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Executive Summary

The President’s Upskill initiative is focused on realizing the full potential of America’s workforce by
empowering Americans with the education and training they need to develop new skills and earn higher
wages. Some front-line workers may be just starting their careers, while some may be older workers
who don’t have the basic skills to allow them to take on more responsibility, and reach higher paying
roles. Others could also be workers who may have the competencies, but not formal credentials, to
excel at a more senior-level job. This report focuses on central questions that are driving the work of the
initiative to help more Americans “upskill”:

Who are front line workers? Workers who can benefit from upskilling are both those that are in low-
wage jobs as well as those with low skills. These are somewhat, but not fully overlapping groups: Some
lower-skilled workers may not be low-wage but still need additional training if they hope to advance in
their careers. Similarly low-wage workers are not all lower-skilled, and a recognition of their skills by
employers making hiring and advancement decisions may be the path to upskilling rather than
additional training. Some of the key characteristics of front line workers include:

e Most adults with low skill levels are working: There are 36 million adults in the United States
who score below Level 2 on OECD’s international literacy assessment, meaning that they cannot
compare and contrast information or integrate multiple pieces of information. Though some of
these adults may be unemployed because of their skill deficiencies, in fact, two out of every
three of these adults —about 24 million in total — are working.

o Most low-wage workers have low skill levels — but many do not: There are about 24 million
low-wage workers, whose earnings — less than about $28,000 a year — place them in the lowest
30 percent of earnings for all full-time workers. From the international literacy assessment, we
know there are 14.5 million workers who have low basic skills and make less than $30,000 a
year, showing there is some overlap between the lower-skilled and low-wage groups. However,
while there are no measurable differences in average skill levels between men and women,
women are much more likely to be low-wage workers despite these similar skill levels.

e Low-wage workers —as well as those with low skill levels — are highly concentrated in a small
number of industries: AlImost 40 percent of low-wage workers are working in three industry
groups: health care and social assistance, retail trade, and accommodation and food services,
and workers with low skill levels are likely to be in these industries as well. Within these
industries, workers tend to have jobs like personal and home care aides, cashiers, cooks, and
waiters and waitresses.

How can front line workers access training? For full-time workers, often balancing other personal
demands and responsibilities, on-the-job training through current employers, or employer support of
training outside of the work site, are critical to help front-line workers advance. Yet employer-provided
training is less likely to be offered to these workers, and access to training for less-educated workers has
seen a particular decline in recent years.

o The prevalence of job-related training has fallen: Newly released analysis of survey data shows
that the prevalence of training has fell between 1996 and 2008, the most recent year with data




available. Over this period, the share of respondents ages 16 or older receiving any training in
the past year fell from about 26 percent to 16 percent.

o Employer-provided training is the most important source of job-related training but has
declined alongside all training: 16 percent of surveyed workers in 2008 reported receiving some
kind of job-related training. For about three-quarters of those (12 percent of all workers), this
training was employer-provided. By comparison, in 1996, 21 percent of workers reported
receiving employer-provided training, with 13 percent of workers receiving this training on the
job.

e Less-educated workers are far less likely to receive training than highly-educated workers:
According to the data from 2008, 24 percent of workers with a Bachelor’s degree participated in
training in the past year as compared to less than 10 percent of workers with a high school
degree. Only four percent of workers without a high school degree participated in training. Also,
non-Hispanic White workers were more likely to receive training, with 18 percent of such
workers participating in training in the past year as compared to 14 percent of African-American
and only 9 percent of Hispanic workers.

Where do opportunities exist to upskill more workers? There are pathways across a number of
industries and occupations through which front-line workers are advancing today, and others through
which front-line workers can advance if their employers help them to gain the skills necessary. This can

help employers fill in-demand middle-skill jobs while increasing economic opportunity for more
Americans.

e Between 2012 and 2022 about 20 percent of projected job openings are expected to be in
occupations with earnings over $30,000 but requiring less than a bachelor’s degree. These
fields provide significant opportunity for front-line workers to advance.

¢ In many industries and occupations, advancement is possible with a small number of
additional skills. For example, in retail, Burning Glass has found that when looking at the top 20
skills demanded for job postings of retail sales, 70 percent of those skills are also in the top 20
skills demanded for retail supervisors. Retail sales associates can also move into jobs in
customer service and financial service agents.

