 (p<.Oj) respectively. 

Expressed in odds ratio. holding al1 other variables in the equation constant. an employee who 

participated in 1979 or in 198617 would be approximately 1.5 times more likely than non- 

participants to participate in 199M's education and training supported by the employer. Based 

on the estimates from this model. the coefficient for an employee who participated in both 

periods can also be calculated. For example. for a worker who workrd in the private srctor and 

who participated both in 1979 and l986/7. with everything else held in constant (model 4). his or 

her logit of participation in 19946 = ,430 (participation in 1979) + .5 1 O (panicipation in 1986/7) 

= ,940. This corresponds to a probability of participation (in l 9 9 M )  of e "' i ( 1 + eo4') = .7 19. 

Wiih odds ratio. it mems this employee would be approximately 2.6 times more likely than a 

non-participant to get support from the employer for further education and training in 19945 

[.719/(l-.7 19) = 2.561. 

In summary. both descriptive statistics and multivariate analysis carried out in this section 

provide another piece of empirical evidence for what has been frequently discussed in the 

Iiterature. It is also true in the case of employer-sponsored education and training that in 

research on participation. participation variable c m  be both exogenous as wèll as endogrnous 

variable. From life span perspective. this means that participation experiences are not only 

consequences of a conjunction of social. cultural and economic factors. but as well these 

esperiences, in and by themselves. can become a factor of importance in the accumulation of 

advantages and disadvantages over the life span (Tuijnman. 1989) and exert strong impact on 

one's future development. The findings of this section further underlines the long-tem effects of 



such activities, since it seems the impact of what a worker engaged in his or her sarlier carcer 

stages can still be felt about 20 years later. 

7.2 Impact of Employer-Sponsored Education and Training on Economic Outcome - 
Annual Earnings 

In this section. the analysis of economic outcomes of employer-sponsored education and 

training is based on annual eamings reported in the year of 199415. The data set for this analysis 

is restricted to Swedish career men and wornen defined as those who reponed to be working full- 

time year-around in al1 three waves of the panel data. The data set is funher restricted to those 

who worked as empioyees only over the penod ( 1979- 1994/5) under study : the self-employed 

are excluded as they are not related to the probability of receiving employer support for furthrr 

education and training. Two cases do not have information on wages and another two are 

considered outliers. This results in a data set of 666 observations. of which 56 1 men and women 

(84.2%) remained working for either privately or publicly owned organizations over the penod 

while 105 (1 5.8%) transferred either from the public sector to the private srctor or vise versa. 

Figure 7.3 A schematic sumrnary of a panel study on impact of recurrent employer-sponsored education and 
training on annual earnings of Swedish workers, 19945 

1 Panel n=33  l 9  ' 

1 Non-employees  1089 1 Emplogees 2230  : 
w w 
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1 Own business 69 l 

I 1 Pensioner 137 
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i Other  48  



The analysis was first conducted with the data set that included al1 the 666 observations. 

When the data set was split into two, based on whether the respondents worked in the private or 

public sector. a further restriction was made to includr respondents wlio had not changrd their 

employment sector (public vs. private). Thus. the sub-dataset for the private sector resulted in a 

total of 372 observations and sub-dataset for the public sector 189 observations. Separate 

analyses were then carried out for each sub-dataset. 

Characteristics of career workers who received rmployers' support for their further 

education and training in the year of 199415 and those who did not wrre compared using 

independent t-test for interval variables and the Pearson chi-square test for non-interval variables. 

These variables include age. gender. years of schooling. years of employment. annual eamings in 

1994/5. occupational class. union membership. regions. and earlier involvement in employer- 

sponsored education and training. in 1979 or in 198617. Table 7.2.1 displays the means and 

standard deviations for the participants and non-participants and the total data set. For 

categorical and ordinal variables. percentage distribution and chi-squares are presented in Table 

72.1 a in Appendix. 

The preliminary results from the descriptive analyses show that. of the 666 respondents 

included in this data set of Swedish career men and women. 220 (33%) reported liaving 

participated in employer-sponsored education and training activities in the 19945. These 

participants had on average a slightly longer forma1 educational experience. included a highrr 

proportion of professionals and executives. and e m e d  approximatrly 30.000 Swedish crouns 

more per year than the non-participants (see Table 7.2.1). The mean differences of between 

participants and non-participants in years of schooling and occupational statuses. while 

statistically signi ficant at <.O5 have very small effect sizes (<.îO). Participants were also 

evidently more likely to have received employer support for their continuing education and 

training in their earlier carrer stages than non-participants. Among the participants of 1994/ j. 

30 per cent of them took part in employer-sponsored education and training as early as in 1979 

and 38 per cent continued to receive employer support for their further training in 1986/7. Bu 

contrast. the comparable figures for non-participants are only 16 and 24 percent. 





A finer analysis. which separates the data set into those who had been working for the 

private sector only and those for the public sector only in the past 15 years. further reveals that. 

to a much larger extent, these characteristics of participants identified in the whole data set 

mainly reflect those of workers with the private enterprises. The differences between 

participants and non-participants who work for the public sector seem to lie only in their past 

experiences of participation in employer-supported educational activities (see Table 7.1.1 b. in 

Appendix). 

Three specifications of a wage model were used to study the impact of employer- 

sponsored education and training on annual eamings. The iïrst is the conventional wage model 

typically estimated in the human capital approach literature. where the logarithm of annual 

eamings is related to educational anainment. potential work experience. and controls for a variety 

of demographic and locational variables. Job characteristics represented by occupational class or 

level ofjob was rntered in the second specification. In the third specification. which is to test the 

hypothesis that education or training taken at earlicr career stage has an impact on the well-beinp 

at later career stages. additional variables for reported receiving empioyer-sponsored education 

and training in the years of 1979. 198617 and 19945 rrspectively were included. The intent of 

the third specification is also to test the hypothesis that those who participated in employer- 

sponsored education and training recurrently during their career life differ in econoniic returns 

from those who just did that occasionally. These wage models were rstimatcd with multiple 

linear regressions. and the results are reported in Table 7.2.2. 

Column one of Table 7.7.2 presents the estimates for the first model specification - 

conventional wage model. Regression coefficients estimates are consistent with results from the 

many other studies of wage determination and are summarized only briefly here. "The retum to 

schooling" is about .O4 to . O 5  The effect of work experience. while significantly positive. is 

very small(0.004). although it rises to about 0.006 for the workers in the private sector. 

However. after adding occupational status to the equation. the coefficient for "return to 

schooling" was reduced to about -02. and the effect of work experience to non-significant. The 

effect of being a female is about -20  cornpared with male workers. 
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However, since those who are not unionized in this particular sub-dataset of the private 

sector are in the rnajority much higher on the occupational hierarchy, workers who are unionized 

do not show a distinct advantage over those non-union members in this particular data set in 

ternis of payment3. Workers who are employed by the private srctor and living in Stockholm. 

Goteberg and Malmo areas received considerably higher eamings than those in other large cities 

and Northem urban areas (the omitted category). and those working in Southem region and 

Nonhem rural areas. The region does not have a significant effect on the wages of the public 

sector employees. 

The results of the second specification (Column 2 in Table 7.2.1) indicatè that the 

occupational status is a strong predictor of yearly earnings. As rxprcted. compared with non- or 

semi-skilled rnanual workers (the omitted category), professionals and esrcutives and 

intemediate Ievel non-manual workers receive considerably higher earnings. A finer analysis 

further reveais that differences in earnings appear much larger betwern workers in the private 

sector than in the public sector (see Table 7.2.2). 

The results of the third mode1 specification using the whole data set (n=666) show that al1 

the three reported measures of employer-sponsored education and training are significantly 

associated with higher earnings. The further analysis that separates the private sector ernployers 

from those employed by the public sector indicates that this is actually the case with the privatr 

sector. where not onlp are the currently reported training activities (1  9 9 4 5 )  significantly related 

with higher annual earnings but also the earnings effects of training tend to persist over rime - 

the siçnificant coefficients indicate eamings of 19945 are still affected by employer-sponsored 

education and training received about 15 years before ( 1979) and 8 years earlier ( 198617). 

Moreover. both the unstandardized and standardized coefficients (see Table 7.2.2a in Appendix) 

indicate that among the three measures of training (1 979. 1986/7. 1994/5). the education or 

training undertaken in an earlier career stage (Le.. 1986/7 in this case) has the largest impact on 

the emings  of the current year (Le.. 199415). 

The only exception is the non- or semi-skilled worken. From the cornparison of mean wagrs. it shows that those 
non- or semi-skilled manual workers working in unionized fims rnake an average of 30. 000 Swedish crowns per 
year more than their non-unionized counterparts. 



In contrast. as is shown in the descriptive statistics (that mean difference in 19945 

earnings is non-significant between participants and non-participants in the public sector. see 

Table 7.2.1 c in Appendix), none of the measures of education and training reported by public 

sector employees are significantly associated with higher earnings. 

So far tlie analysis h a  assumed equal returns of investment in further education and 

training for everyone regardless of personal characteristics such as level of forma1 education and 

occupational status. As is mentioned in Chapter Four (Review of previous studies). sorne studirs 

(e.g., Psycharopoulos & Velez, 1992) reported a strong positive interaction that is found 

between training and the years of forma1 schooling of the worker - that is. the papoff to training 

increases with the level of forn~al education. First Tuijnman (1989) and then later. Leeuwen and 

Dronkers (1992) also concluded that continuing education has a significant effect on 

occupational level and an indirect effect on income via occupational level. Thus. in their path 

models. continuing education exerts a positive indirect effect on income mediated via job level. 

whereas the direct effect tends to be negative. 

With the structure of the panel component employed in this study. it is possible to test 

whether the retums of employer-sponsored education and training undenaken in 1986/7 on 

emings of 199415 was mediated via the level of occupational status. Sprcifically. a 

multiplicative interaction tem. Training received in 1986/7 times Occlrputioncrl Stutzrs in 

1994/j. is introduced in the earnings equations tested earlier. The intent is to see if the 

coefficient of this term tums out positive and statistically significant. If it is. that means 

employer-sponsored education and training affects earnings the most whrn the trained employee 

has a high level in occupational hierarchy. Further. this also implicates that. due to the strong 

and positive correlation between fonnal education and occupational status. training c m  interact 

with level of forma1 education as well and that fonnal education and training are cornplemcntary 

factors in deterrnining economic retums (Leeuwen & Dronkers. 1992). 

Table 7.2.3 reports the results when the interaction term is introducrd in the earnings 

equations presented in Table 7.2.2. Two mode1 specifications are presented in Table 7.1.3. 

Model (1) includes exactly the sarne variables as in Model (3) in Table 7.1.3. escept that 

occupational status is treated as a variable of interval scale with a range from 1 to 5. Model (2) 

introduces a multiplicative interaction terrn. Occzrpational stattrs * Training NI 1 986/-. 



Table 7.2.3 Multiple linear regression models predicting annual earnings by participation in employer- 
sponsored education and training, with interaction between occupational status and participation. for 
Swedish career men and women' (Panel data, unstandardized coefficients) 

Model specification 
Whole data set Private sector Public sector 

(n=666) (n=371) (n= 189) 
Variable (1  (2) ( 1 )  (3) ( 1 )  ( 2 )  

Constant 1 I.O84** 1 1.90St4 10.959** 10.988** 10.815** 10.812** 

Fernale 

Years of formal schooling 

Yem of rmployrnrnt 

Union rnrrnber 

Stockholm. Gotcberg & Malrno 

Southem region & Nonhrrn rural 

Occupational starus 

Rrccivcd trriining in 1979 

Rcceived training in 1986,7 

Rcccived training in 199413 

Occupation rnining in 1986/7 

(O. 127) 
-O.lWO* 
(0.043) 
0.025** 
(0.006) 
0.003 
10.002) 
-0.073 
( O  044) 
O. 107** 
(11.033) 
-0.063' 
(0.0jO) 
0.062** 
(0.01 1 )  
0.095" 
(0.038) 
O. IO4** 
(0.032) 
0.088*' 
(O i128) 

IO. Ibo1 
*U.177* 
10.028) 
0.027* 
( O  006) 

-ri.OOOl 
io.oo~ 1 
O .  1 06 
ro I I . ; )  

O.il76 
10 07.;) 
-0.047 
( O  O j b )  

O,Ih9*' 
10.0 I ') 
-0.026 
10 u:)) 
-0 1165 
( O  0'10) 

-0 O07 
(0  0301 
O O N  
10 022) 

R-square 0.41 I 0.417 0.4511 0.466 0 5Q5 o 
R-squm adjusted 0.402 0.406 0.435 0.450 0.572 0.572 
Notes 
1 .  Swedish \varkcrs. both malc and femalc, who workrd full-tirne >.car-riround in al1 threc wavcs of the pcnal data. 
2. Dcpcndent variable is the logarithm of  annual eaming rcponed in 199415 
3.  Statistical signitîcance: *' at the levd of .O l :  at the IcveI .05. 

As s h o w  in Table 7.2.3. Model (1) results in coefficients are very close to those in 

Model (3)  displayed in Table 7.2.2. indicating a very small effect from treating occupational 

status as an interval variable. When the interaction term between occupational status and 

employer-sponsored training in 198617 was added to the earnings equation. as s h o ~ n  in Model 

(2). the coefficient of this term tumed out positive and statistically significant. but a small effect. 

R' only increased .006. As expected. the effect becornes stronger and more succinct when the 

analysis \vas limited to only employees in the private sector. Meanwhile. the direct term. 

Training received in 198617 tumed negative and statistically nonsipnificant. reconfirming the 

findings reported in the training literature. 



