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satisfaction of the employee. Much of this has been recognised in organisational 
psychology literature for many years with respect to human resource practices, 
such as the use of participative management, job enrichment, worker autonomy, 
and so on. Research undertaken in the Hawthorne Experiments, by Herzberg, 
Coch and French, Daniel and McIntosh and many others, point to the importance 
of these types of work-related factors being important determinants of 
organisational performance. But little consideration has been given to the role of 
VET in improving the work situation of employees. 

With the increasing interest in high performance work organisations, which 
has come to light over recent years, more interest has been given to the 
contribution of training, alongside other human resource development practices, 
in promoting organisational performance. But research on HPWOs tends to adopt 
an over-arching economic approach, with the research questions framed along 
the lines of what contribution training can make to workplace performance 
measured with respect to productivity or profitability? As yet, these studies have 
shown less interest in understanding the process by which VET might improve 
organisational performance. For example, in what ways are jobs changed by VET 
which makes employees more or less willing to deploy those skills in the interest 
of the employer. In this report the aim has been to demonstrate the way in which 
training is integrated with human resource policies to bring about improvements 
in the work situation of employees which has the potential to bring about material 
improvements for the employer (and indirectly for the employee). There is a need 
to recognise that improvements to the work situation of the employee are a 
desirable end in their own right so long as these gains are sustainable. 

From a theoretical perspective, a conceptual model has been developed 
which draws on both economics and organisational psychology to show that 
there are increased benefits to be derived by both employers and employees if 
the benefits of training are shared. The conceptual model suggests that any 
attempt by employers to appropriate all of the benefits, even in the case where 
training is highly specific in nature, will be met by a lack of cooperation among 
employees that will undermine the training initiative. From the case studies, it 
shows that the concept of sharing – from a non-material perspective – is 
frequently incorporated into the design of training typically through: 
(a) increasing the employee’s interest in the job;  
(b) providing the employee with more responsibility and autonomy for their part 

of the production process. 
The quantitative work suggests that, alongside the positive effects of 

employer provided training, there are positive effects of working in a learning and 
creative environment. 
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Of interest to this study has been the means by which management are able 
to gain the acceptance of the workforce of the training goals. Several features are 
seen in the employer case studies: 
(a) a degree of trust needs to be established between employees and 

employers (management) so that there is belief on both sides that the 
training is being introduced for the benefit of everyone; 

(b) trust is established through the creation of shared values (the identification 
of individuals with the goals of the enterprise). These values appear to be 
more readily shared where each side is seen to gain from their observance; 

(c) training is one of the ways in which values are seen to be shared. Training is 
regarded as a good by employees with a non-material value (e.g. it sends a 
signal to the employee that the employer value’s their contribution to the 
workplace); 

(d) access to continuous training and development is often one of the shared 
values of employers and employees (this was particularly the case in the 
accountancy sector but it was readily observable in other sectors too); 

(e) training is often a means of instilling the values of the organisation in the 
individual, but these will tend to be reinforced only where other human 
resource practices are consistent with those values; 

(f) there needs to be an element of inclusiveness so that all employees 
potentially have access to training and development. In this way, groups 
within the workforce are not excluded and thereby are not a source of 
potential conflict. 

The study has also revealed that employers in all sectors and all countries 
have a high degree of strategic choice as to whether or not they adopt an 
approach to training which is consistent with the points made above. The product 
markets in which employers operate, the principal form of technology used in the 
production of a good or service, and the size of establishment are constraints on 
this type of approach being adopted, but these types of constraints can be easily 
overstated: strategic choice is a much more important determinant. 

The model presented in Figure 5 outlined how improvements to 
organisational performance will be maximised where employees effectively 
deploy the skills they have acquired through training because they are motivated 
and committed to the goals of an organisation. This is basically a long-term, 
continuous development. Where training is provided to meet a highly specific 
need in the workplace and is a one-off training episode, the wider social benefits 
are unlikely to be realised to anything like the extent possible where training is an 
integral part of human resource policies designed to bring about mutually 
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reinforcing improvements to both the work situation and material improvements in 
organisational performance. 

The way the model is formulated also suggests that employers tend to gain 
from the training they provide. It is less clear whether training provided by other 
employers will provide the same type of wider social benefits because it cannot, 
by definition, be part of the psychological contract with the current employer. 
Because of the emphasis on the longer-term relationship between employer and 
employee, it also points to the importance of IVET since employers are 
convinced that trainees tend to stay with the company longer and are more 
steeped in the values of the organisation. 

What can policy-makers and the social partners learn from the findings of 
this study? Several recommendations present themselves: 
(a) employers – and the social partners more generally – need to take a holistic 

view of training within the workplace. Training needs to be an integral part of 
wider human resource development policies which seek to encourage 
continuing workforce development; 

(b) a transparent training infrastructure is needed to allow employees to see 
how they can access training to develop their careers; 

(c) all groups in the workforce need to have access to training opportunities to 
avoid the creation of ‘in-groups’ and ‘out-groups’ with respect to training; 

(d) the design of training in the workplace needs to pay heed to its likely impact 
on job content – this can be a source of both job satisfaction and 
dissatisfaction depending on how training affects job content; 

(e) a long-term view of training benefits needs to be adopted. One-off training 
episodes will not create the shared sense of benefits at the core of the wider 
social benefits model; 

(f) the role of IVET appears to be of critical importance given that employers 
indicate that shared values are more readily established between employee 
and employer where the employee was formerly a trainee with the 
organisation. 

From a research perspective, it is apparent that there are now excellent 
sources of data on employer training provision, such as CVTS. There are also 
excellent sources of data on the quality of work, including the surveys funded by 
the European Foundation for the Improvement of Living and Working Conditions, 
such as EWCS and EWLBS. But there are no micro-;level data which combine 
detailed training data with that of working conditions. This could be combined by 
incorporating more questions on training in EWCS or EWBLS, or asking more 
about working conditions in CVTS. The European company survey 2009 makes 
much progress in this regard by incorporating several questions about human 
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resource development within workplaces; this was not yet available for use in the 
study (31). At sectoral level, however, data from CVTS can be merged with the 
EWCS carried out by the European Foundation to provide a particularly rich data 
set (32).  

