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EXECUTIVE SUMMARY

Apprenticeship is a method of training that emphasizes learning by doing. Apprentices
are taught by experienced workers at the job site and practice their skills in real work
assignments. In the U.S., the registered apprenticeship system offers a framework for
developing and registering apprenticeship programs, of which, in Fiscal Year 2007, there were
nearly 28,000, with over 465,000 active apprentices. The Employment and Training
Administration (ETA) of the U.S. Department of Labor oversees the registered apprenticeship
system by issuing standards, monitoring state agencies, and promoting registered apprenticeship.

Registered apprenticeship program sponsors are individual employers or groups of
employers (sometimes in collaboration with unions) who play a critical role. Sponsors recruit,
screen and hire apprentices; develop formal agreements with them identifying the length of the
program, skills to be learned, the wages to be paid at different points in time, and the required
classroom instruction; and work with state apprenticeship agencies (SAAs) to make sure that
their registered apprenticeship programs meet state and Federal requirements.

To better understand the perspective of sponsors, who are mainly employers, ETA
commissioned a survey to learn more about what sponsors value, dislike, or would like to see
changed about registered apprenticeship. The survey of sponsors was conducted in 2007 with a
random stratified sample drawn from 90 percent of eligible sponsors nationally. Sponsors were
asked about characteristics of their program and about their views on the value, benefits, and
drawbacks of registered apprenticeship, its integration with the workforce investment systems,
apprentice completion and reasons for non-completion, and suggestions for possible
improvement. There were a total of 974 responses (for an estimated response rate of just over 70
percent).

Characteristics of Sponsors and Their Programs
Information from respondents in the survey showed the following:

e Thirty-six percent of sponsors identified their industry as construction. About 11 percent
indicated their organizations were in the utilities (gas, electric, or water services), and 10
percent identified their industry as retail trade.

e About 26 percent of the sponsors indicated they were in programs jointly administered by
employers and organized labor.

e Sixty percent of sponsors indicated that their program served only one employer, while
40 percent served multiple employers. Among programs with multiple employers, 38
percent had union involvement. The comparable figure for union involvement of single
employer sponsors was 18 percent.

e Fifty-three percent of sponsors had small programs, with only 1 to 4 apprentices, while
about 17 percent had no current apprentices and 30 percent had 5 or more.
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Forty-eight percent of the sponsors had programs that were over 10 years old and 31
percent had programs between 6 and 10 years old. About 3 percent of sponsors had
programs that were less than one year.

The Value Sponsors See in Apprenticeship

Ninety-seven percent of sponsors of registered programs said they would recommend the
program to others, with 86 percent stating they would “strongly” recommend it and 11
percent indicating they would recommend it with reservations, due primarily to problems
with accessing related instruction.

The most frequently cited benefit of apprenticeship, identified as very important by over
80 percent of sponsors, was that it helped meet their demand for skilled workers. The
second most frequently cited benefit (noted by 72 percent of sponsors) was
apprenticeship’s role in reliably showing which workers have the skills needed. Other
benefits, cited by 68 percent of sponsors as very important, were: raising productivity,
strengthening worker morale and pride, and improving worker safety. A majority of
sponsors also cited as important benefits the role of registered apprenticeship in worker
recruitment and retention and in meeting licensing requirements.

Drawbacks Sponsors See in Apprenticeship

Competitor firms’ bidding away trained apprentices, commonly called “poaching,” and
thought by economists to be a major disincentive to employer involvement in
apprenticeship, was a concern but not a deterrent among current sponsors in the survey.
Surprisingly, only 25 percent of sponsors identified this as a significant problem while 29
percent saw it as a minor problem, and 46 percent did not perceive it as a problem at all.
However, even among sponsors who perceived poaching as a problem, about 85 percent
would still strongly recommend apprenticeship to others.

About a quarter (24 percent) of sponsors viewed apprentices’ failure to complete their
apprenticeship program as a significant problem; 31 percent saw it as a minor problem
and 45 percent did not cite it as a problem.