7.3 Impact of employer-sponsored education and training on occupationai mobility 

As suggested in the findings of previous studies (Chapter 4). participation in employer- 

sponsored adult education and training has an impact on both status stability and mobility. That 

is. participation of adult education and training will in general help those who are already high on 

the occupational hierarchy to maintain their positions and providr an upward rnovrment for those 

with undesirable positions. Does employer-sponsored adult education and training esert a 

similar kind of influence for Swedisli working adults and what magnitude of such influence 

would have. independent of other factors that may also affect occupational rnobility'? 

Discriminant function analysis allows an exploration of the dimensions on which the 

groups differ, the variables contributing to the differentiation of groups on these dimensions. and 

the degree to which cases c m  be classified correctly into their own groups (Tabachnick & Fidell. 

1996). In this section. through use of the multivariate technique of discriminant function 

analysis. whether respondents' earlier participation in education and training sponsored by the 

employer contributes to the differentiation of occupational statuses of 199415 is rxplored. The 

idea is that. if. by controlling the earlier occupational status in particular and other factors that 

may affect the current status of occupation. the earlier participation tums out to be a significant 

discriminating variable. inferences c m  be drawn with confidence about the impact of 

participation in employer-sponsored education and training on occupational stability and 

mobility for Swedish workers. 

For this purpose. a subset of data was draun from the panel component that included only 

respondents who had indicated having worked as employees in al1 three waves of data collection. 

This resulted in a data set of 1.294 observations. Table 7.3.1 provides percentage distributions 

of the occupational statuses reported by the respondents at both the first ( 1979) and third 

(1994/5) waves of data collection. The table contains three main portions. the upper. middic and 

bottom. The upper portion displays the distributions for non-participants defined as thosr who 

indicated no involvement in employer-sponsored education and training neither in 1979 nor in 

1986/7 period. Displayed in the middle pan are the distributions for those who reportrd 

participation in either or both periods. The bonom part presents the figures for the whole data 

set. 



Table 7.3.1 Occupational rnobility by participation status reported in the first ( 1979) and third 
( 19945) waves of the panel component ( Percentage) 

- - -- 

Occupational status 19945 

Occupational status 1979 
!Von- Junior lnternte- Senior 

skilled Skilled non- diare non- non- 
n % manrial niunuul manual manual nlunriul To:al 

Nori-pariicipont 
Non-skilled manual 323 39.3 56.7 22.0 12.7 6.5 1.9 100.0 

Skilled rnanual 1'2 20.9 19.8 51.7 8.7 15.7 4. l 100.0 
Junior non-manual 1-11 1 -.2 9.2 3.5 52.5 2 1.3 13.5 100.0 

Intermediate non-manual IO5 12.8 2.9 4.8 12.4 59.0 21 .O 100.0 
Senior non-manual 81 9.9 0.0 0.0 1.2 39.5 59.3 100 O 

Subtotal 

Participant 
Non-skilled manual 9' 70.3 41.2 23.7 11.3 16.5 7.2 100.0 

Skillcd manual '2 l j  3 20.8 41.7 8.3 23.6 5.6 100.0 
Junior non-manual 106 22 . j  8.5 0.9 39.6 38.7 12.3 100.0 

Intcrrncdiatt. non-manual 136 ?Y. 3 0.7 4.4 16.9 50.0 27.9 100.0 
Senior non-manual 6 I  17.3 0.0 0.0 3.3 24.6 72.1 100.0 

Subtotal 

Whole Dota set 
Non-skiIIcd manual 420 32.j  53.1 $2.4 12.4 9.0 3.1 100.0 

SkiIlcd manual 744 18.9 20. I 48.8 8.6 18.0 4.5 100.0 
Junior non-manual 74' 19.1 8.9 2.4 47.0 25.7 13.0 100.0 

tntrrmedirite non-manual 24 I 18.6 1.7 4.6 14.9 53.9 24.9 100.0 
Senior non-manual 1-17 1 1. 0 0.0 0.0 2. I 33.1 64.8 100.0 

To ta1 1294 100.0 298 230 228 330 208 
23.0 17.8 17.6 25.5 16.1 100.0 

Notes: 
1. This sub-datact (n=1194) \cas drawn h m  thc panel somponcnt by thc criterion that the rcspondents workcd ris emplo!ccs in dl 

the thrce Haves o f  data collection (the first. 1979; thc second. 1986i7 and the third Hace. I994:5) 
1. Participation status is dcfined bascd on ~ h c t h e r  rcspondcnts indicaicd panicipation in cither the t in t  Irribe or sccond uakc of 

data collection: 1 )  participants. who reponcd eithtr having rcceivcd cmplo)cr-sponsorcd education and training in 1979 or in  
198617 or in both ycars. 2) non-participant. who did not indicarc pmicipating in either o f  the 'cars. 

The variable. Ocorparionai Status, used in this analysis was rneasured using five lcvels - 

j) senior non-manual ernployees. 4) intermediate level non-manual ernp1o)rees. 3) junior lrvel 

non-manual employees. 2) skilled manual workers. and 1 )  non- or semi-skilled workers. By 

glancing through Table 7.3.1. a couple of preliminary observations can be made. First. for most 

occupational groups. about 50 percent of the respondents indicated their occupational l e~e i s  

remained unchanpd dunng the period frorn 1979 to 199415. The exception is the senior non- 

manual group. whose stanis maintenance rate is the highest arnong the groups. at 65 percent. 



Second, fiom the perspective of occupational mobility. it should be desirable to keep a senior 

non-manual position. which is the highest rung on the occupational ladder. By the same token. it 

should also be considered desirable to move up if one's position is lower than the senior non- 

manual position. Thus. as s h o w  in Table 7.3.1. compared with "non-participant" group. those 

had indicated having training experiences were more likely to maintain thrir statuses if theirs 

were senior non-manual positions than the former category (72% vs. 59%). And for other lrvels 

of occupations. "participants" were more likely to move up towards more desirable positions 

than the "non-participants". For example. 28 percent of "participants" who held intermediate 

non-manual positions in 1979 rnoved up to the senior positions by 19945. cornparrd with 2 1 

percent of "non-participants" who did the sarne. The largest differences are exhibited betwêen 

"participants" and "non-participants" who held junior non-manual. skilled manual and non- 

skilled manual positions. "Non-participants" of these çroups appear much more likely to 

maintain those "undesirable" positions (53%. 52%. and 57% respectively) than the "participants" 

(40%. 42%. and 4 1 % respectively). 

In the following part of the section. discriminant function analysis was used for both 

interpretation of group differences and classification of cases into groups (Le.. occupational 

status reported in 199415 measured by five levels). Predictor variables used in the analysis were 

selected based on wage models analyzed in the previous section. They are occupational status 

reponed in 1979. dummy variable for fernale, years of forma1 schooling. açe reported in 199Uj 

period. participation statuses and dummy variables on full-time positions in al1 three waves (Le.. 

1979. 198617 and 199415). union rnembership and whether the respondent had rmployed by a 

privately or publicly owned organization. Interpretation involves an examination of the waps in 

which groups differ. This phase of analysis is concemed with the number and importance of the 

canonical discriminant functions to be drrived. and the interpretation of their meaning for 

explaininç group differences. In this section. both direct and stepwise discriminant function 

analyses were carried out to determine the dimension or dimensions occupational groups differ. 

and which set of predictor variables best predicts group rnernbership. The focus of analysis was 

upon whether. with other variables held constant. the participation in employer-sponsored 

education and training in earlier career stages contributed towards the reported statuses of 

occupation individual workers ended up with in 199415. 



In direct discriminant function analysis. al1 of the predictor variables enter the equations 

simultaneously. A stepwise discriminant analysis was also carried out to find out which 

predictor variables remained in the analysis at the last step. Table 7.3.2 displays the means and 

standard deviations for each of the groups and the total data set. Signiiïcance tests for equality 

of group means for each variable (the F value with 4 and 1289 d f )  indicates significant 

differences between group means (p<.001) for al1 predictor variables. Table 7.3.3 providss a 

summary of both direct and stepwise discriminant function analyses. 
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Examination of univariate F's, canonical discriminant function, canonical correlation. and 

chi-square test of significance provides an answer to how well the discriminant functions 

distinguish between reported occupational statuses as of 199415 (see Table 7.3 A). 

Table 7.3.4 Summary of Canonical Discriminant Functions (4 canonical discriminant functions were 
used in the analysis) 

Function Eigenvalue O/O of Cumulativ Canonical Test of  Wilks' Chi-square df Sig. 
Explained e 96 Correlation Function(s) Lambda 

Variance 
-- - 

I 1.181 88.4 88.4 .736 1 t h r o u ~ h  4 395 1 193.040 48 (.O01 
i ,102 7.6 96.1 ,304 3 through 4 .862 19 1 .298 33 ~ . 0 0 1  
3 .O29 2.2 98.2 .168 3 through 4 .950 66.440 20 i.001 
4 .O23 1.8 100.0 ,151 4 ,977 29.809 9 <.O01 

Four discriminant functions were caiculated with a combined X' (18) = 1 193.0. pX.00 1. 

indicating a highly reliable relationship between groups and predictor variables. As shown in 

Table 7.3.4. when the first function. then the second, and the third function ivas rernoved. the 

remaining chi-squares are al1 significant. indicating that the second. third and founh discriminant 

functions are also reliable. The canonical correlations for the tour discriminant hnctions ( . 7 4  

.30. .17 and . l 5 .  respectively). indicate that the first two discriminant functions have a strong to 

moderately strong relationship between the groups and the discriminant function. with the first 

discriminant function over twice the magnitude of the second. The rigenvalues associatcd with 

the discriminant functions indicate that 88.4% of the explained between-group variability is 

accounted for by the first discriminant function. and 7.6%. by the second. The rest two 

discriminant functions (Le.. the third and founh) explained just 3.0%. As the? explain such a 

small amount of variance. it could be assumed that they are statistically significant only because 

of large sarnple size. In the following only the tkst two discriminant functions uill be 

interpretrd. 

The rnean discriininant scores for each group on a function. or group centroids. are 

displayed in Table 7.33. The scores suggest that the first discriminant. which provides the best 

separation among the groups. separates the manuai worker groups (both non-skilled and skilled 

manual) from the intermediate. and senior non-manual employee groups. On the second 



discriminant function, junior non-manual workers are separated from skilled manual workers and 

senior non-manual workers. 

Table 7.3.5 Unstandardized canonical discriminant functions evaluated at 

Canonical Discriminant Function 
Occu~ational status 19945 1 - 7 3 4 

Non-skilled manuai - 1.29 -0.06 -0.22 0.06 
Skilled manual -0.95 -0.34 0.27 -0.05 

Junior non-manual -0.10 0.6 1 0.13 0.10 
Intermediate non-manual 0.85 0.05 -0.06 -0.22 

Senior non -manual 1.67 -0.38 -0.02 0.22 

In further analysis with discriminant functions. the standardized coefficients and structure 

coefficients are used to interpret which variables account for maximal discrimination among 

groups on each function. The standardized coefficients are displayed in Table 7.3.3 - the 

summary table. The structure matrix is displayed in Table 7.3.6. Standardized coefficients are 

examined for each variable or each significant function. The Iarger the standardized coefficient. 

the larger is the respective variables' unique contribution to the discrimination sprcified by the 

respective discriminant hnction. However. in order to derive substantive "meaningful" labels 

for the discriminant functions. the factor structure matrix with the correlations between the 

variables and the discriminant tùnc tions are examined here. 

Table 7.3.6 Pooled within-groups correlations (Structure coefficients) between 
discrirninating variables and standardized canonical discriminant functions: 
Occupational status in 1 99.115 

Canonical Discriminant Function 
I 2 3 4 

Occupation79 0.90 0.2 1 0.24 0.02 
Years of schooling 0.65 -0.46 -0.27 0.1 1 
ESET 1986/7 0.19 0.18 0.06 -0.09 
ESET 1979 O. 16 -0.08 -0.02 -0. I 5 
Female 0 .O2 0.63 -0.5 1 -0.30 
Private sector -0.20 0.06 0.73 0.50 
Full-time 9 4 5  0.12 -0.25 0.46 -0.0 1 
Full-tirne 861'7 0.09 -0.30 0.46 0.28 

Union -0.03 -0.20 0.22 -0.65 
Age9415 0.10 0.27 -0.08 0.42 
Notes 
1 .  Variables ordcred by absolute size of correlation within function. 
2. Lrtrgest absolute carrefation bctwxn each variable and any discriminant function bold hced. 



As s h o w  in Table 7.3.6. the first discriminant function. which basically separates 

manual workers from non-manual workers. is most highly correlated with occupational status 

reported in 1979 ( ~ . 9 0 ) ,  followed by years of formal schooling (r=.65). Although participation 

in employer-sponsored education and training in 1 986/7 (r=. 19) and participation in 1979 (r=. 16) 

are only moderately correlated with the discriminant function, this relationship miiy still be 

considered substantially significant4. The second discriminant function. which funher separates 

junior non-manual workers from skilled manual workers and senior non-manual employees. is 

correlated most highly with Female ( ~ 6 3 ) .  

The structure matrix suggests that the best predictors (Le.. variables loading on the iirst 

function) for distinguishing arnong occupational statuses are of two types. Attained occupational 

status and acquired level of formal education are the most powerful. followed by added 

investment in work-related education and training. 

Several conclusions c m  be drawn from this analysis. 

First. there is a clear indication for a relatively high degree of stability with the 

occupational movement: the recent status of occupation (Le.. reported in 19945) is still highly 

correlated with the statuses held almost twenty years earlier. Not only did about 50 percent of 

workers within each occupational group remain at the same lrvel that was reported in 1979. but 

also the magnitude of rnobility is rather restricted. In most cases. if upward mobility did occur. 

people tended to move up to a level only adjacent to the positions they reponrd as early as in 

1979 (see Table 7.3.1 ). 

