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Chapter１:TheWorldofWork

Broadly,thisbookisabouttheworldofworkandeverythingthat
hastodowithwhathappensinsocietyasitrelatestowork．Giventhis
broadtopic,manypageswouldhavetobewrittentodojusticetothe
worldofwork．Asaresult,thisbookdoesnotaimtocoverwhatthe
worldofworkmeans．Instead,itsaimistotakeanempiricalapproach
andexaminewaysthatcanbeusedtoempiricallyunderstandcertain
topicsintheworldofwork．Withintheworldofwork,theemployment
relationshipcanbedefinedasanyissueorsituationrelatedtowork．
Similarly,therearemanyaspectsoftheemploymentrelationshipwhich
canbecovered,howeveritwouldbetooextensivetocoverallofthese
broadissuesinthisbook．Instead,thisbookaimstotakeadeepexamiＧ
nationofspecificissuesbyprovidingempiricalevidencetosupplement
thetheoriesthathavebeenwrittenintheemploymentrelationshipdoＧ
main．ThemajorityofthedataistakenfromStatisticsCanada,proviＧ
dingadatasourcehighinvalidityandrepresentativeinnatureofcertain
populationsinCanada．Inthisbook,Iexaminefirstthetopicoftraining
infirmsintheemploymentrelationship．Ithenmoveontoexplorethe
impactofalabormarketexperienceontheemploymentoutcomesof
youthsusingaquasi－naturalexperimentthathasoccurredintheWestＧ
ernprovinceofCanada．ThenextchaptertakesabriefbutuniqueexamＧ
inationoftheindustrialrelationshipatmosphereinCanadabyexploring
theantecedentsofthedurationoftheunioncontract．Mostprevious
studiesinthisveinhaveexaminedtopicssuchasbargainingandbargainＧ
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ingoutcomesstemmingfromtheindustrialrelationshipcontractbeＧ
tweenunionsandfirms．Thischaptertakesaratheruniqueperspective
byexaminingwhataffectsthelengthofthisunioncontract．AfterexamＧ
iningthisrelationship,Ithenexplorethetimeinunemploymentandits
subsequentimpactontheoutcomesofindividuals．Whilemoststudies
havefocusedonthenegativeimpactsofunemployment,thisstudyfocuＧ
sesonwhetherunemploymentcanprovidetheindividualwithanewvoＧ
cationalperspectiveallowingthemtimetorethinktheirplaceinthe
workenvironmentandthenentertheworkplacewitharefreshedperＧ
spectivetogainabettercareer．Finally,thelasttopicreturnstothe
trainingarena,butexploresthesecondaryaspectsoftrainingtotheexＧ
tentthatitenhancestheoccupationalhealthandsafetyoftheindividual．

Incompilingthechaptersofthisbook,theintentistoprovideadeＧ
tailedperspectiveontheemploymentrelationshipthroughtheexploraＧ
tionofrelationshipsthataresomewhatuniqueandhavenotbeenfully
investigatedintheliteraturerelatedtowork．ThisbookismeanttoproＧ
videaninterestingperspectiveontherelationshipsthatoccurinthe
workplace,particularlyfocusedontraining．BasedonhumancapitaltheＧ
ory,thisbooktakestheperspectivethateverythingthatoccursinthe
lifeofanindividualcontributestothehumancapitaloftheindividual
andcanpositivelyinfluencefutureoutcomes．Forexample,volunteering
experience,trainingandunemploymentcanaddtotheaccumulationof
humancapitaloftheindividualandbeassociatedwithagainintheinＧ
comeorcareerprospectoftheindividual．Itisthehopethatthisbook
providesaninteresttothecomplexrelationshipsandcomplexeffectsof
whatthemajorityofpeoplewillspendthemajorityoftheirlivesdoing
－ working．Assuch,thisbookisintendedtobeatasteorapreviewof
theimportanceofseriouslyexaminingtherelationshipsthatoccurat
work．Itismeanttoprovidethereaderswithapreliminaryoutlookon
topicsthatareinterestingwhentheemploymentrelationshipisexplored
indetail．Byprovidingempiricaldataandempiricalanalysis,thisbook
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movesbeyondthetheorytohelpunderstandwhethertheoreticalpredicＧ
tionsareaccurateandhowdatacanandshouldbeusedinordertofurＧ
therexploreandexaminetheknowledgeandthepredictionsthatis
sometimestakenforgranted．OnefinalpurposeofthisbookistoproＧ
videreaderswithatasteforansweringquestionsofinterestandtrying
toprovequestionsthathavebeenforemostininquisitiveminds．ItisimＧ
portanttoneverlettheinquisitionofthemindtobefrozenintime,but
inanywaypossibletoexplorethequestionsthatareofinterestandfind
realrelationshipsandprovethemtothefullestmannerpossible．