What are promising practices for supporting front-line worker advancement exist?

e Expanding apprenticeships and other forms of on-the-job training that lead to better paying
jobs: On-the-job training at most companies is a combination of formal and informal, instructor-
led training, e-learning and on-the-job training, coaching, shadowing, video training, self-study,

testing and visual assessments. Apprenticeships are the “gold standard” for on-the-job training —
nine out of 10 apprentices are employed after completing their apprenticeship, with an average
starting wage of over $50,000.

e Increasing employer-provided education benefits that help employees work towards a degree
while they are on-the-job: On average, organizations spend $16.5 billion per year on education

benefits that allow current workers to continue their education and earn a degree or credential
while working or to go back to school. Further, education increases the likelihood that an
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employee will be promoted or given new opportunities, earn higher wages, demonstrate
improved performance, and seek additional responsibilities.

Partnerships with educational providers and technology innovators: Technology-enabled
learning is changing the value proposition for employer investment in lower-skill, low-wage
worker training. E-learning enables lower-cost distribution, the ability to engage workers outside
of the classroom, and facilitates much easier peer-to-peer learning.

Expanding labor management partnerships: Labor management training initiatives are
collaborations between employers and unions to give employees the opportunity to develop the
skills and attain the credentials that employers need and employees want for career
enhancement and employment security. Examples exist in various sectors of the economy
including construction, manufacturing, health care, aerospace, and leisure and hospitality.




White House Report on the President’s Upskill Initiative

Introduction

Our country’s greatest economic asset is the hard work, motivation and resilience of working Americans.
When all Americans have the opportunity to master new skills, contribute their full talents to our
economy, and be rewarded for it, our businesses, our families and our communities thrive. However,
too many front-line workers do not progress to more senior roles within the companies they work for,
despite their desire to learn new skills and earn higher-paying jobs. President Obama’s Upskill initiative
is an effort to realize the full potential of America’s workforce, by empowering American workers with
the education and training they need to contribute more, earn higher wages and build a fulfilling career.

The President’s Upskill initiative builds on the job-driven training review that the President asked the
Vice President to lead in the 2013 State of the Union. The Vice President’s review identified employer
training for front-line workers as an area in need of more job-driven training strategies to meet business
needs and provide more workers with a path to the middle class. This initiative also builds on the
President’s efforts to increase educational opportunities that help Americans affordably gain the
knowledge and skills needed to meet the demands of a growing global economy through critical
investments in college affordability including a $1,000 increase in the maximum Pell grant award and a
$2,500 American Opportunity Tax Credit, investments in vocational training programs through the
American Technical Training Fund, and America’s College Promise, a new proposal to make two years of
community college as universal as high school for responsible students.

” U

The purpose of this report is to outline the “who”, “why”, and “how” of the Upskill initiative.

o Who this is about: Section one of this report describes the characteristics of front-line workers
and the challenges they may face to develop their skills, and achieve wage progression and
career advancement over time.

o Why this is possible: In Section two, we focus on the primary channel through which low-wage
workers can build their skills: employer-provided training. A review of the available data shows
that access to employer provided training has fallen off substantially since the 1990s, and fewer
workers receive formal training from their employers. One 2012 study found thatonly 1in 5
workers had received any formal training in the past five years.

e How it can work: Section three of this report focuses on the “how.” It begins by discussing
general steps to upskilling and show that there are a range of jobs in to which employers could
aim to upskill their frontline workers. Then, it focuses on specific best practice training strategies
that some employers have successfully used to both equip their front-line workforce with the
skills they needed to advance into better-paying jobs, and at the same time to improve their
own bottom-line by improving the retention and engagement of their employees, as well as the
quality of service they provide their customers.



Chapter 1: Who Are Front-line Workers and What Are the Opportunities for Upskilling?

The Upskill initiative is focused on training and education strategies to help front-line workers realize
their full potential and advance into higher paying jobs, without having to leave their jobs and go back to
school full-time. In this initiative, and in this report, we are using a very broad definition of “front-line”:
some front-line workers may be just starting their careers, while some may be older workers who don’t
have the basic skills to allow them to take on more responsibility, and reach higher paying roles. Others
could also be workers who may have the competencies, but not formal credentials, to excel at a more
senior-level job.