To conclude, it is possible to paraphrase Daniel and McIntosh (1972): If 
there is one single lesson that can be learned from the research it is that the 
tasks employees are required to do in their work are of central importance in 
influencing their attitudes to both the job and the organisation for which they 
work. The provision of VET gives employees opportunities to develop their 
abilities. Allowing employees to use those abilities will give their work more 
meaning and they will be much more likely to regard their work, their place of 
work and everything associated with it as a source of satisfaction. Many 
employers already recognise this, but there are likely to be many more who 
would do well to learn the lesson. 

 
  

                                                                                                                                   
(31) The questionnaire for the European company survey is available at:  

http://www.eurofound.europa.eu/docs/surveys/ecs2009/questionnairemm.pdf 

(32) This is the purpose of a separate study for Cedefop. 
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ANNEX 1 
Literature search terms 
 

 
 

General VET search terms: 
 

• Employer (investment in) skill 
• Employer (investment in) training 
• Employer (investment in) workforce development 
• Employer (investment in) vocational education and training 
• Continuing vocational education and training 
• Initial vocational education and training 
• Informal learning/training 
• Non-formal learning/training 
• Formal learning/training 
• General ‘social benefits’ search terms: 
• Monotonous employment/work 
• Absenteeism 
• Fatigue 
• Labour turnover 
• Retention 
• Recruitment 
• Work intensification 
• Worker autonomy 
• Participative management 
• Worker involvement 
• Job Satisfaction 
• Employee/Worker motivation 
• Employee/Worker Commitment 
• Employee/Worker Time Keeping 
• Social benefits 

To find relevant articles cross classify each search term in ‘general VET 
search terms’ with each of those in ‘general social benefits search terms’. 
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Additional searches 
 
Skills and organisational performance 

• High performance work practices and training/VET 
• High performance work organisations and training/VET 
 

Spillovers 
• Training and spillover  
• Skills and spillover  
• VET/vocational education and training and spillover 
• VET/vocational education and training and poaching 
• Skills and sectoral spillover 
• Training and sectoral spillover 
• VET/vocational education and training and sectoral spillover 
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ANNEX 2 
Quantitative data sources 
 

 
EWCS 
 
The approach adopted has been to base the study primarily around the EWCS 
(initially for 2005, although, in principle, data are available for three other, earlier 
surveys) (33). This contains a range of variables relating to individual 
characteristics and individual experiences of their working conditions, as well as 
the effects of such working conditions on the health and other aspects of the 
wellbeing of the individual. However, while there is a wide range of variables 
available in the EWCS, including a reasonably large number of training and 
learning variables, it is not as rich in certain areas as we would like for the 
present programme of work. There are two principle areas of weakness that have 
been addressed: education and training variables (which have been 
amalgamated from CVTS) and broader performance variables (which will be 
drawn from Eurostat sources). 
 
 
EWBLS 
 
The study has also made use of the EWLBS (initially for 2005, although data are 
again available for earlier surveys and the latest survey, which should become 
available shortly, appears to contain a range of interesting HPW variables, which 
are closely allied with some aspects of the conceptual framework developed in 
the present report). As will become clear in the quantitative section, EWLBS 
contains almost no information about the training activity of enterprises (34), so 
any use of this data requires training activity to be matched onto the database. 
Despite this limitation, EWLBS appears crucial to providing an employer 
perspective on the social returns on training (rather than the individual 
perspective provided by EWCS). As a first step, the strongest of the training 
variables from EWCS was matched onto EWLBS to supplement the one usable 
training variable already in the database.  

                                                                                                                                   
(33) Data from the ESRC archive. 

(34) Except for information about employees returning to the business. 
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CVTS 
 
The CVTS contains a wide range of relevant education and training variables. 
CVTS is not an individual survey, however, but an establishment level survey and 
so some dimension other than the individual is needed to match CVTS with 
EWCS. At present, data from CVTS, 2005 has been matched at the sectoral level 
to EWCS 2005. This enables the inclusion of a wide range of VET variables 
relating to the sector in which the individual worker finds him or herself. Broadly 
speaking, these include information about the extent and nature of both IVET and 
CVET, which provide an indication about the probability an individual in a given 
sector will receive CVET (or IVET), the extent of that training (hours, cost, etc.) 
and the nature of that training (e.g. formal, non-formal, informal, etc.). 

  



The anatomy of the wider benefits of VET in the workplace 

 126

ANNEX 3 
Changes in employer and employee 
surpluses associated with training and the 
introduction of HPW 
 

 
 

Training and changes in employer and employee 
surpluses 
 
Labour surpluses with general training 
Figure A1 illustrates the effects of training by employers (which is analogous to 
an increase in labour quality or the offer of effort by employees), but assuming 
that labour supply (in terms of the person-wage relationship) remains unchanged. 
The result is an outward shift in demand D→D’. In a freely operating competitive 
labour market, if the training is general this would result in a change in 
equilibrium from e to e’ and an associated rise in the average employee wage to 
w’*. More important in the present context, for normally sloped supply and 
demand curves, the training produces an unequivocal rise in both employer 
surplus a’e’w’*>aew* (note that aew*=a’e’’w’’*) and employee surplus, from cew* 
to ce’w’*. 

However, what happens to the relative sizes of the two areas of surplus 
depends crucially on the relative size of the absolute slopes of the demand and 
supply curves. It can be seen that a perfectly elastic supply of labour curve (a 
horizontal line), other things equal, is associated with zero employee surplus and 
any increase in training results only an increase in employer surplus, while a 
perfect elastic demand curve (a horizontal line), other things equal, is associated 
with zero employer surplus and any increase in training only increases the 
employee surplus. In both of these cases, while one group’s surplus increases 
with training, the wage remains constant at the initial market level. 

One final consideration, however, is that increased general training by 
existing employers creates a further imbalance unless it is the existing employers 
who take up the additional trained employees created in the market. To illustrate 
this, assume that existing employers maintain their employment levels at E* in 
Figure A1. Then their post-training surplus is a’e’’fw’* – total employee surplus 
remains at the new level ce’w’* (though the benefit to the employers’ own 
employees is now cefw’*) and new entrant firms hiring labour benefit by fe’e’’ 
from the existing employers training activities. This is a special case of the 
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‘poaching’ argument more generally attached to all employer-provided general 
training. 

