consideration must be given to the statistical procedure< that are used.
Specifically; it is necessary o constrain probabilities of exhaustion to lie
between the values of zero and one. Binomial logit and discrininant
analysis techniques were used, in addition to ordinary least squares
regression. Without belaboring the technical aspects of these choices

here, it is important to know that the assumed properties of the data;

whieh are required to ensure proper interpretation of estimates

derived, are very stringent. In addition, it is difficult to compare
individual coefficients across the different techniques, and it is harder
to make confident statements about the overall “goodness of fit” of the
model(s) specified.

utilized is <merebrhrm|ted (,ornsrequentl\r lt 18 more approprlate to
conclude that the procedures produce similar results because the model

\pl'(lfl(.‘d'.ll(m is far remowed from an accuratr‘ stateme u of the

than bcLan the three methods are equally sensitive w the
distributional characteristics of the sample data.

Béﬁsré ;'pé(if;iﬁ'g a tbhditibhéi p"rbbabiiity model of the UI benefits

data for estimating the models It was hoped that \arnables mcluded in
the CWBH master claimant records, supplemented by quarterly

covered earnings data and other rbutmel) available administrative

information; would prove usefu) in the quest for improved predictions
of claim-series duration:

Unfortunately, this was not feasible, to the extent that model
specification and estimation activities have been conducted judiciously:
X\elthcr the chonce of rele\ant varlables and funcuonal forms nor the

a.re,ub\lous. To 1llustrat,e thls assertion; A greater than 4 percent
decline in employment in a claimant’s previous industry affiliation does
not appear to result in a greater likelihood of Ul benefits exhaustion.
Does this m=an that termination of éiﬁﬁld&iﬁéﬁt in a declining industry

is not a reliable signal of “unusual” economic distress? Or does it offer a

signal to “look elsewhere” (which woi:ld increase the sense of urgency to

cast about for a new job, because the old one is unlikely to become

aviiilable again)? The net result of these opposing forces cannot be
prédicted a priori.
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Preface

What kinds of information and program options are rieeded by
education and training institutions and policymakers to prevent and
ameliorate hardships of employment displacemerit caused by
:échnological change. import competition, or other causes?

Fixrum on Empiovablhty Be\elopment. Held in Washmglan DC in

September 1983 by the National Center for Research in Vocational

Education, the Forum was sponsored by the National Institute of
Education.

The first Policy Forum, given by the National Center in October

1981, was a comprehensme examination of the eontributions of various
training institutions in the Unitzd States that prepzre young workers
for the worid of work. The resulting papers from that Forum were
published in Job Training for Youth,

The second Pohcy Forum, gwen by the National Center in
September 1982, explored the usefulness and validity of occupait(anal
furecasting, institutional responsiveness to these forecasts, and program

coordination. The information presented at the F< rum was of iaterest to

polivymakers und researchers who participate in the decisionmaking

about the training of a skilled labor force. The proceedings were
pubhbhed it the tolume. Rfspomnwws:» of Training Institations to

~ This volume presents & set of papers and reaétor commients which

describe and asiess the context of the displaced worker problem.
international experience in retraining diaplaced workers, private and
public responsibilities for retraining. displaced workers, operating

programs, and broad policy alternatives. These papers will be usefiil to

both national education, employment, and training policymakers and

those charged with administering local programs.
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" The National Center Has engajped in organizing the Forums and
publishing the resulting papers i order to bring to the attention of
policymakers probléms and issues affecting training. This pubtication
contributes to the continuation of thoughtful dialog: .ind debate

concerning the implications for our education and training institutions
of the displaced worker preblem. We Lope to continue cur contributions
to the field of training through subsequent annual Policy Forums and
resulting publications:

As editors, we have taken miror liberties in preparing the
materials for this volume. In particular: in chapter 2 we have
attempted ta summarize our sense of tke policy considerations and
recommendations growing oui of the Forum. We take full responsibility
for these interpretations and conclusions.

A great many people contributed to the third annual Policy Forurm
and to preparation of this volume. We wish especially to express our
uppireciation to the National Institute of Education for its support of the
research program on employability development of which this Forum is
a piarl. We owe a deep debt of gratitude to Robert E. Taylor. Executive
Director of tive National Center for Research in Vocational Education,
for his guidanee in developing the program and his support in all
phases of its staging. We wish o thank Walter Corson; Rober: Johinson:

William Ashley, and Linda Lotto for their review and comments on
earlyv drafts of chapters 1 and 2. We also wish to thank Janet Kiplinger
and her staff for eéditorial assistance, Mary Jo Alvoid for her help in

Columbus, Ohio Kevin Hollenbieck
Noveniber 1953 Frank Pratzner

Howard Rosen
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7 K. HOLLENBECK
F. PRATZNER
H. ROSEN

Introduction: National Policy
on Displaced Workers and

Local Program Response

" As the recession of 1981-83 loosens its grip, employment, education
and training policymakers are grappling with the residual
underemployment problems faced by workers who have been displaced
by the forces of technological change, import competition, shortened
product cycles; changes in consumer preferences, or industrial
regulation. Such workers—wha have had a strong attachment to the
labor force but who have been laid off or have been given notice of an

impending layoff, and who have little likelihood of becoming
reemployed in their former industry or occupation—are labeled
displaced workers. Stereotypically, these workers are white males; have
blue=collar jobs in smokestack industries (such as automobile
manufacturing and steel production), and they typically have achieved,
throagh seniority, relatively high wage rates but have only modest skill
and educational levels. Evidence suggests that the structural changes in

the economy are eroding also recent labor market gains of minority
groups and women, particularly during the period in which
employment levels at facilities were being reduced prior to plant

closures:

The problem of displaced workers has been recognized and there

have been some initial broad policy thrusts to assist these workers.
Enactment of Title I1I of the Job Training Partnership Act (JTPA),

which went into effect on 1 October 1983; encourages local

public/private training partners to assist displaced workers. Fiinds may

15



be used for the following services:

Job search assistance

e Job development
e Training in job skills for which demand exceeds supply

& Supportive services, including community assistance and
financial and personal counseling

® Pro-layoff assistance

Relocation assistance

Programs conducted in cooperation with employers or labor
organizations to provide early intervention in the event of

closure at plants®

Othier federal interventions designed to lessen the problem of

displaced workers have included the negotiation of “voluntary” export
quotas with major American trade partners and the administration of a
number of “special protection programs™—such as Trade Adjustment

Assistance, which aids workers adversely affected by trade—to provide

financial assistance to workers who have lost their jobs. In addition to
these federal interventions, Unemployment Insurance (U) is the largest
source of financial assistance to the unemployed. Indeed, most displaced

workers are eligible for this type of insurance.

Labor arid manageiment have also negotiated private sector

programs designicd to ameliorate the problem. For example; bargaining

for employment security through upgrade training/retraining while

foregoing immediate wage gains has emerged from recent United Auto

Workers of America (UAW)/auto company and Comrmunications
Workers of America/AT&T bargaining.

At a time when policymakers were beginning to recognize the

importance of the displaced worker problem, the National Center for
Research in Vocational Education convened its third annual policy
forum on employability development and focused it on the role of

training and educational institations in serving the needs of displaced

*Section 302 () of P.L. 97-300, Job Training Partnership Act

1€



prmm( poh( \makns an(l practitichers w lth mformatnon to make
informed decisions about education and training for work: (2)7pr0\ ide

opportunities for dialogue on important policies, practices;, and issues in

prm ulmg prcpardtlon fUr t\ork and ('i) serve as a means of
researchers, and practitioners. To»\ ards thc\e cnds the 1983 gathermsx
mclud(d Rc\ ncrxonncl from the U. S Departmems of Labor and

uffu mls. and rowarchers and .scholarx

Tw o bro‘ld thv v\ vmcrged from the proceedmgs of the 1983

industry- lcwl initiatives. need to be puraued in either a prewnme or
ameliorative role, as well as the implications of such policies. Second,
partlcnpants dow rlbcd and consldered Im ul re spmm s to dlsplaced

THE FOCUS OF NATIONAL POLICY

Any intervention into the economic process benefits some segments

of the economy, but it also distorts the resource allocation of the
marketplace, which will cause costs to be borne by other segments. A

basic question. then. is whether the benefits of the intervention warrant
the costs.

T‘wo o'f the ;iartici;iénﬁ:ﬁiueitone and Mckenzie—deba& this

prox ides three reasons. er,xuggextmg that (féderal) governmen;al B
intervention be limited. First; firms will substitute (to some extent)
subsidized training for retraining that would occur in the absence of
subsidies and will pocket the reduced costs in the form of increased

profits. Second, fmancmg government subsidization of reiraining will

cause reduced trammg in those firms that will pay higher taxes: Tlhnrd

subsillizing training in industries at risk gives workers the wrong

mcemme \lﬂ.’nal\ t“at is. the relame Wages in those industries will

,uggestmg that msutuuonal and social xmpedlments to chmge cause a
misallocation of resotirces and therefore result in social costs in
responsc to the rapid spatial and dynxmic adjustments of the economy.

Y
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Second; negative externalities in the form of lost training costs often
oceur in private companies when a worker leaves to take a job with a

competitor. These externalities cause firms to underinvest in training.
Government policy. according to Bluestone, can alleviate the costs of
rapid economic change and distribute training costs more equitably. He
even goes so fur as to suggest a totally new financing mechanism that
makes the government an “equity investor” in educational endeavors.

‘The experiences of other industrialized countries that have
confronted the problem of massive structural unemployment could
guide American policymakers. Bendick’s chapter describes the

experiences of three; Sweden, France, and Canada: Sweden relies on a

strong national employment service involving compulsory use and
registration, France uses its tax code to provide incentives for firms to

provide training. Each French firm is obliged either to spend at least a
sum of money equal to 1.1 percent of its wage bill on training activities,
or else have the difference between 1.1 percent of its wage bill and is
training expenditures fully taxed: In conjunction with advance notice
logislation, Canada's federal employment authority administersa
service that actively intervenes in plant closings or other mass layoff

situations if requested by the parties involved: This service, the
Manpower Consultative Service, arranges a tripartite courcil with
members from management. the work force, and an arbitrator: The
coumeil acts as a focus for outplacement and other services for the laid-

off workers. The chapter concludes that the Canadian approach is the
most amenzble of the three to the U.S,
In discussing the context of the displaced worker problem, Uhalde's

chapter indicates that since there is no consistznt agreement about the
definition of employment displacement: there is no general agreement

about the size of the problem. The chapter does indicate that Title III of
JTPA is the primary public response to the displaced worker problem

i this country. He suggests, however; that 1t should be supplemented
by inodified workplace adjustment mechanisms in the private seclor.
Such mechanisms may include cooperative human resource planning

between labor and management to retrain and retain workers who may
otherwise become displaced.

McLennan suggests several modifications to existing federal

programs and legislation that should be considered in attemptiny more

efficient amelioration of struct iral unemployment. In particulzr, he

suggests a basic reform of the Unemployment Insurance system to acd

a second tier of benefits that individuals with at least a minimum level

| S Y
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of lubur force experience could use for retraining; in the case of
permanent displacemient. To help reduce the possibility of large-scale
displacenient of workers. McLennan argues that the lurge and growing
level of tax-exenipt bond issues to support private firms skews the
competition for capital away from heavy industrial firms with large
plant and equipment capital niveds wward lighter  rvice-oriented
business. He suggests that a limitation on such instruments will bring
about more sensible local econatnic development and increase the
competmwness of ﬁmencan mdustr\ Hns re\w»\ of policy opuons

Tra.nm;z Awounts and targeted foderal procurement to Reemplox ment
Vouchers.

be c.\hdu.\ted and earnings \\1ll fall ifi subseq,uent emw.o:, ment. Thxs )
fiiiiliiig ;u'g@;z; that 'e'a’rh i’n’té’riémi'o”n sut-h' as traim’mz or juh Qar'ch

!’,‘Ei‘,‘;"’F','!S’z‘;,?hﬁ'ﬁ”fh?rf‘ also offér numerous ddlmmistrame sugges,tlons
for policymakers establishing programs to identify and serve displaced
workers;

In considering the various national policy alternatives, the forum

authors generally ugree upon the overriding importance of achieving

stable economic growth in the country. Uhalde'’s conclusion: which
reflocts a consensus view, suggests that:

Stable, sustained economic growth at reasonable interest
ratm and exchange rates ls a pre mqu:wt( for \ucccqg-.full\

LOCAL PROGRAM EXPERIENCES

No mutter which direction the future national policy focus takeﬂ.

local training and educational institutions and empleyment program

administrators will shoulder the responsibility of implementation: The

forum includes several presentations that describe or evaluate local
program experiences. In anticipation of legislation to assist displaced
workers. the U.S. Department of Labor has funded several
demonstration programs for localities to meet the needs of these

workers.

7

19



le initial sit¢, whose program has received considerable attention;
was in the Downriver area of Deétroit. Smith, Kulik, and Stremsdorfer
present an evaluation of that effort. Their evidence shows that the

Downriver program has had a positive effect on the reemployment rate
of local displaced workers. The evaluation does not identify the relative

effects of retraining vis-a-vis job search assistance; however, duge to
small sample sizes and specification problems.

Miller profiles another U.S. Department of Labor demonstration

program jointly developed by the Mid-Willumette (Oregon) Jobs Council

and the Chemeketa Community College. Of the laid-off workers who
were sont letters inviting them to participate, 34 percent accepted. All
participants went through a Job search assistance workshop. Ther(
about two-thirds participated in job placement assistance activities
only; the other one-third receive classroom training. Placement rates
for the former were srotind 70 zercent and for the latter, 46 percent.
The difference in these rates must be interpreted with caution,
however, because classroom training has only recent!y been completed
The average wage at placement for both groups is higher than program
administrators anticipated, but is still approximately only three-

quarters of the pre-layoff wage.

Ross deseribes a program developed by the Bethlehem Steel

Corporation that became indirectly affiliated with one of the U.S:
Pepartment of Labor demonstration prujects. Creating a Career
€ontinuation Center. the program involved five phases: plan
development; counseling . services, job search training, follow-up support
in job development activities and training/retraining. The Bethlehem

Steel program emphasizes counseling and involvement of the whole

family as compared to other more employment services-oriented
programs.

Noting that the United States has over twelve hundredl commumty

junior, and technical colleges that represent an in-place delivery system

for retraining massive numbsers of the American work force, Eliason

reviews what these institutions are doing to prepare to offer numerous
modes of training and retraining in partnership with local businesses
and industry. She presents thumbnail sketches of in-place programs or
those under development, such as the Brevard (Florida) Community
College precisior sheet metal retraining program, the Horry-
G&Fééﬁﬁﬁ (South. Ciii)’liiizi) Technical College igb’lf course miimfe’niﬁ'ce

Asslétance €enter; and others.
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The central pmnl of 'xhya ehapter is U....t a number of trammg
programs have been negotiated through collective. bargaining to serve
active and laid-off workers: He presents detailed descriptions of the
UAW-GM Joint Skill Development and Training Committee and the

UAW-Ford Empioyee Beweldpnient and Training Program. The critical

eletnent of these programs is that they are jointly administered by labor
and management.

SUMMARY

The forum proceedings here offer a rich and thoughtful collection
61’ viewpoints for policymakers and program administrators to consider
in dealing with the problem of displaced workers. The discussion of ¢
partwipants strorgly suggests that national; state: and local policies

need to reinforce each other. Both maxagement and labor can also

wntnbute w th« e pohcxes and work | togél,her o eupplemem

both preventive as E’cll as ameliorative policies and programs

_ The next chapter highlights the policy recommendations emanating
from the forum deliberations.

A
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7 K. HOLLENBECK
* F. PRATZNER
H. ROSEN

Summary of Policy Considerations

_ Otie of the principal objectives of the National Center’s series of

policy forums is to provide policymakers at local, state; and national

levels with information with which to make more informed decisions
about this nation's system of education and traini

ing. This volume
presents information and suggestions related to displaced workers.
Following upon the introductory remarks in chapter 1, we have ,
classified the policy considerations according to whether they are more

germane to the nationai level o2 to local-level policymakers and
program administrators. Of course, sound policies and programs.
require contributions from and coordination of individuals at both
levels. Nevertheless, some issues address organizations or institutions
with national constituencies (e;g-, the Congress; executive agencies;
national unions; private interest organizations concerned with training
and education, such as the American Association of Community and
Junior Colleges, the American Vocational Association; or the American
Society for Training and Development; and organizations of employers).

Other issues are more relevant for public or private officials at the local
level:
NATIONALLY FOCUSED POLICY CONSIDERATIONS

Policymakers should consider the articulation and promulgation of

a national industrial policy to coordinate economic development and
employment and training policies: As the economy experiences

structural shocks from import expansion, technological change;

1"
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industrial relocation, changing consuzner preferences, and accelerated
product cycles: a coordinated response {public or private) may facilitate
adjustment and resouvre reallocation toward more efficient and/or
equitable ends: If goals and objectives ape articulated by o national

industrial policy, then program administrators and policy makers at all
levels of government and in the prnazre sector will have a focused

direction to follow instead of trying {» ressive conflicting or uncertain

programmatic goals. The educationa! system must play a role in the
industrial training policy as well.

In considering 4 national industrial pohcy. the problems of
displaced workers should be kept segarate from the issues of trade and
competition. In the long run, protectionism of or pohc;es that lmpede
technological change in dechnmg industries may result in even more

jobis tost: Improving American competitiveness and iacilitating the

dynamics of economic change sre a better course of action to increase

the number of jobs and ease problems of displacement:

~ Apart frem a national industrial policy, displaced worker policy
mmatn es ma3 range from comprehensa\e reforms to mcremex’etal

ventmhzed publu: agemy thax enters a local qntuatl(m upon mvntatton

and mobilizes and coordinates resources to meet the needs of dlsplaced

workers; and the French “obligation-te-spend” system, which may be

examined for potential adaptatmns or implications. Advance

nutification legislation is another systemic change to be considered:

Although svrnewhat antithetical to a private market philosophy, some

evidence has shown that advance notice of piant closure or job layoffs

results in better outcomes for affe*‘ted Wtirkers lncmementa.‘ tydes of

fﬁé iiétéﬁiiii of the Canadiga approach was pamcuhrly
recognized by the Forum participants. As more coilective dargainitig

agreements incorporate advance notice provisions; this approach of

early intervention through a voluntary: cooperative labor-management

outplacement effort should be considered: It represents to the

employment and training program sdministrators an opportunity to

leverage private sector dollars with scant government resocxrces.

Forum participants reach agreement on the importasnce of job



search skills in achieving high lev ols of rt’emph;vment and on the
atriking deficiency of saeh xkills among displaced }uorkorx Educativnal
and training policymakers should consider the appropriateness of

including job sexrch skill trainiag in relevant program curricula:

Two major long-run trends it edueationai policymaking are
movements wward emphasis of basic education and lifelong learning
framowoerks. Either of these developments may help ease structural
unemployment. With higher levels of basie skills. workers will be more
trainihle and miore adaptable to new positions within their emplogers’
firms ar 7 ether firms. Similarly, as institations and policies
qguuenm«.yd:u.{.g the training and mtri&iﬁiﬁg‘i that workers will require
throughout their lifetimes; these workers will be able to acquire the

sKills and knowledge necessary %o adjust to changsng tahor market
demands.

But in ths short-run, tie forum participants presented evidence
that the relati e basic educational zitainment of recent cohorts of
diisplzeed workers is not low (compamd to community college students,
for instance). and that the current training demaends of displaced
workers call for. concentrated-in-time vorational courses that meet
extablished locs! labor market demands.

emplm ment secarity within the workp}xce bec:mse of lifaitations of and

comrireting demands for government resources. This may be

accomplished via retraining programs at local secondary or

postsecondary institutions, relocatior pulicies. advance rotice of closures

or tavoffs, and cooperative strategic planning by worker-management

councils. Indeed, recent coliective bargaining agreements are movmg in
that dtreczwn Adjust'nent mechamsms. howewer. ‘may be wo expensive

iyankruptm Therefnre. nauonal po!:cymake‘s need m consider the
‘employment security problems of workers in firms where private

intrafirm mechanisms cannot be established.

Along similar lines; other popuiativns of dnsplaced workers warrant

the attention uf federal or national policymakers. Mast criteria for

defining displacement start with unemployment. However,

displacement may also involve undere mpioyment or nonpartmpatxon in

the labor ferce. Furthermore, the definition of displaced workers in the

Job Training Partnership Act (JTPA) relies on a lack of job opportunity
in the aorkors’ industry or oceiepation; however, because of
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impediments ta joh or geographic mobility, such as those which older
workers, workers with employed spouses, or workers with familics
might experience, perhaps loss of job_in one’s establishment should
suffice in administrative definitions: Finally, guidelines for the
administration of displaced worker programs should not overlook
displacement affecting small numbers of workers; as opposed to
focusing primarily on more visible mass layoffs.

LLOCAL PROGRAM CONSIDERATIONS
_ In administering and, particularly, in establishing a program, it is
important to establish linkages to all community resources and service
deliverers: Reemployment at a reasonable wage level may be the

primary goal, but a job loss often causes psychological. financial,

family, and health problems that also must be addressed. Income
assistance during prolonged periods of unemployment may also be
necessary. Coordination within the community will (1) maximize the
likelihood of being able to provide the necessary services to all

displaced workers and their families and (2) minimize duplication of
services.

A particular problem within the JTPA framework addressed by
the forum participants is the administration of local programs when

local boundaries cross state lines. Policymakers need to facilitate the
efforts of program administrators in such cases to deal with multiple

state, county, and municipal governments.
_ Several participants believe that in providing services at the local
level, job seirch assistance (JSA) and job search skill trzining should

have the highest priority. Several models are available; and most
aspects of the job search assistance procedure have been implemented

in various settings. Approximately 60 to 80 percent of participants in
the programs discussed in these chapters have received (and
presumably needed) JSA only. with the remaining clients acquiring
JSA and then engaging in training activities.

Job development activities are an important adjunct to the

provision of job search assistance, Local administrators of programs
should not rely solely on published information, but should inquire

actively and regularly with employers in their local labor markets 2nd



should dewlup m-m ()rks * I’rogra"nb niay even aasm firms wnh

as \\ell as to estabhsh uednlnhta. and Lontact with employers.

To date; skill training has been provided to only a minority of
program partlclpams There is no consensus on its effectiveness vis-a-
vis other types of program treatments. The scant evidence available
indicates that employment outcomes of trainees are comparable to those

of nontrainees; this may be a positive reinforcement of training asa
treatment. however, since evidence also indicates that trainees tend to
be the least job-ready. In any case, training should be of short duration

and targeted to occupauons w |th demonstrated demand Dlsplaced

mjﬁsg{tg’ti’ijﬁs and program administrators need to acknowledge these
facts: Standard institutional models of a two- or four-year college for
young adults are simply not applicable to displaced workers. Effective

programs are flexible enough to meet time and content constraints:

Training may need to be offered at the workplace. Community colleges
h*i\’ie to adJust their adm‘mstrauve systems to accommodatxa dlsplaced

In short. all pames need to operate in a f]exnble. problem-solving
manner.

During the past two decades, this nation has developed and _
acquired a considerable amount of information and experience about
providing services to structurally unemployed workers. Several forum

participants stress that this information has not been effectively

dxssemmaued to program administrators. National policymakers should

cons “jer investing the resources necessary to disseminate relevant

information about exemplary displaced worker training programs.

Finaliy, policymakers need more information about the 60 percent
(or more) of displaced workers who choose not to participate in
programs or who drop out of programs. This large percentage raises
iasic guestions about the effectiveness of the programs offered. Do

*This recommendation corroborates the ev 1dence and dlscusemon presented i a previous
National Cesnter policy forum: See Taylor et al;; Rexponsiveness of Training Institutions to
Changirg Luber Market Demands, Columbus, OH: The National Center for Research in
Vocational Education. 1983.
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these workers perceive the programs as ineffective or not suited to their

needs? Are these workers achieving high levels of reemployment
without the assistance of the programs? Are these workers adding to
the rolls of public income maintenarnce programs? Without information
about nonparticipants, it cannot be determined whether programs in
place (e.g.. unemployment insurance, supplemental unemployment
benefits) are adequate, whether workers naively expect recall despite
massive layoffs or plant closings; or whether local program
administrative deficiencies cause the low participation. Vet the policy

implications derived from each of these factors are dramatically -~
different.

Although estimates of the size of the displaced worker population

vary considerably, forim participants agree that displacement is an
employability problem of national concern. It is a problem without easy
or immediate solutions: and one that is likely to plague us for years to
come: It is our hope that the forum deliberations will add, even if in an

incremental fashion; to an understanding of the displaced worker
problem and will point toward effective national and local policy
directions.



RAYMOND UHALDE

INTRODUCTION

A fundamental and enduring goal of our society, according to the
Ful! Employment and Balanced Growth Act of 1978, is the useful

employment at fair rates of compensation of all individuals able,

willing, and seeking work: Primary challenges to realizing this full

employment goal have been and continue to be threefold: The first is o

sustain a noninflationary exmmnon of job opportunities apace with
labor force growth. The second is to provide adequate and effective
education and employment and training services to economically
disadvantaged individuals. The third challenge is to eliminate
disecrimination in the workplace.

_ Recent economic events, ﬁéWéVéi. have régurréctzd still another

This challenge may prove small in niagmtude when compared to those

just cited, yet failure to meet it effectively threatens the hopes and_

expectations of thousands of Americans: This challenge is to provide

employment security--and, therefore, economic stability—for our
experienced work force.

*Points of view or opinions_stated in this paper do not necessarily represen. the offlcul

palicy or position of the U.S. Department of Labor.
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The concept of employment security for the experienced members

of the American work force is central to achieving our objective of full
employment. Americans have understandably come to expect that the
acquisition of job skills and the dedicated employment of those skitls

through several yvears of hard work should adequately ensure their
:bility to earn a rising standard of living and a cemfortable, voluntary
rei.rement. Aithough involuntary but temporary pericds of joblesaness

are iolerated, the sudder: and permanent loss of the ability to be
emploved at somewhat comparable wages is largely rejected as
inherently unfair. To most Americans, the wholesale; permanent
displacement of entire classes of experienced workers because of the
shrinking or elimination of entire job classifications or industries is an
unacceptable outcome of our economic system—unacceptable; that is;
unless meaningful mechanisms are available, both public and private,

to ensure the restoration of both family welfare and the dignity of work:

Most Americans are well aware that structural changes are )
occlrring in our economy in response to growing internationalization of
the American economy, technological advances; higher energy prices,
and environmental pressures. Although these structural changes should

ultimately increase the productivity; incomes. and well-being of the
economy as a whole, significant burdens are imposed on workers who
lose long-held jobs when plants close, production lines are permanently
idled. or individuals are replaced by labor-saving technology: €ertainly
the closing of obsolete plants and the continued adoption of k.gh-
technology processes are a necessary part of any effort to improve
industrial productivity: But if Americans are serious about revitalizing

our industrial base to meet current and future economic challenges, we
need to be equally vigorous in pursuing human resource policies that
ensure that our experienced work force has the skills to complement

this economic recovery and that it shares in the long-r 'n benefits.

These requisite human resource policics sheuld encumpass public

and private mechanistns which go beyond the historical American

response of compensation or severance pay. Compensation partially
addresses the obvious problem of distributional equity, but it is

inadequate in severai respects. Compensation alone is an ineffective
device with which to marshall cooperative responses by affected
workers to government policies that threa‘en jobs, such as trade
liberalization or deregulation: Compensation alone is also a weak tool
with which to foster consensus building in the workplace—a process by
which labor and management joirtly recognize and act upon their

mutual interests in improving the competitiveness of the enterprise.
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Compensation is ultimately not enough; because for many weorkers it
fails to ensure continued employment; or even emp:oyability; it
satisfactory wages. And emplovment security is essential for restoring
individual and family welfare.

Enhanciog employment security for workers threatened by job

displacement ir a responsibility shared by business, labor, education:
and governmen': No single segment of society can or should be )
exclusively charged with this critical task. Neither should any segment

of society be absolved of responsibility.

" This nation has experienced permanent sectoral and regional
decline in the past that have generated large-scale labor )

dispiacements. Familiar examples are the virtual disappearance of the

textile and footivear industries in New England and the dramatic and
enduring. long-term decline in agricultural labor. These examples;
coupled with the historical absence of any sustained, positive public
adjustment policies; may serve as benchmarks against which

Americans are expected to judge the severity of current structural

changes and the appropriateness of government intervention. This
argument, however, implies that these previous structiiral changes

were accommodated efficiently. without government assistance.
" This is hardly the case. Bluestone and Harrison {1982) recently
documented the all-too-frequent incidence of downward mobility among

New England textile and footwear workers: Hathaway and Perkins

(1968) examined Social Security work history files and concluded that
“the massive reduction in the agricultural labor forces that we observe
is a process of trial and error, and the errors have been very costly to
hundreds of thousands of people individually and to society at large”™ (p:
352). Specifically, their analysis reveals that nearly one-lualf of the
persons changing from farm to nonfarm employment in a given year

sustained a subsequent loss in earnings, despite the low-wages typically
associated with farm work: This was especially true for farm workers
over forty-four years of age and for blacks. High rates of return
maovement to farming were also evident, particularly for older workers
and blacks.

I fact, the gross flows into and out of farming reveal the trial-and-

error nature of the adjustment process. On the average, 14 percent of
the £arm work force changed to exclusively nonfarm employment ezch
year between 1957 and 1960; but for very ten farm workers who

obtained nonfarm employment. nire #wdividuals tock up farming—the



great majority of whom were former farm workers. The rationale for

. thiz high degree of niubxhts into an industry widely known to be in

permanent decline is demonstrated to be largely one of economic

necessity. Those who returned to farm work had both lower rates of pay

and more unemployment in their nonfarm employment than former
farm workers who remczined in nonfarm jobs, and those who returned
to agriculture experienced immediate increases in earnings.

The picture drawn by tiiésé and other studies hardly suggests

the earnings-loss literature, and the dlstrlbutmnal equuy prmclple

clearh Justnf; a potential role for government in the adjustment

process: The important pubhc policy question is, can we develop

effective programs that improve the performance of the market?

 This chapter fouses primarily on the adjustment assistance role of
the private sector, both labor and management. This workplace
perspective derives from three impressions. First, many involuntary
and permaneént separations from employers could (and should) be
nrevented if the distinction between job displacement and employment
displacement were appreciated. Second, many have focused recent
attention on the most severe and tragic manifestation of structural

change—plant closings and mass layoffs; yet individual lzyoffs that

constitute permanent employment displacement occur constantly but

invisibly (National Council on Employment Policy 1983); Internal labor

market mechanisms are probably best suited to deal initially with these

situations. Such adjustment mechanisms tradﬁntnpnxlly inciude seniority
ladders. job restructuring, transfer rights, retrainning, downgrading
{(with or without bridge payments}, phased retirement, xiad early
retirement. Third, more attention should be given & actual and
potential adjustment mechanisms that the wcrkplace affords, so that

pubhc sector responses are desng’ned to complement and expand on

Before discussing iiéii’ciiié{ejéiﬁéiﬁiéﬁi mechanisms, however, it

will be useful to define some terms, explore a number of related

implications; and briefly review the empirical literature on plant

closings and earnings losses:

DEFINITIONS AND SOME IMPLICATIONS

Diiring the late 1950s and the 1960s, several labor market analysts
were concerned that technological change would displace large
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numbers of workers who; b\‘(“alﬁe of changmg 300 reqmremenm would
not e readily absorbed in new employment. The auton.ation and
cvbernetics scare was one stimulus of proposals for a guaranteed
mwme ‘anbdld l%m and was the prmclpal initial focua of the

were neter [t'dllZL‘d. B} 7the end of Lhe duade. ttie unemplo5 ment rate
had been reduced to its lowest level in sixteén vears—a rate unmatched
since.

~Inreviewing the debate of that period. Doeringer and Piore (1971)
attribute part of the error to “a confusion between the rate of

technological change and job dis—lacement on the one hand; with the

rate of employment displacement on the other™ (p. 193)* £mplogment
displacement accords with a definition of a displaced worker: an
individual involuntarily separated from an employer because the job
hd\ bwn ehmmated Thexe “orkerb compnse the populatmn atr rlsk J(;b

un,derst.mdmz how ,tradxtnonalfear.s of labor-savi Ing automation are
heightened during downturns in economic activity.,

Job displacement is an internal labor market concept. Jobs are

eliminated either when production techniques change or when entire
prbducuon [processes are aballshed When the former acurs wurkers

orily to the degree that there exist vacancies created by attrition or
expanded production.** Diring a recession, given rates of technological
change and job displacement result in a higher rate of permanent
displacement from the firm, because (1) vacancies within the firm are
lower than normal and (2) employer resources available for retraining

and otherwise facilitating retemtion are limited.

The job displacement rate itself is likely to increase during a

recession, even if the rate of technological change remains constant,

because of accelerated disinvestment in obsolete equipment, production
lines. and entire plants. When production lines or plants are

*1 have modified Doeringer and Piore’s (1971 analysis, somewhat.

**\acancies alone do not ensure retention, The preferences or tastes of the employer for
retaining experienced workers are also a factor. Some employers exhibit more logalty

wvard their existing work force than do others. The existence and terms of collective
bargaining agreerments also influence employer preferences in this area.
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permanently clis@d, job dispiacer. -1t and employment displacement
are obviously simultaneous. In adc.on, recessions not only increase the

rate of permanent employment dispiacement. they also aggravate the

impact by making it very cifficult for those displaced to find new jobs

with new emplovers.

Two implications emerge from this brief analysis. First, although it

is not et clear whether the rate of technological change has increased.
the amount of permanent employment displacement attributable to
ongoing tecnnological advances probably has increased during the
recent recession. Recessions normally do weaken the effectiveness of
workplace adjustment mechanisms; but the severity and length of the

recent dawnturn have virtually eliminated their usefulness.

Second, the weakening of workplace adjustment mechanisms
during recessions. in conjunction with recession-induced disinvestment,
further blurs the distinction between cyclical and structural
unemployment. Recessions quicken the pace of disinvestment in obsolete
plant and equipment—the labor destruction phase of the capital
investment process. Many workers who whould be displaced gradually
(and less visitly) over time in the absence of the recession are suddenly

and permaiiently laid off.

From this discussion it may be seen that the recent recezsion,

augmented by relatively sudden surges in import competition; have
concentrated in time. as well as geography, a large stock of workers
permanently displaced from former employers. As a lower bound: this

population-at-risk numbers at least two hundred fifteen thousand—the
job losses that resulted from the miore than six husdred plant closings
recorded in 1982 (Bureau of National Affairs 1983).

_ The upper bound is much more difficult t identify. Jobs are
climinated because of permanent reductions in demand for either the
goods and services workers produce or the skills they possess. This
suggests a declining industry and declining occupation proxy.
According to a Congressional Budget Office (CBO 1982) estimate,
between 1.6 and 1.9 million persons were job losers from declining
industries or declining occupaltions in early 1983.* This constitutes

about 15 percent of current unemployment. Yeta vroader definition
includes all job losers not awaiting recall. During a high-employment

year. such as 1978, this definition constitutes about 30 percent of the
*Thiz ¢stimiate is bawed on middle und high trend growth rates, and sssumes that two-

thirds of thove from declining GecuSations are outsidie of declining inGastries:
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umemploved 10 ypereent during 19582) (Council of Economic Advisors

1‘“%5 Tm~ definition is particularly unsatisfactory: however, because it

<ignuls no information regarding the status of the vacated jobs:

lf thc l B‘) pm\\ i~ atcce pwd in er\ut‘w"aung the size of the

c\;n richee lm'« (infﬁ ulu in obmmmg niew emplm ment at com;zarzb}e
wayges. The CBO. for example, 1demz;xe~ oniy about two hundred fifty
thousand persons who are job lusers from a declining industry or
vcctipation and who are unemployed for moge than twenty-six weeks.
This count: howeser: omits early withdrawals from the labor market, as
well 4s thuse who have found work; taybe part-time. at considerably
reduced wages and skill levels—the underemploved: In addition: the

twenty-six week standard is arbitrary: & fifteen- week standard: for

example. woulid increase the estimate by %) percent or more:

X numln or of fmdmgx ( rev iev.ed nexn uugfzest a high incidence of
c.u-l\ labor foree withdrawal and part-time work following a plant
~losing. Given these findings, and a less stringent standard to define
bong-term unemployment. it seems likely that between five hundred
thousand and ~even hundred fifty thousand workers have not only been
displaced from old jobs that have ceased to exist. but have also not been
cffuwntu absorbed in new emplo; ment. Cléarly. more careful work i3
needed to quantify the scope of the problem.

It is also clear that, despite the uncertainty regardm;z the scope of

the problem. the number of displaced workers experiencing adjustment

difficilt;os is dwarfed by the longstanding problem of disadvantaged

workers—disadvantaged youtn. female heads of families. and working

poor adults in low-wage. high-turnover jobs. The nation’s commitmeit
to the emplovn.ent and training needs of the disadvantaged should be
unfailing. Unfortunately, there seems to be an often implicit resentment
directed toward the di%b’lééb’d worker issu¢ by some who advocate for
the disadvantaged: It is important to recognize that the problems of the
two groups apre related:

First, plant closings and other job displacements eliminate future

jub openings created by attrition or turnover that could have been filled

by new entrants. I)lsplaccd workers themselves recogmze this:

l)nsp]acwl autoworkers in Detroit and displaced coal miners in West

\Virginia éxpress an overriding concern for the job opportunities that
will be unavailible for young people in the future—generally the low
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skilled. Second. to the extent that employers are able and willing to
retain and retrain experienced workers displaced from jobs elsewhere
in t%¢ firm. vacancies in & firm sre denied to new fabor market
er.irants. Third. displaced workers who have limited marketable skills
will ultimatelv compeie with the disadvantaged for low-skilled jobs.
Eastly; low-skilled: ofter unionized manufacturing jobs have meant the
difference between poverty and economic prosperity for millions of
workers with limited education and training (Drucker 1983). In orde -
w guard against polarizing the American labor force, the natien mux
sevk out comprehensive and complementary human resources policies.

THE EVIDENCE ON EARNINGS LOSSES

AND OTHER ADJUSTMENT PROBLEMS

That permanent job, 1ayoffs also provoke severe nonfinancial
hardships for many workers and their families is beyond guestion. )
Displaced workers who manage to maintain their incomes in the face of
uriemployment do so. in mamy cases. by making very difficult
adjustments in family life-styles. As unemployment is prolonged,
however. resources often become severely diepleted. This economic
deprivation, whether relztive or absolute; nas been found in several
studies to be linked to social amd psychological indicators of pathology.

Gordus, Jarley, and Ferman (1981) present an excellen? review of
past studics that address the effects of job displacement om mental
health. They find that the negative physical and mental fic..)th
outcomes to be expected from plant closings, as distinet from
unemployment in the broader sense, are not quite so seviere as may be

suspected: The authors conclude with this important sbservation:

The irony which emerges from the study of the mental health of
displaced workers is that; for a time at least; their former stable

work histories, their community attachment; and. their family
stability. provide some safeguard against the early onset of serious
difficulties. % et these very same factors are those which often
impede their successful search for new employment which;.
iltimately, will provide the only secure safeguard against the

nogative outcomes which have been demonstrated to be consequent
B ﬁéw employment, however, is often difficult to obtain, especially
for older workers. the unskilled, those with less education, and those
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with more seniority (Jenkins and Montmarguette 19791 Early labor
force withdrawal is all too frequently the mecharism by which workers
adjust o permanent dislocation: Females: minorities; and older workers
exit the labor force following displacement far more frequently than do
prime-age white males: In a study of forty-five plant closings: Holen:
Jehin, and Frost (1981) found that 21 percent of females under age forty
and 29 percent of those over forty had zerv earnings in the calendar
vear following shutdown. The comparable figures for males were 5
percent and 19 percent, respectively. Part-time employment also
increased substantially in the year following shutdown among both
males and females over forty. Another multiindustry plant closing
study (Jacobson and Thomason 1979) measured labor force withdrawals
ranging from 17 to 22 percent for prime-age males. from 2% to 42

percent for prime-age females. and more than 50 percent in every
industry for workers over fifty-three yvears old:

Of course; many workers do adjust to dlplacemem by finding new

jobs with new employers. Even then; however; many workers lose
compensation when measured against what would have been earned
had there been no dlsplacement Su;h earnmgs ltiss :ludl?: haw been

smaller taber markets and when unemplos ment rates are hlgh

(Jacobson and Thomason 1979; Jenkins and Montmarquette 1979).