Second. the formal education still plays an important role. The higher level of occupation 

held in 1994/5 tend to have more years of forma1 schooling behind it. The senior non-manual 

employees have longer duration of forma1 education (rnean=14.3 years) than any other 

occupational groups - the means for the intermediate non-manual group. junior non-manual 

eroup. skilled. and non-skilled manual groups are 12.5 years. 10.3 years. 9.7 years and 9.7 years. 
C 

respectively . 

By convention. correlations in excess of 3 3  (IO0/0 of variance) may be considered eligible while lower ones are 
not. However. if the sample is homogeneous with respect to a predictor. the loadings for the predictor are lower 
and it may be wise to lower the criterion for determininç whether or not to interpret the predictor as pan of ri 

discriminant function (Tabachnick & Fiell. 1996. p. 540) 



Third, the result supports what is s h o w  in Table 7.3.1 that participation in employer- 

sponsored education and training at earlier career stages may have been one of the causes 

resulting in more upward mobility with the workers who participated than did those who did not. 

The loadings on the first discriminant function show that the participation in employer-sponsored 

education and training at earlier career stages has been one of the major factors that contributed 

to the discrimination among the attained levels of occupation reportrd in 199W. Levels of 

occupation tend to be positively associated with rates of participation in ernployer-sponsored 

education and training. In 1979, the senior non-rnanual group reported the highest rate of 

participation. at 37 percent. followed by the intermediate non-manual group with a rate of 2.) 

percent. in contrast. rates of receiving employer support for training for the junior non-manual 

group. skilled manual. and non-skilled manual groups are just around 10 percent in that year 

(1  4%. 13%. and 10%. respectively). The structure matris displayed in Table 7.3.6 also 

indicates that between the two participation variables loading on the first discriminant function. 

participation in employer-sponsored education and training in 198617 is a more important 

predictor. Rates of participation during that penod are much higher for non-manual workers 

(38% for senior non-manual employees. 35% for intermediate non-manual employees. and 3 1 % 

for junior non-manual employees) than for the manual workers ( 18% for skilled manual workers 

and 15% for non-skilled manual workers). It should also be noted thai. compared with the 

comparable figures of 1979. participation rates increased by more than 10 percent for the al1 the 

three non-manual groups in 1986/7. as against a 5 percent increase for the manual worker groups. 

Fourth. the second discriminant function. which tùnher differentiates junior non-manual 

workers from skilled rnanual workers and senior non-manual ernployees on the basis of 

associations not used in the first discriminant function. is correlated liighly with the gender 

variable. The junior non-manual group consists of a rnuch higher percentage of female 

employees (64%) than does the skilled manual group. and the senior non-manual group. uith 32 

and 39 percent respectively. 

A classification matrk for this analysis displayed in Table 7.3.7. The figures that are 

bolded in Table 7.3.7 indicate that more than half of the non-skilled workers. the senior non- 

manual employees. and the intermediate non-manual employees are correctly classified (66%. 

53% and 52% respectively). followed by the skilled manual worker group. whose rate of correct 



predication is 49 percent. The group predicted most poorly is the junior non-manual employee 

group, with only 33 percent of them classified accurately. The total percent of cases correctly 

classified amounts to 52 percent. How good this classification is can be determined by 

comparing to the classification based on chance alone (Tabachnick & Fidell. 1996). According 

to the number of cases identified in each group, the pnor probabilities set was 230 for Group 

1 (n=ZWN= 1294). .178 for Group 2 (n=BO/N= 13%). ,176 for Group 3 (n=2?8/N= 1394). 2 5 5  

for Group 4 (n=XO/N=l?N). and .16 1 (n=2O8/N= 1294) respectively . That means. if for 

instance 298 cases are randomly assigned to Group 1. by chance alone. 230  of them (ix.. 69 

cases) should be correct. Adding together. if the whole sample is randomly assigned to five 

groups. there should be about 21 percent of cases correctly classified (.230*194 + .178*230 + 

.176 * 228 + ,255 * 330 + .161* 208 =267). This shows that the discriminant function anaiysis 

employed in this section c m  improve on the random classitïcation procedure through reducing 

classification rrrors by 3 l percent. 

Table 7.3.7 also compares the occupational status in 199415 predicted by the discriminant 

function analysis as against by the occupational status reponed in 1979. The results indicate that 

classification made on the basis of the discriminating variables made about as man. enors as 

would be expected by relying only on the information collected in 1979. Howevrr. the 

discriminant functions did a much better job of predicting higher occupational groups than 

simply using the information reported in 1979. This is probably attributable to the additional 

information that is available in the panel data with regard to employers' involvement in 

employer-sponsored education and training in their earlier work life stages. As well. it could br 

inferred that the privilege of participating in employer-sponsored education and training. and the 

level and content of this kind of education and training. as concluded in the previous chapter. is 

most probably associated with what work positions employees hold in the workplace. In tum. 

this invrstment in Funher education and training pays off rnainly in the Tom of assisting those 

who are already privileged to move funher upward or maintain their favored positions. It could 

therefore be reasonably assumed that. had employer-sponsored education and training been more 

effective. for esample. for the junior non-manual group. the predicting power for this group 

would have been much improved. Consequently, much better results could have been achieved 

with the discriminant function analysis. 



Table 7.3.7 Classification Matrix: Occupational status reported by occupational status predicted 

Occupational status of 19945 predicted using discriminant 
function analysis 

- -  - 

Occupational status Non-skilled Skilled Junior non- Intermediate Senior non - 
reported in 199415 n rnanual manual manual non-manual manual 

Non-skilled manual 298 
100.09'0 

Skilled manual 230 
1 O0.O0~0 

Junior non-manual 228 
100.0?'0 

Intemediate non-manual 330 
1 OO.oO/o 

Senior non -manual 208 
100.09~0 

Percent of  "grouped" cases correctly classified: 5 1.794. 

65 
l9.7Oo 

I I I  

Table 7.3.7 (continued) Classification Matris: Occupational status rcponed by occupational 
status predicted 

Occupational status of 199415 predicted using occupational 
status reported in 1979 

Occupational status Non-skilled Skilled Junior non- Intermediate Senior non - 
reported in 1979 n rnanual manual rnanual non-manual manual 

(n=298) (n=Z3O) (n=228) (n=33O) (n=208) 

Non-ski1 led rnanual 420 223 94 5 2 38 13 
74.8% 40.996 --. 7 3  go,, I l .COo 6.3' O 

Skilled rnanual 244 49 119 2 1 44 1 I 
i 6 .J0/0 51.7% 9.2Ob 13.3'0 5.3' O 

Junior non-manual 247 -- 33  6 116 7 1 32 
7.J06 2.69'0 50.9% 2 l.jOo 1 5.J0 O 

intermediate non-manual 24 1 4 1 I 36 130 60 
l.3?"0 4.8?*0 1 5.SoZo 39.4% 28.8' O 

Senior non -manual 142 O O 3 47 9 2 
O.OO/o O.O0'o I -3O.o I J.ZO O 44.2 '10 

1294 100.09C 1 OO.OO'O 1 OO.OO'O 1 OO.OO O 1 OO.OO O 

Percent of  "grouped" cases correctly classified: 52.694, 

In surnmary. fiom the results of the direct and stepwise discriminant analyses. it maS.. be 

concluded that. given the data set of Swedish employees and the set of measurements ernployed. 



the following two types of variables best differentiate among the occupational statuses reported 

in 19945. The first type is characterized by educationai achievement and occupational statuses 

already attained, and the second type is about information on the investment in work-related 

adult education and training, which is the major interest behind the original intention of carrying 

out this analysis. The results confirm what is concluded from the preliminary analyses and the 

hypothesis that the participation in employer-sponsored education and training in earlier career 

stages has an impact on the stability for workers who have already attained high occupational 

statuses and upward mobility for workers with low occupational levels. Gender. organization 

ownership. employment history. type of job. union membrrship and age are less powerful 

predictors. However. the interpretation of these discriminating variables should take into account 

the use of the earlier occupational status as predictor in the same equation. As is known from 

earlier analyses on participation behaviors. correlative relationships between occupational 

statuses and other predictors may have suppressed the latter's importance in the discriminant 

functions. 

7.4 Surrimary 

In this chapter. how participants' experiences in employer-sponsored adult cducation and 

training related to the subsequent labor market participation and socio-economic well-brin, were 

explored. Specifically. three types of outcornes from employer-sponsored rducation and training 

were looked at with multivariate analysis procedures: participants' earnings. occupational 

stability and mobility, and funher educational activity participation. The results were presented 

in 3 individual sections: 1 ) Impact of employer-sponsored education and training on Swedish 

workers' recurrent education and training; 2) Impact of employer-sponsored education and 

training on Swedish worken' economic outcome - annual earnings: and 3) Impact of emplo~er- 

sponsored education and training on Swedish workers' occupational stability and mobility. 

These results and their possible implications for policy. adult education theory. practice and 

research. are hrther discussed in Chapter 8. 



Chapter 8 

DISCUSSIONS AND IMPLICATIONS 

This chapter contains 5 sections. Section 1 presents a summary of the research. Section 

2 summarizes and discusses the major findings of the study. This is followed by Section 3. in 

which the implications from the study for adult education policy. theory. and practice are 

exarnined. Section 4 discusses the limitations of the study and offers suggestions for further 

research. Concluding remarks are presented in Section 3. 

8.1 Summary of the Study 

The purpose of this study was to descnbe the trend with regard to issues that have direct 

bearing on the participation of employer-sponsored education and training in Sweden over the 

penod of 1975 - 1993. to evaluate the relative importance of the deteminants of the provision of 

employer-sponsored education and training, and to explore the ways participation experiencrs 

influence subsequent participation. occupational mobility and eamings for participants and non- 

participants. 

One of the principal limitations of research on participation in work-related adult 

education and training is that researchers tend to either look at individual workers as "agents of 

change" or focus on the structures of employers or organizations as the only deteminine forces. 

This study is an attempt to overcome this limitation by adopting an integrated approach to 

analyzing Swedish workers' participation in employer-sponsored education and training. as 

suggested by a number of researchers at the 39"' Adult Education Research Conference 

(Courtney. McGivey. Mclntyre & Rubenson. 1998). This integrated approach is reflected in the 

design and method of analysis chosen for conducting this study. The point of departure is that 

this research project seeks to account for differences in the changing patterns of Swedish 

workers' participation in employer-sponsored adult education and training by taking into account 

such intervening variables as enterprise ownership. workplacc situation. gender. and socio- 

economic status. 



In a nutshell, as illustrated in the conceptual framework (Figure 2.1, p.35) depicting 

analytical categories of factors associated with participation in, and outcornes from. employer- 

sponsored education and training, derived fiom a synthesis of the literature. this rrsearch project 

began with the assumption that 1 )  persona1 characteristics, such as gender and race. affect the 

type of organization in which employrnent is found; 2) organizational characteristics. such as 

ownership, establishment structure. and use of technology in turn influence the extent to which 

employers invest in their workforce is further education and ski11 training: 3) job characteristics. 

such as supervisory responsibilities, occupational ladders. and demands at work are ofien 

reflective of the relationship between individuals and employing organizations. and therefore arc 

the direct targets for employers to consider for investment in training. These factors are funher 

subject to the dynamics of national economic, political. and labor market situations. 

Consequently. to understand the interplay of these factors in accounting for differences in 

opportunities of participating in employer-provided education and training requires a 

comprehensive examination of personal. job. organizational factors and the macro contextual 

situation. Longitudinal studies that look into earlier education and training and labor force 

participation experiences are also necessary in helping untangle the relationship between these 

different sets of factors. 

Based on this understanding, this study. in its design. employed reprated sunrey aata and 

its panel component to provide longitudinal dimensions so that the development of employer- 

sponsored education and training in Sweden could be related to changes taking place in the 

national economic and labour market situations, and govemment policy. The panel component 

was used to bring to the surface the dynamics underlying experiences of training undenaken at 

different stages in working life; and it adopted multivariate analysis procedures to incorporate 

and examine as many factors as possible in the sarne equation so as to compare the extent these 

factors influenced training decisions. Noteworthy also is that the study chose to analyze the data 

separately by spliaing the samples into sub-data sets based on enterpnse ownership. that is. the 

public or private sector. The findings of this study indicate that the decisions made with regard 

to the design and method of analysis for this research project proved to be bcneficial. 

As the results of the study show. although Sweden has been a country with a strong 

commitment to adult education and has corne closer towards a leaming society tlian most other 



OECD member States (OECD, 1997), Sweden has also over the past few decades experienced 

both successes and failures during the course of reforming its educational policies and practices. 

In particular, the findings of the study may help to make a good case for studying the influence 

of state interventions or non-interventions, as well as industrial relations. on the development of 

adult education and training. The findings also provide empirical evidence for determining the 

persistent determinants and long-term consequences of participating in employer-sponsored 

education and training in the context of Sweden. This evidence helps explain why employees 

take. and ernployers provide. education and training. Furthemore. the results of this research 

project rnay be valuable to those who are responsible for informing or defining workplace 

educational policies and who are searching for a new direction for further research and policy 

interventions. The findings of the study also raise some important questions for adult educators 

in their effort to help adult leamers in their life-long learning. 

8.2 Discussions of Key Findings of the Study 

In this section. the major findings of the study are summarized and discussed. The 

sumrnary and discussion is divided into three sub-sections. narnely. 1 ) nature of employer- 

sponsored education and training in Sweden during the mid- 1970s to mid- 1990s: 2) determinants 

of participation in employer-sponsored education and training over the penod frorn 1973- 1995: 

and 3) long-term socio-economic outcornes frorn participation in employer-sponsored education 

and training. 