Figure A1. Surpluses – Effects of training 

 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 

Labour surpluses with specific training 
The general training outcome can now be contrasted with that of specific training. 
It is assumed that specific training has the same magnitude of effect on labour 
productivity (as in the case of general training), again, shifting the labour demand 
curve out from D to D’. Here normal market forces are largely absent: insofar as 
the training is organisation-specific, training can only be offered by existing 
enterprises with sufficient ‘production experience’ to inform the training decision 
and content. Thus, organisations entering the market will do so without the ability 
to offer training and, since training makes existing enterprises more competitive, 
it creates a temporary barrier to entry, a degree of monopoly power in the product 
market and monopsony power in the labour market. 
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As a consequence, only E* of individuals can be trained in the market (35) 
(Figure A1). According to standard neoclassical theory, employees will not be 
paid more after than before training and the going wage remains at w*. Thus, the 
employee surplus remains unchanged at cew*, but there is an unequivocal 
increase in employer surplus from aew* (=a’e’’w’’*) to ae’’ew* (a gain of 
w*ee’’w’’*). The absolute rise in employer surplus, with a constant employee 
surplus is, therefore, also associated with a relative rise in the employer 
surplus (36).  

The question is whether such an allocation would be viewed as acceptable 
by employees (or, even, employers). This seems unlikely from an employee 
perspective: 
(a) the increase in employee quality resulting from the training (Q0→QT) will give 

rise to comparisons between the pay they receive for that level of quality 
with the pay others receive when that level of quality is achieved through 
general training. Individuals of the ‘same quality’ compare w* with w’*, which 
will suggest that their position is unfair compared with other employees; 

(b) in addition, the rise in employer surplus vis–à-vis employee surplus, both in 
absolute and relative terms, will suggest that – despite the fact the human 
capital is embedded in them – the employers gain all of the reward. Thus, 
the outcome appears to be unfair in terms of the distribution of returns 
between employees and employers. 

 
 
HPW, working conditions and changes in employer and 
employee surpluses 

 
Competitive market outcome 
If the introduction of a HPW package favourably alters the conditions of work in 
the market, but does not alter the amount of effort (or the productivity of workers), 
then the supply of labour to the jobs affected will shift outwards, as shown in 
Figure A2 (S→S’). The outward shift in the supply of labour produces a new 

                                                                                                                                   
(35) It is assumed, for the moment, that the prior knowledge required for the receipt of specific 

training is embodied in existing employees and cannot be imparted to new recruits. 

(36) It is clear that the value that employers place on the trained employees (willingness to pay) not 
only must be more than the costs of training (other things equal), but, also, if the enterprise 
had to pay that much, would still enable it to operate more efficiently than without the training. 
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competitive market equilibrium at, e’’’, which, in the absence of a perfectly 
inelastic (vertical) demand for labour curve, will always be to the right of e. 

In this particular case, the effect on the employer surplus (which employers 
capture) is always non-negative (ae’’’w’’’*≥aew*). While the impact on employees 
through the operation of the market is to lower wages from w* to w’’’*, the effect 
on the employee’s surplus is also positive as c’e’’’w’’’*>c’eivwiv* (note 
c’eivwiv*=cew*). 

By accepting improvements to working conditions in a competitive labour 
market, current employees face a reduction in their wage rate w*-w’’’* (e.g. the 
‘compensating variation’ in wages (37) in a competitive labour market where 
working conditions have improved). Based on perceptions about what will 
 

Figure A2. Surpluses – Improvements in working conditions 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

                                                                                                                                   
(37) E.g. that dirtier, nastier, riskier jobs generally have a (positive) wage premium caused by the 

adverse effects of the nature of the work on labour supply (Sherwin, 1986). 
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happen at the market level, employees may be resistant to downward pressure 
on their wages (even though other things are not equal here, as the quality of 
working conditions are improving). Such a hypothesis dates back at least to 
Keynes’ (1936) work on the asymmetry between reactions to wage increases and 
reductions (see, e.g., Blinder and Choi, 1990). 

However, their surplus changes by the net amount, w’’’*e’’’eivwiv*, which 
compares with the change in employer surplus w*ee’’’w’’’*. Where the absolute 
slopes of the demand and supply curves are equal, the absolute and relative 
changes in surplus are identical for employees and employers, but where the 
absolute slopes differ, so generally will the absolute and relative outcomes for 
both groups. 
 
Labour surpluses with improved working conditions for current workers 
If improved working conditions are offered as a reward package that can only be 
accessed by existing workers, this restricts maximum employment to E*. The 
question arises as to why the employer would want to offer improved working 
conditions, where there is a cost to doing so: 
(a) at one extreme is an ‘altruistic response’: assuming the costs of the 

improvements are small, all of the benefit is offered to employees. In this 
case, wages are maintained at w* and the employee surplus increases from 
cew* to c’eivew* (note ceivwiv* = cew*). 

(b) at the other is a ‘surplus maximising’ employer goal: the employer feels that 
they can reduce the wage to wiv*, allowing the employer surplus to rise from 
aew* to aeeivwiv*. 

The question is whether such allocations would be viewed as acceptable by 
employers or employees. Several comments are in order: 
(a) employees might view wiv* as unacceptable because: 

of their natural tendency to resist reductions in wages and wage differentials 
(even though working conditions have improved); 
they are able to observe wage outcomes in equivalent competitive labour 
markets, where the outcome is a wage of w’’’* (>wiv*); 
the relative size of the employer to employee surplus increases from 
aew*/cew* to aeeivwiv*/c’eivwiv* (=aeeivwiv*/cew*); 

(b) employers might view w* as unacceptable because: 
they would want to recoup their expenditures on improvements in working 
conditions through some reduction in the wage rate below w*; 
they are able to observe competitive outcomes in other markets where the 
equivalent of the new working conditions prevail, in which wages are w’’’* 
(<w*); 
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the relative employee to employer surplus increases from cew*/aew* to 
c’eivew*/aew*. 

 
 
Combined role of training and improved working 
conditions 

 
Competitive market outcome 
Figure A3 shows the market outcome when the investment in training/HPW shifts 
both labour supply (S->S’’’) and labour demand (D->D’’’): in other words, it 
increases the productivity of workers, and thereby the demand for labour, at the 
same time that it improves the conditions of work, and thereby the supply of 
labour at any give wage. In this example, the outcome is simplified slightly by 
making the new equilibrium wage the same as the original wage, at level w* (e.g. 
the intersection of D’’’ and S’’’ occurs at ev, at the same height on the vertical 
axis); however, the new competitive market employment level (E’’’) is higher than 
the initial level (E). In this case, it can be seen that the surpluses are 
unequivocally higher for both employers and for employees (a’’evw*>aef and 
c’’evw*>cef respectively). 
 