Sponsors generally did not find costs to be a significant problem. Sixty-three percent of
sponsors said related instruction costs were not a problem, although 30 percent viewed it
as a minor problem and 6 percent as a major problem. Similarly, only 7 percent of
respondents saw the costs of experienced workers’ time to instruct apprentices as a
significant problem, while 34 percent indicated it was a minor problem.

Only small percentages of sponsors indicated they had significant problems with other
aspects of registered apprenticeship, such as it taking too long to produce skilled workers
(11 percent of respondents), too much effort to manage a program (6 percent) and too
much paperwork (9 percent).
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Program Completion

Sponsors reported high completion rates. Forty-four percent of sponsors said that the
completion rate for their program was between 90 to 100 percent and 21 percent
indicated it was between 70 and 89 percent, thus making a total of 65 percent of
sponsors who reported completion rates at or above 70 percent. An additional 17
percent identified their completion rates as between 50 and 69 percent. High completion
rates were especially common in the aerospace, automotive manufacturing, energy,
health services, retail, and transportation industries.

Thirty-six percent of sponsors identified personal issues as the reason for non-
completion, making this the most frequently cited reason. Performance problems on the
job or in the classroom were the next most commonly cited reason, noted by 32 percent
of sponsors. However, about 30 percent of the sponsors said non-completion was the
result of apprentices earning a craft license and then taking another job before completing
the program and 11 percent cited transfer to another program as a reason for non-
completion. These last reasons were particularly important in the construction industry.

Sources for Recruiting Apprentices

About 65 percent of sponsors identified current employees as an effective source for
recruiting new apprentices, making this the most frequently cited source. About 40
percent of sponsors indicated that educational institutions were an effective source.

No more than 20 percent of the sponsors cited the Internet, community-based
organizations, private vocational schools, and pre-apprenticeship programs as effective
recruitment sources.

Only 14 percent of sponsors indicated that the One-Stop Career Center system and unions
were effective recruitment sources, making them the least frequently cited source.

Integration of Apprenticeship into the Workforce System

Nearly 30 percent of sponsors said that they had at least one interaction with the public
workforce investment system, with 17 percent reporting they used a One-Stop or Job
Service to post apprenticeship openings and 16 percent reporting having applicants sent
by the One-Stop or Job Service.

Sponsors of joint programs, older programs, programs with more apprentices, and
programs in the construction industry were more likely than the average sponsor to
interact with the workforce investment system. Being a sponsor of a joint program and of
a larger apprenticeship program increased the likelihood of some interaction with the
workforce system by 13 percent and 20 percent, respectively.
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Role of Related Instruction

Fifty-eight percent of the respondents identified community colleges and public technical
college as the providers of related instruction. Nearly one in four sponsors said that the
related instruction was provided at a sponsor-owned or operated facility and about 17
percent reported they used proprietary trade schools.

Sponsors generally gave high marks to the quality of related classroom instruction.
Approximately 80 percent ranked the instruction as excellent or near excellent. Only 5
percent of the sponsors indicated that the instruction quality was poor or near poor while
about 13 percent viewed instruction as average.

Seventy percent of sponsors said that employers provided the funds for related
instruction, while 23 percent indicated that the apprentice covered such costs.

Fifty-eight percent of sponsors said related instruction was offered in the evening, 25
percent said it was offered during work hours, and nine percent said that it was offered on
weekends.

High quality of related instruction appeared to be correlated with sponsors recording
higher percentages of individuals completing apprenticeship programs.

Sponsors who utilized public technical schools for related instruction, appeared to have
higher completion rates among their apprentices, but no other source of such instruction
exerted a significant impact on completions.

Sponsors’ View of the Registered Apprenticeship System

Sponsors generally gave high marks to their state apprenticeship agencies (SAAs): 82
percent said the SAAs did a good or excellent job in being timely; 80 percent gave
similar ratings for clarity of guidance; 70 percent rated them good to excellent for use of
on-line registration; and 64 percent gave them similar marks for promoting and
publicizing registered apprenticeship.

Fifty-one percent of sponsors stated that more help in finding and screening applicants
was important to them; 41 percent said they would like more help in finding related
instruction; and 37 percent said they would like a simpler process for setting up a new
program.