8.3.1 Nature of emplover-sponsored education and training in Sweden 

Although Swedish workers' participation in employer-supported education and training 

activities is well documented in the literature. the findings of this study (over the penod from 

1975 to 1995) add some fine details to the overall picture of the nature of this kind of 

involvement. The results indicate that the employer-sponsored education and training in Sweden 

played an increasingly important role in the provision of adult education for Swedish workers 

over the period understudy. Further. the results reflect an important structural change in the 

provision of Swedish adult education in that a division of responsibilities appeared during the 



period that lefi employen as the dominant provider of training services for their employees 

(OECD, 1998). 

In general. employer-organized education or training - on the premises or purchased from 

outside suppliers - was undertaken by about 50 per cent of employees in a single year by 1995. 

The content of training focused mainly on subjects relating to economics. information 

technology, business management and specific jobs. This carries an important implication. that 

is. Swedish workers who want to pursue further education in other areas or subjects out of 

persona1 interest but not directly related to their current employment usually must seek othrr 

means of support. 

The results of the analysis also show that the duration of employer provided foimal 

learning activities was fairly short. with an median length between 30 and 60 hours. or four to 

eight days (with 7 hours per day) per year. In spite of the short duration. however. such 

opportunities to participate could still be of crucial importance for cmployees working in today's 

so-called 'knowledge-based' society. From both human capital and "signaling" perspectives. as 

discussed in Chapter 2. such training opportunities may bear both substantial as well as nominal 

meanings to participants - in terms of acquired skills. knowledge and credentials as 

qualifications for job secunty and better employment opportunities. This raises a question as to 

who has benefited most fiom these opportunities. More specifically. has this expansion of 

employer-supported provision since 1980s meant more opportunities of further education and 

training for the traditionally disadvantaged groups of the population identified in the 

participation literahue? 

To understand what individual and or contextual factors exert an strongrr influence on 

Swedish worken' access to employer-sponsored education and training. it is important to make 

distinctions between enterprises or institutions that belong to the public sector from those that 

belong to the private sector. The findings of the study indicate that access to employer- 

sponsored education and training by Swedish workers was influenced by factors which varied 

with the ownership of enterprises. The findings show that it is as important and necessaq to 

differentiate educational sponsorship as it is to identiQ whether a worker is employed in the 

public or private secior. There are also implications for policy issues as well as for 

interpretations of the research findings. 



8.2.2 Detenninants of participation in emplover-sponsored education and training in Sweden 

In general, the findings of the study indicate that access to employers' support for 

workers in the private sector was to a great extent determined by individual ascriptive and 

acquired characteristics, narnely, age, career stage, occupational status, gender. level of 

education, and, to a lesser extent, by union membership, sector of the economy. and learning 

opportunities at work. For those working in the public sector. work environment factors relating 

to management style and supervisory structure. as well as agekareer stage. played an important 

pan in training decisions. This might explain why. despite the rapid espansion in the sçalr of 

provision during the penod between 1975 to 1995, access to further education and training was 

throughout the period more equally distributed aniong employees in the public sector than in the 

private sector. 

8.2.2.1 Influence of persona1 churactcristics on participation in employer-sponsorrd educurion 

and m i n  ing 

Age. Age was s h o w  by the findings of the study to be a prominent factor. Figure 6. 1 

shows that age groups at both ends of the age profile were under-invested in training. 

Specitically. in contrast to most theoretical models of human capital accumulation. which 

typically predict that training is most intensive at the beginning of an individual's work life. the 

findings of this study are consistent with what Lynch (1991) refers to as an inverted U-shaped 

age-training profile. peaking for mid 30s to late 40-years olds. with both young workers and 

older workers at the lowest ends. The results further confim employers' reluctance to invest in 

young employees during their first five or six years not only existed in 1980s (Lynch. 199 1 1. but 

also continued throughout the period and through the 1990s. The older Swedish workers fared a 

little better than their young counterparts. The result also confirmed that Swedish workers aged 

50 and over had a higher rate of participation in employer-supported education or training than 

iheir counterparts in other countries (OECD & HRDC. 1997). By the mid- 1990s. participation 

rates exceeded 15 percent for workers in their 60s in the pnvate sector and 20 percent for the 

sarne simiiar age group in the public sector. By cornparison. their young fellow workers' 



chances of getting employer support for their education or training efforts remained as low as I O  

percent in both public and private sectors. 

The difference between middle aged groups at one end of the scale. and young and old 

workers at the other, indicates that education and training provided by employers. especially in 

the pnvate sector. focuses on organizational needs regardless of the extent to which the provision 

was increased. This is true to a lesser degree for the public sector, where the increase in the 

provision of employer-sponsored education and training spreads out to workers of a wider age 

range in the mid- 1980s and 1990s. 

Grnder. Whether gender is a persistent determinant of participation srems to be related 

to the sector in which female workers are employed. Although certain studirs (e.g.. Vaugham & 

Berryman. 1989) conclude that most of the evidence points to a somewhat higher incidence of 

training for women than for men. results of this study suggest that. within the Swedish conrext. 

this is only true with women employed in the public sector. In the public sector. the gap in 

training appears to have dissipated by the mid-1990s and slightly more women than men 

reported receiving employer suppon for their further education. On the other hand. women in the 

private sector were found still slightly under-served. Moreover. in the private sector even Cemale 

employees in senior non-manual positions were less likely to have been irained by rmployers 

than comparably-classed male employees: in 199415. 33 percent of female senior employees 

reported receiving additionai training supponed by employers compared with 40 percent of their 

male counterparts who received the same kind of support. The study also suggests that while i t  

is important to pay attention to the difference between males and fernales. differences within 

groups should not be neglected. 

Leve! of formal edr(cafion. The findings show that S wedish worken with more forma1 

schooling tended to be more likely to have employer support for their education and training than 

workers with fewer years of formal education This seems especially true of the situation in the 

private sector but the picture is not as clear with the public sector. 

In contrast to the general trend depicted in the relevant literature that the probability of 

being trained increases significantly with the level of forma1 schooling. particularly at the higher 

levels (e.g.. Psacharopoulos & Velez, 1992). one of the major findings of this study is that. in 

Sweden. the largest increases appeared at the lower Ievels of employment. especially in the 



pnvate sector, between 1955 to 199415. At least that was the case in Sweden. The expansion of 

employee-sponsored education and training narrowed the training gap in ternis of numbers 

between the well-educated and the undereducated. but was still not adequate to compensate for 

the disadvantageous position of the latter, and thus to fùrther close the gaps. The results also 

show that there were many more unskilled and semi-skilled workers now receiving employer- 

sponsored education and training than two decades earlier. This is probably the direct result of 

the advocacy by Swedish unions, particularly LO (The Swedish Trade Union Fedrration) about 

the rights of workers sharing of the increasing educational resources (LO. 1969: Rubenson. 

2000). 

However. without looking into the nature and content of the education. training and 

subsequent benefits they were receiving, the progress made so far should be interpreted with 

caution. More importantly. this might simply mean the gaps were narrowing for the participants. 

who consisted of less than 20 percent of non-skilled workers. The majority (over 80%) of non- 

skilled workers did not receive any support from employers for their education and training. For 

them. the fact that training opportunities were determined by the level of education. and the lrvel 

of occupational hierarchy remained unchanged. 

8.2.7.7 Influence of jo b charucierisiics on purticipation in employer-sponsored edrcu~ ion crnd 

training 

Occupational statirs. The study has found that. with a few exceptions. in both public 

sector and private sectors. ditierentials in tems of likelihood of participation among workers of 

different educational backgrounds tended to disappear or become statistically non-signifiant 

once their occupational status was controlled. However. this should not be interpreted as formal 

education losing its influence. Rather. the finding provides clear evidence that the effects of 

formal education already acquired were usually transferred to the occupational status and thus its 

major influence on participation can still be observed indirectly. 

The findings of the study also indicate that the groups that benefited most from the 

expansion of education and training provision sponsored by private employers in the mid- 1980s 

were junior non-manual workers (6.1 times more than in 1975). followed by non-skilled manual 

employees (5.3 times) for male workers. For female employees. it ivas junior white collar 



workers (3.7 times) and non-skilled manual workers (2.6 times) who benefitted. Nevertheless. 

the progress made at this slow Pace was not good enough to close the existing gaps between 

different occupational groups and between males and females. 

The lowest rate of participation by the mid-1990s was still the workers without skills in 

the pnvate sector, with a rate of 9.7 percent. In 198617 senior non-manual workers continued to 

be 6 times (6.2. pC.0 1 ) more likely than unskilied workers in 1979 to get employer support for 

education or training. By contrast. the corresponding figure for intermediate non-manual 

workers decreased to 5.4 (p<.Ol), a considerable drop of 42% over the 1979 tigure. 

Compared with the private sector, the gaps in employer-sponsored education and training 

were much smaller among different occupational groups in the public sector. Expressed in odds 

ratios. the likelihood of getting employer-sponsored training for senior non-manual employees 

was 3 times (3.1. p<.Ol) that of manual workers without skills. Both intermediate and junior 

non-manual workers were 2 times more likely than manual workers without skills to gain 

employer support for their further education and training. The difference between skilled 

workers and non-skilled workers is statistically non-significant. 

In sum. in spite of positive developments over the 70-year period. substantial gaps 

remain. It still remained true as of 1995 the higher a worker was on the occupational scalr the 

more likely he or she would have the opportunity to receive employer-sponsored education or 

training. Further. it has been more of a such case in the pnvate sector than in the public sector. 

Lengrh of ivurk experience. Besides occupational status. other job characteristics were 

also found to be important factors in the relationships between work and education. These 

include variables that denote other job characteristics or positions at the workplace. such as 

wage. length of work experience. type of job. part- or full-time and supervisory role. 

The findings show that. in both private and public sectors. length of work experience was 

positively correlated with participation in employer-sponsored education and training. Further. 

its importance also seemed to increase over time. In 1975. each additional year of work 

experience for a employee with a pnvate Company was associated with an increase of .O 16 in 

logit of participation. The sarne figure rose to .O29 in 1994/5. an increase of about 80 percent 

over the year 1973. For an employee in a public organization. each extra year of work 

experience also meant an increase of .O 16 in logit of participation in 1975. but the figue was 



increased by 14 percent to .O23 almost twenty years later. It is also noteworthy that. with the 

private sector data, the unstandardized coefficients for length of work experience remain 

strongly statistically significant in the general models as well as afier controlling for age. gender. 

education and occupational status in the equations for al1 the years for which the information is 

available. Similar controls would reduce the same coefficients in the public sector data to non- 

significant except with 1994/5 data, indicating this was only a recent development within the 

public sector to place emphasis on work experience as one of the major criteria for training 

consideration. 

Blpervisory responsibilities. The study found that. in both private and public sectors. the 

likelihood of participating in employer-sponsored education or training for those emplopres with 

supervisory responsibilities were 2.5 times higher than non-supervisory employees. However. by 

1994/ j. such differentials in likelihood of participation were substantially reduccd. Thus. a 

supervisor at work in Sweden around the mid 1990s would be about 1 .j times more likely than 

employees having no such responsibilities to receive employer support for their education or 

training. 

Further analysis shows that appointment to supervisory positions at the workplace was 

related to gender. age. level of forma1 education and other factors and more apparently. to the 

occupational siatus at the workplace. M e n  occupational status was held equal. the chances of 

getting employer sponsorship for education or training were almost the same for both those with 

and without subordinates in the private sector. For those working in the public sector. however. 

being a supervisor or not did matter, as the study found. 

Job ype.  In 1975. the participation rate in employer-sponsored adult education and 

training for full-time employees working in the private sector was 8 percent. compared with 4 prr 

cent for part-time employees. By 1994/5. the participation rate for full-time employees rose to 

27 percent and the rate for part-time employees to 18 percent. Within the public sector. full-time 

employees appeared to be in a similar advantageous position. with a participation rate of 13 

percent in 1975. compared with 6 percent for part-time workers during the same year. In 1991i j 

about 33 percent of full-time employees received employer support for their education and 

training. compared with 26 percent of part-time workers who-did the same. Thus the evidence 

suggests that gaps between full- and part-time employees were reduced to a slightly l w e r  estent 



in the public sector than in the private sector. Perhaps the differences are borne out more clearly 

in the odds ratios: while in 1975 full-time workers in both public and private sectors were twice 

as likely as their part-time colleagues to receive education or training supported by their 

employers. Twenty years later, the comparable odds were 1.7 times for full-time workers in the 

private sector and 1.4 times for their counterparts in the public sector. 

8.7 2.3 Influence of rvork environment fucror on participation in employer-sponsured edzirution 

und training 

Trade Union. The findings of the study indicated that. during the period from 1975 to 

1995. union members across the board were more likely to have acquired employer sponsored 

education and training [han those who were not union members. In terms of odds ratio. over the 

period from 1975 to 1995. employees belonging to a union in a privately owned business were 

around 1.7 times more likely to receive employer support in further training efforts than a worker 

who was not unionized. When occupational status. as weil as gender. q e  and level of formal 

education, was controlled in the model. those belonging to a union were twice as likely to have 

had employer-sponsored training. compared to non-union members. 

Level of influence on decision making at the workplace. The study finds that there was a 

strong correlation between level of influence on decision making about one's work and the 

likelihood of participation in employer-sponsored education and training: in most cases i t  

appeared that the higher the level of influence an employee possessed the more likely that he or 

she woiild be supported by the employer for further education and training. This is particularly 

evident for employees working in the public sector during the late 1970s and mid- 1980s. For 

example. employees who claimed to have great influence on decisions about their work were 

about 3 times more likely than employees having no influence to get employer-providrd training. 

AAer taking into account gender. age. lrvel of formal education and occupational status. the 

relationship remained strong and significant. the likelihood of participation for emploj-ees with 

greater decision-making influence was still nearly two times that of employees with no 

influence. This trend seemed to be continuing as far as mid- 1990s is concemed. but the 

di fferentials between employ ees with differing levels of influence became smaller over the 

period. 