~ Earnings losses also vary substxingxizlilgiby industry (Holen 1976).
Losses are greater in high-paying unionized industries: In autos and
mdualrlal chemlcala. for exzmple eammgs losses Everagc abox eﬁ‘jQ
chemical workers. sub:tanual losses persut after four years. For
autoworkers. the old earnings path is regained, on average, in four to
five years. For male textile workers, on thi¢ other hand. earnings losses
average 14 percent in the first year after layoff, and are eliminated by
the third year. For female textile workers the losses are larger and

more enduring:

The question that these plant closing studies address is: What are

the earnings losses of displaced workers when compared to workers

sxve Gordis ot al, (19817 regarding anskilled versus skilled or w hiti-collar workers:
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who are not laid off? Another relevant question to asx is: How do
permanently displaced workers fare when compared to the general
population of unemployed persons? On this question. the research is not
exhaustive, but the available evidence is consistent with the findings of
the studies just cited.

 The 1979 Mathematica study (Corson et al. 1979) of the Trade
Adjustment Assistance (TAA) program has found that TAA recipients
who were not recalled by their former employers experienced longer
initial spells of unemployment than did similar recipients of

Unemployment Insurance (UI). Regression results al<o suggest that
TAA recipients who were not recalled and who changed employers kad
earnings in their new jobs that were 18 percent lower than were those
of similar Ul recipients:

In another study, Crosslin; Reed. and Wandner (1981) analyzed

data on Ul claimants in Pennsylvania from 1969 to 1979. Workers were
classified as displaced if both their posttermination employer and
industry were different froni -ie job held prior to layoff: Given this
definition of permanent displacement, the findings show that the
duration of compensated unemployment lasts five weeks longer for
displaced workers than for sther, similar claimants, and earnings lesses
are significantly greater for displaced claimants. More importantly, the
longitudinal nature of the data permit th. measurement of the impact
of displacement over time for different cohorts of workers. The results
suggest that earnings losses (ineasured in constant dollars) for displaed

workers have increased significantly since- the 1974-1975 recession.

One study deserves mention because its findings contradict earlier
work. Crosslin, Hanna, and Stevens (1983) utilize longitudinal Ul data
from Missouri and Nevada to determine whether termination from a
locally declining industry is a practical identifier of displaced workers.

The study reveals that terminees from industries experiencing large
employment declines (more than 5 percent) received quarterly wages
upon reemploymnet that were five hundred to one thousand dollars less
than those claimants from nondeclining industries. Furthermore,

terminees from industries experiencing large employment declines in_

Missouri were unemployed at least three weeks longer than were those
from nondeclining industries. This appears to contradict Bendick's

(1983) work, which uses national industry employment trénds. Bendick
reports no significant correlation between layoff from & nationally

declining industry and reemployment success; Crosslin;, Hanna, and
Stevens (1983) aiso note that workers over age forty-four and those with

less education have lower post-Ul earnings.
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The Crossiin, Hanna, and Stevens study (ibid.) is 2lso important for

another reason. From several vears of plant closing research; it is elear
that all displaced workers are not equally at risk of experiencing severe
adjustment problems. However public resources available for
emplovment and training services are scarce. The study develops
administratively feasible technigues for identifying those displaced

workers most in need of adjustment assistance. The Job Training
Partnership Act (JTPA). as interpreted by the implementing
regulations, clearly places the identification responsibility squarely on
the shoulders of state governments. Nevada is to be comniended for
sponsoring carefu] (though preliminary) work in this vital area.

PRIVATE ROLES AND PUBLIC RESPONSIBILITIES

Certainly, state governments are not solely responsible for
addressing the displaced worker problem. No single level of
guvernment. nor any single segment of society, is exclusively
responsible for achieving the nation's Fuman rescurce objectives in this

area. In fact. the private sector is uniyuely situated as a first line of

defense to enhance the employment security of the experiericed
American work force:

Plant closings and permanent mass layvoffs represent the most
severe and costly manifestation of structural change. Such displaced
workers constitute an obvious target of concern and are; appropriately,
the primary focus of Title 111 of the JTPA. Yet individual, permanent

lavoffs of experienced workers occur constantly and less visibly. To the
extent that these layoffs derive irom the elimination of particular jobs;
they also constitute employment displacement. It is in this area that the
private sector—both labor and management working together—is best

suited tu minimize employment displacements.

For decades; the technological superivrity of American industries,

the educational attainment of the American work force, and the
availability of large and expanding markets have acted as a shield
behind which employment security could be provided at relatively high
wages. But techriology and capital are readily transferable
internationally now, and our own national rate of growth in
productivity has lagged in recent years behind that of most of our _
trading partners. Add to this the recent and rapid appreciation in the

value of the dollar, and the result is that large sectora of the American

manufacturing base face inténse international competition: In fact; the
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American manufacturing ;ﬁﬁé Falance showed a deficit in 1982; the

first such deficit since 1978

In order to match foreign competition, threatened manufacturing
firms will probably have w rely still more heavily on astomated
industrial equipment. In addition, the way in which American firms
organize production may have to be radically altered (Reich 1933).
Mass production indusiries may be required to adcpt just-in-time

production techniques or even shift to batch produciion processes.

1 these o similar changes seem necessary and obvious, then it _
should also be clear that such changes threaten to cause substantial job

displacement To be sure. more jobs will ultimately be iost in firms that

do not ngtsrou:]v pursue .echmlomtal chxnge t!ta;n in thcse that do. In

Fortunately, there appears to be a growing realizatior. by labor and
business (Lovell 1982a; Mills 1983) that they have a mutua' interest in
improving the competitiveness of the firm and in enhancing
employment security. In many firms and in some industries; one or

both parties recognize that cooperative strategic planning can minimize

the disruptive effects on employees without unduly delaying

pmducm ity-enhancing improvements:. The principle underlying such

efforts is almple 1f workers are secure in their employment and more
Sully involied in the planning awd decision process they will be more
flerible in acceping requisite ehianges to 1mprove competiliveness.

~ On onée level, these efforts entail guality circles and employee
involvement prograims. On a second level, there is union sharing in the
strategic planning process, particularly regarding human resource_
issues. Lastly, there is the strictly European policy of codetermination.
The second level of cooperation seems to be most feasible and most

pmmmniz as a vehicle for enhancing both proeductivity and employment

Of course, difficult trade-offs are involved. Employers will not
relinguish treaditional management premgatwes unless (1)
compensation schemes enable wage gains to approximate increases in
productivity; (2) outdated and restrictive work rules designed solely to
protect redundant jobs arc eliminated (Mills 1983); and (3) cumbersome
and expensive grievance procedures are revamped while the legitimate
interests of workers continue ta be protected. These and other issues are
important items on management’s bargaining agenda.



The traditional objed.\ es of trade unions. on the other hand; have

been to protect job security, to improve the conditions of work, and to
negotiate collectively for a larg-r. share of the rewards from production.
Trade unions have no intentio:. »f discarding these objectives, nor

should they: Neither should they be expected to dispense totally with

the adversary relationship with management. Rather; some unions,
such as the United Auto Workers (UAW) and the Communications

Workers of America (CWA), now recognize that jointly administered

programs for retraining and human resource development are better

guarantors of employment security than are rigid work rules:

~ An extraordinary report issued by the CWA's Committee on the
Futuré éiiihéiili‘ éiﬁ’ph;{sii& that the concept 'of em'p'l'oym"em security

1983) To achieve this objective, the CWA reached a landmark

agreement with the American Telephone and Telegraph Company_
(AT&T). Under the settlement, AT&T will fund two types of training

programs, career development training and job displacement training.

with joint union and management training advisory boards established

to evaliiate and oversee these efforts. Employee participation is

voluntary and on the employee’s own time. The agreement also sets up

several income maintenance options for workers who face reassignment
or layoff bfecause of technological change. Further, the parties have a
common interest forum that meets regularly between negotiating

periods: The purpose of the forum is to review innovative approaches to

enhance company competitiveness and to improve employment security.

These and other prj)}rlgqns of the agreement are desxgned to €nharice

the flexibility of workers in an industry that may require constant
retraining as technologies change:

The UAW and Ford Motor Company have also negotiated a joint

Errplmee Development and Training Program: The purposes of the
program are as follows:

e To: arrange for carcer counseling, retraining, job search
training, and placement assistance for laid-off employees

e To assist in designing and obtammg appropnate career

counseling; training; retraining; and personal development for
active employees

e To support local and national HﬁW Ford employee involvement

efforts and other joint activities
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e To provide opportunities for the exchange of ideas and

- innovations with respect to employee development and training

needs (UAW-Ford National Dovelopment and Training Center
1983, pp. 1:2)

The program is coordinated by the UAW-Ford National
Development and Training Center, under the direction of a joint _
governing body: Ford contributes five cents per hour worked to fund
the program and the center. Unions have reached similar agreements
with General Motors (Hunt and Hunt 1983) and with International
Harvester.

" * The International Association of Machinists and the Boeing

Aircraft Corporation have also agreed to establish a joint training
advisory committee to consider the impact of new technology on the.
workplace. The committee will (1) identify areas of skills to be required
by the company in the future; (2) develop courses to provide the skills;

(3) develop basic skill courses that will be prerequisites for additional
training; (4) develop criteria for selecting candidates for training,
giving priority to laid-off empleyees during recall; (5) set up criteria to
determine successful completion of the courses; and (6} develop a system
to refer employees between primary locations. The program will be
finded by the company.

~ Of course, employers in a number of nonunion firms recognize the

value of employment security in fostering flexibility among their
employees. Since 1970, more than seventeen thousand IBM employees,
for example, have transferred to new job responsibilities. Of these; over
seven thousand were retrained (Jacobson 1980). Obviously, IBM's
healthy and stable growth path over the past two decades facilitates
such efforts. Nonetheless, the company’s commitment to the needs of its

employees is zlso apparent.

Despite these impressive yet sporadic beginnirgs, plants will
continue to close, and individual job displacements will eontinue to
result in permanent layoffs, especially in slow-growing or declining
firms. where vacancies are limited. Even in these instances; however, it
is now clear that the private sector can du more thar it has in the past.
Adequate advance notice of a mass layoff or shutdown is a first and.

absolutely necessary, though not sufficient, condition for implementing

effective adjustment strategies. This will contiz:se ta be an important _

bargaining and legislative issue, and one in which labor =nd responsible

employers will ultimately prevail. _
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 Given early wirning, some employers and unions have been able to
nﬁiiiléiﬁéﬁt éldl}iihm-’ ’rétrain’imz. Uﬂti)l&(éméﬁt a'n"d relﬁcation Servi'c'e:;

Louisville: More ty plcall} emplowrs can prov lde outplacement services
and career continuation counseling. The well- publicized Canadian
Munpower Consultative Service assists in the formation of employer-

employee committees that provide outplacement services: McKersie and

Md\erxw (1982) have documented these and vther instances of “best
practice.”

iih”éﬁ these 'p"r'ié.té éfforts are exhau\’wd the 'r'esiionsibiiiiy for

The,federal goxernment,fund;,énd the states a.d,mmlbt,er a dlslqcat,ed )
'\idikéi‘ iii‘ijéi;iih' under Titlé III of the JTPA ‘The program is 'désii.i:'riéd

to cflrlgll)flq;rr](j13@931757”{ilirlgybxlﬁ;?ls broadly defmed to include (1) those
on layoff with little chance of reemployment in their old industry or

oceupation: {2) plant-closing victims; and (3) the long-term unemployed:

especially older workers. The U.S: Congress appropriated $110 million

for the program in fiscal year 1983. and the Reagan administration has

requested $240 mllhon for 1984 The latter amount ‘along with state

individuals durmg the year.

_ The program has started slowly, with a minimum of technical
assistance and guidance provided by the U.S. Department of Labor.

Whether the program will succeed is much too early to tell.

Nonetheless. Congress served this nation well in instituting a formal

structure for retraining displaced workers. As is the case with the

private initiatives outlined earlier, however; the JTPA displaced worker

program is only a beginning: The full implementation of the JTPA will

not—and should not—close out the continuing search for more effective

public and private responses to the diplaced worker preblem: To that
end, the following policy issues are raised.”

® This chapter argues that traditional workplace adjustment
mechanisms can be modified and augmented in ways that
simultaneously enhance employment security and contribute to

31



produetivity growth:* Specifically, these include cooperative
human resource planning between labor and management to

rétrain and retain those displaced from particular jobs.

How valid is this proposition, however; and how applicable is it

across firms and industries? Can workplace mechanisms be
enhanced enough to reduce significantly the number of
permanent displacements from employers? Could the

government foster such approaches wfmangg;ngfgglmq@giéii
change by adopting, for example, the Canadian Manpower
Consultative Service model?** Bluestone and Harrison (1982)

refer to this as an industrial cxtension service.

e Because most training and retraining in this country is provided
within the firm, and because economic theory suggests that
industry may underinvest in such training; it is tempting to
explore government tax incentives as 8 mechanism for

promoting greater investment in training:

Can effectiie 1ax incentive schemes be devised, however, given

our considerable ignorance concerning the amount, distribution,
and responsiveness of existing workplace training? Should such

schemes be tied to new physical capital investments or be more

gemerally applicable?

e The federal-state Unemployment Insurance system is this
nation’s primary income support mechanism for unemployed,
experienced workers. Can and should the Ul system be modified

or enhanced to provide meaningful positive adjustment.
assistance to permanently displaced workers? Can thisbe
achieved without violating the integrity of the system? Can this
be achieved without adding significantly to the growing burden

of payroll taxes—4 tax on the employment of labor?

*According to Rees 13973, p. 137), “Union resistarice to labor-saving technical change

within an industry tan often be modersted by careful management of change. which will

minimize its effect in creating unemployment.” In addition, Lovell (1982b) claims that,

“These inhovative (bArgaining) approaches, esch different, bring management and labor
into the kind of partnership of common need that potentially serves the goals of
productivity improvement and those of increasing the worker's contribution toward his
own job security.”

employers on workplace changes required to save struggling firms or sccomamodate
expansion and modernization (see McKersie snd McKersie 1982, pp: 40-41).

ssRoughly half of the Service's activities encourage collaboration between workers and
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¢ Education policy is a papular topic of recent debate. Much
discussion revolves arouind such issues as merit pay and _
increased emphasis on tnath and science teaching: Other issues

are obviously important as well; especially with regard to

displaced workers.

Shiould high schools ard vocational education institutions teach
job search and interviewing techniques as a regular part of the
civics curriculum? How best may educational institutions be
utilized in providing remedial adult education—especially in
reading and math—to the many active and displaced workers in
need of such assistance? Lastly; how can schools enhance the
versatility of owr entering work force, so that future career

changes are more easily accommodated?

A FINAL NOTE
It is obvious that unless and until our nation gets its
macrovennomic house in order, these and other adjustment mechanisms
will only serve to reshuffle the unemployment queue, Stable, sustained
economic iji‘dﬁ't‘i lit i‘éﬁéﬁﬁiblé lﬁtéi‘éét i‘itéé ﬁiid éthiﬁé‘é i‘ﬁtég isa

workers.
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- NANCY GORDON

Job Displacement and
Employment Security:
Reactor Comments*

about displaced workers Consequently, relevant comments focus on the
policy issues the chapter raises, which include the following:
® How many displaced workers are there?
® What are their characteristics?
® What are possible policy goals in this ar
e How could displaced workers be helped:
& What might the federal role be?

THE NUMBER OF DISPLACED WORKERS

In order to answer the Question, “How many displaced workers are

there?” it is necessary to define the term “displaced.” There seems to be
general agreement that displaced workers are those whose jobsno
longer exist because of structural changes in the economy and who will

have substantial problems in becoming reemployed. Specific ways of

*Points 6f view or apinions stated in this paper are the author’s own and do not refiect the
views of the Congressionai Budget 0fice.



translating these ideas into the number of “displaced” workers,
however; leads to a wide ratige of estimates, from millions (which is
probably a consideraole overestimate) to a hundred thousand (which
seems low): In fact, the range suggested in the chapter—between five

hundred thousand and seven hundred fifty thousand—is almost exactly

the same as the most recent estimates developed by the Congressional
Budget Office (CBO):

_ There are several reasons for the wide range of these estimates.
First, available data do not address why a job has been lost (e.g.,

because of a mass employment cut, a temporary reduction in
production, or poor job performance by the employee), nor do they
measure the difficulty of finding a new job. Hence, proxies must be _
used, and opinions differ about which proxies are best. Possible proxies
for identifying which jobs have permanently disappeared include (1)
whether or not the industry is declining in size or employment, (2)
whether or not the number of jobs in an occupation is shrinking, or(3)
4 combination of the two. Possible proxies for measuring a person’s.

difficulty in finding a new job include (1) personal characteristics (e.g.,
age, length of unemployment) and (2) whether or not the geographic
area’s economy is declining.

A second problem in estimating the number of displaced workers

arises from the difficulty of separating cyclical from structural

unemployment. Of particular interest here is the chapter's discussion of
the effects of recessions; which not only create cyclical unemployment,

but also add te structural unemployment because of their impact on
slowly declining industries. Such industries, whose shrinking

employment might otherwise be handled by attrition, are likely to fail

more quickly during economic slumps. This faster decline may, in turn,
lead 1o an increase in the number of “structurally” unemployed (i.e.,
displaced) workers.

" The chaptei s Lasic co-clusion—that much more work is needed to

define and estin ate the number of displaced workers—is sound and
deserves close attention. It is difficult for Congress to wrestle with

decisions about whether o provide assistance for displaced workers,
particularly if there is strong disagreement about the magnitude of the
problem. With more accurate, reliable information on the number of
displaced workers, Congress should be better able to do what it is

elected to do—namely, to make the hard value judgments about

allocating limited public resources-
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THE CHARACTERISTICS OF DISPLACED WORKERS

In laige part. the answer to the second question; “What are the

characteristies of (h\pla( ed workers? is implied when the general idea

of "displacement” is translated into specific numerical estimates: There
are a number uif erucial guestions for policymakers concerning these
characteristies, however, which may partially explain the disagreement
over the number of displaced workers. First, are displaced workers
concentrated in a few specifie parts of the northeast and north central

regrions, or are there pockets of displaced workers nationw ide? Are most
of them older. experienced workers; or are many of them relatively new

entrants to the labor foree? Do a high proportion of them lack basic
reading and mathematical skills; or have they successfully completed
their educations” Are many of tiem willing to relocate to a different

part of tho u)unlr\ or dare they strongly tied to their current

Without the answers to these questions, it will be difficult to design
effective policies to aid displaced workers under Title 111 of the Job
Training Partnership Act: for example. Fortunately, more information,

based on a special supplement to the January 1984 Current Population
Survey, should be available in August 1984.

POSSIBLE POLICY GOALS

The ch.aplor focuses on a goal of “job security,” but how is that

really defined? 1t appears to mean continuing employment with the

same firm; esjeocially where the distinction between job displacement

and employment displacement is discussed. When continuing
employment with one firm can. be achieved. it is clearly desirable, but
often that will not be possible: In those cases, the basic goal should be to
help displaced workers find other; comparable jobs reasonably soon
after being laid off. Generally, such a goal should include helping the

workers find jobs that have similar characteristics (e.g.. hours of work,
wages) to their »revious ones.

In sosme cases, however. comparable new jobs cannot be found. This

is especially likely if the workers have been pmd more than the

“market” wage for their skills. For example, in 1982, steelworkers

earned 60 percent more. and aiitomobile workers earned 55 percent

more: than the overall average for manufacturing industries. in part
because their industries maintained real wages during inflationary

5
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periods, whereas most other manufacturing industries did not. (If

fringe benefits are mcluded the differences are substantially greater.)
Moreover. employees’ wages relative to their productivity often vary
over their work lives. being relatively higher for senior workers.
Therofore dnsplaced “erkers from cert,am mdustnes especlally many

stand.u'ds of lnmg in new jobs

SPECIFIC OPTIONS

Before turning to particular options for aiding displaced workers,
two general points should be made: First; there has been much
discussion of technological change as a cause of displacement. As the
chapter aptly points out. hiowever, avoiding technologic .| change or
following protectionist policies to slow the rate of decline in some
industries may reésult in more jobs lost in the long run, not fewer. In
essence: the best way to increase the number of jobs is to imp.ove the _
competitiveness of American industries and to deal with the problem of
displacement dlrectly—for example; through aid to the affected

workers and communities—in order to minimize its impact on them:

Second. the chapter puints out that, in many cases, a combination of

private and public assistance may be much more effective than a
government program alone. This observation raises a crucial question,
however: How miich more could firms do to help their displaced
workers? Firms vary considerably in how they handle cutbacks in
employment. Some give little. if any, advance notice of separation, no
job counseling. and little job search assistance. Although some firms
could expand this type of activity, could many of them realistically
retain more workers than they now do in periods of decline? There is a
lack of reliable data on this topic. Firms generally do seem to try to

keep workers, even when some retraining is necessary; but often the

skills of 1aid-off workers are so different from the skills needed to fill

any vacancies that retraining is not feasible:

This observation, if true, suggests that many firms may have little
room to retrain and keep more of the employees they are laying off.
Instead. firms may need to provide aid by teachiag workers job search
skills and giving them inforsmation about existing jobs, both in the same
locality and in others. Schools may be able to help, perhaps by
providing more classes specifically designed for adulis. Remedial
classes in basic skills may 'be especially useful. On the other hand; the
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chapler's suggestion that job search skills be taught to high school
seniors should be evaluated in terms of its ability to improve the

efficiency of labor markets in general; rather than on the basis that

future generations of displaced workers might fare bet'er:

In its dlwussmn of apecn optlons the chapter m\es se\eral

Uncmplo,\ mem, lnsuranCe (U1 benefits could be uased as vouchers to
encourage employers to hire long-term unemployed workers. Although
this approach may help some unemployed workers to obtdin jobs they

would not have found otherwise; it would, in essence, recallocate jobs

rather than increase employment. Having more peopie unemployed;

each for 4 shorter time; would carry some advantages: but if these who
then bevame unemploved were also eligible for Ul; federal costs would
rise.

A sveond suggestion for aiding displaced workers is to provide tax
mwnm es to flrms for trammg. in order o deal mth thelr tendency to

.xpproath is that most training is alreads pm\ ided by flrms. 5o that the

yuestion becomes one of how to ¢ ncourage more training without

subsidizing what firms would provide in any cace: One possibility

would be to provide tax incentives only for training in excess g{g past
year’s amount. But even then. since firms appear to be increasing these
expenditures over time, relatively little new training might be

stimulated for ¢ach doliar of reveriie loss.

THE FEDERAL ROLE

The appropriate federal role in aldmg dlsplaced workers. depends
on many factors. including the magnitude of the problem and the

approaches that are judged to be most cost-effective: as discussed in

Uhalde's chapter. But one factor not discussed in the chapter is the

priority placed on this problem as compared with other claims on
federal expenditures.

ﬂ’e’ ia;t i.nto'r is pmicuiaris im;ioriani in ihis iime o? fiscxi

spendmg, because of fear that higk deficits in 1985 and beyond may
weaken the economic recovery by leading to even higher real interest
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rates than we are currently experiencing. Furthermore, unless our
natisn resolves its macroeconomic problems; no employment pelicies

will work. either for displaced or for disadvantaged workers: In
essence: this means that Congress will have to make many difficult
decisions about balancing tax increases against spending cuts and

alloeating total spending among competing uses.

In such an atmosphere, it seems unlikely that displaced worker

programs will be funded by the federal governinent at levels high
enough to serve all eligible applicants: Consequently, the mcre aid that
firims, state and local guvernments; and community organizations can

provide. the higher the propurtion of displaced workers that will be
helped. The Job Training Parteership Act addresses this point by

requiring matching funds from states. In fact, one advantage of the
limited resources available for all employment and training programs
is that program managers are strongly encouraged to be as efficient as
possible; for example, by providing the least expensive services (such as
job search assistance) first. and reserving more expensive ones (such as

training) for those who still do not find jobs.

In conclusion, Uhalde’. hapter reviews much of what is already

kriown about displaced workers, raises important questions, and makes
some provocative suggestiuns about policies to deal with the problem. It

is an excellent introduction to this Forum:



Private or Public
Responsibility




- BARRY BLUESTONE

Industrial Dislocation and Its
Implications for Public Policy

-

Despite an initial surge of economic recovery and the appeararce of

unemployment rates below the double-digit level, the American _

economy continues to experience a thorough and rapid industrial
transformation. It is one in which sectoral and regional dislocations

pose significant challenges for government policy. Deindustrialization
of a sizable segment of the older mill-based and smokestack

industries—even when set against real growth in high-tech; service; and
retail trade employment—is creating substantisl labor displacement

that can only be cured by an overhaul of our economic, educational, and
training institutions. The nature of this economic challenge and how
government may respond to it is the central focus of this chapter.

Following consumer (and government procurement) preferences,

the unfettered private market generates some of the required signals _

necessary to guide decisions about where investment and disinvestment
should take place (i.e., in which industries and in what locations). But

no mechanism is inherent in the private market that produces sufficient

information about the socially optimal velocity or rate at which that

what direction to take when we are in a condition of disequilibrium; but
it does not tell us how fast to go or prevent us from overshooting the
mark. (In appreciation of this fact, standard textbook supply-and-

demand diagrams have but two dimensions~-price and quantity; they
are virtually never drawn with a third axis representing time.)
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As a result of madequabe market signals, private sector
adjﬂ;mmnts to new economic conditions are often clumsy and costly.
Disinvestment is too rapid in particular industries and regions while
capxzz! stampedes chaotically into others. The auto and steel industries

in comimunities such as Youngstown, Buffalo, and Flint are abandoned

o hastily. while investment pours into Houston and Miami at a pace
mich too rapid for successful absorption: In the process; millions of jobs
are permanently destroyed, with few of the displaced workers being

“job-ready” for skilled openings in expanding sectors or regions: The

unemployed are forced down the occupational ladder into less
productive and rewarding jobs. Moreover, in the current industrial
transformation, two factors stand out as critical: (1) the overwhelming
speed at which deindustrialization has been occurring and (2) the
evolving “dualism” in the overall industrial structure. The interaction of
these two has caused catastrophic unemployment and occupational

“skidding:”

In view of this economywide transformation, the gmernment must

develop policies to modify the rate of capital mobility and invest in

physical and human capital with the goal of avoiding or at least
minimizing these social costs. This requires public sector intervention
on both the labor demand and labor supply sides of the market. Such
publi¢ intervention in the form of specific industrial policies, as well as

education and training programs. is feasible and desirable.

DEINDUSTRIALIZATION

Relying on data from Dun & Bradstreet lH&B) on approxlmately
millian establishments. Bluestone and Harrison (1982) have calculated
that over 22 million jobs disappeared between 1969 and 1976 as a

consequence of ¢stablishiment closings . and long-distance relocations:

The number of jobs lost amounted to 38 percent of the existing jobs in
the private nonagricultural sector in 1969. Within the manufacturing
sector alone. establishments with one hundred employees or more had

only a 70 percent probabxh;y of siirviving to the year 1976, conditional
on their operation in 1969. Thirty percent closed their doors

permanently or moved elsewhere. Analysis of more recent D&B data by
the Business Microdata Project at The Brookings Institution indicates

that, since 1976, the rate of employment loss due to plant closirgs and __

outmigrations has actually increased significantly: Fully one-third of all

private sector jobs in 1978 had disappeared by 1982 (Harris 1983):
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buxmennvr { l‘mn has demon.slrawd a similar phennmenon among

establishments owned in 110 of the largest manufacturmg ﬁ)rporatmna

in the United States. Between the beginning of the 1970s and 1978,
thes¢ large corporations relocated. shut down, or div ested themseives of
over 21 percent of the more than 12,000+ establishments they owned
and operated at the beginning of the period. Of this number, more than
half were simply shut down or relocated (8.4% and 3.7% respectively)

rather than sold to new owners. These same corporations opened over

1.600 new plants and acquired nearly 3.100 durmgrthlsr perlod but for
the most part they were in new industries and different regions,

providing little employment opportunity for those immediately affected
by the elosings.

in' ;p’izé 'o'f aii this ev idénce zhe 'ciai'm' ofdeindusiriaiizziion has

re;..zrd undertaken b; Robert Z. Lawrence (1982), concludes that
American deindustrialization is a myth. Lawrence notes that aggregate

manufacturmfz emp%os menl le\els remamed,nearlj constant over lhe

every other industrial countrs demdustrlahzed faaber than the United

States. Manufacturing establishments employed 20.3 million in the

United States in 1973 and only slightly less: 20:2 million; in 1980: Even

more strlkmg is lhe ev: dence on mternauonal trends in emp!oyment

the Umted SLate> was the only OECD country to have gggslmegrqu th
F&té in &ié?éiéié? iﬁéﬁﬁfﬁétﬁ ’rih’é work. hours b@t\i’ééﬁ 1973 and 1980

combined W;;lg relatively slower growth in Eumpean output, is

responsible for what appears to be worker deindustrialization
everywhere hat in the United States

TABLE 6.3

ANNUAL PERCENTAGE “HANGE N MANUFACTURING
HOURS BY COUNTRY_ 1873-1980

- M — — —
us. + 7 Belgium <18
Canada - 3 Denmark -22
Japan - 2 Netherianch -3
France = 21 Sweden ~24
Germany - 26 ttaly - 1
Engiand - 29 o

SOURCE: Capdevielie and Aivarez (1981).
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Indeed. iigither these data nor the aggregate trends can be disputed

on face value. But a fundamental problem exists with this approach.
From a social efficiency or social cost perspective, the aggregate trend
in employment is inadequate to prove or disprove anything about
deindustrialization if interindustry and interregional worker mobility
fails to clear labor markets. What counts in an economy where mobility

is imperfect, and thus unemployment sévere, are the trends in specific
industries and regions. Without dispute, worldwide empioyment in
marnufacturing is expanding rapidly; but if it is declining sharply in the

United Kinigdom. for example, the growth in other countries will not in

any serious way offset the economic hardship imposed on the British.

Likewise; private and social costs are imposed on workers and
communities within the United States to the extent that those

dislocated from declinir g industries in particular regions cannot find
employment in equally productive jobs in other sectors. The magnitude

of these c3sts is positively related to the rate a¢ which employment is
declining in particular sectors and regions and is negatively related to
the ecor:omic system's capac.ty to absarb dislocated workers into aother
sectors. For this reason; the velocity of specific sectoral and regional

deindustrialization and the overall absorptive capacity of the economy
are thoe proper phenomena to study. Only on this basis can one judge

whether deindustrialization is a myth or not.

~ The actuai employment performance of key sectors of the economy
is disclosed in table 5-2. Although the flat trend (as opposed to declining
trend) in employment is confirmed by the small change (+0:13%) in the
number of total manufacturing jobs between 1973 and 1980, production

workers did not fare as well and employment in certain key sectors fell
sharply.

Overall, the number of production workers declined by almost 5
percent (#693,000), in part as a result of a substitution of supervisory

and administrative office workers for productien employees.® Moreover,
total employment in the radio and television receiver industry declined
by over 27 percent. and the motor vehicle, footwear, household

appliance; and textile mill product sectors experienced job losses all in
excess of 15 percent. Together, the ten sectors listed in t=ble 5-2 with

employment losses between 1973 and 1980 accounted for 790,600 fewer

*Hetween 1958 and 1980. administrative office and suxiliary employmentin_ ____
manifactiiring as a propertion of total manufactiting employment rose from 3.8 to 6.5
percent. Payroll devoted tc these nonproduction employees_ increased from 5710 9.7
percent. Nearly lialf of this increase has occurred since 1972. See U.S. Department of

Commerce: Bureau of the Cemaus (1990), table 1B, 5 6.
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PERCENTAGE CHANGE IN TOTAL EMPLOYMENT AND PRODUCTION WORKERS,

19731960, AND PRODUCTION WORKER AVERAGE WAGE IN 1960
FOR SELECTED INDUSTRIES

Inchastry Total Employment Production Worksn Avesags Woge

Tota! Manctacturng A3 - 4.T% $71.27
Darabee Goadi 20 - 38 7.7%
Nondurable Goods 24 -89 655

Seiected Manutacturing Sectors
Primacy Metan 917 138 8.7
Macnnery. exct Eiec 139 149 8.00
Ewc Dt Equp 112 160 €96
Eiec ind Apperatss 5 38 691
rousehoid Appl. 179 181 €95
Radd TV Rec..vers 272 39 €42

|

__ Accessor e 256 1717 605
Motor Vandies 203 253 285
Arcratt & Parts 246E 246 823
irstruments & Related
Pon 216 224 6.50
Teatie Mii Prod 154 162 507
Apparel & Other Prod 128 105 456
Cremicas & AiedProd 63 2t 830
Tires and Tubes 126 16 4 978
220 1.42

Footwear 220 232
Serected Retal Trade Sectors
Deportment Stores.

Eating & Drinking Estad &

-:un
W oo

16 49
487 :

Finance. insurance. -
6 243 579

Reasi Estate

e
o

Al Other Services 8 358 585
Al Sactors 16 9% NA NA

SOURCE  US Depertment of Labor, Bursau of Labor Statat«s [1981).

Jobs. Although not shown in the table, by 1982, another six hundred
thousand jobs had been lost in these ten industries alone. Also
important, as will be discussed in more detail later, is the fact that the
average 1980 hourly wage in the job-loss industries in table 5-2 was
$'..17. whereas the employment-weighted hourly wage in the job-growth
industries (including those in trade and services) was 23.2 percent
lower; at $5.51.
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The preceding aialysis dealt only with national aggregates.

However, within particular regions much dramatic employment
activity is taking place: This car be illustrated by tracing employment
trends in four key Frost Belt and four large Sun Belt states:

Massachusetts, New York, Michigan; and Ohio; and North Carolina,
Georgia, California, and Texas:
Table 5-2 presents data on the percentage change in total

employment betueen 1973 and 1980 in major industries in these states.

A sharp decline in basic manufacturing is clearly evident in Michigan,
Ohio; and New York; where total manufacturing job losses ranged from
10 to 17 percent. On net; over two hundred thousand manufacturing

jobs disappeared from Michigan in this eight-year period, nine-tenths of

them in durables. Ohio and New York each experienced a net loss of _
over one hundred fifty thousand jebs: In contrast; Califcrnia increased

its nuanufacturing base by over a {ifth during this sluggish economie
period, while Texas increased its base by nearly a third and its
durables sector by 33 percent. As stated earlier; net manufacturing

employment increased by a mere 0.13 percent, nationwide.

___ Regional shifts in the location of particular industries are notable.
Michigan lost nearly 28 percent of its primary metals industry and 23
percent of its jobs in fabricated metal operations; Texas, on the othier hand,
enjoyed a 27 and 29 percent growth in these two sectors. Similar shifts,
often of even greater magnitude, are found in the nonelectrical machinery,
the electrical and electronic apparatus, and the transportation equipment
industries: Some displaced workers moved to the South to take advantage
of these job openi=gs, but hardly enough new jobs existed to fulfill the

demand. The consequence has been double-digit unemployment of long
duration in & sub: antial part of the industrial Northeast. With the

recession in the late 1970s and early 1980s, it swept into other parts of the
country—including the South.

DUALISM

Although deindustrialization poses a sérious threat to segments of

the manufacturing sector. economywide employment levels continue to
expand rapidiy. Fifteen million people were added to civilian payrolls

between 1973 and 1981 despite unemployment rates that rose from less
than 5 pereent to nearly 9 (Economic Report to the President 1983). So
why worry about 2 to 3 millign jobs lost in the entire manufacturing

sector? The reason to be conicerned is that the majority of the newly
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created jobs are poor substitutes for the ones that are disappearing. A
dramatic transformaticn in the structurs of the entire national job.

distribution is responsible for a sericus mismatch between the skills
and income needs of diSi:iléEéd workers and the skill requirements and

wage levels of the new jobs:

Consider the internzl job structures of the growing and declining

sectors. The old mill-based industries (e.g.. apparel, textiles, and shz s)
and the smokestack industries (e.g.. auto, steel, tires, i1ousehold
appliances, ard petrochemicais) came to be characterized during the
period of 1930 to 1980 by relatively small high-skilled/high-wage
segments; similarly small low-skill/low-wage seginents, and large
éﬁziﬁkil‘éd and skilled bibé-’cb’lléi- and iivhiié-’cél!a"i- middle wage

comprmed of relatively | hlgﬁly remunerated managers; skilled

designers; and engiuecrs: At the other end of the spectrum; a portion of

the smaller shops that supply General Motors, Ford; Chrysler, and

American Motors with parts and components offer low wages and few

employee benefits. But the vast majority of workers in the industry is
empioved in fabrication and assembly jobs or in manufacturing support
positions that pay annual wiges in the $15,000-§25,000 range. The

nature of the productl 1 process. combmed wnh the de'nands of the

Jjobs:

The industries that are expanding today have a different
employment distribution. ¥/ithin the new ﬁlgﬁ-tecﬁnology

manufacturing industries; the business services industries, and in

pcrwonal services and retail trade; the distribution of jobs tends to be

“bimodal.” In the computer industry, for example; relatively high-wage
jobs are in computer hzrdware design, software development; and
systems analysis. At the other end of the spectrum, & significant

ﬁuﬁibér 6f l'oa W i(gé/lb’wzskill j’o’b's are iﬁ computzr nﬁembly md in

mdust,ry lacks a large. se,mnsknlled well-paid middle. Similarly, retajl
trade has developed 2 polarized distribution of jobs, with a well-paid
bureaucracy comprised of managers, buyers, advertisers, and
accountants at the top; and part-time, , poorly paid sales clerks at thc

exists in the auto industry or in the steel industry.

Across industry, the same type of bimodal distribution 1s

developing. As the luwer-wage computer assembly jobs are automated
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or shipped abroad. the computer irdustry tends to be dominated by the
upper muxle of the distribution. The lower mode tends to disappear. As
discount department stores supplant other forms of retailicg and fast-
food chains begin to dominate the restauraht busmeﬁs the low énd of

tu b( mov mg to one or the other end of the overall job distribution.

Figure 3-1 provides a generzl caricatures of the old industrial
structure and the new one that appears 2o be deeloping. As the m:!.
baaed smi Re:tack mdu:tnes declme Lhe remammg dlstnbuuon of j

“missing mu!dle a term comed by Harrison and Hill 119495 to describe
the evolving cmploiy ment structure in Massachusetts.

LOW WAGE/LOW-SKILL NIGH-WAGE/HIGH SKILL

Figare 5-1: Oid and new industrial structures

Statistical data to confirm “dualism” is presently quite scanty, but
as more research is completed on the evolution of the jobs distribution;
the missing middle hypothesis appears to be gaining credibility. One

piece of evidence is found in individual industry studies: In research on

the retai] trade sector; Bluestone et ail: (1981a) used the longitudinal
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Employer Employee D: ta (LEED) file prepared by the Social Security
Administration to track the earnings distributions for year-round
workers in the New England department store industry. As figure 52
indicates, men earned sign’ficanily more than women ia 1957, but the

overall distribution was generally :nimodal. By 1975, however, the

industry had become highly polarized, as demonstrated in figure 5-3.
Women continued to dominate the low-wage sales clerk positions, while
the newly created administrative slots went overwhelmingly to men:
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The same \uu:{l Security data source was used by Alan Matthes <

see Harrison 1952, table 11, pp. 76-77) of the Social Welfare Research

Institute at Boston College 1o calculate Gini ratios fur a variety of New

Enghnd mdu_lne:» ¢ 'Z'ne grou mg dUmh:m m the departmem store

Tab,le :»,4 mdu.‘ate:, Lha: other Xnd!.bl[]ea may b'e experaenc:ng 1he same
tendencies toward bi;’)’b’léi’ earnings distributions. Substantial incraases
in inequality are found in office machines and computers; electron’c

comporents, supermarkets, and hotels and motels—all rapidly groving

secwrs of the economy: Moreover; as the first row of this table
indicates; the Gini ratio for afl year-round emplovees in New Engiland

increased between 1957 to 1975 by nearly 15 pereent; from 332 10 351

Other regions of the counlry may experience the same terdency towar:

dualisnt if their reindustriali=ation efforts mirror those of this region.