This section looks at two types of front-line workers who are likely to benefit from upskilling: adult
workers with low basic literacy, numeracy and problem solving skills, and full-time workers with low
earnings, specifically those earning less than $550 per week, putting them in the lowest thirty percent of
all full-time earners. The goal of this section is to characterize what we know about these workers, as
well as examples to provide of the kinds of career paths that could be available to them through
upskilling.

1.1: Adult Workers with Low Measured Skills

In 2013, the Organisation for Economic Co-operation and Development (OECD) released a Survey of
Adult Skills that, for the first time, analyzed the literacy, numeracy, and problem solving skills of a
nationally representative samples of adults, ages 16 through 65, from 24 countries.® As shown in Figure
1, the Survey rankings show that the United States has a high percentage of low performers in literacy,
numeracy, and problem solving in a technology-rich environment; the skill levels of U.S. adults have
remained stagnant over two decades; and the youngest U.S. cohorts are outperforming older cohorts
only slightly, unlike in many other industrialized countries.

! The OECD’s Survey of Adult Skills draws from a rich background questionnaire to measure relationships among respondents’
educational backgrounds, parental educational attainment, work history and skills, occupational attainment, use of information
and communications technology, and cognitive skills. It measures these relationships in the domains of literacy, numeracy, and
problem solving in technology-rich environments and rates performance in five numbered levels for literacy and numeracy, and
in three levels for problem solving. In the United States, a nationally representative sample of 5,000 individuals was surveyed.
An additional 5,000 Americans are being surveyed to allow for deeper insights into skill issues affecting unemployed adults
(ages 16—65), young adults (ages 16—34), older adults (ages 66—74), and incarcerated adults (ages 16—74). These data will be
released in 2016.



Figure 1

Percentage of adults ages 16-65
with low literacy skills, by country: 2012
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NOTE: The term “low literacy” means “Below Level 2" on the OECD Survey of Adult Skills.
Level 1 represents literacy proficiency scores of between 176 and 226 out of 500 points. Adults
performing at Level 1 can complete simple forms, understand basic vocabulary, determine the
meaning of sentences, and read continuous texts with a degree of fluency.

SOURCE: Organisation for Economic Co-operation and Development, Survey of Adult Skills
(PIAAC) (2012). See “What Adults Can Do at Different Levels of Literacy Proficiency” (Annex B)
at http://skills.oecd.org/Survey of Adult Skills US.pdf.

Who are Americans with Low Measured Skills?

The Department of Education (ED) asked the OECD to perform additional analysis of the U.S. data to
provide a more detailed understanding of the lower-skilled population and suggest policy
recommendations. The resulting report, Time for the U.S. to Reskill? found that 36 million adults in the
United States score below Level 2 on the literacy assessment. Consistent with the terminology OECD
used in Time for the U.S. to Reskill?, through the remainder of this report we use below level 2 in literacy
as the threshold for “low literacy” and “lower-skill.”?

rThe OECD survey also collected data on educational backgrounds, parental educational attainment,
work history and skills, occupation, and income. From these results, we have a wealth of demographic
information on who these lower-skilled Americans are, and where and how they are similar to and
unique from Americans with higher skill levels. Many of these characteristics are detailed below:

Age, Ethnicity and Gender

2 At level 1, adults can read relatively short digital or print continuous, non-continuous, or mixed texts to locate a single piece of
information. Knowledge and skill in recognizing basic vocabulary determining the meaning of sentences, and reading
paragraphs of text is expected. Adults at Level 2 would be expected to be able to integrate two or more pieces of information
based on criteria, compare and contrast or reason about information and make low-level inferences. They would be expected
to navigate within digital texts to access and identify information.



Figure 2

About one in six U.S. adults
ages 16-65 had low literacy skills:
2012

About one in three U.S. adults
ages 16-65 had low numeracy skills:
2012
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SOURCE: Organisation for Economic
Co-operation and Development,
Survey of Adult Skills (PIAAC) (2012).

Lower-skilled Americans are slightly older than the average American. Among the estimated 36 million
lower-skilled adults, 15.3 percent were in the 16-24 age range compared to about 18.5 percent of
Americans overall. Meanwhile about 47 percent of lower-skilled Americans are aged 45 to 64 compared
to 41 percent among the population as a whole.?

Lower-skilled Americans are also more likely to be minorities. More than half of the 36 million lower-
skilled adults are Black or Hispanic. Nearly two-thirds of those in the lowest numeracy level are Black or
Hispanic.