A similar, if not stronger. degree of relationship between level of influence and the 

likelihood of participation in employer-sponsored education c m  be described of employees 

working in the private sector over the same penod. However. the differential between those who 

had great influence and those who had minimal influence on decisions about their work tended to 

be reduced to non-significant once occupational status entered the equation. 

Learning opportunities nt work. Close to 60 percent of employees in the public sector 

reported that their jobs offered them great possibilities to leam new things and this figure 

increased to 65 percent in 199415. By cornparison. 50 percent of the workers in the private sector 

reported the same. and by 199415. this figure rose to 63 percent, very close to that of the public 

sector. The results showed a significant relationship between the jobs that offered possibilities of 

leaming new things and participation in employer-sponsored education and training throughout 

the period (1 975 to 1995). The relationship appeared to be stronger for workers in the private 

sector than in the public sector. as shown in both unstandardized coefficients and unadjusted 

odds ratios: however. after taking into account al1 other factors. the difference becarne very 

small. For example. in 1986/7. in the private sector. the unadjusted likelihood of participation in 

employer-sponsored education and training was more than 3 times hiyher for those who had 

great opportunities to l e m  new things at work than for those who did not. 

Afier statistical adjustment. the comparable odds were reduced to 1.66. For iliose 

working in the public sector during the same period. the likelihood of receiving employer support 

for education was almost twice as high as having a job without such opportunities. After 

controlling for persona1 characteristics. work status and other work environment variables. the 

corresponding odds were reduced to 1.41. It c m  thus be concluded that employers of those 

organizations where there is a demand on upgrading or updating knowledge tend to invest more 

in developing human resources by providing their staff with more training. This could also be 

interpreted as a strong association between informa1 learning and formal learning at the 

workplace. albeit it is still subject to M e r  study to determine whether the relationship is one 

way and causal, or reciprocal and complementary. 

Personal Satisfaction. Comparing responses of those who said that it \vas important to 

get personal satisfaction and of those who answered othenvise. the study has found rhat 

significantly more of the former received employer support for their education and training than 



the latter. In addition, this relationship appeared to be stronger in the private sector than in the 

public sector at least during 1970s and 1980s. However, after statistical adjustment for persona1 

characteristics and work environments, the relationship between perceived importance of 

persona1 satisfaction was still strongly related with chances of receiving employer support for 

training with public employees while it was reduced to non-significant for the employees with 

the private sector. 

Secror of eonomy. In the participation literature. sector of economy has been 

consistently regarded as one of the major factors associated with the likelihood of a worker 

receiving some support for education and training From the employer. In a nurshell. the 

ownership of an enterprise. changing rates of employment. level of technoiogy adopted. level of 

labor force qualification and competence. management structure. market orientation of the 

service. arnong other things. are oRen mentioned as contnbuting circumstances influencing the 

eatent to which employers invest in human resource development (Nash & Hawthorne. 1987: 

Psacharopoulos & Velez, 1992: OECD. 1997). In this study. the concept of employment sector 

was dealt with at three differing levels. with ownership of enterprises at the macro level. The 

assumption was. as stated earlier. that whether an enterprise or organization belonçs to the public 

or private sector will iead to different philosophies and expected outcornes guiding the decision- 

making on provision of further education and training. 

Treated at the micro level were such factors as influence on decision-making about one's 

work. extent to which employees are organized. opportunities to learn new things at work. al1 of 

which could be closely related to and Vary at a specific workplace environment. Industrial 

sectors. considered as a meso-level concept of the employment sector in this study. were looked 

into for relationships between the extent of employer-sponsored education and training and the 

characteristics of a particular sector. in terms of changes during the period frorn 1973 to 1995 in 

its share in the national employment distribution. the nature of production or service. the eeneral 

qualification and competence of the labour force. and restructuring of the economy. 

Several trends stand out as s h o w  by the findings of the study: In general the expansion 

of employer-provided education and training since late 1970s affected nearly al1 srctors of 

varying degrees. with discrepancies between sectors subsequently on the decline. In 1975. 

except for banking, financial and real estate services, al1 other industries in the private sector had 



a participation rate much under 10 percent. Two decades later. at the lowest level were such 

sectors as agriculture, mining, and sectors of non-professional services. But nearly one out of 

five ernployees in these sectors had taken at least one employer-sponsored course or program. 

Nevertheless, as expressed in terms of odds ratios, difîèrences between certain sectors were still 

far from dissipating at least by mid- 1990s. 

Throughout the period. banking, financial and real estate services led in the participation 

rates within the private sector. with 22 percent in 1975 increased to 34 percent in 1994/5, 

although only a rise of 5 1 % frorn 1975 to 199415. In contrat. at the lowest level was agriculture 

and mining, whose rate rose from a very low of 1. 3 in 1 975 to 1 8 percent in 19945. 

Noteworthy was communications in the private sector. rising from the second lowest in 1975 at 3 

percent to the second highest in 1994/5 with a rate of 29 percent. So was the manufacturing 

sector. whose rate of participation was more than doubled over 1975 and reached to 18 percent in 

199415. Following closely behind were service sectors other than banking and financial 

institutions. such as utilities. construction, private educational. cultural and recreational services. 

and sales, hotels. restaurants. with rates of participation ranging from 19 to 23 percent in 199415. 

Expressed in odds ratios after statistical adjustment for gender. age and level of 

education. by 19945 workers in banking and other financial institutions were twice as likely to 

receive employer's support for education and training as those in agriculture and mining 

industries. The comparable odds for communications and manufacturing industries were a little 

less than 2 tirnes. 

Not surprisingly. banking and insurance companies also led in the rxtent of employer- 

provided education and training in the public arena. with participation rates between 3 1 percent 

to 38 percent dunng the period from 1975 to 1995. AIso noticeable is public administration: 

Until 1979. public administration lagged a little behind the finance sector with a participation 

rate of 20 percent in 1975. but by 1994/5. its rates of participation increased to 36 percent. and 

thus becarne one of the highest among the secton in the public domain. In cornparison with 

ernployees in public cultural and recreational services. those in public administration and finance 

were about three times as likely to benefit from employer support in 198617 and two times as 

likely in 1994/5. 



During the sarne period, education, research and health sectors more than tripled their 

participation rates. the largest magnitude of increase in the public arena. As early as the mid- 

1970s. these public non-administrative services were the sectors with the lowest level of training: 

only about 7 percent of the staff in educational institutions. research and health organizations 

participated in employer-provided education or training. By 199415. up to 30 percent of 

employees in education, research and health sectors received employer support. As well. both 

public transportation and cultural services doubled their employer support for funher education 

and training during the same period. With public transportation. the participation rate rose from 

14 percent in 1975 up to 3 1 percent in 1994/5 whiie the participation rate for cultural services 

was 23 percent in 199415 as opposed to 10 percent in 1975. 

In summary. several conclusions c m  be drawn from these key findings with regard to the 

relationship between antecedents and the likelihood of getting employer-sponsored education and 

training. While it is understandable. from a human capital perspective. that employers. 

particularly private employers. would invest less in older workers because of concems with 

retums of their investment in employees with shorter remaining work life. however. the srnall 

investment in training for the youngest age group seems a bit puzzling. However. together tvith 

the evidence from the positive relationship between investment in training and the length of work 

experience. as discussed earlier. it  becomes more apparent that age in this context has not just 

been used as biological maturation factor with young and new employres. Rather. age in this 

case can be interpreted as a proxy indicator of how long a worker has stayed with the same 

employer. Again, this can be explained by the rationality of investment as proposed by human 

capital theory - with young and new employees. the employers' training decisions are made on 

the basis of the 'evidence' which would postulate reduction of employers' risks of inwsting in an 

unstable or untrainable employee. From this perspective. it is small wonder that the middle-aged 

employees have bern regardrd as the most worthwhilr and reliable human resources for 

development. 

The fact that workers with higher education credentials receive more employer-sponsored 

education and training than those with less education seems to suppon the "screening- 

credentialism" hypothesis. However. with the evidence of occupation level being a stronger 

determinant of participation. the findings of the study appear to suppon the idea that credential- 



screening theories might only be most pertinent to the hiring decisions or training decisions for 

the newly hired, when lirnited information is available other than credentials. Once credentials 

are used to obtain employment, other evidence becomes more relevant to training. promotion and 

wage increase decisions. As firrns become more familiar with their employees' actual abilities. 

the relevance of forma1 education for career mobility fades. Consequently. level of formal 

education rnay only weakly explain which ernployees are more like to get employer-sponsored 

training. However. using a path mode1 as an analogy. the effects of forma1 education shouid by 

no means be discounted. since it is often the most important stepping stonr to other rewards 

along the life path. 

On the other hand, the results of analysis in this study indicate that. in the context of 

employer-sponsored education or training. job status is perhaps the most important predictor of 

chances of receiving such support: the sizes of unstandardized coefficients or odds ratios only 

drop by at most 30 percent and remain strongly significant statistically after the statistical 

adjustment for age. gender and level of forma1 educational attainment. Such a conclusion sounds 

reasonable and conforms to the hurnan capital theory and status attainment theory. which ofien 

see early forma1 education as the means by which employees acquire knowledge. skills and 

attitudes of potential relevance to upward social mobility and thus can be employed as a variable 

to predict occupational status and eamed income (Husén. 1974: Façerlind. 1987: Tuijnman. 

1989). In contrast. controlling for job charactenstics as proxied by occupation lowers the effect 

of formai education in most of the participation equations in this study. The evidence indicatcs 

that job characteristics play a role in the positive relationship between education and formal 

employer training. More educated workers are sorted into jobs in which training is more 

important (Altonji & Spletzer. 199 1 ; Tuijnman. 1989). 

There may be at least three differing interpretations for the relationship between 

employees who have some say or great influence on decision-makings and the likelihood of 

participation in employer-sponsored adult education and training. One possible interpretation is 

to link this kind of educational provision with organizational structural change. In Sweden. as in 

other industrial nations. many organizations in recent years have experimented with participaton 

management techniques in efforts to increase productivity. These techniques could encompass a 



share of decision-making, tearn-oriented labour processes and flexible specialization (Marsick, 

1987; Hodson & Hooks, 1994). 

h o t h e r  possible explanation can be related to the development of industrial relations in 

Sweden and. in particular. the strength of union advocacy. As pointed out in Chapter 3. in early 

1970s. as an expression of the general radicalization of the trade union rnovement at the end of 

the 1960s. the trade unions, particularly LO (the Swedish Tmde Union Federation). called for 

measures to democratize political and cultural life, as well as working life. At the workplace 

they demanded for workers' participation in decision-making processes. and in adult education 

provision. they demanded high priority be given to measures aimed at neglected groups. This 

explanation may also apply to another finding with regard to union members have usually been 

more likely than non-union members to receive employer sponsorship for work-related training. 

The third possible explanation would relate possession of influence on decision-making 

to the power and privileges at the workplace. which is usually hierarchically stmctured. In these 

settings. to what extent employees have influence on decisions is connected with their positions 

in the structural hierarchy. such as occupational status. supervisory roles. The hiçher an 

employre is on these scales. the more powerful he or she is in the decision rnaking process. As is 

pointed out earlier. factors such as occupational and supervisory status are highly correlated with 

the likelihood of receiving employer-sponsored training. Hence for these employees. the 

relationship between level of decision making and the chances of receiving employer-sponsored 

education and training could be at least to some exteni spunous. Once statistical adjustment is 

made for occupational status. level of formal education and other indicaton of job status. the 

relationship would be weakened or even reduced to non-significant. Such seems to be more of a 

case with the private sector. 

Consistently. the study finds a strong relationship between jobs that offer opportunities to 

learn new things and the employers' investment in employees' training throughout the penod 

under investigation. Jobs that offer great possibilities to leam new things perhaps can be 

perceived as positions that are demanding. challenging or deeply involved with advanced 

technologies. It could describe a workplace in which the respondent. like other fellow 

employees. is engaged in both problem posing and problem solving or a work environment 

where contextual or situational leaming often takes place. both in formal and informal formats. 



By the sarne token, that an employee believes there is potential to get persona1 sarisfaction from 

the job in addition to income, could perhaps signal he or she finds his or her persona1 and career 

objectives are being materialized. As well, it could also reveal a view of work that is believed to 

be developmental, participatory and self-authorizing, and perhaps full of leaming opportunities. 

thus possibly an indicator of work environment. 

Personal satisfaction can be derived from a job that carries the potential of career 

mobility. Thus it can be concluded that employer-sponsored education and training. although 

usually of short duration. tends to occur or be sought more ofien in those environments whrre 

work is perceived as developmental or at least targeted towards helping those employees in thrir 

career development. As inferred from the earlier analysis. this has been panicularly trur for 

employees in the pivate sector since the 1980s. but perhaps since much earlier date. at least 

1979. for employees with the public sector. As Wong and Siegerist ( 1989) point out the actual 

decision (on training) was govemed by a weighing of the demands of the working place and an 

estimation of one's own capabilities and expected benefits. These factors have a different weight 

for people with different persona1 characteristics (age, gender. SES. and educational level). 

Tuming to the relationship between sector of the economy and emplo);ers0 investment in 

adult education and training. the extent of employer-sponsored further education and training is 

associated with the a variety of factors such as educational attainment of the working population. 

dernands of skills at work. restructuring of economy and development of technology. 

management structure and nature of production or service. Therefore. the changing pactem in 

rems of participation rates during the period from 1975 to 1995. is mixed. First of ail. if the 

educational attainment of employees is a proxy for qualifications and or skills demands at work. 

it could then be inferred that the rates of employer support for further education and training co- 

Vary with the demand for skills at work. 