Competency-Based Approaches

Over 55 percent of sponsors said they were interested in learning more about
competency-based approaches in apprenticeship programs.
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Key Findings and Implications

e Strong support from current sponsors. Nearly nine of every 10 sponsors would “strongly
recommend” registered apprenticeship to others.

e Competitor firms” bidding away trained apprentices (commonly called “poaching”) was
a concern but not a deterrent to providing apprenticeship training. The problem was
identified as a significant concern by about one in four sponsors and a minor concern by
another 29 percent.

e Completion rates reported by sponsors were very high with 54 percent saying that at
least 80 percent of their apprentices completed their program. However, non-completion
is of concern to over half of all sponsors; 24 percent identified it as a significant problem
and 31 percent indicated it was a minor problem.

e Sponsors often use current employees to recruit new apprentices but the second most
frequently cited source was community colleges and public technical schools. The One-
Stop Career Center system and unions were the least frequently identified sources, each
cited by only about 14 percent of all sponsors.

e Many sponsors say they want help in finding and screening applicants, as well as in
finding related instruction. A large share of sponsors also identified as important several
operational improvements in the registered apprenticeship system, such as faster
registration of apprentices (36 percent), a simpler process for setting up a program (37
percent), more feedback on delayed or rejected approvals for programs (26 percent), and
easier multi-state registration (32 percent).

e Sponsors generally gave high marks to their State Apprenticeship Agencies. Eighty-two
percent indicated the agencies did a “good” or “excellent” job in being timely; 80
percent gave similar ratings for clarity of guidance; 70 percent gave similar marks for
use of on-line registration; and 64 said the SAAs were “good” or “excellent” in
promoting and publicizing registered apprenticeship.

e The majority of sponsors wanted to know more about competency-based approaches.
Just over 56 percent of survey respondents said they were interested in learning about, or
how to use, competency-based apprenticeship training.

e Sponsors’ interactions with the Workforce Investment System were generally quite
limited. While nearly 30 percent of sponsors said that they had at least one interaction
with the public workforce investment system, only 17 percent reported they used a One-
Stop Career Center or the Job Service to post apprenticeship openings and 16 percent
reported they received applicants referred by a One-Stop or Job Service
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l. INTRODUCTION

Apprenticeship is a method of training that emphasizes learning by doing. Apprentices
are taught by experienced workers and supervisors at the job site and practice their skills in real
work assignments. In the United States, the registered apprenticeship system, established under
the 1937 National Apprenticeship Act (also called the Fitzgerald Act), provides a framework for
this form of training. In fiscal year 2007 there were nearly 28,000 programs providing training
to over 465,000 active apprentices, according to data from the Office of Apprenticeship (OA) in
the Employment and Training Administration (ETA) of the U.S. Department of Labor. OA
oversees the registered apprenticeship system, issuing regulations, providing guidance and
technical assistance to sponsors and state agencies, maintaining a database, monitoring trends,

and promoting registered apprenticeship.

Registered apprenticeship program sponsors are individual employers or groups of
employers (sometimes in collaboration with unions) who play a critical role. Sponsors recruit
and hire apprentices; determine the content of the training, the partner for classroom instruction,
and the number of apprentices to train; and develop formal agreements identifying the skills to
be learned, wages to be paid, and the required classroom instruction. Sponsors also work with
state apprenticeship agencies (SAAs) to make sure that their programs meet state requirements

and standards as well as to register programs and apprentices.

To better understand the perspective of sponsors, who are mainly employers, ETA
commissioned a survey to learn about what sponsors value, dislike, or would like to see changed
about registered apprenticeship. The survey was administered to a representative sample of
sponsors, drawn from a sampling frame that covered 90 percent of all sponsors in the United
States. A stratified random sample was used to oversample sponsors in high-growth industries

and final results were appropriately weighted to assure results were nationally representative.

The survey was fielded in the spring of 2007. This report presents and interprets the

results of the survey, addressing the following questions:
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e Who trains apprentices — what are the characteristics of the sponsors of registered
apprenticeship programs?

e What are the key characteristics of registered apprenticeship programs in terms of
size, type, and history?

e What do sponsors value about registered apprenticeship?

e What are the drawbacks or problems sponsors find in registered apprenticeship?

e How do sponsors recruit apprentices?

e How well integrated is registered apprenticeship with the workforce investment
system?

e What institutions provide related instruction?

e What is the completion rate for apprentices and why do some apprentices fail to
complete their programs?

e What changes in the registered apprenticeship system would sponsors recommend?

e What data do sponsors capture on their registered apprenticeship programs?

e What are the implications of these results for policy and further research?

