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Abstract

The urgency of expanding adult learning to support economic growth and higher living
standards has put the focus on adults’ readiness to engage in learning. In a time of
evidence-based policy making there is a growing need to develop a better understanding
of the factors that determine participation in adult education and training. This paper
examines the factors underlying the observed trends and patterns in participation in
formal and informal job-related training during the period from 1993 to 2002, using the
Adult Education and Training Surveys (AETS) conducted in 1993, 1997 and 2002.

A main finding of this study is that, at a rate of under 8%, the increase in adult education
and training uptake among Canadian adults aged 25 to 64, observed between 1993 and
2002, does not reflect all the rhetoric about the critical role of knowledge and skills in
sustaining Canada’s economic competitiveness and prosperity. Some inequalities are
increasing while others are diminishing: training gaps due to gender, age differences have
decreased while educational attainment is increasingly important to the engagement in
job related training. It takes on an even stronger role not only as a hiring criterion but also
in the decision on who will receive training. Consequently the established link between
initial education and continuing education is further strengthened in the knowledge
economy. The training situation for SMEs has been a major concern: large companies
still train to a much larger extent than small enterprises but the data indicate a positive
development with somewhat decreasing discrepancies. Industries that traditionally have
had a very low training intensity like Agriculture, other primary and construction, show
in relative terms strong improvement. This could suggest that the traditionally low-tech
industries are now increasingly affected by technological changes.

The extent of informal training estimated by the 2003 AETS indicates that this is
a universal phenomenon: those who participate in organized forms of adult education and
training are engaged in informal training to the same extent as those not participating in
organized modes of adult learning. The analyses of informal learning highlight the
problem of the state of theory and difficulties in estimating involvement in informal
learning. While informal learning undoubtedly plays a significant role in human capital
development the existing surveys are not helpful in empirically estimating the scope of
this contribution or complementarities between formal and informal training. Nor are
they useful in clarifying the learning contexts and informal curricula. This detailed
information can shed light on the actual knowledge, competencies and skills that people
have gained from their informal learning activities.



The findings point to the necessity to anchor a Canadian strategy on lifelong learning in
the world of work. The availability of training opportunities at work are strongly related
to the demand structure, the more skills being used the more likely the employee is to
train. Adults who cannot see that adult learning will have any positive outcomes are
highly unlikely to participate. A shift from an economic and human resource strategy
based on a low skill/low wage equilibrium to one that organizes work according to a high
skills equilibrium will most likely change low skilled workers perception of the value of
participating in adult education and training. These findings support the institutional
theoretical perspective on participation in adult education and training: the present
Canadian lifelong learning strategy that is primarily anchored in a youth initiative will
need to be complemented with an adult learning initiative that recognizes the significant
role of the work context. It needs to simultaneously affect the supply side of skills and the
demand of these skills in the production process.
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1. Introduction

1.1 Background

A quick review of Canadian and international policy documents reveals the importance
that is attributed to adult learning for promoting the well being of nations and individuals.
This interest in adult learning is primarily motivated by economic concerns but also by an
awareness of increasing social inequalities and the challenges of dramatic demographic
changes in the population.

Driven by advances in information and communication technologies and reduced trade
barriers, industrial countries are undergoing a period of fundamental economic transformation
in which knowledge and information are being promoted as the foundations for
competitiveness, economic growth, and innovation. Policy makers all around Organization for
economic cooperation and development (OECD) countries would agree with Tony Blair that,
“education is the best economic policy we have” (Martin, 2003, p. 567). It is from this vantage
point that Canada’s Innovation Strategy was launched in order to position Canada as one of
the world’s most innovative countries through the development of an appropriately skilled
workforce (HRDC, 2002).

While the new economy may promise increased productivity and an improved standard of
living, there is a growing awareness that it also introduces a set of transitions and adjustment
challenges for individuals. These have the potential to cause the permanent exclusion or
marginalisation of segments of the population and to exacerbate socio-economic divisions.
We therefore have to “create an environment of inclusion” and commit to putting forth an
action plan “that includes all of us” (lbid, p. 2). On this point, policy makers can draw on
welfare researchers who maintain that adult learning is part of the solution to the exclusion
dilemma (Esping-Andersen, 1996, p. 259). The argument is that adult learning can promote
competencies that can help the individual to adapt to the demands of the new economy and to
allow full participation in social and economic life. Lifelong learning gives citizens the chance
to acquire adequate skills to prevent low-paid jobs from becoming life cycle traps. To address
the danger of exclusion countries need to revisit the social contract (Richards, 2000). Esping-
Andersen suggests that under a knowledge economy and knowledge society the accent of
social citizenship might move from a “preoccupation with income maintenance towards
a menu of rights to lifelong learning and qualification” (Esping-Andersen, 1996, p. 260).

It should be noted that there is a gradual understanding that pursuing a social agenda on adult
learning may in fact be very good economic policy. OECD’s Thematic Review of Adult
Learning in 17 countries professes that: “Recent studies show that an equitable distribution of
skills has a strong impact on overall economic performance. This is an important finding, one
that helps justify policies to upgrade the skills of disadvantaged groups”, (OECD, 2005a,
p. 10). Alluding to this problem the Conference Board of Canada (2005, p. 10) argues:

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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“In the end, low-skilled and under-skilled employees avoid taking on extra
responsibilities or more demanding roles and as a consequence their skills
status remains static, as does their productivity rates and potential earning
power.”

Economic as well as social concerns are heightened by current demographic changes that are
resulting in a rapidly aging workforce. While 80% of today’s technology is less than 10 years
old it is suggested that 80% of the labour force has an education and training that is more
than 10 years old (Pedersen, 2006). As a response, the European Union (EU) identified
lifelong learning as a key instrument in making Europe the strongest knowledge economy in
the world by 2010. To reach the goal, the EU has established a very ambitious long-term
training goal for all member countries. To meet the EU training target a country like
Denmark, which already has one of the most developed sectors of adult learning in Europe,
would have to almost double its training efforts by 2025. While the aging of the workforce in
Canada is slightly less dramatic than in Europe it is estimated that by 2025 Canada will have
a labour shortage of 1.2 million skilled workers (Conference Board of Canada, 2005).

The urgency of expanding adult learning to support economic growth and higher living
standards has put the focus on adults’ readiness to engage in learning. In a time of
evidence-based policy making there is a growing need to develop a better understanding
of the factors that determine participation in adult education and training.

1.2 Purpose

This paper examines the factors underlying the observed trends and patterns in participation
in job-related training during the period from 1993 to 2002, using the Adult Education and
Training Surveys (AETS) conducted in 1993, 1997 and 2002. The paper will present:

« An overview of the current literature summarizing the major theoretical perspectives
and empirical findings regarding the determinants of participation in both formal and
informal adult learning activities;

o Multivariate analyses which will attempt to answer the following questions:

1. What are the major determinants of formal and informal job-related training undertaken
by Canadian adults and Canadian workers?

2. What is the relative importance of these determinants of formal and informal job-related
training?

3. What differences are evident over time (from 1993 to 2003)?
4. What are the key factors related to training in firms?

A discussion of main findings from the data analysis and policy recommendations.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



1.3 Methodology

Multivariate analysis, for example, logistic regression, will be used to analyze the AETS data
and to build predicting models. Like many other national surveys, the data collected in the
AETS contain a variety of continuous, discrete, and categorical measurements. Moreover,
the outcome of interest is participation or non-participation in certain forms of training —
formal or informal training — a dichotomous criterion for which a better prediction can be
estimated with a logistic regression model (Hosmer & Lemeshow, 1989).

The use of logistic regression allows us to test whether, for instance, undertaking informal
training or not can be reasonably predicted, by means of a sequential modeling strategy,
from personal characteristics, job and workplace factors, and how much each of these
explanatory variables contributes to the ability to predict the outcome.

Changes in trends of training patterns over the period under investigation in this project
(1993 to 2002) can be examined by carrying out comparable data analysis using each of
the three survey data collections. A comparison of coefficients and/or odds ratios of the
same variable included in the estimation models from each data set can reveal whether
the influence of this particular factor on certain training decisions has changed over the
period and thus contributed to the changes in training trends.

The paper uses the three most recent Adult Education and Training surveys (1994, 1998 and
2002) to explore trends in participation in adult learning as estimates from these surveys
are strictly comparable. The surveys do not allow an analysis of trends in informal learning as
this topic was not introduced until the 2002 survey.

All AETS were conducted as a telephone supplement to the Labour Force Survey (LFS).
The LFS employs a panel design whereby the entirely monthly sample of dwellings
consists of six panels, or rotation groups, of approximately equal size (for more detailed
information see e.g. Statistics Canada, 2001 Annex B).

Caution should be exercised when interpreting the results of the logistic regression models.
Models such as those used in this paper cannot unveil the fundamental relationships
between adult learning and determined variables investigated in this study. The results
presented in this paper are only suggestive of the strength of correlations existing between
adult learning and the various factors considered. These results are, however, instrumental
to further uncovering causal relationships and pointing future lines of research. Causal
claims would require much more vigorous research models, such as experimental studies,
capable of addressing issues such as the phenomenon of endogeneity that often exists
among social and economic variables.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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1.4 Organization of the paper

Following this introduction, Chapter 2 presents a review of theoretical perspectives and
empirical evidence addressing participation in adult education and training. Chapter 3 presents
determinants for formal job-related adult training. Chapter 4 is devoted to engagement in
informal learning and the paper concludes in Chapter 5 with a discussion of main findings and
policy recommendations.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



2. Literature Review: Current State of
Knowledge on Participation in Organized
and Informal Adult Learning — Theoretical
Perspectives and Empirical Evidence

This chapter summarizes the current state of knowledge in terms of the empirical findings
and theories on factors explaining participation in adult learning in industrialized countries,
with a particular focus placed on job-related adult learning. Operationally, the word *“current”
refers to the period spanning the last fifteen years (i.e. since the early 1990’s).

2.1 Theoretical perspectives

Questions with respect to the determinants of adult education and training can be approached
from different theoretical traditions. This review will focus primarily on perspectives
presented by two schools of thought, economics of education and adult education.

2.1.1 Economics of education

The economics of education concerns itself primarily with the relationship between
investment in education and training on the one hand, and productivity and income
distribution on the other (Riddell, 2004; Woodhall, 2001). The predominant approach to
these questions has been the so-called human capital theory. The underlying assumption
is that individuals maximize welfare as they conceive it. Human capital analysis starts
from the assumption that individuals decide on their education by weighing the benefits
and costs of this investment (Becker, 1964). Every action has a price tag in the market
and every human act can be reduced to a form of rational economic calculus of cost and
benefit. The probability of participation in education increases as a function of the
benefit/cost ratio (U.S. Department of Education, 1998, p. 13). The human capital
perspective is used to explain employers’ efforts to train workers in terms of the
rationality of investing in upgrading employees’ skills with expected returns in increased
productivity, quality, and competitiveness for the firm. At its core, the theory proposes
that, just like a worker who would rationally invest in his or her personal productive
capacities in order to maximize 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 productivity (Becker, 1964; Hum and
Simpson, 2004; Vignoles, Galindo-Rueda and, Feinstein, 2004).

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



There are at least two major implications underlying this proposition. First, there is the belief
in an innate association between the development of human capital, such as work experience
and workplace training, and returns in the form of improved productivity and mobility in the
labour market (Mincer, 1989). The process of production is originally understood as the most
critical process through which the human capacities acquired 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, non-formal and formal education at home and school
make contributions, butalso as the locality where these human capacities are further
developed, renewed and upgraded. More importantly, 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; at the same time, the formation of adaptable skills in the
work force is, in part, induced by changes in technology (p.190). The same could also 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 continuous
training of the workforce to the fore. Becker makes an important distinction between
“general” and “specific” training (Becker, 1964). 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 enhanced productivity of the generally-trained
worker 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 employers do not have to pay any of the costs” (Becker, 1964, p.12).
In contrast with general training, specific training functions to increase the productivity of the
workers only within the organization that provides said training (Ibid). Therefore, employers
are willing to pay for specific training, expecting to benefit by larger profits resulting from
their specifically trained workers’ increased productivity. In this context it is of interest to
note that recent research suggests that firms appear able to select those workers most likely
to gain from education and training (Feinstein, Galindo-Rueda and Vignoles, 2004). Human
capital theory thus not only hypothesizes that most education and training provided by
employers will be context-specific, but also that wages will increase and job lay-offs will
decrease with an employee’s length of time in the firm, assuming that the amount of specific
training is proportional to tenure of an employee (Farkas, England, and Barton, 1988).

Human capital theory has received serious criticism from various quarters, not only for the
difficulties involved in the operationalization of the concept to provide a basis for empirical
studies, but also for its individualistic approach to the decision-making in investment in
human capital, and the implied notion of social equity and fairness in sharing benefits among
social groups (Brown, Green and Lauder, 2001; Knoke and Kalleberg, 1996).
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Human capital theory suggests that education or training raises the productivity of workers
and hence increases their lifetime earnings by imparting useful knowledge and skills. Critics
contend that this contribution of education and training to grow the productive capacity of
workers may well be smaller than human capital theorists and development economists
anticipate. It is quite possible that education simply acts as a “screening device”, which
enables employers to identify individuals with higher innate ability, desirable personal traits
and trainability (Blaug, 1976; Thurow, 1975; Woodhall, 2001).

“Screening” principles emphasize the demand-side characteristics of employers’ recruitment
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
workplace (Livingstone, 1999). According to credential-screening approaches, in the context
of adult education and training education, employers would tend to support those employees
who possess perceived trainability potential. Educational credentials, as well as other
attributes such as race, gender and age, serve as clues about employees’ potential trainability
and labour force persistence. Training decisions made based on this “evidence” would
presumably reduce employers’ risks of hiring or investing in an unstable or untrainable
employee (Holtzer, 1996). This “screening” hypothesis seems to be supported by research
evidence that workers with higher educational credentials receive more employer-sponsored
education and training than those with less education.

Credential-screening theories seem most pertinent to the hiring decision or training decision
for the newly 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, after which other evidence becomes more relevant to
training, promotions, and wage increases. Credentials serve less as an index of acquired skills
than as a crude, 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 weakly explain why certain persons are most likely to be supported by employers in
their further educational efforts.

Another criticism of human capital theory is what Blaug (1976) 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, all social phenomena should be traced back to their foundation in individual
behaviour and thus human capital formation is typically conceived as being carried out by
individuals acting in their own interests. However, as critics point out, according to this
perspective, problems such as social inequality, regressive patterns of income distribution,
and opportunities for further education and training, are a consequence of individual
psychological deficit rather than inequalities in power, wealth, and influence (Torres, 1996).
Specifically, critics have pointed out differences in families’ resources (HRDC/OECD,
2000), demands of the workplace (OECD, 2005b), employers’ decisions (Vignoles, Galindo-
Rueda and, Feinstein, 2004), government interventions (Rubenson, in press), and many other
social structural factors that will exogenously determine the process of decisions on the
investment in human capital. Hence, structuralist-oriented theories emphasize the role of
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social and economic institutions (government 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 (Brown, Green and Lauder, 2001).

One of the most prominent economic theories within this tradition is the school of labour
market segmentation (Reich, et al., 1975 p.1). According to this perspective, labour market
conditions can be understood as outcomes of four segmentation processes: a) segmentation
into primary and secondary markets, b) segmentation within the primary sector,
c), segmentation by race, d) segmentation by gender. Differential rates of return on 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
fixing, price control, inflation, and employment policies are the means by which the state
exercises this power — policies that are out of reach of education and training programs
(Torres, 1996). In due course, certain industries are more likely than others to develop formal
training programs, elaborate internal labour markets, and compensation packages to attract and
retain a highly-skilled workforce, whereas others will seek mainly to replenish a rapid
turn-over in a workforce with unskilled raw recruits (Kalleberg, et al., 1996).

Turning to the micro level, the literature points to how the structure of work settings may
facilitate or constrain individual training opportunities (Brown, Green and Lauder, 2001;
Ileris, 2004b). These elements include normative and coercive factors such as union power,
establishment size, internal labour markets and other occupational systems. The primary
factors determining 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 levels, work contexts become very
complex, with explicit or implicit rules and regulations that shape the training opportunities
and rewards that employers make available to their employees. These organizational
structures may directly affect training decisions, apart from the importance of individual
human capital and credentials (Kalleberg, et al., 1996).

Thus, the institutionalist approach claims that organizational forms and actions emerge and
persist not only through conscious rational-choice designs but also through cognitive, cultural
and even political conventions popular in social thought and action. This concept, which is
termed “organizational citizenship” (Kalleberg, et al.,1996), is of special interest to
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
emergence of norms about employee job rights and benefits. The human resource
development practices in those organizations tend to encourage strong organizational ties to
employees, inducing their commitment by offering job security, comprehensive benefits, and
career opportunities. 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 roles, education and training that help them enhance those roles increasingly become an
issue of employee-job rights or part of the benefit package.
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2.1.2 Adult education perspectives

Cross (1981) developed the so-called Chain response-model, see Figure 1, which has
come to dominate research on participation. The model takes the individual as the starting
point and identifies two main constructs: self-evaluation (A); and attitude toward
education (B). These internal factors are seen to influence the value of goals (valence)
and the expectation that participation will meet goals (C). Valence and expectations are
also affected by life transition and development tasks that confront the individual in
various life cycle phases (D). Opportunities and barriers (E); and available information
(F) will then modify whether or not an individual will come to participate. Chain
response-model employs psychological concepts to explain why some adults participate
while others do not. Cross (Ibid) argues that this does not mean that societal aspects are
ignored; on the contrary, all theories are interactionist in that they understand
participation in terms of interaction between an individual and his or her environment.

Figure 1

Cross’s chain-of-response model (After Cross 1980, p.124)

(A) (D) (F)
Self-Perceptions Life Transitions Information

Participation

Value of Goals
and Expectations Opportunities

Attitudes Toward
Education

(8)

that Participation and Barriers
will meet Goals (E)
©

However, they tend to neglect the individual's life history. Further, they do not directly
address how the main constructs in the model are related to, and interact with, the broader
structural and cultural context (Rubenson, 2001). Cross’s and other models presented in
the adult education literature have much in common with general socio-psychological
models on human behaviour (U.S. Department of Education, 1998).

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys

9



10

Figure 2, (adapted from U.S. Department of Education, 1998, p 21), presents the basic
structure of a socio-psychological approach to human behaviour. According to Figure 2
the best predictor of participation in adult education is the intention to perform an action.
The intention can be predicted by two motivational factors, (a) the person’s attitude
toward participating as a subjective norm and (b) one factor labelled “perceived
behavioural control.” The latter refers to the extent to which the person has control over
the action in question. This approach neglects the individual's life context and the broader
structural, economic, public policy and cultural context. The importance of addressing
these aspects is supported by findings in recent national and international surveys on
supply and demand of adult education and training (see Desjardins, Rubenson and
Milana, in press; Illeris, 2004a; Statistics Finland, 2000).