Figure A3. Surpluses – Effects of training and improved working conditions 
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ANNEX 4 
Additional information relating to quantitative 
estimates 
 

 
 

Results for the control variables 
 
Following the discussion in Section 5.3.2 Table A1 includes: 
(a) regression 1 – country dummies (e.g. be, cz, ...), where the dummy for the 

UK is omitted as the base group; 
(b) regression 2 – sectoral dummies (e.g. sect2, sect3, ...), where the dummy 

for Sector 2 (e.g. mining and extraction) is omitted as the base group (and 
Sector 1 – agriculture, forestry and fisheries – is not covered in the survey); 

(c) regression 3 – occupation dummies (e.g. occup1, occup2, ...), where the 
dummy for occupation 9 (e.g. elementary occupations) is omitted as the 
base group; 

(d) regression 4 – enterprise size dummies (e.g. size2to4, size5to9, ...), where 
the dummy for the smallest size group (size1, on-person companies) is 
omitted as the base group; 

(e) regression 5 – employment status (e.g. empselfemp, empee, ...), where the 
dummy for self employment (38) without employees is omitted as the base 
group; 

(f) regression 6 – gender (e.g. males=1 and females=0). 

Not all of the coefficients in each variable set are significantly different from 
their own base group. In the case of the sectoral dummies, for example, many of 
these are insignificantly different from the base group, sect2 (see below). The 
insignificant ones do not add greatly to the explanatory power of the equation 
and, thus, neither the share of total variation explained by the model ( 2

R ) nor the 
F statistic may be improved by their inclusion. 

                                                                                                                                   
(38) Note that self employment and size1 might be expected to be highly correlated. 



The anatomy of the wider benefits of VET in the workplace 

 133

Table A1. Influences on work satisfaction – the base-line regressions/control variables 

1 2 3 4 5 6 
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(Constant) 1.640 0.000 1.682 0.000 1.783 0.000 1.664 0.000 1.613 0.000 1.587 0.000
be 0.095 0.009 0.077 0.033 0.072 0.044 0.093 0.009 0.099 0.005 0.099 0.006
cz 0.157 0.000 0.164 0.000 0.163 0.000 0.176 0.000 0.176 0.000 0.175 0.000
dk 0.144 0.196 0.129 0.241 0.102 0.349 0.134 0.218 0.136 0.211 0.135 0.214
de 0.443 0.000 0.419 0.000 0.397 0.000 0.419 0.000 0.422 0.000 0.423 0.000
ee 0.212 0.000 0.205 0.000 0.208 0.000 0.217 0.000 0.221 0.000 0.221 0.000
el -0.042 0.316 -0.035 0.391 -0.043 0.289 -0.047 0.250 -0.043 0.288 -0.043 0.292
es 0.525 0.000 0.508 0.000 0.500 0.000 0.508 0.000 0.506 0.000 0.509 0.000
fr 0.409 0.000 0.377 0.000 0.359 0.000 0.390 0.000 0.392 0.000 0.390 0.000
ie 0.312 0.000 0.305 0.000 0.305 0.000 0.325 0.000 0.324 0.000 0.325 0.000
it 0.333 0.000 0.343 0.000 0.332 0.000 0.345 0.000 0.348 0.000 0.348 0.000
cy 0.582 0.000 0.550 0.000 0.549 0.000 0.581 0.000 0.589 0.000 0.585 0.000
lv 0.540 0.000 0.511 0.000 0.500 0.000 0.519 0.000 0.520 0.000 0.521 0.000
lat 0.193 0.000 0.181 0.000 0.191 0.000 0.204 0.000 0.207 0.000 0.207 0.000
lu 0.441 0.000 0.427 0.000 0.424 0.000 0.460 0.000 0.475 0.000 0.474 0.000
hu 0.535 0.000 0.515 0.000 0.490 0.000 0.506 0.000 0.509 0.000 0.510 0.000
mt 0.259 0.099 0.288 0.064 0.284 0.065 0.290 0.059 0.294 0.054 0.293 0.055
nl 0.554 0.000 0.538 0.000 0.526 0.000 0.546 0.000 0.533 0.000 0.536 0.000
at 0.262 0.000 0.274 0.000 0.291 0.000 0.301 0.000 0.297 0.000 0.295 0.000
pl 0.301 0.075 0.283 0.091 0.257 0.120 0.287 0.082 0.288 0.080 0.284 0.085
pt 0.413 0.000 0.397 0.000 0.373 0.000 0.391 0.000 0.387 0.000 0.388 0.000
si 0.331 0.000 0.287 0.000 0.257 0.000 0.281 0.000 0.288 0.000 0.289 0.000
sk 0.258 0.000 0.260 0.000 0.250 0.000 0.251 0.000 0.251 0.000 0.250 0.000
fi 0.577 0.000 0.536 0.000 0.524 0.000 0.528 0.000 0.530 0.000 0.531 0.000
se 0.461 0.000 0.431 0.000 0.411 0.000 0.430 0.000 0.431 0.000 0.433 0.000
bg 0.064 0.155 0.079 0.077 0.067 0.127 0.088 0.045 0.087 0.047 0.086 0.049
hr 0.079 0.024 0.084 0.016 0.093 0.007 0.106 0.002 0.112 0.001 0.111 0.001
ro 0.578 0.000 0.535 0.000 0.518 0.000 0.543 0.000 0.537 0.000 0.538 0.000
tr 0.456 0.000 0.422 0.000 0.391 0.000 0.410 0.000 0.419 0.000 0.418 0.000
no 0.590 0.000 0.556 0.000 0.522 0.000 0.552 0.000 0.548 0.000 0.550 0.000
ch 0.702 0.000 0.671 0.000 0.658 0.000 0.700 0.000 0.708 0.000 0.702 0.000
sect3  0.074 0.177 0.078 0.154 0.093 0.087 0.078 0.152 0.086 0.115
sect4  0.149 0.006 0.137 0.012 0.154 0.005 0.137 0.012 0.156 0.004
sect5  0.032 0.566 0.043 0.446 0.065 0.249 0.047 0.407 0.052 0.362
sect6  0.105 0.073 0.146 0.013 0.144 0.014 0.122 0.038 0.125 0.034
sect7  0.113 0.040 0.106 0.055 0.106 0.056 0.089 0.107 0.089 0.106
sect8  0.038 0.519 0.109 0.063 0.104 0.076 0.090 0.125 0.092 0.117
sect9  0.013 0.802 0.043 0.431 0.034 0.532 0.013 0.816 0.012 0.822
sect10  0.142 0.019 0.137 0.025 0.162 0.008 0.152 0.012 0.154 0.011
sect11  -0.198 0.001 -0.131 0.023 -0.120 0.037 -0.139 0.016 -0.140 0.015
sect12  0.039 0.442 0.060 0.248 0.094 0.069 0.093 0.071 0.091 0.077
sect13  -0.035 0.529 -0.019 0.739 0.020 0.731 0.004 0.949 0.003 0.952
sect14  -0.089 0.105 -0.035 0.527 -0.010 0.855 -0.022 0.686 -0.019 0.729
sect15  -0.017 0.739 0.043 0.394 0.092 0.071 0.080 0.116 0.091 0.073
sect16  0.113 0.034 0.167 0.002 0.206 0.000 0.197 0.000 0.203 0.000
sect17  0.050 0.341 0.018 0.733 0.040 0.453 0.032 0.549 0.032 0.542
sect18  -0.043 0.460 0.034 0.560 0.040 0.488 0.016 0.784 0.018 0.754
sect19  -0.298 0.000 -0.165 0.003 -0.141 0.010 -0.165 0.002 -0.162 0.003
sect20  -0.197 0.001 -0.040 0.489 -0.023 0.696 -0.050 0.390 -0.048 0.408
sect21  -0.096 0.066 -0.004 0.936 0.038 0.471 0.026 0.626 0.032 0.544
sect22  -0.035 0.494 0.042 0.426 0.050 0.339 0.027 0.600 0.031 0.548
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sect23  -0.115 0.024 0.053 0.310 0.068 0.196 0.034 0.515 0.050 0.343
sect24  -0.055 0.281 0.079 0.131 0.100 0.055 0.076 0.145 0.093 0.074
sect25  0.034 0.660 0.037 0.629 0.060 0.436 0.031 0.681 0.030 0.698
sect26  -0.140 0.006 -0.073 0.153 -0.021 0.677 -0.037 0.470 -0.027 0.603
occup1   -0.300 0.000 -0.290 0.000 -0.221 0.000 -0.227 0.000
occup2   -0.318 0.000 -0.324 0.000 -0.303 0.000 -0.305 0.000
occup3   -0.248 0.000 -0.257 0.000 -0.244 0.000 -0.243 0.000
occup4   -0.158 0.000 -0.172 0.000 -0.171 0.000 -0.163 0.000
occup5   -0.136 0.000 -0.132 0.000 -0.130 0.000 -0.128 0.000
occup6   -0.106 0.081 -0.081 0.183 -0.048 0.430 -0.044 0.465
occup7   -0.076 0.000 -0.074 0.000 -0.064 0.001 -0.073 0.000
occup8   0.045 0.035 0.035 0.098 0.039 0.065 0.031 0.148
occup10   -0.088 0.101 -0.107 0.048 -0.100 0.062 -0.114 0.035
size2to4   -0.014 0.394 -0.008 0.655 -0.007 0.710
size5to9   0.076 0.000 0.050 0.011 0.050 0.011
size10to49   0.092 0.000 0.051 0.004 0.050 0.004
size50to99   0.116 0.000 0.073 0.000 0.073 0.000
size100to249   0.151 0.000 0.107 0.000 0.105 0.000
size250to499   0.169 0.000 0.122 0.000 0.121 0.000
size500over   0.134 0.000 0.088 0.000 0.085 0.000
empselfemp   -0.147 0.000 -0.150 0.000
empee   0.102 0.000 0.103 0.000
empother   0.164 0.001 0.166 0.001
gender    0.037 0.000