On average, there are no significant differences in the literacy and numeracy skills of men and women in
the United States. Nineteen percent of men and 17 percent of women had literacy skills below Level 2.
As for numeracy, 27 percent of men and 33 percent of women had numeracy skills below Level 2.
Among youth, men are far more likely to have lower skills: two-thirds of the youngest lower-skilled
Americans (ages 16—24) are men.

Formal Schooling

Among lower-skilled adults who are working, 42 percent have less than a high school diploma, 22
percent had a high school diploma but no further education, 11 percent had some postsecondary
education but obtained no certificate or degree, 12 percent had a certificate, and 12 percent had an
associate’s degree. Though the United States has higher levels of high school completion among adults
than other industrialized countries, the OECD survey finds that the U.S. performs worse-than-average on
literacy and numeracy skills. As such, it is possible that the relatively high levels of educational
attainment mask troubling weaknesses in basic skills abilities.

3 Comparisons in this paragraph, in Age, Ethnicity, and Gender, are taken from two sources: U.S. Census 2010 Brief
on Age and Sex Composition (August 2011) for the overall U.S. population figures and from the OECD’s Survey of
Adult Skills for the lower-skill population.
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education are 10 times more likely to have also have an intergenerational
low literacy-skills than are those who have component. Children of less-

hiahlv ed d educated parents are much more
Ighly educated parents. likely to become adults with low

skill levels.

People with Disabilities

Adults with learning disabilities — irrespective of whether they are working, unemployed, or out of the
labor force - are twice as likely as adults without a learning disability to be lower-skilled. Among those
with a diagnosed learning disability, 35 percent have low skills compared to 17 percent of those without
a diagnosed disability.

Presence of a reported disability is more common among lower-skilled workers that are unemployed or
out of the labor force than those who are working. For example, among lower-skilled employed
workers, 9 percent reported having a diagnosed learning disability. In comparison, 24 percent of the
unemployed and 26 percent of those not in the labor force reported having a diagnosed learning
disability.

What are Typical Labor Market Qutcomes for Workers with Low Skills?

Two-thirds of Americans with low literacy skills are employed —totaling nearly 24 million adults, a
significant population of workers. According to the OECD, these workers tend to be employed in retail
and auto mechanic services, hospitality and

manufacturing, and construction. who have low literacy skills are employed.

In general, for working adults, higher

literacy levels are correlated with higher incomes. As Figure 3 shows, median annual earnings of
employed adults at the two highest levels of literacy proficiency (Level 4 and Level 5) were $55,000
compared to $20,000 for those with literacy skills below Level 1 (Figure 3 below).

Only 12 percent of adults at Level 4 and Level 5
Sixty percent of lower-skilled adults make have annual earnings less than $15,000 and 41

less than 530,000 annually. percent make $70,000 or higher. In sharp
contrast, among all those with skills below Level
2, about 20 percent make below $15,000 and
only 7.25 percent make above $70,000.




Figure 3

Median annual wages of employed
U.S. adults ages 16-65, by literacy proficiency
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NOTE: Median annual wages are rounded to the nearest
thousand dollars.

SOURCE: U.S. Department of Education, National Center
for Education Statistics, Program for the International
Assessment of Adult Competencies (PIAAC), 2012. See
level descriptors in Exhibit B-1 at http:/nces.ed.gov/
pubs2014/2014008.pdf.

1.2: Low-Wage Full-time Adult Workers

Full-time adult workers who are earning low wages are a second group that can benefit from upskilling.
These are workers with a large amount of experience and with strong commitment to the labor force, as
evidenced by their full-time hours. Nevertheless, their earnings still place them, by our definition, in the
bottom 30 percent of full-time workers.
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Again, it is important to keep in mind the

distinction between a worker’s skill levels and Women are 42.7 percent of full-time

the'Leam'L‘gs' There are ma”Y|'°|W'Wagek_” . workers over 25 and 52.6 percent of low-
workers w ren n rl wer-SsKi .
orkers 0 are not necessarily lower-skille wage workers.