Figure 2
Theory of Planned Behaviour (After Icek and Driver, 1992, reported in
U.S. Department of Education, 1998, p. 21)

Attitude
toward
the behavior

Subjective .
—
norm Behaviour

Perceived
behavioral
control

Recent surveys of adult learning point to three major findings: first is a dramatic shift
in participation patterns over the last 25 years. In the OECD world this is caused by
a remarkable increase in employer-supported activities that has radically altered the
landscape of adult education (Bélanger and Valdivelso, 1997; Boudard, 2001).
This development is housed in the broader changes that have occurred in the labour
market, which, among other things, forces people to participate because they are
ordered or feel pressed to undergo some form of adult education and training linked to
their work (Carré, 2000). Thus, contrary to the standing position in the adult
education research literature, participation is not always a voluntary act, as Cross and
other similar theorists seem to assume. Further, knowledge about how the individual
interprets the world cannot by itself give an understanding of barriers.
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Only when we also include structural factors and analyze the interaction between them and
the individual conceptual apparatus does an interpretation become possible. Participation
in adult education as well as in training culture - in its broadest interpretation - can be
understood in terms of societal processes and structures, institutional processes and structure,
and individual consciousness and activity (Rubenson and Xu, 1997).

Results from the International Adult Literacy Survey (IALS)(HRDC/OECD, 2000) support
the integration of the macro, meso and micro levels in trying to understand determinants of
participation in adult learning. The IALS data show that public policy can be somewhat
effective in moderating inequality in adult education participation. Thus, while there is
anoticeable relationship between social background, educational attainment, and
participation in adult education in all 22 countries in the study, the relationship is stronger in
some countries than in others (OECD, 2000). Further, IALS notes that there seems to be
a strong relationship between economic inequalities in a country on the one hand, and
literacy and adult education participation inequalities, on the other.

The IALS findings support Martin Carnoy’s (1995) point that there are crucial differences in
what adult education attempts to do and can do in different social-political structures. So, for
example, funding regimes reflecting the importance of public policy affect the recruitment of
those traditionally not participating in adult education and can explain the differences in
participation patterns across countries (Mclntyre, Brown and Ferrier, 1996; Nordhaug, 1991;
Tuijnman, 2001). These findings point to the importance of focusing on how an individual’s
subjective rationality, as expressed in motives for attitudes to adult learning, is influenced by
socio-political structures and how these in turn affect what has been called “the impact of the
long arms of the family and work on adults’ readiness to engage in learning”. The “long arm
of the family” refers to the strong link between family background, level of education and the
employment situation on the one hand and participation in adult education and training on the
other. This relationship indicates a stratification process that started in early life and
progresses through schooling and working life.

For Bourdieu (1977) socialization within the family, and later in the school, creates
a positive disposition (habitus) towards adult education for some people but not for
others. The “long arm of the job” refers to how the allocation of work roles influences
participation in at least three ways: First, certain roles provide more opportunities to take
part in adult education than others, and, second and third, not only do those in higher
positions get more opportunities through their work to take part in institutionalized forms
of education but they also have by far the best chances to learn new things on the job
itself. Figures 3 has some similarities to the structural theories within economics of
education, see above. It provides an analytical framework for how societal processes and
structure, institutional processes and structure, and individual consciousness and activity
shape and form adult learning.
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Figure 3

Understanding learning at the workplace
(After Helms-Jgrgensen and Warring, 2003)
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In summary, existing theoretical and applied work by sociologists, economists and adult
educators indicate the influence of a variety of factors on participation in education and
training sponsored by the employer. The model depicted in Figure 4 illustrates the
interplay between individual attributes, organizational factors, job characteristics and
influences at the macro level, such as socio-political situation, affecting the chances of
participating in educational and training activities. Derived from the major theories
previously reviewed, this model will be used as a guide to investigate the previous
empirical studies relevant to this topic and will be further operationalised to consider the
specific factors that have been thus far identified.

Figure 4
Participation in adult education and training: determinants and consequences
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Job
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The basic chain of logic in this general model is as follows: individuals entering
a working environment bring with them personal attributes--such as personalities, family
background, acquired educational qualifications--which not only influence the kind of
enterprises that hire them, but also determine what types of job they will be qualified for.
The environmental context, such as company size, the composition of workforce, the
degree of technology application, literacy demands at work, labour relations and internal
employment market, will decide what kinds of jobs or work will be available at the
workplace and will interact with individual factors to influence each individual’s job
characteristics, such as full- or part-time employment, the degree of autonomy, degree of
labour intensity, occupational status or supervisory role.

Personal attributes, particularly educational attainment, will directly and indirectly influence
the person’s readiness to invest in her own learning as well as the chances of receiving
employer-sponsored education and training. Workplace level 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.

All personal level attributes, workplace factors and job characteristics have direct, as
well as indirect influence, mediated by further education and training, on individual
workers’ socio-economic outcomes such as earned income, occupational status and
other alternative outcomes such as job satisfaction, life-long learning inclination,
execution of citizen roles and general well-being. Finally, these factors are all subject
to influences from the broader social and cultural settings such as: prevailing
ideologies; political, social and economic objectives of a nation; social structures;
government interventions and contemporary political and economic situations.

2.2 Determinants of participation in adult education
and training

Following Figure 4, the review is organized around four levels of determinants:
¢ individual level variables;

e job characteristics;

o workplace environment; and

e macro-level factors.
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2.2.1 Individual level factors

Evidence from empirical studies repeatedly points to three individual factors closely related
to the probability of participation in employer-sponsored education and training: age, gender,
attained level of formal education (Bérubé et al., 2001; Evans, 2003; Houkoop and Kamp,
1992; HRDC/OECD, 2000; Hum and Simpson, 2004; Keep, 1999; Kim and Merriam, 2004;
McGivney, 2003; NIACE, 2002; OECD/Statistics Canada, 2005; Rees, 1997; Williamson,
2000). Racial and ethnic background is another factor but with the exception of a few studies
from the USA this important factor is not well covered in the literature.

Age

Reflecting life span phases, age is generally the best predictor of participation in adult
education after initial educational attainment (Bélanger and Valdiviselo, 1997). Thus, it is not
surprising to find that both participation rate and duration vary by age. Several studies indicate
that the share of older participants has been increasing over the last two decades. 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 Kamp, 1990; Statistics Canada, 2001).

Recent research tends to show that adults’ readiness to take part in education remains fairly
stable from early adulthood to the middle fifties. A sharp decrease in total participation
occurs among those 55 years and older. The percentage of people receiving employer-
sponsored education or training is almost identical (around 25%) for all ages up to those aged
55 to 64. However, participation in mainly self-sponsored education drops off at a
considerably earlier age. While it might be beneficial for employers to support employees of
any age in courses or programs, middle-aged employees appear to have less incentive than
younger workers to invest in continuing education of a formal kind. Thus, even within a
framework of lifelong learning, the major personal investment in education will continue to
take place in the early stages of the life cycle. This makes sense economically, because of the
longer time period during which individual and social benefits are expected to accrue
(Tuckett and Sargant, 1996; NIACE, 2002; McGivney, 2004; HRDC/OECD, 2000).

Taken together, evidence provided by the research literature lends support to the inverted-U
shape age-training profile hypothesis (Bowers and Swaim, 1994; Lynch, 1991). That is, when
it comes to decisions on employer-sponsored adult education and training, it is the middle-
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.
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Some studies reveal that differences within age-cohorts are much larger than between age-
cohorts and that learning abilities are determined more by previous educational level and
occupational status than by age (McGivney, 2003). The fact that the elderly are less likely to
participate in education and training is often not because of aging, but, rather, is due to a
constellation of conditions unfavourable to participation, with which old age is often
compounded, such as a low level of initial schooling and few occupational possibilities
(McGivney, 2003; OECD, 2005b).

Gender

From both human capital and “screening” perspectives, gender is one of the visible employee
attributes on which employers can base training investment decisions as they attempt to
reduce the “risks” when hiring employees. Since women are often 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 investments in women are less likely to be recaptured
through future productivity. Thus, this might result in lower employer-supported training
levels for female employees, particularly in jobs involving highly job-specific training (Altonji
and Spletzer, 1991). 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 uninterrupted and long-term careers with their firms.

In general, empirical evidence appears to somewhat support both the human capital and
“screening” perspectives. Thus, while gender differences in overall participation are quite
small and women have a slight advantage (HRDC/OECD, 2000; Hum and Simpson, 2004;
Kim and Merriam, 2004; NIACE, 2002), the majority of employer-sponsored training still
goes to men (HRDC/OECD, 2000; Rees, 1997). Women must more often than men rely on
alternate sources such as training programs without employer sponsorship, funded mainly
through self-financing. A lower labour market participation rate, as well as a higher rate of
part-time employment partly explains the situation. Further, Kalleberg (1992), Tuckett and
Sargant (1996) and Williamson (2000) suggest that any gender difference in training
(as measured by training times) appeared to be restricted to the sorting of men and women into
differentially skilled jobs. When these factors are accounted for, there are small or no
discernible gender differences in most OECD countries.

Formal educational background

Ever since Johnstone and Rivera’s classical study on participation in the early 1960s
(Johnstone and Rivera, 1965), survey after survey has consistently found substantial
correlations between measures of initial education and participation in adult education and
training (Boudard, 2001; Tuckett and Sargant, 1996; Sargant, 1997; Field, 1999; Keep, 1999;
Williamson, 2000; Berube et al, 2001; Desjardins, 2004). As with surveys of most types of
adult education provision, 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 (Berryman, 1995; Dougherty, 1992; Kalleberg,
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1992; Keep, 1999; Leeuwen and Dronkers, 1992; HRDC/OECD, 2000; Psacharopoulos and
Velez, 1992 Sargant, 1997; Statistics Canada, 2001).

Evidence that educational attainment is a strong predictor of receiving employer-provided
education and training is explained both by the investment rationale suggested in the human
capital theory and the “credential-screening” approach. According to human capital theory,
employers accentuate differences in educational attainment and achievement among
employees. They prefer to train more educated workers, and studies show that employers
invest heavily in training their best-educated and trained, and therefore considered most
trainable, because it is assumed that 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 post-secondary levels.

There is also evidence from studies that support “credential-screening” theory. Research
suggests that highly educated persons more often enter an organization in higher-level
positions that require more training. In addition, people who have already invested in
their human capital—and employers who have selected such individuals—are more likely
to find it in their best interest to make further human capital investments (Hum and
Simpson, 2002; Kalleberg, 1992). Kalleberg (1992) also found that although more
educated persons had jobs that required longer periods of training, once the skill levels of
jobs was taken into account, 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 knowledge means that they have a comparative
advantage in jobs that require larger amounts of specific knowledge and provide many
opportunities for training. Consequently, as Altonji and Spletzer (1991) point out,
a positive link should exist between prior educational attainment and training at the
workplace, but this link will be less strong with controls for occupation and skill levels.

In brief, empirical evidence consistently confirms a strong positive linkage between
formal educational attainment and the probability of participation in adult and
continuing education, employer-sponsored and otherwise. The only exception might
be at the level of advanced post-secondary degrees. However, according to human
capital theory and the “credential-screening” hypotheses, acquired educational
attainment mainly serves as a “circumstantial” proof of one’s ability or capability to
fulfill job requirements. Once sorted into different positions at the workplace,
employees are further assessed for individual training needs by required skill levels
or perceived skill 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 become less obvious (Desjardins, 2004).
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2.2.2 Job characteristics

A central theme of research into the influence of job characteristics—which include
occupational status, work roles, skill levels, and literacy demands at work-- is concerned
with whether employers’ training decisions are based on the type of job an employee
holds, and the acquired level of educational attainment.

Level of skills

Research related to employer support for education and training indicates a clear and
substantial relationship between occupational level and employer-supported education
and training (Altonji and Spletzer, 1991; Berube et al., 2001; Hodson and Hooks, 1994;
Houtkoop and Kamp, 1992; Hum and Simpson, 2002; INFED, 2006; HRDC/OECD, 2000).
Participation rates are particularly high for white-collar employees, especially so-called
knowledge workers and those in management positions (Carnevale and Goldstein, 1990;
Hodson and Hooks, 1994; Hum and Simpson, 2002; OECD/Statistics Canada, 2005).
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, particularly in
blue-collar occupations, are not being trained at the same level. Job characteristics play a role
in and beyond the positive relationship between education and formal employer training
(Altonji and Spletzer, 1991). The findings suggest that at the workplace, employees with
higher levels of education are often sorted into positions for which training is considered
more important or worth the effort. It is interesting to note that a longitudinal study
by Tuijnman (1989) found that the effect of job level on participation increased with
advancing age, whereas the effect of initial education decreased (Tuijnman, 1989).
Thus, Tuijnman and Fégerlind (1989) inferred that the direct effect of youth education on
continuing education becomes mediated and reinforced by the occupational positions held.

If occupational class/position or level of job is just a proxy indicator of skills required
at work, then measurements of literacy demands on the job may reveal more directly the
nature of the job and associated training needs. It is therefore of interest to note that literacy
skills have a direct relationship with participation in work-related adult education and training
even after controlling for educational attainment (Boudard, 2001; HRDC/OECD, 2000).
Several studies have found that while there is a general preparedness among the workers to
take up training, the actual decision to do so was governed by a weighing of the demands of
the workplace, an estimation of one’s own capabilities, and the expected benefits (HRDC,
2001; Keep, 1999). Further, there is a strong relationship between employer support for
training and the level of literacy required on the job (HRDC, 2001; HRDC/OECD, 2000).
The more demands are made on the use of literacy skills, the more likely it is that employers
will invest in workers’ further education.
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Length of work experience

Mincer (1989) discovered that training of all sorts increases with experience on the
current job — although at a decreasing rate— as workers demonstrate their aptitude and
commitment to a career or to an employer. The reason 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 investment (Mincer, 1988). Kalleberg
(1992) also concludes that employees with more work experience, both within the
organization and generally, will receive more job training. Kalleberg explains that this is
because workers employed by a firm often discover that promotions come 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 certified as having acquired such skills. Thus, the prospect of
receiving organizational rewards for improved work productivity, whether real gains or in
the form of credentials, motivates employees to seek out training opportunities for
reasons of personal advancement. The longer a worker has been with a firm, 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 are the reasons for participating (Kalleberg, 1992).

Taken together, research findings suggest skills or literacy engagement at the workplace,
whether measured directly or indirectly (using occupational status and length of work
experience), has a more direct and stronger relationship with decisions of employer support
for employees’ further education and training. Further, occupational class or job level and
measurements of literacy use on the job (which are the more differentiating indicators of job
characteristics) are more powerful predictors of participation in employer-sponsored adult
education and training than the attained level of formal education.

2.2.3 Work environment factors

Factors that denote organizational structure of the work environment include: the labour
market segment of employment, size of the organization, main areas of production, use of
technology in the production process, degree of market competition in the industrial
or mercantile pursuits involved, and the extent to which workers are organized.

Workers’ organization

At the workplace, unions are the main organizations representing employees in the
relations with management and providing workers with a source of power and control in
the employment relationship (Ball, 2002; Payne, 2001). The relationship between union
membership and employer-sponsored education and training seems to vary (Kalleberg, et
al., 1996). Unions in industrial countries, therefore, often conduct programs that provide
training for their members in particular crafts. They also bargain with management to
establish job-training programs that enhance their members’ skills and market capacity
(Kalleberg, 1992; Payne, 2001). In addition, their jobs required longer training times, and
they more often needed additional training (Kalleberg, 1992). Other studies, however,
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suggest a negative relationship between unionization and training. Hum and Simpson (2002)
found that Canadian unionized workers participated significantly less in training. 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. In countries with a high level of
unionization, particularly the Nordic, the labour movement has traditionally not only been
strong advocates for workers’ and employees’ rights in general, but it has also been a driving
force for many of the adult education reforms since the 1960s that have aimed at the
redistribution of educational opportunities and education for democracy in the political,
cultural and working life (Rubenson, in press).

Industrial Sectors

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 some support for education and training from the employer
(Ball, 2002; Berube et al, 2001; Field, 1999; Hum and Simpson, 2002; Keep, 1999). What is
embedded in the concept of “sector of economy” are the notions of ownership, the use of
technology, the internal labour market, labour force qualification and competence and
management structure. 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 (Gorard et al, 2003; HRDC, 2001; Noble and Smith, 1996;
HRDC/OECD, 2000; Payne, 2001).

Psacharopoulos and Velez (1992) found that workers in the public sector add more than
7 percentage points to the probability of being trained. Bartel and Lichtenberg (1996) related
participation to the sectors of employment and explained that this relationship was largely
due to the demands for better-educated employees by those sectors where employment is
growing rapidly. Examples of this can 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 shift of employment from goods production
to services, in industrial countries, which means an increase in the level of education and
employer training.

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 (Keep, 1999; Berube et. al;
2001; HRDC, 2001; International Adult Literacy Survey, 2001; Hum and Simpson, 2002;
Sussman, 2002; Houtkoop and Kamp, 1992).

Explanations as to why firm size matters are varied. Because employees in small firms
must learn a wider variety of skills, and because small firms usually report hiring slightly
less-educated employees than large firms one would assume that small firms would
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 and 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”

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys

19



20

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). Dougherty (1992) points out that large companies
tend both to have a greater need for trained workers and are in a better position to provide
training. As well, large firms are more likely to be directly involved in marketing,
research and development, all of which put demands on human resource development
(Dougherty, 1992).

According to institutionalist theory, larger organizations are also more likely 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). 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 example, skill-oriented training usually occurs in an enterprise moving toward
a post-Fordist production regimen whereas team-oriented training often takes place in a firm
that aims at establishing a Japanese-style production system.

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 and gender, variables such as parental social status
that influence youth educational attainment also correlate with indicators of participation in
adult education. Many studies find substantial relationships between youth educational
attainment and adult education and training. However, most meaningful 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.

2.2.4 Macro-level factors

This is a topic that is not well covered in the participation literature but as Carnoy points out,
there are crucial differences in what adult education attempts to do and can do in different
social-political structures (Carnoy, 1995: p. 3). Some researchers have explored the Nordic
adult education model and analysed how the political economic framework influences
various policies affecting participation in adult education and training (Rubenson, in press;
Tuijnman and Hellstrém, 2001). The conclusion is that the nature of the Nordic welfare state
regime (Esping-Andersen, 1990) is the main explanatory factor for the high participation in
adult education and training. Another distinguishable characteristic of Nordic adult education
is that the ever-present law of inequality is less severe in this region than in other OECD
countries. The explanation given is that the socio-political context has resulted in a broad
acceptance of a full employment strategy where adult education and training plays a central
role, a climate of industrial relations that promotes employee training and a high level of
financial support to the individual, providers, NGOs and the social partners. In this context it
is of interest to note that the International Literacy Survey (OECD, 2000) found that there is
a strong relationship between economic inequality in a country on the one hand, and literacy
and adult education participation inequalities, on the other hand.
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Brown, Green and Lauder (2001) demonstrate how national high skills strategies and the
accompanying human resources policies are linked to the prevailing political economy.
While not exploring the topic as such, the OECD’s Thematic Review of Adult Learning
in 12 OECD countries (OECD, 2005a) indirectly provides clear examples of the impact
of socio-economic factors on adult education and training.