2
R  0.071  0.088 0.109 0.114 0.119  0.120 

F 66.0** 0.000 46.8** 0.000 50.5** 0.000 47.9** 0.000 48.2** 0.000 47.8** 0.000

Significance <10%  ≥10% ≥5% ≥1%   

 
 

Hazardous aspects of work 
 
Figure A4 sets out the results of the average count variable: for purposes of 
illustration, the results have been reordered, from 1=best to 7=worst possible 
outcomes. As the underlying variables (q10a-j) range from 1 to 7, so potentially 
does the estimated average value, although combinations of exposure to large 
numbers of hazards are not at all common. There is something of a discontinuity 
for the average value of unity, as a significant minority of jobs have no exposure 
to the any of the risks, but a declining and cumulatively significant number of 
employees are exposed to higher levels of risk. 
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Figure A4. Degree of hazard in work and the cumulative hazard 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

NB: Average hazard score across 10 types of hazard; 1=best and 7=worst. 

 
 
The second main route to constructing measures of the inherent 

hazardousness of jobs is to apply principal component analysis, Table A2. Doing 
so results in two significant components with clearly different features. While the 
weights in component 1 differ by about a factor of two (compare q10a/b with 
q10j), they are all positive, placing greatest emphasis on vibrations, noise and 
fumes in particular. It is difficult to be certain what types of work would be linked 
to this component, but construction activities seem a likely job type. 
Component 2, however, has negative weights for these components in particular, 
but positive weights for exposure to various chemicals and radiation. Again, it is 
difficult to be certain, but jobs in the chemicals, nuclear and health sectors seem 
likely to be associated with this component. 
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Table A2. Work hazards, principal component analysis (39)   

Component 
 

Are you exposed at work to:  1 2 
q10a vibrations from hand tools, machinery, etc.? 0.717 -0.282
q10b noise so loud that you would have to raise your voice to talk to people? 0.738 -0.340
q10c high temperatures which make you perspire even when not working? 0.682 -0.265
q10d low temperatures whether indoors or outdoors? 0.585 -0.350
q10e breathing in smoke, fumes, powder or dust etc.? 0.763 -0.085
q10f breathing in vapours such as solvents and thinners? 0.716 0.308
q10g handling or being in skin contact with chemical products or substances? 0.619 0.500
q10h radiation such as X rays, radioactive radiation, welding light, laser beams? 0.454 0.376
q10i tobacco smoke from other people? 0.439 -0.044
q10j handling or being in direct contact with materials which can be infectious? 0.352 0.629

 
 

Other difficulties of work 
 
To check the impact of difficult working conditions, the analysis initially includes a 
simple average count variable based on the results of all sections of question 11 
(e.g. as if greater involvement with every dimension covered in question 11 is 
associated with a ‘difficulty’ likely to have a negative impact on the employees’ 
satisfaction with their working conditions). For each of the parts of the question, 
the hypothesis is that values closer to unity (they experience that dimension all 
the time) have a negative effect on well-being and values closer to 7 (they never 
experience that dimension) have a positive impact on well-being, Table A3. For 
completeness, Figure A5 outlines the distribution of the constructed average 
count variable (in this case, low values indicate that the individual experiences 
these dimensions all the time and high values that they rarely experience these 
dimensions). 