The report addresses each of these questions and explores how they are connected to each
other. The report also discusses the survey methodology and provides a contextual overview of

apprenticeship.
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II. CONTEXT OF REGISTERED APPRENTICESHIP

2.1 Background

Apprenticeship has existed for thousands of years' but it uses a method consistent with
the findings of modern cognitive science on how individuals learn (Resnick 1987).
Apprenticeship is particularly able to inculcate critical work-process knowledge, including
specialized problem-solving practices in particular occupations (Borham 2004; Steedman et al.
1998). The apprenticeship model also helps individuals develop an occupational identity, a

professional ethic, and self-esteem based on accomplishment (Rauner 2007).

While it is an important tool for helping workers develop their skills and earn a
recognized and valued occupational credential, apprenticeship also likely raises their
productivity. The literature on employer-provided training in general suggests it can achieve
high returns in terms of worker productivity (Frazis and Loewenstein 1999).> Given the in-depth
nature of apprenticeship training, rigorous evaluation of its effect on productivity would likely

show similar results.

Apprenticeship plays a major role in training skilled workers in many countries
(Steedman 2005; Leitch Commission 2006). The scale of apprenticeship has traditionally been
largest in Central European countries, especially Austria, Denmark, Germany, and Switzerland.
These countries typically use apprenticeship as a major component of school-to-work transition
activities for 40-70 percent of youth in high schools or soon after high school. In recent years,
several other advanced countries, such as the United Kingdom and Australia, have been
expanding the role of apprenticeship (Steedman 2006; OECD 2006a). A recent report on the
critical need to upgrade skills in the United Kingdom called for a major expansion of

! Ancient Egypt and Babylon organized training in craft skills to maintain an adequate number of craftsmen. In the
18" century BC, the Hammurabi Code of Babylon required artisans to teach their crafts to the next generation.

2 In this study, Frazis and Loewenstein used data from the National Longitudinal Survey of Youth and the
Employment Opportunity Pilot Project to obtain the most plausible estimates of returns to on-the-job training. They
found that returns to training diminish with each additional hour of training. However, their estimates showed there
are high wage returns from the initial intervention of formal training.

3
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apprenticeship (Leitch Commission 2006). In Norway, a 1994 reform gave students a legal right
to an apprenticeship as part of their three years of secondary education (OECD 2006a).

2.2 Registered Apprenticeship in the United States

Relative to other countries, apprenticeship plays a considerably smaller role in the United
States (Gitter 1994; Winkelman 1997), where there are currently approximately 450,000
apprentices in registered programs, with over 200,000 entrants per year — modest numbers
compared to the millions of individuals in the United States who receive occupational training
and education in all types of colleges and universities. Overall, the number of individuals in
registered apprenticeship per year is about as high as the combined number of participants
receiving training through the Workforce Investment Act’s Adult and Dislocated Worker
programs, the Job Corps, and the Trade Adjustment Act (Mikelson and Nightingale 2004). The
Federal costs for administering registered apprenticeship are quite modest (around $21 million),
compared to the billions spent on other training programs, primarily because most of the costs of

apprenticeship are borne by employers and state postsecondary education systems.

Although small in comparison to many countries and to U.S. college and university
enrollments, apprenticeship in the United States has been growing, as evidenced by a 25 percent
increase in apprentices from 1997-2003 (Bennici et al. 2004).

Registered apprenticeship in the United States is also far more decentralized than in other
countries. Although U.S. sponsors can use established curricula in their industry, they are not
bound, as in many countries, by an external industry standard for determining the skills taught,
the nature of work-based learning, the specific content of classroom instruction, and the tests of
competencies. Nor are U.S. sponsors required to rely on representatives of industry, workers,
and government to determine such program elements. Rather, sponsors and employers have the
ability to customize apprenticeship training to their workforce needs, within the bounds of
Federal and state standards.