2.3 Informal learning

2.3.1 Definition of informal learning

Driven by research on decision-making and the uses of technology at the level of the
individual firm, economists reached the conclusion that education and learning must
be increasingly viewed not only as an investment but also as a factor of production
(Bartel and Lichtenberg, 1987; Welch, 1970;). In the late 1980s the literature began to
stress the role of education in developing the workers’ innovative capacity and
adaptability to new technology. This line of research resulted in a broadening of the
concept of lifelong learning that had primarily focused on formal and non-formal
education but now also came to embrace informal learning; the latter results from daily
life activities related to work, family or leisure and is closely related to the concepts of
experience and practice. It is not structured (in terms of learning objectives, learning time
or learning support) and typically does not lead to certification.

Informed by the new micro-economic perspective on human capital, policy discussions on
the link between the economy and education and learning have come to pay special attention
to the nature of informal learning at work (OECD, 1996). Within the European Employment
Strategy, the member states have defined lifelong learning as “all purposeful learning activity
undertaken on an ongoing basis with the aim of improving knowledge, skills and
competence” (EC, 2000). The diffuse nature of adult learning makes it particularly
challenging to develop a policy typology for this domain. The situation has become
particularly problematic since the Copernican revolution that saw a shift from
a preoccupation with adult education and training to the all-encompassing principal of adult
learning. In the report Lifelong Learning for All (OECD, 1996), OECD embraced the notion
that learning is not necessarily intentional and structured, nor that it takes place in formal or
non-formal institutional settings (Tuijnman and Brostrom , 2002, p. 102). Similarly, the
European Employment Strategy states that the member states have defined lifelong learning
as “all purposeful learning activity undertaken on an ongoing basis with the aim of improving
knowledge, skills and competence™ (EC, 2000, p.6). The European Community (2000; 2001)
describes the three learning setting as follows:

Formal learning: learning typically takes place in an education or training institution,
is structured (in terms of learning objectives, learning time or learning support) and
leading to certification. Formal learning is intentional from the learner’s perspective.
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Non-formal learning: learning that is not provided by an education or training institution
and typically does not lead to certification. It is, however, structured (in terms of learning
objectives, learning time or learning support). Non-formal learning may be provided in
the workplace and through the activities of civil society organisations and groups. It can
also be provided by organisations or through services that have been set up to
complement formal systems, e.g., arts, music and sports classes. Non-formal learning is
intentional from the learner’s perspective.

Informal learning: learning resulting from daily life activities related to work, family or
leisure. It is not structured (in terms of learning objectives, learning time or learning
support) and typically does not lead to certification. Informal learning may be intentional
but in most cases it is non-intentional (or incidental/random).

While policy documents overwhelmingly subscribe to definitions of adult learning that
broadly correspond to those presented by the European Commission’s policy documents,
some scholars questions the neat division into three categories or modes of learning. Eraut
(2004) suggests one should think about informal and formal learning as a continuum rather
than dichotomies while others even questions the advisability of trying to seek clear
definitional distinctions between the three concepts (Colley, Hodkinson and Malcolm, 2002).
Further, from both a research and a policy perspective, situating outcomes of adult learning in
the broader context of lifelong learning raises issues about the substitution and
complementarity of various forms of adult learning over the lifespan and calls for measures
that allow comparisons across formal, non-formal and informal learning settings. A key issue
is how broadly adult learning is or should be understood in this context. It is uncommon to
find any serious discussion on this topic in policy documents from intergovernmental
organisations like the OECD, EU or UNESCO or in the research literature. The latter can
broadly be grouped in two main categories, large scale surveys focusing on the extent of
informal learning in the population and case studies of informal learning in specific contexts,
primarily in the workplace.

2.3.2 Large-scale surveys of informal learning

Building on a rich Canadian research tradition in estimating the extent and distribution of
self-directed learning projects (see Tough 1971, 1978) the research network for New
Approaches to Lifelong Learning (NALL) conducted a national survey on Canadians’
engagement in informal learning in 1998 (Livingstone, 1999b).

In a representative telephone survey 1,562 adults 18 and over were asked to talk about
informal learning from their own standpoints. The survey reported participation in four
types of informal learning: employment-related, community volunteer work-related,
household work-related and other general interest-related. Respondents were asked about
informal learning activities on several specific themes.
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The interview started with the following information and question.

Everybody does some informal learning outside of formal classes or
organized programs. You may spend a little time or a lot of time at it.
It includes anything you do to gain knowledge, skill or understanding
from learning about your health or hobbies, household tasks or paid
work, or anything else that interests you. Please begin to think about
any informal learning you have done during the last year outside of
formal or organized courses.

First, let's talk about any informal learning activities outside of courses
that have some connection with your current or possible future paid
employment. This could be any learning you did on your own or in groups
with co-workers, that is, any informal learning you consider to be related
to your employment.

In subsequent sections of the interview schedule, respondents were asked about informal
learning related to community work, to household work and to general interests. Four
findings stand out in this study:

First, the data on informal learning provide a very different picture to the AETS findings
on participation in formal or non-formal learning. With over 96.6% of Canadian adults
involved in some form of explicit informal learning activities it would seem that almost
everyone is included.

Second, the duration of informal learning activities far surpasses the time spent in
organised learning activities. The mean hours per adult spent in organised forms of adult
education, according to the 1998 AETS, is just over one hour per week compared to
fifteen hours per week on informal learning activities.

Third, while every study conducted on participation in organised forms of adult education
and training has found that social background and age strongly affect readiness to engage in
adult education and training, the NALL survey provides quite a different story. Thus, those
without a diploma or a high school diploma spent as much time as did those with a university
education and total participation rates are over 90% for all groups. However, it is worth
noting that when home related, employment- related and community activity are analysed
separately the traditional pattern starts to re-emerge with lower engagement among older
adults and those with lower educational attainment. However when the category “other” is
added to the total these differences disappear.

Fourth, involvement in formal learning does not show the same sharp decline among
middle aged and older adults as participation in organised forms of learning.

While supporting the NALL’s findings that some form of informal learning is a universal
activity, Adult Literacy and Life Skills Survey (ALLS) points to some interesting
differences regarding who participates in what kind of activities (Desjardins, Rubenson
and Milana, in press). Learning informally through either self or others’ experiences is
nearly universal, with little variation by level of education. By contrast, learning
informally by using tools interactively, such as using literacy, numeracy, computers or
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the Internet is strongly related to formal education, and very common among the most
educated. This relationship supports the hypothesis that prior competencies formed via
education and training are useful for further learning in some informal settings. Learning
by engaging in various contexts such as attending meetings, lectures, seminars, going on
guided tours or learning by being sent around in the organizations is also strongly related
to education. This relationship occurs indirectly, since educational attainment facilitates
access to opportunities, such as a good job, which in turn leads to learning by being
mobile and experiencing exposure to a variety of contexts.

2.3.3 Case studies of workplace learning

Understanding the workplace as a site for learning has become urgent in the new economy
and has resulted in a range of case studies focusing on conditions that enhance or hinder
learning at work (Evans, Hodkinson, Rainbird and Unwin, 2006; Eurat, 2004).

Summarising the research on factors affecting learning in the workplace Eraut (2004, p 269)
presents a model that is constructed around two triangles illustrating the work context for
learning and the key factors that structures learning within that context (see Figure 5).
Confidence has proven to be an important condition for seeking learning opportunities.
According to Eraut there is a triangular relationship between challenge, support and
confidence. The second triangle, context factors, draws attention to the findings that
allocation and structuring of work is central to the extent to which employees learn at work.
The structuring of work regulates opportunities for meeting, observing and working alongside

Figure 5

Factors affecting learning in the workplace (after Eraut, 2004, p.269)
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different groups of people. Thus, Volpe (1999) found that certain changes in the workplace
resulted in breakdown of informal learning through the loss of formal and informal networks.
Reardon (2004) reports how the structure of a new organization at a plastic-manufacturing
plant made it very difficult for young new engineers to learn. Similarly, Boud and Middleton
(2003) noted that the range of opportunities for informal learning increases as do the types of
learning increase with seniority. Livingstone and Sawchuk (2005) claim that informal
learning can be constrained by restrictive organisational structures e.g. neo-Taylorism and is
affected by union strength. This helps explain why auto workers spent more time on informal
learning than did workers in other sites. Garment workers who struggle under very hard
working conditions and low degree of unionisation reported the lowest engagement in
informal learning.

In summary, opportunities to learn new things through daily activities on the job vary with
the characteristics and position of the job, which, in turn, exacerbates inequalities in adult
learning. The findings strongly suggest that the determinants that govern participation in
organized forms of adult learning also regulate the nature of the informal learning that is
available to different segments of the population. Expressed differently, daily life tracks
people into different curricula of informal learning. It is this process that Livingstone (2001)
is referring to when he discusses worker control, paid/unpaid work and work-related learning,
or when Billett (2004) conceptualises workplaces as learning environments.
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3. Determinants of Participation in Formal
Job-related Training: Insights from Adult
Education and Training Surveys

The purpose of this chapter is to examine the factors underlying the observed trends and
patterns in participation in job-related training during the period from 1993 to 2002, using
the Adult Education and Training Surveys (AETS) conducted in 1993, 1997 and 2002.
The objectives are to conduct multivariate analyses appropriate to identify and measure
the key factors influencing the decisions on undertaking formal job-related training; these
analyses will attempt to answer the following questions: 1) what is the relative
importance of determinants of formal job-related training undertaken by Canadian adults
and workers? And 2) what differences are evident over the period from 1993 to 2003?
These two questions will be addressed by exploring the following four types of factors, as
are discussed in the previous chapter on literature review, explaining adult learning
participation and especially in the investigating relationships between world of work and
further education and training activities related to job and workplace: individual level
factors denoting individuals’ ascriptive characteristics, job characteristics, workplace
environment, and factors reflecting political, social and economic contexts.

However, it is apparent from an inspection of the AETS surveys that not all of the variables
discussed in Chapter 2 are available for analysis. Nevertheless, a quite comprehensive list of
individual and workplace factors captured on all the three AETS surveys were included in the
predicting models of incidence of formal job-related training in order to discern the relative
importance of key determinants. These variables include: age, sex, education attainment,
province, labour force participation status, type of occupation at main job, part-time or full-
time, job tenure, union membership, firm size, industry classification or type of industry,
barriers to formal learning. Through examining and comparing the relative strengths (e.g.,
coefficients and odds ratios) of the factors influencing various learning or training decisions,
the study is intended to shed some light on which factors are important in undertaking formal
job skills development.

3.1 Extent of Participation in Formal Job-related Training

To help set up the context within which the data analysis is conducted for this section, Table 1
records the percentages of Canadian adults aged 25 to 64 involved in formal adult education
and training by types of training during the period from 1993 to 2002. The data indicate that
the majority of Canadian adults who undertake formal adult training are for job-related skills
development. As is shown in the table, in 1993, 26.4% of Canadian adults participated in
job-related training. This represents 77% of the 34.1% of those who undertook formal training
activities in that year. In 2002, more than 80% of the Canadian adults (36.7%) who reported
participation in formal training actually took job-related programs or courses during that
period. It is also apparent that a vast majority (around 80%) of these job-related learning
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activities as measured in all the three survey years, were undertaken in the format of training
courses. For example, in 1993, 21% of Canadian adults took job-related training courses.
This represents about 80% of the 26.4% of Canadian adults who reported undertaking job-
related training activities in that year. The numbers also indicate that the increase in job-
related training participation between 1997 and 2002 was largely attributable to the growth in
the uptake of job-related training courses.

Table 1

Participation in formal job-related adult education and training by

Canadian population aged 25 to 64, 1993, 1997, 2002 (Percentage)
1993 1997 2002

% % %

Participation in any type of formal training 34.1 31.2 36.7
Participation in job-related training 26.4 24.3 30.1
Took job-related programs 7.9 7.6 8.2
Took job-related courses 21.0 19.3 24.6
Took employer-sponsored job-related training 18.0 17.9 20.2

Source: Adult Education and Training Survey, 1994, 1998 and 2003, Statistics Canada.

Note:  Due to the fact that some adults took both job-related programs and courses, the percentage of those
taking job-related programs and that of those taking job-related courses may add up to more than the
total percentage of adults participating in job-related training.

3.2 Factors related to participation in formal
job-related training and changes of their influences
on the participation

This section specifically investigates: 1) What influences do age, gender, level of formal
education, level of occupation, length of employment, type of job, union membership, and
industrial sector have on Canadian adults’ participation in job-related programs or courses?
2) To what extent have the influences of these factors endured or changed in the past decade?

To seek answers to these two research questions, cross-sectional samples of Canadian adults
as well as samples of Canadian employee population, defined as those who were aged from
25 to 64 and gainfully employed either full- or part-time during survey years, were drawn
from the 1994, 1998 and 2003 AETS.

3.2.1 Predicting probability of participation in
job-related training: The general model

Table 2 summarizes the results of the sequential logistic regression analysis, performed to

assess prediction of membership in one of the two categories of outcome (participants,

and non-participants in job-related training), first on the basis of four predictors of
personal characteristics and then by addition of variables on barriers to formal training,
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job and workplace characteristics. Personal characteristics included age, sex, level of
attained formal education and labour market participation.

Barriers to training included two combined variables: institutional and situational
barriers. These two variables were derived from the respondents’ answers to the survey
questions regarding the reasons why they did not take the training they had needed or
wanted to take. The responses were grouped into two variables based on the Cross (1981)
classification of participation barriers: the institutional barrier variable denotes any of the
experiences reported by respondents who were not able to take the training activities they
needed or wanted due to the institutional practices and procedures that hindered their
participation, for example, high fees, limited course offerings, lack of evening courses, or
being unable to meet entrance requirements; the variable devoting to situational barriers
was based on the answers of respondents who reported that their difficulties arose from
their life circumstances, for example, lack of time, being too busy because of work, and
burden from family responsibilities.

Job status variables included types of occupations, job tenure, job type (full-time, part-time).
Variables that differentiate workplaces were union membership (unionized, non-unionized),
firm size, and industrial sector (e.g., agriculture, manufacturing, construction,
communications, financial services and educational, research, health, cultural and recreational
services).

Presented in Table 2 are the summary statistics evaluating logistic regressions on the basis of
the three models for the samples of the general adult populations (Models 1 to 3) and five
models for the employee population samples (Models 4 to 8). Model 1 includes variables
denoting such personal characteristics as: Age, Sex, Acquired Level of Formal Education and
Labour Force Status. Model 2 contains all the variables included in the first model plus the
variables indicating the identified barriers to formal learning: institutional and situational
barriers. Model 3 further controls for the effect of Province in addition to all the variables
contained in Model 2.

Model 4 is for the employee population, including only variables denoting Age, Sex, and
Acquired Level of Formal Education. Model 5 takes account of Type of Job (part- or full-time
job), Job Tenure, and Type of Occupation in addition to the personal characteristic variables
included in Model 4. Model 6 further controls for the effects of Union Membership, Type of
Industry and Firm size over and above all the variables already taken into account in Model 5.
Added in Model 7 are the barrier-related variables: Institutional and Situational Barriers on top
of all the variables included in Model 6. Model 8 further examines the possible provincial
variations after controlling for all the variables in Model 7.

Comparisons of log-likelihood ratios for logistic regression 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 model chi-squares, the relationship
between the dependent variable and the independent variables is statistically significant.
Measures of the strength of association between the dependent variable and the independent
variables, (Rx%), ranging from .176 to .197 for general adult models and from .183 to .214 for
employee samples, all statistically significant at the level of .001, indicating a statistically
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significant and moderate effect size relationship between the dependent variable and its
predictors.

For the convenience of discussion, estimated parameters of important variables as a result of
these models are separately presented and discussed in the following sections — Sections 3.22
to 3.2.4. The tables in these sections include percentages of participants of formal job-related
training activities, odds ratios on probability of participation, both unadjusted and adjusted.
Unadjusted odds ratios are obtained from simple logistic regression models estimating the
impact of a single predicting variable without controlling for any additional effects. Adjusted
odds ratios are the results from the attempts to estimate the unique impact of the predictor
under discussion by multiple logistic regressions that control for the effects of a variety of
associated predicting variables. The adjusted odds ratios presented in the tables of the current
chapter are the estimates obtained from the most comprehensive logistic regression models
described above: that is, Model 3 for general adult populations and Model 8 for the employee
population samples.

3.2.2 Impact of a described characteristics and
achieved status on job-related education or
training participation

Age differences

As indicated in Table 3, the results show a significant relationship between age and the
probability of participating in job-related education and training: the age effects remain
significant even when occupational status, work experience and other job and demographic
variables are controlled for.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



*(s1S@) Pa|e)-0M1)GO" JO [9A3] BUI dAOQe 3duedlIubIS [eansiels
Bunouap .£, ® pue |9A9] GO° Y1 1e uedyiubis Ajreansiiels sajouap .z, paiduossiadns e TQ" JO [9A3] Yl Te ueaniubis Ajjeansnels sajouap T, palduosiadns v

"Z 9|ge Ul paguosap Se sI0)oe) aoe|d)Iom pue se|gelieA snjeis qol ‘soisueioereyd [euosiad 10j [01U0D eyl ‘sisAjeue

a|dwes aakojdwa 8y} Jo} 8 [9pOIN Se pue sisAleue uonendod jnpe [essuab ayl 1o} € |9pON Se pareubisap ‘suonenba 8yl Jo syNsal ay) ase sonel sppo pasnlpy '€

's1019®} Jayio Aue 1o} Buijjosuod Inoyum a1 ‘suonenba uoissalbal onsibo| seaul| areleAlUN ‘Bjdwis JO S)Nsal 8y} ale solel sppo paisnipeun 'z

‘Buiuren 1o uoneonpa pale|al-qol ‘jewuoy ul paredionied aney 03 payodal oym Alobared yoea Jo 1no syuspuodsal jo suoniodolid ale sabejuadlad T

:S9I0N
7'9¢€ €8¢ 8'8¢ [eloL
7T 29T 67€ 9LT 022 9/2 €12 06T gLz 5 01 G saby
9T LT z'9€ 166'T o7z €62 09T LEE T°2€ v 01 G€ saby
A Lze 62 e 8¢ 7'z £6°C 87'€ 8¢ € 0} Gz saby
00'T 00T 8'v¢ 00T 00T LT 00T 00T €7¢T 9 01 GG saby
dnoub aby
uone|ndod aakojdw3
o'Te eve 1'9¢ [eilol
LT 1572 8'6¢ K erara [LE€ L€ 0€72 9€°€ Sve 5 01 G saby
V8T 082 0'ze 125 07 €. 897 ST 90 v 01 G€ saby
66T L8€ G'6€ 98T 6.7 9°0€ 8 287 8'TE € 01 G saby
00T 00T a4’ 00T 00T '8 00T 00T 8’8 9 01 GG saby
dnoub aby
uone|ndod [eilauss

(a)dx3 (@)dx3 % (@)dx3 (a)dx3 % (a)dx3 (a)dx3 %

paisnipy | paisnipeun Buiuren paisnipy | paisnlpeun Buiuren paisnlpy | paisnlpeun Buiuren
pale|ai-gol parejai-qol palejai-gol
3001 3001 3001
¢00¢ L66T €661

200z ‘2667 '€66T ‘dnolb abe Aq bul

1 parejai-qol Bunelisapun 9 01 Gz pabe uoire|ndod 1npe Jo pooyl|eyi| pue abeiuadiad
€ 9lqelL

33

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



34

For both general adult and employee samples, the figures show that the adults aged 25 to 34
have almost always been the most likely to undertake further education or training for job
purposes. However, changes in this pattern over this period are evident. Although the gap
between youngest group (25 to 34) and the oldest (ages 55 to 64) remains strong, it is getting
narrower due to the fact that the participation of the latter has been growing at a much higher
rate than other age groups, at about 69% for the employee sample between 1997 and 2002.
Expressed in odds ratios, workers aged 25 to 34 were almost 3.5 times more likely to get
formal training than the oldest group in 1993, but this ratio was reduced to about 2 times
(2.27) a decade later. Even with the effects of all other variables controlled for, the odds ratios
dropped from a high of 3 times (2.93) to a low of 2 times (2.17). In contrast, increases in
participation among other age groups were relatively moderate over the period: 24% for
workers aged 35 to 44 and 26% for workers aged 45 to 54.