                                                                                                                                   
(39) E.g. with Eigen values greater than unity, the normally accepted cut off point. 
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Table A3. Hazardous and unsocial aspect of working, and worker satisfaction 

1 2 3 4 5 6 7 
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hazval1 -0.165 0.000 -0.149 0.000  
hazval2  -0.046 0.000 0.060 0.000  
hazval21  -0.111 0.000  
hazval1A  -0.024 0.000 -0.015 0.000 -0.016 0.000 -0.016 0.000 -0.016 0.000 
hazval1B  0.018 0.000 0.017 0.000 0.015 0.000 0.015 0.000 0.014 0.000 
hazval2A  -0.016 0.000 -0.016 0.000 -0.016 0.000 
hazval2B  0.011 0.000 0.011 0.000 0.012 0.000 
hazval2C  -0.005 0.069 -0.004 0.120 -0.004 0.094 
hazval2D  0.013 0.000 0.014 0.000 0.015 0.000 
hazval2E  -0.032 0.000 -0.032 0.000 -0.033 0.000 
unsoctime1  0.006 0.000 0.007 0.000 
unsoctime1A  -0.011 0.000 -0.012 0.000 
unsochrs  0.003 0.000 

2
R  0.148 0.149 0.147 0.161 0.161 0.165 0.167  
F 59.1 0.000 58.9 0.000 55.9 0.000 60.5 0.000 58.0 0.000 57.3 0.000 57.2 0.000 
Significance  <10%  ≥10%  ≥5%    ≥1%     

NB: control variables set out in Table A1. 
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Figure A5.  Extent of potential difficulties with work and the cumulative ‘hazard’ 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 

NB:  The ordering in this diagram is derived directly from the coding in the questionnaire, such that 1=all 
the time and 7=never; the figure shows the distribution of individuals (e.g. percentage of all 
individuals) across the range 1 to 7. 

 
Principal component analysis suggests that the underlying latent variables 

associated with question 11 may be more complex than the simple dichotomy 
suggested by the role of hazval21. Table A4 demonstrates that there are now five 
significant components isolated by the factor analysis: 
(a) the first component largely deals with the dichotomy outlined above (and 

accounted for in hazval21), showing positive weights for q11a-e, but also a 
positive and similar weight for q11m (e.g. wearing personal protective 
clothing or equipment). In Table A3, column 5, it can be seen that this 
component (hazval2A) has a significant negative value, consistent with the 
earlier finding with respect to hazval21; 

(b) the second component from Table A4 seems to place considerable 
emphasis on teleworking, homeworking and working from places other than 
the individual’s home or company premises (working at the company 
premises is given a negative weight in this component). The effect on the 
reported satisfaction with the working conditions of employees (hazval2A) is 
positive: greater involvement with work outside of the firm organisation 
appears to improve employee satisfaction; 

(c) component 3 from Table A4 tends to emphasise working at the employee’s 
company or organisation (working at home is associated with two relatively 
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small positive weights, while working in a place other than home or the 
employer’s premises has a relatively large negative weight, the only negative 
weight in component 3). There also appears to be some evidence of 
computer-related working in this component (see the weights for q11e, k and 
l in particular). The effect of more intensive association with these activities 
is to lower employee satisfaction with their working conditions (see the 
coefficient on hazval2C in column 5 of Table A3, although the coefficient is 
only significant at the 10% level); 

(d) component 4 in Table A4 appears particularly linked to intensive lifting and 
handling of people and dealing with people who are not other employees 
(e.g. customers, patients, etc.); many of the other dimensions have 
coefficients of the opposite sign. Examination of the results in Table A3 
(column 5, hazval2D) suggest that individuals who are dealing with ‘the 
public’, even where this involves lifting or moving people, are likely to report 
higher satisfaction with their working conditions; 

(e) component 5 from Table A4 appears to be related to a group of individuals 
who are involved with computers away from both their employer’s premises 
and their home, who experience lower levels of satisfaction with their 
working conditions (e.g. the coefficient on hazval2E, column 5 of Table A3).  

Table A4. Other potential difficulties with working conditions, principal 
component analysis 

Component 
 Does your job involve: 

1 2 3 4 5 
q11a tiring or painful positions? 0.601 0.267 0.309 -0.195 0.201 
q11b lifting or moving people? 0.228 0.312 0.134 0.482 -0.261 
q11c carrying or moving heavy loads? 0.667 0.272 0.167 -0.043 0.130 
q11d standing or walking? 0.663 0.100 0.247 0.221 -0.150 
q11e repetitive hand or arm movements? 0.479 0.109 0.447 -0.325 0.219 

q11f working at company/organisation 
premise? -0.135 -0.384 0.705 0.231 -0.106 

q11g teleworking from home with a PC? -0.342 0.615 0.162 -0.209 -0.351 
q11h working at home, excluding telework? -0.296 0.587 0.071 -0.121 -0.508 

q11i 
working in places other than 
home/company/ organisation premises, 
e.g. client's premises, on the road? 

0.160 0.613 -0.444 -0.035 0.373 

q11j dealing directly with people who are not 
employees at your workplace? -0.134 0.368 0.014 0.724 0.299 

q11k working with computers: PCs, network, 
mainframe? -0.758 0.148 0.372 -0.052 0.320 

q11l using internet/email for professional 
purposes? -0.747 0.245 0.345 -0.076 0.289 

q11m wearing personal protective clothing or 
equipment? 0.541 0.089 0.148 -0.043 0.000 
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Unsocial times and hours of work 
 
The five dimensions of unsocial working times are reduced using factor analysis 
into two principal components, as shown in Table A5. The first component 
applies a roughly equal weighting across all potentially unsocial times of work. 
The second appears to make a distinction between weekend working, to which it 
attaches a negative weight, and other forms of unsocial times. 