Thefirstchapterinthisbookfocusesonthequestionoftraining
anditsimpactontheemploymentdecisionoftheindividual．MorespeＧ
cifically,thischapterexaminestherelationshipbetweenthetypesof
trainingreceivedbyemployeesanditsimpactontheirdecisiontoleave
foranotherjob．Whilehumancapitaltheoryclearlyseparatestraining
intotwoseparatetypes－generalandfirm－specificandhasclearpreＧ
dictionsforeachtypeoftraining,therealityisthattrainingcannotbe
dividedintothesetwotypessoclearly．Inaddition,fromthepsychologiＧ
calliterature,itisclearthatsomeofthepredictionsofhumancapital
theoryareviolatedandthatoppositepredictionsastotheturnoverbeＧ
haviorofemployeesarepredictedusingapsychologicaltheoreticalbasis．
GiventhedivergentnatureofthehumancapitaltheoryandpsychologiＧ
caltheory,itisultimatelyanempiricalexercisewhichcanshedlight
underwhichconditionsthesetheoriesareaccurate．Usinganationally
representativedatasetinCanada,thisstudyusescomplexempirical
techniquestoestimatetheaveragetreatmenteffectsoftrainingthatinＧ
dicatethatindividualswhotookcoursetraining were morelikelyto
leavethecurrentfirmforanotherorganization．Conversely,individuals
whoundertookinstitutionaltrainingweremorelikelytostaywiththe
currentfirm．Theseestimatesprovideevidencethatthetypeoftraining
hasadifferentialimpactonwhetheremployeeschoosetoremainwitha
firmorleaveforanotherjob．Theresultshighlighttheimportanceof
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examiningthetypeoftrainingprovidedtotheemployeeinordertoaＧ
voidunwantedturnover．

Thesecondchapterextendstheworkinthepreviouschapterand
realizethelimitationstotheworkdoneinthepreviouschapter．AsareＧ
sult,ittriestoanswerthesamequestionastowhathappenstoanemＧ
ployeeaftertheyreceivetrainingfromthefirm．Specifically,theaimof
thischapteristouseadifferentdatasetrepresentingdifferentpeoplein
Canadatoexploretheeffectsofafirm＇sinvestmentinhumancapitaland
thefactorsthatdetermineanindividualwillvoluntarilyleavethefirm
afterreceivingthisinvestment．Whilethepreviouschapter＇saim wasto
focusonwhetherdifferenttypesoftrainingleadstoturnoverbehavior,

theaimofthischapteristoexplorethespecificfactorsthatareassociatＧ
edwithanindividualleavingthefirm．Thesefactorsarecategorizedin
termsofindividual,job,firmandtrainingspecificcharacteristics．The
findingsindicatethatthecharacteristicsthatdetermineanindividual
willleavethefirmaftertrainingareverydifferentformalesandfeＧ
males．Femalesareprimarilyinfluencedbyjobspecificcharacteristics．
Conversely,malesareinfluencedbytheirownindividualspecificcharacＧ
teristics．Thepaperalsofindsthatfirmspecifictraining,morecourses
andshortertrainingduration,hasapositiveimpactonthelikelihood
thatanindividualwillstaywiththefirmforbothmalesandfemales．
Thesefindingsdifferfromthatofthepreviousempiricalliterature．The
previousliteraturehasindicatedthatafirmshouldfocusonproviding
trainingtocertaingroupsofindividuals．Thesefindingsindicaterather
thatfirmsshouldfocusonprovidingtrainingunderspecificfirm－conＧ
trollablecircumstancesinordertomaximizethefirm＇sreturnontrainＧ
inginvestmentwhichprovidesevidenceforthehumancapitaltheory．