As Bartel and Lichtenberg (1 996) point out. employers in sectors where rmployment is 

growing require better-educated employees. Financial services. public administration. and 

professional services - three rapidly growing sectors - ernploy better-educated workers than 

agriculture. mining. wholesale trade, and manufacturing - sectors whose share of national 

employment has been falling or growing more slowly. This pattern reflects. in part. the effccts of 

increased international trade and new technologies. Hence. not only c m  it be found that the rate 



of participation is generally higher in the public sector than the private sector as reported by 

many studies (Psacharopoulos & Velez, 1992; OECD, 1997), but as well. the highest rate of 

participation can be found in public administration and banking. insurance. and real estate. 

education, research and health sectors. where post-secondary education is most common arnong 

employees. In these sectors of the economy, except for education, research and health 

institutions. employees were more likely to receive employer-supported education than those in 

other industnal sectoe throughout the period from 1975 to 1995. The extensive employer 

support for further education and training within education. research and health sectors was only 

recent phenomenon and perhaps a result of a long-term. gradua1 process rather than an abrupt 

change. 

On the other hand, the magnitude of increase in the extrnt of employer support is closely 

related with the restructuring of the whole economy. I t  appears that the increase of employer 

support more ofien occurred in those secton where the needs of training became acutc as the 

sectors underwent downsizing, restructuring and became more technology-intensive. For 

instance. as previously mentioned. agriculture. mining. wholesale trade. and manufacturing wère 

sectors whosr share of national employment has been falling or growing more slowly ovrr the 

period from 1975 to 1995. Thus. for those sectors. the rates of participation increased by 

between two to 13 times over the period. 

8.2.3 Long-term outcornes of oarticipation in employer-soonsored education and training, 

In Phase II of the srudy. three questions were investigated with regard to the long term 

effects of participation in employer-sponsored education and training in the Swedish context. 

Given the structure of this panel data set. information available on the same individuais every 7-8 

years was regarded as proxies of their conditions at earlier career stages. Therefore. the 

questions investigated bear the assurnptions of life stage or phase perspectives. 



8.2.3.1 Impact of earlier participation in employer-sponsored edztcation on participcrrion in 

sirnilar types of activities in luter career stages 

The first question investigated was to what extent participation in employer-sponsored 

education and training in 19945 by a Swedish worker related to hisher participation in the 

sirnilar activities in early career stages, such as during the periods of 1979 and 198617? 

The results indicated that both participation in 1979 and in 198617 were significantly 

conelated with participation status in 199415 period. with participation in 198617 appearing to 

have a large effect (7 1 vs. 42 for participation in 1979 in the adjusted model). The results. from a 

finer analysis with split sub-data sets that distinguish the private sector from the public sector. 

further shows that such was the case with the private sector rather than the public sector. For the 

public sector employees. the results indicate that their "cunent"( 1 99415) status of participation 

c m  be related to participation in 198617. but there is no evidence to suggrst that it could be 

related to as far back as their participation status in 1979. 

Thus. to interpret the effects of earlier participation on later participation in ternis of odds 

ratio. holding al1 other variables in the equation constant. an employee in the private sector who 

participated in 1979 or in 198617 would br about 1.5 timrs more likely than non-participants to 

participate in 199415's education and training supponed by the employer. If he or she had 

participated in both periods. then this employee would br about 2.5 times more likely than a non- 

participant to get support from hisher employer for further education and training. 

In short. both descriptive statistics and multivariate analysis carried out to answer this 

question provide another piece of empirical evidence to support what has been frequently 

discussed in the literature. The results clearly indicate that it is also true in the case of employer- 

sponsored education and training, that the participation variable c m  be regarded as both 

exogenous as vie11 as endogenous. From the life span perspective. this means that participation 

experiences are not only consequences of a conjunction of social. cultural and rconomic factors. 

These experiences can also. in and of themselves. become a factor of importance in the 

accumulation of advantages and disadvantages over the life span (Tuijnman. 1989) and exert a 

strong impact on one's Future development. The findings further underiine the long-term effects 

of such activities. since it seems that the impact of what a worker engaged in at hisher rarlier 

career stages c m  still be felt about 20 years later. 



Basically, two of the alternative theories have been used to explain this so-called -serial 

correlation' between earlier participation and later engagement. One interpretation speculates 

that it is more of a psychological effect: the more one is exposed to training. the more one feels 

the need to be even better trained (Kalleberg. 1992). The cumulative effect is reinforced because 

experience of participation in continuing education increases the chance of subsequent 

participation. Many panicipants have a long history of adult study behind them (Bergstein. 

1980). If unchallenged. the will and capacity to leam can diminish or even disappear. To keep 

on leaming. or in the words of Wong and Siegerist. " to remain in the circuit of permanent 

education." experience of educational success is necessary (Houtkoop & Karnp. 1992). 

Another explanation is related to the demands at work. Persons with more highly skilled 

jobs and those who had formal training courses were more likely to feel that they needed more 

training than they had. The latter may reflect the higher skill levels of the jobs held by thosr 

persons with more training time and who had forma1 courses. A given level of training is more 

likely to be inadequate for more highly skilled jobs (Kalleberg. 1992). 

The results of this study indicate a strong association brtween active and recurrent 

participation in employer-sponsored education and training. and the level of forma1 education. 

occupational status and workplace situation. Together with the evidence presented in Chapter 6. 

this findings appear to implicate a support to the second explanation and influence of social 

structural factors. However. due to the fact that the data provide limited information on 

respondents' dispositional attributes and their attitudes towards further education and training. 

the psychological perspective can nei ther be confirmed nor rejected. Thus. more information is 

required and different data collection and research designs will be needed if any causal links 

suggestrd by these explanations are to be rstablished through Wher  testing. 

8-23.? lmpacr of employer-sponsored edircation and rraining on economic ozireornes of 

participants 

The second question asked was whether experiences of employer-sponsored education 

and training in one's earlier career stages were related to annual earnings reported in 19945. 

The results of the study show that al1 the three indicators of employer-sponsored 

education and training (for 1979. 198617 and 1994/5 periods. respectively) were significantly 



associated with higher earnings. A further analysis that separates the private sector employees 

fkom those employed by the public sector indicates that the finding should be applied in the case 

of the private sector. Moreover. both the un-standardized and standardized coefficients indicate 

that among the three measures of training (1979. 198617, 199415). education or training 

undertaken in an earlier career stage (i.e., 198617 in this case) has the largest impact on the 

eamings of the current year (Le., 199415). In contrat, as s h o w  in the descriptive statistics (the 

mean difference in 199415 earnings is non-significant between participants and non-participants 

in the public sector). none of the measures of education and training reponed by public sector 

rmployees were significantly associated with higher earnings. 

The study further tested the hypothesis that the returns of employer-sponsored education 

and training undertaken in 198617 on eamings of 199415 was mediated by the level of 

occupational status. S peci ficall y. a multiplicative interaction tem. Trainiug receivrd in 1 986/- 

times Occlrparionai Sturrcs in 199M. was introduced in the eamings equations. The results show 

that the coefficient of this term tumed out to be positive and statistically significant. but a small 

effect. R' only increased .006. As was expected. the effect becomes stronger and more succinct 

when the analysis was limited to only employees in the private sector. Meanwhile. the direct 

indicator t e n .  Training receiwd in 1 98612 tumed negative and statistical l y nonsigni ficant. 

reconfirming the findings reported in the training literature. 

Several conclusions c m  be d r a m  from the analysis on possible effects of employer- 

sponsored education and training on eamings. First. it shows the importance of distinction 

between ownership of enterprises (the public sector vs. the private sector) when it cornes to 

analyzing economic returns of employer-sponsored adult education and training. As rnentioned 

in Chapter Four. the research literature has generally advanced two explanations for economic 

retums of continuing education and training. One stems fiom human capital theory and suggests 

that importance of training results Iargely fiom its presumed consequences for both organizations 

and individuals. Orçanizations uith a highly trained workforce are assurned to perfom better. 

Individuals with more training are ofien thought to be more productive and. on this basis. to 

receive higher eamings. Hurnan capital theory thus views training as representing an invcstment 

in human resources: higher earnings are inducements for individuals to make these investments 



and. to the estent that the skills acquired are specific to the fimi, to remain with the employer 

once the training has completed (Mincer. 1989; Levine. 1990). 

Sociologists offer another reason why training should increase eamings: Training results 

in skills that constitute a potential source of dependency of the employer on the employee. As 

such, training and skills increase the worker's power and potential market capacity . There fore. 

the higher earnings associated with training result from greater power rather than from increased 

productivity (Kalleberg et ai.. 198 1). 

However. since human capital and power theones make similar predictions. it is difficult 

to empirically determine which bener accounts for why training is positivelp related to eamings. 

The results of the analysis in this study suggest that such explanations apply in the situation in 

the Swedish private sector. but not in the public sector. 

Second. the analysis confirms the importance of participation in employer-sponsored 

education and training. not only in terms of its impact on the participation at later career stages as 

proven in section 7.1. but as well in terms of its impact on participants* economic well-beiny. 

particularly with workers employrd in the private sector. The analysis concurs with the findings 

of previous studies (e.g.. Lillard & Tan. 1986; Mincer. 1989: Levine. 1990) that the earnings 

effects of employer-sponsored education and training can persist over several career stages in 

one's working life. 

Third. the analysis also suggests that while employer-sponsored education aiid training 

does have economic consequences for employees in the private sector. it does not affect every 

participant on an equal basis. Rather. it is those employees with a high level of formal education 

or high job level who will be affected most favorably by employer-sponsored training. Thus. 

like other kinds of post-initial education and training. employer-sponsored adult education and 

training senres to complement and continuously advance the process whereby "the long m of 

the family" and "the long am of work" (OECD. 1997) influence one's career and life. 

8.2.23. Impact of employer-sponsored edzrcarion und training on occlipa~ionu f stability un J 

moh il@. 

The third question explored in Phase II of the study was to determine whether 

respondents' earlier participation in employer-sponsored education and training contributed to 



the differentiation between occupational statuses of 1994/5. The findings. as a result of 

discriminant function analysis, indicate that together with the earlier status of occupation and 

formal educational background. participation undertaken in the earlier stage (in 1986/7) foms 

the first discriminant function that basically separates manual workers from non-manual workers. 

Altogether, they expiained about 34 percent of the variance (canonical correlation 3.736. 

pc.00 1 ). However. as the findings indicated. among the three types of predictors. both variables 

on participation in 198617 and in 1979 were the least powerful indicators. 

Several conclusions c m  be drawn fiom this analysis. 

First, there is clear indication of a relatively high degree of stabilitp with the occupational 

movement: the recent status of occupation (Le.. reported in 199415) is still hiçhly correlated with 

the statuses held almost twenty years earlier. Not only did about 50 percent of workers within 

each occupational group remain at the same level that was reported in 1979. but also the 

magnitude of mobility is rather restricted. In most cases. if upward mobility did occiir. people 

tended to move up to a level only adjacent to the positions they reported as early as in 1979. 

Second. formal education still plays an important role. The highrr level of occupation 

held in 19946 tends to have more years of formai schooling behind it. The senior non-manual 

employees had longer duration of formal education (mean=\ 4.3 years) than any other 

occupational groups - the means for the intermediate non-manual group. junior non-manual 

group. skilled. and non-skilled manual groups were 12.5 years. 10.7 years. 9.7 years and 9.2 

yean. respectively . 
Third. the results support the notion that participation in employer-sponsored education 

and training at earlier career stages may have been one of the causes resulting in more upwrd 

mobility with the workers who participated than did those who did not. The loadings on the first 

discriminant fùnction show that the participation in employer-sponsored education and training 

at earlier career stages was one of the major factors that contributed to the discrimination amone 

the attained levels of occupation reported in 19945. Levels of occupation tended to be positively 

associated with rates of participation in employer-sponsored education and training. The results 

also indicate that between the two participation variables loading on the first discnminant 

function. participation in employer-sponsored education and training in 198617 is a more 

important predictor. 



In short, the results lend additional support to what was concluded from the preliminary 

analyses that participation in employer-sponsored education and training in earlier career stages 

had an impact on the stability for workers who had already attained high occupational statuses 

and upward mobility for workers with low occupational levels. Gender. organization oivnership. 

employment history, type of job. union membership and age are less powerful predictors. 

Howrver. the interpretation of these discriminating variables should take into account the use of 

the earlier occupational status as predictor in the same equation. As is s h o ~ n  in earlier analyses 

on participation behaviors. correlative relationships between occupational statiises and other 

predictors may have suppressed the latter's importance in the discrimi nant functions. 

8.3 Implications From the Study 

8.3.1 Implications for Policv and Practice 

Governments ofien perceive employer-sponsored education and training as a cost- 

effective measure to address many crucial problems f'acing society such as rmploynrnt. 

democracy. global competitiveness and above all. social cohesion (OECD. 1996). Howevsr. as 

the study indicates. as employers become increasingly influential in decision making concrming 

providing training opportunities as well as contents for working adults. under-served population 

groups. namely the Young, the older, and female workers. particuiarly those uith the private 

sector pose serious challenges to public policy. Public policy that aims to reduce social disparity 

in economic opportunity (OECD & HRDC. 1997) must corne to grips with this acute issue of 

unequal distributions of education and training opportunities. Over the last 50 years the 

educational policy landscape has changed immensely. as has the frame of public policy in 

general. More recently. in many countries. governrnents have strenuously reduced direct control 

over public institutions. More and more public services have been privatized. or subjected to 

market forces. and public institutions have been required to enter into relationships with their 

clients which approximate as far as possible those of the priced market sector (OECD. 1995). 