Stinback and Noyelle (1982) have discovered similar trends for the
national la.)or force. Using data from the U.S. Bureau of th.2 Census
and the L Bureau of Labor Sumsuc: the two ha\e xm.eatxgated the

earnings. Auordmg o their research the shares of cmployment in the

highest and lowest earnings classes increased between 1950 and 1975;

while the share of employment in the middle of the distribution

declined. From an apparent unimodal distribution; a bimodal

distribution is emerging:

Projected employment growth between 1980 and 199 as forecast

b4 the U.S. Bureau of Latwr Statistics (Carey 1982) adds another

dimension to the polarization hypothesis. Of the ten accupations that are
expected to produce the largest numbers of new jobs during the 1980s;

seven are among the lowest-paying lowest-skilled occupations in the
economy (l o nurx«\ axdex and orderhea, Jamwrs ard sextons sales

fast- tzrim msz occupatmm roqunre substanual postwcondan schoc|

skills: paralegzal personnel, computer analysts; physical tnerapists,

speech and hearing chmcn:ms aero-astronautic: | engineers; ecunomists,;

*The Gaini index. 4 measure uf dnmbutmn mmmonl) e v woeial seRnting: @
constructidd so that increases in its value aignify growing inequaiity whereas decreases
indicate a more equal distribution. The range in Gini values )g}p\;ndng by 0 and 1. When
the iRdes 150 per{eet eguility exists where each individual receives an equal amount of
sosoiree~. Wi the index equaly 1. “perfect inequality” exists where one individual

recein s everything and all others gt rothing.
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TABLE 54
___ CHANGES IN EARNINGS INEOQUALITY FOR ALL COVERED

EMPLOYHENT AND SELECTED INDUSTRIES i THE NEW ENGLAND
-~ ECONOMY 19571875
(Eve 5vé G Contt of inaguiy)

49‘;;*

oy 1967 7%

Ali Couerag Emoovment 332 381

Wan, tectocng

Convrmert.ai Printang s
DEipi Wit iLing Mach.ner 210
Ottca Wicronas ang Compoters 184
E ectrpinic Lomipamanits 283
ArTratl Engoras 197

YERYCYER

NOrera Cé?‘;ﬂﬁ

Oapartmént Stores
SapErTaTR Rt
Commmersa Barks
HotEE ana Moten
HCEDn It

2 E1dd
cgket

SOUREE Carcuiatad By Aisn Maciwmet Gt e SO0 Wetfars Resserch imetitute for Marrson (1582).

FOTE  The LEED Fif COMBING & Ot Barcan samiia of the < ocui Secunty scoros tfall
COvered SDIOYEEE WG Felr woraad W the New Engund stater Detween 1§57 and 1973
Trvs tabie MCiudes Ovly wAgES and 53187 e aCluaily Sarned By workers whe wers empicyed
i 2l Your FTOUNtAG Guartens Of e year

and drickmasons (p. 27). If these projections prove accurate, one would

expect to find even higher inequality ¢ ivients in the future and a
more obvious Lipolar distribut.an of job opportunities.
THE DOUBLE WHAMMY: DEINDUSTRIALIZATION
AND DUALISM COMBINED

By itself, the deindustrialization of various scctors and regions of

the econoiny would not pose a serious adjustment problem if new_
comparable jobs were being generated in other industries. But when
the evolving structure of employment is bipolar and deindustrialization

is extremely rapid. the transition from the old industrial base to the
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new one is unreasonably diffieult for the displaced mill-based or
smokestack worker: Deindustrialization and dualism combined sorely
try the absorptive capacity of the labor ina-ket. Longitudinal data on
how workers fare in the [abor market wfter aisplacement from basic
manufacturing industries eonfirm the faet that many face permanent
income loss.

 Using the LEED file, Jacobson (1978; 1979) and his colleagues have
been able to calculate the ¢ earnings losses of permanently displaced,
prime-age male vorkers in a2 number of industries. To measure this
loss; Jacobson cxicula:rs the actuzl earnings of workers in 2 given

muustr) ‘yj}o rem;m continucusly employed in that sector. This
earnings trajectory is then compared with the earnings records of
workers who experience permanent layoffs from the same industry. For

fhost cases an xmmedlat.e dmp in mcome oceurs, subsequem to

emyloy me';t inothe Tirms. Some job-lmers are affected qunte
adversely, with their earnings falling to zero, whereas others find
comparable work almost immediately. The “actual earnings profile”

reflects the a wrage earnings of the fuli cohort of displaced workers:

Jacobson’s estimates are shown in table 5-5. They indicate that, in
the first two years following involuntary termination, the average
annual earnings loss ranges from less than 1 percent for workers
formet.y employed in the production of television receivers to more
than 46 percent in steel. Even after sir years, workers in some
ind ustries continrued tu experience as much as an 18 percent shortfall.
The displaced from the better-paying, unionized industries (e g..
meai-packing. flat glass; automobile; aerospace; steel; and petroleum
reflining) suffered the greatest reduction in income. But even in the
lower-wage sector; including women's apparel; shoes. toys; and rubber

footwear; six or more years elapsed vefore displaced workers caught up

with those who had the good fortune to hold on to their jobs

Each worker's loss in earnings following r'lsplaa‘ment is a function
of what new employment opportunity is avaiiable. This is well
illustrated by an analysis of displaced New Ergzland aircra’t industry
workers carried cut with the I £ED file at the Social Welfare Research
Institute at Boston College {Bluestone ¢t al., 1981%). Between 1967 and
1972, 31 percent of the workers in this industi» were displaced as a
result of the sharp downiurn in this secior and 1 substantial increase in
subcontracting te other regions. Uf the 18,300 displaced workers; 600
were able to locate new jobs in the aireraft industry. bat only by
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wigrating aut of New England. Sixty-five pereent (11.900) located jobs

in other “primary sector” industries, 11.5 percent (2,100) found jobs in
~secondary sector” industries, and 202 percent (3.700) either found no

jobs at all or worked outside the Sovial Security system.
TABLESS

LONG-TERM EAANINGS LOSSES OF PERMANENTLY DISPLACED
PRIME-AGE MALE WORKERS

Porce.tags Loss

Sroes 113 15
Toys __ 16:1 -27

Cotton Weaving 14 414
Fuat Glass_ 163 162
Men's Clothing 213 87
Rubber Footwear 322 -9

The resuits of this analysis are reported in table 56. Those who
stayed in the aircraft industry by migrating to other regions had only
78 percent as much riominal earnings growth as those who were able to
retain their New England jobs. Those forced into other primary sector
industries (including most durable manufsacturing, wholessle trade, and

public utility industries) experienced only 33 percent a3 much earnings

growth. Finally, the more than one in nine relegated to “secondary

sector” industries (nondurable manufacturing, retail trade,and
personal services) experienced an absolute 26 percent earnings loss. For

them, annusl earnings in nominal terms fell from an average of $6.054
to $4,468. After controlling for inflation; these workers earned in 1972

only 59 percent of their 1967 aircraft wages.
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Further analysis of the LEED file suggests that “downward

mobility” into the secondary sector is not at all uncommon: This can be
seen by {ollowing the job mobility patwms of the 833,200 workers in
New England whose principal activity in 1958 was to work in
traditional mill-based industry (e.g.. apparel, textiles, shoes), In the
period after 1958, 674,000 left the mills. Of this number, caly 18,000, or
less than 3 percent, were able to locate jobs in the growing high-
technology sector in the region by 1975. (Another 2,000 had mlgrated to
high-tech jobs in other states.) But more than five times as many = _
(106.000) ended up in service and retail trade industries; almost all of

which paid significantly lower wages (Bluestone and Harrison 1982):

The general decline in earnings followmg dislucation is to a great
extent a functien of the relative earnings levels in the growing and
declining industries. Although there has been substantial recent
employment growth in a few higher-wage industries (e.g., nonelectrical
thachinery ard aircraft and parts), many of the most rapidly growing
industries are in the lower-paying manufacturing and _
nonmanufacturing sectors. Employment in the eléctronic eomponents
industry rose by 75.9 percent between 1960 ard 1972 and then by
another 25:6 percent between 1973 and 1980. But the average
production worker, working for $6.05 per hour in 1980, earneda
weekly salary only 61 percent as high as that of an average employee in
the primary metals industry. In ess2nce, 163 electronic components jobs
must be generated to compensate for the wage bill loss of 100
steelworkers. Simnilarly, it takes tuv department stire jobs or three
restaurant 3obs to imake up for the earnings loss of just Lne avemge

manufacturing posiition.

Sector-specific deindustrialization can, therefore, seriously erode
the size of the real wage bill even when aggregate employment in

manufacturing remains constant. Over the next decade; the national

unemployment rate may fall as more jobs in the service and trade

sectors are created. But the decline in unemployment may not do very

much for standards of living, as many of the new jobs pay significantly
less than those ti it are disappearing. We are entering an era in which,
for those in the o\« industrial middle, downward “skidding” rather than
traditional upwasd mobility may become the norm. And for new
entrants to the labor force, those who de not have id?ii‘i’géd,ékillgjﬁy
b@ i'éléi.i’ﬁ@d b@i‘iﬁiﬁéﬁtl? tb thé lbﬁ'éi‘ i'iiifdé of the distribiition. The
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MODIFYING THE DEMAND SIDE OF THE MARKET

"To cvimbat deindustrialization and economie: dualnsm. the

governnient, both at the federal and state level, will need to intervene

more directly in the prlvate market. Three types of policies are

requured (1) an expanbionary f:scal and monetary polncy. (2) an

and for saving what is left of the ¢ economy 's industrial mlddle By best
estimates; if a 10 percent unemployment rate exists; 4 percent is

normal frictional u'xen"nlogfment ancther 3 percent is structural; the

remaining 3 percent is caused by deficient demand. Macropolicy can at

most cure this last part. High interest :ates choke off sales in interest-

sensitive industries, such as auto and housnng construction, and retars)
investment in all sectors. Interest rates in real terms must be brougint
down to historical levels (appmxlmately 3 to 4 percent) in order L

provide sustained economic growth. This may best be accomplished Ly
having the Federal government return to a pohcy of targetmg 1nterest

Fiscal policy is also important. Contrary to the belief that large

(even $200 billion) deficits are bad for the economy, the old-fashioned

Keynesian madicine of runmng deficits during recessions still works:

Miich of the current recovery is precisely because the Reagan
adniinistration is fundamentally Keynesian—if not in word, certinly in
dewd. The combination of enormous tax cuts and bloated defense
spendii-€ has been responsible for the consumer-led spurt in growth.
(Supply- -siide nostrums about liow corporate tax cuts can produce an
imvestmenit boom have not proven to be accurate.) Cutting domestic
spending or boosting persoi.al taxes at tkis time would be .unwise, but
transfepring federal doilars from capital- intensive military

procurement to more labor-intensive civilian spending would pnme the

economic pump even more:

Macropohcy is not sufficient, however. Given the dramatic

reztructuring of the economy, specific industrial policies aimed at

maintaining a healthy portion of the traditional miil-based and

smokestack lndustnes are needed In retrﬁspec». the extraordmary
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targeted government loans; loan guarantees, and procurement may be
used successfully to reenergize “dying” industries. The key is to choose
those firms that are most likely to use such targeted assistance wisely
and to impose strict quid pro quos in returh for such 2id. Changes in
management practices, rustrictions ou “nonproductive” investments;
and in some cases conzessions from labor are proper demands for the
government to make in return for public support.

_ The one serious shortcoming with the Chrysler ivan guarantee (as
well as with the special provisions granted Lockheed ard New York

City) is that if was renderzd on an ad hoc emergency basis. Some form

of national industrial policy agency is needed ¢ decide in a regular and

 rational way where assistance could best be directed. An agency. in
connection with a federal economic development bank. should be
created for this purpose: In addition, plant closing legislation should be
efiacted requiring firms to provide workers and communities with
advance notice of plawt shuydowns and to grant modest readjustment
assistance. With prenctifigation, individual states could then establish

“industriai e tension services” (patterned after the U.S. Agricultural
Extension Service) to provide technical assistance to company

managers, workers; and community officials when ntice of an
inminent closing hes been given. The industrial extension service
would be equipped with competent staff and consultants to offer advice
on production techniques, labor-management relations, capital _

resources, and on how to reduce red tape in order to maintain the
facility in question. Alternatively, in the many cases where the plant.
cannot be saved, the extension service would assist the workers and the
community in locating other employers to {ill the void.

As & normal part of industrial policy, the geveriinent must also
review its trade policies. Short-run trade restriction is necessary in
some cases to protect American firms from export surges or to recover
competitive advantage. Trade restriction shoulu be i1aposed sparingly
and should contain sunset provisions; bu it should not be automatically
discarded as a potential tool in the overall industrial policy mix.

Restructuring the low end of the labor market is also important. In

its early days, before the industrial union movement axd Depression-era

labor legislation, the current mill-based and smokestack industries_
were also characterized by bimodal job distributions. Well-organizd
industrial unions siich as the United Auto Workers, the United
Steelworkers; the International Association of Machinists, and the

various electrical workers' unions, were able to use ccllective



ﬁ@ifiéiﬁiﬁk to inijirove wages and working conditions dramatically and
to narrow wage differentials. In turn, these efforts forced management
to introduce efficiency measures that ultimately boosted productivity

and made those wages and working conditions affordable.

Retail trade and services, as well as the highvtech manufacturing
sector, are weakly unionized. Unionization of these industries could
provide the hasis for creating a new “middle” for the economy.

Unionized supermarket employees are well on their way to such status
already. Unions should stress the development of internal labor markets
and job ladders in these sectors, 8o that workers who chopse these
industries could look forward to promoiion. and to better-paying and
more responsible jobs within the sect.r. Fitstructuring the job
distribution within these industrias wi-iid be the best method to
eliminate the tendency toward exzren.: aualism in the economy.

MODIFYING THE SUPPLY SIDE OF THE MARKET

__Sole reliance an the demand side of the market is by no means
sufficient. Improving conditions at che low end of the dusl economy will

and retraining the 'abor force must be pursued simultaneousiy.

An entirely new approach to education; training; 2nd retrainirg is

imperative. It took nearly four generations, between 1900 and 989, for

the proportion of the labur force devoted to agriculture to decline from
38 percent to only a tei.th of that, 3.8 percent. As a result; much of the
reduction in farm employment was accomplished through attrition: In
general, the sons and daughters of farmers—not the farmers
themselves—migrated to the metropolis for joiss in the newly expanding
manufacturing sector.

Today; however; and even more so.in the future, industrial

transformation will occur at higher velocity. The entire “product cycle”

in some .iigh-technology industries takes less than ten years to



complete. That is, from the time a new product is developed to the point
where it is phased out or its production transferred abroad may take ro

more than a decade: The workers displaced from these jobs will not
retire, like the early twentieth-century farmers; but will require .
retraining for new industries and new products. The workers of the

future will likely have two, three, or more occupations during their
lifetimes.

 To accommodate this trend, education and training must take on
the dimension of lifelong learning. Periodically throughout their lives,
workers will need to return to school for both general and specific

training: Adult education programs will have to be expanded
dramatically: The type of training w.l! have to change as well. ,
“Process” skills—basic language and math skills—will be important
because they provide students with the flexibility necessary to enter
various occupations. French and Fortran, calculus and logic; and

advanced speaking and writing skills need to be emphasized:

_ As for vocational education, the public sector must play a greater
roie. Sume years ago, the state of Connecticut was training five
hairdressers for ever+ machinist. Did this allocation of resources reflect
aemand conidicions? Hardly. It reflected the faet thit 8 commereial

electric hairdryer cost the state 8250, whereas a new. computerized,
numerically controlled cutting lathe capsble of machining titanium ran
about §250,000; The state simply refuse: to allocate the resources o

train a sufficient number of machinizts

_This perhaps would have been accepable if the private sector waz
willing to do the training. But with machinist apprenticeship programs
requiring four years to co nplete, at an annuz! »stimated cost in excess
of $12:000; as well as the ever-present danger wf jstur pirating by other
firms: none but the largest companies are willing to offer sufficit !
training: Consequently, ever since the large group of World War 11

government-trained machinists retired in the early 1970s, a chronic
shortage of skilled aireraft workers has existed. This can only be

remedied by relatively large-scale public expenditures on training. The
private sector is gearing up to offer advanced degrees (Wang; for
example, has created z coll - . Zampus that offers master’s d=grees in
computer engineering), but the shortage is too great for the modest

programs develaped to date by private enterprise to overceme:

To develop adequate education and training in the “information_

age” requires the development of new financing mechanisms. Indeed,
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some of these will be in the private sector. As part of the current
contract agreement between Ford Motor Company and the UAW, the

company has agreed to set aside funds to brovide retraining for

workers who face displacement. The union and the company jointly
administer these training programs. This type of experiment should be
stodied closely to see whether it provides a useful model.

The federal government must also find new sou ~ces of revenue for
an expanded education and training effort. Expanded revenue sharing
with the states, perhaps by diverting U.S. Department of Defense
t139D) dollars to the U.S. Department of Education {EDJ; is one avernue:
Another is to develop a totally new financing mechanism that makes

the government an “equity investor” in human capital: Under such a

rian, individuals would be eligible during their lifetimes for goverment

equity investments in the#selves of up to, say, $25,000. This
investment; which may take the form of an education/training voucher
and cash allowance for living expenses, could be used for enrollment in
any state-accredited vocational or higher education program. Based on
the amourit of capital investad and the age of the individual receiviny
the lmeatmont recnplents vuould paa, dwnda us back to the government
income tax: The size of the surtax would be related to the amount of the
government eqmt) investment and the age of the recipients. Such a
system of equity investments could be made fully self-financing or could

involve a net subsidy to cither individuals or the government:

In either case, unlike normal loans, the amousit repaid to the
government would be based on tie future incomes of the recipients.
Those who obitain high-paying JObS as a (partial) result of these equity
m‘.estmcnts »\ould end up pa:,mg more dmdends back o the ) “.

scheme may end up. .»ubsndlzmg a few poets and painters, much to our
society's advantage.)

The important poi il is that this équity investment program should
be available to workers during their entire lives. They should be able to

turn to it as the need for retraining and further education becomes

necessary. Other ideas like this should be pursued if we are to afford
the training and education necessary for restructuring the labor force
to meet the challenge of a restructured labor market.
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CONCLUSION

The economy is already well along its way toward a restructuring

that is characterized by deindustrialization of the old manufacturing

base and duslism in the evolving jnbs Aistribution. These two
phenotnciia are the cause of serious so iul problems; including high
levels of unemployment, downward occupational riobility, anda
significant increase in earnings inequality. In fact, the trends threaten
the entire social structure of our society, with the socalled middle

America at greatest risk:

Reliance on the private sector alone can only exacerbate this

tendency. The government must, therefore; play a greater role in
investment decisions, take on the task of industrial planning {at least at
the margin), attempt to regulate the speed of the disinvestment process
in the traditional manufacturing sectors of the economy, and create new
mechanisms of financing &nd delivering educational and training

programs to all of its citizens. It is encumbent that experime.ts along
there lines be warmly encouraged. '
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RICHARD B. MCKENZIE

Displaced Workers: A Role for
the Federal Government?

This chapter discusses the economics of federally funded retraining
programs, not for the hardcore unemployed, traditionally the object of
federal aid, but mairnly for the hard working, reasonably paid
Americans who find themselves in what are thought to be declining
industries, for example, steel and automobiles. The viows expressed
generally stand in sharp contrast to those of Bluestone. The assigiment
of contrasting his héi&s n's; a formidable one. Having been with Hxiii in

contend that no retrammg problem exists when mlllmhs of peaple are
obvious!y unemployed; not to suggest that the collective will and the
public purpose be damned in face of hardship. Contrary to what may be
thought: Bluestone and I agree at a fundamental level. We buth

recognize a social problens; and we are equally concerned about people
who have to suffer through recessions and industrial transformation,

especially when the suffering is the purposeful product of public policy:

Whenever I oppose this or that government program, offered in the

name of good sense and good intentions, my more difficult task is not

that of marshalling argunsents, but rather that of handling peopie’s

~
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inclinktion to prejudge: To axsume that [ (and o'hers whé share my
wolicy perspective) have callous intentions; that I care litthe atput
people’s welfare, that r-y views may be little more than paid political
pronouncements of the conservative wealthy, and that I do not seck

remedies for hardship is 31l nionsense. Nothing could be further from
the truth: if for nio other reason than my roots in the rural South have

made me painfully cognizant of one uncontestable propasition: sccial
problems abound.
Where Professor Bluesione and I generally disagree is over

solution. Being long on emotion and short on appreciation or the needs
and consequences of markets in a free society; Professor Bluestone

believes that social justice can te pursued diractly through the passage
of enabling legisiation and the spending of more federal dollars. As a

general proposition, | argue that such a policy course will mast likely

achisve its contradiction, more injustice amd social mischier than relief.

In making this argument, I do not intend to become mired in
statistics of how widespraad the problem of displaced workers isc Much
of this forum has been and will be devoted to an exploration of the
dimensions of the problen.. For the most part, “his chapter sicesteps the
statistical issue mainly because :he debate, at its core, is not over
numbers. We; in all probability; would have been asked to present
opposing points of view even if the problem of displaced workers were
half what it is or if federal funding of retraining programs were

doubled or quadrupled. Rather. the debate is over the assignment of
vasponsibility for relief of social ills, the needs of a free society, and the

evcalating tendency of people to seek public as opposed to private relief
for observed social ills. I am inclined to believe—and 1 will argue che

point—that our debate is, regardless of what the numbers show.
philosophical. concerned with the broader issue of how much

government, in the aggregate. can be expected to accompish in
relizving a broad range of social ills, includit.g unemployment.

In other words, | suspect that if the problem cf displaced workers
werz the only issue on the social agenda. there is, in my opinion, little
doubt what we would do: we would willingly throw momey at reiraining
prograris, for we would have 2 lot of dollars to throw arcund. iie
probiem of displaced warkers, however, does niot stand alone. The social

agends is.indeed. vary crowded with competing claims on the liviied

capacity of any government to extract revenue by Coercive measures

from the citizenry's income. Any argument for government action that

does ot recognize the competing claims cn government and the limitea




CIRFUIVE capucity uf governzient to do good is hardly worthy of sober
reflecton. s er, interest groups continue to meet all over
Washingt . -4 watsseribe in some detail the social distress caused by
the failiz o . aderal government to spend more mohey. By

Dare Y e mng thmr a'tenlw" 1he:, faxl to sve that recogmtlon of a

revenue "‘he CaNe for fedoml aumn must ultlmateh be made in the
context of cotrpetin-t claims; and' interest groups must ultimately show

that their claims on avernnmient revenue are more worthy than the
claims of others:

TEMPERING THE EXPANSION OF FEDERAL AID

P‘ijr four maor reascns, the enthusiasm for expandimz federal aid
all: bac lwr> of c\pdnd(}d aid seem to ha,rbor, the notlon that the “orker;s
are the object and the beneficiaries of the aid, whereas in fact much of
the aid wiil be pocketed by the firms who do not then have to cover the
costs of truining and retraining their own workers. Indeed; much of

industry support for federai retraining programs is founded upon the

strictly business proposition that their lobbying for training programs
is profitzbie--that is, more profituble than altern<uve productive
detivities. They understand that if more federai monies are passed to
the states and vommunities aeross thic ceuntry for retraining programs,
the ’riii'u’lt w ill h@ éhhamé’d 'cump«’eti,io'n ambng stites and ’cc’m’r’nur""es
costs. Thos reco;rmze that the niore fédoran money there is to be ,
allocated: the greater the competition among governments to subsidize
industries: aua the greater the proportion of the subsidies intendad for
workers that will be passed threu;h t- their firms.

It is grossly narve for us to sses” - Flmn e pohtxcz.ms who zre
dependent upon industries for eampai a} = rﬁé and votes, are as deepl;’
concerned about the fate of their workers as they may profess: It is
equally nidive to assurme that the effectivenass of expandedﬁagiﬁ B
pro;zrdm\ can be judged by the effectivencss of previous programs. This
is b ausc thn lirmited f’un’dm;z 'of pam pmgrams ‘32: restricwd the

.\ub.\ldleh ch;nnoled to firms throuszh the compctmon 1.or firms amo':a'
competing governments,
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~ Second; propenents of federal prrograms appear to believe that
federal expenditures on -etraining will result in an increase in the stock

of retrained warkers equni to the number of people who are retrained.
Even if the retraining programs were perfectly effective in retraining
workers (aiid, for purposes of argument here; there is no reason to
assume otherwis?, nothing could be furtiier from the truth. Many of
the workers wh: ave retrained under the auspices of a government
program would L:uve been retrained by their firms, at their firms’

expense; or weald have rétrained themselves, at their own expense.

~ However, many proponents fail to comprehend the twoedged sword
of government expenditure policies. They appear oblivious to the
negative effects of government taxes and deficits that are used to
finarice the expenditures. It is known all too well from experience that

groater government taxes destroy jobs just as surely as expenditures

create them, meaning that the expenditures tzrgeted for retraining
workers in identified sectors of the economy also create a need. Taxes

destroy jobs, even while they provide more retraining of other workers
in other sectors. v
_ For years; economists have focused their professional attention on
the extent to which federal deficits “crowd out” private investors from
the bond markets. We should learn a simple point from the research:

efforts to pay for federal programs; such as retraining displaced
workers by way of federal deficits; will create a need for the retraining
uf workers in those industries that are crowded out of the bond market
through government credit demands: We should also recognize that jobs
have recently b °n destroyed indirectly by the impact of federal deficits
on internations money markets. Those de(i~its, now projected to be in
the range of $200 billion for the next several years, are contributing to
abnormally high real interest rates in the United States, which in tern
are attracting capital from abroad, driving up the internaticnzl value

of the dollar, and reducing the international competitivencss of many
tasic industries: Additional deficits to fund expansive new government

training programs will, through greater pressure on international
exchang: rates, destroy and jeopardize more jobs and exacerbate cur

retraining needs.

1n the context of the total federal government budgrt, retraining

expenditures may continue to amount to the proverbial ‘ drop in the
bucket.” I worry, however, about casting off the problem in that way
because the route to the $200 billion deficits has been paved by such

arguments made by virtually all interest groups. Such arguments
72

81



assume also that the political process can be extended to include

additional aid for retraining and; at the same time; can be closed off to

supporters of so many other programs who can, with equal justification;,
lobby for increased expenditures on their programs. In other words,
additional aid for retraining will give rise to addir’onal expenditures on
a host of other programs and to an explosion of futvy+ {-ieral deficits,
if not taxes.

In other forums; 1 have argued that beiore we accept the idea that
pruposed industrial policies will advance social welfare; we must

require proponents of reform to support their policy recommendations

with “economic impact statements,” which would do three things: (1)

prov |de estlmataes of the ,)obs szved and/or createa in ldentlfleﬂ

destroyed and/or jeopardnzed in identified industries; and (3) provide
compelling reasons why the jobs*of the workers in the identified “losing
industries” should be destroyed and/or jecpardized for the benefit of
i}théi iitii'kéi"s T’d iﬁiké thé ’pub’li'c débété open, hbﬁést and truly

retraining pmposals

Third. proponents of retraining the dlsplaced workers z argue that

commonly = ~cepted ethics and sense of social priorities dictate that

more federal funds be allocated to retraining displaced workers in

maniifactiring sectors—automobiles and steel, for example-—where jobs
are supposedly being destroyed by the advance of technolcgy growing
competitiveness i» world markets, and the economy ’s presumed
transformation frem manufacturing to service industries. This is
worrisome because many of the workers in such industries have for
years had ahove average wages and fringe benefits. In fact. the wages _
of many of these workers have been inflated in part by the growing risk

that their jobs would be eliminated. By covering the retraining cost of

these workers with federal funds, the general publlc would be paying

double for retrximng. once through higher prices for the products they

produced and again through higher taxes. I do not share the ethics of

those who contend that workers who have eamed far less over the years

and workers who have covered their own retraining needs should now
be axked to help pay for the retrammg of hxgher-xmd Workers.

firms that employ them.

Federal retrammg assistance will have perverse effects on the
incentives workers have to remain alert to their continuing employment
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prospects with their current skills, to remain abreast of the many
opportunities for self-improvement, and niot to allow their skills to

depreciate. The worker’s incentive will instead be ts maintain and
negotiate noncompetitive wages with the kncwledge that when therr

firms are forced out of business. they can fall back on government-

subisidized retraining: Such federz! subsidies can give rise to worker

displacement. On the margin, the subsidies induce workers to take
greater risks in raising their wages and to shift to riskier employment.
Greater risks imply more frequent failures—more worker
displacerent. Similarly. additivnal federal subsidies for retraining will;
on the margiiu, temper employers’ interest in keeping their workers'

skills current. After all, the responsibility and cost of retraining

Fourth: much is said of how markets ;:  umably “fail” in the area
of worker training. Labor mark.ts fail berudse of the ‘externalities” to
education: That is to say; proponents contc:id that people other than the
employer nnd employee benefit from etraining, and these benefits are
not captured by e pricing system: | admit that few human activities
are totally desoid of “externalities:” 3y the same token; because “h e

typ of lucation hat is the subject of this chapter s designor  /ely;
if not cxclusivaly. to produce jobs and income for workers; the
presumed “market failure” justification for retraining program can be

questioned. Afiér all, the National Commission on Employment Policy
tells that "[¢]Jmployment and trzining programs are intended to raise

the carnings of those who participate” (Saks and Smith 1961, p. 12).
The technological barriers that prevent, to any significant extent, the

benefits of the retraining programs from being captured through the
pricing system by either employees or employers are not obvious, and

s technological barriers must be present to make the externality
cas¢ for retraining progi.ms.

Fien if externalities are shown to exist; federally financed

retraining has not been fully justified: The externalitics must be
sufficicnt to justify the cost of having government do someghing about
them. Negative as well as positive externalities exist. Some people are

harmed by the retraining of others; indeed, many peopie do not like, for
purely persoril reasons, to see others retrained, thatis, the
beneficiaries <.« welfare, This is not to suggest that people should not be
helped by government becaus¢ of the personal ubjections of people to

refief. Rather. this points out that consistency in ralsing the externality
issue (which is a question of efficiency, not cquiity) implies that tlie
people harmed by the retraining of others should be compensated for



the harm they bear. And such compensation. if paid, would greatly
increase the cost of retraining. As detailed elsewhere (MeKenzie 1931)
collectivization of a service Jike retraining does not re«ce»&nls imply
more retraining than would be provided privately —that is, if eversone's

likes and dislikes are countead. Propnne'lta of federal retraining.

programs (’9 not wish 1o give everyone's fikes and dislixes equal
treatment in their conceptual framework: Which: to the extent that is
the case, the urgument reduees to a set of assertions, not logically

deduced conclusions.

THE MINIMAL NATURE OF THE EXTERNALITY ARGUMENT

~_The whole of the externality argument suggests that there are
definite limits to the amount of government involvement in the
educational process, For all we know; the present level of federal
fumding may havs surpassed the funding requirements to achieve the
elusive goal of eco:.smic efiiciency:

In addition;, it should be stressed that those making the externaht)

argument should realize that the argument for additional federal

retraining programs ean be self-defeating. Programs can contribute to

market meffncxenc; through the negam'e externalltxei thzt the
subsidics and the incentive effects, Iédgml retraining programs can
creste “extormalities” of their own, By failing 1o retrain themselves,
workers ¢ i€ a heavier {ax burden on the rest of the tax-paying
populztion:: uiii e perspective of market failure . 1wmics,

therefore; o ;¢ - ) guarantee that sarial efficienc | be enhanced

by retrmmm wi- yams: Again; from the external rspeciive,
economic efficicncy may be worsened.

The case fuv reliance on markets in establishing the retraini.

nieeds of our country is, indec.], a case for mirimiring externalit:cs. By

holding workers and firms responsible for their o'vn retraning needs,
we inipose ‘he costs on those who betiefit from the retraininy. As
responsibility for keeping worker skills current is transferred from the
worker to the community, then to the state, and finally to the fede al
government, the potential for exten.alizir Z the costs of retraining is
expanded: that 1s; we tend to increase the extent t» which government

interventian itself gives rise to a form of “social pollution” {or an

externality problem). Frem this perspectivi; th. » externality a~gu.nent
for federal ret*aining is largely self-d¢fe-ting.
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Tﬁ'e’ concept of éitiii'iiziiﬁf has icen greatiy éxmdéd over the

other prcgrﬁms contend that if retraining is rot previded for

unemployed workers; the unembployed will be forced onto the wulfare

rolls In the words of the National Commission on Employme:t Peiicy,
“The policy-relevant question is the long-term cost a‘fceﬁ’-?tfcm of this

approach {meaning a particular retraining program) versus a program
of incore udl‘mhmtlcn (Ceccheztl Saks md Wa;rren 1981, P 31).

taxes cnllected ic pay for v\elfa.re expendnturea. Thic argument has an
appe=ling ring and is not altogether an easy one to answer, especially ia
the absence of ehixiurw.al work. It should be understood, however, that

suen an argumlent}s not based on some presumed “market failure.”
Indeed. if there is a “failure” to be contemplated; it is a “failure” in _

guvernment policy and admission of the tremendoxs disincentive ¢ffects
of welfare.

Aduitionally, there are several other reasons to be unimpressed by

the argument. First. it implies that the cost of social welfare programs

is substantiz)ly greater than one might think by leoking at the funds
thai are spent exelusively on welfare. The total cost should include
expenditures on retrainng and a host of other programs designed to
prevent people from making use of welfare. Including in the welfare
budget the cost of all the programs that cnuid be funded by the federal
guvernment just to prevent welfare expenditures could make welfare

prohibitively expensive: If the arcument is taken seriously; su-a an

expanded  'lculation of welfare ~osts should. perhaps: ercourage a

reevaliiativn of the a;'propriate ievel of welfare. Furthermore, these

who v~ this revised eviernality argument nre not willi:g to generalize

it. Une coild just as easily argue that poor people’s bedroom ar tivities

have an impadct on the puputasiin of welfare recipients: Would anyore
be willing to argue that the only policy-relevant question i3 the long-
tertn cost-elfectiveness uf government control of people’s sexual activity
versus a4 program of income redistribution, If it could be shiown Unat
abortions are cheaper than welfare payments. would anyone be willing

to argue seriously that governmer: ought to get into the business of

mand: i abortion on the grourds that the only relevant policy

questior . the cost-effectiveness of the measure? Simply posmg such

questis: and generalizing the exterrality argument that is tendered,

is uol w be iviterpreted as advocating the extension of government

puwers. [t aimply stresse he obvious, that more than cost-benefit
quéstions catne into play .iver the issue of retraining,
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Aruitoxt provided by Eic:

fé&leral e\pcndnurv on retrainine will be a net a&dmon to lhe total
welfare budget. whereas in faet a part of the expendlture may come
from: the welfare budget, iripiying in some cases a transfer from lower-
income people whe wouald have received the welfare benefits to the
higher income pechle Who receive Lo retraining bhenefits.

T mrd fiing addxuonal expendnure on retraining wi!l impiy greatﬂr
taves and dieficits and the des ruciion of some penple’s jobs memuning z

greater welfar: problem for others.

¥ mallx the acreptance of this exwrnaln) argument cbliterates
Pnuts on governm-ent iniervention in the éconiomy., bécause a whole host
of other programs. from ckild care to medical care, cax be justified on

similar grounds and expanded without limit. Nobody corie cerned abou?z
the Wel{nr;{q{ fg ..Vtrre gepgtjgt!pr:;. should feel comfortakle vith any
sgrovernment that i+ sot delimited.

When are we goirg tw learn that expansive, uncorked government
can be the problet: in hot pursuit of its own soletion? For myself, 1 am
quite comferta’w with a wolfare state, one thut can help the less
Turt insic a,mong us, but | & for such 1 siate only if it is liniited in i

3 uy 0 help, .l.c*'erdlmgl) i constititivnal amendment that will tie
.. percentage terms government spending—more specifically, welfare
wpeia'ing-—to the national income level is to be supported. Sucha
hrop -sal has two beneficial effects. It gives polncym.akera an incentive to
formulate governmant poiizies that ey znd the naton’s incore. The
more efficient gover:ment policies are; the greater t#e revenue politi.al

teaders will have to provide for programs that benefit their

cony_ituencies. becond the limitatioms on pmsemmért spe'admg wil

reqjuire ¢ m..pmmg wetfare clairants, or Lieir representatives, to press

their wuae for aid in terms of the relative, not absolute, merits of their
plighit.

CONCLUSION

~ Insumm oy Che irguments that there are net social benefits to

~xpanded federal goverament efforts to retrain displacad workers iin
t. r;:vtvd indvstries ke steel and automabile are unconvincing. The

vfhuvm') of such a proposal is worrisome because it appmrs that the

m;ir?(i' is wicrably well equipped to hamdie the nation” reirainisig

needs. Wages can adjust upwiard to reflect the retraining costs ineurred
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bv Lu;’rké'r; To ;a'x i}m ’ré'm;i'n'in'g cosl.m are ;hig’h‘; is w i'c say ihe

()bje‘(‘{ of thré rt‘trammg program: If there exists a need for government

action: the action should be taken by local g*vernments; not the federal

gosernment—that is. by those gov.-rnments that are closest tc the

problem and that ean, thereby; most rationally choose the apprapriate
level of retraining.

 The ethic:  “marev of the current proposals are also to be doubted:
They ap ar to be aniother political scain designed w use the fate of the
infortiznate noor (who will provably not benefit to any great degree
R , ru;rmmai for the purpose of ge, erating sufficient political
. "4 program that Wil - ffectively trans er incame, threugh the
Fu. . o th 0(3 u~atioral sysiem; from lowdz-income to higher-income
workers —from many workers wro have kept their wages competitive to

workers wha harw motl
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Deseriptions of Operating
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7 JUDY M. MILLER

Job Assistance Network:

A Disloeated Worker Demonstration
Project

BACKGROUND

The Mid-Willamette Jobs Council was the CETA pritae sponsor
serving Marion, Polk, aind Yamhill Counties for the yiast eight years.
The 198283 Liudget amounted to appmxxmately $5 million and
provided employment and training services to over twenty-five hundred
mdmdua!s The Jobs Council currently has a staff of approxzmatr!y

dewg"ated as the local admlmstranve agert for ﬂ‘uné'ng mder the new.

Job Training Partnership Act (JTPA). A staff of tweive individuals had

been hired to implement and cyerate the dislecated worker project
descrived herein.

~In 1982-1983, Chemeketa Community College had an annual budget

of %:% million, a tull-time instructiona) staff of 190, and served sixty-
fi~e¢ hundred full-time equivalent students. In audition to its main
campus ‘r, Salem, the college wperates foui vutreach centers. Forty
percent of its funding is - “tained through local property taxes, with
elections held yearly. Tw: . 'yv-32 &1 percent of the funds cu:ne thoough
state reimbursement and 16 to 18 parcent frov: tuition. R-maining
funds are from {.deral vocatior.si grants and contracts.

In June of 1382, Chemeketa Cornmunity Lélléﬁé pioposed the

establishment of a center o help some of the area'’s Jobwss people i:nd

emplayment. The eollege envisioned a cooperative eresvor of the
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college: business. und government tc assist tiie unemployad ir ima.
search for jt}b\ 15 aid those who wera interested in starting a § .y =

of their own, and to help existing businesses expand ard ki
evsors. The propost received the endoosements of Lic 5a
Ceonomic Development Corporaien (SE™CCR), the Salem reonsriie
Development Commission, and the Salem City Council, which alsi
‘&???E’ﬁ‘ 1o fund one } nogition Rmu.n lhp new g{n@ Eéﬁ;-gggqtgr
a common eft’ort of college. local g=vernmernt, and pnvate sector
w_lunteer:. it was named thc “Coupers tive™ Career and Eronomic

Development Center.

lr\

Tlhat September. the Mid-Willamette Jobs Couneil was notified that

it wotild receive a grant of 3563,00¢ from the U.S. Department of Labor

fo % demonstration project to assist "dislocated workers” (i.e.. those

who hite lost their jobs as a resuit of permanent plant cutbacks or

closures). Under the terms of e grant, the Jobs Council program

would draw its clients from specific firms that had permarently | izid off

larye nunibers of emple;ecs and that would agree 1o participate in the
progsn,

Although the « orlmn aof funding and the source of clients were
different. both center and council programs m\ol\ed substanuall" 1he
samw type of wetivity: The eeuncil and Chenvek '@ Communi

therefore agreed w merge tueir efforts into one cem.er to proudo betier
service to the unemployed.

The Mid-Willamette Jobs Councils displaced workers project was
one of only six demonstration projects in the nation funded through the
U.S. Dopartment of Labor to assist \aid-off workers. The project, the

Jab Assistance Nevwork, targeted businesses in Marion; Polk, and
vamhill Counties that had taid off large numbiers of employees in the
last year. These three counties, with a populition of approximately
iree hundred thousanc. constitute the secorid-largest libor market in
()romm Over the twelve months prior to the start of the project. this
area’s um-mplm ment rate nad frequertly exceeded 11 percont. Massive
sownfls und euthacks at lecal pulp and paper mills and other

wanfacturing vusinesses created a large group of dislocated workers
in this ared.