Table A5. Unsocial times of work, principal component analysis 

Component  Normally, how many times a month do you work: 
1 2 

q14a   at night, for at least 2 hours? 0.609 0.461 
q14b in the evening, for at least 2 hours? 0.711 0.408 
q14c  on Sundays? 0.686 -0.479 
q14d  on Saturdays? 0.638 -0.592 
q14e  more than 10 hours a day? 0.546 0.247 

 
Unsocial length of work is represented by the hours worked in the main job. 

This was initially tested in the employee satisfaction regression by estimating 
separate coefficients for each band of hours worked, as shown in Figure A6 (the 
lowest number of hours worked, up to four per week, was dropped as the base 
group). The results show clearly, that longer hours of work per week are 
associated with lower levels of employee satisfaction with regard to their working 
conditions. While the resulting coefficients are not monotonically increasing, the 
general trend was upwards. Hence, the categorical hours variable was replaced 
by a continuous variable (unsochrs), the results for which are shown in column 6 
of Table A2. 

Figure A6. Unsocial hours of work 
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ANNEX 5 
Details of the case studies 
 
 
 
The selection of sectors is outlined in Table A6. 

Table A6. Selection of case studies 

Sector Skill Level 
Manufacturing Service 

Relatively high skills (e.g. high demand for third 
level or intermediate level skills) in the workplace 

Automotive 
manufacturing Accountancy 

Relatively high demand for lower level skills in the 
workplace 

Food and drink 
manufacture Hospitality 

 
The case study selection includes countries which exhibit varying 

approaches to VET and the organisation of employment relations according to: 
(a) the prominence of the market in determining skill provision;  
(b) collectivised versus individualised employment relations. 

The selection of countries is shown in Table A7. 

Table A7. Selection of case studies 

Country 
VET System 

High skill Low skill 

Collectivised approaches Germany/France, Ireland* Spain/Portugal 

Market dominant approaches UK Poland/Czech Republic 

* Ireland is an interesting example: its approach to employment relations and training has become more 
collectivised over recent years at the same as its skill profile increased. 

 
Combining the selection criteria presented in Tables A6 and A7 provides a 

case study selection grid as outlined in Table A8.  
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Table A8. Case study selection 

Country Sector 
High skill Low skill 

Service sector 
Germany (3 cases) 

UK (3 cases) 
Ireland (2 cases) 

Portugal (2 cases) 
Spain (2 cases) 

Manufacturing 
Germany (3 cases) 
France (3 cases) 

UK (3 cases) 

Poland (2 cases) 
Czech Republic (2 cases) 

 
The case studies are of workplaces which have invested in either IVET or 

CVET to identify how this results in a range of social returns for the employer 
and, in aggregate, for the sector. This is a complex process since it needs to 
disentangle the impact of negotiations over pay and working conditions that might 
be taking place simultaneously with investments in VET and which, depending 
upon their success, may be a source of dissatisfaction for employees. The case 
study analysis allows identification of the extent to which investments in VET 
allow for changes in work organisation – that bring about job enrichment – 
resulting in material improvement in the job content of individual workers or the 
general work environment. 

The case studies have been designed to identify the extent to which the 
workplace feels that it has achieved a range of social benefits for its employees 
and then to find out whether the learning and training the workplace has provided 
has contributed to the realisation of those benefits. The social benefits which the 
employer claims are in place may not derive from the training provided. Research 
literature, however, indicates that social gains are often necessary for financial 
gains to be obtained from training, and that relatively strong financial 
performance is dependent on employers having appropriate ‘bundles’ of human 
resource and product market strategies. The benefits of training can be transitory 
and wear-off quite quickly if they do not result in modification to the employee’s 
day-to-day job, but they can be long-lasting where significant and substantial 
changes have been made. 

Details of the types of training undertaken in the case study establishments 
and the impact of the training is provided in Table A9. 
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Table A9. Training, working conditions and the benefit to the employer 

Case study 
organisation Type of training Impact on workforce Benefits to company 

Hospitality 

UK 
Hotel 

CVET: management and supervisory training 
to improve various aspects of the hotel’s 
performance according to a range of key 
performance indicators  

Generally responded well to being trained 
and the possibilities this provided for career 
progression 

Difficult to gauge from key performance 
indicators data, but company justified 
training investments with respect to 
continually improving how they went about 
their business 

ES 
Hotel CVET: general training programme as above Improved motivation of staff reflecting greater 

satisfaction with their jobs 

Lower recruitment costs, improved 
adaptability of staff to the demands of the 
market 

IE 
Hotel 

IVET and CVET: general training programme 
as above 

Welcome signal that the company was 
investing in its workforce which suggested a 
degree of future security in a difficult market 

More flexibility across the hotel chain with 
people able to move between hotels in the 
chain, reduced recruitment costs, 
continuous improvement of the service 

PT 
Hotel 

IVET: large trainee programme (lasts 1 -6 
months);  
CVET: for all occupations with the aim of 
upgrading skills but also strengthening the 
employee’s commitment to company values 

The training impressed upon the workforce 
the need to provide the hotel’s customers 
with a high level of service. 

(1) Improvements to the quality of service to 
the customer; (2) improvements to the 
company’s financial performance; (3) 
increased employee motivation; (4) creates 
a stock of skills for the future development 
of the company; (5) reduced recruitment 
costs 

PT 
Catering 
provider 

IVET: small-scale trainee programme for 
university graduates  
CVET: training and professional 
development is limited to food, hygiene and 
safety training for manual workers. 

A recent job satisfaction survey showed high 
job satisfaction levels but there is a high rate 
of labour turnover. 

The intention is to address the skills of the 
workforce in the future, but for now training 
activities are limited.  
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Case study 
organisation Type of training Impact on workforce Benefits to company 

Automotive 

UK 
Automotive 1 

IVET: apprenticeships in car vehicle 
maintenance 

Apprenticeship places were highly sought 
after. The training course instils in trainees 
the importance of delivering a high quality 
service which reinforces the apprentices’ 
pride at being selected for the 
apprenticeship. 

Provision of a high quality service to 
customers, which reinforces the image of 
the brand. 

UK 
Automotive 2 

CVET: introduction of a management 
development course to alter the approach of 
managers to the business 

Had allowed managers to reassess 
completely how they went about their 
business and their effectiveness. Initial 
results for some managers were 
uncomfortable but confidence in their own 
ability grew 

Need to improve quality standards in a 
brand which was coming under market 
pressure 

DE 
Automotive 1 

IVET: large apprenticeship programme 
(duration 3 -3.5 years) 
CVET: broad supply of general and specific 
training courses 

High standard of IVET brings about strong 
commitment to the company, motivation of 
the apprentices increases (proud of being 
part of the successful company) 

IVET ensures the future supply of qualified 
staff; CVET is essential to update  employee 
skills, especially given the pace of technical 
change. 