These individuals may have strong literacy,
numeracy and problem solving skills, but face
barriers to advancing in their careers. As an example, Burning Glass published an Analysis of Job Postings
Data in April 2015 showing that while only 19 percent of administrative assistants today have a
bachelor’s degree, 65 percent of job postings for new administrative assistants require a bachelor’s
degree. Such requirements may pose barriers for the 71 percent of administrative assistants in the U.S.
who do not have bachelor’s degrees, should they seek a similar role with a different employers.* While
employers certainly have reasons for listing higher educational requirements for job applicants, making
the best use of America’s workforce means looking for ways that the experience and competence of
workers can be rewarded without necessarily returning to school to earn a new degree. This can benefit
employers as well because these extra educational requirements may lead to longer time frames to fill
jobs. For example, according to Burning Glass Technologies Analysis of Job Postings Data, adding a
bachelor’s degree to job postings for maintenance supervisors leads these jobs to be open 20 percent
longer. Employer-based upskilling strategies can both ensure that workers have the competencies
employers need while also reducing barriers to filling these jobs for employers.

Who are Low-Wage Full-Time Adult Workers?

According to 2013 data from the Current Population Survey, about 24 million workers older than 25, or
about 23 percent of all full-time workers, earn less than $550 per week. This benchmark was chosen
because it is roughly the 30™ percentile of earnings for all full-time workers. Table 1 shows that low-
wage workers are more likely to be female, racial or ethnic minority, and more likely to have lower
average levels of educational attainment relative to the average worker. For instance, women account
for 42.7 percent of all full-time workers age 25 and over, but 52.6 percent of the low-wage workforce.
Likewise, Hispanics are overrepresented among low-wage workers, constituting only 15.3 percent of the
overall workforce, but 26.7 percent of the low-wage workforce. Blacks are also overrepresented,
accounting for 10.7 percent of all workers, but 15.9 percent of low-wage workers.

*Burning Glass Technologies analysis of job postings data, April 2015 http://www.burning-glass.com/research/credentials-gap/
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Table 1. Characteristics of Low-Wage Workers, 2013

Full-Time Workers Age 25 and older

Category [Numbers in thousands] [Percent Distribution]
Low-wage Low-wage
All Workers Workers All Workers Workers

Total 103,250 23,923 100.0 100.0
Education

Less Than High School 7,671 4,472 7.4 18.7

High School 27,415 8,957 26.6 37.4

Some College 28,146 7,134 27.3 29.8

Bachelor's or Higher 40,017 3,361 38.8 14.0
Gender

Female 44,044 12,585 42.7 52.6

Male 59,205 11,338 57.3 47.4
Race/Ethnicity

White 68,309 12,011 66.2 50.2

Black 11,033 3,806 10.7 15.9

Hispanic 15,755 6,387 15.3 26.7

Asian 6,126 1,201 5.9 5.0

Other 2,027 519 2.0 2.2
Region

Northeast 18,862 3,767 18.3 15.7

South 38,768 10,225 37.5 42.7

Midwest 22,276 4,846 21.6 20.3

West 23,344 5,085 22.6 21.3
Children

Without Children in Household 64,096 15,034 62.1 62.8

With Children in Household 39,154 8,889 37.9 37.2

Source: 2013, annual averages from the Current Population Survey.

Note: Workers are defined as persons at work full-time, age 25 and older. Low-wage workers are defined as

having weekly earnings of $550 or less.
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The education differences between low-wage and non-low-wage workers are striking. For example, as
illustrated in Figure 4, about 19 percent of low-wage workers have less than a high school diploma
compared to only about 7 percent of all workers.

Figure 4: Low-wage workers are more likely
to have no education beyond high school

Percent
45

39
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Less Than High High School Some College Bachelor's or

School Higher
m All Workers B Low-wage Workers

Note: Workers are defined as persons at work full-time , age 25 and older. Low-wage workers
are definied as persons with weekly earnings of $550 or less.

What do full-time low-wage workers do?