Partly due to the change in provision, but also to the fact that the new generations of older
people are better educated than previously (See Figure 6, but also van der Kamp, 1990;
Houtkoop & Kamp, 1992), many studies (e.g., Darkenwald & Merriam, 1982) 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 Canadian workers since 1993.

Figure 6
Percentage distribution of highest level of education attained by adults aged 55 to 64,
in the three AETS survey years, 1993, 1997, and 2002
Percentage distribution of attained education level
of adults aged 55-64, 1993,1997, 2002
100%
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D High school graduate D University

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



Gender differences

The results of estimating gender effects on probability of undertaking job-related training
are shown in Table 4. Changes in gender differences are also evident over this ten-year
period (1993 to 2002). As are shown in both unadjusted and adjusted odds ratios, in 1993,
female Canadians were slightly less likely to participate in job-related training than their
male counterparts, but the reverse is true in 2002. In fact, as is indicated in our summary
table — Table 11, gender is one of the least important predictors of participation in formal
training among the variables employed for this study across all the data sets we analyzed.
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Effects of formal educational attainment

Research literature suggests a strong positive correlation between the acquired level of
formal education and the likelihood of undertaking job-related further education and
training. That is, the more formal education an adult has received, the more likely he or
she will seek to benefit from investment in human resource development. It has also been
pointed out that the major increase in the provision of employer-sponsored education and
training that has taken place since the 1980s, has benefited mostly those at the higher end
on the educational scale with the exception of those on the highest end, that is, people
with graduate degrees. Some studies conclude that gaps between university 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
some college or university education, but did not take or finish degree programs are the
most likely group to seek or be bestowed with employer support in their further education
or training. Finally, in conformity with status attainment theory, the influence of formal
education would be substantially reduced or even disappear, as reported by some studies,
with the addition in the equation of controls for occupational status, the usual proxy for
socio-economic status or skills level of jobs.

Table 5 presents the relationship between acquired highest level of formal education and
probability of getting formal job-related education and training in terms of percentages
and odds ratios. Both unadjusted ratios, and adjusted ratios by controlling the effects of
gender, age, occupational status and other variables, are presented as well as comparisons
between different levels of formal schooling. Those representing the lowest end on the
educational scale (i.e., those with less than 9 years of schooling) were set as the reference
category with odds as 1.
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From Table 5, it appears to be true that the higher an adult/employee’s acquired level of
education, the more likely he or she is to get further education or training for job purposes.
The figures in the table also display an evident trend: the participation gaps between the
highest end and lowest end on the education scale appear to be increasing rather than
narrowing over the period from 1993 to 2002. During this period, there has been literally no
increase in terms of proportions participating in job-related training for the adults who
did not complete high school: in 1993, about 8.7% of adults in this category reported
taking job- related training during the year; this rate dropped to 7.8 in 1997 and only edged
back up to 8% by 2002.

For high school graduates and those who had post-secondary non-university education, the
proportions that took job-related training dropped from 21% and 34% in 1993 to 17% and
29% in 1997 respectively. By 2002, the rates of participation only restored to the level close
to that of 1993, reaching at 20% and 35%.

In contrast, the participation rate for university graduates has remained the highest among the
groups of different levels of educational attainment throughout the period: about 43%
of adults in this category took formal job training in 1993, and this rate was down to 40% in
1997, the year when there was a decrease in the overall participation, and rose up to a high of
48% by 2002, a nearly 12% increase over the year 1993.

Expressed in odds ratios, both unadjusted and adjusted, the expanding gaps in job-related
training uptake among groups of different educational levels are perhaps more illustrative: in
1993, compared with adults having not completed high school, those with university degrees
were about 8 times more likely to receive formal job-related training. The comparable odds
ratio in 2002 increased to 10.5. Even after controlling the effects of all the personal
characteristics variables (See Model 3, in Table 2), adults with university education remained
5 times as likely as those without high school completion to receive job-related training, in
1993. The comparable adjusted odds ratio shows that after a decade, university graduates
were about 8 times (7.7) more likely to continue with further training for job purposes than
those who had not finished secondary education.

The similar trends are observed with the employee population during the same time period.
The figures in Table 5 show that Canadian workers with post-secondary and university
education increased substantially their participation in job training whereas the rates
of participation for workers with less formal education remained almost unchanged.
Specifically, the job-related training rate for workers with university degrees went up to
54% in 2002, a rise of 23% over the year 1993. This was followed by workers with some
post-secondary education, whose participation rate reached 40% in 2002, an increase of
12% from 36% in 1993. In contrast, almost the same proportion of the workers with less than
high school, around 11%, took job-related training in both 1993 and 2002. Those with high
school diplomas only registered 1% increase in the participation rate over the same period.

Using odds ratios as indicators of training gaps among workers with different levels of
education, in 1993, high school graduates were about 2.4 times more likely than workers
with less than high school to receive job-related training and this gap was almost the
same by 2002, at a ratio of 2.5. By comparison, workers with post-secondary education
and university degrees were respectively 4.5 times and 6.4 times more likely than
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workers with less than high school to receive job-related training in 1993. A decade later,
the comparable ratios rose up to 5.3 and 9.3 respectively. Even after controlling all the
personal, job and workplace characteristics variables (See Model 5 in Table 2), workers
with post-secondary non-university education and university graduates were respectively
3.6 times and 4.6 times more likely than workers with less than high school to participate
in job-related further training.

In fact, as is shown in Table 11, among the series of participation determinants investigated in
this study, the level of formal education attainment is the strongest predictor of participation
in formal job-related training. The related implications are discussed later in this report.

Impact of labour force participation status

Table 6 displays part of analysis that explores the relationship between probability of
participation in job-related training and labour market participation and whether this
relationship has changed over the period, using general adult population samples.

It is not surprising that training for job or career purposes is closely related to the level of
active labour market participation: adults who are working or actively seeking to enter the
labour market are much more likely to seek job-related training. In addition, our trend
analysis indicates that more and more training opportunities appear to be available at the
workplace and thus are increasingly in favour of adults already employed. Thus, in 1993, the
employees were the group with the highest participation rate at about 32%, followed by the
unemployed adults, whose rate was at 19%. At the bottom were the adults outside of the
labour force, with a participation rate of 11%. By 2002, both employed and unemployed
groups had increased participation in job training, with their participation rates now standing
at 35 and 22% respectively while the corresponding rate for the adults outside the labour
force remained unchanged.

These changes are perhaps better reflected by the changes in odds ratios: in 1993, adults who
were employed were about twice as likely as the adults outside the labour force to participate
in job-related training, after controlling effects of all the other individual and workplace
variables. By 2002, the difference in the likelihood of undertaking job-related training, as
shown by the corresponding adjusted odds ratio, between an employed adult and an adult
outside of the labour force rose up to 3 times.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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Effects of identified barriers to formal training

Table 7a presents the results of data analysis aimed at examining the relationship between
probabilities of participation in formal job training activities and barriers to formal training as
identified by the survey respondents.
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Barriers to training included two combined variables: institutional and situational
barriers. These two variables were derived from the respondents’ answers to the survey
questions regarding the reasons why they did not take the training they had needed or
wanted to take. The responses were grouped into two variables based on the Cross (1981)
classification of participation barriers: the institutional barrier variable denotes any of the
experiences reported by respondents who were not able to take the training activities they
needed or wanted due to the institutional practices and procedures that hindered their
participation, for example, high fees, limited course offerings, lack of evening courses, or
being unable to meet entrance requirements; the variable devoting to situational barriers
was based on the answers of respondents who reported that their difficulties arose from
their life circumstances, for example, lack of time, being too busy because of work, and
burden from family responsibilities.

The results, in general, indicate those adults who reported experiencing both situational
and institutional barriers tend to be more likely to participate in job-related training. This
result may appear a bit surprising as one would expect training barriers to be deterrents to
participation. This is mainly due to the design issues with the AETS prior to the 2003
AETS. As pointed out by Rubenson (2001), a limitation (with previous AETS) is that it
concentrates almost exclusively on situational and institutional barriers and that barrier
questions were only asked of respondents who identified unmet training needs. Therefore,
the Table 7a results in effect illustrated a close relationship between participation and
identification of training needs: training participants are more apt to identify unmet training
needs and related barriers or conversely, adults knowing their training needs and related
barriers are more apt to seek training opportunities.

Based on Rubenson’s suggestions (2001), consideration was given in 2003 AETS to how
to strengthen assessment of dispositional barriers and barrier questions were asked of all
respondents regardless of their participation status. Table 7b presents the results of an
analysis using the complete barrier information collected in the newly designed 2003
AETS. (Note: in Table 7a, barriers variables from the 2003 AETS were recoded to make
them comparable to those in the 1994 and 1999 AETS). The results indicate an improved
barrier questionnaire section in the 2003 AETS that appears to better capture the
relationship between perceived participation barriers and the job-related training uptake.
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The results indicate that among the three categories of barriers identified in Cross’ work
(1981), adults who experienced difficulties arising from their situation in life (for example,
lack of time, because of work, family responsibilities) were much less likely to participate in
formal job-related training than those who identified fees, lack of evening courses, entrance
requirements, and limited course offerings as participation hindrances. However, the figures
further indicate that the negative attitudes and dispositions towards formal training
(dispositional barriers) were by far the most deterring factor for the Canadian adults and
workers in the job-related training participation.

Provincial differences

This section is intended to explore the relationship between residing in a certain province and
the likelihood of participating in formal, job-related training. Both general adult population
sample and employee population sample were analyzed. The results — percentages and
likelihood of participation expressed in adjusted and unadjusted odds ratios — are presented in
Table 8.
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Looking at general adult population’s participation in job-related training in 1993, Alberta,
British Columbia and Manitoba appeared to have the highest job-training uptake, with
participation rates at 33, 31 and 29% respectively. Newfoundland and Labrador was the
lowest with only 18% of adults participating in that year. Thus, using the unadjusted odds
ratios, the odds of residents in these leading provinces receiving formal job training were
around 2 times the odds of the residents in Newfoundland and Labrador. Even after
controlling for all other variables in the model, the chances of an adult either in Alberta, or
British Columbia or Manitoba being trained for a job was 1.5 times that of an adult in
Newfoundland and Labrador.

In 1997, when the whole country experienced a downward in the formal adult training,
Alberta continued to lead among all the provinces with a participation rate of 28%, followed
by Saskatchewan, Ontario and Nova Scotia with a rate around 27%. With a 17% participation
rate, both Newfoundland and Labrador and Quebec were the lowest. As indicated by adjusted
odds ratios, these provincial differences were statistically significant even after controlling
for the effects of all other factors in the model, with likelihood differences ranging from 1.4
to 1.6 times.

From 1997 to 2002, due to the disparate increase in the participation rates, some changes
occurred in the provincial profile of distribution: with a 40% increase over 1997, Manitoba
rose to become the province with the highest participation rate at 35%. British Columbia and
Saskatchewan became the parallel runner-ups with around 34% of adults participating; both
provinces enjoyed a 25% increase over 1997. It should be noted, however, that the largest
growth was actually experienced in Quebec, where the participation rate increased by 54%,
from 17% in 1997 to 27% in 2002. New Brunswick experienced the second largest growth
over the same period, its participation rate rising from 20% to 28%, an increase of 44%.
Newfoundland and Labrador and Prince Edward Island also experienced an over 30%
increase in participation whereas the growth rates in Nova Scotia, Alberta and Ontario were
less than 15% over the same period.

Turning to the working adult population, changes in the provincial profile of participation
distribution are somewhat different than those summarized based on the analysis of general
adult population sample. In 1993, Alberta, British Columbia and Manitoba were the leading
provinces in terms of working adults receiving formal job training, with a participation rate
over 30%. In contrast, the job-training rates for working adults in Newfoundland and Labrador
and New Brunswick were the lowest among all the provinces, at around 20%.

In 1997, half of provinces, Alberta, British Columbia, Manitoba, Quebec, and Prince Edward
Island, experienced a decrease in formal job training as compared with 1993 while the other
half of provinces, such as Nova Scotia, New Brunswick, and Saskatchewan, registered a
moderate increase. As a result, Nova Scotia became the leading province in offering formal
job training with 34% of working adults participating. Following closely behind were Alberta,
British Columbia, Saskatchewan, and Ontario, all with a participation rate above 30%. With as
few as 20% of adult workers participating, Quebec replaced Newfoundland and Labrador to
become the lowest among the provinces in formal job training.
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From 1997 to 2002, all the provinces had substantially increased formal job training for
working adults, with Quebec experiencing the largest growth: an increase of 64%, from
20% in 1997 to 33% in 2002. Three provinces, New Brunswick, Prince Edward Island
and Manitoba enjoyed an increase of around 40%; the other three, Saskatchewan,
Newfoundland and Labrador, and British Columbia had a 30% increase. The rest, Nova
Scotia, Ontario, and Alberta, had increased by less than 20%. Thus, British Columbia and
Saskatchewan were the leading provinces in providing job-related training with more
than 41% of adult workers participating. Manitoba and Nova Scotia were the second best
with a participation rate standing at around 40%, with Alberta, Ontario, and New
Brunswick trailing closely behind with a participation rate of over 35%. Newfoundland
and Labrador again appeared to be the lowest, but with participation rate at 29% as a
result of 30% increase over 1997 figure as mentioned above.

It is also worth noting that the results of analyzing odds ratios — unadjusted and adjusted —
for both general adult and working adult samples indicate that provincial differences in job-
training participation were getting narrower, though only slightly, over the period from 1993
to 2002. For example, with respect to the general adult population sample, the odds of an
Albertan receiving job-related training were more than 2 times the odds of a Newfoundlander
in 1997. By 2002, the comparable ratio between Manitoba, then the highest province in
participation, and Newfoundland and Labrador was reduced to 1.7 times. The same is also
true with the employee sample analysis.

3.2.3 Impact of job characteristics —type of job,
job tenure, and type of occupation

The literature indicates that job characteristics — variables regarding occupation classes, skills
levels, literacy demands at work, degree of autonomy, degree of labor intensity, supervisory
role, type of job — can play an important role in determining the uptake of job-related training
(e.g. Tuijnman, 1989; Wong and Siegerist, 1989; Altonji and Spletzer, 1991; Houtkoop and
Kamp, 1992,; Hodson and Hooks, 1994; Rubenson, 1996; HRDC/OECD, 1997; and recent
analyses of AETS and IALS data.). Given the data available across the AETS, this section
will explore the relationship between the likelihood of participation in formal job training and
a number of job characteristics such as type of job (full- or part-time job), length of work
experience at current job and type of occupation, which is organized into 10 broad
occupation groups based on Statistics Canada’s standard occupation classification system.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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Full- or part-time job

In general, part-time workers have fewer benefits than full-time employees, and the
opportunity to formal, job-related training is no exception. As presented in Table 9, in 1993,
the participation rate of formal job training for full-time employees was about 30% compared
with 24% for part-time workers. In 1997, the gap between the two groups was narrower as the
part-time employees enjoyed an increase of 11% over the period, rising from 24% in 1993 to
26% in 1997, while the participation rate for full-time employees remained almost unchanged.
By 2002, about 38% of full-time employees received job-related training compared with 34%
of part-time workers who did so in the same year; both groups experienced a 30% increase
over 1997.

As part-time positions are more of a reality for women and workers of low socio-economic
status, controlling for factors, such as age, gender and level of formal education and
occupation, may be able to account for the differences in participation of formal job training.
However, as is shown by the adjusted odds ratios in Table 9, the differences in the likelihood
of participation between full- and part-time workers remained statistically significant even
after those factors were taken into account except for the year 1997.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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Length of work tenure

Length of work experience is included in the model to predict the participation in formal
job training. The participation literature proposes that individuals with more work
experience, especially within the same organization, will have more job-related training.
From an employee’s perspective, workers employed by a firm often discover that their
ability to demonstrate their productivity to employers can have a positive impact on
promotions and wage increases. Such demonstrations are possible either by actually
acquiring work skills or by being certified as having acquired such skills. Such prospect
of receiving organizational rewards often motivates employees to seek training
opportunities (Kalleberg, 1992). On the other hand, employers tend to invest in younger
but experienced workers (Vaugham and Berryman, 1989). They tend to invest less in
employees during their first five years in the labour market because employers are more
apt to lose their investment in employee turnover. In addition, employers also want to
determine which employees are best suited for further human capital investment after
having monitored their performances for several years.

However, this theoretical proposition may be more applicable in the case of early 1990s when
the most job-related training was sponsored by employers and less so in more recent years.
As shown in Table 9, the results indicate that, in 1993, workers with over 5 years to 20 years
of work tenure were slightly more likely, usually by 3 to 5 percentages, than other categories
to receive job-related training. Such was not the case in the late 1990s and early 2000s:
the figures of 1997 and 2002 indicate that there were virtually no differences in terms of the
odds of receiving job training among the workers with differing lengths of work experience
with the same organization. It is also noteworthy that, as shown by the adjusted odds ratios,
after controlling for age, gender, educational level and other factors, length of work experience
within the same employer appears not to be a major criterion for training consideration.