_ The Job Assistanice Network JAN Y working in cordinatien with
Chemeks'a Cor munity College, offers - a vaiiety of services to these
warkcn Initias Iy, workers were given an onenmtmn to pm)ect services,

vhich included, gathering the individuals® work history and assessing

82
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their vocational skills and interests. Individual interviews, which
involved more data collection, completed the enrollment process: Clients
were referred to an indepth Job Searc! Workshop, during which job-
seeking skills isuch as resume writing and interviewingj were covered.
Abotit two-thirds of 1kese clients went directly to job placement
assistance. The remaining third entered classroom training activities.
The program sequence is summarized i a later section.
_ Eight hundred and ninety letters of invitation resulted in 303
enrollments, for 2 take-up rate of 34 percent. Nearly all of the
enroliments in the program came from the fellowing specific plants:

e Boise Cascade, Salem Plant; pulp . paper

& I: ‘e Cascade, Indenerdence/Monmouth Plant; veneer plywood
Boise Cascade, Camp Adair Plant (tri-county residents); veneer
plywood

A-Dec, Newberg: dental ecuipment

e Kuddy Mobile Homes, Mt. Angel: mobile hon:e fabrication
& Guerdon, Stayton; mobile home fabrication

s Truss T. Woodburn; prefabricated metal building and
components

® Gould Batteries (GNB). West Salem: storage batteries
e Climax Manufacturing: Newberg: machine tocls
e Sowa and Sons, Inc., Woodburn; well drilling equiznaent
PROGRAM SEQUSNCE
Intike/ Assesment
The project's intake/assessment specialists conducted a group

1




oriemtation on the purpose of the Job Assistance Network and provided
an o\erview of each program compotient. After the brief orientation,
participants had a question-and-answer period, then completed the
work history form. Participants were giver, instructions for the
€California Occupational Preference Survey (COPS) interest inventory

and completed it durnig the session. Bedore leaving, clients were given

an appomtmemt time for taking the Dziley Vocational Test and foi- their
individual intake interviews.

data and past work hnswry w betwr assess the client’s needs and

interests. Pa.ticipaiii; were enrolled in the program following intake:

All pamcnpam.s were scheduled for the Job Search Workshop and made
an appointment to access the automated Career Information System
{CIS). .

Job Search Workshop

~ Participants were assigned t0 a Job Search Workshop which lasted
for Five days (four hoi'¢s per day). The purpose of tiis workshop was to

devvlup the ability tc sel) work slills through—

& understanding interests, aptitudes, skills, and values as they
relat to work;

developing a guad basiec resume;

developing a cover letter;

o develmpmg a job sexrch plan of action that included use of
networking; resources, and the hidden job market:

® getting a {oct in the door;

practicing interviet. s, and

identifyiig interview follow up activities.

U o completlan of *he wurkshop pas Sticipants had a resume, a Jist
of tmj:r personal transferable skills. and a khiowledge f good

interviea g techniqurs. Participunts were scheduled for an
appointment with a resource coordinator to discuss classroom trainiag

and/or referral t the Job Rewnurce Center.
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Approximately one-thir 4 of :he clients were targeted i~ participate

in short-term training pri)izr*nh Chemeketa Communiry College

duolmped lhcw progr:im_s md hlred lhe :tzif w lrrplemwm them: Thrée‘

techHTols . umputer operations. and computer-assisted dra.flmg They

Y g : 4 1l nrnrra
are dézery =) in detail in 4 later cection, These three training nrograms
wre the foeis

»f the data disceissed i this chapter.

A'i"‘ i - olassroom training programs included twa short (thirty-
W Cas r'm'.“ nowits) joror; rams olfered at the plant site. Their purpese
was (o djatate speeific Skills. The programs were Computerized
Nupirirzil Corzra! barect Nomerical Control Machine Operation for
ma hirsste znid Hieavy Alloy Section Welding'Burning for welders.
Twer v txo persms were enrolled in these programs. T project also
pron fidas -: fiiir sturdents to enroll in one or more classes (e.g..
18y pmm 16 enhinice existing skills or o enroll in adult basic education or
wreueral education detelopment (ABE. GED) programs. Oaly fourteen

individuals twik. advantage of this opportunity.

y—

Jobs Resouree Center

A job resourve area way, develcped in the cojlcge’s counselivny center

for use by prijeet participants: The center had g free long-distanee
tihiimic bank up- -date newspapers and ma<azines; city, state, and
csinty job Liatings. ernployment service job i:stings on microfilm; career
information: mativational videotapes and films; & jgu. de to Oregon
manafactirers, ind 4 library of job search materials that prrticiparits
could chock oit. The resuiiree apsa was staffed o Jrovide the following

services

o
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v Practice interviewing via G2 of vVeiootapes

e Assistince with procciures for telephoning enijiuyers
&  Reéscw-elimg of jub spportinities
® (o, tacthiye of employees for intéerviews

a5
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Assistance with the computerized job bank matchings

[ ]

Supportive services (e.g.. wols, werk clotiing. specia

sertification. licensing/ insurance/'bonding, up to $300; local
iranspor: 1tion assistatice, up to $100; out-of-arez travel

sssistance; up to $500; and relocition expenses, up to 3500
N arketing Activities

The goal of marketing activities was o place participants in new

jibs. The narketing specialists contacted employers and businesses
throughout the Mid-Willamette Valley to explain the program and to
itiforta empluyers of the benefits of the free referral service. In
aidition. the marketing specialists’ functions included the following:

& Rrigifij new irformation to Job Search Workshops and the Job

Resource Center on what skills znd attitudes employers look for
in the people they hire

¢ Working »ith rescurce coordinators and staff to evaluate and
SCreen program participarts for referral to job openings and/or

shurt-term fraining

e Arrangng far refertl of participants to empioyers for
intervies~

Following uj #iih employers after & referral has Leen
interviewed i .red

Waorking with eviployers to determine their sta’f sieeds and o

assist in setiinT up training programs to meet thase riceds

o Sieaking to 2f @ (s mployer- th encourage then 1 work

with the Job &+ i mn i ey 10 fill their staff vacancies
o Arrang;ng advertising and proniotional activities for the

program

*Supportive services were proc ded anly in instances where the * were directly related to
the participant’s mhilsty o enrot! in or cort in an activity, ar o begin or continue to
work



A computerizad job bk was developed %G maintained by the

and for targeting marketing efforts.

IDENTTFYING TRAINING PROGRAMS

~ Following notification of fund availability and following the
d’eimon to de\elop cooperame pTOjFCL college staff began uorkm.g to
researc h,and de\elppmem umt,,w hose TQSQODSIbth\\, it is to participate
in both short- and long-range planning.* This depiartment coordinates
’éld{él’\ w i;ﬁ the OFéﬁéﬁ Occupational lﬁfdﬁﬁiﬁ&i Cb?i?i‘iﬁiiiiié

mRencies and groups brbt iding labor market information. The college

drew together a committee of instructional. student services, and

administrative staff to assist in identifying potential trainming arr gs

Several dreas were identified as having good potrntlv '
placemient of program completers. The committee then inv < sted the
pussible modification of curricula. the availability of instructor<, and
the availability of facilities and equspment on campus. Through
enordination with department heads, three training areas were selected.
The arcas identified for training wvere in elecironic technology;
computer sperations, and computér-assisted drafting.

Elertrowvic Technology

Electronic T -"ﬁnolam was 4 seven-month u\tum ve Lrammg
program d(‘sl}!ntd w provide entry-level skills into the flield of
clegtresiiies. l’rmnmg wis self-pazed, utilizing Heath Kiit modules and
practical train'. z in the eleetronics lab. The class was sitaffed by 2 full-
fime inslrucior amd a teaching assstant. who covered dil thé
curriculwin arcas. Classes met far approximately thirty hours per week.

Class sizes ranged from seventeen o wenty-six students.,

__ Of the three group training projects. Electronic Technology Was the
only oiuse that was noncredit. Students wishing to enroli in the second-

*The i; Hege rostinely ong -t ongoing needs suesaments involy ing busimess, indwatry,
wril e Ciinie dextioprient groaps in the commuanity and has forty-three sctive aavisory

mmmmiw w repreventing all wnstructi nal programs,
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year program had to demonsirate their subjeet master competency
thr 1gh 1 series 5f teets. Coursework and estimated contact houis were
s follows

AC Electrunies 27

DC Electronics 36

win

Soldering
Printed Circuits
Semiconductors 54
Circuits 108
Test Instruments 108
Electronic Communications 36
Digital Techa'ques 72
CMOS 53
slicroprocessors 72
Basi. Frogramming =
Micreprosessar-laver face 126
TOTAL 805 HRours

Ol significant importanee was the identifiration of program
outcomes for participanis. The following range of career and job
pportunitizs was potentially available to participants whe completed

the training: techknicians in research and deveiopr.ent, manufacturiag,
field service; education or industr i~} mainteniare: sales and servics,
quality control, and management.

Computer Operations

Thin four-and-a-half-manth training program was designed to

85
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prov ide studesits with it general bacl\grliund in clerical technology and -+
in the operatiuns of lirge and small computers a d \vord Processors.
Indu 1duallzed cla» \Chcdulex were de\eloped b """

nine .~'.ud,onl.~,.,(0mpletcr.~ \,\erga\\ arded fony tiwo to fort_\ 231X Cr(‘dll.\
{Accounting II was optional). The classes and credit hours weére as
follows:

Business Math 3 Intro: €alealus 2
Business English 3 Business Muchines 3
Business Writing 3 Typing 1 3
Intro <o Data Processing 3 Tping I 3
Accoanting | 1 Word Processing 3
Compuater Operations D Microcomputers 4
Trunscription 3 Accounting 1l Kl

(optional)

~ Program outcomes for students included opportunities in the
f&illti'\i-i'n”g 'c;i'riiii'r areas: sécratdry. administrative dssistant, ufﬁ"c'e

('()ntrol.

Computer-assisted Drafting
¢ onigiiter r-assisted I)r xflmg wis a four-month tr.xmmfz pru;zr&m

tilizing computers and other technological equipmient to ereate the
du« urnvnl.m(m ﬁ)r dr.aft ng ;)rojoct.x The clax~ Wis smffod h\ a full

t\\only-fmﬂ huur\ per \\,cok. l,ld.\s siz r.mgvd from cleven o flfu‘('

students. Two additional studénts were in the classes But were rt in
the dislocated worker program. Data are not available on these two

students:

7 'lr'\'wniy-rihﬁ-(-r (fﬁ*diis iii;iig'- awarded to completers: The class
schediile and eredit hours were as follows:
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April £ My 13

°
l'xpm;: i
[ntro to Algebra & Geometry 3
Graphics 3
e My 16 - June 21
Comiputer-aided Graphics 7 2
Advanced Computer Drafting | B
Dirafting for Electronies {
o June 27 - Augrust 12
Adviincea Computer Drafting 11 )
CAD Pipe Systems 4
I)rif‘mc \kch.mlul De ~|$!n B 3

Wils ro)mn\.hlc fnr (nnductmg orwnmti” S and f'ompleun;r as\u»mm%
of displaced workers interested in participating in the program. The
main abiectives were as follows:

e To provide participants with a full explanation of services
available to them

To privide viie-on-one caunseling to colleet past work history;
personal data. and vocational information

J 'l"éi d<sess interest, goals, skills, and abilities

The assossmicent batterics campleted by participants included the
l);nlm Voca;wnal Tost (technical .md scholasm') the collogc placemem

lnwnmrw) .md the Career lnformatmm 93 slem (CIS) Partlcmants were
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a-mmmw« d o adefine a realistie career goal and to (w\clop a plm of

ak[ll)h ¢ st m brtteries «r-wd as g guide for selecting

Interests

There is a positive sorrelation between people’s interests.
\.ht\ ‘in( rndu .md *'uh \Afi*f‘iéti«ih Udi‘ii'i"g Ui‘ii‘iﬂatibh :i” m\m. ;-

(i HI'\} lnlcrw' ‘mt-f.tu'r\' and were ~kod G xdenhf&

interest areas from fourtec™ occupational clusters. The gc-rzer‘li int
ciategorios were professional and skilled science; professienal and skil
tochnology, consumer vconemics, outdoor; profes ional and skilled
business, clerfeal. administration. professional and skilled arts; and

')rufc n.x% a\nd \Rchd wr\xce I’armimm» were a.\l\ed u: defme t’r'e-

ac tnmen re ﬂe e \\i i has .\l.nomvmm.

Once
next step was to Imk at powble work n;mmh The( aré’er In‘ormalmn

tem (UIS) is @ computer- -assisted activity designed to help
individuals discover pcmsblo occupations that are comp.nmle With thieir
peersonial preferenee and abilities: The Quest portmn of CIS is composed
of teenty-one questions that relate to participants” interests, abilities,
and other carver preferences. [tems covered by Quest pertain to the

nature of work, abilities, educistion and training: \u)rifnig conditions;

and work locatien. The program sorts through several hundred
occupations. This information system ideal for carcer planning. It is
designed to be uséd with a 1S Users Handbook™and with reference

bmiu uf tx( up.umml .md edu m«m.d mfurm.mnn Durm;. imdividual
dut vavh mmmp.mt mmph u‘d the

thr« ¢ Cireer areax;

Aptitudes and Aoilities

lh!‘ mm.u ..nii eririiiees lnmp.mtn ihe ﬁa.m\ ‘o - ational Tesl. This

test contiains 150 multiple-chuice questions measuring knowledge and
.shlhtwm,uui mn hc xdnnm\'u rod in hl\ts flw mnmtc ’\hmm.{l tmw

o1 -
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:«'ééc:-m'cs; arithmesic: ul;g('hr: andd \m-abul‘tfi" and composite scores for
electrical and mechanical ability and scholastic aptitude. In the context
of the Jub Assistance Network, the test served as a tool to select
potential candidites for short-term training programs in high-
technslugy fields U, clummu ter hrmlnm computer vpe mvurx~ and
conipiter-as<isted drafting), A gercetitile seire of 75 percent or abote
wias vidieatite of 2dfficent aptitade.

d at (‘héﬁﬁkéiﬁ
¢ ummtmm ( m;e;re .md Wh take OVeE six c'rmdzt ho'ur~ are reguired to
take the college placement battery: The testing vonsists of three parts: :

thirte-minute reasting test; 4 forty-minute English test. a ten-minute

spedling test, und 1 sixts-minute math test. The batwr is administered
anid seored by the counseling service on a group testing basis,

Sereen iing Co mmittee

A sereening committeo was established for vach of the three
tm ning pm;zr:um Committee me mbcrwhlp consisted of the network
project coordingtor: i network resource coordinator, the instructor for

the pm;:r' m; ared the director of the Cooperutive Career and Economie

Deve Lipirent Center. T nc purpuw of the committee was to review
AssessEent d.u.x .md interv ww mfnrm.m\m in ur«ivr to \c}eu

Iiiii‘ u !’v snmt te rm n mm- nf t"‘umnfg,, ll \ as nvcvwdrv ln

:\pnlz HUT S hn were mwrmtcd but hmi low scores were ﬁrlwn an

opportunity to present additional information to the committee:

o



Table 7

ENTRY-LEVEL CRITERIA FOR CLASSROGM TRAINING

—

Course

Selection Guidelines

Electramic Technology

" Computr Objecties |

" CADICAM

Interests

Tachnical skils=75
donfed el
aiea s high intesest

COPS G

0I5 fnterview

Aptituides aivd Abikties
Daily Vocations! N
Test il Eicl15

_amor

6 months related

electronic experisnce

3o 34

Wark Histary

L Other VA

Colege Placerant

Reading Grade Leve
Math {raw score) i
Red 5t
Green

Business skills=7
o

dentified related

a1ed as high-interes

Ni&
6 moihs elated
olfice Bxcivence
and

Type 25 wom

Technical skills=75 and
At skif's=13
o
identified reiated
area & highnterest

Mechanical=75
Cadlor

6 months related
experience in drafting
of with bluenrints
and

Type 15 wom
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[irinriatn ;..‘m( 1pmt~ I}n reare ﬂau' rarcis in whish the ymrtlup.mi
crapraeteristies differed notablv, Although only 189 prreent of the totl
p;,pul;n an was femade, 292 percent of the trainees were femdes:
Persims fortv five vears of age and older ”wr net vqmmbh represented
TN ;nmgr,xn‘\ wath 2204 wyrre nt oxe r Tofsw- four in lhe VPG AT
atel eniy 13 ;n ree M m wmmnxp ,.zrprl\mr Iv. more than twiee as

g /,.n,/n Bln o in Hximmz HES D O 1 Int' total prom‘.um
e amern plae ment mnmwnulmm recipients, us

B opRereent i il tistal prre iy,

ey S0y
Nearlv wil trumes
conpiared o anly 78

i lookenge o portieipant duts on tmmm“'dmpuub overdl dreis
riise coticerns, The pergqitage uf \imin\nru over the age of forty-fine
s Ripher. Hf The Lradtisigr rim\(nut« 17 pereent were economically
""x‘i\’::ih.ml wed, whvreas onte 410 pereent of the originallv enrelled
tricnees were in this categars. U7 the dropeuts: 3.3 pértcni ii:('f‘t' single
20 ;wru m uf thv mt.xl trainee m'uu;; Only

Ty i' x2~ mmn..mx L'mmef-.s
T3
IR

B!
L

Al %«- nrh the ~;im;
~ize miay e sormpe M mung o Uu- nmzr i dmpnm rate.

X~ of 30 Septomiber 1983, 60 percent of all progriam enrollées bal
been phiced an sobs, The dveriipe wage ; Al placemont was 8732 por
hm.r l b ,m Droject e r.um- uam- Pwui hm n \li) h.. per hmxr ilthnugh

'\\,.n »iisidore d mlldu mr_\ in u« W uf lhv fmgh um,mp!a_\ ment rate in

thiee sivesi dand the relative lack of uridon and other hi;jh’ ii;i'\iiiij blae-
colliar )nin It s dso eonsiderably hiwher than the wage at placement
of those individils wrved unider the C F TA Title VH program
operiated previonsiy by the Jolis Councils For those individuals, the
average sogre at placement wis 3150 per nonr: This d]{f('n nee may be
at least Inr.m.l\ attributed o the differing emiployment backgrounds of
the teo grraups

diffrenlt m HNNONS th«- v!’f('u Teness of IH I @S e mm'«l h\ 1ne
pl.u elients, thv relation of traiting w plivement, and the wiage at

plicenient of trainitig completers, Of the individials enrolled in the
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ST P DEE pRGte s EG perTent fuad been p..uul s of 30

Neptember, Ther iteragre Sore al placerent wus X732 per hour, This

WIts U A eI IR pher haiir mivre thuap hii{(‘ W o il not o

triraaprh trainiv, Tt it bie TS Ty niadh o ow -Up etaluation to

ii;iziii'mﬁ vorne datnrterm efTectd of trasriing onowipes and an long-term
mplotatus v, For tho e inaas itz s no snrolled inrstiseellavieo s

i~ daneh s e Welder and UNUC machoni=t trainingl, o

trEalnin ): }rru;.'
S peercent pleetnient rate Was achiwtveds Again, mostof the traiing

h'w’r’.x IS Were co 1’ l]( KE \i ~hortiv b f,rr( the enid of H'e; ;'li‘z';q'\;i' <0 il iIs
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Table 7-2
CHARACTERISTICS OF ALL DISABLED WORKER FROGRAM
PARTICIPANTS; CLASS RUQM,;TBA,NINQEARTICI‘PRNTS
AND TRAINING DROPOUTS
All Participants  _ .
Characteristics Al inClassroom  Training
S I Participants  Trainiog Dropouts?
TOTAL NUMBER 305 70 20
SEX Miie B1.1% 70.5% 75.0%
Female 189 282 25.0
AGE 16 21 15% -—
22 44 84.6 750%
4554 10.8 16.7
55 arid over 30 8:3
EE)UCEZ:?ION . Schoo‘ dropout 6.1 - -
H Sg’ad eqii alery S I o
. nopost-HS 570 585 500
Post HS attended 281 354 50.0
PUBLIC ASSIST  Receiving AFDC B
ANCE STATUS or SSI 28 30% -
ECONOMIC Ecoromitaily o
STATUS Dissdvantaged 457 41.5%, 66.7¢
FAMILY S.ngle Parent 9'3% 28.0% 33.3°
STATUS Parent in 2-parénte o o o
Ctamily 599 477 250
Other tamily member 190 230 250
Nondependent o o
mndividoz! 1049 93 16.7
RACE. Fhite (Not Hispanic)  90.74% 895.4% 166.0%
ETHNIC Minoiity 99 46 - -
VETERAN Veteran: lotal 33 1% 230% 317
STATUS Vietnam Era 18.9 154 187
HANDICAPPED | 36% = z -
CFFENDER 2 7 4.6% oz
ONEMPLOYMERT CONMPENSATION o o
CLAIRAANT 795" 96.G% 100%

dEstimated percentages, all data not available.
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Table 7-3

: DESCRIPTIVE STATISTICS ON. THE AGE OF ,
CLASSRGOM TRAINING COMPLETERS AND NONCOMPLETERS

Statistic Completers Noncompleters
{n =50) (n=20}

Range 1952 25.59

HMean 325 . 395

Median 32 s

Mcae 28 37

Coempletion Rates
; Test seores on wae Dailéy Vocational Test and college placement -
battery and level of interest as expressed on the COPS interest -
inventory do not appear to correlate with tne individuals” ability o
complete traming: Rathe r; fzetors that are more subjeetive and difficult
te predict or measure come into play. Of the seventy individuals
enrolled in the three miajor training programs. twenty dropped out,

fise Within the third month, six within tiv foiirih month, and one
Within the fifth month, Reasons for dropping out 1% Lible 7251 wore
ubtiined through a review of the file and 4 discussion with the resource

DISPLACED WORKER PROGRAMS

ldenitification of Training Programs

Over 6 percent of the participants enroiied in the program
particular mterest Were miniprograms or gingle-course training. two lo
six weeks in length; which would enhance existing skills. The two-week
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Table 74

" MEAN ASSESSHENT §.0RES OF CLASSROOM TRAINING CONPLETERS
' AND NONCOMFLETERS, BY TYPEOF COURSE x

Course ‘ i

ot Glctonic Technoogy | Computer Operations | CADJCAM

| Completers Noncompleters |Completers Noncompleters’| Completers Noncomplaters

Interets 0P |
Business skilled %ile -
Clerical skilled %ile _
Technical skilled %ile 6
Art skilled %ile

TR B
ne {10 - '

160

7SN
.
I S )}

N T
S Ktitide and Ability
Daily Vocational Tast - - - o
Elecrical %ila 18 66 60 5 15 10
Mechanical %ile 73 60 3 82 60 74
Scholastic %ile 56 45 48 k] b8 65
Reading Grade Level 106 10:7 10.8 VI'B;& 10:6 10.1
Math lrawscore) I
Red 04 W2 Bl = R0 -
Green 05 16 186 163 N4 23
Spelling (raw scores| " " 12 10 12 14
g 20 N B 9

il

English fraw score




, £
Table 75
. WEEiFiQEl\lTAGE COMPLETING CLASSROQMJF{AJ'S!LNQ?ANQ
REASONS GIVEN FOR DROPPING OUT, BY TYPE OF COURSE
- - = _ J—
Course P
— —— Total
Eiectronic Computer
Technolog / Operations CAD/CAM
Enioliment 26 29 15 70
Completers 18 21 o - 50
(Perce*‘age) t69.2°) {72.4%) (73.3%) (71.4%)
Reasons given for *
not completing
Left to take joh . 4 3 4 1
Lett to sta-t - , - ,
owr basirEss 0 1 0 ) 1
Family pressure 2 0 0 p— 2
Health 2 2 0 2
Aademic
(¢ g., studying ,
zoo hard erc) 2 1 4] 3

fnr \wldvrs dre ex: mm]os nf thxs t\ pe of tr'nmnz Close attention tn
specific industry standards and nm; technological adaptations can
nuike this u valid means of improving emplovability,

OFf primiiry irportanee is the identification of tmnqnsz programs
thit will result in placomvm of compl(*rz\rs at a wage rate that does not
substantially diminish their living stindard. Former union workers will
not \\nrx for \1 UU per hour— at iv.xst not wmie {uH memploymont

from tr.nmng shuuni b .n.ula.,{é in ihe l()cal lahor market Few K <




pdrtlt‘lpdnh indicated the akility or willingness to relocate. At this

time; less than 10 pervent of all participants placed had left the area to

obtain employment. Half of those relocated within the state. Home
.ownership, family ties; and spouse employment prev ented many from
considering relocation as an option; -

A follow-up system is necessary if e\amatlon is to prov ide feedback

¢ for program continuaticn, direction, and improvement: An active
advisory comimittee thit < ill conduct regular program audits of

curricula, squipment. and yuality of instructors, coupled with feedback

from graduates and their employers, is essential in order to identify
training needs and meet labor market demands.

A key element to the success of the | program was the selection of

the instructors. For two of the programs, the instructors were regular

staff members: only unie instructor was hired from outside the college.

The [)hllO\Oph\ of the college involved making a commitment to short-

term tmmmg and releasmg reg’ul..r qtaff w:thnut threatempg ghelr
college staff are

his was not easy:,
because training programs did not follow the sarffe time schedule as
" college terms; nor did they observe the same bre8k and holiday periods.
The schieduling of facilities and equlpment ordering of books and
stipplies, acceptance by other instructional staff; and conflitt resolution
seemed best facilitated by regular staff. Classes ran more smoothly.

with fewer complaints from students and a!l other college personnel.

unioniz ad s0 it was neceasan to formalize contra

when the instructor was a regular long-term staff member who had

both knowledge of the system and credibility with other faculty and
.\ttlff.

Inxtructors who took a personal interest in the students; marde use
of outside resources. and were flexible (vet provided structure through
scheduling) had the most success. All instructors were involved in the
sereening and selection of students, and this process was very valuable
in helping them understand the background of the students, instructors
were then able to adjust their curriculum and teaching methods to meet
stu-ent needs better: Instructors who took a persons| interest in their
swdemx .md were ﬂv\uble in thelr apprcam nad the most success. In

mxtruc tors, the program was famhtatzzr‘ by an mstructor/ﬂoordmawr
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 Labs in data processing and electronies were initially overloaded
for the regular one- and two-year programs. During the previous spring

SAertil, space was so limited that the college had to turn away students.
Students were served on a first-come, first-serve basis, Department
heads and regular instructional staff were resentful of the fact that
short-term training students would further crowd the facilities. In the
computer operations program, scheduling of lab space was an ongoing
problem;, and evenings and weekends were used as lab times. The
dedication of facilities and equipment for the short-term program was
fac

ilitated beeause of the college president’s commitment to short-term

lab time became less of a preblem.

Registration, Accounting; and Record Keeping

“Thé registrar's office did fot-hkase-systems in place for enrolling -
students in classes that did not fit the quarter system. The business
office had no systeni in place for billing tuition that did not fit the
quarter system. The bookstore had a confusing variety of ways in which

to order and bill for books and supplies. Short-term training programs
did not follow standard college terms. This fact raised a number of
problems. such as how to register students and how to bill the project
for tuition. buoks; and supplies for students. There was a lag in getting
students registered and ori the computer; which caused problems for
three of the students who had applied for financial aid and were not
allowed to receive their financial aid package until they were formally
registered. Several meetings of college and Job Assistance Network
staff were needed to develop a process that worked for all parties
involved. A written process will be prepared prior to the end of the
project to facilitate future ventures.

~ Training costs for the three major training programs were diificult
to estimate. The college ariginally indicated a total cost estimate of
$195.439 for the three programs. This estimate included costs of
personnel. materials and services, and new capital equipment. Tuition
costs of $180 per term and-all student books and supply costs were

covered by the Job Assistance Network: Estimated revenues from these

sources was $10.000, only about 20 percent of the total program
estimate. Future training programs should have standard planning

guidelines to ensure more accurate budget estimates.



Participant Backgrounds and Abilities

In comparing network participants to participants served under
regular Jobs Council programs (i.e., CETA programs), the following
differences are noteworthy:

e Network participants; on the averzge, were older and were
predominantly male

e Only half us snany network participants were school dropouts
(13.9 percent compured to 258 percent)

& OUnly 2.0 piervent of the network participants were on public
assistance compared o 20.8 pereent of those in the regular Jobs
Council programs

e [Fewer network participants lived independently (10.9 percent).

compired to the Jobs Council participants (43.2 percent)

e Twice us muny network participants were veterans (33.1
percent compuared to 15:8 percent)

Only a third as many network participants were listed as

]
handicapped or offenders (6.3 percent compared to 22:1 percent)
& Five tinies as many (79.5 percent) were unemployment.

compensation claimants for the network participants compared

to the Jobs Council programs’ participants (16.3 percent)

Experience during orientation and assessment revealed that less
than 5 percent of the participants experienced difficulty reading the
tests and inventories administered as part of the assessment. Of the
participants, 86.1 percent were at least high school graduates.
Individuals who entered the three training programs had an average.
reading grade-level of 10:6; nearly one grade-level higher than the 9.8
grade-level average of students entering two-year programs at the

college. This was also considerably higher than the suggested minimum
reading grade level of 8.0 for college vocational courses. Of the twentx
studerits who dropped out of training, only three indicated they were
leaving for academic reasons. Although our sample size is fairly

limited. a need for basic education skills was not evident in this group:
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Othet

Close vourdination with agencies that colleet oee up.mmml
mim i mnn and vmplm.mnt ~t m\m\ muq ln- HIg hlv\vd i nrdur l.

v mplm ment .u:um wx l\ nvcdvd Wy GHSUIC carly ldt'nllfl(gll()n uf,
,'J‘ ihﬁii’ i'iiiiiiiiﬁﬂtiiiii iif Uiiiﬁii{iliii‘iiii‘ﬁl

A ruqum‘(. no'lfolim il
nute h h is .tl\t) (-sscntml to h‘nﬂ a good undorxlandmg of community
resourees that are avaiiable for indisidngls who need fingnelal

counseling, child care. health services; and other types of assistance:

nm mllvgv xi..ff dnd [)F()Ji‘(l \ld” folt 'ho Z)N)Jt‘(‘ wis pxmldmg 1

nn: l}.!’(‘l\ w hn met \nckl\ tn koop th(' xiri)J('ct on tarirbt Thls planning
and operational team proved invaluable:

Network staff provided services to students and community
'm-mluh lh.u el m-d tho \\orl\ luad uf uthor dopartmom\ Imtrucmrs

¢ ‘mllonp-d In dv\( lnmng u)mpreswd currie uld dnd in \\nrklng with
Ju~t nm- muup nf ~ludom~ mdn xdu.ll ncvdx could be addressed.

(S li\( mn (um

HIS thv\ "vlt it was f&lr honest: and ;irbnded a meamnzful xer\rce The\‘
needed to be treated with respect; kept informed. and piaced in jobs
thit met their skills. interests, and financial needs: They were our best
advocidtes, reeruited other participants. developed good publicity: and

frave us honost feedback on how well we were doing vur jobs.
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 Traming programs must be evaluated in terms of their
effectiveness in return:g people to work. Training-rlated placements;
pre- and posttraining wage comparisons, cost-effectiveness. and
credibility with employers and with trainees are key factors.

© Traiiiig people to aecept change; to look forward te it, to plan for
it financially and emotionally, and to adapt to changes in life-style and
work environment is a responsibility that educational institutions must
continue to address. Training should be considered as an integral part

11@



CAROL ELIASON

9

The Dislocated Worker:

A New Challenge for

challenge to form partnerships between the public and private sectors

t provide employment training. The nation’s 1.219 community. junior,
and technical colleges represent an in-place deluvery system for

retraining massive numbers of the American work force: Recognizing
the central role that community colleges can play in retraining

_ The resulting Putting America Back to Work project has two major
goals:
¢ To promote national strategies and policies aimed at more
effective human resource development as an integral part of

overall economic devellupment strategies:

o To foster effective lowal business-education-government-labor
alliances, tying togetther economic and human resource
development planninjt and imple—éntation activities

~ Supporting these goals, project leaders are crisscrossing our nation
in 1983, meetirg with private and public sector leaders at national,
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stite: and local levels. The purpose is to pinpoint ways by which
partnerships involving two-year colleges can zchieve significant

economic development gains through skills training and retraining:
This chapter reviews the context in which these partnerships operate
and examines the primary approaches that two-year postsecondary
institutions are taking.

THE CONTEXT

" The Putting America Back to Work project has been launched in
the midst of buth a short-term economic crisis and a more fundamental
economic and politieal transition. In economic and human terms. the
current crisis is very real. Nearly 10 percent of the work force is
unemployed. State and local governments are being battered as citizens
expect reduced tax revenues to cope with extraordinary demands for
welfare and social services.

 The decline of heavy manufacturing (argely in the Northeast and
Midwest) und the growth of high-technology industries and the service
sector (largely in the Sun Belt) are changing the economic map of the
nation. Many metropolitan areas whose industries fueled the
tremendous industrial growth of the nation priar to World War Il and

whose economic and human resources remain substantial now reel from
loss of population and manufacturing jobs. They desperately search for
strategies to stem decline and recstablish growth: In contrast; other
communities are presccupied with the problems of meeting the

If such environmental turbulence induces fear. confusion. and even
paralysis. it is also an opportunity to shape new directions. Several

pieces of employment and training legislation are being rewritten and
pra ide significant opportunities to shape a more coherent national
policy. The recently enacted Job Tiraining Partnership Act (JTPA)

represents an important step in the right direction, and calls for
stronger business participation through private industry councils. Yet
even the most casual observer of the human resource development
arena in the United States is struck immediately by the following
obstacles:

s The teniious tie between economic detelopment strategies.

programs, and mechanisms at ail levels of government and the
human resource development programs tha: presumably

support economic development
106
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e The ineredible hixdgepodge of legishation; policies; programs,
anid administritive mechanisms that makes up the huinan
rosotres developmient drena

~ Atthe fiiiiii?‘aj .cw triaining d()”JI‘N Im\ o bdslmll\ flo\\ ed thmugh
the Comprehensive Employment Training ACt(CETA) and vieational
'éiiij(;i'tiiih' é'o’h’dijit; aii'th' mtlv iii"r’dih.itiiih b”em i-i-'m' th"o two. At th"v

ﬁnancml wppurt of the CET A pmgmm w h:ch h.\ i olwd at least a
local menm;z cor vzl and private industry council. Vocational
education programs are largely delivered by secondary systems, but
two-year postsecondary institutions provide not only mainstream
vocational-technival training but also specially designed skills training
thumszh 4 mrwt\ of dollwrv n10de~ ()n thc prnaw wctur sxde bllllons

eEpec tod to haw the foil«,m .ng major eﬂ'ec ts:

e A distinet move away from the welfare orientation of CETA.
with the elimination of stipends for trainees and the absence of
a public service jobs component

o A ~tn=ngthomnxz of the role of the statex in human resource
development planning

ﬁibmber mst,x&utums with JTI’A S fmt‘r, ;)ant~ The\e se»mn\ dlso
showeased existing programs that work. Key eléments of those
successfui programs are described later in the chapter.

Although there appears to be some confusion during the current
transition from CETA to JTPA; a Job Training Partnership Act survey
conducted in late July 1983 revealed that 83 percent of the community
colleges responding had private industry councils (PICs) formed in

their areas. Community colleges nationally already appear te have

increased their PIC participation rate above that under CETA:
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e [ncentives must be designed to promote greater cooperation
twtween private/governmental employers and existing
dceredited educational/training institutions for the purpose of
sreparing eitizens for careers of regional and/or national

priority.

An administrative structure to allocate federal resolirces must
be designed in a manner that provides greater state-level
determination of resource and/or incentive allocation, and
promotes interstate planning for labor market areas that
transcend state bounduries:

-

] lnu-nmm must be de-\xszm-wi to encourago cntlzens}giseek

pnparalum to qualify for sccupations of regwr'zl and/or
nduundl prlurlt) to be mobite. and to maintaix wteir

A national policy on employment development and training is
required.

e The currently fragmented authority and accountability for the

fod(-ral job traiming programs must be clarified and unified. It

is particulurly important to pinpoint responsibility.

Currertly. the AACJC task force is seeking support for 1 major

rewrite of the Vocational Education Act of 1963 to include an adult

training component that will better finarmte long-term retraining
programw for displaced workers. The next section looks at some of the
rele\am issues and offérs msxghts mho problem solvmz that a"fect the

Definition of Displaced Workers

Displaced (or dislocated) workers are persons in midcareer who, for

one or more reasons, find that their employment is jeopardized or

terminated due t one of the following reasons: (1) plant closing; (2)

technological change. or (3) the changing structure of the economy.

Warkers in economically depressed areas who have been unemployed

for more than twenty-six weeks are federally classified as dislocated
workers. Under terms of the Job Training Partnership Act:
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Fich state is authorized to establish procedures to identify
sibstantial groups of eligible individuals who: (1) have been
lermmated or laid-off or w ho haw rewned a notn-e of termmataon

thmr entltloment to un,emp,lo_\,,ment Lomponsauon. and, are unllkely
to return to their previous industry or occupation; {2) have been

terminated or have received a notice of termination of

employment, as a result of any permanent closures of a plant or

faulm or ('%) are Iong -term unemploscrl and hase Ilmnwd

similar occupat:on in the area in which xuch individuals reside,
itieluding any older individuals who may have substasitial burriers
to employment by reason of age. (Section 302 [a))

What Populations Arc in Danger of Becoming
Displaced Workers?

~ Choate (1982) suggests the follow ing about those who are mast
likely to become displaced worker : in America:

Specifically, the portion of the Amirican population age 25-55—
u)hsld(‘!‘(‘d lhe hnghl) producme core. of the vcork force—ls

over )4 perwnt In the 1980s and 19905 the gro»\ th of this
popul.mon cohort offers substanual potenual for i mcreasmg
p!xese w orkers can acqunre the proper skills in a umel:' fashion.
(p: D

How Big is the Displaced Worker Problem?

If admmhtrators use a single cr uterlon——only workers who are

unemplm cd due to the contmumz declme ina pamcular smokestzck

w ceks—for determining whe the dlsplaced workers are, the numbers
are relatively small, about one hiindred fifty thousand. However, if
multiple criteria are used, the numbers of displaced workers may reach
2.1 million. Most of the workers in the first estimate are blue-collar
workers in the Midwest snd Northeast. But if all unemployed workers
in declining geographic areas are also classifiable as displaced. the
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larger prajection then ineludes blue-collar workers. clerical workers,
manigers, and salespersons:

What Are the Problems Confronting
Dislocated Workers When a Plant Closes?

Age discrimination. When an industrial plant closes its doors and
its emplovees begin oxtended jub searches, thuse workers who are forty-
five v irs of age or oliler suffer the longest bouts of unemployment.
This is { finding from Gordus ¢t al. (1981). Their study contdains a
comprehiensive review of plant closing research over the past twenty
vears. It points out that the problems of dislocated workers are
averwhelningly those of older workers. because the age of the
dislovited worker is quite highs ranging from forty years at one plant
to fiftyfolir vears at another.

Ao diserimination scems to be 4 key factor in prolonged
gnemploymient. Many cmployers pereeive increasing zge as a signal of
rediiced productivity and arc unwilling to hire older workers: Older
workers also face the stigma of being l+beled “untrainable.” although
other studies have repeatedly demonstrated older workers’ willingness
and ubility to suceeed in training programs. Older workers may also be
perceived as a poor investment by employers because of insurance and
penision costs, or the perceptiom that they will not be in the labor force

loniz enough to justify the costs of retraining.

Seniority losses. Seniority systems. which were originally designed

to protoct workers, can actually work against older workers. When

plants or commercial companies begin layoffs. the younger. less-

experienced workers enter the labor market first; They tend to saturate
the market with their lower salary expectations before the older
workers enter the labor market.

‘Sex and race discrimination. Older workers who are also women
and or menbers of minority groups face even greater problems. At
least one labor market analysis has found that dislocated female
workers terd to be unemploved at rates three times higher than those
of men in the ame job classification: Racial discrimination has also had
sérious cunsequences in the black and Hispanic communities of .
inidustrial America. Gordus et al. (1981) note that almost 40 percent of

liacke at one plant were still unemployed nineteen months after

closing. compared to 25 percent of white workers.
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I’hi’iii'éil ;mal iiiifriml hi‘ii!th iii‘iﬂili‘ifﬂ.ﬂ(‘('bﬁs {0 Fesolrces i

realistic xbout th('lr own wtr(-ngthx .md w (‘.ikn(‘\\( This tunnel vision
s i 1d enltuare of their
{ Lii\pta('(:‘d

of self has deep roots in both the sociodemographie
pers Thus, ANy dgency or m\tmumn hoping to as

workers needs to be prepared to offer a4 eomprehensive program of
coitnseling. testing, dnd cireer explnmtwn The testing progam should
a l apt somi n1 the str lu’glo\ uwd m tho mul X‘Mk to

,Q dl\l(K'A wd

a

wor keh aw ‘n" ress of cunl@mpm‘.zr_s ;1rd.lt~;:a¢‘.\ ﬁsr oV t'rcommg o
educgtional deficiencies in math, reading, communication; and decision
muaking.