ThethirdchaptermovesawayfromthediscussionintheemployＧ
mentrelationshipsurroundinghumancapitalaccumulationandevenhuＧ
mancapitalitself．Insteaditturnstoamoreinstitutionalperspectiveon
theemploymentrelationshipbyexaminingtheunionasarepresentative
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ofemployeesinfirmsasopposedtotheemployeethemselves．ItisimＧ
portantinastudyoftheemploymentrelationshiptonotignorethisinＧ
stitutionwhichactsastheagentformanyemployeesintheworkplace．
Asaresult,thisnextchapterdelvesintotheunionanditsroleinthe
employmentrelationship．Whilemanybookshavebeenwrittenonthis
topic,thischaptertakesadifferentoutlookontheindustrialrelations
perspective．Insteadofstatingwhatunionsdo,thisstudyexploresan
interestingfactor,giventhatastherepresentativeofemployeesinthe
workplace,oneofthemajorfunctionsoftheunionistonegotiatethe
employmentcontractwiththeemployer．ThereisavastliteratureexＧ
amininghowthisnegotiationtakesplaceandtheoutcomesofsuchnegoＧ
tiation．However,thenegotiationoutcomeintermsofcontractduration
hasnotbeenexploredfullyinthepast．Ascontractdurationrepresents
peaceandstabilityintheindustrialrelationshipbetweentheunionand
theemployer,itisanimportantconcepttobeexaminedintheemployＧ
mentrelationship．Asaresult,thischapterexploresthefactorswhich
influencecontractduration．Boththeexternalenvironmentintheform
ofriskanduncertaintyandtransactioncostshasasignificantimpacton
contractduration．Inaddition,bargainingpoweronamacrolevelalso
hastheexpectedimpactoncontractduration．Theresultsinthisstudy
aregenerallyconsistentwiththepreviousliterature．However,itisalso
importanttoexaminethebargainingpowerthatexistsintherelationＧ
shipbetweentheunionandtheemployeronamicro－level．Another
importantfactorimpactingcontractdurationisthenegotiationrelationＧ
shipbetweenthesetwoparties．Whenthesefactorsareexamined,the
resultsaresomewhatsurprising．Ingeneral,ifthereisanimbalancein
thebargainingpower(asindicatedbywages),thenthepartyholding
thepowerimbalancewillcontinuetousethepowertonegotiateaconＧ
tractoflongerduration．NegotiationsthattakelongerandaremoreanＧ
tagonisticusuallyendupinlongercontractdurations．ThisresultindiＧ
catesthatthetransactioncostsassociatedwithworkstoppagesmaybe
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animportantfactorindeterminingcontractlength
Thefourthchapterreturnstoamicro－perspectiveandexamines

theresultsofunemploymentontheoutcomesoftheseindividuals．
Whilemuchhasbeenwrittenandstudiedintermsofemployeesand
firms,therehasbeenmuchlessliteratureexaminingwhathappensto
individualswhentheyareoutofwork．WhileunemploymentisanunforＧ
tunateoccurrence,thegovernmentinCanadadoesprovidefinancialsupＧ
portforindividualswhoareunemployedinmostinstances．ThisfinanＧ
cialcommitmentbythegovernmenttoeasethefinancialpaininbeing
unemployedcanactasamechanismtoalsoincreasetheabilityoftheinＧ
dividualtofindajobthatfitsratherthantojustfindanyjobwhichis
beneficialtoboththeindividualandthefirm．Ifthisisthecase,then
thefinancialresourcesthatthegovernmentputsintounemploymentinＧ
surancecarriesmuchgreaterreturnsthanjustbeingabletosupportthe
individualthroughthisdifficulttime．However,iftheindividualisunaＧ
bletofindabetterjobordoesnothaveintentionstothiseffectandasa
result,increasesthereservationwageandusestheunemploymentinＧ
comefromthegovernmentasanexcusetoincreasetheleisuretimeof
theindividual,thentheuseoftheunemploymentincomeiswasted．
ThischapterexaminestheimpactofdurationofunemploymentandunＧ
employmentincomeontheoccupationaladvancementofindividuals．InＧ
steadofexaminingmoretraditionaloutcomessuchaswages,thischapＧ
terexplorestheoccupationaladvancementofindividualswhichcaptures
futureearningopportunities．Usinganationallyrepresentativesurveyin
Canada,theresultsindicatethatthereisnolinearimpactofunemployＧ
mentdurationonoccupationaladvancement．However,whenthenon－
linearityoftherelationshipisexamined,theestimatesindicatethatinＧ
dividualswhoareunemployedforaperiodof１０to１２monthsadvance
occupationally．TheunemploymentincomeresultsindicatethatindividＧ
ualswhoreceivemoreemploymentinsurancebenefitsbecomere－emＧ
ployedinoccupationsoflessstatus．Individualswhoareabletosustain