DE 
Automotive 2 As above in DE – Automotive 1 Employees appreciate the opportunity of 

internal careers 

IVET ensures the future supply of qualified 
staff and increases public image; VET 
essential to stay competitive and reduces 
recruitment costs 

DE 
Automotive 3 As above in DE – Automotive 1 

Provided the workforce with the skills to 
develop a career within the company. 
According to in-house surveys, satisfaction 
with CVET is high among the workforce.  

IVET ensures the future supply of qualified 
staff and increases flexibility within the 
company. 

FR 
Automotive 1 

Continuous CVET for employees, based on 
annual appraisal 

Continuous development of employee skills 
linked to promotion opportunities 

More effective communication across the 
company contributes to requirement to 
make constant efficiency gains 

FR 
Automotive 2 

Company gives all employees a right to train 
– linked to annual appraisal system 

Central to the company’s operation is a 
social contract with employees which relates 
to the quality of work, work-life balance, and 
the opportunity to develop careers via 
training. 

Employees are trained to ensure that they 
can develop their careers within their 
occupational group. This creates an 
increased stock of skills which the company 
can use. 
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Case study 
organisation Type of training Impact on workforce Benefits to company 

Accountancy 

UK 
Accountants 

IVET: attempt to gain a competitive 
advantage in the recruitment market through 
the use of innovative approach to 
professional development 

Opportunity to experience a wider range of 
activities than would be usual in a large 
accounting practice 

Able to obtain the quality of graduate 
recruits the company wanted in competition 
with large accountancy practices 

UK 
Accountant 

IVET: provision of professional training in 
return for which trainees undertook audit 
work 

There were limited prospects for promotion, 
but trainees acquired the skills to develop a 
career in the external labour market. 

Allowed auditing work to be carried out at a 
competitive price 

IE 
Accountants 

IVET/CVET: provision of rigorous pre-
qualification training which leads on to a 
career development path leading to partner 
level 

Opportunity to develop a career with a large 
accountancy practice and the opportunity to 
specialise as appropriate 

Able to recruit a standard of graduate and 
then to develop them in a way which 
maintains the organisation’s 
competitiveness in the marketplace across 
Europe 

DE 
Accountancy 1 

CVET: in Germany 40 hours of professional 
training per accountant and year are 
obligatory. Provision of a career development 
path leading to partner level  
IVET: trainee programme available 

Workforce appreciates opportunity to 
develop their skills and further their career 
within the company. CVET increases 
motivation and employees have the 
opportunity to build professional networks 
during training. 

Necessary to stay competitive and to defend 
market share; Important for image of a 
company which invests a high amount in its 
employees; important to maintain quality of 
service provided to clients. 

DE 
Accountancy 2 CVET/IVET as above in DE – Accountancy 1 

Low labour turnover rate due to career 
opportunities available within the company. 
Workforce appreciates opportunity to 
develop their skills and career within the 
company. 

Essential to ensure the high standard of 
professional service to clients. Provision of 
training important to attract high quality 
trainees/graduates.  

DE 
Accountancy 3 CVET/IVET as above in DE – Accountancy 1 

CVET necessary to develop an internal 
career, especially so as employees are 
required to specialise. This also allows 
employees to take on a wider set of 
interesting tasks as they develop their 
careers. 

CVET is necessary to survive in the market 
and provide a high standard of professional 
service to clients 
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Case study 
organisation Type of training Impact on workforce Benefits to company 

Food Manufacturing 

UK 
Food 

manufacturer 

IVET/CVET: developing opportunities for a 
workforce where there is limited scope for 
promotion due to low labour turnover in a 
rural area 

Opportunity to develop new skills and deploy 
these in the workplace – reports that it had 
resulted in increased worker motivation 

To avoid stagnation in the workforce and 
ensure that they retain a high level of 
commitment to the company’s goals. Less 
machine downtime 

FR 
Food 

manufacturer 

Continuing professionalisation of the 
workforce with increased numbers of people 
trained each year (CVET) 

Employee survey demonstrates that those 
who received training reported improved 
satisfaction with job on several indicators 

Increased workforce flexibility, which allows 
company to adapt to changing market 
developments 

PL 
Food 

manufacturer 1 

Importance of training increased in recent 
years.  
IVET: 2009 the first apprenticeship 
programme started at company with 16 
apprentices.  
CVET: courses to optimise production; ‘train 
the trainer’ very important  

CVET generally increases commitment of 
workforce. However, some older employees 
are not interested in CVET. There are 
problems of labour turnover which persist. 

CVET important to increase knowledge 
transfer due to an aging workforce that will 
leave the company in a few years. 

PL 
Food 

manufacturer 2 

Company is still developing a corporate 
human resource strategy. Training of 
shopfloor workers limited with recruitment of 
fully experienced workers being preferred to 
training.  

In general, training motivates employees but 
the extent of the effectiveness depends on 
the frequency of training. 
Success of training is strongly linked to the 
training needs of the employees. 

The investments in training were reduced in 
2009. CVET is planned to be expanded this 
year. CVET is not yet considered to be 
important for the company’s performance. 

CZ 
Food 

manufacturer 

CVET: mainly for management and sales 
department. Employees on the production 
line mainly receive health and safety training  
IVET: small trainee programme 

Training increases job satisfaction as it 
enables employees to do their work in a 
better way, but the overall level of training 
provision is currently small-scale. 

Though training is limited the company 
recognises that training is of critical 
importance to improved organisational 
performance. The company wants to 
establish a more structured continuing 
training programme in the near future. 

CZ 
Drink 

manufacturer 

CVET: several training courses 
IVET: Global Management Trainee 
Programme for talented graduates 

The motivation of employees is positively 
influenced by the career opportunities 
available to them. According to employee 
engagement survey, training measures are 
evaluated very positively by the workforce. 

CVET seen as key element of business 
success; important for product quality 
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List of abbreviations 
 
 
 

CVET continuing vocational education and training 
CVTS continuing vocational training survey 
EWCS European working conditions survey 
EWLBS European survey on work-life balance 
EWCS European working conditions survey 
HPW high performance working 
HPWP  high performance work practices  
IVET  initial vocational education and training 
VET  vocational education and training 
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