Community, junier; and technical college planners watch carefully
mr trz-ml .maln( s bv thc U.s Bureau of L.xbm St‘mstw\ (HLS) as tlw

fnr ne: 1rlx ) porcon uf all new 30b~ gc'wmwd durmrz thv l(’b“s
secretaries, Who will s6¢ an employment growth of 700, UUU by 19 29

nurse’s aides and orderhies, .,mi 00U; truck drivers, 115.000: and general

clorks and offive workers, 477.008). The BLS also lists theé following
carcers among the fastest: gr«jii'iiiﬁ'; occupations requiring postsécondary
educiation but less than = bacaelors degree: paralegal pérsonnel. data

processing machi. > mechanics; computer operators; and office machine

anid cash register ->rvicers: Thus planning must fecus en providing

both service and information in occupationa! retraining prograimns:

COMMUNITY COLLEGES APFROACHES
Community colleges dcross the United Si;;ﬁm have discovered the
need for muitiple approaches o pmudm; rvices and retraining !'or

displaced workers in the 1980s. These responses generally fall into the
follawing four catégories:
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® Communily-wide job search and counseling campaigns

® Federally funded retraining programs -
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Preventive maintenance trainmng

Communitywide Job Search and Counseling Campaigns

~ These community projecls feature maktiple media campaigns.that

both highlight the availability of siilled talent to job clubs and staye _

riadia events that match job seekers with pstential employer needs. The

conicept, behind the job elub is #et mew, but its application to the

displaced wprker of the 1980s is. The job c¢lub is based upen the nesd

for worksrs to find & peer support network during periods of prolonged
. tnemployment while resharpening job search and job-interviewing

techniques. Sunie communities urge persons changing icb fields to_

* sustain membership in the club for ninety days after employment to
ensure that they are able to strvive the new environment. Reenployed.
merabers are also invited to return to the yroup to offer valuable

insights to the unemployed members.

Foderally Funded Retraining Programs

_ Private industry couneils under both CETA and the Job Training
Parinership Aet ificlude several options for community-based
contracting tv retrain unemployed or urderemployed workers: Brevard
Community College in Florida entered into such an agreement with the
local private industry council te deveiop resources and retrain local
unemployed persons wha exhibited a high potential for manual
dexterity. These retrained workers became precision sheet metal
workers, with skills neeced by area businesses and defense instzllations.

To understard tie potential for two-year college participation in

the Job Training Partnerskip Act. it is necessary to summarize the

content of thre? of its key titles. They are Title 1L Part A; Title I11; and
Titke IV.

e
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Title ii. Part A—Adult 2nd Youth i‘m;zmms

Tnllm\ lng' activities:

{

Job search assistance and counseling

Remedial education; basic literacy skills; and bilingual training
‘Sumiifrtivé services, including payments to needy individuals
Preapprenticeship programs

Information dissemination

Development of job openings

On-site industry-specific training

Program coordination with other federal employment-related
activities !

In the Jub Tr:«ii'n'ih"g" Partnershlp Act survey conducted by AACJC
i, July 1983, the respondents were asked o describe the proposed Title
11 (Part A) programs they were submitting to their private industry
councils: Same examples include the following:

Community €ollege of Beaver; Pennsylvania; reports a career

services and job club center for job search skills:

Hinds Junior Colkxg’e District. Mississippi, proposes an “optional
learning center” where workers can be assessed on their basie
skills and ean learn preemployment and job interview
techniques, resume writing, work habits, interpersonal
vommiunications. and so forth.

State Uhiiersits of I’\fewi York ahd iﬁe T’e’cfihi'cﬁi Cbii’eize of

Prog'ram.



Horry-Georgetown Technical Gollege. South Carolma,r yl.h

thirty-six golf courses in its service area; has a Golf Course
‘V[echamc Program in whl(.h studcnts learn to operate hngh

and sophlstlcated electrlcal systems.
k3

Mlsalon Lollege, California, is training displaced auto \(orkers

y /in computer-aided desmn/draftmg'

dlspld(.ed hornemakem in the areas of s sur;n a:; technology,

paralegal/secretarial functions, commercial sewing machine

operition, bivmedical equipment technology; health care,

hospitality services, and GED and Civil bernce exam
preparation. i

Title Hl——Employ ment and Training Asslstance for Dislocated
Workers

This aeparaue component of the JTPA legnslatnon is designed to

prov idé training funds for programs that concentrate on dlspJaced

unemiioyed workers. Characteristics of this program are as follows

At least 75 percent of the funds are to be allocated to the states

. decording to the same formula as Title 11 funds:

The U.S. Sééréwr% of Labor may reserve 25 percent of the
funds to provide training; retraining, job search assistance, »
placement, relocation assistance, and other aid to mdmduals
affected by mass layoffs. natural disasters, or federal policy.

Each state will determine procedures for expendntures of its

funds and may submit 1 cquests to the U.S. Secretary of Labor

. - for the Secretary’s discretionary fund:

The state funds must be matched by nonfederal funds: This

match may include the direct cost of cmployment and training

services under Title II1 or under other local and state programs;
such as vocational education.
A maximum of 30 percent of these funds may be used for

supportive services, wages, allowances, stipends, and costs of

administration:
114
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Title IV—Other Federally Administered Programs

Title IV of the Job Trainihg Partnership Act provides for federally

:zdministered programs that include the following:
® Part A—Empldyment and training programs for Native
Americans, migrant workers, and seasonal farm workers

¢ Part B—Job Corps
#_ Part C—Veterans Employment Programs
———

¢ Part D—National programs, including multistate programs.
research and development; pilot projects, evaluation, training,

and technical assistance

. ® Part F—National Commission for Employment Policy
e Part G—Training to fulfill affirmative action obligations

_ The programs under Title IV will be administered by the U.S.
Department of Labor. Their funding levels will be capped at 7 percent -
of the grants going to the states under Title II.

_ Current interpretations of JTPA by the U.S. Department of Labor

regarding client eligibility for trainees are as follows:

e Trainees must be economically disadvantaged with family
.incomes at or below poverty; or

Trainees must be persons receiving cash walfare payments, food
stamp récipients, foster children receiving cas{ Support,

Ten percent of the trainees may be persons who do not meet
income eligibility but who encounter other barriers to

employment, such as limited English-speaking proficiency,
dislocated homemakers, school dropouts; older workers;

veterans, offenders, alcoholics; or addicts:.
~ Altiwough local program design under JTPA is in its infancy, some
forecasting is possible. The new job training legislation has a number of
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programs. The most slgmﬁcant cnange in the commg flscal year 15
likely to be the elimination of allowances. Practitioners will lear..

~live without allowances.” Therefore, free or low-cost support services

will probably be increasingly important under the new legislation:

Without allowances, community colleges will need to assist low-income

participants with such training-related expenses as child care; meals;

transportauon medical expenses, and health care.
J

Without the axallabllm of these services, magyJow-income persons

will find it difficult to participate in the_ quality s] ills training

programs being planned: Strategies for belping them participate should

include both financial and nonfinancial assistanee, for example finding

part-time jobs. educational grants; and public assistance; if eligible, A

high prlorlts will probably also be placed on a college’s abilitysto place

trainees in long-term pn\{te sector employment.

Under JTFA, counselmg and screening are likely to be key

program elements. Some tasks require special aptitudes and skills: Inn
these cases, specific criteria and standardized tests may be needed In

other cases; motivation will be the key ingredient for success. 'Highly

motivated trainees should see skills training as & way to bécome

productive and self-sufficient.

The National Alliance for Business has urged states to set

minimum stzndards for intake/asessment, screening, counseling/client

support, and placement in JTPA-supported programs. Among

alternative strategies being suggested by the National Alliance for
Business are the following:

Competency-based open-entry/open-exit courses

e More concise; specialized training modules
e Reduced-length training designs

e Training courscsr that incorporate work expenence and on-the-
job training in their design

& FEvening and weekend sessions for working participants
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Aruitoxt provided by Eic:

prupnwd wntcr are as follovz\

¢ To aiiiit ém'n'lb";'brs ih i'd'emifym’g empiuyees who reed and

To i'r,hp’r'o'vé the performance of marginal and average

emplovees, reviewing past performance and determining
objectives for improvement and growth

e To implement internal procedures for developing individualized

education and employment plans for older unemplosed workers

% v nul component ox the center w 1ll be 10 serte as a clearmgnouse

ina _)ob wmng. T_\ pes of counaelmg and information will include the
following:

~

e Prelayoff assistance or other types of job separation guidance

Work history documentation

e Voycativnal assessment and testing

Transferable skills assessment

An individualized education chart and employability plan

» Emplovment search skills training
e A jeb market search; if the participant has market.able skills
o ldentification of services available from other agencies

Center profmsxonal staff will include already employed personnel.

(on\xdemtum is being given to changing roles and developing more
ncompassmg awgnmcnt\ for socn.xl servxce ormmed counselcrs JDb

Ay
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coordinators (e..; \eterans, handicapped, those eligible for the Work

Incentive Program; or assistance under JTPA). Provisions for state
employment service personnel to work in the center would be
encouraged.

Business involvement will include the following:

& Listing current jobs with the center

e Selécting persons best suited for available jobs

o Assisting in providing entry-level positions while persuns work
or train as their individual caréer plans indicate

e Making a commitment to plan for growth of the emplogee as

well as growth of the company

Signing agreements for funding: training. or retraining with
the center :

Providing on-the-job training. in-plant training; or cooperative-
:zpe work to the unemployed adult

Additional private sector support will include executives-on-loan:

semiretired professionals; and funds for salaries contfibuted by

business organizations, local chambers of commerce. or the United
Way.

" For the business community; Parkiand's center will be able to aid
in making personnel evaluations and in meeting equal opportunity
employment mandates to private business: Conversely, the employers
will be positively involved in hiring and separating staff by having the
center’s staff serve as the arbitrating: objective representative of the
poteritial employees.

To date, the most ambitious model developed with private sector
funding has been the Ford Motor Company/United Auto Workers
(UAW) negotiated labor contract provision called the National
Vocational Retraining Assistance Plan (NVRAP). Tuition assistance is

an important feature of NVRAP, and is designed to help laid-off

employees. For certain employees on indefinite layoff, NVRAP helps
individuals pursue self-selected formal education or retraining to
ificrease the:r chances for reemployment and for building future
careers.
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Aruitoxt provided by Eic:

The plin wus lsunched in Acgust 1982 under the sponsorship of the

UAW Ford National Deselopment and Training Center: It iz located on
the campus of tenry I-,urd Comimunity College in Dearborn, \hchlg:m
Emploides on a3 Who hate participated thus far in the plan,h’;i\”e
scloc ol a wide range of éducation and retraining options, but they
~trov v preferred twosvedr vocational education programis offéered by

hx.;‘ mmmunm C()”( }:t N and u‘chm(‘.l institutes. TH@E-E é'r'i'pl'o'i'éé%

Employt s currently participating in NVRAP have shown a strong

motivation to learn. Allhousxh this cannot be quanufxcd or measored
with precision, this commitment is evident. both from the number and
tvpe of vocitional courses selected by the participants and from the
reasons for retraining expressed on their applications for the program.
The plan is Wworking out well thus far. Mans more applications are
expocted as emplovees on lavoff become more aware of NVRAP.

m(ludm;: lhme ne\\ l\'

‘*hmble as resull of na recenl 1mpr0\emenla

and manam rs to increase thmr offorts to boost emploxee awareness and

interest in the plan: Letters from rz?tramod emplmees indicate that the
plan does provide significant help in addressing their needs:

An analvsis (Haves 1983) also revealed the following:
& A majirity of the emiplovees selected a pablic coninity college
and—

either u-chnulnsz) (auch as. (Alecl,rom('a or rnbonc.x) ora
Lusiness-related area (such as data processing); and

- sought a two-yvex - associate’s degree; not just a féw courses.

e Employees enrolled in vne of thirty-five community colleges: in
ten stiates,
'ﬂnn lh.m .m perce m be ian studies with 4 relatively heavy

work load. They enrolled for almost a full-time load of courses
in two-véar degree programis.
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Aruitoxt provided by Eic:

Most Ihi"ll(lpanh tuition and compulsory fees were paid for the

first erm in ~choo!l; and—

- most received NVRAP assistance for about 95 percent of
such covered expenses;

: muost received little financial aid from other sources: and

- most had certain trpes of expenses (such as books: tools.
. x t ara not l‘ﬂLnrul! undpr N\vRAP

thea
TITaAT wm3

Most hiad over seven vears of company seniority, as of the last
dav worked. and thus were potentially eligible for—

- two yvears of assistance: and

- u total of two thousand dollars for training at an accredited
institution.

Well over half (57 percent) chose electronics; roboties; or other
technology-related curricula.

Almost a third (32 percent) selected data processing or other
business-relatéd curricula.

The remaining 11 percent chose allied health or other curricula.

By mmmrnon NVRAP payments approxed for employees who

selected fonr-gear degree programs included the following:

curncula.

Alfiost a quarter (2 percent) enrolled in engineering or natural

~CleNees,

The remaining 44 pereent enrolled in a wide variety of other
curricula,

Employees began their college studies with rather heavy work

l(md\—partlcularly noteworthy because most of them were
entering college for the first time.



® Based on the number of credit hours—

- almost half (47 percent) started out  th a full-tire joad of
courses (twelve or more credit hours), and

- almust a quarter (23 percent) of emplogees enrolled for six
or fewer credit hours.

The average number of credit hours was eleven; and some
employees errolled for more than twenty credit hours.

Perhaps the mast promising type uf new venture is the preventive
maintenance retraining program. One of Lhe most extensive is a )
collaborative that involves Westinghouse Defense Systems, Inc., the
International Union of Electrieians, the International Brotherhood of
Electrical Workers, and two Maryland community colleges (Catonsville
and Anre Arundel) The pregram bas four basic components worthy of

2 Unicn contracts previde incentives to exlstmg emplo;ees to

retrain at employer expense while continuing to werk in the

plant. Employees r2fusing to retrain know that job advancement

znd potential pay increases are thus limited.

s Experienced employees participating in retraining are offered a
full-scale profile of their skills, aptitides, and potertial for
advancement.

melo; ees accepted for retraining are gn en assistance in basic

Applications of new tecﬁnologles in the fields of

microcomputers, laser manufacturing, and ciassified mrht,ary

advanced technoloxies are also taught to those who demonstrate

competencies in the basic skills training:

~ Several other private sector initiatives 2re worthy of note. The
Amencan busmess commumt) nﬂ callmz on 'Wo-yer;r colleg‘e systems

rctrammm here are sev eral notable examp?es

121 129




Goneral Mutors has contracts with about forty-five community
cot! e;."(': to retrain sersice technicians for its automobxle dealers
across the country im order to meet immediate skill shortages.

v ue-presment James G. Vorhes savs the corpoeration expects the
culleyes 10 train about one hundred eighty theusand technricizns
ad Veadr.

A vonsortium of telecommunications compame—s in the San

Franvisco area is developing a program to train about two
kundred telecommunications Lechmcxar){pe[ieal to fill jobs

with local companies. More than half of the trainees are
expected to be former displaced workers.
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Technology Exchange Cemer The center will coordma!.e
progams offered by the district’s eixht colleges and four
occupmwnal centers with the labor needs of local employers.

who are predommantls engaged in electronics and aerospace.

Thls xmtmme hl{s mven long term unemplo;ed “or{-.ers

C uxaho;:a Commurity College in Cleveland, Ohio; breaks
ground this yvear for construction of a $9 million skills center on
the college’s downtown campus. Backed by state money, the
Cuyahuga skills center will train or retrain up to one thousand
four hundred workers annually. A close working relationship
between the college and Cleveland’s business, industry, and
government sectors will ensure that students get the High-
wchnology training that local employers need. Du€ to
(Cleveland's high unemployment rate. displaced worxers are
expected to swell the vanks of trainees.

® Nurth Carolina's fifty-eight comrunity and technisal colleges

ahd approximately twenty companies launched a campaign for

business-industry-college cooperation, which culmmawd when
Governor James B. Hunt, Jr., dmgnawd 1981 as the “Year of

the Commiinity College System.” During the <pecial year,
corporations donated more than $6 million in computer and
electronic equipment for éducational programs, and the
governor announced that the commumty colleges would be “the
presumptive deliverer of skills training in North Carolina.” This
has proven to be an incentive for older companies to explore

cooperative training ventures.
122
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An informal survey of more than a dozen jub skills centers operated
by community and technical celleges indicates a heightened awareness
of the nced W reshape existing services to serve the displaced worker
population better: Many job skills centers were developed under the
Munpower Dc\elr)p <ent and Training Act (MDTA); continued under
( E;T ~X .md ml .1 JJbl]e\\ be commucd unde' :ITPA The mlll: centers

anil keepmg tr:immg relamd empiox 'nent in t}rlerprnate sector. Services
provided in skills centers are designed to be comprehensive and

individualized. Key elements include the following:
® Outredcn and intake services
e Information dissemination to emplosiers and community media

e Remedial and basi¢ education sérvices, including—

literacy training

GED preparation

- upen-entry open-exit skill training

u)mhmod \ocauonal m\tructmn mlh on- the-)ob training

and or internships or cooperative programs

- mnmamo mstructmnal methads using interactive,
computer r-assisted instruction

- voeational instruction in iii‘@éiiiﬁ‘@ﬁtit‘éihiﬁ training
- on-site; industry-specific training and retraining

- training activities for individuals who require upg’radmg of
existing vocational skills



- occupationai exploration activities that expand oczupational
choices

- assessment. testing. and curriculum placement

- personal and vocational counseling

job-holding and survival skills

- life skills training

® Transition services; including—
- job search assistance
- placement services

" The prime goal of job skills centers is to place economically
disadvantaged persons in unsubsidized employment. Other JTPA
prescribed goals are as follows:

e Retention of unsubsidized employment

Increased earnings

e Reduced welfare dependency

Succesaful return on investment

(Mo of the more succeaaful _centers, the Mancopa Skills C‘cmer in

College Dl\tl‘l('t In mare than a decade of trammg and retralmmg it
has focused on hard-to-place populations; such as Native Americans and

recent immigrar ts from Mexico, Central America; and Southeast Asia.

Its business, labor, and industry advisory committees have given it

excellent policy direction as well as placement resources:




Custornized Skill Training’Retraining

(u~tomxzed ~r\l” retrammg program_s—another \anet\ of
pre‘enme maintenance training—vary dramatically; depending on the
needs of the industry invoived in the program. These programs are

dexigned to assist new industries moving into a state or companies
instituting new technologies that will enhance productivity:

New technology applications require different instruetional
téchniques. Trainees may be assisted by interactive computer-assisted
instriction or by the development of highly specialized learning options
that include audiovisual instruction or repetitive hands-on experience.

As stated earlier, careful selection of participants for customized
skill training programs is an important element of program success.
Increased utilization of testing and counseling is anticipated:

It is clear that community colleges are preparing to a~~ :me a

major leadership role in “putting America back to worw.” in
partnership with their local businesses and ir<ustries. Tre challenge
will be to secure adequate support for financirng new equipnient to

serve emerg ng high-technology industries in a time of shrinking state
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Reewtar Comments

__The two chapters reviewed here are of very different natures. Both
deal with programs at two-year colleges. However, the similarit.«s stop
there. Miller's deals with a specific project t assist displaced workers.
Eliason's is more of 2 "handbook™ for two-year colleges involved with

programs to assist displaced workers:

This review is interided to identify the highlights of the preceding

chapters, summarize the strong and weak points; identify—from a state
policymaker's viewpoint—what is learned that may facilitate and/or
assist in the administration of displaced worker programs, and
identify—from a natienal perspect tive—what the chapters say about

investing resnurces and efforts in attempts to assist displaced workers.

DEVELOPING AND IMPLEMENTING
- SHORT-TERM TRAINING _
AT COMMUNITY COLLEGES

The Job Assistance Network project reported in Miier's chapter

grew out of a need to assist workers who had permancntly lost their
jobs in the Salem, Oregon, area, Although this job loss largely involved
the pulp and paper industry, the reasons for Sal m's dislocation of
workers are similar to those existing all around the United States.

Thus, a demonstration project of this type appears well placed.
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The degrée of coordination and cooperation apparently achieved
_ameng all parties. working with displaced workers in the Mid-
Willamette Jobs Council area is commendable. Fur, r, the Job
Assistance Network is operated in cooperation with Cnemeketa
Community College and offers services vital to displaced workers.

Of »90 announcements sent to displaced workers, 302 displaced

workers enrolled in this program: Al enrolling individuals were =
oriented to the program, assessed, given twenty hours of employability
skills training, and counseled on further classroom training or referral®
to the Job Resouirces Center. Seventy of the displaced workers engaged
in more tra:ning in electronies teehnology, computer operaiion, or

computer-zssisted drafting. The remaining displaced workers went to
the Job Resources Center for a variety of assistance and sapport
services that it was hoped. would lead to immediate and gainful

The remainder of the chapter reports on the identification and

implementation of training programs at the community college and
associated problems caused by specialized programs for the dispiaced
workers. I'inally, data dealing with basic characteristics (i.e:, age; sex;

marital status) of the training participants are detailed:
" The chapter does more than an adeguate job in describing the need
for the project: the program designed to assist displaced workers with

acquiring information and skills to obtain employment, and training
results that were most interesting. However, it does not provide

sufficient interpretation to determine the training’s real value.

From a policy viewpoint, it is possible to view the project report

from a state objective of facilitating and managing displaced worker
programs, or from a national objective of gathering information to .
make decisions on investing resources and efforts to assist displaced
workers. Unfortunately, the chapter stops short of providing the

information and carresponding interpretation to assist policy/decision
makers.

First, the chdpter does not clarify what the Job Assistance

Network, including both classroom training and the Job Resource -
Center, was intended to demonstrate or accomplish. For one trying to

make decisions on assistance to displaced workers; this frame of
reference would have been most helpful: Otherwise, the conclusions are

that, with some contact, it is possible to get displaced workers (of the

< §



statisticat description detailed) into classroom training in Chemeketa
Community College, despite certain administrative problems to be

overcome: and that a certain degree of success {in terms of placement)

can be anticipated. as well as a certain percentage of dropounts—some
for positive reasons.

A second area of concern from a policy/decision-making view is
that the chapter raises a number of very interesting questions for the
decision maker. Unfortunately, few of them dre answered. Somie
examples are as follows: ) ;

¢ A quick ea%fn%atiﬁu re%e*“" t Gniy 36 percent. of the workers

this mean in terms of the program designed for dlsplaced
workers?

] Hou. :uc;esst'ul Vas the Job Resource Center, and What have we

workers in 3obs" How many ot' the 232 entermg the center
received jobs?

Why were only seventy students targeted for classroom
training?

e low did the desires of dxsplaced workers for new skills stack up

with available training options at the cbmmumty college?

e How and why were some of the “in-demand” Skl“S such as
xecretanal health occupatlons general clerks, and industrial

What have we learned about the ﬂéxibilityzinﬁgxibiiity of our
two-year colleges in training displaced workers?

Other questions are raised: This chapter wold be of sngmflcantly
more value to the policy/decision maker if it dealt in detail with these
questions:

THE DISPLACED WORKER: A NEW CHAL!:ENGE

FOR TWO-YEAR COLLEGES

This chapter covers seven major areas dealing with displaced
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workers. They are as follows:

e The American Association of Community and Junior Colleges’

paper titled “Putting America Back to Work” and its efforts to
provide needed training and promote policy aimed at assisting
displaced workers

Changes brought about in training programs by the Job
Training Partnership Act

e Where we are. as a nation, in terms of training programs, a
national policy for training, and displaced workers

e A definition of displaced workers and discussion of the

magnitude of the problem

Problems facing displaced workers (e.g., age, sex; and race

discrimination; mental health problems; lack of knowledge of

transferable skills, and so forth)

Descriptions éf two-year college responses to the displaced
worker problem under currently available training programs,

with examples of the responses

e Job growth occupations for retraining displaced workers and
examples of two-year colleges working with industry and labor
to retrain workers for specific jobs

The chapter serves essentially as a “handbook” for those interested

in training for displaced workers. The chapter does a more, than
adequate job of delinedting the problem, providing background
information, and citing specific examples of successful training
‘programs. Additionally, from the viewpoint of a state or national 7
decision maker dealing with the displaced worker problem, this type of

information is most helpful, particularly the exam ples of successful
programs and efforts. These could and should be studied further by
those interested in transferability to other training situations. However,

there is some lack of clarity as to the author's intent for the use of the
"c'ha'ptér.
I would cite one other criticism of this paper in view of our

_ conference title “Displaced Workers: Implications for Educational and

_ Training Institutions.” Although Eliason does an excellent job of

- 3+



delineating the dis; ced worker problem and providing specific
training examples it.at eould be emulated, she says little (expect by
iihiili(‘zitibﬁ) éb"o"u't Spé'cifib é'cti'o'hs éhd 'ch'aih'j!’és é tﬁ'b’yééi‘ Cblléké m'ay
Fo,r e‘(amp.,e the ‘how to” for achle\mg proper lmks,among, busmess.
industry; labor; and government for traininy is not discussed, whether
for prov ldm;z training in new occupations or job opportunities for
displaced workers:

As a state-level policymaker and administrator of training
programs, I believe that it is critical to bring the implications for
education and training institutions into focus regarding the displaced
worker problemn. Numerous implications appear in thé chaptérs just
reviewed, such as problems of inflexibility in our education and
training system; the need to develop specific programs to dea) with
displaced workers; the need for coordination and cooperation among
both the private and public sectors to provide successful assistance; and

the decline in revenue available for education and training: These,
however; are only symptoms of the real problem: Until we have a

national policy and national commitment to a cohesive employment and
training system, we will continue in a reactive mode. The greatest need
for our education and training institutions is a concerted effort to bring
a workable national employment and training program into reality.
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The Displaced Worker Problem and

Implications for Training and
Education Institutions

MAGNITUDE OF THE UNEMPLOYIENT CRISIS

particularly among industrial workers, remained at ighest level
since the Great Depression of the 1930s. During the six months of
1983; unemployment levels in the United States have exceeded 11

nnllmn ﬁmiencan workers and ovcr 10 percent. of the total work force

During the past two years, economy-wide unemprl'ﬁhent
s

in emplo; ment, bdt from adrop in tﬁe labor force itself.

The economic system of the country has not been working, and

clearh the old rules are not warkmg In a number of our states and

citiss, particularly in the nation’s industrial belt; unemployment is quite
literally at depression levels. Even with & recovery from the 1981-1982

recession, shifts in the industrial goods market and other factors will
resilt in substantial and persistent uncmployment.

There are approxlmately 450 thousand autoworkers. including

those in related industries rejesented by the United Auto Workers

(UAW) union, who are unemployed. Many others have been working

part-time. It is estimated by industry, government, and labor that about

half of these workers will never return to their former jobs, and will be

classified as displaced workers: In addition to the problem of

unemployment caused by the recession, many other factors have had a

permanent impact on employment in the nation's basic industries.
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These other factors inelude new technology: robotization, the trend
toward down-sizing of American automobiles; and, most lmportantly.
the fouthold of imports in the automobile market as well as it those for

most other industrial goods.

Our industrial base has been dangerously ervded. In recent years,
oxer 4 ""ll“,’,',‘,,’fo"fj,:’,‘,’,bf,h?‘? been destroyed m basnc Umbed St.at£b
others At the same time, the Umted States is in danger of losmg its
competitive edge in the ﬁlgﬁ;tgcﬁnology industries that should be the

source of new jobs and economic growth in the American economy of
the future.

Over the past two years, blue-collar workers faced an average
unemployment rate of over 16 percent. This included pnemployment
rates of over 23 percent in the auLomob:le mdustry and over 50 percent
in the basic stoel industry. Table 10-1 illustrates what has happened to
our industrial base as a result of imports in various séctors of the

economy since 1960:

TABLE 10-1

IMPORT SHARE OF THE U.S. MARKET
FOR SELECTED INDUSTRIAL GOODS

1960 and 1982

o Year

Product - 1960 I 1982
Shoes 2 60
Steel 4 23
Autos _ q_ 28
Apparel 15 41
Consumer Electronics 6 95
Machine Tools 6 27

SOURCE: American Federation of Labor-Congress of
Industrial Organization (AFL-C10) 1983.



Every time a car. truck: an engine. or a transmission is imported
into the United States; there are costs as well as potential benefits to
society. ’l he benefits—price and engineering. competition, and
u)nxumvr G howv—-arc génorali\ recozmzed The CObts more oftcn .

lwnt ﬁh uf umc\tl ic wd aceess to the vcorld s largest auto market:

Since 1978, fully 1 million American workers hace lost their jobs
due to the auto crisis. nearly 300.000 in the auto companies alone.
Meanwhile; the Japanese share of the market has doubled. lf nothmg is
done; one-half of the jobs involved in making cars and tricks will be
lost to this country; over one-quarter already have been lost.

The Congressional Budget Office (CBO) estimates that each_
percenitage point of unemployment costs the federal treasury $233

billion. Beciuse thc 1 million jubb lost to the auto crisis raise ttne mer'atll

unemployment rate by about one full point; the CBO's figure is & fair

measure of the federal revenue cost of the 1979-1982 auto slump:

But the mtpact on thc federal budget is Just the start One 'nust

to lhv mcalculablc net cost:

The American auto industry in 1981 emplo; ed 784,000 people and
thclr supplwrs gave j0b§ to 1.8 million more; for a total of 2:6 million

Anierican jobs directly linked to domestic new car and truck

production. In 1981, some 7.9 million new vehicles were produced here;

and from that we can estiniate that each 1 million American-made
motor vehicles means jobs for about 330,000 auto and supplier workers.
In 1982; 2.2 miliion imparted cars and triucks were sold here, and in
1953 the figure will be about 2.4 million. If nothing is done, the figure
may rise to twice that many by 1986.* costing the United States
another 800,000 )obs And that does not include the indirect jobs
supported by the incomes of auto-sector workers. which may push the
jubs loss to more than one miliion:

Eﬁéétﬁéﬁt 6f thé b’éh’diﬁé dbiﬁéstié bbﬁtéht law iib"u’ld restore.

mllhon more due to increased outsm‘arcmg that v.ould otherv. ise occur.

*A 35 pervent import share of a car (plus light trick) market of 13.7 miillion units.
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_ Although the auto slump Kas hurt the whole American economy,
and although its redress through a content law would benefit the entire

country, there have been some particularly big losers. In several states

and in over a dozen metropohtan areas; auto productien constitutes the

dominant goods-producing activity. Not surprisingly; these areas are

‘suffering massive unemployment; deep fiscal crisis; and social

breakdown. In some of these communities (e.g, California, New Jersey,

and Massachusetts, as well as Michigan, Ohio, and Indiana) the 1979-
1982 aiito crisis has literally halved the size of the manufacturing
sector.

It is obvious that employment in many other basic industries is
affected by automobile production. The impact is wide when the auto
irdustry declines: Jobs have been lost in other industries that supply

materials, products, and services needed for the production of cars and
trucks. Special industry employment tables developed by the U.S.

Department of Labor (1982) show how total employment is affected by
slumping car and truck sales. As shown in table 10-2; for every $1

billion reduction in car and truck sales (measured in constant dollars)
15.053 worke=s will be laid off botn in blue-collar and white-collar -
occupations in the motor vehicle and equipment industry.

The same $1 billion drop in sales will reverberate through many
other industries: Among the. manufacturmg industries, the heaviest _
impact will come in the steel and iron industries; which would lay off

4.276 workers: Other high-impact areas in manufacturing will be tires
and rubber products, 1,223 layoffs; nonferrous metals and products

1038 ~vetal stampmg. 1.980; industriai; metalworking; and o:'ier

nonelectrical machinery, 1,890; fabric and textile products; 1,231; and

general hardware, screw machine products, and other fabricated metal
products, 1,894,

In the transportatlon industry, 2.246 workers will be laid off for
every $1 billion drop in auto siles; in wholesale trade, 4,269; in finance,
insurance; and real estate, 1.048; and in business and professional
services; 1,792.

In all; the drop of 15,053 jobs in the motor vehicle and equipment

industry resulting from a $1 billion loss of sales will have an effect on

other industries that could cost an additional 35553 jobs. In other

words, for every one job lost in auto; another 2.4 jobs are. lost in other

industries. The total loss to the economy for every $1 billion loss in car
and truck sales will be 50,606 jobs.



~ The U.S. Department of Commerce (1982; 1983) reports that sales
of domestic cars and trucks fcll by $25:6 billion in constant dollars
between 1978 and 1982, from $67.1 billion to $41.5 billion. This $256

billion decline implies a droj of 385,360 jobs in the auto industry's own
employment since 1978. and a loss for the entire economy of 1,295,510
jobs.

The impact is even more widespread than these figures imply,
when the effect on jobs created through and supported by workers’
spwnding is also considered: Not reflected in the earlier figures is the
job loss that results when laid-off workers are forced to cut back

spending, touching off further losses in other goods- and services-
producing industries.

IMPACT OF TECHNOLOGY AND ROBOTIZATION

There are of course; 2 number of factors affectmg the decline of

employment in the automobile industry: The impact of new technology

is forecast by many as a cause for the elimination of many jobs:

Company managers *end to regard new techiiology and robots as

automatic solutions tu economic problems, whereas workers fear being
displaced by them.

Somie of the worker displacement occurs not merely because of new
technolog) and robotization, but rather because of simple
modernization: An example of the impact of both new techinology and

modernization is foreseen in the current construction of a new

automobile assembly plant in the Petroit arsa. This plant, when

completed, will be the first new car assenibly plant built in Michigan in

over fifty years. The new piant is expected to employ (at full capacity)

approximately six thousand workers. It will have the capacity; however,

to assemble the same number of automobiles and parts as two older

plants that normally employ approximately sixteen thousand workers:

~ Much of the impact of robotics will depend pn how fast and where
the technology is implemented. Hunt and Hunt (1983) recently
compieted a study | that forecasts the United States robot pepulation.
Table 10-3 “ompares thzt forecast with estimates of the 1981 population

made by the Robot Institute of America (1983). The flgures show that

the robot population will increase from less than 4,200 in 1981 to the

50,000 to 100,000 rznge by 1990; between 25 and 30 percent of these
robots will be installed in the major auto manmfacturmg companies’
plants.
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TABLE 102

NUMBER OF JOBS LOST PER 1 BILLION DOLLAR REDUCTION

IN CAR AND TRUCK SALES; BY SBCTOR

Sector Jobs
Manufacturing o
Motot vehicles and equipment 15,053
Blast furnaces and basic steel 2220
Iron and steel foundries 2,056
Tires and rubber products _ 1223
Nonferrous metals and products 1,038
G 507
Plastic products _ 380
Metal stamping 1,880
Cutlery; hand tools; and general hardware 690
Screw machine products 550
Otker fabricaved metal products 654
General industrial and metalworking machinery _ 848
Other nonelectrical machinery 1,042
Fabric and textile products 1,231
Electrical industrial apparatus and L
lighting and wiring 586
Other electrical machinery nnd equipment 783
Utilities A 425
Finance; Insarance; and Real Estate 1,048
Transportation 2.246
Trade (wholesale) 4,269
Services o ]
Business and prmmond services 1,792
Auto repair 415
Maintenance and Repair Constriction 445
Other Menufscturing and Nonmanufactorize - 9,125
Total 50.606

SOURCE: U.S. Department of Labor (1982)
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TABLE 104

1S ROBOT POPULATION. 1981 AND FORECAST FOR 199

© Kon 1990 | AU Odbes Nailitiiag, 1090 T, 1090

Toal 1981

Kppication

Welding 3:200 4:100 5500 10000, 6700 14,000 1,500
(013%)  (164%)  (167%) (13.3%)\ 4% (141%)  (36%)
Nwemby 40 BB 50 15000 GM0 B0 @
(280%)  (35.2%)  (M43%)  (200%)  (184%)  (238%) (1%)
Painting 1:800 2:500 2.900 5,500 5000 8,000 540
(1208)  (100%) (1%  (2.3%)  (100%)  (8.0%) (13%)

Gt

diilodg S0 BWO M0 0 R0 wow 16

fUdoiding  (303%)  (320%)  (B00%)  (460%)  (450%)  (420%)  (40%)
Ot W L6 LN0 D0 A0 10 A

(53%)  (64%)  (109%)  (140%) (8.2  (121%) (10%)
Toid A0 S0 S0 W0 SN0 10000 &0
G00%]  U00R) (00R)  (100%)  (100%)  (100%)  (1008)

SOURCES: Huntand Hunt (1983) and Robot Inttut of Ameriea 1983).
Combines foundry and machine loading categories




Althonkh the 1990 range l.)U 000 to 100; ;000) & appears wide, 1t is
actually reasonable to use such a wide band beciuse it allows for
economic uncertainty. The “low” columns in table 17-3 assume a

continuation of the post-1978 economic climate of high real interest

rates and slow (2 percent) real (:NP growth throughout the 1980s,
whereas the “high” columns assume a decline in real interest rates and
4 return to a 1970-1978 annual real GNP growth of 3.5 percent,

Perhaps the most significant aspect of the forecast is iﬁé -
importance that robotic assembly will assume in the auto industry: In

1981, assembly accounted for only 2 percent of all robot applications in

the General Motors Corporation (GM); by 1990; 28 to 35 percent of all

robots will be in assembly; according, to the forecast, The relative

importance of welding applications; on the other hand, will decline: in

1990; only 16 to 21 percent of auto industry robots will do welding,

rompared to 1981, when GM had 68 percent of its robots in this area.

This does not mean that the number of welding robots will decline=in
fact: it will increase—but that other robot applications will mcrease
much faster.

To put these robot numbers into perspective, they should be
compared to the American labor:\force; which by 1990 is projected to be

just over 120 millian workers. Assuming an average displacement of
two workers per robot; and the middle of the 50,00 ' to 100,000 robot

population r range (75.000); perhaps 150,000 workers will be displaced.

This; bov«e\er is not thé net job loss: Robotics is expected to employ
about 75.000 people by 1990, which will reduce the net job doss to
75,000, whick will add SIX one-hundredths of a percentage point to the
American employment rau? In the auto industry, 20,000 additional
robuts may displace 40,000 workers, or nearly 6 percent of the 1982
American auto work force.

A note of caution is in order here. Robots are only a small part of

the total aitemation picture. Flexible automation combines numerically

controlled machine tools and rebets with ‘automatic storage and

retrieval systems. Each of these increases productivity by itself; but the

effect is magnified when these systems are interconnected, as is

increasingly the trend: Thus; labor displacement calculations based on

robots alone may seriously underestimate the probable laborsaving

effect of flexible automation as & whole;
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WHO ARE THE DISPLACED WORKERS?

 Adding the discouraged workers and involuntary part-timers puts
the current number unemployed or underemployed at 17:9 million—
15.% percent of the country’s potential civilian labor force. Despite the
miilions of unemployed workers in our potential work force, and.
dexpite the growing numbers of workers who are teconiing: totally
displaced or underemployed. their actual numbers are hard to
determine. So little attention has been paid to economic dislocation in
this countty that no one knows the exact number of workers
unemployed or underemployed as a result of plant closings or indefinite
Lavoffs:

“The obstacles to retraining displaced workers include the nation's
inability to count them accurately and. in some cases, to find them. A
Congressional Budget Office study (1982) p the number anywhere
from 100.000 to 2 million; depending partly on how they are defined:

W are therefore concerned by a number of studies that appear to
minimize the problem- studies that adopt narrow, restrictives
definitions of displacement. It is imperative that a good statistical effort
be made to measucethe full extent of the displaced worker problem.
Among the federal statistical agencies that could undertake such 4
project, the Bureau of Labor Statistics is best suited because of its
technicul knowledge of and extensive experience with labor market
data collection and analysis.

" As for criteria to use in defining displaced workers, the most
obivious one is unemployment. Displaced workers are workers who have
lost their jobs due to structural changes in the economy, suchas

increased imports, technological change; or industrial restructuring,
and who are not likely to regain their previous jobs. These are workers
who have been laid off due to a blgﬁﬁt closing. They also include workers
who have been laid off with no recall date (which often means that they
are unlikely to return to their previous jobs). Moreocever, there are long-

term unemployed who face limited opportunity for reemployment in the
same industry or in a similar occupation.

Although joblessness is the most obvious criterion for classification

4s a displaced worker: it is not the only one. Therc are workers who.
after suffering displacement. manage to find work in another industry
or occupation. More often than not, these workers find jobs thuat pay far

less than did their previous jobs; and are far less cecure. It has been
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estimuted that the 1o8s of earnings in the first five years following

- displacement for a worker in the basic manufacturing industries is

about twice the average annual predisplacement earnings. Any
measurement of the extent of dispiacement must include those workers

who have only been able 10 secure reemployrient at a substantially

lower pay level, who are working fewer hours thun they would like, or
who have been forced into unstable. dead-end jobs. Much of this pan be
attributed to the workers' lack of adequate skills and nonavailability of

comprehensive training programs.