６此为试读,需要完整PDF请访问: www.ertongbook.com
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themselvesfinanciallyforaperiodoftimeareabletoremarkettheir
skillsandfindre－employmentinajobofsignificantlyhigheroccupaＧ
tionalstatus．

Thefifthchapterreturnstothetopicoftrainingbutitcombinesit
withliteratureontheimportanceofworkplacehealthandsafety．Inthe
worldofwork,oneoftheobligationsthathavebeenwrittenintotheleＧ
galsystemofmostcountriesisthatemployershaveadutytokeepemＧ
ployeessafeatworkandnotrequirethemtoundertakesomedutythat
islikelytoimpacttheirhealth．Insomecases,employershavebeen
suedbytheiremployeesandhaveneededtoprovidesignificantcompenＧ
sationforthedamagedonetothehealthofindividualsincertainworkＧ
placeenvironments．Onanotherlevel,intheworldofworkmanyemＧ
ployeesspendthemajorityoftheirwakinghoursworkingfortheemＧ
ployer．Astheworkplaceandfinancesbecomeamoreimportantfactor
insociety,workersarespendingmoreandmoretimeatwork．Evenin
anofficesettingthiscanbehazardoustothehealthofindividualsleadＧ
ingtochronicillnessessuchasbackpain．Inaddition,theincreasedaＧ
mountoftimespentintheworkplacecanalsoleadtoalackofexercise
andunhealthysnacking．Employershaverealizedtheimportanceof
keepingworkershealthyasbothselfishlyaneedtoprotecttheirinvestＧ
mentandmaybealtruisticallyawaytomakesocietybetterbymaintain
thehealthoftheiremployees．Employeeslearntobehealthythrough
activitybutalsothroughthereceiptofinformationandpossiblethrough
varioustrainingprogramsthattheyattend．Evenifthetrainingprogram
isunrelatedtohealthandsafety,beinginasocialenvironmentwith
otherpeopleandparticipatinginaninstructionalgroupsettingcanposiＧ
tivelyleadtobehaviorswhichemphasizetheimportanceofoccupational
healthandsafety．Inthepreviousliterature,thepossiblepositiveexterＧ
nalitiesoftraininghavegenerallybeenignored．Theresultsofthispaper
indicatethattheremaybesomepositiveexternalitiesoftrainingasitreＧ
latestotheactualhealthoutcomesofindividualswhoreceivetheworkＧ
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placetraining．Theempiricalresultsrevealthatindividualswhoreceive
trainingaremorelikelytoperceivethattheirworkaffectstheirhealth
andthattheirhealthand/orsafetymaybeatriskbecauseoftheirwork
Theanalysisalsoshowsthatindividualswhoreceivetrainingaremore
likelytobeabsentfromworkbecauseoftheirhealth．However,further
analysisrevealsthateventhoughindividualswhoreceivetrainingmay
bemorelikelytobeabsentfrom workduetohealthreasons,these
workersarelikelytotakelesstimeoffworkthanindividualswhodid
notreceiveanyworkplacetraining．Giventheseresults,thereissome
evidencetoconcludethatworkplacetrainingimprovestheoccupational
healthofemployeesasmeasuredbyabsenteeism．