For example. in Sweden. the high level of participation and somewhat lower level of 

inequality might be explained by the country's tradition of adult education. Workers' 

organizations have also played an important role in advocating the rights of further education for 

workers. particularly the rights to have a second chance for those who had been denied that 



opportunity earlier (Rubenson, 2000). Other important factors are a large publicly funded 

voluntary sector and Iùnding earmarked for recruiting groups with low readiness to participate. 

This involves funds for outreach activities at work or in the community. and study assistance for 

courses of both long and brief duration (OECD. 1997). However. with the majority of working 

adults. this has not been the case. Until very recently support for adult education did not cover 

workers' further education and training and the Educational Leave Act of 1974 provides only a 

right io educational leave. without covering loss of wages/salaries during the leave (Rubenson. 

1997). The question thus becomes: To whom do thosr workers who fail to get support Iiom thrir 

employers tum for assistance? 

The 1970s saw a strong push in OECD countries for direct govemment involvement in 

regulating industrial training. This push was replaced in the 1980s by the rhetoric that lifelong 

learning should not solely be the responsibility of the govemment and the public sector: 

employers have a major role to play. There was also the idea that if only matters were lsft ro the 

training market. an efficient "system" would evolve spontaneously (OECD. 1 997). The findinys 

of this study concur with the results of other studies that a mainly dernand-driven approach 

cannot be expected to work for the benefit of all: consequently it becomes quesrionable whether 

oovernments cm totally abandon their responsibility. particularly for the majority of workins 2 

adults who are le% out of the investment interests of private employers. Perhaps public policy 

measures. such as funds provided for outreach activities and study assistance for courses in 

Sweden that have been somewhat effective in reducing inequality in participation arnongst the 

general population with different schooling backgrounds. should also be providrd to non- 

participating working adults.' 

Second. with respect to policy measures that aim at equal access to funher education and 

lifelong learning for all. it can be argued that, in the context of employer-sponsored education 

and training, one of the difficulties that need to be overcome is to reach those who have not 

previously enlisted. In particular. as the analysis shows. those who have fewer opportunities for 

' In 1997. at the time when this study was being wrinen up. The Adult Education Initiative (AEI). a five year 
program for adult education in Sweden, was established. The project comprises some 1 10.000 new educational 
places for adults. mainly at upper secondary level. Target group is in the first instance adults who are unernployed 
and who either completely or partially lack 3-year upper secondary school cornpetencies. However. AEI also 



employer-sponsored education and training usually have much less formal education. lower work 

positions, and less decision making power in the workplace than those who are recurrently 

involved in adult education and training supported by employers. For instance. of 995 

respondznts who reported zero times of participation in employer-sponsored training in the panel 

data, 63 percent of them had not completed upper secondary level of education. compared with 

37 percent of those who indicated the participation in al1 three interviews. Hence. it could 

reasonably be inferred that the rapid expansion of provision of education and training 

opportunities in the workplace to a larger number of people. as was witnessed in the 1980s. 

would not necessarily translate into a great increase in the participation of the disadvantaged 

group of employees. who very Iikely had not partaken previously. 

Indeed, a wide range of arguments have been advanced to support a financing role for 

government in working adults' tùrther education and training. The arguments can bc: roughly 

erouped under four major categories: 1 )  extemal benefits: 2) market imperfections: 3) wrak 
C 

private training capacity. and 4) equity. Extemal benefits refer to the positive benefits to society 

or social returns according to the human capital theory. from ensuriny an adequate supply of 

skills. The availability of a skilled labor force may make a contribution to the attainmrnt of 

macroeconomic goals of society: these will be over and above the direct benefits of enhanced 

productivity stemming from and mainly captured by the employers and the trained workers 

thernselves. 

The notion of market imperfections daims that. if training markets work imperfktl y. 

under-investment in human capital will ensue. and the training systcm will fail to provide the 

economy with skilled labor necessary for development. For instance. because of the "poaching" 

practice. training firms wil1 react by cutting dowm on their training effort. Govemrnent labor 

market policies. such as minimum-wage legislation. may adversely affect the efficiency of 

enterprise-based training. It is also claimed that strong union pressures rnay have prevented the 

wages of trainees from falling to cover training costs. 

Governrnents. in an attempt to achieve greater overall labor market efficiency. frequentlv 

pursue policies that encourage worker mobility. One such policy is the development of national 

training - qualifications and certificates of training attainment. Yet such certiiication clear1)- has a 

focuses on the needs of employees with a low level of education (Rubenson. 3000). 
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negative effect on training: by facilitating worker mobility arnong firms. it  reduces the incentive 

for fims to invest in employees' further education and training. The notion also extends to 

capital market imperfections, whereby loans to finance human capital investments rnay not be 

available. Workers rnay thus be forced to forgo training investments. even though the. are 

intrinsicall y profitable. 

Weak enterprise training capacity refers to smail or poorly developed enterprises. which 

rnay not have the capacity to provide the necessary. structured. on-the-job training to meet the 

needs of the sector. Small f ims may lack the managenal competencies or have the foresight to 

organize in-house training. They rnay also lack relevant personnel management capacity and. 

because they are unable to benefit from economies of scale in training. costs may be Iiigh. Thrse 

firms rnay not be able to afford extemal training providers or. in a small workforce. to release 

workers for outside training. Government is therefore urged to provide training in public 

institutions. or other intervention measures that rnay include the establishment of group or 

industry training schemes and the provision of technical assistance to promotr Company training. 

8.3.2 Im~lications for Adult Education Theoy and Practice 

The findings of this study convey a clear message that adult education has to face the 

impact of increasing involvement of employen in the provision of adult education and training. 

With the state increasingly marketizing educational provision. employer sponsorship and self- 

financing have become the two sources of support for adult education. Clearly. employers are 

now by far the most important source of support. especially since 1980s. Access for an 

individual to adult education and training consequently increasingly depends on employmcnt 

circumstances. financial positions. job status. and decisions at the workplace. Adult rducators 

and researchers need to engage thrmselves more closely and look into what is nally taking place 

at the workplace. where fomal learning and informal learning are converging. integrating. and is 

affecting the lives of most working adults. In this context. it might be more appropriate to 

paraphrase what Cropley (1 989) has stated regarding adult education and the "relations of 

production". 



Adult education, in its transfonned format - employer-sponsored adult education and 

training at the workplace, has been used to prepare people for certain functions in a society's 

system of production. It has therefore become an instrument for assigning rotes, status, 

expectations, aspirations and the like in such a way that the economic order continues ro function 

smoothly. Adult education must be seen as part of this system. and participation or non- 

participation in employer-sponsored education and training as a function for the role assigned to 

a pariicular person by the needs of the system of production. Adult education rnay thus have the 

potential to increase the social division of labour. However. the toughest cal1 for adult educators 

is to envisage possible forms of adult education that can break d o m  this division. Since work 

has become increasingly an important part of an individual's life. if work-related education. and 

particularly. employer-sponsored education and training, continues to be considered out of the 

realm or field of adult education practice. long standing concems of adult educators with regard 

to social equity and equality can never be properly addressed. 

The findings of the study also question the following two key assurnptions underpinning 

lifeiong learningfor ail: First. while cveryone is able to leam. al1 must be motivated to learn and 

should be encouraged to do so. throughout their life. Second. lifelong leaming is conceived 

broadly as learning that occurs in forma1 institutions of education and training and informally or 

non-formally at home. at work or in the wider community (OECD. 1996). This notion of 

lifelong learning. together with concepts of "second chances" and "recurrent education". if used 

incorrectly. tends to water down the significance of workplace education and leaming. whicli has 

taken centre stage in a broader perspective of lifelong leaming. This notion also implicates that 

the impact of learning at whatever stage dunng one's Iife will be the same: it. too. tends to foster 

an illusion that. so long as one is rnotivated or willing to learn. there will always be chances for 

him or her to catch up later. The findings of this study show that the impact of earlier 

expenences in learning c m  be long-lasting and affecting subsequent learning activities. and 

therefore. should not be underestimated. The key implication is that the notion of Iifelong 

leming should not be taken to mean that one can afford to forego learning opportunitirs at those 

stages that might be key stages on one's life path. 

The findings that employers' support for tùrther leaming is related to different factors 

indicate that it is as important and necessary to differentiate educational sponsorship as it is to 



identify whether a worker is employed in the public or private sector. The implications are that. 

in framing participation research and analyzing survey data. it is important to deploy an 

integrative approach that segregates groups belonging to different socio-economic-demognphic 

status and employrnent situations on the one hand, and that focuses on individual learners and 

their respective contexts of learning. on the other. 

8.4 Suggestions for Further Studies 

Like many other studies on participation. this study perhaps raises more questions than 

answers to issues it sets out to explore and try to understand. Some of thrsr questions are related 

to the limitations arising frorn the data employed for this project. This is not to sap the quality of 

the data has been a problem. Rather. this study is not exempt frorn difticulties perhaps 

ubiquitous to al1 studies that are based on secondary analyses of existing data sources. 

These are reflected in the many potentially important factors that either the data usrd for 

this study does not have information on or of which further analyses need to be done. The 

foremost alen to these limitations is the fact that only a small part of the variance is esplaincd by 

the models of predicting participation in employer-sponsored education. For example. the 

rnodels for public sector data explain less than 10 per cent of the total variance. 

Tuming to the general participation literature. we can find many other factors that may 

influence workers' participation in ernployer-sponsored education and training. Some important 

factors. which this study has not been able to cover. are organizational factors. such as intemal 

labor markets. slack resources for training. ongohg changes in structures. use of technolog'. and 

innovations. and markets (Kalleberg. 1992). The ULF surveys individuals but does not seek 

information about many enterprise characteristics that affect training. such as size. technology 

use, and human resource policies (OECD. 1993: Bowers & Swaim. 1994) 

As this study suggests. structural factors play a more important role in education and 

training decisions than individual characteristics in the public sector. For future studies. it ma' 

be useful to pay more attention to organizational aspects of enterprises. For instance. Kalleberg 

(1 992) reports that the findings of their studies support various organizational theories of 

training. In particular. fim interna1 labour markets were strongly related to both individual- and 

organizational-leveI training measures. which strengthens theories of labor market segmentation 



that assume intemal labour markets to be intimately related to training and ski11 acquisitions. 

And, the greater training costs and presence of training departments in larger organizations were 

consistent with explanations based on institutional and training and continuing education 

theories. 

The literature also highlights the importance of relating earlier experiences of education. 

either participating in general adult education and/or in employer-sponsored education. to 

current learning activities. Refemng to this as 'senal correlation'. Altonji and Spletzer ( 199 1 ) 

point out that an important question about training is whether. and to what dcgree. individuais 

differ systematically in the extent to which they engage in training throughout their careers. 

Houtkoop and Kamp (1992) also argue that the cumulative effect is reinforced because 

experience of participation in continuing education increases chances of subsequent participation. 

From this perspective. further studies working with longitudinal data are needed to look into why 

certain working populations have been continually supponed by employers for their education 

over their careers. Possible directions to pursue this question could include looking into whether 

this originated from the demands out of their jobs or just from their dispositional inclinations 

gained from good rxprriences in earlier educational activities. 

This study is limited in its ability to probe institutional barriers. Houtkoop and Kamp 

(1992) point out that institutional barriers in a broad sense refer to characteristirs of the 

provision. Participation in programs of continuing education does not occur in an social or 

institutional vacuum. The nature of provision. at present. is much in accordance with the niles of 

the marketplace. K a  system that relies on self-selection in recruitment will by necessity create 

inequality in a society (Rubenson. 1990), one wonden about the consequences of a system that 

completely depends on the decisions of the workplace. As well. it might be fair to Say that an!. 

studies on participation in adult education that do not consider the nature of provision and its 

socio-economic consequences. either short-terni or long-term. are very limited. The benefits 

from a training program. rither perceived or materialized. are perhaps a much more telling 

indictor of the nature of the program. 

Limitations mentioned above suggest that. in future. research on employer-sponsored 

education and training, rneasures must be taken to address these questions either dunng die data 

collection phase or at the stage of data analysis. Participation in any organized leming activities 



should be subject to a composite measurement. that is. not only is the incidence reported 

important. but the intensity and duration are important as well. Much as the study tries to include 

information on this particular issue, it is available only in a few annual survey data reports. With 

intervals of about 7 years for the panel component, and no retrospective questions asked of 

respondents with regard to their actual experience within intervals, there is a black hole that 

needs to be looked into. 

On the basis of the previous discussion. several suggestions for further research are in 

place: First. this research project. in iine with studies on adult education in general ( t g . .  

Tuijnman. 1989: Rubenson. 1996). indicates that the use of longitudinal data on the same 

individuals is more appropriate and maybe even crucial in investigating participation and 

outcornes of employer-supported education and training. Future studies should be furnished with 

a more diversified data base. The research project reportrd could be conductcd. with 

modification. on different populations and in different social settings. This will not only help 

enrich the current understanding of the phenomenon under concern. It wili also strengthen the 

~enrralizability of individual studies conducted in specific national settings. Future studies may 
C 

also incorporate more variables such as disposition factors. content and outcomr of education 

and training. short t e m  venus long-ierrn impact so as to render a more complete picture of the 

phenomcnon. 