In addition, there are displaced workers who have dropped out of

the labor market because of poor job prospects. This includes not only
the "discouraged unemployed.” but also the involuntary early retirees:
There are numerous cases where, for instance, a Jong-time workeg opts

for retirement because of the near impossibility of obtaining new
employment, even though he or she wants to work and would have

Stayed on the job if it had not been eliminated. Often health statis is a_
factor in such cases: the displaced long-time worker may have been able

to perform his or her job perfectly well, but when the job i ost, that
person may be forced into premature disability retirement due to
marginal health status. Such workers also must be iientified and
counted:

_ Inconjurction with determining the number of displaced workers;
information also should be collected on the characteristics of the ¢
displaced unemployed and underemployed: This should include such
information as age, education, sex; race; health status, and broad

geographical location. Information on the cavses for displacement is an

essential ingredient to an understanding of the problem. Therefore,
organized labor urges that an effort be made to trace the reason for the
dislocation, whe ther to technological change, international trade
developments, product phaseout. shifts in markets, and so forth.

TRAINING PROGRAMS NEGOTIATED THROUGH
COLLECTIVE BARGAINING

‘The United Automobile Workers (UAW) has initizted many =~
programs in its collective bargaining structure that will assist workers

in getting needed ecucation and trainidg, including programs fo. both
gctive and laidff workers. In negotiations within the auto industry,
there is a commitment by the auto companies to spend over $100

million a year for this purpose: In addition to the automobile inaustry.
_ -



there are similar programs in the agricultural ii?jijlémft’m industry and
in the acrospace industry (such as those negotiatéd with International
Harvester and Rockwell Irternational). There are numerous other.
prugrams underway: However; this education and training can only
b(-umw m(-.mmgful when there are decent jobs avaiia ble for everyone

.mnml wmmnmvnt to achm e thls goal:

~ The need today is to analyze the job needs for the future, and to
begin the task of necessary job training and retraining of workers to

meet those job demands: Labor has acted to do something about the

need for job retraining for its members, as the impact of high

technology has adversely affected the job opportumities and security of
its workers. Umom have been experiencing warnings about
coniputerizativn, robotics, and new/high technulogy since the 1950s and
1960s. Uion contracts with auto, aerospace, agricultiiral implement,
and hundreds of independent parts and supplier pfants with whom the
UAW bargains include provisions for absorption, ji}fji realignment, and
wage and seniority provisions for thousands of new jolbs and job
processes brought about by automation and high techinwlogy.

More recently, in response to the massive layoffs among urion
memihers, the UAW negotiated both protective job language and job

triiving and retraining language for its members:

UAW:General Motors Joint Skill
Development and Training Program

® Arrange for or provide “training; retraining, and deveﬁapment

assistance for employees displzced by new technologies: new
production techmques and shifts in customer product
oreference.” It could also undertake simila- efforts for
“employees dlsplaced asa result of faeility closings, or

discontinuarnce of ope"auon:.

As an initial priority, “to review skilled trades employees’
{raining in new technology. including rovetics.”
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¢ To develop and provide “training to enhance skills for present
and antlupaud job responsibilities and to meet new
technology.”

¢

directed by oqual numbers of repreqentatlves of Lhe union and the

corporation: )
“
Over $40 million a year has been earmarked for helping land—off

GM workers get back into the work force; through retraining for new
careers or job search assistance and tounseling. The funding grew out
of 1982 labor negotiations with the United Auto"Workers and, in

* California. is significantly aided by existing state and federal funds and
staff. The UAW-GM program has concentrated on Los Angeles and the ]
San Francisco Bay Area because of plant closings at Soiith ‘Gate and “ !
Fremont; California, although projects are now bemg initiated in Flint,
Michigan; and other locations:

GM's retraining program illustrates the somewhat hmlted lmpa('t

even the best-designed, fully funded projects may have. Taken together;
the General Motors plant closures in Fremont and South Gate in March
1982 constitute the largest single-employer closure in California,
affecting over eight thousand workers and hundreds more from feeder
industries. Most of the workers were long-term, well-paid enipioyees
with nontransferable skills and nio place to go. They suffered all the
financial and emotional problems described in journals and articles
written about the plant closure phenomenon,

Before the two plu:its finally closed, there were periodic layoffs;

some layoffs lasted as lung as two years: This history of layoffs

convinced both workers and potential new employers that there wasa |

charnce that the plants woyld reopen, causing the workers to hold out

for that day and emiployers not to hire. This negative atmosphere and
the sluggish labor market have prolonged reemployment of the
workers.

In Nbi’é}ﬁ:b@éiﬁiﬁéi a ﬁiéﬁiébéﬂ Warké’r Center was established in

Both center% vyere designed to pernde extraordmar_'y servnces for laid-
off GM workers: They have served as a focal point for mobilizing state

and community resources and support for the reemployment project.

In April 1982, a historic collectn'e bargaining agreement became . -
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After negotiation of this agreement; state and local officials and the

Joint Committee met and developed a service and training plan:

~ In November 1982, individual contracts outlining specific services

to be provided were entered into by the GM-UAW Joint Skill

Development and Training Committee and the following state agencies:
¢ California Employment Development Department

& California Department of Transportation

€alifornia Department of Mental Health and Department of
Apprenticeship Standards
¢ C(California Department of Education

e Board of Governors of the Czlifornia Community Colleges
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s California State Office of Employment and Training

Under these agreements; a comprehensive project was established

to address the nceds of the workers within the context of labor market

demands; that is; all services and retraining were structured to respond
to project employer demand for the skills and occupations calling for
workers’ skills. The many componernts of the project. from intake to job
delivery system, which s flexible enougli so that workers can go
through the entire system or only those parts of it required to meet
their needs.

The following components make up the total system:

® Registration. Each worker is registered at one of the centers.

Training center staff review the worker’s job history and the job
description provided by General Motors to identify each

worker's experience; skills; interests, aspirations, and goals.
Bused on this information, it is determined whether the worker



has marketable skills or is in need of retraining in a demand
occupation.

Retraining assessment. All workers interested in retraining
receive a retraining assessment, which consists of indepth
counseling; a test to determine the approximate grade level of

learning 2bility; and, if appropriate, an aptitude tes!. No
training is undertaken unless there are estimated to be

sufficient jobs available to secure reemployment.
Support services.

- Mental health: At the same time that skills and training
needs are being assessed, each worker is also assessed to .
determine whether he or she requires referral to personal or
family counseling {also kriown as stress counseling); or to the
financial counseling that is provided through the community
task forces. If such services are nct required at the time of
intake but are needed later in the process, a worker may

return for such referral. Support services may include
health and mental health services; family counseling.

voeational rehabilitation; and alcohol and drug abuse

- Transportation: The California State Department of
Transportation, in cooperation with the training center;
pirovides a variety of services to assist workers with
transportation to training sites. This assistance includes: (1)
ridesharing matching and placement assistance to help

displaced workers organize car; van, and bus pools; (2)
awareness programs to inform displaced workers what

ridesharing is and how it can help them; {3) informational
materials designed specially for UAW-GM workers, as part
of the awareness programs noted earlier; (4) vans and driver

training for newly organized van-pool groups and their

drivers; and {5) tickets for public transit system rides.

The critical elements are the van and car pools and the transit
tickets, without which many workers could not afford to attend

retraining classes.

Job search assistance and placement. Those workers who are

deterinined to possess marketable skills already or who develop

146

152

o



su"ch' skiiis thmugh 'r'ei'raini-ig are prov ided with job search

- Job development: Center staff, union representatives, or
loaned GM or other executives contact employers to solicit
job orders in general; or to market the skills of an individual
retraired worker:

- Referral and placement: A worker who meets the

minimum qualifications estabiished by an employer is
referred on a job order.

- Skills transference’ job seareh workshops: Workers with
marketable skilis are taught how to find local job openings.
how to solicit job interviews successfully, and how to
perform successfully in the interview process. In the skills
transference part of the worksnop. the workers are taught
how to analyze their past jobs to identify their skills. Thev

are also provided with labor market information that

enables them to identify employers who will most likelly have

a demand for those skills: The workshop also teaches

workers how to transfer their skills from one job to another:
¢ Retraining.
Retraining plans: To ensure that workers are eligible for

California Uﬁéiﬁﬁld&'iﬁéﬁt lﬁéﬂfﬁﬁéé Réti"ﬁiﬁihﬁ Béﬁéﬁlé.

detelapo an individualized retraining plan for each worker

requesting retraining: The plans take inte account the

worker's existing skills and interests and the condition of the

lgeal labor market; and are used to dewelop specnghzed

trammg caurses or to negotume for openings in existing

,,,,,,,,,,,,,,,,,,,,,

Works,lte,Educauo,n and Trammg Offjce, pmvldes staff m
i'd’o’iitify thb?sé éjﬁ'p’lby’érs appropriate fdi‘ p’:irti'cip':iti'on in the

emplos ers vuho hire the workers and who can prowde on-the-

job training:




- tlasaFoom ii‘iiiiiiiig' The Stit,é ﬁépﬁﬂiﬁ’eht of Educaiibn

Colleges r)ggoyaftewuuh local commumty colleges and mtb
regional occupational programs; cea.ers, and adult

education programs to secure 8ppropr|ate classes for GM

“orl\ers or w arrange for training slots in already existing
classes and programs.

- Trade Adjustment Act: The trairing center; under the

mrthamiesr of tha p&eml T,—anln _A_qumpng Ag! ng;g:ha_s_es

SLLITUT ILY 3 warc

training from private nonprofit and proprietary training
providers,; as well as public institutions.

- Unemployment benelits: Displaced workers who are
enrolled in approved retraining under an approved

imdividualized retraining plan are eligible for up to twenty-

six weeks of additional unemployment insurance benefits.

The Employment Development Department reviews and
monitors retraining benefits.

It is estimated that two hundred workers will need either first-time

or return v mta of emp103 ment counselmg assnstznce to make vocational

durmjz the phaseout penod The objectnes of such employment
counseling are to provide vocational assi.tance that will enable
individuals to become job-ready and to obtain satisfactory employ ment.
This will be accomplished by trained employment counselors using

dppropriate assessment skills gnﬁdimit}'pments to help workers._

understand thomselves und their potential in relation to reemployment
opportunities.

__ Table 10-3 reflects the activity in the UAW-GM project through
May 1983.

UAW:-Ford Emplosce Development and Training Program

The 3omt13 .;.d-nmlstered Employee Development and Tmmng
Program is a key element o” the comprehensive, interlocking mutual

growth framework that the UAW and the Ford Motor Company
created in their 1982 collective bargaining agreenient. The sgreement

charters the program to “promote training, retraining and development
activities znd efforts, and in the process . .. contribute w the
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TABLE 104
UAW-GM DISPLACED WORKER REEMPLOYMENT PROGRAM

o Number of Times
Activity Service Provided
Registration 8,341 o
Entered Employment 1;453
Placements 664
Obtained Employment 792
Job Development Contacts 2881
Promotional Employer Contacts 17,312
Job Search Training Workshops 236
Number of Participants 1,882
Referred to Tralexng 23%
Enrolled in Training 2271
Referred to Supportive Services 2,227
Employment Counseling Interviews 3,550
Financial Counseling 251
Job Orders Obtained 1,077
Job Referrals 5287

esse ntlal to tm jOb secixrity personal grow th; and de\elopment of l'ord
employees.”

The program’s principal objectives are as follows:

s Arrange for career counselmiz retrammg job search training;
and placement assistance for laid-sff employees
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Assist in designing and obaining appropriate career counseling;
training. retraining. and personal development for active
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e Provide opportunities for the exchange of ideas and innovations

with respect w employee development and training needs

The Emnloyee Development and Training Program focuses on the

emplovee. The thrust is te expand the principles of involvernent to those

of caring—caring about careers, personai plans. and human progress.

The program itself is beinig developed and applied along participative
lines: local committees. employee voluntarism, local program flexibility
and autonomy. and national support. Further, the program extends into

the community; creating working consortiums with edueationl, socia..
and guvernmental bodies.

Program features are coordinated by the UAW-Ford National

Development and Training Center: The center is directed and guided
by a joint guverning body consisting of zn equal number of company
and UAW representatives. Day-to-day operatiors of the center are
managed by an execative director with a small staff of professional and
administrative support personnel, including four program ussociates; a

career coinseling and guidance associate. and a job development and
placement associate.

functions: It provides on-site assistance to local managements and
unions to help them design and implement iacal program applications.
It principally relies on existing community educational and counseling

resources, and uses their faculties and curricula to provide specific

training and development programs. The center is building a
participative program delivery network linking local managements;.
local unions, and educational and community resources throughout the .
couritry. '

Funding totals imore than $10 million a year for the program. and
the center and its activities are funded under the collective bargaining
agreement at five cents per hour worked, with expenditures authorized
and approved by the center's joint governing body. Like the UAW-GM
program; funding has been supplementeid by state and federal training
funds:
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Specific UAW:Fora prograni examples include the following:
National Vcational Reu‘ammg Assistance Plan.

® includesa prepaxd tuition assistance plan for cert in la:d-off
employees:

® (overs tuition and certain fees up to $1.000 per year for up 10

four vears, depending on seniority, for self-selected education

and training.

Through June 19583, oiwr twenty-orie hundred course
enrcllments have been approved throughout the United States.

Targeted vocational training projects.
Specially designad; full-time technical or skills-oriented training
for 1aid-off emplcyees focuses on areas identified as having job

prospect: or representing future job growth markets:

e The initisl project at Henry Ford Community College covered
setenty-two individuals. including laid-off Ford employees from
fiftéen southeastern Michigan locations ».ud eighteen individuals
from other companies. through joint program and public
funding arrangements. Forty-two participants recently
graduated:. und éighteen of them have found new jobs, to date.

Prmects have subsequently been initiated at five other locations.
in cooperanon mth local training providers, which cover nearly
three hundared more laid-off employees:

Career counseling and guidance:

& Assists both active and laid-off employees in forming and
achieving their personal and cdreer goals.

o
| S
iR

L‘
.?.
=T
I o
5
?l.
‘n
3
3
=
Y
&
m
=
®

=
5.
. 50
=3
i
g
'S
=
5
&}
r
=t
&

zmdancc fgrﬁlgld-off employees: the nauonal ccnuer has assisted
in assessing prowders qualifications and eambllahmg local ©

programs for nine locations covering more than nine hundred
mrtmxmnh
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Job search skills training.

Provides laid-off employees with self-directed job-hunting skills

and professional job search assistance; this supplements basic

state employment service and employment search orientaiion
sessions.

Trammg mclude> provision of ‘abvr market mformatmn and

de\elopment of job-seeking support systems, resumes, and
interviewing skills.

Training is conducted by outs:de providers, generally f-om the
academic community; varies from about a week or more; longer

workshops include “job club” teckniques a: four locations.

Through June 198", special job search skills vuorkshops have

been {or about te De) established that cover over eight hundred

laidoff employees, as of that date:

Special national center assistance for facility closings.

agencies a-xd communny resnurces for Shet'fleld (Alabama
casting plant) and Sav .'se (California assembly plant).

auzment program-sponsored émplovee de‘elopment 'rammg
activities.

Ev :i.iimibn 'a'n"d asfes'sm”eni cf ldéii Bééas through vocational

Careor counseling and giidance activities aimed at assessing
employees’ interests, _aptitudes, basic skills and attitudes;
providing career and labor market information; and enhancing
decision-making skills to ease transition to rétraining and/or

other employment.

Basic academic brusk-up courses under program sponsorship
offered by lucal education and training providers.

Formal vocational retraining programg, consistent with

employee interest and labor market conditions; under
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spor'.surshxp olrc.he joxm program and other funding from
external sources:

Job search skills training supported by the UAW-Ford program

and state funds:

e Job placement assistance.

Table 10-5 reflects the activity in the UAW-Ford Training iject
'through Jurne 1983.

UAW-FORD TRALNING PROJECT ACTIVITIES

Activity Numbe¢ of Tinies Activity Provided
Vocational Assistance 2,100
Targeted Vocationzl Training: N

Locaticons 41
Individuals 330
Vocational Plans and Interest Surveys: o
Locations 15
Individuals v,300
Career Ccunselmg }
Locations, 9
Individuals 982
- Job Search Skills Training:
Laid-off individuals 800
Assessment

Employment of those in the UAW-Terd program at this time is

inconclusive: However, in both GM and Ford programs, many of the

gains of employment do not appear to result from retraining; but rather
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from the program's counseling and job search advice. Retraining alone
does not have a significantly greater impact on reemployment rates
than job search assistance.

Admitted'y. an economy with an unemp’ioymem rate of more than
19 percent is a poor laboratory for testing the idea of recycling biue-

collar workers. There have been enough success stories to provide some

basis for opummm and some experts agres that even a handful of
successful conversiuns of eéx-industrial workers makes it all worthwhile.

But even its 22 ccates acknowlqige that retraining #as limited

pu&?’unx. >

It may be 100 earl) in these programs to say that these are
conclusive results; but tramning progra'ns must be all-inclusive, with a

great deal of emphasis on counsellng and guxdanue as well as financial

supnort systems being made available while in training, And such

support systems are an absolute necessity for adult workers inv olved in
training programs: Workers who are unemployed and, in most cases,

without income of any type need transportation costs, child care, legal

and financial counseling, and subsistence to be able to take full
advantage of triaining.

LABOR'S VIEW ©F THE JOB TRAINING PARTNERSHIP ACT

~ The Job Training Partriership Act (JTPA), enacted in Ostober
1982, creates a new federaltraining prograrn, This new legisi~tion

replaces the Comprehensive Eniployment and Training ActiCETA).

which for almost a decasle was the principal vehicle for assisting
Americans in need of emplayment and tram.nQ'ervaws"

The newly created training system differs from CETA, and is

seriously inadequate in a number of aspects: However; the new act

preseritly is theé only means by which federal wpport for such activities

as training, retraining, and job search assistance is zvailable: One
positive feature of the pew

legislation is a new dispiaced werkers
prosrram that should be of some aszistance to laid-off workers, aithough
it; too: has serious limitations.

Funding for the displaced workers program—current or
_ proposed—{alls “ar short of meeting existing. needs. Initial
appropriations by Congress for the current fiscal y2ar. {1983-1984) are

only “seed” money to begin the program, and praposed funding for
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fiscal 1984 is expected to reach only a small percentage of the workers

estimated to be dl:plated ameng the nation’s 11 million unemployed.
Moreover. the program is encumbered by restrictions that will hamper
the effectiveness with which even these limited funds may be utilized.

~ There isa need o increase f’undi’ng vastly for all aspects 'of JTPA_

the prugram ;nd allow longer-term planning. Moreover, programs
should be fiill% f@déﬁllj fﬁﬁd?d aﬁd i.hé ?é?}fiiii‘éiﬁéhis fdi‘ étéié

rémme any Ixmxt.atxons on the use of federal funds for stxpemd:,

allowances: and support services:

Indeed. Congress should require that stipends and allowances be
provided. Without such income maintenarce, participation will be
hmlted and programa m!z minve touaro. short wrm trammg. uhn:h

opportu ml:es

- Congress also should require that supportive services be provided,
since they often are a precondition for the success of training or other
forms of assistance. For many displaced workers: b’éﬁiétﬂéﬂi those
who have been unemployed for some length of time; it is impossible to

raise sufficient financial resources to support their family needs and to

pay for transportation to the training site; as well as nave money ‘or

lunches. lelephone calls for JOb search acti une-s xn;ti transportation to
job interviews. [n some cases, unemployed parents will bc unzhle to
participate in training programs without child care.

It is also essential that displiiced workers have access to counseling
to deal with family prohleins 1ssuriated with unemployiment (é.g.,
drinkiag and m..rital problems}) and other psychological and emotional
difficulties. To avoid the stigma and complexity of exist: .. social
service agencies and to encourage displacad warkers o view themselves
as part of the total working population: social services tincluding the
services of a trained sccial worker) should be available at the training

site or through an information and service center that can be available

for referral. Tied to those nceded services are hewith care protection

and assistance with mortgage and utility payment difficulties:



IMPLICATIONS FOR TRAINING AND
EDUCATIONAL INSTITUTIONS

training programs established by the UAW and Ford, and the program
being implemented by the UAW and General Motors Carporation; as
well as the language establishing such programs in numersus UAW-
company contract language agreements are a good place to begin. For a
company or business to attempt W undertake such a concentrated effort
as job trainirg and retraining, there must be cooperation; there must be
coordination: there must be a mutual working relationship beiween
company and anion; and the participants must seek Oﬂblde heln

through edygational institutions to deliver programs. he same rules

apoly to educational institutions:

SModels are m\edeg in job training: Such models exist: The job

P or an ulauuonal mxmuuon w consalt only mth mamlgement in

workers. uum & a o consulting with '_he union 1 resenting those
workers. is unthinkable. Labor believes that the foi:r integral parts of
am \ucn _|ob trammg relauOnahlp are employers. umon:, educauonal

workon for uhom the )ab trammg program is intended. Labor
representatives have knowledge and expertise to offer. They know their
members. They are closer to them in the communications process than
anyone else. Thes knouw their needs. their wants; their hopes and
aspirations, And they represent thet 1 at the workplace and in the
community.

Edticaturs, manigement repsesenitatives of business and industry,
governmenta; oaders, 2ad union reprewnmu\es need to do several
things if this er.tire training effort is to succeed. The first is to have a

blueprint for a working America.

mntrlhut( d i'm"m'i"n@h to the decline of the economy &nd the
displivement of industrial workers: So have (and will} technalogical

chanje and robotics. Yet the federal government’s industriz. and lmbor
market policies are practically nonexistest,

No modern developed country can afford to allow its basic
industries to deteriorate. And in virtually a1l the other industrial
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have for;zed a n=tional mdmtnal pohc:\ to help thelr kex md:ﬁtnes

modernize and stay competitive in the productive economic- sectors that

generate good }0b~ and healthy grbxx'th Yet vur governmerit has not

oniy failed to dewiop a positive plan to help our basie industry, it has
.zduplcd econoriic programa lh.n hzm: aqu ndend publlc capxtzl bv

ind thrxax inv e.,tmc nts.

Americ¢ans can no lenger sit idly by vhile our basic industries ars
devastated by our own government’s disustrous ecenomic policies znd
by competition from foreign companies supported by their nationai

wovernments. If we allow our industrial jobs base to go down the drain;

we will zlso soon lose man; of the aernce-sec'nr JOba that depend on the

prof;ts the payrolis. the tax revenues, and the praiuctmty increases
thuat are generawd by our manufaéu.rmg 1ndu>mes Ensuring i strong,
diversified mdutrlal base is essential to this mumrj's future
prosperity, to maintaining healthy commuinities, to achieving full
emplostaent, and to continuing America's leadership in world affa‘-s.

Rewrsmg' the current pamful process of demdu.mallzatmn wnll

desxgned 1o reb»mld our countr) allmg industrial base and ts f(:ater
new industries as the foundation of sustained; balanced economic
growth:

Most American industries are now operating at less than 7

percent of czpacity and will not be able to invest capital in new plant
expansion or modermzauon until consumers start buying their
pmduau And that cannot happen unul more Amerlcans ha\e jObS dnd

'11.»,0 .stxmulaw grow th, m\er,tmem. and new jobb in America’s baexc
industries.

Bt even if we are successful in pullmg the American economy out

of receszion; we must forge positive new policies to help American

industries and workers rebutld after more than a decade of failed

f‘(‘ﬁnhmlf‘ mhc.o\ corporate mlsmanagcment extcrnal inflationary
jolts, and aggressive foreign competition. We must face the fact that

pl.mt ! tute

sings will continue to devastate communities and workers
unless we pass new laws ty establish basic corporate responsibility for
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the community impact of shutdowns. We must establish new forms of _
public assistance to lessen the shock of the economic dislocation, retrain

unemployed workers; and bring new jobs into the community.

‘Any plan to rebuild American industry must also recognize the
new importance of international trade to the American economy.
Twenty vears ago; American companies dominated world markets.

Today, foreign companies of Japan, Western Europe; and new

industrializing countries—backed by their governments’ industrial
policies—have taken cver many world markets for manufactured goods,

including a large and growing share of the American market. We must
take action to counter the unfair trade practices of other countries and

1o compete effectively for a share of the markets that are important to a

healthy Américan economy. The first goal of Américan trade policy
must be a healthy Americair industrial base and the preservation cr

creation of American jebs:

The real key o a healthy Ametican industrial base is productive
capital investment, that is, to keep our older basic industries modern

and efficient and to make sure that our newer high-tech industries stay
on the cutting edge of technological development and applied
prodiiction processes. A tiational industrial development bank would be

one-essential institution that could make and guarantee loans to finance

private and public.capital investment projects.

Rebuilding American industry will require s new kind of social

contract among business; labor, and government. To qualify for special
treatment targeted to the specific needs of individual industries,
companies will have to commit themnselves to a productive and
responsible use of those resources: Increased investment i new

productive equipment will have to be made in the targeted industries,
rather tian in corporate takeovers in other irdustries. Those

investiients should be made in this country, not abroad, and in existing
locations. wherever feasible. There should also be positive assistance to

displaced workers and communities when existing facilities have to be
abandoned to cut back.

Reindustrialization programs developed through this tripartite
process should emphasize a healthy workplace and a clean environment,
nondiscrimination for women and minority workers, and development
of rewarding, devent jobs for all workers: Companies receiving targeted

application of public resources for revitalizing their industrics must

ackniowledge the rights of workers to join unions: Government; business;



and labor must be prepared to contribute fairly to the rebuilding of =
American industry. [3v bringing together the iilajor parties in econoiaic
decision making within such a framéwork, a national industrial policy

~ This nation cannot have a healthy economy without a healthy auto
industry. Those who suggest we can siruply purchase automobiles made
overseas are really advocating that we write off our other basic
industries that depend on Anierican auto preduction. They also ignore
the fac: that American auto producers are the major market for the
products of such new high-tech industries as industrial robots and
semiconductors: Does anyone believe that the Japanese will purchase
their robots from American wmianufacturers to build cars or
manufacture steel in Japan?

Organized Labor's Suggested Solutions

~ Anierica needs a new industrial policy because the old rules no
longer work. Years of haphazard planning have put profits befare
people and short-térm gains before long-range needs. This has left our
nation with thousands of idle plants and millions of idle people. Now we
need a careful. coordinated proyram to rebuild industry and put people
back to work:

~ The first thing to do is to set goals for investment, research and
developmient; trade policies. business growth; and all the other
necessities for industrial rebirth: Then we must ensure that the plans
are financed and carried out. *Ve need to draw on the strengths of our

older, mature industries while developing the potential of emerging
industries in order to create an economy of abundance. By participating
and discussing, coordinating and carrying out; we can bring to birth an

economic renaissance. But it will take careful deliberation in which all
must participate.
Completely fiew approaches i st be designed and implemented.

Incentives must be designed to pr.iote a greater cooperation among

labor, private/governmental employers, and education or training
institutions for the purpose of preparing citizens for new careers and

upgrading skills on current jobs.

Jrod |
(op]
]|



'
_ There should be a structure to allocate federal résourcs, and it
must be designed in a manner that promotes interstate planning for

labor market areas that cross state bcundaries: Programs must be

designed to encourage workers to seek preparation to qualify for

emerging occupations, to be mubile and to maintain their employment
as well as seek training while still employed.

Th'{» .. 'r'rén'tis f'*éﬁ"rﬁ’ehtéd auth'o"riis énd a'cwun’tab’iiity fcr ihe

the needs of adul’ ’,ramees

Effective research and responsnblhty are reqmred to prec\zct

changes in work force needs: In this way, realistic educational

programs reflecting long-range national needs wili be developei: Skills;

jobs, and industries becoming vbsolete must be identified earlie:.

Skill development strategies and long-range time frames are
i‘équii‘éd to cmiif i thé 'n"e’e'd for wtal human d’e\”el'o'p”r'n"em a'nd specific

d:spl‘.tement for individual workers.

_ 'The rapidly chanving state of equipment-intensive technologies has

outpaced insitutional ability to respond with traditional resources.

Training institutions must have the option to puréhse or lease necessary

equiprient s part of program funding: This should include
maintengnee costs. _ -

‘T hiere must be both short- and long-term related employment
'p"ro'sp'ééts fdi‘ in”dh id'u'als i"o"m'p'létiﬁg j'o'b’ t'rain'in'{; progeams.. Displéced

econonyic recovery and de\elomm.nt

Education and training instituvions must be prepared to depart
from the traditional classrovm setting and move to places of

emy;lsyment or te union lualls. where: the adult worker will be more at
ease:

Hundreds of them have taken up the slack from secondary schml
systemns that failed to prepare young men and women adequately for
the world of work upon gracuation from high school. We have come to
rely upon two-year colleges and institutions for supplying the academ:c
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study courses and hands-on training for many of our recogmzed
apprenticeship Progrines. We have relied upon two-year colleges in the

past {and shall do so again in the future) to present the adult w ork!n}z
population of their communities with the kinds of hands-on training
and job updating skills that the workers need to heep abreast of

changing wchnologws

However; we need to changc the svetom of sécondary vocational
education to produce a closer working relationship between secondary
and postsecondary institutions of learning. And we need a more
effective articulation system between the two-year community and
juriior volleges and the four—s ear colleges and universities. Overall,
there has bven a change in educational needs that no longer implies or
stiggests, bit now mandates that education be a lifelong learning
process. We riow realize that many workers may change jobs completely
as many as five or six times over their adult working lives. Each such

change inay require a retiirn 1o the classroom or training site for varied
lengths of time; contingent upon their jeb skills training needs.

mew+hﬂgmbﬁiﬁaavudeﬁomﬁ@&ﬁﬁkmmhmé
waintnent of a high school dip:ona as a terminal educational
Auammont in their lives. We subscribe to the principles of lifelung

learning and contiruing adult education as an emerging norm for
workers of every description. We visualize workers becoming equally at

¢ase in the classroom or the workplace and learning from both
throughout their w ork lives and even into retirement:

business. mdustrv and labor in Amenca That conumon is part of the

balancing process in our democracy. Biit that adversarial relationship,

by and large; has worked o the benefit of our entire society over the
years. We have also provewn that unions and management can wor"
together at the workplace. But the challenge now e 1ists beyond the

workplace. We must reach out to educational and g‘overnmen?al

institutions to seek help in developmg program< that will provide a full

empluymont cconiomy with a work force that meets the ch-:ging needs
of our nation.
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A Comprehenswe Amn'oach to
Assisting Displaced Workers

It became apparent in the early stages of the Bethlehem Steel

Corporaticn’s development of a program to assist displaced workers

that it woeuld be necessary to establish a series of partnerships involving

industry, educationai institutions, government, and business. The
nature of the proolem faced b§ dlsplaced Workers is such thut cmiy :»

The hope of,mose,mvolve,d in ,planmng the progra:n wag that the
é§fh;51§ﬁﬁiéﬁt of Bethlehem Steel’s career continuation ¢oantere in

economically deprived areas would act as a catalyst, instiiling a new

spirit in the work force. Bethlchem Steel d’d not see its carecr

continuation centers as long-term projects. By linking these ceric 7=

with community-based organizations, the groundwork was laid for

management by local agency personnel.

The goal of having Bethlehem Steel's career continuation centers
actasa catalyst for comn.un.ty-based effo"ts ind ecomjumc )
Johnstown Area Career Continuation Ceniet .8 aninouniced. The
reemployment program at the Johnstown certer is a collaborative effort
developed and operated by the Johnstown Area Regional Industries
(JARI); Bethlehem Steel Carporation; the Center for Technology;
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Truining, and Development of ihe Southern Alleghenies (CEN i ECH):;
and the state and federal governments. -~ v

Pennsylvania, Dick Tﬁornburgh sald “The Greater Johnstown Area

Community Reemployment Program represents a unique partnership

among state, federal; and pmate sector resources to address the

probslem of dislocated workers.” Governor Thornburgh further stated:

Th’i§ ’pi’a’n is ﬁbi some ;:mernmeni p'riig’ram ha;mind dOWﬁ from

Be"]lehem Steel, by JAE’! by CENTECH, and by state and local

governments as well. It is this un, que partnership that will help

Johnstown reassert itself as a thriving; develuping Pennsylvania
‘mraunity.

In addition to the establishment of a community-based program for

Johnstwwn, Pennsylvania, discussipns are unaerway witg officials of the
state of New York regarding the duplication of this unique partnership
concept in Buffalo. Bethlehem Steel’s efforts on behalf of its employees
have also earned nativnal recognition. : »
In a recent full _b’ag’e’ story, Time (1983) magazine reported: o
One major steelmaker [Bethlehem] is trying to help dislocated
employees understand that the end of a steelmaking job is not the -
end of the road. Bethlehem, where eriployment has gone from a
peak of 115,000 in 1975 to 48,500 st present; was the first major

U:S: corporation to develop a comprehensive program to deal with

the emotional impact of permanent layoffs. (p: 46)

~ The community-based partnerships, as well as the recbgnition by
Tiwe magazine, are the result of two long years spent developing an
effective program to assist displaced wurkers. This program requires a
comprehensive approach, the basis of which is educating for change.
The next séetion provides a review of the problem i nd Bethlehem
Steel'’s program development.

IDENTIFYING THE }iésb FOR A PROGRAM

Steel pruduction in the United States in 1981 and in the earty

. months of 1982 mirrored the generzl trends of the nation’s economy as
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a whole: In the last half of the year, hov\ewr the demand for stee!
withered as the econumy slumped High interest rates skarply curtaited

the sales of the industry's major customers: Automobile purchases

sagged to modern-day lows, and, at the same time, the machinery,

appliance, capital goods, construcuon and equipment industries
weakened.

‘While this was hap;w nii ¢, the domestic steel indu ry’s sales
problems were compounded by a startling surge in in.ports of carbon
and specialty steel products. Steel imports skyrocketed from a 13.9
percent share of the U.S: market in the first quarter of 1981 to a 23.7
percent share in the last dﬁé?féi In tonnage terms; steel i’['ri'p’d’rts were

) 28 percent higher in 1981 than in 1980, despite the sharp drop in
overall steel demand.

'fche average number of hourly workers engaged in the production
and marketmg of steel durmg 1981 fell o n.s lo“est in flfty years The

one-month total recorded to date, by the American Iron aﬁnﬁd,Sﬁt’eel
lustitute, and the decline continued in the early months of 1982.

Total steel industry employment, including salaried workers,

awraged just under 391,000 persons for all of 1981, compared to

399,000 in 1989. Total empluyment continued to decline and, at yearrs

end m 198 accounted for livss than 289;000 total hourly and salaried

Changes in Corporate Responsibility

_In the fall of 1981, it hecame apparent to Bethlehem Steel's
manzgement that, due to reduced demand ror steel as well as a major

restructuring of corporate functions, long-service employzes would be

lusing their jobs. They included clerical; technical; and blue-collar

employees working throughout the country in shipyards, coal mines;

and steel plarts. They worked in some of the most economically
deprived areas of the country. such as Buffalo; New York; and

Johnstown, Pennsylvania. Bethlehem Steel’s management believed that

it had an oblipation to help these employees and their families deal with
the trauma of job Yoss.
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Recommended Solutions
A review of the problem of Bethlehem Steel’s d;splaced workers
revealed that there was no easy solution or quick fix: The company was
faced with several options:

¢ Reta.n the services of a placement firm, for which Bethlehem
Steel would pay all fées. The firm would assist workers in
finding new jobs. 3

Have the affected employees form job tlubs and self-help
groups: :lere they would assist each other in learning about job
openings.

e Provide additional economic suppoert to assist the workerm
during their periods of unemploymeat.

Provide professional training in job search techniques that
*,ould give employees a competitive edge in a very tight job
sharket.

Each of the options was carefully analyzed and each had some

inadequacies. This confirmed the fact that there is no simple solution to
this very complex problem:

After examining all of these alternatn es; th.e company concluded

that thie best approach was to provide professional training in job

search techniques in order to give its employees a competitive edge:

STRUCTURING OF A PROGRAM ‘TO ASSIST

DISPLACED WORKERS .

A Separate Identity

In structuring a company-sponsored pregram to assist dxsplaced

workers, a prime consideration must be the perceived image of that_

program. In order for such a program to be effective, it should avoid

being perceived as an arm of management. The people managing this

effort cannot become the defenders f the company: This separate

identity involves the staff who nianage the program, as well as the

location of the centers. The location must be on neutral ground, away
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fromi arcas associated with company employment functions. Bethlehem
Steel believes very strongly that the creation of a separate identity for
the career continuation function has contributed significantly to the
success of the program.

The Catreer Continuation Centel was established in Bethlehem;_
Pennsylvania; and regional ('enters were located where significant force
rvduolmns gerurred; All outlying areas were serviced from the regional
centers.

In addition to establishing a separate identity for the career

centers, the company decided that affected employees (i.e., emplovees
\\ ho \wre \chedulod to be termlnated in the short berm) should nut be

the certers: In contrast; the centers were to be staffed with trained
professionals retained as consultants for the program; temporary
employees, or a limited number of Bethlehem Steel employees.

It should be emphasized that an essential element in the success of

the program is the use of trained prufessionnls who have in-depth

CXPRI ihes in dealing with change. The campany recognized that it

Wwoukt mut be enough to give a group of people a week or two of training
on how to handle the trauma of job loss and on the techniques needed to

find a new job. The situatigh is one of structural unemployment caused
by a reduction in the size#¥ the basic steel industry in America. Hit-
and-run solutions (typical consulting modes: for examples) are alriost
worse than nothing: The company could not put Band-Aids on gaping
wounds: It was time to offer the best assistance available.

Involving Stakeholders

“ hen ~tructur|ng the program to assxst dns"laced workers. major
consideration was also given to the acceptance ¢. Jhe program by
various divisions within the corporation. Clearly, the prosram had to be
perceived as a corporate effort and therefore all stakeholders—
including those divisions and departmenta who would be terminating

employees—must be involved in the design of the program. The

program's concepts and outlines were reviewed with every department

head to ensure their acceptance: Stakeholders were told how the

program. should work and their agreement was secuved. This process of

reviewing career continuation procedures and pizn with department

neads built credibility for the career continuation ccaff: As a result; the
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staff had *ii’éit i'nis'u’t into force ’redu’ciid'n 'p’iam’ It was agreed by all

through company depdrtment heads and division managem And the
specifics of their plans would be confidential. The carver continiatiorn

centers; would; in fack; act as their agents.

Initial Program Resnits

Aftor the first six months of providing job change workshops, an
analysis was carried out to detérmine the effectiveness of the program.
The company looked at one hundred former emmiployees whec had
participated in job change w orkshops at the Lackawanna, New York.
Plant and-home office departments in Bethlehem Pennsylvama, to

com;}ared with two hundred other emplo&ees who had been terminated

nrior t the inception of the program and had not been provided with

job change workshops. These were former employees from Johnstown.

Pennsylvania, and the Bethlehem plant in Bethlehem; Pennsylvania:

These two groups were chosen because of the relative similarity in their
cconomic conditions.

~ Group A consisted of those employves who were provided with job
change workshop techniques. and consisted of one hundred former
employees. Contral Group B included those employees not 3 et provided
with job change workshops; and contained two hundred former

employees:

Results of the analysis showed that; after 129 days ina JOb

canipaign, appreximately 55 percent of the former employees in group

A had found new employment. After the first six months of

unemployment, 10 percent of the former employees in group B were

reemployed. The anlaysis further revealed that the majority of
emploxees in group B had taken pay recuctions. Most of the employees
in group A had made lateral moves. and about 15 p~reent had actually

_ Other factors may have contributed to the differences between '3
group A a2d control group B; but a careful analysis showed that the

only difference between the two is that one group was trained in how to

find a job and the other group was not. It was also apparent that

employees benefited not only by learning how to find a job, but also by

helping determine what job was best for them:
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After the initial cxpvrwnce with job char\ge “orkbhops. the
company also found that it was vital te have an orientation prior to
actual enrollment of candidates in the workshops. The affected

erip'ivees were invited into the workshop to receive a detxlled
expldn.{tlon of exactly how the job maixet works and what is required
to findea new job,

_The review of initial program results also indicated the inadequacy
of simply emphasizing marketing techniques. The ¢company found that
the workshops had to be modified te focus on personal growth
question  such as who am I; what is it that I'm selling, what are my
basic strengths. The workshops were dealing with a very fundamental

question of adult education and the notion of reframing people’s views

of themselves. Many®of those who took the early workshops said that it

wats absolutely crucial for them to begin to look at themselves in an
entirely new way. They were approaching the job market in their
midlife period. They used to think of themselves as steelworkers; now
they had to create a iiew framework of identits.

i'n reviewing thé éa'riy program résuits thé i‘m‘tiai i‘éauﬁ'o"ri was

the 45 be"ent of proup A and the 90 percent of control group B These
were peopie who could soon join the class of structurally unemployed

workers: Faced with additional force reducticns and the need to

improve tre effact'veress of the program, it was time for the company
to g0 lmck ‘0 the dravnng baard lt was, txme to fmd out what was

thexr chlldren It .gs'as time to de\elop a mmprwkensuv approach to
assisting dispiaces ~ovkers.