Thesixthandfinalchapterisalsorelatedtotrainingbutnotinthe
contextoftheemploymentrelationship．Insteaditbeginsbyexamining
thefactorswhichinfluencewhatanindividualdecidestodointheaccuＧ
mulationofhumancapital．Whilethefirsttwochaptersemphasizethe
resultsoftraininginthecontextofaworkplacesituation,thischapter
alsoisrelatedin－parttotraining,butfocusesonindividualswhoareat
thebeginningoftheircareerandtheirsubsequentoutcomesafterhuman
capitalaccumulationoutsideofthecontextofapaidworkexperience．
ThistopicisratheruniquetotheextentthatmostcompaniesareconＧ
cernedwiththeimpactoftheirtrainingbudgetonemployeeoutcomes．
However,inthissituation,theorganizationisremovedfromtheequaＧ
tioninordertoprovideanaturalsettingtoexaminewhetherthereisany
usetohumancapitalaccumulationandwhetherthisaffectsthesubseＧ
quentdecisionmakingoftheseindividuals．Specifically,thischapterexＧ
aminestheeffectsofalabourmarketexperienceprogramonthetransiＧ
tionsofhighschoolgraduatesusingadifference－in－differenceframeＧ
work．Whilestandardempiricalproceduresmayexaminethereceiptof
sometimeoflabor marketexperienceanddirectlycorrelateittoa
changeinbehavior,therearemanybiasesassociatedwiththisapproach．
Forexample,theremaybebiasesduetodifferencesincohortssincethe
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samplethatparticipatedinthishumancapitalaccumulationintervention
wasnotrandomlyselected．Inordertoavoidtheseempiricalbaises,this
studyusesaBritishColumbiaprovincialpolicyreformthatrequiresthe
acquisitionoflabourmarketexperiencethrougheitherworkingatapaid
joborvolunteeringasamandatoryhighschoolgraduationrequirement,

theresultsshowthatthisreformresultsinanincreasedlikelihoodof
highschoolgraduatestopursuepost－secondaryeducation．Thelabour
marketexperienceduringhighschoolalsohasanimpactonlabourmarＧ
ketoutcomesastheestimatesfromthepolicyreformindicatethatthese
graduateswhoenterthelabourforcehavealowerprobabilityofemＧ
ploymentandlowerwages．
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Chapter２:TrainingandTurnover

I．Introduction

EmployeeturnovercanbeaseriousproblemthatmostorganizaＧ
tionsfaceinthepost－recessioneconomy．Manyemployersrealizethe
needtoprepareforthedepartureofkeyemployeesasthesehighlyvalＧ
uedemployeesbegintolookforotherjobsoncetheeconomybeginsto
improve(Deloitte,２００９)．Ifemployeesleaveacompany,thecostsof
theturnoverareextremelyhigh;forexampleinonemajormedicalcenＧ
ter,turnoverwasestimatedtocostthefirmatleastfivepercentofits
totalannualoperatingbudget (Waldman,Kelly,Aurora,& Smith,

２００４)．Voluntaryturnoverbykeyemployeesleavesafirmwithtangible
replacementcostssuchasrecruiting,selectionandtraining．Inaddition,

theorganizationalsoneedstoreplacethelossofintellectualproperty,

clientrelationshipsandproductivity．Altogether,thecombinedcostof
replacinganemployeeisgenerallyabouttwotothreetimesthatofan
employee＇sannualsalary(Deloitte,２００９)．