Type of occupation

Occupation can be a proxy indicator of skills required at work, which have important
impact above and beyond the effect of formal education attainment on job training
decisions. As presented in Table 9, in 1993, the participation rate of formal job training
went above 40% for the workers classified into the following four broad occupation
categories: 1) natural sciences, engineering and math; 2) social sciences, religion and
teaching; 3) medicine and health; and 4) managerial or administrative related. Of these
four, the occupations related to natural sciences and engineering took the leading position
with close to 50% of the workers taking some organized job training in that year as
compared to 16% for the occupations related to primary industries. Using odds ratios to
illustrate the occupational differences in the likelihood of participation, the odds of a natural
scientist or an engineer or a mathematician to receive job-related training were almost 5 times
(3.60/0.74=4.86) the odds of a worker in the primary industries. The odds of a doctor, a social
scientist or a teacher to get trained for their jobs were also close to 4 times the odds of
a worker in occupations based on natural resources. The adjusted odds ratios presented in
Table 9 were obtained after controlling for all other factors in the multivariate equations,
including age, gender, attained education, and a number of workplace characteristics such as
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firm size and industry. The results indicate that occupations had astrong impact on
participation of organized job training, above and beyond all those controlling variables,
reflecting perhaps the unique impact of skills required in particularly the four leading
occupations as mentioned above. According to the adjusted odds ratios, health professionals
were the group most likely to seek job-related training, with their odds standing at 1.8 times
the odds of workers with occupations related to manufacturing, construction and
transportation. The corresponding odds ratios for the other three occupations were a little more
than 1.5 times.

The results presented in this table also indicate that this trend held true in 1997, with the
same four leading occupations dominating the job training market. The only exception
was that, as revealed by the odds ratios, natural scientists and engineers were the most
likely group of workers to receive formal job training, with or without controlling for all
the other factors in the adjusted model.

The year 2002 saw different paces of growth among the occupation groups with respect to
job-related training. As compared with the 1997 figures, occupations related to natural
resources and occupations related to artistic, literacy and recreational fields experienced the
largest increase at 86 and 70% respectively, with the former groups rising from 15% in 1997
to 29% in 2002, and the latter from 22% to 38%. Other low-participating occupations such as
manufacturing and construction, sales and services, and clerical and office, also recorded
substantial increases ranging from 32% to 44%. Among the usual four leading groups, only
two occupation groups — medicine and health and social science related — kept up expanding
on job training activities at a rate around 40%, thus changed the topography of occupation
distribution in terms of job training participation: by 2002, the usual four leading
occupational groups continued to lead the job training market, but the ranking among the four
changed as social sciences and health professions became the frontrunners with
a participation rate around 60%. Natural sciences and managerial fields trailed closely behind
with their participation rates a little under 50%.

It is noteworthy that the differences among the historically low- and high-participating
occupation groups, as a result of disparate growth paces, were in most cases, reduced
considerably by 2002. For example, as expressed in unadjusted odds ratios, the odds of
the highest performing group, social sciences, to receive job-related training were 4 times
the odds of the lowest performing group, manufacturing, construction, transportation and
materials. The corresponding ratio in 1993, as we remember, was about 5 times. It is also
interesting to note that, as indicated by adjusted odds ratios of 2002, the unique impact of
occupation as mentioned previously appeared to disappear after controlling for all the
other factors in the model, particularly the attained education level. This finding suggests
that at the workplace, employees with higher levels of education are more often than before
sorted into positions for which training is considered more important or worth the investment.
The only exception seems to be the medical and health related jobs, indicating the unique
demands of skills training required of a broader spectrum of workers within the field.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys
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3.2.4 Impact of workplace characteristics — union, firm
size and industrial sector

Three factors that denote organizational structure of the work environment — union, the size
of the organization and main areas of production — were included in the analysis of the
relationship between formal job training participation and workplace characteristics. Their
unique effects were also tested by controlling for individual level variables including personal
and job characteristics.

Union membership

At the workplace, unions are the main organizations representing employees in the relations
with management and providing workers with a source of support in the employment
relationship. They also bargain with management to establish job-training programs that
enhance members’ skills and market capacity. Thus, as the data presented in Table 10 indicate,
during the period from 1993 to 2002, union members across the board have been more likely
to get organized job-related training than non-unionized workers. However, this relationship
or union effect appeared to be slightly on the decrease over the period. In 1993, 35% of union
members reported having some formal job training as compared with 26% of employees
non-unionized, a difference of about 10%. In 1997, the participation rate for non-union
members slightly rose by almost 1% while the union members fell by 7%. By 2002, both
union members and non-members experienced a substantial growth of more than 30% in
job-training participation on the basis of 1997 figures. Consequently the gap in participation
between the two groups was reduced by almost 2%, from 10% in 1993 to 8% in 2002.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



(1531 pa|Ie1-oM1)G0" JO [3A3| 8Y) aA0de
aoueolubIs [eansnels Bunouap £, B pue [aA3] GO° dy) 1e uedliubis Ajjeoansiels sayouap .z, parduosiadns e (10" JO [9A3] 8yl Te weoyiubis Ajreonsnels sajouap T, payduosiadns v 'y
"Z 9|geL Ul pagquosap se si01oe) aoe|d)IoM pue sajgelreA sniels gol ‘sonsiiaioeleyd euosiad oy

jou0d 1ey) ‘sisAjeue ajdwes aakojdwa ay) 1o} 8 [9POIA Se pue sisAjeue uone|ndod 3npe [elauab ay) 1o} € |9POIA Se pareubisap ‘suonenba ay Jo s)Nsal sy} aJte soiel Sppo paisnlpy ‘€
's10)oR} Jay1o Aue 1o} Buljjonuod Inoyum o'l ‘suoienba uoissaibal onsiBo| Jeaul| ayeureAlun ‘ajdwis Jo S)NSal 8y} aJe solel Sppo paisnlpeun 'z
‘Buiuresy 1o uoneonpa palejal-gol ‘rew.oy ul paredionred aney o1 pauodal oym A106a1ed yoea Jo 1no sjuspuodsal Jo suoiiodoid ale sabejuadiad T
:S91ON
7'9¢ €8¢ 8'8¢ [elol
e [0C'Y ¥'GS [LS°C 169°S T'Sy 1€9°¢ 169°S [AVA 4 uoneasiuliwpe dljgnd
0T 99T S'TE 0T 180°¢ 'ee 8CT 1487 L'ze S8JIAISS pue ssauisng
89T 199°€ 6'TS 9T VSV o'or 2991 1GL°€ T.E dJej[am pue yyesy ‘uoirednp3
V0C V1€ 0’8y 9.7 9€Y T'6E 19¢°¢ 108V S'Tv [eal pue aoueINsul _moﬂwwm_u
80T £ET 1'8¢ +88°0 €97 €6T LTT €8T ¥'2c apeil
62T 0897 6'TE LT 1€0°€ 8'0¢ £V 160°¢ 8'v¢ uoirenodsuel |
18¢°¢C 19L°€ G'ZS [L2¢C [0SV oov ;0C°€ 1299 TTS saniN
STT H6T'T 0'9¢ ITT 8€T 69T HOTT CC'T T9T uononisuo)
OTT OTT e ATT 110°C 8'¢e SV 1T¢C 0'G¢ Buumoejnuep
89T [0T°¢ £'8¢ €97 199°¢ T'8¢ €91 ;04¢C 8'6¢ Arewud 120
00T 00T 6'¢¢ 00T 00T 6°¢CT 00T 00T 9°€T aIn)nouby
Ansnpui jo adA1L
8L'T 19¢'¢ ovvy LT ;0€°¢ 0'LE 16€°¢ [1C°€ S'ey 00§ ueyl aioN
VST ST 8',¢E 1€6'T 11¢°¢ T9¢ LLT 15¢°¢C T'Ge 00S 01 00T
1C€T 9€'T A 16C'T 6€'T 2'9¢ VET {167 9'9¢ 66 01 0¢C
00T 00T 8'G¢ 00T 00T ¥7'0C 00T 00T 76T 0c ueyl ssa
azIs w4
€60 07’1 eey 07’1 [SE'T 8'¢ce STT 89T ¥'qe Jaquisw uoun
00T 00T ¥'Sg 00T 00T 9'9¢ 00T 00T 8'G¢ Jaquisw UON
diysiaquaw uoiun

(a)dx3 (g)dx3 % (g)dx3 (g)dx3 % (g)dx3 (@)dxa %

paisnlpy | paisnipeun Buiuren paisnlpy | peisnipeun Buiuren paisnlpy | peisnipeun Buiuren
parejal-qol parejal-qol parejal-qol
001 3001 3001
200¢ L66T €66T

2002 pue /66T ‘€66T ‘Sonslialoeieyd aoedyiom Ag Bulurey parejal-qol Buelispun (9 01 Gz sabe) uonendod asAojdwa 1jnpe Jo pooyl|ay!| pue abeluadiad

OT ®|qel

55

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



56

In odds ratios, union members were nearly 1.6 times more likely than non-union workers to
get job training in 1993. By 2002, the same odds ratio decreased slightly to 1.4. Upon
controlling for other factors in the estimation model, the effects of union membership on
participation were adjusted down slightly and remained statistically significant in 1993 and
1997. However, in 2002, the same effects were reduced to statistically non-significant, a sign
that unions’ successes in achieving a role in formal skills development decisions could be
getting more limited over the time.

Firm size

Explanations as to why firm size matters are varied. Literature indicates factors implicated in
the relationship between firm size and training participation rates include high degree of
formalization of training, “slack” resources devoted to training, economic scale of training,
organizational complexity leading to the needs of more complex administrative skills or
technology sophistication, more direct involvement in R & D and marketing, and horizontal
decision-making processes. Although AETS surveys may not have captured information
exactly reflecting those factors, this section attempts to include other available variables, such
as employees’ occupation and educational level, industrial sector, as proxies, for example, for
degree of technology, type of organizational culture in the multivariate analyses. The purpose
is to ascertain the effects of firm size on probability of training participation while controlling
for the effects of these proxy variables.

Table 10 displays the rates of participation and odds ratios by four categories of firm size
in the years 1993, 1997 and 2002. In general the results tell us both “good” news and
“bad” news regarding the relationship between firm size and job-training participation.
The data from all these three years clearly indicate a strong positive relationship between
the size of workplace and chances of getting trained for job skills. This is reflected in the
higher rates of participation in large organizations than in small and medium-size firms.
And the “bad” news is that this pattern holds throughout the period under study, as shown
by the adjusted odds ratios, even after controlling for a large number of variables
denoting individual level and workplace factors in the model. This also shows that the
variables employed to account for the firm size differences have only limited success in
explaining why firm size matters in formal skills development participation.

However, the “good” news is that the gaps in training due to the firm size have been on the
decrease over the period. For instance, as expressed in odds ratios, in 1993, an employee
working in a firm with more than 500 employees was 3.2 times more likely than an employee
with a firm of fewer than 20 employees and 2.3 times more likely than a worker with a firm
under 100 employees, to receive formal job training. By 2002, the corresponding odds ratios
were reduced to 2.3 and 1.7 respectively. This is probably mainly due to the fact that
increasingly more workers in the small and medium size enterprises are seeking organized
training for skills development in recent years. In fact, as the data indicate, over the period of
1997 to 2002, it was the small and medium size firms, which experienced considerably large
growth in job-training participation, at a rate of over 20%. In contrast, in 2002, firms
with 100 to 500 employees appeared to experience the least growth during the same period,
with a 5% increase over year 1997.
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Industrial sector

In the participation literature, sector of economy is consistently regarded as one of the
major determinants of formal job-related education and training. In a nutshell, the
ownership of an enterprise, changing rates of employment, level of technology adopted,
level of labour force qualification and competence, management structure, market
orientation of the service, among other things, are often mentioned as contributing
circumstances influencing the extent to which investment is made in developing skills
(Nash and Hawthorne, 1987; Psacharopoulos and Velez, 1992; OECD, 1997).

In this study, the concept of economic sector is dealt with by including industrial sectors
in the analysis. Industrial sectors, considered as a meso-level concept of the economic
sector, are examined to see how the extent of formal job training participation is related
to characteristics of a particular sector such as the nature of production or service, level of
technology adopted and skill demands and impact of restructuring of the economy.

Several general conclusions can be drawn from the results displayed in Table 10. First, as
shown by the results from the multivariate analysis, industrial sector was a significant
predictor for the probability of participating in formal job-related training, even after
statistical adjustment for all other variables in the models.

Second, throughout the period from 1993 to 2002, four industrial sectors — public
administration, utilities, finance-insurance-real estate, and education-health-welfare — have
been leading sectors in the job-training market, although the ranking order among the four
have been somewhat varied over time.

Third, the expansion of formal job-related training since the late 1990s has affected
nearly all the sectors at varying degrees with discrepancies between sectors subsequently
on the decline. Specifically, in 1993, with more than 50% of its workers having
participated in job-related training in that year, utilities took the lead position, followed
by public administration and finance-insurance-real estate, with their participation rates at
47 and 42% respectively. With a 37% participation rate, education-health-welfare sector
took the fourth prize. At the lowest level were agriculture and construction, both with
a participation rate well under 20%; the corresponding participation rates for the remaining
sectors ranged from 22% to 30%.

In 2002, all sectors experienced growth at varying degrees as compared with the level of
1997, with the largest growth witnessed in the agricultural sector, which experienced a 78%
increase rate. Construction and trade also increased substantially participation in job training
at rates of 54% and 46% respectively. In the meantime, the usual leading sectors did not stop
but grew at a substantial pace as well, ranging from 23 to 31%. As a result, the four top
sectors continued to lead but this time with public administration as the forerunner with
a participation rate of 55%. It was followed by utilities and education-health-welfare, both
with a participation rate beyond 50%. Finance-insurance-real estate became the fourth sector
with a 48% job-training rate. Despite the huge expansion in terms of job-related training
activities experienced in the late 1990s, training gaps among industrial sectors were still far
from dissipating. Agriculture, construction, manufacturing and trade were still low-
participating sectors with their job training rates under 30%.
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To use odds ratios to illustrate changes experienced in the sectoral gaps in training, in 1993,
the odds of a worker in the utilities sector to receive job related training were nearly 6.7 times
the odds of a worker in the agriculture, 5.5 times the odds of a construction worker and
3.6 times the odds of a worker in trade. Even after controlling for the effects of all other
variables in the model, the corresponding odds ratios were 3.2, 2.8, and 2.9, all statistically
significant at the level of 0.1. However, by 2002, a worker in utilities was 3.8 times (adjusted
ratio = 2.3) more likely than an agricultural worker to get trained for job purposes
(as compared with 6.7 a decade earlier). The corresponding odds ratios between utilities,
construction and trade were 3.2 and 2.8 respectively (as compared with 5.5 and 3.6 in 1993).
The adjusted ratios for these two relationships were respectively 2.0 and 2.1).

3.3 Summaries: relative importance of determinants in
formal job-related training

Table 11 summarizes the relative importance of explanatory variables included in this
study to examine their impact on the likelihood for a Canadian adult or Canadian worker
to participate in formal training activities for job or career purposes.

The summary table is based on the results of multivariate logistic regressions employed
to predict the probability of undertaking job-related training activities by Canadian adults
aged 25 to 64. (These logistic regressions are designated as Model 3 for the general adult
population and Model 8 for the employee population — see Table 2; as pointed out above,
these models are also the adjusted regressions that produce the adjusted odds ratios
reported from Table 3 to Table 10). In Table 11, the explanatory variables are listed in
order of their effect size measured by the odds ratios. According to Garson (1998 and
2006)', the ratio of odds ratios is the ratio of relative importance of the independent
variables in terms of effect on the dependent variable’s odds.

The purpose of this section was to examine the factors underlying the observed trends and
patterns in participation in job-related training during the period from 1993 to 2002, using the
Adult Education and Training Surveys (AETS) conducted in 1993, 1997 and 2002.
The objectives were to employ appropriate multivariate analyses to identify and measure the
key factors influencing the decisions on undertaking formal job-related training; these
analyses focused around the following two major questions: 1) what is the relative
importance of determinants of formal job-related training undertaken by Canadian adults and
workers? And 2) what differences are evident over the period from 1993 to 2003?

' http://www2. chass.ncsu.edu/garson/PA765/logistic.htm.
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The results from the analysis of AETS data show that:

Over the period from 1993 to 2002, more than 80% of the formal training activities were
undertaken by Canadian adults for job and career related purposes. More than 80% of these
activities were in the format of short courses.

Among the series of participation determinants investigated in this study, the level of
formal education attainment is the strongest predictor for participation in formal job-related
training. And the training gaps among groups of different educational levels are expanding
rather than narrowing.

The training gaps among age groups are still wide but getting narrower due to the
increased participation by older age groups in recent years. This change is partly due to the
increased provision, but also because the new generations of older people are better
educated than previously.

Female Canadians are now slightly more likely to participate in job-related training than
their male counterparts, but sex is no longer an important predictor for participation in
formal training.

Training for job or career purposes is closely related to the level of active labour
market participation: working adults are more likely than the unemployed and adults
outside the labour force to receive job-related training and the gaps are growing.

Western provinces continue to be the forerunners in formal training market. However,
provincial differences are getting narrower, though only slightly, due to recent expansion
in formal training activities experienced across the provinces, especially those provinces
historically with low participation rates.

Four historically leading occupational groups — social sciences, health professions, natural
sciences and managerial fields — continue to lead the job training market, but the
differences among the historically low- and high-participating occupation groups have
been, in most cases, reduced considerably in recent years.

Union members are still more likely than non-union workers to get job training but
there is a sign that unions’ successes in achieving a role in formal skills development
decisions are getting more limited over the time.

Chances of getting trained for job skills are still positively correlated with the size of
organization. However, the “good” news is that the gaps in training due to the firm size
have been on the decrease in recent years.

Industrial sector continues to be a strong predictor for participating in formal job-related
training. Four industrial sectors — public administration, utilities, finance-insurance-real
estate, and education-health-welfare — have been leading sectors in the job-training market,
but the expansion of formal job-related training since the late 1990s has affected nearly all
the sectors at varying degrees with discrepancies between sectors subsequently on the
decline.
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4. Determinants of Participation in
Self-Directed Learning: Insights from the
2003 Adult Education and Training Survey

In the 2003 Adult Education and Training Survey (AETS), respondents were asked to recall if
they had taken up during the four weeks preceding the survey any self-directed activities either
for the purpose of developing job skills or gaining job-related knowledge. These activities
included: seeking advice from someone knowledgeable, using the Internet or other software,
observing someone performing a task, consulting books or manuals, or teaching themselves
different ways of doing certain tasks (Peters, 2004). The resultant data indicate that, while the
number of Canadian adults participating in formal job related-training has been steadily on the
rise over the years, a greater number of them in the meantime seek to improve their skills
through self-directed learning activities: in 2002, 55% of Canadian adults (aged 25 to 64) were
engaged in some form of self-directed training as defined above, as compared with 30% of the
same population taking some formal training in that year (Peters, 2004).