EVOLUTION OF A SECOND-GENERATION
CAREER CONTINUATION PROGRAM

As the company yained experience with the displaced worker

problem; it became apparent that tne comprehensive progran: had w

begin with the ‘andamental issues: how to nctify terminated workers,

and then how to provide ari effective support system of counseling, job
change “orks‘xops fol ow-up support, and retrammg It wa3 al&'
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Displaced workers go through all the traditional stages associated
with death and dying: denial, bargaining, hostiiity and anger,
depression, an¢ finally, acceptance: Fur ii'*piw'ed workers it is crucial
that they expericrice these stages iv /. w4 environment with
srofessional reunss'ix  The 'vorkv -, Men sever the umbilical cord
frori their old jo*& ara cham’m o - ergies into something

prodiictive—a Rex career

".'.'. \\;

 Bethiehem Stecls comprehensive aj-proarh to assisting displaced
workers has evolved into a five-phase procran that must be
individually tailored to the specific needs of a2 zummunity. An essential

element of this program is the presence of a residential counseling staff.

These staff persons move to :he community: Every day they see (and

are seeti by) the dislocated workers who are grappling witk change.

Tha necessa.y momentum for a successful program cannot be created

and inij'emented by part-time profescionals:

The following section discusses the components of the five-phase
program.

Phase One—Plan Development

Prior w the implementation o" & czreer continuation srogram; it is
necessary to establish linkages with cpmmumty le;ders and related
agencies. The various state employment services, private industry

councils. and all resources available to displaced workers must become
involved.

Bethlehiem Steel's experience has chown thﬁt in times of stress.
mary individuals turn to their churenc: for help. In the development of
a workable plan, it is essential to seek the assistance of the ! acal clergy
The ¢lergy must be traitied in the dynamiics of job [oss and me. 2% v
of the services available to displaced workers in the carecr ¢ IR
cens ’rs.

T4ie availability of funds for entrepreneurial activities {e.g.,
throug/i small business investment corporatlons) has proved to be ve
benefivial,

Unisns too must_become involved not only to endorse the activities

of the career commuhnon center; but slss to encourage actively their
membership o partncnpate
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In order to ensire that displaced workers have a ¢lear
understand ing of exactly why ther have been terminated, what is
happiening to thém, and "~ hal servizer will be avgilable, it is nocessary
to train supervisors in effective ways of notifying workers of job
termination. In the Betl.iehem program. cupervisors are introduced to
every lev (ii of iiiiiiitiiiﬁ ihi"\ ﬁiéi expect tii %éii and éié iﬁStFﬁétéd in how

in .tr 1etions ax to what to s: ; md what not tu say”. The* are also told of

the Cunger of giving employees false hopes that will have a negative
impact on their ability to sever themselves mentally from the company.

At tho cone lu-swn uf ~ermmat|on mter\ iews, rm:md pmﬁ \xmmlh

omplowes either in small gron.ps or mdmdualh The company has
found it beneficial for thes¢ meetings to be held before employees notify
their families of the termination. The purpose of these initial meetings
is not to explain the mechanics of job search or the activities of the
career continuation eenters. The purpose is to begin tq establish rapport

with the clients and to begin giving them a constructive way to channel
their emotions;

'uun.l aw lde range of cou selmg services:

® Crisis intervention. Juring this segment of the counseling
phase; “emotional first aid” is prox ided for displaced workers:

This first aid consists of providing twenty-four-hour, seven-day-

a- “evk hotline that the workers can use to get immediate
w.sisaince from trained professionals. The nugxber of people
rcqunrmg cnans mtenentnon help has taned dependmz on the

experiences mdlcate ho“e\er that tradmonal white-coilar
workers have more difficulty dealing with the death of their jobs
tha - do thieir blue-collar counterparts. In addition. the progrzm
fi  lthat it is good to expose all workers 1o an initial meetiug _
in order to help them understand the emotional aspects of
separation anxiety and to begin talking to them about “life after
Bethlehem:”

b |
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o Short-term counseling. Short-ierin individual, marital, and
family counseling is provided in order to assist the entire family
unit to prepare for change: This counseling is ot provided by
the carver eontinuation centers on a long-term basis. Employees
who will require long-term counseling are referred to
professionals in the community for this help:

Circer counseling. A series of tests (consisting of the Myers-
Briggs Type Indicator and the Strong-Campbell Interest
Inventory) and in-depth interviewing are the basic tools of
career counseling: Spouses are involved in this counseling.
Financial and relocation information is also provided. The
program staff have learned that many of the displaced workers
liive preconceived notions about new careers; based on_
inform: tion provided by “others:” It is necessary that the
displi. J workers be provided with objective information; based
on tost resilts, interview information; and personality ,
confirmations. It is also necessary for the counselors to guide the
displaced workers and help them internalize their own

- decisions: It is wrong for a career counselor to suggest a change
in vocation that the displaced worker has not internalized.

Phuse Three—Job Ssarch Training

" The job search training phase consists of four half-day workshops,
followed by 4 series of job search action club meetings: The first two
days of the workshop follow up on informztion provided by the
counseling phase. The final two days of the i orkshops address the “how
to's” of marketing yourself in a new job.

 The job search traning phase begins with an introductory session
designed to orient participants; their spous?s, and their families. This

session is generally held about a week prior to the actual job search
training. During the introductory session; workshop leaders show visual
examples of various job markets; explain the purposes of the workshop,

and bugini to facilitate a positive attitude toward job search. At the
conclusion of Lhe introductory session; spouses are invited to attend job

search training programs with the displaced workers:

Whien the four-day program ends, participants and their workshop

jeaders meet in a controlled envirugment on a weekly basis to continue

job search training. These meetings are held as part uf job search
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action ¢lubs. Each member of & club is requxred to provide a weekly

activity list so that his or her progress can be reviewed. There has been

,;zreat bene’nt from continuing the Job search lralrmg inw the job
avch action clubs These club;, led by fra:md ,mro ewomu pm\ lde

- weakness of the initial program was that it did not provide a full

range of fcllow-ap support systems for the displaced workers: All the

career centers now provide fuweilities for typing and printing of
resumes, uses of telephones, and a physical environment to conduct a
job campaigs. Carec: centers have full-time job develapers who meet
with employers to di-cus. their labor needs and the tvp 0” -Andidates
available from thie career centers. These stpport servicss 1. - also
helped to establish: eooperative liaisiors with other area ¢ ':.g)ahi'é.i anc
to identify potential job openings.

Some displaced workers anc. iheir families may 10t exhibit
emotionzl difficulties in the ir.itial stages of their transitior. They may.

however: have delayed reactions -2veral montls after termination: By

providing fcilow-up support services and having an established network

with spouses and family members, the program staff can identify
diffn xltle» and provide counseling as necessary.

Phase Five=Training/Retraining:
An Industry-Education Partnership

_ In order to dea! effectively with the thousands of displaced workers
afferted by the deindustrialization of Arnicica and the need for
retraiming the struc Lumlly unemployed DA rtnerﬁhlp% among industry;

educational institutions: m’nernment and U\Iblﬂ(’\% must be esmbllshed

Phase five of Bethlehem Steel’s comprehensive program concentrates on
these partnerships.

Approximately 70 percent of the displaced Bethlelier Steel
workers whi enter the program can Yo placed in new positicns withoit
new train/ng. Of the remain’n_, 80 percent, i critical element is theé
selection of the right retraining program.
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The career continuation eenters do not themselves provide
rétraining opportunities  fiey have established linkages with
aducational institutions and refer candidates to retraining programs:

A~ essential elemert of the comprehensive program i5 the use of

trained professionals. because they are best suited to provide retraining
and are already in plice in educational institations.

_ The development of partnerships among industry, business.
educational institutions and governrient thit will act as 3 catalyst for

wconomic development is an exciting ided. So are the prospects of a
resulls-oriented comurehensive program 0 assist thousand s of displzced

workers and their fzmilies:. Those ideas are alive and well and working
today in Juknistown, Perssylvania. This effort could well function as a
nations] model to serve muncijelities across the country that face the
harsh realities uf structural unemployment. Consequently. itis -

apsropriate o autline briefly the Johnstown program. with particular

emphasis on the industry-educational institutional partnership.

The Johnstown Model

Sinice the year of its incey poration as a city, Johnstown and its
surrounding areas have been devastated by three major floods: Eachi
time, after a tremendous Joss of life and property, and people of
Johnstown cleaned up and rebuilt their community. After the mast
ocent flowd in 1977, placards were hung in store windows, banks,
sehvols: offices. and Gictories with the wards; “We Will Rebuild.”
Within & short time. thase placards wer® overprinted with the words.
“We Did Rebuild:”

Bethlehem's Johnstown Plant (the arew. w7 st employer) and to high
levels of unemployment i the coal indust ¥, the Johnswwn area had an

In Murch ui 1983, lirgoly due to e «v o oeturing of operati“ns at

unemployment rzte of over 20 percend. In order to dexl effectively with
this problem. a collaborative effort involviag Johnstown area regional
imdstries. Bethlehem Steel; znd state wnd federal gove: nments was
established. This effert represents a public/private sector partnership
detiented to adirwsing the tepe of stiuctural unemployment now at

depression levels il Johnstown. Pennsylvania

This commumi;-based program was designed to provide

v comprehensive counseling. job search training, and retraining

OPPOrTUN® (e8] &S Weil & coremiie redevelopment: over 8 three-vear
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Uorpoied
Boes <ér icod.

Svslems approach that not onlx aids mdmduak and J,hezr fa mllm‘\ but
‘mn conicentraes ¢n the needed structural Chaﬂ;!eH The gm.ls of the
,1!‘();?'71?‘1' a.ﬁ' u("\‘if:ﬁ:u w ﬁ'xu g t%‘ ﬁt'cu aﬁu o n:ﬁ‘pn asize the critieal

component of @ public private industry-education partners ship: Besiness;
grovernment. labor, indust: v, and education must ali worls wgether.

i progiam
.1rr lwlnL' nfﬁ~rwi 1n u;‘ aboratlon \l. xth i}.r ( enter 'ur Techno:om

memng ¢ fuh_,;um ‘nt h‘i'.e hu n pronded b_x th,e state of Pc-,.,‘n.s:‘ ivania.
The traiming retraining center is an inilependent, renprofit corpeiration
poverned by a board of directors with membershio drawn from the
follow:ng tnstititions:

o (roaterJohnstown Area Vecational-Technical Schovl
e Juhnstown Area [irgional Industries

®
—
:1
-
~
<4
PA
—
Py
<
D
—
—-
7:
’i
> o
j+8
—
[N
<.
=
=3
7.
=
o
=

The retraining center ﬁz 8 'u"c"'h' 't?stii""'ikhéi 'ii aid thé 3iffu'i't'\ o

WILH e Jltll\ toed .xﬁzéncwx .:.Y'd inst’ gtinns qu srovide th(- foHcmmr

serviees
°’ Tmmm;: .md ‘uslc (-dmau(m o 0,"'» i dom;iﬁé(i to meet the
.
i'iiiiiikih’” iu uul .cn*urv
¢ Researcs iiiv".' i at understanding the desigr and manufaéturing

needs of Ligleelhnology industry and to share this information

tnrovrh trainiag programs and *~chnical eonsulting
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° Lonsumng SCT s s,“ur Yh." deve!, pmcm and Le;txr'g of products ;
: prior 1o commercia! manvfacture and production

As reported by Birch (1979), more-than 80 percernit of all new jobs

generated between 1969 and 1676 came fmm small biisinesses, riot from
Furtune 500 comparies: Tn order to act as & catalyst tv premote the

development of new tusipesses in the 5ohnskomn arez. d \'r -all business

Fotsd &omen

,n\ntmem ~rporation his been firmed. It has put wgether a
maitim: e dollar fund to aid mew, ssnall business development

The ( areer O onsinuation Uerter is currentiy screering, testiv'g, and
eviluating candidates and then referring them to the Greater
Johnstowu Area Vocztional-Technical School and to the University of
Pittsbargh 2t Johmstown for re: rammg Job aev”‘owr\ in the
gohnstown area are playing a crucia! role in helping to attract
busineces w Johnstown. It is xmport.ant to note that these job
develspers work in close cocperation with educational institutions. They

al\() imake sure that there is a close m2u:h bet. "een ermm programs
]

and caorripignity nce Js.
Wien ! lirst wers :o Johmstown, | heard about an u'xbehmable’
Jehnsoown unm.",: W“5s told tnat you car sew it. you can feel it; and

SLeryose i\ toucted by it And as [ mot with Jocal busimess ard
community le. Jders: ! fa ii,d, fives i geLoming a beljevier. On the .
~trength M‘ thu b{- ' & %t program that would requlire @ unigise
pumnmipn v zd‘ oo e B community-based caresr Ciji'.‘-!h‘ii:"i'l“‘.ubh\\
aiter v uf/' e e L)O < 1n Une Johnstown arca w=< proposed.
Asdikey <*‘cmcm lhl\ program would also seek to wlrnng'then Lhe Rrea’s
evelimmic bdse,

CCHis veaas no o, ot propos=l. But these leaders; instilled with the
irre pn saibe ,.ohmm\\ Ii Spirit, recogr. ‘zed an opportumts to ac evon
meore, They s 1, “Let’s make thi- & mode] for the natinn; let's put
Jonnstowrn on thii map.”

F.ih of vou s char. vcngcd t ¢ toh the Johtstewn spirit!

)
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ROBERT B. MCKERSIE

12

Tnion and Management Experiences
and Perspectives o

Trammg

Displaced Worker
Reactor Comments

Tae two excellent chagiers bv Shy and Ross illustrate the key roles
that the principas in the ur,p!n 'ment relationship ecan play i meeti=g
the critical needs of Zicutared Workers. ] emphasize the word
'p"rimigsal " lff;ééUSé lﬁ’e emplo, =rs und the unions are closer to the

the rather dovicds ract tha: the empioyers ard the unions know rmore
about the capzhilities, expectatiens; and possibiiities of workers im a
Fiven employment relationship than anvone who comes {rom the
oatside

I would like 10 uiic a phrase o cap® = “hc opportunity tht the
employers (an«:. ¥ a iarye e,znt, the umomj fice when ecanomic
Cislocution i o ,mlwd ramely, the “employer of last repose.” Thic: terim.

rvposc captures 4i important element of wha ¢: stinguishes Jdisplaced
worgers froi.  1ers who are unemplo ed in th= labor marke:
specifically. thes: workers, unti! -neir dxsplacemen enjoyed tec t -
well-paid work. and -ost expecwd that their piace ¢f emplo- .
ii-j)'i.xl'd be their niche in the labor market unt retirement. It 1 recguse
of 14,5 shatteriug of expectations that job 13ss is so traumatse: It s also
why the discharging employers have a key role to play. This is the

hijosophical basis for why employ¢:+ in most £i.ropean countries play

“,“"h a decisive role in helping workers through transition tc other
employmient.

Aside fromi the knowledgs that employers possecs and asid » from
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whatsver socidl obligations may I iaid Gpon them; there is a very.

practical reason for expecting employers to “run interference” in the
labor market; especially by identifying and brokering other job
opportunities to which their displaced workers can move. In research

(Aronson and McKersie 1980) done at Cornell that focused on the
shutdown of Brockway Motors in Cortland, New York, a very

important reality was noted; which is that displaced workers are
stigiitized in the focal labor market. Other employers would r.ot touch

the Brockway workers, despite their skills and reliability as steady”

Somie of the reasons for suck ~eluctance are clear. For example,

these workers had high aspirations for wages, and employers were not
irterested in employing people who were looking for jobs that pa‘d ten
o twelve dclars per hour when the emgloyers could pay only six to

eight dollz; - er hour. Prospective ermpioyers were slso afraid that such
workers, used to well-paying jobs, would leave as soon as they “-'nd
something hetter: What was not discussed as much was the fac: that
many of the dislocated workers came from unionized shops.® [n a
community like Certland; where many of the employers are noriunion
and want to remain that way. they were reluctar.: o nire Brockway

workers for fear of bringinx in the “union virus.’

~ These findings underscore the proposition that employers have an

obligation to help ciweir laid-off werkers (whom they presumably feel
were satisfactory workers for them) find other employment in the labor
market. A number of o' <ple have asked; “Why are we spending so

1. vizch tife helping disyiaced workers when some of the jobs that v.2
would be diresting shem (s could be filled by others in the labor
market. especially disadvantaged workers—those who have rot had any
chiice for goo! jobs?" This is a valid question: But the extent that
employers do not hire displaced workers brcause they thirl that they

are “high rollers”™ or “union-prone,” & valustle and seasoned human
resource - being dissipated. Therefore, emuloyers and unions have 2

role, ulong with other instituticns, to help deploy this resource for the
sadvantage not auly of the wor'e/s themselves, but alss for the

produstivity of the nationa: ecanamy.

Uriions, too, have 2 distinctive role in helping di »laexd workers, {

“Ihere is @ Chwse correlation peiiween unions and older Hlarts ®hich iond 19 b= the anes

that are being <hut down toda; . There does not apEpesr Lo be -5y other seaneclon
Wt een Gniotis and plant shiziddow ns; except the histcrical socident L (5 plants ncw

thirty ot forty ycars old are 152 anes Lhat wers organized back in the 1990s wnd 1940, .
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Typically, unins in this codantes have not played a strong role in
hi-l;iihg ii-t;'rimri move . i;th;"r lmp"'os-m'ém i-éui'tid'riéhi;ii tat lé”st ii:’ 'hé

00 mugrul a role for Iear that tiey will become associated with plant

shutdowns, They also feel that there ~re other agencies in the laber
mirket better equipped to deal with (Nese problenss: Thuz may explaim

why teelworkers have not been very involved with the B hlehem Steel

tnrmm ior in the kind of ,ii‘ograms ilacu»ed in Rl)aaa ch‘apter

ini tmmc ,mui P l{' THE nex rJles in hel-)...g dxsplaced Q. H\ﬂrs Thls new
posture mad o Ve=y bemeficial for unions in the future. To the extent
that uniows 1ote = sand track reeord durmg this economic dovnturn;

they will e xd © wwe it as a basis for organizing wori\em In effect.

‘hey will b able o szy, “Remember that the last time, when there was
evononiie troubile, we plaged a very significant role in minimizing
displs-ement and in helping workers who were inevitably going to bie
<Hi fud n mmr mbor m.u'lwt atuch'm"f*n’t- 1f VOU Join @ union, sou exn

A the ~ort. 1}..zt We se in the e\perlem"' uf the UA“ with Ford »nd
(n nrr..l Motors In these instances und in «ihers; the unions in*clved

e an n,,‘wrum vy o fas non p.mjzrams a1'd T-arsition arrangor; ents
through ¢ollective bargainirg: These unicns hive made job

displacement a very expiivit concern of collective bargaining; in effect.
th ey onre uxgumn;: in m-Knlla'mg a shift of resources that acompar.
may ke available for workers, away from those who «-¢ the core
work 2r up anid who have little danger of being displaced and toward
Wi-rkets WHo are $A trapsitien.

: ii;' hiit ;ikii'i’;;* ﬁ.‘i!’h Ri’uii lh;it th 3i‘i‘ ii one iﬁ&iél m‘ f;'vp'i‘ iif Jiiiiif(iildi
sLme uf t)n D n~~'”‘1lmo The- three rows .1~.lingux\h (i) v\hother the
prugr.xn ~ are in dated solely by employers twhich would be the case in

the abisenee of a union). 12) whether they arc joint unior-management
endeavors Gas we soe between the UAW and Ford, General Motors), or
R {) w m-r}u-r lm" S Jperau-u \u.J} tn thc UR s, !n th'- last cztmm'y.

f}’ifr'(:ii:n!@ e U i"r;].ﬁ-tﬁ'iri- indusiries, Caons are vy much invoive 1 in i'riiil'iéixi"x, lii;i
that i~ not wrat w e migan by displg e
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een a concentration of dhpl:ued workers. For example in New
Beiiford, Massachusetts. the UAW established an assistance center.

when Continental Screw clused down and moved its operations to the

Midwest. Thih center has not only served t.o three hundred v«orkou

affvted by chis shutdown. bur also 211 equal number who have been
displaced by other cuthaexs in the area.

Yot 973 1
1o :2-:

- WORKER READJUSTMENT PROGRAMS
(EXAMP:_ES)
Type Services Provided
Auspices Asses. st _ Training

Employer Bethiehem Steel's  !nhouse retraining to
Career Contiration  facilitate redericyment,
Center e.g., IBM

Joint Employer Canadian On Site Joint programs in the

Union Labor-Management  auto industry between
Commitzees UAW and GM and Ford

Union UAW Assistance May not exist except
Centers for some special pro-

grams run by craft uaions

With “+ =i 'o the types of serviees Drovided, two categorics cin
be distingut e 2 The first one involves counseling; referral, and joo
search—what 1oy be subsumed under the general title of worker
assistance and #ssesement. The second category involves training. I
draw a distinction butween thesc two, because the dollars that ire
involved are guite different. Estimates for the first category of activity

rifige botwien $200 und $500 per person. With respect to training, the

funds needed gerigrally range from $1,000 to $5.000 per person,
dependm 7 ipon the extent ang intersity of the training: Given the fact
that training nly applies to 20 or 26 percent of any client group being
served. the otal monies spent for assessmetit and (»dining generaliy are

avout v m‘z. .
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The point of the matrix s to show that there are a variety of
..u)prmu ries thit hive developesd around the country—ard the challenge
15t determine 10 Whit circinistances ¢ne approach would be favored
over the othe:.

Let nie make a féw comments about assistance or assessment—

Vif.‘:}igiiwiij}f‘rép!( 'ca’n the “suft’ qde of \\orkmg with dxspiacéd

‘ron tnglr: high w azn* e\pectut'on» and referrmg them to vther
gg’.{ﬂ;&*]lns_’ agenc 1es; Much «f this ran be done hv Deers. A sucop;sful
approach is to s"eief-t several workers who are bein;, 1aid off, put the,

IP ruugh sufme tmm ng and then ha\e therr ~er\e as courwelors That

\.i'm'e mntn;n as lhc people thes ~-nsel creates conmderable
cradibility. I ggree with Ross, howeéver, that providing skill assessment,
career couns:ling, and kelp with emotivnal problems requires
professional: to become involved in the delivery of services.

An imporiant issue is to define the respective responsibil

individuals themselves versus she responsibilities of the institutions that

are performing the assistance {unction: I'1 Massachusetts, we are
remnmumlm;ﬁ ander Ticle 1 of STPA. an approacii that has been
-1 in Delaware, un which ¢ontact with the dhp]aceu workers .5 made
%“," ewhire betswern their \(\enth .and onth ueah 0. urwmplos miont.* .
Thi ratianale is 1o aliow s
to *uke the initiative, and !o View the progmm as \upplemenlag for
those people who have not beer able to ~land on their own feet.”

W hen we come to the sulyject of traiming I woll. d like to underscore
a diztinction made by Smith; Kulik; amd Scromsdorfer in another

ckapter about “vhether we are discussing retraning for the larger tabor

market or whed - v we dare referring w retraining that allows workers
1o umlmuu a cr-oer with the existing firen, This Latter type of
retriningE Is w hat is envisioned in the UAW Agreergents with Ford gud
Geners! Motors. chlflca!l\ in the case of Ford, 1iiney is being used
to train erift- personnel in robotics dnd c'o"m"p'uters Thl.\ type of
training is very significant because it enableés workers to continu
carvers and to move up the career !.uiuo >|rlg tvho ;:ew SRI!'.\ and thc
technoisgics that are Jnvolved in their niace of regular emplovment .

*The fitheor o tairs a task forev un plonning for Title T of JTPA for The state of

M et
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 Employees who participate in internal retrz ining programs are less
itkely to become the displaced workers of the future: In this country:

thse lohor movement r.as generally been suppcrtive of technological

chang > The whole question of change without disaster ‘fepe \ds on

havii g @ work foree that is willing o adapt. willing to improve
productivity, and willing v émbrace fiew methods. Labor ho'ds the
delicate balance between the gains and losses from economic change. To

the extent tha -+ mpanies are able to give assurances about continuity
of eminiismie i shu provide for the acy:isition of skills that will enable
pecii s véninue their employment, = pasitive linkage 1s estahlished.
On the other hand. to the extent that t»-= changes are seen as posing a
displacemer- thredt to core workers . . have witnessed for

hur dreds +f 1housanids of worker~ v . » licome the victims of

re ndustig’ cation—we mity #0f /v & sucisl halumee sheet that fosters

cnange ia wdaptation.

I would like to turs now to he “hzrd wid” of and the vital link in
workit.g with displaced workers; ar-8ix, job development znd the
responsibility for maling sure that tnere &re mpenivigs to which workers
~an move. This linkage to economic development, as illustrated by Ross
in the Johr.st 3wn experience, is very important. O of the cases that '
we studied ( Aronson and McKersie 1980) v.2s ihe clcsedown of GAF in
Binghzistom, New York -vhere the linkage of economic developmeil
activities with prograni= to help over one thousana workers who were
sumraanly dismissed wis a key part of the progriem: It may turn cut
tat displarea workices co st always move directly into the apenings
_reated by economic develo,.aent. Indeed, often the people who benefit
from ecunumic development aré younge+ workers and thiose with skills

must recerdly acqaired through vocatic Jal o lication, the armed
services, and the like. However, to the extent that jobs are created in
the labor m.arkes, opportunities for these who have been displaced are
rréated. Displacei work ors may take a downward step im terms of
occupational sta us and [ncome: but at least they will ha¢ found
empioyment. This i in effeet agy = of “positive displacement.”

Finally, I want - wd.ress the in .o-tant question of how we can
ameOUraTe Mom excioslir  programs to emerge: YV hat is needed are
varic i ircentives or I nkages that would make it possible for :nore
union-Tis nagemen® RFoups,to take the kinids ¢f initiauves report-d in
the chrptes by Shy and Ross. One idea beirg discussed is W use the
uniempio;rient nsurare (UD system o+ i innovative fachipn:
Certair 'y. te the extent that readjustment programs cotve into the

pic-+.it o, thie “raition Ul resources would Ui less. Perhiaps there could
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be i <hifting of rosourees into company and urion pregrams that are
xw.mu,_ uxlr «ih, Luc«‘ \\u'nt‘r\ and au 4\ f"om benefits that would

CAnather issge is how to ensure that Title IIT runds coming ints the
states 4t.~...m hate a chance of being used by local emplyyer and union
zroups. | am af-aid that s many cases the money vill go w private
@hdﬂs!ﬁ’ viune: = and .m existi ng e»;'ri-i'c'e d'elii-'ers- urgihizzzi'on; ;’m”d
thiis Nt be mide aviilible t orgy dzations Wantiog to per
seryd for the new lent groap eénvisiuned in Tx'Ie I13. Lnrortunatel:,
triere are toc fiany vested inlerests and oo many agencies thay rzed to
have their saffs emplored. 1 und :rstand the need o build ihe strength
of private industry coancils (PIC3), bul we alse need to find ways for
anLons, ummun.u colleges, and olher izl Institations to come to a
PIC or to a stats and s2y. "We wart to perform this kind of service; do
voii hzve some matching furd: for the services-in-kind that we wiil be
contrs lmt ny 41 e !ucm lewl’ It 13 xmportzm 'h-fz lhere be b’"'k'er

suppwrt

Anotner facilitating cond:itior i~ tirge. which m~ans that we have to
face up to the need to encourags sy inee mutice of plan. closings or
n ass lavoffs in order for these lx roprams for displaced workers to

be desizned ar § launcned: Canada bz a very suecessial modeli of labor-

muarnogement crmmittees: but their surcesses are in large part LU(‘ o a
peroad of advance aotice that is mandated by law (MeKersie ant

Mo Kersiic 1952). For the United States, ™zrdatory notice may not be
thi answer. but the objective is the sa~ie v achieve 2 i period of time
.!‘mn WHiCH SUch positive dnd comst: uotii~ programs as those

Ceseribed Ly Shy and Ross can be fsiates and delitered

REFERENU
Afonson, Robers, and MeRersie, Robert 700 + « - Consr surnces of L
Plat Sturdaaens: Albany New York State Employrient Training
Conreil, T
MeKossic: Robert B, and McKersie, Willinm 8. Plant Clisiags, Wi,
i Fie Lowtived Diame Best f’mr‘!au i d\hmgtn' e ULS
Department of Labor, 1982,
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Dislocated Workers and Midcareer
__ Retraining in
Gther Industrial Nations

INTRODUCTION

The United States is by no rieans unigue among market-oriented ¢
inuustrial natinns ir experiencing rapid structural change in it
economy and reem' ymert problems among dislocated midcareer
workers. Sh)pyard workers in Sweden, textile workers in France;
steelworkers in {ireat Britain, coa: miners in Germany, and auto
assernblers in Canada have each faced plant closures and ém;ilm mant

reductions paralieling those 17 similar industries in the United States

(McKersie and Sengenberger 1983; Organisation for Economic
Cooperation and Dec:lopment 1983). This chapter »xamines the
expenc nces ol th ree Quch namns m addre&mg thm pro’wlem dmmng

1he order in which t}‘ca are d{scw.s.,ed are S\\eden. Canada and
France,

\

THE SWEDISH “ACTIVE LABOR MARKET” APPROACH

The Swedish concept of the public role in the Lior market is

radically differen: from that in the United States. Their system s 3

AL I\V()WLH)(,LWEVTH Thxs .);per is ;.a.\ed it part on research supporled by t.he
Gerrrian Mershall Fund of the tnited S:ates. Beati i~¢ 6. Reibeis provided insightful
comments on arn earlier draft. ;
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n«;mn\linlll\ fnr many .x(‘tl\ll.('\ thdt in tne L nited Smtes, are leﬁ. 1o
free enterprise: For exan:ple, with unly a few exceptions, private
cmplm nn nt -i}ft‘h(‘k'\ are xilc'v.zl m bw cdnn .md b\\edhh l.u\ requxrm
sime lxmc the prl\'uu seetor is very dctive in gt‘ldmg the w orR of the
puhlxc lzhur 'n.zrkct .u:encx The so—called soual p.zrtner\ —huqnes\
ih’.i'rR(z hnlmi\ (AMS ).u huth thc national and local levels. Thh
tradition of cooperazive, tripartite decision making among

rvpn wnl.ztm-~ ()f m.\ urnnwm .’Y)U\ln(.‘\\ and labor has deep hhtl)rl(.‘ |

c-ffnrt\ at dmc-lupm;r ~uc‘h arran;zemenh in the United Slall‘\—\h(h as

the private industry councils (PICs) under the Job Training

Partnership Act (JTPA)—are not really comparable in terms of the
wnlr.ilm ol their role in decision m.zi\m;: The two svstems also dxffe

in thit business is given thc majurity coice in American PICs, & hergas
oriinized laboer dominates the system in Sweden.,

amoanb o .dmut 3 percent of Sw odc s gro.\s natlonal ;irbduct. the
compurable figure in the United States is about one-quarter of 1
percent: In 19%1; the Board spent about 3450 for each member of the
Swadish Labor force. The comparable American figure was less than

2100).

CThese expenditures in Sweden cover 4 broad range of activities,
ineluding not only triaining (n government training conters and on-the:
_]()h w lthm prn.uo fi'r'm\i hut .xl\o joh ~v.m‘h 3\\]\[3“((' iilif(-:itiii'n',

((' [n placing th»nm n compiany- pr(md(-d training or by ;irmluuri;z to
.stnckpll(- incentories) (Ginsherg 1983

For such activities as training. counseling, and job pl:m ment
J."‘“""-"l' un\ vvw{.n\q‘n‘ I3 T Mo “- '\ur'g‘(vn o k(; L -v‘ (‘&ﬁg‘u‘ {-f
beeoming unc-mplm vd) is uhmhlo. anll Lh(- services dre itilized by thv
majority of Siweiles seeking work. In the United Stats, of course, the

public sector role in the labor miarket generally focuses on providing
]
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dlud\_znt.x;:ed lhh fnu 1S de h:c\ed i)(ﬂn ?A 'u"m;‘.f ligs
'n.;m nrugr.um u s.... ( -.TX or JTI %i and by the ol 'simi :
. the U.S. Emig
vices dominate the ja
ulmh e—-w “1

’\u,i

ln .‘. eden, pul)hcl\ pru\uicd i

tn- ‘m e mc are genemll\ umwnallx

Similar things ¢an be said about occupational skill traming

provided by Swedish government training centers. These centers age
staffed by well-paid: high-quality craftspersons and educators: offer =%

depith. long-duration courses providing the same depth of training &s
prevarcer studu ls rvcone in rc*ular wc:monal sChUOxN uulxze up tiy-

] mm- uf tramcm mixing dn\ad\anwg’od tramee\ with mmnstrea
warkers and the employed with the unemploved. Small wonder that a
training certificate from such institutions is conaidered an excellent mb
credential and ca=ries none of the stigma that participation in
American programs (such as CETA) often has.

crOmonmie :xnd tcchrulomcal (‘h:mfm recuire onlv minor mod:ﬁcatmm to

implement: One typical component of this modification is te move thie
mt.akc fun(tum for rt-(-mple)y mem wrwn 3 w the plant site ltself: so that

sedreh. and ulh«-r sery l(‘("\ can be prundod lmmediatelv .lnd
conveniently, As part of the Swedish tradition of tripartite cooperativn.
wnplm ers nfu'n provide office space (and sometimes xupplemcntary

S 9, ires. A lepal reguirenrent of advance nutification
for any large lawff or plani ¢losure facilitates lx-gmnlnu' the
ro(‘niplm m('nt proc ess beforv uncmplovmom actually bcgms Ahhough

special mrcuniat.mc‘(- of 1 mas.s lawff.s, vuorkcr.x are rapxdly channeled
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through these intake prucesses ints the regular stream of services

nf‘ cred by tm~ Laimr Vl.irfwt B«,ani ThU>. fur e\ample dx~located

nrogriam Iur L e ‘ml in the reguldr v:I:L sroams of orgoing gm ‘ernment
training programs,

A ~econd modification of the Swedish svstem for dislocated workers

is that specizl legislation fof vertain industries provides them « llh
special wage sssistance w support their time spent seeking new

crmiployment. The Swedish shipyard industiry: for example, is
undergo:rig fong-teem deeline. If a shipyard worker who is not yet laid
off needs timie off during the work week tw interview for a new job,

then the emplover must release that worker for the reeded time, and

specia! gevernment funds witl pay the worzer the regu lar wage during
those haours,

Finally, the Swedish government makes special gconomic
development efforts to recyele the plants and equipment of shrinking
firms, with the idea that the new jobs generated will reabisort seme of
thuse losing their emplayment. In the case of govermrment-owned
shipvards, for example, the government has offered urnused factory
space and equipment either free or at highly reduced prices to smail

emerprmm {e. f;t.. sm'all furniture companies) bwing founded by former

However; these special effarts on behalf of those who become
unemployed as part of a recegnizable distocation—such as a plant
elosure—are small compared to the assistance that is av ailable to
dislocuted workers simply by being unemployed. Therefore, evaluative
ev idence concerning the effectivéness of the assistance offered

mf:ca}l\ s the (il\l(K ated 1s close to nonexistent, .md we must rch‘
m~u~ad on exiaminitions of the “active labor market” system mare

generallv,

On the positive Side, it is clear that the cuality of vmp]ovmmt and
training services ofﬁi'r'cii by tho publxc secto- in Sweden is high:

Programs are well funded, To work for one of the public employment
and training agencies is c*nnwiered an excellent career. Labor,

business; and the voting juublic are. supvmrmc of the acuvmm Both for

lrammg and for p.aﬂ-mcm. ~..e m..;..c 333.
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LT

in service breeids pablic sapports and pablic sapport bfbi'iﬁes the
resotirees and the mandnte hr-r)\ldc'c‘uw Hent servives

Tovo cauliondry noles dre necessary, Hudever, w balance this
furnrabie picture.

wi\t ii ié‘ ﬁii! i'jbﬁ'mul‘ Hi'j i‘ hiuth ii'i‘i‘:itlii 1"(';6 tii!:il :;hiiium uf

ves ur by l'mp‘UY(‘f‘\ tfwmwh es Rvmwmbcr that xfrm % E(ilmh
publm emplovment and training system spends about $450 per vear per
member of the work force, whereas the American public sector spends
abiout 21w, The American Society for Training and Development
{Carnevale and Goldstein . 959 tells us that the American business
sevtor spenils perhaps $30 billion per vear in training its employees,
which corresponds to about 8300 peT year for each membcr af the worn
force: Private emplovment agencies in the United Stat
sitles of more than 3250 million, which adds another few do!iars per
worker: Totaling public and private experditures in the Y nited States,

we get approximately, the same amount per worker as is spent by the
putilic seewr in Sweden. Of course; the level of pr:vaw sectnr

eywmhture on training in Sweden is not zery; in some mdu:strms sach
expenditure may be as high s in the United States, or even higher: Bus,
these coiparisons. whioe hardly definitive, serve to remind us that a
farger governmental fole by no tieans guardntees 4 higher total levet ¢f

ACLN l?\,‘s.

the pr,iw: 3% (mr may st l. bu *m;mrt:m if, m&hm an unchanm*d mtal
?"('Nﬂur( ©s ;a:»e npt'nt on dlffcr e mdnu‘ual\ or Vor dlfforont purposes. ln

the Mww wu\ GCCLETS 10 1ht- ti@umniz activities \uppm'tcd b\. the prn ate
firms:

o Fmiployees of large firms get more training than employvees of

srnall firmis
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& Thv miore goneral cdevation and wraining a worker has, the
more likely the worker is to receive additional truining.
e ~Disadvantaged” workers tend to be Lnderrepresented in the

hiring and traming stream.

In the Swedish sy<tem; these patterns arc nercome. 1o some extent.
Extensive counseling efforts are g-\pwidfrx to encorrage participation in
training by lesseducated. blue-collar workers: and spevcial pedagogical

technigies dre used to make triining situations more comfertable far

adults i Bendick 19sud s, But the Swedes are candid in admxttmg that

nut u.” \uch p‘;m Fns are overcome, even in tb ew -ocm lZi‘d systen.

lmc ~mu~ (l o miu(l- 1 N. lf
1a82). Therefore, although many of tiw spec-ﬁc techmques the b\wde
empliy W reach sueh workers may be useluily emulated on the United
States (Bendick 1984y, we unfortunately cannot find, even in the
Siwedish exprericnce, ang full answer 1o the problems of providing

&lucation and training for this difficalt-to-serve propulation.

A second and relatd cdutionary note should be sounded abiout the
payoffs of the services provided by the Swedish system, particularly for
skill retruiming. There is a tendency in the Swedish system ti place in

wiecupational training any unemplmed worker who cannot be
ummediately reemployed: in some cases regardless of whether or not the
riew skills to be acquired will significantly alter the worker's
productivity or employability: For example: an a recent visit to Sweden,

I ubserved a large number of workers receiving training as welders.
Whin | remirked that this surprised me because 1 believed welding to
be :in occupation for which demand wag declining, I was given two
explanations for the activity, First, it was said to be prefersble to have
unemploved workers actively receiving training. than to have them
sitting idly at home while unemployed=—cven if the training was not
very useful in the future employment market. Second, it was said that
if the work force in gedcral possesses many. diverse skills, theii the
structure of occupations will be influenced in the direction of
maintining “job guaiity:.” For exampie: if ali. bhuilding maitilenarce
workers know how to weld; thea their jobs will continue to be defined

as jobs requiring this special skill: Fheir jobs will not be reduced to

routine activities with lower skill reqq )rcrm-nts with welding farmed
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uur o spreenidist Thos, the motiviation o ‘muz in retraining the
anesiploved in Staden seems often e <deiologica] or pevetslogical in
sidture, ratner than economic; the gn“l: freguvntly ars W Supjort the

\\U!'rs etl m or 15 vv:ﬂu nce the nature of work. rath r than to enhance an
K Citar

;;

1'1 \.:\. e 1‘«.-1 ih;ﬁ al '}jif(;ti\ é#‘ of ;Ui'f\ ii‘aihihk '.iét?‘ it§L5¥ fiii*é

Fu t'u v 2ir‘£ less xmpu"t.m or f('i\' acmtxm:z.c Hu Wever; rruch uf' the

-'~Vrt in tra nmxz zmd uthc-r micro” iaimr m: iriu:-t ;x)lxme\

tinde? fm an fc"rctl'\. immcslu'c ;mwff rum\pim mienl Strategy fw“

Amvrican dishireated workers.

ineriticized for

/l//((’ h‘;’» ll."‘jl J"} \\1'7

Mo 'y""e m”

R

i hiis bie

et e romic apnroaches.
To pluse unemployed ‘v.f fr/w*r@m fr' mm: or im "relief works™ (the
Swedinh term for pubilic service emplipment or jobwriented public
worksd may reduce the measured unemployment raze: but it does so
largeiy by disguising unempiloyment Ez,ﬁimf than actually reducing it
At e .M vne researcier Ras estimated that Sweden could reduee its
“real” unemplosmient » by ~h‘zf:m;:' sormie of s (‘m;)hd\h away frum
milcraecononie pelicies wwl toward marroeconomie initiatives
Piahinnessan and PeeisanTanimura 1978 Juhannesson and Scehmidt
JRINAN

4

THE CANADIAN MIANPOWER CONSULTATIVE SERV l(!'