Onepossiblemechanismforfirmstoretaintheirhumancapitaland
minimizetheadverseeffectsofturnoveristoprovidetraininganddevelＧ
opmenttotheiremployees(Gunderson,２００７;Kaye,&Jordan－EvＧ
ans,２０００;Maurer,Weiss,&Barbeite,２００３)．TheprovisionoftrainＧ
ingallowsemployeestodevelopadditionalskillsthathelpincreasetheir
productivityandinnovationcapabilityinthecreationofaproductor
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servicewhichultimatelyenhancesthecompetitiveadvantageofafirm．
Organizationsareawareofthesebenefitstotrainingandtherebyinvest
alargeamountofmoneyintheiremployeesthroughthismechanism．In
２００６,morethan１０millionor６０percentofemployeesparticipatedin
someformoftraininginCanada,costingorganizationsnearlytwoper
centoftheirpayrollcosts(ConferenceBoardofCanada,２００７)．HowevＧ
er,thisinvestmentisonlyparlayedintobenefitsandprofitsforafirmif
thetrainedindividualsremainwiththefirm．Evenworse,iftheindividＧ
ualleavesthefirmaftertrainingforacompetitor,thisinvestmenton
thepartofthefirmcouldbeusedtobenefitcompetitorsresultingina
situationofdoublejeopardy．ThisrelationshipbetweentrainingandvolＧ
untaryturnoverhasnotyetbeenfullydevelopedintheempiricalliteraＧ
ture．Whilecasestudiesindicatethattrainingmayminimizevoluntary
turnover,IamabletomakethreekeycontributionstotheexistinglitＧ
erature．First,IuseanationallyrepresentativesurveyinCanadatoexＧ
aminethisrelationship．Second,Inotonlyexaminetheincidenceof
training,butalsothedifferenttypesoftrainingthatareofferedtothe
individual．Finally,Itakeaprecisemeasureofvoluntaryturnoverwhich
ismostlikelytoresultinasituationofdoublejeopardywherebytheinＧ
dividualleavesthecompanyforanotherfirm．

II．TheoreticalFramework

HumanCapitalTheory
Fromaneconomicperspective,thetheoreticaldiscussiononworkＧ

placetrainingoriginatesfromthepioneerworkofBecker(１９６２)．He
theorizedthattherearetwodifferenttypesofhumancapitalinvestＧ
mentsthatcanbeprovidedbyafirm．ThefirsttypeofhumancapitalinＧ
vestmentisgeneraltrainingwhichisequallyusefulinmanyfirms．Skills
thataregeneratedfromthereceiptofgeneraltrainingaretransferable
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acrossamultitudeoffirms．Ineffect,themarginalproductoftheworkＧ
erwhoreceivedgeneraltrainingwouldriseacrossallofthesefirms．The
secondtypeofhumancapitalinvestmentisfirmspecifictrainingwhich
isonlyusefulintheparticularfirmthatprovidesthetraining．Skillsthat
aregeneratedfromthistrainingarenon－transferableacrossfirms．As
opposedtogeneraltraining,themarginalproductoftheworkerwhoreＧ
ceivedthisfirm－specifictrainingwillonlyrisewithinthisonespecific
firm．

Giventhesedistinctionsbetweenfirm－specificandgeneraltrainＧ
ing,individualswhoreceivegeneraltrainingaremorelikelytoleavethe
firmduetotheirhighlytransferableskillset．ThesenewlytrainedindiＧ
vidualswouldexpecttobepaidathigherwagesinordertoequalizetheir
highermarginalproductswithoutsidefirmswillingtopaythishigher
wage．CeterisParibus,highervoluntaryturnoverwouldresultifthe
currentfirm wasunwillingtopaytheindividualatthehigherrateof
productivity．Conversely,individualswhoreceivespecifictrainingare
lesslikelytoleavethefirmbecausetheskillsgainedfromtrainingare
onlyvaluabletotheircurrentfirm．Theseindividualsonlyhaveahigher
marginalproductwithinthecurrentfirmandasaresult,outsidefirms
wouldbeunwillingtopayahigherwagetotheseindividualsleavingthe
individualwithnootheroptionbuttoremainwiththefirm．BeckerconＧ
cludesthatthelikelihoodofturnoverdependsonthetypeoftrainingthe
individualreceives．

OrganizationalCommitmentTheory
FromtheorganizationalbehaviorperspectivetherelationshipbeＧ

tweentrainingandturnoverisexplainedbytheorganizationalcommitＧ
menttheory．Organizationalcommitmentreferstoapsychologicalstate
oranemotionalattachmentoftheindividualwhichcharacterizeshis/her
relationshipwithanorganizationandfostersremainingwiththisorganiＧ
zation．Accordingtothetheoreticalframeworkestablishedby Meyer
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