Even in the United States, however, apprenticeships must meet minimum standards in
apprenticeable occupations and occasionally use external competency-based assessments.
Within those limits, individual employers and groups of employers, sometimes in collaboration
with unions, have considerable discretion in designing and operating their programs. Sponsors

4
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choose the apprentices, the content of the training, the type of partner for classroom instruction,
and the number of apprentices to train. Since employers must spend their own resources on
apprenticeship training, they have an incentive to increase the number of apprentices only when
they believe they will require additional trained workers in the future. Compared to the systems
in some other countries, the apprenticeship system in the U.S. is far more decentralized and relies

more on employers’ decisions.

A distinctive feature of registered apprenticeship in the U.S. is the contractual agreement
that binds the apprenticeship sponsor, usually the employer, and the apprentice. This formal
agreement clarifies expectations, helps assure fair treatment of apprentices, and creates a process
by which apprentices are supported in their progress toward becoming the responsible, qualified
workers that employers want. Apprentices must complete classroom instruction in theoretical
aspects of their chosen field, as a complement to workplace learning. Unlike most education and
training programs, registered apprenticeship involves wage payments, which typically increase
over time in a series of steps, as apprentices complete established milestones in time and skill.
Apprentices typically receive lower pay in expectation of receiving valuable training in return.
A firm’s investments in registered apprenticeship thus includes apprentices’ wages and direct
training costs (for related instruction) as well as costs associated with managing the program,
experienced workers’ and supervisors’ time in instructing and mentoring apprentices, and

inefficiencies created in the production process.

Though registered apprenticeship in the U.S. is largely employer-driven and
decentralized, SAAs play a critical role in registering apprenticeship programs, monitoring
programs, providing technical assistance to current and potential sponsors, obtaining data on
registered programs, and encouraging the development of new programs. ETA also has an
important role in developing and enforcing regulations and standards, as well as in recognizing
and monitoring SAAs. Federal staff also administer registered apprenticeship in 25 states and

three territories; while state government staff administer the program in the remaining 25 states.

One of the key goals of Federal standards is to discourage abuse of low-wage apprentices
through inadequate training and advancement (Jacoby 1991). Thus, for a program to qualify to

be registered, it must meet a set of standards, including:
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e Fair application procedures;

e A schedule allowing the apprentice to receive training and work experience in the
field;

e Organized instruction in technical subjects required for the occupation (usually at
least 144 hours per year);

e A progressively increasing schedule of wages;

e Proper supervision of on-the-job training;

e Adequate facilities to train apprentices;

e Periodic evaluation of apprentices’ progress in job performance and related
instruction;

e Maintenance of appropriate records; and

e No discrimination in any phase of selection, employment, or training.

Although discrimination is prohibited, there are far more men than women in
apprenticeship. Given that construction and manufacturing are the leading industries in
sponsoring apprenticeships, this result is perhaps not surprising, even though ETA has made
substantial efforts to increase the number of women in apprenticeships in non-traditional
occupations. Also, historically, apprenticeship programs typically had relatively few minorities
(Marshall and Briggs 1967; Taylor 2006), in part because of barriers to entry, including
prerequisites barring individuals with low educational attainments, requiring unpaid
apprenticeship preparation and providing limited information on available apprenticeship slots.
In recent years, however, the share of minorities in registered apprenticeships has increased to
about one-third of all new registrants in construction programs (Bilginsoy 2005) and over one-

third across all industries (in fiscal year 2007).

U.S. apprenticeship programs have been highly concentrated in construction,
manufacturing, and other selected fields, such as public safety and some military occupations.
Since apprenticeship is new to many other industries such as health care and information
technology, penetration of registered apprenticeship in these areas is only in the beginning stages
of growth. While the number of active programs in the industries newer to apprenticeship is still

small compared to traditional industries, there has been rapid expansion in some fields.
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According to one study, the number of registered programs in energy more than doubled from
1995 to 2003 and the number of programs in social services (e.g., child care) almost quadrupled
from 1995 to 2003 (Bennici et al. 2004). However, registered apprenticeship programs in health
services decreased slightly and information technology remained relatively flat over the 1995-
2003 period.