The fact that so many Canadians are engaged in self-directed training to improve their
knowledge and skills raises some important questions that could have a far-reaching
implication on learning policies. That is, do Canadian adults undertake informal training
to substitute or complement formal training? Do they actively “choose” or decide to
develop skills informally out of their intrinsic learning initiative or due to job necessity?
Can this type of learning adequately address the eminent needs of skills development
faced by Canadian workers?

While the 2003 AETS did not collect direct information regarding these questions, insights
can be gained into these key issues by looking at the profiles of self-directed learners in terms
of their ascribed and acquired personal characteristics, their family and workplace
circumstances, as well as their access to skills development opportunities, all of which have
been identified, as shown in Chapter 2, in adult education research literature as key
determinants of learning participation. These profiles can in turn shed some important light
on the reasons why so many Canadians “choose” to learn their job skills through self-directed
activities. Thus, in exploring the determinants (both facilitating and inhibiting factors) of
self-directed training, we will also consider the following four analytical categories of factors
as summarized in the literature review on learning participation:

1. 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, skill levels, literacy demands
at work, degree of autonomy, degree of labour intensity, supervisory role, type of job
(full- or part-time; permanent or contractual);
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3. workplace environment — indicators such as rates of technical change, firm size, main
areas of production, use of technology, degree of market competition and the extent to
which workers are organized, composition of the workforce, and internal labour
markets; and

4. macro-level factors — those factors that reflect political, social and economic objectives
of a nation; social structure; government interventions and contemporary political and
economic situation.

4.1 Differentiating self-directed learners: adults who
combine both formal and informal training vs.
adults who take only self-directed training

As implicated in the above arguments, adults who develop their skills through self-directed
training are likely widely varied in their motivations, learning needs, and, not the least
importantly, their capability of managing their learning situations. The importance of making
such distinctions is also borne out by the data from the 2003 AETS: of all the self-directed
learners, half of them (51%) also reported having participated in some form of organized
adult training at some point during 2002 with the other half (49%) implying that self-directed
training was the only format of skills development they undertook in that year. This suggests
that some adults — most likely those combining both formal and informal training — may
engage in self-directed activities to complement their learning through other forms of training
or vice versa; whereas others — most likely the non-participants of formal training — may
engage in self-directed training as an alternative to formal skills development.

Table 12 presents the results of a descriptive analysis of the adult population separated
into four groups based on their reported learning engagement in 2003 AETS — adults who
took both formal and self-directed training, adults who took only formal training, adults
who took only self-directed training, and adults who took neither of them. The table
reports percentage distributions that profile the groups in terms of age, sex, education
attainment and labour market participation.

Table 13 presents the results of a similar descriptive analysis with the adult employee
population that profiles the groups in terms of their job and workplace characteristics.

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



200z ‘snhiels 8210} Jnoge| pue uoireanpa ‘Japuab ‘abe Aq ‘sanianoe Huiurey ul
juawabebus J1ay) 01 Buipiodde sdnolib 7 o1ul palesedas ‘79 01 Gz pabe uone|ndod jjnpe Jo uollnglilsip abeiluadlad

¢l alqel

0°00T €9¢ 0.2 '8 €82 0€9'022'LT [elol
0°00T €89 LTI 00T T0T €T9'T9E'E 92104 INoqe| dU} Ul JON
0'00T 8'8¢ 8'ze 08 §'0¢ €19'020'T pakojdwaun
0'00T 8.2 9'0€ 08 L'€e 801'8€8'CT pakojdw3
snjels 8d.10] Jnoge
0°00T G'6T Sve G'6 GOy TOS'TL9'E Ausianun
0°00T ¥'0€ 582 €6 8'1e 9€9'29¢', Ays1aniun-uou Arepuodssisod
0°00T 9y 962 9L €8T TT9'EEV'E ayenpelb |ooyds yYbiH
0°00T 9'v9 zee AL 0L €/6'TSL'T SS9 40 |ooyds ybiy swos
luswulelje uoljednpg
0°00T L'8€ 1€ 9'6 182 vv've9's alewsa4
0°00T ove 6°0€ zL 6.2 881'985'8 slen
Jlapuso
0°00T G585 98T 18 8vT €85'TYT'E 9 01 GG saby
0°00T 7'9€ 182 97 6.2 882'1709'Y G 0} G s8by
0°00T 91E 862 g8 T0€ zeL'YIT'S v 01 GE saby
0°00T 8'Gz 982 z6 7'9€ 620'0TE'Y € 0} GZ saby
dnoub aby
% % % % %
[e1ol Jaylau Ajuo Ajuo Buiuresy | Buiureul paroalip-48s s)linpe
)00 ] @c_c_.m.: Pa1dalip-}|8s lew.io) Yoo ® |[ewlio) ylog 4oo| JO Jsaquinu U@EO_O\S
%001

63

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys



0°00T '8¢ 2'6¢ 6'8 q'ee LST'€/8'TT [eloL
0'00T Tve 2'9¢ 2’6 S'ov 92/.'STE'S 00§ uey} aloN
0'o0T S'9¢ 0'oe 16 v've 0v6'6.S'T 00S 01 00T
0°00T v'0g ERAS L'l 10 ZG6.1'895'T 66 01 02
0'00T g'1E 0'9¢ vl 0'se ¥60'90.'T 0Z uey) ssa7
az|s w4
0°00T 08T 2'0¢c €01 g'18 1€1°2LL uoneJsiuipe alqnd
0°00T g'l¢C v've 8'8 v'6¢ 82€'S55°¢C S9JIAISS pue ssauisng
0'00T S'6T é'ec S'0T 8'Ly 9es'TOV'C alejjam pue yyesy ‘uoneanp3
0'00T 6'8T 8'/¢C [A) Tey SZT'v69 a]e]1se [eal pue sdurINSUl ‘@dueul
0°00T 9'vE T1€ €L 0'Le ¥€.'G9S'T spelL
0°00T €9¢ ¥'9¢ 1T 2'9¢ 696'8T9 uolrepodsuel |
0'00T 9'1¢ 8'ce 70T 'Sy TEQ'STT sanlN
0°00T L°9€ V'ee 99 eve €€£'989 uononisuod
0°00T 8¢ 8'veE L) Lce 9ey'LT0C Bunnoeynuey
0°00T €9¢ 0'ce 6'8 8'1¢ 000°9g2 Arewnd 1Yo
0'00T Ty €'¢ee S'€ T'9¢ €55'8€T ainnouby
Ansnpuj jo adAL
0°00T 0'L¢ Tce 8'L Tee 2981659 Jaquiaw uoiun-uoN
0'00T T'9¢ e A S'6€ 059'8.G'E Jsquisw uoun
diysisqwaw uolun
0°00T 0'6€ G'¢ce S'/L 6°0¢ 66TTL6C 19X10Mm Iejj0d anigd
0°00T G'GE 9'6¢ L8 T'9¢ Sv9°z88‘e 90INISS ‘sales ‘[edus|]
0°00T L'ST 0'L¢c L6 9Ly 151'8¥8'Y [elabeuew ‘[euolssajoid
uonednaoo jo adAl peoug
0'00T 0'se 9'2¢ v'6 0'ee €2.'€18 juauewlad JoN
0'00T 8'9¢ 0'6¢ 9'8 9'GE 68.'9G€'6 jusuewlad
0'00T S'0€ 9'/¢ €6 9¢e 205'0er'T swin-ued
0°00T T9¢ 8'6¢ '8 9'GE 6.7'6VT'6 awn-|in4
qgoljo adAL
% % % % %
felol Jaynau | Ajuo Buluresy paroalip-yos Ajuo Buiuren Bulurel) paldalIp-}|9s [S}npe jo Jaqunu paiybiam
%o0L %00 [ewlo} 300 ® [eWwlo} y10q %00

200z ‘9ziIs wuly pue Ansnpul jo adA ‘diysisquiaw uoiun ‘uolrednaso ‘qol jo adAy Aq ‘sanianoe buiuren
ul Juswabebus 118yl 01 Buipiodoe sdnoub 4 o1ul paretedas ‘49 01 Gz pabe uonendod aakojdws 3 npe jo uonnguisip abejuaalad

€T 3l|qel

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys

64



These descriptive analyses allow us to take a preliminary look at the differences in terms
of individual and workplace characteristics among the adults and adult workers who
undertook different paths of training to acquire or improve their job related skills.

The data indicate that, among other things, the profile of adults who combined both
formal and informal training is different from that of adults who reportedly took only
self-directed training. One point of departure would be, as the data imply, that the
characteristics of the group of adults who took both formal and self-directed training are
most likely synchronize with those of formal training participants — whose characteristics
have been amply dealt with in the adult learning literature. For example, it is clear that
the higher the educational attainment, the more likely an adult will partake in both formal
and informal training. In contrast, such relationship does not seem to be as apparent with
the group of adults who took only self-directed training activities. These adults, who
comprise 49% of the self-directed learners, can arguably range widely from those who
opt for self-directed learning as a preferable choice to those who are “forced” to take this
alternative route due to their family or workplace situations and/or their access to other
learning opportunities. Therefore, in this study we will focus our data analysis on the
characteristics of adults who implied that self-directed training had been the only way for
their skills development. Such analyses would probably render most intriguing results
that can be helpful in the design of learning policies. Specifically, our investigation will
centre on the following research questions:

1. What are the general characteristics of adults who reported participating only in self-
directed training?

2. To what extent could the following factors — major socio-economic demographic
characteristics, family and workplace situations, perceived barriers to formal learning
— all these factors taken together — explain the variance of the probability of turning to
self-directed learning? As well, to what extent does each of these variables contribute
towards the explanation of the participation probability?

3. To what extent do these factors differ in terms of their influence on learning decisions
as we compare the two groups: adults who combine both formal and informal training
and those who take only self-directed training?

4.2 Determinants of self-directed training — research
hypotheses

Based on the above discussion and given the information available in the 2003 AETS, we

will investigate the relationships between the likelihood of uptake of self-directed

training and the following number of factors identified in the literature as significant
antecedents to adult learning participation.
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4.2.1 Descriptive variables: age, gender, immigrant
status and acquired education level

Age

Age is an indicator of an individual’s life stage or phase. Therefore, when readiness to learn
or learning engagement is explained as an action of personal agency and is determined by
aperson’s learning ability and educational needs at a certain life stage, age becomes an
important explanatory variable in the equation predicting the probability of participating in
various forms of adult education and training. The general conclusion has been that age is
negatively correlated with participation; that is, the younger the person is the more likely he
or she will seek the opportunity to participate in learning activities. On the other hand, the
fact that there are fewer older participants is explained by either declining ability to learn or
a decrease in the learning needs associated with aging.

It is hypothesized in the case of self-directed training, especially with job-related skills
development as the training objective, a similar relationship between age and uptake of
self-directed training will exist; that is, the younger the person is the more likely he or she
will seek to learn by him or herself. However, it is also predicted that age will become less
significant, as some studies on formal learning participation reveal that differences within
age-cohorts are much larger than between age-cohorts and learning abilities are determined
more by acquired educational level, perceived needs for upgrading or re-skilling than by
age alone.

Gender

Recent research findings support the conclusion that gender has become much less of
a factor in explaining participation in adult education and training. In some cases, women
are even slightly over-represented, compared to men. However, evidence from the
research literature is inconclusive: the gender gap is either non-existent or negligible in
some studies whereas in other cases, the gap still exists, at least as reflected in terms of
qualitative nature of training received, if not in terms of numbers receiving training.
As the 2003 AETS indicates, use of the Internet or computer software is the third most
popular way to engage in self-directed learning (Peter, 2004). The gender gap that exists
in the use of high technology, among other factors, may have an impact on the uptake of
self-directed job training: thus we hypothesize that women are less likely than men to
learn job skills through self-directed activities.

Immigrant status

Immigrant status may also play a role in the decision for participation in self-directed
training. Particularly with new immigrants, the need to learn a new language or languages
and to adapt themselves to new cultures and the new labour market as they settle down in the
adopted homeland could be challenging. Without being speedily embraced into the labour
market, which is often closely related to formal training opportunities, recent immigrants may
be most likely to resort to learning on their own as the only way to improve job skills.
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By the same token, this relationship will become less potent the longer someone has been
living in Canada. However, as migrants from third world countries and non-white ethnic
groups account for an increasingly larger proportion of new Canadian immigrants, the
relationship between the racial or ethnic background and learning participation as identified
in the literature may also apply in the case of self-directed training. In the context of adult
formal training, non-white employees are often less likely than white employees to receive
employer-sponsored training. Thus, it is suspected that immigrants in general are more likely
to train by themselves as compared to the Canadian-born population.

Attained education level

Attained education level is another major factor researchers have identified in explaining
why some adults are more likely than others to be engaged in further education.
Empirical evidence consistently confirms a strong positive linkage between formal
education attainment and the probability of participation in adult and continuing learning.
The only exception might be at the level of advanced post-secondary degrees — some
studies conclude that the relationship between graduate degrees and participation in adult
learning becomes negative.

However, according to human capital theory, acquired educational attainment mainly
serves as “circumstantial” proof of one’s ability or capability to fulfill job requirements.
Hence, empirically, once skill levels or literacy demands at work or occupational classes
enter the equation, the link between formal educational attainment and decisions on
further learning--formal or informal--is expected to become less obvious. We expect that
self-directed learning is no exception and should follow a similar pattern.

4.2.2 Labour market participation variables —
employment status, type of job, type of
occupation, job tenure

Work is a key factor in explaining adult learning participation, and this is especially true
in the investigation of the relationship between the world of work and self-directed
learning for skills development. As studies conducted to ascertain similar relationships
have revealed, we expect a cluster of factors, related to labour market participation and
demands of skill levels, will be influential in determining the uptake of self-directed
learning above and beyond the effects of aforementioned ascriptive characteristics.

Employment status

Employment status is an important variable denoting labour market participation, particularly
when analysing the general adult population. It is hypothesized that employed adults and
adults who actively seek to enter the labour market will be much more likely than those
deemed “not in the labour force” to be engaged in self-directed training.
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Type of job

Type of job refers to whether a job an adult holds is a full- or part-time position and whether
the position is permanent or contractual. These could be important indicators of labour
market attachment in the eyes of employers. If employers tend to invest in full-time and
permanent employees by supporting them to take up further skills development, those who
are deemed less worthy of such investment will have to turn to skills development on their
own. Hence the speculation is that adults holding part-time or contractual position will more
likely than full-time or permanent staff to draw on self-directed skills development.

Type of occupation

As discussed in the research literature, human capital theory hypothesizes that the rationale of
investment would dictate that job-related training decisions are based on the skills
requirements of the workplace. In general, research indicates that workers who are already
highly skilled continue to receive large shares of training investments, while most medium-
and low-skilled workers are not being trained at the same level. Barring direct information on
skills and literacy demands at work, we will employ a broad-category occupation variable as
a proxy indicator to denote skills requirements: 1) blue collared; 2) clerical, sales and services
and 3) professional and managerial positions. Thus it is predicted that skills requirements and
level of access to formal training would likely place more onuses on the blue-collared
workers, than on other types of workers, to seek skills development on their own.

Job tenure

For employers, job tenure or length of work experience in the current job is another important
signal of a worker’s skill level and his or her level of commitment to an employer. Research
on participation in work-related training differentiates work experience into two categories:
1) length of experience with the same employer, and 2) length of labour market experience in
general. The longer a worker has been with a firm, or in the labour force generally, the more
opportunities he or she is likely to have had for formal job training. This is because as
workers demonstrate their aptitude and commitment to a career or to an employer, the
employer is likely to be more interested in training them since employers can be surer that
they will recapture their investment. However, with a view to this hypothesis regarding the
negative relationship between formal and informal training, this means job tenure will be
negatively correlated with self-directed training: the longer the tenure a worker has in his or
her current job, the more likely this worker will receive formal training while the less likely
he or she is to develop skills on his or her own.
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4.2.3 Family circumstances — marital status, family
size, family type and presence of young children

This study will also explore the impact of family circumstances: whether or not the load of
family duties an adult is responsible for will positively or negatively affect her decision to
undertake self-directed learning. One possible way to measure family responsibilities is the
time spent on unpaid work, which is the most variable element in time use allocation. The
literature on time use indicate age (including the quadratic term of age), the youngest child
age, the total number of children, gender, marital status, working full- or part-time,
educational level and spousal employment status, all contribute significantly to the prediction
of time spent on unpaid work. Since time crunch issues can be serious hindrances to the
participation in formal training, people who are faced with these challenges will probably
more likely utilize self-directed training, as it could be ad hoc and less structured. Hence, it is
hypothesized that adults who are married, with a large size-, dual-earner-family, and families
with young children will more likely experience the time crunch problem and thus be more
inclined to learn job skills through ad hoc self-initiatives.

4.2.4 Workplace environment - union membership,
type of industry, firm size

Union or collective membership

At the workplace, unions are the main organizations representing employees in the relations
with management and providing workers with a source of power and control in the
employment relationship, which can impact on the access to formal training opportunities at
work. Thus workers outside of union or collective organization membership would tend to be
more limited in their access to those formal skills development activities and therefore have
to initiate their learning activities instead.

Type of industry

In the research literature on participation, sector of employment, in addition to firm size and
nature of the job, is consistently regarded as a major factor associated with the likelihood of
workers receiving support to undertake formal continuing education or training. Captured in
the variable of industry type are the notions of ownership, the use of technology, internal
labour market, labour force qualifications and competence, management structure, and
market orientation of the service. All these factors have been identified in the literature as
contributing factors that impact on the level of willingness of employers to invest in human
resources development and for workers to seek formal training to improve their skills.
Businesses that are expanding, embracing new technologies, or undergoing structural
changes will all likely increase the level of training among their employees. Therefore,
in these industry sectors it can be expected to find more employees seeking formal training,
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more employees combining both formal and informal training and fewer left on their own to
upgrade or update their knowledge and skills.

Firm size

Firm size is another contextual factor at the organizational level that has been consistently
attributed to the likelihood of a worker receiving formal training. This is often reflected in
higher rates of participation in the large organizations than in small and medium-size firms.
The most commonly identified factors attributed to higher training rates in large-size
organisations appear to be a high degree of formalization of training, “slack” resources for
training budgets, economic scale, organizational structures in charge of training. Such factors
are usually lacking in small and medium-sized companies. On the other hand, employees in
small firms, who must often operate with a wider variety of skills and thus would have
a greater need for training, tend to rely on their own initiatives to master their job skills given
the limited formal training opportunities.