8.5 Concluding remarks 

In conclusion. more than two decades have past between the introduction of the concept 

of lifelong learning by LJNESCO and OECD in the early 1970s and the declaration of OECD 

member states to make lifelong learning a reality for ail by the mid-1990s. It is now possible to 

assess the empirical reality of adult learning by tracing the relations between man' precedent 

factors and contests and further education and training. There has been much rhetoric around the 

ideal of lifelong leaming for al1 and the importance of continuing education. The evidencr we 

have seen thus far only suggests that much more needs to be done to tum the ideal of lifelong 

leaming into reality through concerted efforts. Borrowing Johnstone and Rivera ( 1965)'s 

expression: one of the most persistent trends emerging from this study is that a great disparity 

exists in the Swedish workers' involvement in employer-sponsored adult education and training. 
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Appendices 

Table 3.1 a Employment in 1975, 1979, 1986, 1990, 1993, 1995 by industrial sector. type of 
job (Percentage o f  adult population 16-74 years o f  age) 

1975 - - 1979 1986 - 1990 - 1993 - 1995 
(n=6634) (n=9 146) (n=4736) (n=6 1 89) (n=6188) (n=60 10) 

Fdl- Pm- Total Fid- Part- Tolal Full- Parr- Tora1 Full- Part- Tdal Full- PW Tord Full- Pan- Total 
rime rime time thne rime tirne tinte rime rinie time fime time 

Sector 

Other 83.3 16.7 0.1 - - 0.1 86.4 13.6 0.8 81.6 18.4 1.4 76.9 23.1 0.8 - - - 
Total 79.9 20.1 100 733 26.7 100 72.7 27.3 100 74.6 25.1 100 75.0 25.0 100 73.9 26.1 100 

Notes: 
1 .  Source: SCB 1975. 1979. 1986, 1990. 1993, 1995. 

2. -- The numbers of cases are roo small to report as valid statistical estimates. 



Table 5.1 a Frequency distributions of data samples by age, gender and geognphical 
locations (percentage) 

Adult population sample 
Survey Panel (1" Panel (Znd 

follow up) follow up) 
(n=9380) ( n 4  196) (n=33 19) 

- --  - 

Age group 
16-23 
24-3 1 
32-3 9 
40-4 7 
48-55 
35-63 
64 -. 

Total 

Gender 
,tfule 
Fernale 

Total 

Reg ion 
Stockholm 
Goreborg and Mainto 
Large cities 
Sotrrhern region 
:Vorrhern urban 
;Vorthern rurul 

Total 

Employee sample 
Survey Panel ( i"  Panel (lnd 

follow up) follow up) 
(n=575 1 )  (n=398) (n=2130)  



Table5.2a Means and standard deviations of characteristic variables for survey 
samples and panel datasets 

Adult rmlover samples 
Suney Panel ( lsl follou up) Panel (2"" t0llo1v up) 

Mçan S.D. kt can S.D. Mean S.D. 

16-23 (n=570) (n=372) in=304) 

.-Ige 20.93 1.85 20.62 1.96 20.63 1.92 
Edtccarion level 10.66 3.98 10.5 1 l 3 2  10.59 1.40 
incidence of Training 0.082 0.275 0.078 0.269 0.082 0.275 
)'rarlv income 442 13.68 166 13.94 43 171.77 16658.56 43650.33 15833.56 

.4ge 27.79 1.29 27.63 2.28 27.66 2.26 
Educarion level I 1.58 3.53 11.73 2.85 1 1.80 2.73 
Incidence of Tratning O .  149 0.357 O. 159 0.366 0.151 0.358 
)i.arly income 55.5404 22749.5 1 54962.38 2 1746.25 55030.57 2 1343.26 

32- 39)  (n= 1347) (n=j6O) f n=504) 

.4ge 35.26 2.23 35.24 2.17 35.24 2.18 
Education level 1 1 .O9 4.3 1 1 1 .O0 3.46 1 1 .O8 3.38 
Incidence of Training O. 177 0.382 O. 188 0.391 0.191 0.393 
lkarly incomr 64376.99 29208.36 64432.32 28480.62 63700.60 27374.04 

40 - 4- (n=913) (n=413) (n=36 1 ) 

.-Lge 43.1 4 2.27 43.09 2.30 43.07 2.28 
Edrication lrvel 10.1 I 5.52 10.05 3.63 10.16 3.60 
Incidence of Training 0.171 0.377 O. 182 0.386 0.202 O. JO2 
)6ar& morne 68766.38 35917.5 1 69351.57 32339.30 69965.10 32385.55 

49 - 55 (n=859) ( n=380) (n=3 12) 

.-Ige 51.34 2.28 5 1.42 2.30 5 1 .27 2.30 
Edmuion levrl 9.13 5.55 8.80 3.48 9.00 3.3 1 
Incidence of Training O. 165 0.372 0.155 0.363 O. 157 0.364 
).early income 66135.16 33053.27 65387.90 30739.91 65 1 22.44 30723.b3 

56 - 63 (n=607) (n=268) ( n=2O I ) 

:lge 59.02 2.10 59.93 2.16 58.77 2.15 
Educarion level 8.03 2.87 7.90 2.80 8.04 2.78 
Incidencr of Trutning O.  138 0.346 0.131 0.338 0.134 0.342 
leur- income 64247.12 33386.66 63547,02 34373.37 65223.38 36629.54 

64 +/ (n=83) (n=35) (n=18) 

.-lge 65.18 1.88 65.1 1 1.5 1 65.06 1.55 
Educarion lrvel 9.59 4.68 8.85 4.6 1 10.49 5.19 
Incrdence of Training O.  108 0.3 13 0.1 15 O. 3 23 O. 167 0.384 
)'c>ar& incorne 59454.22 36423.54 57620.00 38000.19 69095.44 44595.26 





Table 6.13a Distribution of workers by level of influence on decisions at work by 
public or private sector (Percentage) 

Y ear Change in percentaçe 
Public sector 1975 1979 198617 199415 1979- 1986/7- 1994'5- 1994'5- 

1975 1979 1986i7 1975 
Level of Influence on 
decision at work 
no influence 
some influence 
much influence 
Total 
Private sector 
no influence 
some influence 
much influence 
Total 

Table 6.13b Percentages of ernployees who reported to have opportunities to learn new 
things at work. and who reported persona1 satisfaction is the most important about their 
work by private or public sector 

1975 1979 1986/7 1 994'3 
Job offers oppomnities to learn new things 

Public sector 59.2 59.5 63.7 65 .3 
Private sector 50.5 54.9 63.1 63.6 

Most important is tu get personal satisfuction 
Public sector 78.2 8 1.6 82.1 86.3 
Private sector 61.2 64.3 71.8 73.1 



Table 6 . 1 3 ~  Correlation coefficients between leaming opportunities with persona1 
satisfaction frorn job, age, gender, education level and occupat ional class 

Public sector Private sector 
1975 1979 1986 1994 1975 1979 1986 1994 

Personal satisfaction Personal satisfaction 

Leaming opportuniry 0.276 0.163 0.256 0.164 0.291 0.224 0.3 14 0.235 
grnder 0.091 0.05 1 0.047 0.044 0.03 1 -0.011 0.003 0.047 

age 0.002 0.023 0.093 0.023 0.103 0.104 0.1 12 0.1 15 
level of influence 0.169 O. 104 0.109 0.067 0.308 0.259 0.306 0.337 
Level of education 0.214 0.166 0.112 0.123 0.170 0.178 0.176 0.1 17 
occupational class 0.213 0.173 0.140 0.1 13 0.321 0.292 0.350 0.256 

Learning opportunity at work Learning opportunity at work 

Personal satisfaction 0.276 0.163 0.256 0.164 0.291 0.224 0.3 1 1  0.233 
gender -0.099 -0.094 -0.098 -0.058 -0.178 -0.17 1 -0.136 -0.099 

age -0.198 -0.220 -0.102 -0.095 -0.155 -0. I 16 -0.136 -0.078 
level of influence 0.123 0.163 0.161 0.140 0.255 0.246 0.274 0.232 
Leve 1 of education 0.327 0.301 0.277 0.249 0.307 0.258 0.296 0.16 1 
occupational class 0.320 0.3 I O  0.3 13 0.182 0.378 0.363 0.384 0.272 



Table 7.1.1 a Descriptives statistics for with-in group cornparisons bases on participation 
status identified in the panel data 

Predictor Participat N Mean s.d. s e .  L o w r  Upper 
ion status Bound Bound 

Ags of 1994/5 Group I Zero 955 45.45 8.8 1 2 9  44.89 46.0 1 
2 Once 582 45.38 8.62 .36 44.67 46.08 
3 Twics 242 47.98 7.76 3 0  46.99 48.96 
4 Thrice 52 49.75 6.54 .9 1 47.93 5 1.57 

Total 1831 45.88 8.62 2 0  45.49 46.28 
Occupational status 199415 Croup l Zero 955 2.61 I .42 . O 5  2.52 2.70 

2 Once 582 2.98 1.44 .O6 2.87 3.10 
3 Ttvics 242 3.51 1.26 .O8 3.35 3.68 
J Thricr 52 3.90 1.16 -16 3.58 4.23 

Total 183 1 2.88 1.44 .O3 2.82 2.95 
Ysars of schooling Group 1 Zero 955 10.37 2.94 .IO 10.38 10.76 

2 Once 582 11.18 3.08 .13 10.93 11.43 
3 Twice 242 11.45 3.20 .II 1 1 .O4 1 1.84 
4 Thricr 52 12.72 3.33 .46 1 1.80 13.65 

Total 183 1 10.W 3.06 .O7 10.80 I 1.08 
L r v t l  of intlucncr at work Group I Zero 955 2.32 1.10 .O4 2.25 2.39 

2 Once 582 2.55 1.14 .O5 2.46 2.64 
3 Twicc 242 2.83 1.01 .Oh 2.70 2.96 
4 Thrice 52 3.12 .94 .13 2.85 3.38 

Total 183 1 2.48 1.1 t . O 3  1.53 2.54 

Table 7.1. l b Analysis of variance of group means 

Surn of d f hdean F Sig. 
Predictor Variable Squares Square 

Age of t 99415 Betwsn Groups 2 166.038 3 722.013 9.550 <.O01 
Within Groups 133922.48 1 1827 73.302 

Total 136088.5 19 1830 
Occupational status of t 99.115 Betwen Groups 229.338 3 76.446 39.195 <.1)01 

Within Groups 3563.347 1827 1.950 
Total 3 792.685 1830 

Years o f  schooling Bmveen Groups 391.138 3 130.379 14.393 <.O01 
Within Groups 16783.577 1827 9.186 

Total 17 174.7 1 5 1830 
Lektl of influence at work Benveen Groups 77.094 3 25.698 11.243 <.O01 

Kithin Groups 2210.180 1827 1.710 
Total 2287.275 1830 



Table 7.1. I c Contrast tests for groups means 

Contrast Value of Std. Error t d f' Sig. (2 -  
Contrast trii 1t.d ) 

Xge as of 199415 I 0.07 0.45 0.16 1827 0.87 1 
2 -2.53 0.62 4.10 1827 <.O0 1 

3  -4.30 1.22 -3.53 1527 <.O0 1 
4 -2.60 0.65 -3.97 1827 <.O0 1 

5 -4.37 1.24 -3.53 1827 <.O0 1 

6 - 1.77 1.31 -1.36 1827 O. 175 

Occupational 1 -0.38 0.07 -5.12 1827 (-.O0 1 
status in 1994/5 - 7 -0.9 1 0.10 -9.04 1827 <.O0 1 

3 - 1.30 0.20 -6.5 1 1827 <.O0 1 

4 -033 0.1 I 4 .98  1827 <.OU 1 
5 -0.92 0.20 4.55 1827 <.O01 

6 -0.39 0.2 1 -1.81 1827 0.070 

Ysars of schooling I -0.6 1 0.16 -3.83 1827 <.O0 1 
2 -0.87 0.22 4 . 0  1 1827 < . O 0  1 

3 -2.15 0.43 4.99 1827 <.O0 1 
4 -0.26 0.23 -1.14 1827 0.255 
5 - 1.51 0.44 -3.5 1 1827 <.O0 1 
6 - 1.28 0.46 -2.76 1827 0.006 

Lcvcl of intluence 1 -0.33 0.06 -3.90 1827 < . O 0  1 
at work - 7 -0.5 1 0.08 -6.42 1827 1.00 1 

3 -0.79 0.16 -5.06 1827 <.O0 l 

4 -0.28 0.08 -3.36 1827 0.00 I 
5 -0.57 0.16 -3.56 1827 .:.O0 1 
6 -0.28 O .  17 -1.69 1827 O. 090 

Note for contnst coding: 
I ) contmt bet~tetin groups 1 and 2: 2)  contmt bet\c.rt.n groups I and 3: 3 )  contrrrsl bctu-ccn groups 
I and 4: 4 )  çontrast betur.cn groups 2 iind 3; 5 )  contrast bct\ct.cn groups 2 md 4: and 6 )  contrast 
bztwetin groups 3 and 4. 





Table 7.2. I b Meaii aiid Staiidard Deviaiioiis: Participants and iion-panicipaiits of eiiiploycr-spotisored cducatioii aiid training iii  199415 (Private sector 
only) 

Variable Pariicipani Naii-participaril 'Total Mcaii di fference' Descript ion 
(i l - -  120) (11-252) (11-372) 

Meiiri S.D. Mean S.D. Mcaii S.D. Menri P? 
d i ff. 

AgeC)5 
Cicndcr 
Edyear 
W kyear 
Wage9S 

Occlass 
Union 
Kegion l 
Regionl 
Reg ion3 
EM P'1'79 
EM P'1'86 

Age at tfic year of' 199415 
Male ( 1 )  I'ciiiale (2) 
Number of years of schooliiig 
Nunibcr of years of employnient 
Annual carnings in 199415 

Occupaiion clüss i n  199415 
Diirnniy for union iiieiii bersliip 
Duniniy for Stockholm, Goterbarg and Malmo 
Dunin~y for large chies and northcn urbün areas 
Duniniy for souiheni region and iiorihcn ruml areas 
Dunirny for receiving etnployer-sponsored training in 1979 
Duniniy for receiving eiiiplaycr-sponsored training in 1986/7 

Noies 
1 .  Mean differences betwecn participants and rion-participüiits. 
2. l.evei of sigiiificarice Tor iiidcpèiident saniplcs t-test f'or cqiiality of tiieilns. 