While registered apprenticeship appears to be relatively inexpensive from a Federal
perspective, its performance, in terms of earnings gains for participants, appears to be robust, at
least in the few quantitative studies available. One estimate of the net impacts of apprenticeship
indicated there were significant earnings gains for participants (Cook 1989). Another study
found that the earnings gains associated with apprenticeship training in Washington State were
substantial two to three years after leaving the program (Washington State Workforce Training
2004). Those completing apprenticeships earned nearly $4,300 more per quarter than the
primary comparison group. These earnings gains were nearly three times the comparably
estimated gains for those graduating with a vocational degree from community colleges.

2.3 New ETA Initiatives

In 2001, ETA began the Advancing Apprenticeship Initiative (AAI) to encourage
demand-driven strategies to address workforce challenges. ETA sought to develop registered
apprenticeship programs in high-growth industries defined as those adding new jobs to the
economy, causing growth in other industries, or using new technologies or innovations that
require new skill sets from their workers. Under the AAI, ETA funded industry efforts to
establish apprenticeships in new occupations and industries, such as in nursing, information
technology, geospatial technology, advanced manufacturing, and maritime occupations. These
initiatives involved the creation of industry standards and the provision of technical assistance
and guidance to employers, with the goal of making registered apprenticeship a viable training
option in the new industries and, in some cases, to stimulate new career ladders that would create

more, and higher-paying, opportunities for workers in those industries.

ETA efforts to expand apprenticeship were further supported by subsequent initiatives,
which were intended to create demand-driven workforce investment policies focusing on

employers as key decision-makers. Federal efforts to expand the use of apprenticeship to other

7
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employers in the United States thus require understanding how the apprenticeship system
operates and what sponsors think about it. To learn more about these programs and the views of

current sponsors, ETA undertook the survey that is the focus of this report.
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1. METHODOLOGY

3.1 Overview

The Survey of Sponsors of Registered Apprenticeship was designed to capture nationally
representative data on the characteristics and attitudes of registered apprenticeship sponsors. The
survey was administered in March and April of 2007 via phone, fax, and Internet. A total of 947
sponsors completed the survey instrument, which asked about the sponsor's program
characteristics, benefits of registered apprenticeship, drawbacks or costs of registered
apprenticeship, views on the apprenticeship system, interactions with the larger workforce
investment system, and related instruction. A detailed description of the sampling methodology
can be found in Appendix B.1 and information on the weighting of the responses and response
rates can be found in Appendix B.2. A set of tables with responses to the survey, weighted
sample sizes and error rates, can be found in Appendix C.2 Additional data tables and a public

use data file can be found at the website, http://wdr.doleta.gov/research.

3.2 Sampling Methodology

The sampling frame for the survey was comprised of 90 percent of the estimated universe
of private sector sponsors, based on the 2006 data from the 32 states that fully participated in the
Registered Apprenticeship Information System (RAIS) database and six additional states that
agreed to provide individual level data for this one-time survey, at the request of OA. There
were a total of 21,324 apprenticeship sponsors in the sampling frame, running an estimated
24,700 apprenticeship programs for about 316,500 apprentices. Sponsors of registered programs
in the military and in prisons were excluded since they were government programs rather than

private sector efforts.

Since there were far fewer sponsors in new and emerging industries and far more

sponsors in the construction industry, the sampling frame was stratified into three mutually

® The initial research design, an accompanying process study involving site visits to five states, the sampling and
weighting methodologies for the survey, design of the survey instrument, survey data collection, data cleaning and
data analysis were conducted by Planmatics, Inc. and its subcontractors, Westat and Decision Information Resources
(DIR).
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exclusive groups by industry classification: 1) high growth, 2) construction and 3) “other” (not
high growth or construction). Industries considered “high growth” included advanced

manufacturing, aerospace, automotive, biotechnology, construction, energy, financial services,
geospatial technology, health care, hospitality, information technology (IT), and transportation.

Sponsors of high-growth industries were oversampled.