4.2.5 Formal training inclination and expectation — past
history of participation and future participation
anticipation

Participation in formal training in previous years

Adult education theory generally suggests that the likelihood of participation in further
education and training is not only positively correlated with achieved level of formal
education but also enhanced by early experiences of adult education. That is, adults’ current
involvement in adult education and training can at least be partly explained by their previous
experiences of similar activities.

Although in most of our arguments, we expect the likelihood of receiving formal training
is negatively related to that of uptake of substitutional self-directed training, it might also
be possible that the decision to undertake self-directed learning activities is made as
a preference and the foundation for self-direction capacity is laid by previous experiences
of formal training. In the 2003 AETS, respondents were asked if they had taken any
formal training in the previous 5 years from 1997 to 2001. It will thus be interesting to
see if these previous experiences are correlated with the current uptake of skills training
including self-directed activities.
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Future training expectation

In the 2003 AETS, respondents were also asked whether they expect to participate in formal
training in the next three years. The answers included the following categories: 1) very likely;
2) somewhat likely; 3) not very likely; and 4) not likely at all. What is reflected in this variable
can be the individuals’ assessment of their future career plans and an understanding of the
skills associated with these career paths. Thus we expect participation in training, whether it
be formal or informal, will be both positively related to the future training expectation.

4.2.6 Identified learning barriers to formal training
opportunities — institutional, situational and
dispositional barriers

The extent to which Canadian adults turn to self-directed learning because of difficulties
accessing formal training is explored with three combined barrier variables, so to examine the
likelihood of participating in self-directed learning as the only way for skills development.
These three variables are derived from the data based on the Cross (1981) classification of
participation barriers: 1) situational barriers (those arising from one’s situation in life — e.g.
lack of time, because of work, family responsibilities, etc.); 2) institutional barriers (practices
and procedures hindering participation — e.g. fees, lack of evening courses, entrance
requirements, limited course offerings, etc.); 3) dispositional barriers (attitudes and
dispositions towards learning).

In literature, barriers such as lack of time due to responsibilities in daily life and high costs
of formal training have been verified as dominant reasons for not pursuing education and
training. By the same argument as we made above, we expect that the adults who reported
having these barriers to formal training would be much more likely to rely on their own
initiatives for skills development.

4.2.7 Variation among provinces

Peters (2004) reported that in Canada, provincial participation patterns in self-directed
learning mirrored patterns observed for formal training: the highest rates for informal training
were found in provinces with the highest rates for formal training. However, given the above
argument and our distinction between substitutional informal training and complementary
informal training, our speculation is that the opposite relationship would exist between formal
training and self-directed learning reported as the only way for skills development: That is,
the highest rates for self-directed training used as substitution for formal training will be
found in provinces with the lowest rates for formal training.
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4.3 Research design and procedures

4.3.1 Data and samples

To conduct the data analysis for the purpose of addressing the research questions as identified
above, the data of the 2003 Adult Education and Training Survey (AETS) was used as it is
thus far the only one in the AETS series that collects information on the participation in
self-directed learning by Canadian adults. Furthermore, as the focus of analysis is on the
relationship between self-directed learning and skills development of Canadian labour force,
the sample was limited to the adults who were active or potentially active in the labour
market. Adults over 64 years were excluded in this study. As well, in order to investigate the
participation in self-directed learning in relation to family structures, employment, workplace
characteristics, and participation motivations as well as barriers to formal training, two sub-
samples — one for the general adult population and the other for employee population — were
drawn from the survey data.

4.3.2 Design and methods for analysis

Two criterion variables regarding the participation of self-directed training were used for
regression models and were created based on the reported training participation patterns,
i.e., 1) the adults who participated in both formal and self-directed learning and 2) the
adults who reported having participated in self-directed training only. The purpose was to
facilitate the comparisons between these two groups of self-directed learners in terms of
socio-demographic characteristics (e.g. age, gender, and education achievement), work
situations (e.g. occupation, industry, and firm size), and barriers to formal training.
Specifically, these include: age, sex, education attainment, province, labour force
participation status, type of occupation, part-time or full-time, job tenure, union
membership, permanent or temporary job, firm size, industry classification or type of
industry, type of sector, barriers, intention for future training, past training (97 to 01).

Since the criterion variables created were both dichotomous, logistic regressions were
constructed to estimate the overall contributions as well as each individual independent
variable’s relative importance in predicting the memberships of these two outcome variables.
Two separate models were run with both the general adult population sample and employee
population sample: the first model was to predict the likelihood of being an adult who took
self-directed training only and the second, the likelihood of being an adult who combined
both formal and informal training. Interpretation of the results was focused on coefficients for
logit and odds ratio of each explanatory variable in the model. The odds ratio is also
ameasure of effect size. The ratio of odds ratios of the predictors is the ratio of relative
importance to the predictor variables in terms of effect on the dependent or criterion
variable’s odds.
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4.3.3 Description of key variables

For a detailed description of the measurement scales of the variables employed in the logistic
regressions, please refer to Tables 14a and 15a in Appendix 1.

4.4 Results

4.4.1 Summary statistics of logistic regression model
predicting probability of participation in
self-directed training

Tables 14 and 15 summarize the results of the sequential logistic regression analyses
performed to assess prediction of participation in job-related self-directed training.
Specifically, Table 14 presents the summary statistics evaluating the logistic regressions
predicting the likelihood of being adults who took only self-directed training for skills
development and the likelihood of being adults who combined both formal and informal
training, for the general adult population, on the basis of 5 embedded models. Table 15
presents the summary statistics evaluating the similar logistic regressions for the
employee population, on the basis of 4 embedded models aimed at testing the predicting
power of variables related to job and workplace characteristics.

Model chi-squares are presented to indicate whether the relationship between the
dependent variables and the independent variables is statistically significant. Measures of
the strength of association between the dependent and independent variables, Cox &
Snell’s R-squared and Nagelkerke’s R-squared are presented to signal the effect-size
relationship between the outcome variables and their predictors.

Glancing through Table 14, it is noticeable that, first, Model 1 to 3, which include variables
denoting personal characteristics, educational level, immigrant status, family circumstances,
only explained about 7% of the variance, indicating a significant but small effect size
relationship between the likelihood of participation in self-directed training only and these
independent variables. Second, there appeared a huge increase in the explained variance
when the variables about training history, training expectations, and barriers to formal
training entered the equation. However, only 20% of the variance was explained by the full
model as compared with more than 50% of the variance explained by the model predicting
adults who combined both formal and informal training. The same is also true with the
models for employee population (see Table 15). This indicates that learners who choose to
learn job skills on their own are much more heterogeneous than other types of learners and
thus hard to predict.
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4.4.2 Characteristics of adults who participated only in
self-directed learning for job skills

For the convenience of discussion, estimated parameters of important variables from
uncontrolled regressions and the full model estimates are presented in the following tables —
Table 16 (general adult population) and Table 18 (employee population). For categorical or
ordered variables, tables include percentages of participants, unstandardized coefficients and
odds ratios, both unadjusted and adjusted. Table A3 (general adult population) and Table A4
(employee population) in the Appendix present the results from the regression analyses
concerning the likelihood of participation in both formal and informal training for job skills
development. The results are drawn on in the following discussion for comparative purposes.
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Age

The hypothesis regarding the age effect in the case of self-directed learning is that age is
negatively correlated with participation: the younger person is the more likely he or she will
seek the opportunity to participate in self-directed learning activities. As is shown in Table 16
and Table A3, while this is true with adults who combined formal and informal training, the
age difference among those who took self-directed training is small except with the eldest age
group (age 55 to 64). The odds ratios indicate that all the other age groups are almost 2 times
as likely to train themselves as compared with the eldest age group.

Gender difference

While recent research findings support the conclusion that gender has become much less
of a factor in explaining participation in adult education and training, this does not seem
the case with adults who seek to train themselves on their own: even after controlling for
all the other variables in the equation, the odds of a male taking only self-directed
training is 1.5 times that of a female. Looking at the percentages of male and female’s use
of self-directed training methods as shown in Table 17, we find that men tended to be
more likely than women to “teach yourself” “consult books/manuals and use internet or
software for self-training”. These gender gaps in the use of training methods, among
other factors, may have an impact on the uptake of self-directed job training, resulting in
women being less likely than men to learn job skills through self-directed activities.

Table 17
Methods of self-directed training by sex (general adult population, percentage), 2002

Methods of self-directed learning Male Female Total
Teach yourself 45.8 38.8 42.3
Consult books/manuals 41.0 35.3 38.1
Use the internet/software 29.9 24.7 27.3
Seek advice 27.1 26.9 27.0
Observe someone 24.7 23.5 24.1

Attained education level

For adults who combined both formal and informal training, attained education level is
found to be positively linked to the probability of participation: the higher the education
level, the more likely a person was to take both formal and informal training. In contrast,
such is not the case with adults who took self-directed training as an alternative to formal
training. The analysis with the general adult population shows that high school graduates
and those with some postsecondary education were more likely than both university
graduates and high school dropouts to seek self-training as a choice (See Table 16). The
results from the employee population analysis indicate that the relationship between
education level and participation only in self-training is a negative one and becomes
insignificant in the full model in which a number of other variables are controlled for.
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Immigrant status

The analysis confirms that immigrant status plays a fairly strong role in the decision for
participation in self-directed training. Compared with adults born in Canada, recent
immigrants entering the country between (1998 to 2002) and between (1993 to 1997)
were 2 times as likely to learn job skills on their own, even after controlling for all other
effects in the full model. The results also confirm that this relationship becomes less
potent as the period of immigration increases but remains significant: immigrants who
entered the country before 1983 were still 1.3 times likely to rely on their own initiative

to improve skills than those native-born-

Employment status

Employment status proves one of the most important variables in predicting self-directed
skills training when analysing the general adult population. Even after everything else is
controlled for, employed adults and adults who actively look for jobs were much more
likely than (almost 3 times as much as) those deemed “not in the labour force” to be
engaged in self-directed training.

4.4.3 Self-directed training and job characteristics and
workplace context

Job characteristics

Perhaps this is one of the biggest surprises in the findings with respect to the overall
impact of job factors on the decision of uptake of self-directed training. It was
hypothesized that due to their disadvantageous position in terms of access to formal
training at the workplace, adults holding part-time, contractual and blue collar position
and those who have worked little time in their current job will much more likely than
full-time or permanent staff, professionals, and workers with long tenures to draw on
self-directed skills development. While the coefficients and odds ratios generally point to
the directions as predicted — for instance, the longer the job tenure one has, the less likely
a worker took self-directed training as the only way to learn skills — overall, the impacts
of all these variables are small, as indicated by the model summary statistics in Table 15

as well as the coefficients and odds ratios presented in Table 18-
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Union or collective membership

It was hypothesized that compared with workers belonging to unions or collective
agreements, workers outside of union or collective organization membership would tend to
be more limited in their access to those formal skills development activities and therefore
have to initiate their learning activities instead. The analysis confirmed this hypothesis: 32 %
of non-union members took self-directed training only as compared with 24% of union
members who did so. Expressed in odds ratios, non-union members were almost 1.5 times as
likely to resort to self-directed training as union members.

Firm size

It was hypothesized in this study a negative relationship between the firm size and
reliance on self-directed training for skills development. The implication is that, given the
limited access to formal training, the employees in small firms, who often need a wider
variety of skills, tend to rely on their own initiative to master their job skills. The results
also confirmed this hypothesis — adults working in firms with less than 20 employees
were 1.6 times more likely than those working in 500-strong firms to learn job skills on
their own — this relationship remains significant, but with a small effect size after
controlling for all other variables in the full model.

Type of industry

The results indicate that manufacturing, construction, business and services, and trades are the
four industrial sectors where there were the highest proportions of employees who had taken
only self-directed training without having benefited from formal training in the year 2002.
It was hypothesized above that there will be a negative relationship between employers’
willingness to provide training and that workers being left on their own to upgrade skills,
would formal training participation rates turn out to be among the lowest in these sectors?
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Table 19

Percentages of employees participating in formal training and self-directed training
by industry sector, 2002

Formal | Self-directed Non-

Type of industry Weighted | training | training only | participants Total
Agriculture 138,553 29.6 23.3 47.1 100.0
Other primary 236,000 40.7 23.0 36.3 100.0
Manufacturing 2,017,436 30.4 34.8 34.8 100.0
Construction 586,333 29.9 334 36.7 100.0
Utilities 115,831 55.6 22.8 21.6 100.0
Transportation 618,969 37.3 26.4 36.3 100.0
Trade 1,565,734 34.2 31.1 34.6 100.0
Finance, insurance and real estate 694,125 53.3 27.8 18.9 100.0
Education, health and welfare 2,401,536 58.3 22.2 19.5 100.0
Business and services 2,555,328 38.1 34.4 27.5 100.0
Public administration 772,737 61.8 20.2 18.0 100.0

r=-0.66

As indicated in Table 19, the answer is yes, and the correlation coefficient between the two
participation rates — “formal training” and “self-directed training only” is around —0.66.

4.4.4 Self-directed training and family circumstances —
Marital status, family size, family type and
presence of young children

Turning to the analysis on the general adult population, findings in the time-use research
suggest that adults with more family responsibilities will be more inclined to learn job
skills through ad hoc self-initiatives. This may be due to the fact that these adults are
more likely to be married, have a large size family, a dual-earner-family, and/or a family
with young children, and therefore are more likely to experience the time crunch
problem, which has an impact on the uptake of formal training.

As shown in Table 16, marital status is not a significant predictor for participation in
self-directed learning — adults in the categories of “married”, “separated or divorced” and
“never married single” appear to have the similar propensity to pick up skills on their own,
except for the “widowed”. Widows or widowers are much less likely to learn on their own as
compared with other categories, but this effect disappears when variables such as age and
gender are controlled for. The same with the size of family — the unadjusted numbers seemed
to support the notion of the likelihood of undertaking self-directed training increasing with
family size, but the differences were rendered non-significant once other variables were taken
into account. The only family factor among the tested that may have an impact on the uptake
of self-directed training is the “type of economic family”: “dual earners” and “single parent
earners” were more likely than other family types to engage in self-directed training.
However, this effect seemed to be mixed with that of the employment status. The relationship
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changed once the effect of employment status was controlled — the odds became in favour
of “single non-earner parent family”: the odds someone from a single non-earner parent
family undertook self-directed training were almost 2 times (1.92) the odds that someone
from a dual-earner family did.

4.4.5 Self-directed training and previous experiences
of formal training or future participation
anticipation

Participation in formal training during 1997 to 2001

The 2003 AETS data showing that adults who combined formal and informal training again
confirmed what is described as “positive serial correlations” between current formal training
experiences and previous ones — about 48% of them also reported taking formal training
during the period of 1997 — 2001. (See Table 16). With a view to this strong relationship
between training experiences, the study tested if previous experiences with formal training
are correlated with the current uptake of self-directed activities. The data indicate that the
relationship was almost “zero”: adults who took training during 1997 to 2001 were almost as
likely to engage in self-guided training as those who did not.

Future training expectation

In the 2003 AETS, respondents were asked to indicate how likely they expect to
participate in formal training in the next three years. What is reflected in this information
can be an understanding of skills requirements associated with their assessment of their
future career paths. As was expected, the results of analysis indicate that future training
expectations are both positively related to participation in both formal and informal
training activities, although the former relationship is much stronger than the latter one.
Respondents who believed they were “very likely” to be trained again in the next 3 years
were 20 times more likely to be the participants of current-year training than those who
firmly believed that they would not receive training again in the next three years.
By comparison, the former group was more than 2 times likely to take self-directed
training initiatives than the latter group.

4.4.6 Self-directed training and identified learning
barriers — institutional, situational and
dispositional barriers to formal training needed
or wanted

As shown in Table A3, the evidence from the analysis on the relationship between the
perceived training barriers and the participants who combine both formal and informal
training again corroborated with the prevalent findings in the literature: those who
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identified having situational barriers were 2 times less likely to combine both formal and
informal training, whereas those who reported having dispositional barriers, the odds
ratio was about 8 times even after all the other factors were taken into account. The
opposite is true in the case of self-directed training taken by non-participants of formal
training — the perceived barriers, especially the dispositional barrier, turned out to be
strong predictors of whether an adult had undertaken self-directed training. Those who
reported having experienced institutional and situational barriers were about 2 times more
likely to learn skills on their own than those who responded “nay”. Adults who expressed
non-positive attitudes or dispositions towards formal training also appeared over 3 times
more likely to rely on their own initiatives to improve skills than those who did not have
such attitudes to training.

Variation among provinces

Although we hypothesized that the highest rates for self-directed training used as
substitution for formal training will be found in provinces with the lowest rates for formal
training, the results of our analysis did not render any strong evidence to confirm that —
none of the differences among provinces were found statistically significant. Small
variations did exist among provinces with regard to the proportions of adults who
combined both formal and informal training. As is shown in the model summary statistics
in Table 14, the contribution of this provincial difference towards the explained variance
of the full model is very small and tends to disappear when the model is adjusted to take
into account other variables entering the equation.

4.5 Summary of major findings in relation to
hypotheses and results concerning determinants of
self-directed training

Table 20 summarizes the hypotheses concerning the antecedents to the participation in
self-directed training made prior to the data analyses, as well as the results from these
analyses that either have confirmed or rejected such prior reasoning.

For example, based on the literature reviewed, it was hypothesized in this study that there
would be a strong relationship between identified barriers to formal training and the uptake of
self-directed training as the only way to improve job skills. The results of data analysis
confirmed this hypothesis and further proved that barriers to formal training actually are
among the strongest predictors of the likelihood of being an adult who took only self-directed
training in 2002. Another example is that it was estimated that the youngest age group would
be most likely to engage in self-directed training like many other sorts of training, the
findings from the data analysis rejected this hypothesis and indicated that the differences
among age groups were very small except for the eldest age group (55 to 64).