Although low-wage workers are employed throughout the economy, almost 40 percent are
concentrated in three industry groups: healthcare and social assistance, retail trade, and
accommodation, and food services. Low-wage workers are also highly concentrated by occupation:
Figure 5 shows the top 10 largest occupations for low-wage workers, across all industries. Within each of
the most common industries, Table 4 lists the largest occupations. In health care and social assistance
sector, predominant low-wage occupations include nursing, psychiatric, and home health aides and
personal and home care aides. Retail sales persons, first-line supervisors, and cashiers comprise the bulk
of low-wage occupations within the retrial trade sector. Within the accommodation and food services
sector, low-wage workers are predominantly cooks and waiters and waitresses. In the management,
administrative and waste management services sector, many low-wage workers are grounds
maintenance workers and janitors and building cleaners
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Figure 5

Low-wage workers: Top-10 Largest

Occupations
[Mumbers in thousands]

Cashiers 1,054
Mursing, psychiatric, and home health
- o975
aides
Cooks 953
Janitors and building cleaners 930

Retail salespersons

Driver/sales workers and truck drivers

Laborers and freight, stock, and
materal movers, hand
Firsi-line supervisors/managers of
retail sales workers

Waiters and waitresses

Secretaries and administrative
assistants

Mote: Low-wage workers are defined as persons at work full-time with weekly
earnings of 55500r less. Current Population Survey for 2013,
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Chapter 2: Trends in Employer Provided Training

Section 2: Worker Participation in Employer Provided Training

There are a variety of places where lower-skilled Americans can learn skills that will allow them to
advance. Community colleges, for example, can train workers in a variety of skills as can other federally
funded job training programs. But the involvement and support of current employers is likely to be
necessary for full-time workers to receive training that helps them advance for a few reasons:

e  First, some community college and other training programs may not accommodate the
schedules of many full-time workers — and even if these workers are training off-site, it will most
likely be important for employers to help accommodate this training through flexible scheduling.

e Second, full-time adult workers may not qualify for need-based Federal student aid because of
their earnings. Yet with relatively low earnings, these workers are still cash constrained and may
not be able to pay for training without employer support.

e Third, federal job training programs are primarily designed for those who are unemployed,
although a limited amount of funding is available to pay for a portion of the costs of employers
training current workers.

e Finally, employer-provided training is often most closely aligned to the specific needs of
employers, which may help individuals advance in their current employer although non
employer-specific skills are also needed to advance into jobs at other employers or even in other
industries.

While there is significant survey data that illustrates how employers spend several times more than the
federal government on job training, particularly for middle- and high-skilled employees new analysis of
the Survey of Income and Program Participation (SIPP) and other data point to a decline in the
percentage of workers that are accessing employer-provided training and a particular disparity in access
across educational levels, with less-educated workers likely to receive less employer-provided training.

2.1: Analysis of Employer-provided Training using the Survey of Income and Program Participation

The most comprehensive data on participation in training comes from the Survey of Income and
Program Participation (SIPP) Education and Training History topical module, administered every 3 to 5
years to between 14,000 and 52,000 respondents ages 15 and older. Since 1996, the SIPP has asked
respondents whether they have received any training lasting more than 1 hour in the past 12 months.
Respondents are then asked a series of questions from which can be determined whether they received
training paid for by their employer, or whether they received training on the job. Since the questions ask
about all training in the last 12 months, respondents can report receiving multiple types of training. We
define employer-provided training to include both employer-paid-for training that occurs off the
worksite and on-the-job training, although most employer-provided training is on-the-job.’

*1n 2008, among those receiving on-the-job training, roughly 8 percent report that it was paid for by the government, not their
employer. An even smaller fraction (roughly 4 percent) report that they paid for the training themselves or through other
means. Nevertheless, if the training occurred on the worksite, it is likely that employers had some role in its provision. We
therefore classify these respondents as receiving employer-provided training.
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The SIPP data provide stark evidence that access to training has declined since the late 1990s. As shown,
in the figure below, the prevalence of training has fallen in every year of the survey between 1996 and
2008. Over this period, the share of respondents ages 16 or older receiving any training in the past year
fell from about 26 percent to 16 percent. Similarly, the fraction of respondents receiving employer-
provided training (either on-the-job training or training paid for by the employer) fell from 21 percent to
12 percent over the same period, and the share receiving on-the-job training fell from 13 percentto 9
percent. While some of the decline could reflect the softening of the economy, the decrease is
substantial enough to note.

Figure 6
Percent of Respondents Receiving Employer-Provided
Percent or On-the-Job Training, 1996—-2008
40
Any training
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Note: Fraction of respondents ages 18-64 receiving training of any duration. Training refers to
training received in the last year.

Source: Census Bureau, Survey of Income and Program Participation (Employment and Training
Topical Module); CEA calculations.

Changes in the SIPP’s survey design before 1996 make quantifying changes in training patterns over a
longer period more challenging. Howe