Equally sized samples were randomly drawn from the three strata, with the goal of
having a total sample of about 1,200. However, because of the likelihood of many sponsors
being ineligible because they were no longer in business or had not had an apprentice within the
last three years, additional sample members were drawn, resulting in a total sample of 1,792
individuals. Of the initial sample, however, 28 percent were found or imputed to be “ineligible,”
for the reasons noted above. Using the imputed number of ineligibles, the “best estimate” of the

response rate was 71.3 percent for the 974 completed interviews.

In the analysis of the data received, responses were weighted in order to generate
nationally representative information. Weights were computed and assigned to ensure that the
relative importance given to each response was equal to the incidence of the type of sponsor
nationally. The base weights were determined using the inverse of the probabilities of selection
of the sponsors into the sample. Then, adjustments to the weights were made for duplicates,
unknown eligibility cases, and non-respondents in the final sampling frame.

Distributions of responses nationally and by different subgroups of sponsors were
analyzed and cross-tabulations reviewed. Also, a host of factors were examined in regression
analyses to see if they might have any effect on key responses. For example, in analyzing the
sponsor-reported value placed on apprenticeship, the possible effects of the type of program,

number, and source of apprentices were examined, among other factors.
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IV. CHARACTERISTICS OF SPONSORS AND THEIR PROGRAMS

The survey provides recent data on basic characteristics of sponsors and their
apprenticeship programs. Sponsors were asked to identify their industry, if their program served
one or more employers, if organized labor was involved in their program, how many years the

program has been in existence, and how many current apprentices they have.

4.1 Industry

As Table 4.1 shows, the construction industry represented over a third (35.5 percent) of
sponsors nationally. Two high-growth industries — energy and retail trade — had a strong
toehold in registered apprenticeship, making up slightly over 20 percent of sponsors combined.
Automotive manufacturing comprised almost 4 percent of the sponsors in the survey. Health
services, hospitality, aerospace, automotive repair, information technology, and transportation
had the fewest number of sponsors in the sample, each representing only 0.5 to 1.5 percent of the
sample. The “Other” category, which included agriculture, wholesale trade, communications,
government, services (other than health care, financial, and hospitality), and manufacturing
industries (other than automotive, IT, and aerospace), had a large share, almost a third, of the

Sponsors.

There were some regional differences in types of industries reported by sponsors.* In the
Northeast, Southwest, and West, the construction industry dominated, with 60 percent, 41
percent, and 48 percent of sponsors, respectively. (See Table A.1 in Appendix A.) Registered
apprenticeship sponsors in the energy industry had a presence in all regions. The Mid-Atlantic
and Midwestern states had a greater spread across industries with a concentration of sponsors in
the retail trade in the Mid-Atlantic region (30 percent) and in the automotive manufacturing
industry in the Midwestern states (10 percent). All regions had a fairly high percentage of
sponsors in the “Other” industry category, ranging from 20 percent in the Northeast to 44 percent

in the Southeast.

* The six DOL regions were used for the regional analysis. In general, Region | represents the Northeastern states;
Region I1, the Mid-Atlantic states; Region 11, the Southeastern states; Region IV, the Southwestern states; Region
V, the Midwestern states; and Region VI, the Western states. For the states that comprise these regions, please see
the ETA webpage of the Regional Offices at http://www.doleta.gov/regions/regoffices/.
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4.2 Number of Employers and Type of Program

Sponsors can serve either one or multiple employers, and may have organized labor
involved in their program. Most (60 percent) of the sponsors surveyed had registered
apprenticeship programs that served only one employer though programs in IT and construction

more often had multiple employers.

Overall, about 26 percent of the sponsors indicated their programs were jointly
administered by employers and organized labor. Among programs with multiple employers, 38
percent had union involvement. For programs with only a single employer, the comparable

figure for union involvement was 18 percent.

Regional analysis showed that, except in the West, the vast majority of sponsors were not
in joint programs. Most programs in the Northeast, Mid-Atlantic, and Midwest served only one
employer while most Southeastern programs served multiple employers. The Southwest and

West had a more even split between serving one or multiple employers.