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys

87



€1 Neam 0Z ueyl ssa ou Buons 0z uey) ssa aziIs w4
o] alelapowl Bunmoenue ou Buons S92IAISS pue ssauisng Ansnpuj Jo adA1L
Neam Jagwaw uolun-uoN sak aelapowl Jagwaw uolun-uoN diysiagwaw uoiun
1T Yeam Ia)IoMm Je|j0d an|g ou Buons Jax)lom Jejjod an|g uonednao jo adA) peoig
0T yeam syuow ZT 01 T ou Buons syjuow gT 01 T ainua] qor
2T Yeam uauewJad 10N sk alelapowl uauewJad 10N gol jo adA1
yeam awn-|in4 ou alelapowl awin-ued gol Jo adA 1
Neam Alan o0 ou arelapouwl lopelgeT pue pue|punojmaN 2auInold
T Buons SOA SOA Buons SOA Jaureq euonisodsiq
G Buons SOA SOA Buons SOA Jalreq reuonenys
] a1elopow SOA SOA Buons SOA Jaureq [euonnisul
e Buons A|9y1| reymawios ou Buons WENTISEYN sleak ¢ 1xau uren |IM
seam AJan SOA ou Buons SaA | TO0Z 01 266T Buluren oo
Meam AIan SOA ou arelapow SOA | G 010 ualp|iyd Jo aduasald
pakojdwa jou

9 arelapouwl wored Awey waied ajbuIs ou arelapouwl laurea [enp aym-pueqgsnH adA Ajjwey o1wouoo3
Yeam Alan InoH ou alelapowl aI0W 10 aAIH Ajlwrey 21LI0U093 JO 9zZIS
seam A1an palew Jansu ajbuls ou arelapouwl ME|-UOWIWOD 10 pallep snyels |eiep
v Buons £00Z 01 866T SOA Buons €002 01 866T uonelBiww| Jo res
Z Buons pakoidwz SOA Buons pakojdw3 snyels 2.0} InogeT
T alelepow | AusiaAlun-uou Alepuodasisod ou arelspouwl Asianiun juswurene uoeonp3
6 a1elopow areiN SOA arelapouwl STEN x9S
yeam G 01 Gi7 Saby ou alelapowl € 01 Gz seby dnoub aby
yibualiis | uoneioosse A1) 1Isow oymn uolrewliijuod | uoleloosse A1) 1Isow Oy so|gelteA Juapuadapu

10 18plO | 1o yi1busins jo yi1buans

s)nsay

sosayjodAH

SsjueUIWIRIBp Bulurel) pa1dalIp-}|as ;a1 S1nsal pue sasaylodAy — sbuipulj Jofew jo Arewwng

0c °iqel

Determinants of Formal and Informal Canadian Adult Learning: Insights from the Adult Education and Training Surveys

88



Also presented in Table 20 is the order of relative importance of 14 variables, based on
their effect sizes estimated in terms of ratios of odds ratios. Not surprisingly, as indicated
in the table, variables such as dispositional barriers to formal training, labour market
status, future training expectations, year of immigration, and situational training barriers
are found to be the top five important variables in terms of their power of explanation
regarding who among Canadian adults are most likely to engage in self-directed studies
to address their unmet learning needs.

4.6 Discussions: Implications and future research

A major conclusion of this section is that learners engage in self-directed training for
various reasons. The results of the analyses indicate that at least it is important to
recognize the concept of informal learning taken to complement or substitute formal
training, as the implications for learning policies would be quite different.

The discourse of self-directed learning has focused on the learner's management of the
learning situation and the characteristics of a self-directed learner. The learners act as agents
in the learning situation, considering their own needs and interest in learning special content
in relation to the framework of the educational programme. The results of this study indicate
that it is imperative to examine self-directed learning using a holistic approach that
encompasses both individual and structural processes — another major conclusion from this
study is that learning barriers emerge as major predictors that may explain why a large
proportion of (at least around 5 million according to the 2003 AETS data) Canadian adults
turn to self-guided training as an essential vehicle to address their skill needs.

Further research investigating the content and outcomes of self-directed training by adults
engaged in different learning patterns can shed more light on the nature of self-directed
skills training. In considering informal learning or self-directed training as a viable means
for skills development, educators, learners, as well as public policy makers must take into
account that self-directed learners are widely varied in their capabilities in managing
learning situations and may have various obstacles to overcome. One could infer from
this study that many individuals who are engaged in self-directed learning are perhaps
facing severe access issues with respect to other types of training opportunities.
Therefore, it would be a huge error in excluding this group of people from the scope of
policy. Moreover, we cannot simply expect more and more adults to take up the route of
self-directed training and be able to meet their emerging skill needs without any support.
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5. Conclusion and Policy Implications

5.1 Main findings

The purpose of this paper was to examine: a) the factors underlying the observed trends and
patterns in participation in job-related training during the period from 1993 to 2002, using the
Adult Education and Training Surveys (AETS) conducted in 1993, 1997 and 2002 and
b) the extent and determinant of informal learning as reported in the 2003 AETS.

The main findings are as follows:

An increase in participation rate in adult education and training from 34.1 % in 1993 to
36.7% in 2003 does not reflect the rhetoric about the critical role of knowledge and
skills in sustaining Canada’s economic competitiveness and prosperity.

According to the 2003 AETS close to two out of every three Canadian adults engage in
some form of informal learning.

Those with low educational attainment rely almost exclusively on informal learning
while the well educated engage in both organised and informal learning which suggests
that informal learning does not compensate for lack of participation in organised
learning activities.

The analyses suggest that some inequalities are increasing while others are somewhat
diminishing under the so called knowledge economy.

The finding supports the suggestion in the literature that employers are increasingly
paying more attention to a worker’s capacity to learn. Educational attainment therefore
takes on an even stronger role not only as a hiring criterion but also in the decision on
who will receive training. Consequently the established link between initial education
and continuing education is further strengthened in the knowledge economy.

The results speak to the central role that work plays in the construction of adult readiness to
engage in adult learning. Almost 4 out of every 5 learners report to participate in training
for job and career reasons. Further, slightly more than half of the participants have been
engaged in employer-sponsored job-related training.

The availability of training opportunities at work remain strongly related to job and
workplace characteristics although some moderate improvements have been noted.
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5.2 Implications
Public funding

The findings confirm that governments face major challenges in extending adult learning
to disadvantaged groups. Public intervention in the training market can be justified by the fact
that the low skilled are at risk of being routinely excluded from the labour market. As pointed
out by the OECD (2005) such an intervention can be justified both on social and economic
grounds. According to the OECD a public strategy should focus on increasing incentives to
invest in adult learning, through tax and institutional arrangements that favour cost sharing
among individuals, firms and governments — known as co-financing schemes.

While recognizing the need for developing co-financing schemes in Canada, comparative
data on participation reveal that public funding can have a substantial impact on
the participation of those least likely to enroll in AET opportunities (OECD, 2000; 2005b).
At the same time there is evidence to suggest that unless there is earmarked funding for target
groups, even AET initiatives/programmes with pronounced ambitions to reach the
disadvantaged, actually provide a service that corresponds better to the demands of the
advantaged. This is a result of existing funding regimes not compensating for the increased
costs involved in recruiting the disadvantaged. In a time when government policies seek to
increase efficiency through the adoption of a more market-oriented approach and outcomes-
based funding, there is a growing likelihood that AET initiatives/programmes will go after
those easiest to recruit and most likely to succeed (Rubenson, forthcoming).

Based on a review of comparative research on participation Desjardins, Rubenson and
Malik (forthcoming) point to the important role the voluntary sector can play in
delivering adult education and training to groups that traditionally have had a low
participation. However, the integration of the volunteer sector into a comprehensive adult
education and training policy requires direct state to be successful.

The need for theoretical and methodological development of informal learning

The analyses of informal learning highlight the problem of the state of theory and
difficulties in estimating involvement in informal learning. Since the middle of the 1990s
policy documents as well as scholarly articles have strongly argued for the importance of
addressing not only participation in organized forms of adult education and learning but
also take account of informal learning. While there is no doubt that informal learning
plays a significant role in human capital development there are problems using existing
surveys to empirically estimate the scope of this contribution. Further, they are not
helpful in analysing the extent to which modes of informal learning can be a substitute
for formal education. Surveys which estimate the extent of informal learning through the
approach applied in the 2003 AETS more or less find that this is a universal phenomenon.
It is therefore not surprising that we found that those who participate in organized forms
of adult education and training are engaged in informal learning to the same extent as
those not participating in organized modes of adult learning. If informal learning is a
universal activity it is important to reconsider the issue that Betcherman, McMullen and
Davidman (1998, p. 46) raise in connection with workplace training. Their point is that
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the distribution of organized training varies, but informal training is more or less even
across firms.

Further, the literature review suggested that, e.g., educational attainment and work factors
play a central role in what kind of informal learning contexts are available. This suggests
that the same form of tracking that goes on informal education occurs in informal
learning. In other words, while some groups have access to rich informal curricula others
are left with rather sparse curricula. In order to draw far reaching policy conclusions
based on the distribution of informal learning in Canadian society there is a need for
research that can yield detailed information on the actual knowledge, competencies and
skills that people have gained from their informal learning activities.

Link public policies and private strategies to the long arm of the job

The data point to the necessity to anchor a Canadian strategy on lifelong learning in the world
of work. A limitation of the AETS is that it does not contain direct information on the skills
and competencies that are being used to perform the actual job. However, the literature
review suggests that the availability of training opportunities at work are strongly related to
the demand structure: the more skills being used the more likely the employee is to train (see
e.g. Desjardins, Rubenson and Milana, forthcoming; Illeris, 2004a). As predicted by the
valence expectancy framework adults who cannot see that participation in adult education
and training will have any positive outcomes, particularly in relation to their work situation,
but also life in general, are highly unlikely to participate. A shift from an economic and
human resource strategy based on a low skill/low wage equilibrium to one that organises
work according to a high skills equilibrium (Brown, Green and Lauder, 2001) will most
likely change low skilled workers perception of the value of participating in adult education
and training. As Rubenson (forthcoming) argues, the very high and more equal participation
in adult education and training in the Nordic Countries is related to a national high skills
strategy. These findings support the institutional theoretical perspective on participation in
adult education and training. It also suggests that the present Canadian lifelong learning
strategy that is primarily anchored in a youth initiative will need to be complemented with an
adult learning initiative that recognises the significant role of the work context. It needs to
simultaneously affect the supply side of skills and the demand of these skills in the
production process.
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Table A3

Percentage and likelihood of adult population aged 25 to 64 undertaking both formal and
self-directed training activities, by socio-economic characteristics, 2002

Participated in
both formal &
self-directed

learning Unadjusted Adjusted
% B | Exp(B) B | Exp(B)

Age group
Ages 55 to 64 14.8 1.00 1.00
Ages 25 to 34 36.4 1.20 3.30" -0.12 0.88°
Ages 35 to 44 30.1 0.91 2.48 -0.13 0.88°
Ages 45 to 54 27.9 0.80 2.23! -0.11 0.89°
Sex
Female 28.7 1.00 1.00
Male 27.9 -0.04 0.96° -0.14 0.87*
Education attainment
Some high school or less 7.0 1.00 1.00"
High school graduate 18.3 1.09 2.97" 0.49 1.64'
Postsecondary non-university 31.8 1.82 6.20" 0.78 217"
University 46.5 2.45 11.55 1.18 3.26"
Labour force status
Not in the labor force 10.1 1.00 1.00*
Employed 33.7 151 453" 0.94 2.56"
Unemployed 20.5 0.83 2.29" 0.56 1.76"
Household Income group
$80,000 or more 43.6 1.00 1.00
Not stated 16.7 -1.35 0.26" -0.73 0.48"
Less than $5,000 24.1 -0.89 0.41" -0.25 0.78°
$5,000 to less than $10,000 13.6 -1.59 0.20* -0.83 0.44*
$10,000 to less than $15,000 18.0 -1.26 0.28" -0.72 0.49"
$15,000 to less than $20,000 20.5 -1.10 0.33 -0.45 0.63"
$20,000 to less than $30,000 19.0 -1.19 0.30" -0.55 0.57"
$30,000 to less than $40,000 22.1 -1.00 0.37* -0.48 0.62"
$40,000 to less than $50,000 285 -0.66 0.51" -0.19 0.83!
$50,000 to less than $60,000 31.2 -0.54 0.58" -0.29 0.75
$60,000 to less than $80,000 35.6 -0.33 0.72 -0.25 0.78"
Year of Immigration
Born in Canada 29.8 1.00 1.00
1998 to 2003 31.3 1.31 3.69" 0.68 1.98"
1993 to 1997 20.9 0.76 2.14" 0.24 1.27°
1983 to 1992 23.2 0.89 2.45" 0.53 1.70"
Before 1983 24.4 0.96 2.62" 0.74 2.09"
Not a landed immigrant or
permanent resident 33.6 1.41 411" 0.61 1.842
Activity limitation
No 30.1 1.00
Yes 16.0 -0.82 0.44* -0.11 0.90*
Marital status
Married or common-law 275 1.00 1.00
Widowed 11.4 -1.08 0.34" -0.05 0.96°
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Table A3 (continued)

Percentage and likelihood of adult population aged 25 to 64 undertaking both formal and
self-directed training activities, by socio-economic characteristics, 2002

Participated in
both formal &
self-directed

learning Unadjusted Adjusted
% B Exp(B) B Exp(B)

Separated or divorced 28.0 0.02 1.02° 0.32 1.37*
Single never married 33.3 0.27 1.31° 0.12 1.13°
Size of economic family
One 315 1.00 1.00
Two 26.8 -0.23 0.80* -0.15 0.86°
Three 27.6 -0.19 0.83" -0.11 0.89°
Four 30.8 -0.03 0.97° -0.13 0.88°
Five or more 24.2 -0.37 0.69" -0.24 0.79°
Economic family type
Husband-wife dual earner 34.8 1.00 1.00
Husband-wife single earner 20.6 -0.73 0.48" -0.17 0.85"
Husband-wife non-earner 7.9 -1.83 0.16" -0.68 0.51
Single parent family, parent
employed 345 -0.02 0.98° -0.24 0.79°
Single parent family parent not
employed 15.3 -1.08 0.34" -0.44 0.65°
Unattached individual/other family
types 29.7 -0.24 0.79" -0.33 0.72*
Presence of children 0to 5
No 28.3 1.00 1.00
Yes 28.3 0.00 1.00° -0.34 0.71!
Took training 97 to 01
No 13.2 1.00 1.00
Yes 48.1 1.81 6.10" 0.82 2.28
Will train next 3 years
Not likely at all 5.3 1.00 1.00
Very likely 53.4 3.02 20.50" 1.83 6.25"
Somewhat likely 25.2 1.79 6.02" 1.13 3.09"
Not very likely 13.8 1.05 2.87* 0.68 1.98
Not stated 11.9 0.88 2.41" 0.64 1.90"
Institutional barrier to formal learning
No 26.7 1.00 1.00
Yes 34.2 0.36 1.43" -0.08 0.92°
Situational barrier to formal training
No 29.9 1.00 1.00
Yes 24.7 -0.26 0.77" -0.71 0.49"
Dispositional barrier to formal training
No 429 1.00 1.00
Yes 6.9 -2.32 0.10° -2.08 0.13
Province
Newfoundland and Labrador 20.9 1.00 1.00*
Prince Edward Island 25.7 0.27 1.31° 0.19 1.20°
Nova Scotia 27.3 0.35 1.42 0.06 1.07°
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Table A3 (continued)

Percentage and likelihood of adult population aged 25 to 64 undertaking both formal and
self-directed training activities, by socio-economic characteristics, 2002

Participated in

both formal &

self-directed

learning Unadjusted Adjusted
% B Exp(B) B Exp(B)
New Brunswick 25.1 0.24 1.27° 0.10 1.11°
Québec 26.1 0.29 1.34" 0.26 1.30°
Ontario 28.6 0.42 1.51" 0.08 1.08°
Manitoba 31.9 0.57 1.77" 0.20 1.22°
Saskatchewan 29.7 0.47 1.60" 0.05 1.05°
Alberta 28.7 0.42 1.52" 0.01 1.01°
British Columbia 31.9 0.57 1.77" 0.28 1.32°
Total 28.3
Note: A superscripted “1” denotes statistically significant at the level of .01; a superscripted “2” denotes statistically
significant at the .05 level and a “3” denoting statistical significance above the level of .05(two-tailed tests).
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Percentage and likelihood of adult employee population aged 25 to 64 undertaking both formal and
self-directed training activities, by occupation and workplace characteristics, 2002

Table A4

Participated in both

formal &
self-directed
learning Unadjusted Adjusted
% B | Exp(B) B | Exp(B)
Age group
Ages 55 to 64 23.69 1.00 1.00
Ages 25 to 34 38.89 0.72 2.05" 0.44 1.56"
Ages 35 to 44 33.37 0.48 1.61* 0.28 1.32*
Ages 45 to 54 32.15 0.42 153" 0.20 1.22*
Sex
Female 355 1.00 1.00
Male 31.6 -0.17 0.84 0.00 1.00°
Education attainment
Some high school or less 8.9 1.00 1.00
High school graduate 21.9 1.06 2.87" 0.77 2.16"
Postsecondary non-university 36.3 1.77 5.85" 1.20 3.33!
University 51.4 2.38 10.85" 1.55 4.69'
Type of job
Part-time 32.6 1.00 1.00
Full-time 35.6 0.13 1.14* 0.10 1.10°
Not permanent 33.0 1.00
Permanent 35.6 0.12 1.12° 0.39 1.48"
Job tenure
1to 12 months 345 1.00 1.00
13 to 36 months 35.4 0.04 1.04° -0.15 0.86°
37 to 60 months 36.6 0.09 1.10° -0.03 0.97°
61 to 120 months 33.2 -0.06 0.95° -0.09 0.91°
121 to 239 months 35.8 0.06 1.06° 0.04 1.04°
240 mths or more (20 yrs) 35.8 0.06 1.06° 0.23 1.26"
Broad type of occupation
Blue collar worker 20.9 1.00
Professional, managerial 47.6 1.29 3.63! 0.56 1.75¢
Clerical, sales, service 26.1 0.34 1.41* 0.04 1.04°
Union membership
Non-union member 33.1 1.00 1.00
Union member 39.5 0.27 1.32* -0.10 0.90°
Type of industry
Agriculture 26.1 1.00 1.00
Other primary 31.8 0.28 1.32° -0.60 0.55
Manufacturing 22.7 -0.18 0.83° -1.18 0.31!
Construction 24.3 -0.10 0.91° -0.72 0.49"
Utilities 45.4 0.86 2.36" -0.50 0.61°
Transportation 26.2 0.00 1.00° -0.90 0.41"
Trade 27.0 0.05 1.05° -0.90 0.41"
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Table A4 (continued)

Percentage and likelihood of adult employee population aged 25 to 64 undertaking both formal and
self-directed training activities, by occupation and workplace characteristics, 2002

Participated in
both formal &
self-directed
learning Unadjusted Adjusted
% B Exp(B) B Exp(B)
Finance, insurance and real estate 43.1 0.76 2.15¢ -0.61 0.542
Education, health and welfare 47.8 0.95 2.59" -0.55 0.58?
Business and services 29.4 0.16 1.18° -1.09 0.34"
Public administration 51.5 1.10 3.01" -0.42 0.66°
Firm size
Less than 20 25.0 1.00 1.00
20 to 99 30.1 0.25 1.29" 0.22 1.25"
100 to 500 34.4 0.45 1.57" 0.28 1.33"
More than 500 40.5 0.71 2.04" 0.41 1.50"
Institutional barrier to formal learning
No 324 1.00 1.00
Yes 37.2 0.21 1.23" -0.08 0.92°
Situational barrier to formal learning
No 34.6 1.00 1.00
Yes 30.8 -0.17 0.84" -0.77 0.46"
Dispositional barrier to formal learning
No 51.5 1.00 1.00
Yes 7.3 -2.60 0.07" -2.76 0.06"
Total 335
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