4.3 Longevity of Programs

Traditionally, registered apprenticeship programs are rooted in the construction and
manufacturing industries and have been operating for many decades. As shown in Table 4.1, the
oldest programs are in the automotive, construction, energy, transportation, and the combined
and “other” industry categories. Aerospace, health care, hospitality, IT, and retail had the
youngest programs at one to five years in existence. Overall, almost half the sponsors (48
percent) had programs that were over 10 years old and 17 percent had programs six to ten years
old. Thirty-one percent had programs that had been in existence for one to five years and about
three percent had the newest programs (less than one year old). These findings held across the
regions except that no new programs were found in the Southeast, Southwest, and West.
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Table 4.1: Apprenticeship Sponsors by Industry, Duration, and Size of Programs
Most Commonly

Most Cited Number of
Common Age Apprentices
Percentof  Of Programs Currently in
Industry the Sample (in Years) Program
53 1-5 10-19
Aerospace
Automotive Repair 1.15 More than 10 1-4
Automotive Manufacturing 3.80 More than 10 1-4
Construction 35.50 More than 10 1-4
Energy (Gas, Electric, & Water) 10.56 More than 10 1-4
Health Services 1.44 1-5 1-4
Hospitality (Hotel, Restaurants, & Lodging) 1.35 1-5 1-4
Information Technology — Manufacturing .65 6-10 1-4
Infor_matlon Technology — Communication 59 1.5 14
Services
Retail Trade 10.37 1-5 1-4
Transportation 57 More than 10 1-4
Combination of Biotechnology,
Mining/Extraction, Finance, Insurance, Real 1.10 More than 10 1-4
Estate, & Homeland Security
Other 32.46 More than 10 1-4

Source: Weighted Tabulations from the 2007 Survey of Apprenticeship Sponsors

4.4 Number of Apprentices

Among the survey respondents, 53 percent of sponsors had 1 to 4 apprentices in their
programs. Based on previous studies, this is typical of registered apprenticeship programs
(Bennici et al. 2004). Table 4.2 shows that 17 percent of the sponsors surveyed had no
apprentices in their program, 53 percent had 1 to 4 apprentices, and 8 percent had 5 to 9
apprentices. Nearly 22 percent of sponsors had 10 or more apprentices in their programs. Most
sponsors in almost all of the industries had 1 to 4 apprentices in their program (see Table 4.1).
Only the aerospace industry had a substantial number of apprentices (10 to 19) in its programs.
There were a few programs with very large numbers of apprentices, which created a highly

skewed distribution of apprentices by the number of programs. This was borne out by
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descriptive statistics: there was a mode of one apprentice, a median of two apprentices, and a
mean of 37.

Table 4.2: Percentage of Sponsors by the Range of
Apprentices in the Program

Number of Apprentices Percentage of Sponsors
No apprentices 17
1-4 apprentices 53
5-9 apprentices 8
More than 10 apprentices 22

Source: Weighted Tabulations from the 2007 Survey of
Apprenticeship Sponsors
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V. WHAT SPONSORS VALUE ABOUT APPRENTICESHIP

5.1 Background

Building worker skills requires an investment of resources today that yields a flow of
returns in the form of enhanced productivity in the future. The enhanced skills may be specific
in that they raise a worker’s productivity only within one firm, general in that the worker’s
added capabilities can increase productivity to a range of firms, or some of both (for example,
learning one firm’s computer system can be of help in another firm). Until recently, economic
theory predicted that employers would be unlikely to finance general training because the
workers capture all or nearly all of the associated gains in productivity. With added general
skills, workers become more attractive to all firms and can thus command a higher wage. The
fear that other employers will “poach” or hire away workers after training is thought to deter
employers from providing the type of general training embodied in apprenticeship. Instead,

employers theoretically have an incentive to invest only in firm-specific training.

In a challenge to this view, Acemoglu and Pischke (1999) showed that employers often
have an incentive to finance general training because transaction costs in the labor market make
it difficult for workers to quit and costly for employers to replace them. Also, firms providing
the training know more than other firms about the content and value of the training and the skills
acquired by individual workers. Many companies now realize that specific and general skills are
often complementary—the ability to achieve high productivity gains from specific training
increases the productivity of the worker’s general skills. Still, another issue is that the distinction
between general and specific skills downplays the critical role of occupational skills that are