»>
The concern abnut the proper balanee between macroeconon

NMICTOeCenomie mztmtnm 1s a central one to American pohm C
ahouat dislotated workers, The traditional role assigned to government
ermployment and training programs in the United States has been to
prnmntu A h(' I.xlmr m.ur&u"tj-n;mrmmm-\ of lhtm- who W un!d remain

( mrrvntl} W hmg-torm or g,cmmm nt la_wff in nhq Atiiorican ,chhiiﬁiy
lii" h“iilih’ i‘é:ih'\iii‘lii‘il lii’ zi'i'i éﬁihiiﬁi&‘ i‘i‘b’(i‘i‘&‘i‘ihk ﬁ‘iiﬁ‘i recession? How

m.muf.n taring mdu»trws as duu»muhxlvs chL. rubhcr wlass: and
textiles are Likaly to return to their old Johs or to very similar
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mianufaetaring jobs not requiring major skill retraining or career
transitions to enter?

 Qpinions vary a great deal pn this subject (Ayres and Miller 1983;
Bendick 1981a, 168ie; Rendick and Devine 1981: Bluestone and
Harrison 1982; Chuate 1982; Hunt and Hunt 1983; Levin and
Rumberger 1983; Saw hill 1983 Sheingold 1982}, and no definitive
ansiver is possible until such an economic recovery is actually ]
experienced. However, sven the smallest estiznates of the magnitude of
the problem (Bendic's 1983a) agree with the larger ones in saying that
there i one poo! of dislocated workers who will experience significant
reemployment difficultivs even in nonrecessionary times. These are
workers unemploved as part of mass layoffs or plant shutdowns in
communities already suffering very high levels of general -
unemployment or long-term decline. When an auto plaat closes in Flint
or Detriiit, or a steel mill shiute down in Youngstown or Buffalo, those
Liidoff emiplivees face serivus structural reemployment difficulties in

For & modulof how effective government assistance can be
delivered to ~uch workers and their communities, there is an innovative
program in Canada caiied the Canadiain Manpower Consultative
Service (MCUS): This agency of the Canadian national government exists
specifically w deliver temporary worker adjustment assistance to

cummunities undergoing economic crisis. The. MCS operations may bie
described as follows (Barth 1982; Rarth and Reisner 19811 Batt 1953
Bendick 19x3ak

® Whot a plant shutdown or mass layoff situation arises; the MCS

bevomes involved immediately and temporarily (e.g.; for a six-
month to twelve:month period). Thus, it supplements established
teal labor market institutions at a time of peak demand:

M2 majer Fole is that of coordinating. facilitating. and
encouraging the mobilization of local resources. primarily those
of lscul employers and local unsons, into a committee. It brings
in u mixdest amount of matetfng funds for administrative ]
expenses and the services of a case officer. but local government
and private resources must also be contributeéd.

Al workers invoived in the job reduction are contacted o sec if
employment assistance is desired. (Typically. 70 percent respond

affirmatively.) Eich person expressing interest is then

196

199



O

ERIC

Aruitoxt provided by Eic:

—

isterviewed individually to determine the most appropriate
form of dssistance.

—

Jn}} ~eiren n«.lll:., retraining. or relman(m asah!anie are
referred o the Canazdian eyuivalent of the U.S. Emplosmic:
Service for such assistance.

el
j
>
ﬁ
::
=
g
[
=3
=1
g2
3
:.,
e
7
;7:
=
~
R
"..'
e}
=y
C
Y
22..
—
C
+ 3
2
S
o
S
¥
R
5
’|
170
-
=
A

M ;wrcmt of 'ul cases—is dxrect placemenk assistunce: Here the

kes role that the MCS and local committee plz\ 15 to bring mto

the upen jobs in the “hidden labor market”™ (i those that are
tvpically filled by word of mouth).
.-i Systemm Lhin 10 zhe ’\i(”' S in b';fe'ration in the United States would
d modify ethers. For one

Tﬁ;{?érf&iﬁ an 'U( Jike ; agency \muld have to brmg in the necessar

skills and resources: Second; an M{S-like intervention would be
*mpvrod not (mh tn a ma;i la voff or plant clcmng but alio bV Ioug-

\u)uld be o;x n to all ptrsonx in the fabor force in a !ocale not Juat thn»o
directly affected by a lavoff; this is because all job seehen in a labor

nmrkol h.ne mcrca\ed dlfﬁcult\ fmdmg _}ohs foll'om'n'iz atl soff due to

mulnlmnﬁ .md enhancing local resqurces.

In the operation of Canida’s MCS. as in the opération of the
Swedish fabor Market Board. one essential ciement of the.
responsiveness of the system to the needs of dislocated workers is a
mandatory advance notice of mass layoffs or plant closures. Such notice

allows the public agency to begin to serve those facing pﬁnémpioyn’mm

prior to their actuzlly being laid off: This early pmnsxon of services
appvars W ho (‘\pt‘(‘la“) :mpoﬂam psy chui@mra?ly. in that !t reiches

fivort, ard & .J:u ¢ 3 r;{mta‘w'! i wnm‘ml the z..hcr
fru~tratmn and bitterness that are typical reactions (Bendick 1983c).
Contacting workers is also significantly éasier before their layoff than
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such as the \1( : avt rcn 0 !m 4! ~.m Jovers and uniens to prot xde at
le:N: some uf the reso u_rce\ for w iji‘no:r reemplm metit c!’fort it the

mtvrr\t .md MiLre resources.

vizil requirements prundc advance l.x\.)ff notice have been
Fxten ~1\¢-1\ dise uxsed in the United States in “plantclesing iegisiztion”

pefitt i in a number of states and enscted in two states: Such

requirenients of natice are sometimes alzo included in union collectit e

bAi‘L:&i'n’i'r‘.';! agrecment- iBendxck 1‘ -slb) Tht‘ xmponzm pomt in other

tr: g:cr\ ;x sxgmfwxn. im uunt 0?' pubuc activity. To lmpo~ @i

requirement for advance notificatiom without alse creating. some system
to respond to the iavoff or closure would be to achieve a Yafwily pyrrhic
victore: [t would also be difficult to achieve poutxcall% because the

presence of guvernment services to aid their w orkers provides 4 partial

quid pro i to firms for the disadvantages of having to reveal their
bijsiness (htentions.

A furthier centra! aspeet of the MCS approach is that economic

development—theé prornotxon uf vxisting local emnployers or the seeking

of immigrant u)numnlm—xs 4 major part of its portfalio of approaches
to mdmg communities. That is, if lecal o reumstances dxcuw MCS
expertise and Fesources can be targeted on the creation of jobs (demand
for workers): not just on enhancing the supply of warkers {through
p}z(‘;:"f‘,\'n' or training). In the American experience, the ¢conomic
dewlnpmvm funection and the werker dcw!opment functions are all too
often handled by separate state agencies, and typically in .n
uncoordinated fashion. The MCS pairing of the two approaches te aid
comniunities in crisis is a useful reminder of the complenzentarity of

the tivo tipes of dctivities.

The MCS also offers an interesting echo of a theme in the Swedish
experience-~that of =¢rving the needs of dlstro\..cd or diswdvantaged
individuals through the same agency thal ACrves the "mainstream”
work force. In the MC h u»(- thus oreurs through a mands’.‘tc fm' the

agency to provide its as
labor surpluses from mass Iuwﬂ\ An(ﬁ pl.ant "l'ciiu'ri-.s E';ut adso m

communities enloying €conomic ¢ oxpnnsmn that happen to be labor-
ghort. Suek g daa! mandate is efficienrt in_ providing for potential

pairing of surplus and ~hortagc areas and in drawing upon similar

agency capabilities. It aiso prevents the MES from becoming
N w
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*retraining is 4n m”mpnrt.mt nend in the labor for

Jatwen with “unuttractiss "
r e and hard-toemploy workers,

~iE erniatized hhol!;{t\(ll.*l\(‘.\ RS

Finully, it =5, ,.ui be noted thist in the MUS experieiice, many—
e r!:imi\' Zil h-: t Hld._]()rll\ ——m~lm.m ‘i Worke r~ are ussisted with mb
sistatice raiher than with skill rétraining. This

Fais been the c\;x rience both of the Canadian MUS {for which 64
paereent ux service re u;m-nt\ rumu nnl\ \t'd.TLh at pl.uwncm

=5 gereent f seriiee rvup'cnb receite nnlt )ob \(‘dﬁ‘h Qf..mc) The
reasatis for this emphasis dre nimerous, but may be summarized in the
ds~ertion thut most workers will eve ntudll\ L revmpluwd in jobs
regairing a sxill level not particularly higher or different fmm what
threv stilized in their previous Juln Thi= will be true both beczuse the
<kil! comzosition of Job vicancies is meoving upw ard only slowly and
P um nuany o ~!u(.md warkers are not ideal candidateés for trammg
iBendier Tosla, 1983e: Bendick and Devine 1981: Levin and

l"xmm 'w r 1‘0\ H Thv ¢ deur‘ (\;wrxch( cunﬁr 1\ muth of thc

i~ pre Ut u*tl\ @ ntter -;f pl.i« vmvm rathcr than of retrdmmg

THE FRENCH "OBLIGATION TO SPEND” ON TRAINING

The fuct thar. for most dislociated workefs. retraining 1s not the
prti o reemploy rient should not be mtorprcwd to mc.m that midcareer
re Ul a m-dern
u‘du Aridl nation: There 1s constant .md a('c'vler.mrg ch.mgc m thv
TTom ;.mmun of outpu? in the Americs
Wwitn which it i~ praduced. These changes; in turn. dictate lh:u the
oveiipationdal mix in the evonomy change constantly: and alse that the

“ills m\nl\ml W lthln viv h uuup.mnn 'll\l) Lh.m;re Hmw\\c atis

thv new KIS Foquire d it the ev-tution uf jiibs are m;mrm
merementally, and that most re training of midcareer workers gecurs
among the employed. not the une ‘mploved, A high level 1 of midearcer
retrn g amongt the om;;l:m A is probablsy one of the biest dcf’ensus an
pennumy can erect against the abrupt disiocation of its work force.

}..ﬂ'll( rin this ¢ h..hh' rian c-xtun.uv nf $30 Inllmn ;wr year was

an trihiny their vmp..m\u:,‘l,.{rg s thns number is, tht re is reason 1o
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believe that it is still less than the secially optimatl level of investment
for the American economy. Due to the presence of what economists
refer to 4s "private market failures,” the- Americdn brivate Sector
a"ctihé,zilijhe,pe;r;i;temly ;;x'ridéri'n'vééta in Lhe skills needed b\ its own

thcmwl\e,.

In the case of employers: the dect. ion to invest in worker training,
as mth any ml r 1me~tment decmon dependa largely on the expectsd

dolmrs o Five 4 Wir ker a :Rnll in great demand because that firm's
competitor will try to hire that workeér away the minute the training is
complete. When all émploveérs together react to this fact, a situation
arisex in which eveérione needs a skilled labor pool But nobody will pay
for at.

As for employers: we do see a great deal of self-investment by
workers. When a high schwl graduate goes w college, or when an
individual takes = job uespite a low wage "because it is good
exper.ence " Lhat is premsel) w hat is occurrmg But in an era of rapxd
w xth the necd to m.xke a major m\estment in 'thelr own retralmng at
mldkdr‘t‘f: r. buch bouts of 'mdcareer formal trammg' are dxfflcult for

l‘w instruction zL.wu .ind lo support the \&orker and,ma or her famll:y
'\ihile the ti;iihih";t 5 pmceedmg Th’i's '("iii be a particular problemnf

caxh fl(m s U;!ht('\t and when—in the current Amertcar system—boiﬁ

the Job Training Partmership Act and (in most states) the

unemployment insurance program will not provide income maintenance
during training. Secend, because formal mideareer training is very
cxpomuo individuals may be reluctant to undertake such a sizable
investment w h»n there is no certainty that it will pay i off And fmally
there is a problem of information: Individuals may not bef\\ 01l eriough
informed about trends in the abor market to pick the right field in_
which to be trasned. ~
The § gap between what tr'nnmg the prwatc SCCLOF 18 currcntly

providing and the ever-increasing training needs of society miy
perhaps be effectively addressed in a way modeled on an aspect of
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Freneh puh.u pnlu v. Since 1971, the French have sperated a national
svstem for financing worker training that sredtes an effective publlc-
private partnership to addre» exactly the problems outlined. The key
element of the system is what the French refer 1o as afi “gbiligation to

spend:” enforced by a payroll tax if that obligation is not met.

by an agreement bemeen emblmers assocxatxom and tradg unions
concluded in 1‘)4() and reinforced by laws in 19:1 and 1876 iBendick
and Epan 1982; Legave .uxl Vignaud 1979). Asa céntr‘al feature of this
svstem, every éemployer of en or more employees must make an annual
contribution to the financing of training courses. Contributions are
caleuiated as a percentage of the firm's total wage bill. with the

.percentage \pﬂcxfxed annually by the government in its \earl\ finance

dct (currenthy it 1s et at 1.1 percent).

me)lmers may \d[l\f‘ this contribution: requurement in any of the

Ih flnanmng mwrnal trammg progrdms for thelr ov.n workers;
elthor conducting the training themselves or pa\mg for the
services of an outside training establishment through a

¢ multivear agreement.

[ 3

By making a financial contribution to an ind strywide training
insurance fund; established by agreements beétweern employers
or employer associations and trade unions. These funds niay be
national or local.

By making a financial contribution’to programs for uncmpxoyed
PEFSONS 1N trining ceniters approv ed bv the government.

By paving their contribution into the gevernment treasury:

Thus; if the firm c¢hooses to train its own workers and spends at
least the 1:1 percent minimum: then its obligations are dlschdrgod Or

the firm may meet the requirement by participating in and financially
supporting an industrywide trainirg fund that serves its own
omployees. But the firm may as well spend on one of these forms of
training. because if it fails to meet its obligations to spend. then the
unspent balarce of the 1.1 percent is due to the government as a payroll

tax. in practice, the majority of funds are allocated to the first of these

methods: particularly among larg+ firms: about 8 percent of funds go to
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the second method, primarily among small and medium-sized firms in
industries with strong trade unions: Approximately one hundred twenty
thousand firms and over 10 billion French francs are involved each

yedr, typlcalbs‘ one person in eight in the labor force receives some

training during any year, with an average of fifty-five hours of training
per trainee. Revenues may be used to finance trainees’ wages during
training as well as the out-of-pocket costs of the trammg itself.

W'o"rké'rs may také advan'tagé bf t'raihihgpppn'rtgnitiés under this
current occ,upatlona and adv ancqment to hlgﬁéi-SRiii occupations. The
fﬁ;ﬁ@iiﬁé& be called upon for* édéﬁtétiéﬁ" courses; in which

unemployed workers switch to new fields of work; or for “preventive”

courses, in which currently employed workers convert to new

occupatlons created by technological change. Thus, the fund becomes a
valuable dévice both to workers (in assuring them of continued,
employment despite.ecoriomic change) and to employers (by providing a
trained labor foree for emerging labor force Heeds)l—

“Because'the French system provides wage replacement benefits
and tuition payments to workers, it tends to overcome the “cash flow”

: tjeﬁxriq'\iﬁ training. By obligating employers to expend at least a

minimum level of effort on training; it addresses their reluctance to

invest in training for transferable skills ("general human capital”)

whose benefits they may not receive: By increasing the amount of

training provided to workers currently employed, it emphasizes
pro\ entlon rather than cure. At the same tlme, by promotmg the

partlcularly blue-collar v\orkers, who are used to a system of adaptmg
to employers’ needs and who have relatively little facility with career

seif-planning: Thus; such an approach may be seen primarily as.

addressing basic “market failures” in the retraining market; rather

than the more ad hoc needs of dislocated workers, per se:

One of the advantages of such an approach is its flexibility and

decentrahzatlon of decxsmn makmg—much in the spirit of the Job

firms), in light of their firms' own needs. No ?ast amounts of money
~
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flow into and otit of the public treasury, and no government central
plans or decizions constrain whit @ firm may do: Yet cach firm has a
profit incentive to use its training resources wisely, and all firms
together are required to maintain a high level of sustained investment

 Tie experience in France with this approach has been highly
favorable in terms of increasing the total volume of resoiirces spert on
training within firms: Particularly among sialler firms—those most
sitbjoet to the tendency to underinvest (Schiller 1983)—the level of
exponditures on training has increased steadily since the start of the
silom, Among firms of between ten and nineteen employees: for
example, training expendittves as a proportioti of the wage bill went

from 0.47 percent in 1972 46995 percent in 198). The availability of an
industrywide training fund has been particularly useful in making
high-quality, professionally organized training available to firms too
small to run their own in-house training efficiently.

~ One difficuity frequently observed in the French system is that,
although the total amount of investment in training has increased, a
disproportionate amount continues to be spent on white-collar,
professional, and managerial employees, rather than on the lower-

skilled, blue-collar workers who, in the United States. experience the
groatest dislocaticn problems. “Management development seminars™ at.
pleasant country resorts or English language instruction for upper-level

managers are typical examples of such expenditures, which are off-
target in terms of dislocation prevention. They are perhaps more

appropriately described as employment perquisites for higher-level
employees than hard-core skill updating. Such difficulties could be

~overcome fairly easily in the United States context through program
* regulations specifying targeting: It appears from the French experience
that such controls would be necessary.

With that important modification. if the United States were to

adopt a similar “employer obligation to spend” approach; we would
move a long way toward addressing the midcareer retraining problems;
of which dislocated workers are the visible and important tip of the

iceberg. Such a proposal is by no-means a political absurdity. The
leadership elements of the business community should be as
enthusiastic in the United States as they are in France. Most major
American corporations already invest heavily in worker training. Their
obligations under this system would already be discharged by their
current level of activity: whereas their less active competitors (who



have been stealing their staff) would be forced to carry their fair share.
At the sanie time, the leaders of labor should be enthusiastic about a
systeni thit énsures a sustained level of resources to make workers
participants in and beneficiaries of ¢ chnological and other économic
change, not vietims of it. A higher level of general labor force training
would prevent a good deal of worker dislocation by providing in-house
retraining as a substitute for dislocation; and currently dislocated
workers would benefit from the new entry-level emplovment slots that

would be created as current employees move upward via training:
Taxpayers stand to gain from reduced unemployment insurance and
public assistance claims, and we all stand to gain from enhanced
pational productivity and international cempetitiveness.

Stweh 4 sy could be adopted in the United States either directly
iii‘ ihi‘iiﬂ{'h éiié "f iii' E‘i“il iii(‘i‘éﬁiéﬁtai Sli‘aiéi;;'iéi Uhé ?0?' ihé iﬁbi‘éﬁiéﬁiai
,l,‘f',,’,",‘,-'f mﬂ tax f 9,"‘?,,"??44?, gul!g@p&@ fqrrqngy}plg} ment c.nsurance. The
state of Talifornia has taken a step in this direction by rediucing its
payroli tax for unemployment insurance by one-tenth of 1 percent and

creating a new pay roll tax n the same zmount for worker retrammg

and other adjustment programs. Another incremental approach would
be to impose this obligation to train initially on the defense industry,
w hcro governmernt purchiases alre.s.d) create both a prosperous grow th
penod .md a l).i.\l\ for federal lnterwntlon (‘nngres.\perwn bt
introduc cd ,logl.\la,tm,n to this effect in discussions of the propo.\ed
Defense Industrial Base Revitalization Act.

LESSONS FOR THE AMERICAN EMPLOYMENT
AND TRAINING SYSTEM

This chapter has provided only a highly selective review of the
disiocated-worker activities of market-oriented industrialized nations
gutside the United States. Other nations besides the three examined
here have their own initiatives, and tlue three nations discussed offer
programs other than those discussed here (Wolfe 1979). Nevertheless,
thé thi‘?é iﬁtfdéli iiéi‘é Séléét?d bééaiiiié they are éiﬁbhﬁ' the most

Of the various insights suggested by the experiences of Sweden:
Canada: and France: three are of particular interest and potential
utility:



The experiences of all three nations suggest that it /s a mistake
fu aquuh ,nuh uru rore hunun] mui d:slu( ur(’fi i ori.( r

dgyglgpmgpty\ er trammg for the dlslocated France corrcctly
emphasizes training for the employed rather than the
unvmplosrcd and Sweden probably incorrectly overinvests in

retraininig the unemployed:

o All three nations in various ways deemphasize the uniqueness of
the vinplogment probleiis of distocated workers and tend to
address them through labor market institutions serving the labor
Joree more generally. This is a different direction from that
symbolized by Title 111 of the Job Training Partnership Act,
which defines dislocated workers as a distinct population and
establishes a separate {and stigmatizing) programi for them.

® Euach of the three nations; in a different way; seeks to combine
gorvrnment. buxiness; and labor resources and roles in
addressing the dislocated worker problem, rather than devising a
“gorernment-only” apprsach.

~ The degree of similarity of social, cultural, and institutional
backgrounds makes Canada's program the most likely base for
transferring a program idea relatnely intact to the United States. )
France follows somewhat distantly in second place. and Sweden follows
very distantly in third place. Yet. at a more abstract level than the
direct imitation of specific programs; each of the nations has something

to teach us: These three general themes may capture some of those
lessons:
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International Experiences:
Reactor Comments

Mar¢ Bendick's chapter has provided us with three exemplary
systems for dealing with displaced workers: those of Sweden, Canada,
and France:

The Suwedish “active labor market” ' model is a large. socialized,

governmental system, dominated by orgamzed labor; well funded, and

providing a wide range of high-quality services (including training:

relocation allowances, and wage subsidies) as well as universal
eligibility. Services to dislocated workers are provided within the
governmert's ov erall response to unemployment but involve special

modifications;
e Intake services are moved into the plant.
o In certain industries. wage assistance is provided while job

seeking takes place.

shrmkmg industries to creabe )Obs
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The Canadian Manpower Consaltatier Services (MCS) provndes fast
relief to communities in crisis: It coordinates and supplements local
services to workers, acts as a referral mechanism to other services, and
also prosides direet placement services. Further: it has a local economic
(lo'\clopnn nt fumtmn A\ W lth the .S\wdnh Labor Market Board it also

tot.al wage hl” C ompames may conduct thelr own tramlmg. contrxbute
to an industrywide trammg insurance fund; contribute to programs for
unemploved persons in government training centers; or pay their share

as u tax into the government treasury: Typically: most use the first
optiorn and provide their own training:

CInits review of these systems, the chapter is provocative and
interesting. bBut it vily begins to suggest the relevance of ihese
experiences for the United States. Two issues are largely unaddressed.
The Tirst is the coniplerity. u.mmmmilim isaize. The displacea worker
problem has several dimensiwns. It has a short-ter ;i and long-term
dmwnﬂon For emmple services need to be r. punsne during a plant

insurance benefits. because people have dlfferérit needs at these

different stages. There is also a contextual element. For example; a

plant closing in I)c troit may engender an emphasis or. relocation;

whereas one in Connecticut may lead to an emphasis on job search or

training. Then, of course, individuals have diverse needs, and any
program or pohc\' mechanism designed to meet the displaced worker
problem should have the flexibility to respond to such diversity. In
addition; employers. local governments, unions. and programs all have

different roles to play.

_Therefore, while the ’déséﬁmiaﬁs of policy abp'rdaLhés ifi other

it is dlffu ult to offer a prognmxs for thair effecmeness in the United

Srates without sume better understanding of the settings and needs to

which these mechanisms have been applied. As a start to help make
thiit connection, it would have been helpful had the chapter included a

description of the existing array of services available to displaced

workers in the United States, as well as more information on the issues
and problems faced by this country and the others described.

The second and related issue is the question of effectiveness. Though
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their foatures are deseribed. the chapter offers little indication (possibly
due to luek of available data) of haw well these foreign prigranis work.
vither in termis of making suceessful placenients or (in the case of
France) preventing worker dislocation and enhancing the skills of the
work forve.

disy: uctmg ln \uuh n; the system has troum%o recxdnngr the more
difficult-to-serve workers: also; it has a tendency toward “make-work”
training, which may be important psychologically to the worker biut
disguise  the country’s true unemployment situation.

In mea a dis’pmpomunaw ‘amount 'o'f money t'z’o’é§ to 'xih’ité:('olla'r.

othcr a.gtu ities thyt a,re,ewsentlalls emp]gyment perqumtea for h:gher-
level emplosees. Bendick suggests that if such a system were used in
the United States, this problem could be overcome easily by regulations
for targeting, but this is more easily said than done; given definitional

problems regarding blue-collar versus white-collar employment; and
other enforcement obstacles. Unions may be more effective at policing
the use of training, should the French system be adopted here. More
generally, | was left wondering how muct of the French system
involves “going through the motions”™ with little in the way of

substantive results.

In Bendick's discussion of the Caradiar system. there are no
'c.mtiij'n}ih héléi abiiut ijij%%iblé p'i"o'bléih'i w hiéh lééii.é iﬁé ﬁbﬁdéi‘iﬁi;

C anadlan experwnce can be regarded as rele\ant and appea!mk—

appealing Liwcause i1t guarante-s a response to workers in some

coordinated way: In contrast. the American system is rather catch-as-

catch-can: At least in Canada, the MCS approach seems to guarantee

that every worker is contacted about available services. Moreover, it is
a tremendous advantage to have an early warning notification
(»qmremenl for planrt clmmzs as. in Canada and bvseden “thh is

like mechanismi to step in qunckl_‘,.

~ In the Canadian model, Bendick argues, job search and job
ﬁla(éméﬁt éi‘ié thi éi‘itiwal Sériiféi fdi‘ thbSé diSlOi‘iiéd iﬁ Ecﬁﬁi’riiiiiiiiéé
and hm\ the Lanadun \3stem taps !nto the so-called Exdden ,wb market.
and bow successful they are in doing so:
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It is also important to bear in mind in considering the applicabiiity
. of the Canadian model to the United States, that structural ]
unemployment is a relative, catch-all term snd that it has a cyclival
component. t0o. In effect, as the economy improves and employers move
down the queue of the unemployed in their hiring. those who remasin
unemployed sire most often the minority youths, female heads of
households: and other long-term unemployed individuals traditionaliy

served by our existing system of programs. The services needed by
these individuals may be different from those needed by the mure

employable in the displaced worker pool; such as job placement. To the
degree that the Canadian system has the flexibility to provide and
coordiniate a variety of services tailored to individual nesds, and does
provide services from the least employable to the most. it seems
particularly appealing.

* Returning to the Swedish syster, the differences in political
culture be)ween a country like the United States, which emphasizes the
¢ole of private marketz in the &llocation of labor, and Sweden; which
has a much more socialized scheme, make it difficult to see the
televance of their syster to ours. It wolld be interesting, however, to

compare the two systems’ available services to determine where there
are gaps, where there are matches; and where increased Jinkages could

help the United States to develop a better-articulated system of service.
For example, the provision of intake services at the plant site in the
Swedish model is appealing, but encployer roceptivity 1o this notion is
questionable in the Uriited States and would also require an advance

notification system, In addition, the Swedish idea of plant recycling is
intriguing: Here may be 4 way to tie recycling to the American notion

of enterprise zones.

The French idea of a rétraining account, which has been proposed

periodically in the United States. ought ta be included in American
policies. However, given the current trend in fiscal policy toward tax
reduction and an unburdening of the private sectar, it seems clear that

an additiona! tax on industry or a requirement for traising is politically
unlikely. Nevertheless; like the Canadian approach, the French
approach is flexible and decentralized. an appealing feature for the

- United States, given the grester diversity of need and situation factors_
tikely to be found here. Therefore, one is tempted to suggess, as Bendick
doss. that this approach could be iatroduced incrementally, as it has

begh in California, by substituting & tax for worker retraining or

adjustment for some part of the payreil tax for unemployment

insurance. Given the political mood of the country and its economic
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situation; in al! likelihood some quid pro quo wonld stili be required of

workers in »uch a system, wherzby one berefit would be reduced to pay
for another. For example, jpng-term unemployment benefits might be
reduced as workers draw on their accounts for training.

SOME FINAL THOUGHTS

The issue of targetmg partlcular programs 1o partxcnlar classes in

need; such as displaced \mrkers. versus a goeneral spproacﬁ to labor

force services, as occurs in Sweden; is 8 debate that arises in the United

States concerning other progran: areas, such #s income maintenance,
where Aid to Families with Depesident Children (AFDCY), for example,

differs from Supplemental Security income (SSI) for the disabled and
aged In mnszdermg die apphmbim;y of me gon@rnl appmach the

traditionally served the d)saévantaged le £. CETA) are the nght ones
to meet this needs &f displaced workers. It may be that community-
based agencies are better equipped and should continiie to mees the
needs of the traditionally disadvantaged, while the U.S. Erployment

Service and community colleges are best for aiding displaced workers.

In principle; we usualiy draw away frém ibe ides of systems segregated

by class; but practical consiGeration must be given tr whether displuced

or disadvantaged workers will gain or lose by being served through the

same 3891’1(?!89

N othing was said in the chapter sbout mlomtmn or the degwe w

which it is utilized in othee foreign experiences, particularly in Sweden
and Canada: It would be helpful to know what lessons could be learned

from their experiences, if any, for relocstion strategies in the United
States.

One aspect of the Hisplaced worker problem may be more
irxportant and perplexing {han many other sspects of the issue. .
Uha'tde's chapter refers to it wher: it suggests that a significant portion
of displaced workers may have to take jobs that pay sngmﬁcmtly less
than their previous jobs. Economists refer to this as a reservation or

premitm wage probiem. but it may be better charscterized as a
subsistence o quality-of-life wage ;wob!em Whether it is possible

eventually 1o restere previous wage levels in real terms, individually or

sacietally; is a comphmxted guestion. But the problem of lowes wages
for the displaced in their new empioyment is likely to create & great
deal of Wchofwcﬁ social, and econcmic hinismp. It would be useful
to know if or how this problem iz handled ir programs elsewhere.
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The ultimate auswer to the displaced worker problem probably lies
in macrosolutions that loosen tight munetary policic +, reduce high
interest rates, and deflate an overvalued dollar, so that our goods can be
commpetitively priced in the international marketplace. This also means
that employers will have to become better managers and workers more.
productive to meet the challenge of international competition,

Ifi the meat-ime, Bendick's chapter does an excellent job of

encouraging us to learn more about different foreign approaches to the
problems of displacement we face today. Unfortunately; the chapter
does not provide enough of a map to lead us beyond the current array of
diverse. unrelated Amcrican policy responses toward the better-

articulated responses of the French, Swedes, and Canadians: Bendick
does provide several important potential additions to the portfolio of
services, such as mandated early warning services on the plant
pretiises, a special flexible response team (MCS). and a job retraining
aecount. The difficult tasks remain to determine how these can be used

within the Ameriean system; and somehow to affect a better linkage of
Services.
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| " ., _JAMESS. HANNA
DAVID W. STEVENS

=

Using Unemployment Insurance
Data to Predict Economie

Hardship from Displacement

INTRUDUCTION

The urgency of « aveloping a practical approach for predicting

economlc hardshlp reshlilﬁé f;'é;n éfﬂﬁléy?néﬁi &Q&é{xﬁéﬁ §Eéﬁ§ from

of 1982, which place substantial eligibility determination and service
selection responsibilities on the individual states. This chapter examines
the use of routinely available administrative data collected by state
employment security agencies (SESAs) for Unemployment Insurance
(UI) management purposes in order to predict economic hardship
resulting from employment displacement.

-

The chapter is orgamzed in three parts: Fxrst. conceptual issues are

explored, focusing on a practical definition of displacement that can be

adopted for administrative purposes. This is followed by an overview of
results achieved in using Ul administrative data to estimate models of
economic hardship. Finally, conclusions about the usefulness of Ul
administrative data for this purpose are stated, and recommendations
for policy applications are offered. Although the chapter addresses
information needs; it does not attempt to offer new insights about how
to ameliorate economic hardship once it has been reliably predicted to
result from employment displacement.

w
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CONCEPTUAL ISSUES IN DEFI\’I\G
WOREER DISPLACEMENT

Assemng the actua! and polen.lal respon:n €ness of éd'u"cétibh ana

identification of thme who have been dlsplaced So Loo does

determining what kisfds of information and optiens are needed to

ameliorate the hardships of employment displacement. T

This section of the chapter demonstrates how complex this

identification step is. both with respect to its consequences for
subaequenl selection of intervention approaches and because predicted
hardship is so elusive. The goal 15 to offer a thorough, yet practical, |
guide to questions that must be addresed to ensure an efficient and

equitable use of resources that are to be devoted to alleviating the

untoward consequences of employment displacement.

First, a few cbservations are made about the unevenness of

economic activity, in both cross-sectional and time-series manifestationd.

This is followed by brief reference to different theories about labor

market institutions and human behavior, because the (explicit or

implicit) choice of theory predetermines the range of intervention
options to be considered. Third, some of the practical difficulties

encountered in attempting to state a simple criterion for economic
hardship are explored. And finally; conclusions are stated about the

immediate applxcablllty of these definitional issues for guiding

administrative action::

The Unevenness of Economic Events

There is no need to review here the historical record of r recurrmg

seasonal and cyclxcal fluctuations ir; economic activity. Nor s it

necessary to join the debate about the severity of structural

transformations. which continually recast the structural features of the

nation's economy. What is not as well known is the quite extraordinary

extent of simultaneous births and deaths of enterprises when considered

at the most detailed levels of geographic and industrial classification.

Subsequent sections of the chapter show that simiultaneous births and

deaths of employing organizations raise important questions about the

employee consequences of this characteristic of labor inarket flows. The

guiding question of that inquiry must be: What criteria should be

introduced to define a sufficient degree of mismatch between the
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“qualifications” of those whose jobs have been eliminated and the
requirements that are imposed by the newly established unit. so that a

reliable prediction of economic hardship resulting from the
displacement is possible?

Presuniably, two characteristics of job elimination must be
considered as a basis for external intervention (at least: for JTPA Title
11 purposes):

) 4 PN ai ,:ﬁrL Lois
rermanence of FoU5 5335

[}

e Concentration of this occurrence

Unfortunately. those two concepts introduce additional
complexities. According o whom should the “permanence of job -

slimination” be defined—the employing establishment. or the

incumbent who has been terminated? In addition. to what should
~soncentration of the oecurrence” be applied—geographic location.

industrial affiliation. or occupational classification? In other words.
among the important issues that must be resolved to define eligibility
priorities are the following:

o How does plant closure differ from less extreme reductions in
force, from the perspective of individual terminated employee
distress?

e How may permanent job elimination be distinguished from
periodic adjustments made on the basis of seasonal, eyclical. or
market-specific fluctuations in enterprise fortunes?

What Foutinely identifiable attributes of the concentration of job

¢limination shiould be defined?

* \What cross-sectional factors should be considered in evaluating
the severity of job elimination?

o What time-series forces should be considered in assessiny the

individual hardship that is predicted to accornpany permunent

job elimination?



Conceptual Differences in Predicting Hardship

Pru\dmabh concemraned permanentjob ehmmatmn vuarrama

probd.bxlm uf returnmg to ,)rudu: me activ 1.._\, w 1th0ﬁt sucﬁ a:..lstzmce

belle neld”

One e\planatlon stresses the terminated workers’ deficiencies. They

live in the wrong place (i.e;; where limited economic opportunity is
foundl T‘nes embody :kllla Lhat are obaolete or Lhat offer httle basns for

quanfscatxon: to pur:.x.e a routme path to productive renewal. Or Lhe)
expre» an unw xllmgness to adjust thelrproducme

new emplO\ ment Setting. Here, emplosers are held blameless; the

victims of displacement hzve simply been unlucky: Indeed; they are

frequently charg=1 with having contributed to their own predicament,

through collective actions that rendered their former employers
noncompetitive:

A very different explanation focuses on employer actions and

inaction as the ~rimary (if not sole) determinants of widespread
displacement. [n effect, emplovers fail to foresee the timing and sources
of competitive pressure that have arisen both at home and abroad. They
make decisions about the location and composition of production that
give insufficient consideration to work force potential: Capital
investment and location incentives are offered to firms without due

regard to the himan consequences of these actions: Too little attention

is paid to formal and mformal barriers to reemploymem.. Asa result it

is charged; there is an unfair shifting of the burden of management's

failures onto vulnerable workers:

Uncritical ac-eptance of either of these extreme characterizations
of who is to blame xets m motion mutually exclusne scenarlos of

¢ Who is to be defined as an actual (or potential) victim of
concentrated permanent job elimination?

¢ What remedial | proriise is foreseen for these unfortunate

casualties of eronomic events?



Are all individuals in an isolated “depressed” community exposed to
equal hardship because of the elimination of their jobs? No. Are all
iaéumbeﬁgm a declining industry equally vulnerable o job loss?

comparable competlmc opportunity foreseen? It is unhkeh In the f&ce

of ur;cceptal, reemployment prospects without public-sector

intervention; i remedial promise uniform across substate locations? No.

deserving from the undeser\mg. “ hat ev ldence arises vshen more than
one person’s job is eliminated at the ssme time and in the same place
that signals greater it lividual vulnerability? How large must the
effects e to warrant external attention? How precisely; are the terms
“same time” and “same place” to be defined?

The human capital approach emphasizes differences in individual

adaptability to production requirements: Critics of this approach focus
on historical contradictions to this alleged “inflexibility” story. Much of
the continuing debate between the alternative points of view is based on
abiguities about causal relationshins among economic and social

forces. In practical terms, three questions must be answered:

e What ris people do (i.e.. what is the range of objective
potential)?

What i/l people do (i... what are the worker-imposed limits on

what can be done that narrow the relevant range of
alternatives)?

e What should people be expected to do (ie:; what range of
alternatives is deemed appropriate by a third-party observer)?

The answer to the first question—what can people do—is subject to

alternam es. both now. and in the Iuturc Fmally. thrd-party judgmem.s
about what a person should be willing to do may fall within a narrower
or wider range of options than the full band of “acceptable” zlternatives
éﬁééﬁiﬁéi&éd in ﬂiéi an mdmg]qqlw}l!ﬁg}'hlgz?)egﬁ§tﬁgggﬁfq party

unworthy of assistance: It is important to recognize that third-party
“protectiveness” may llmn an individual's successful Idapumon if the
individual has a “better” understanding of future prospects.
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It should bYe apparent by now that decisions aboit the
establishment of eligibility criteria for displaced worker status are
influenced by the decision makers’ opinions about the causes anid

consequences of permanent job elimination:

The Eligitiility Determination Decision
Three criteria for eligibility detérmination have been stated in the
preceding section:

s (unventration of the reduction in force

® Permanence of this reduction
& Job elimination

Practical problems that are likely to be encountered in applying
these criteria in routing administrative procedures are expiored in the
following subsections.

Concentration
There are st least four important criteria for defiring
concentration:
& Reporting tax unit, firm, establishment withina
multjestablishment ¢nterprise, product lire, or the like:

Geographic boundaries (e.g.. political jursidictions. “labor
market area;” and so forth)

e Timing (i.e:; “one-shot” versus “phased” reductions in force)
e (Occupational composition

 These are obviously not mutually exclusive criteria for determining
the relative amount of hardship associated with job loss: Since relative
hardship is primarily associateid with reemployment prospects; it is in

the context of likelikood of reemployment that each of the criteria must
be considered.

ERIC
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How uare necessary data reported; and how does this reporting unit
correspond 1o relative reemployment ;)'mpé(b’ What is important is
whether the data permit separation of those whe do tw relatively
o] prospects from those who do not Within anorgi “ation, the key
is3ué is tran=fer rights. Existing data do not aliow a ruitine

dg Lcrn.mauun uf thc reemplux. mient probam’ru associated with reported

hm'nb-!m and local ab:orptmn capacm are the maﬁor factors that
mase geographic concentration an important identification criterion.
T, va;gl neetenness of enterprise fortunes introduces a special

du 'y to interpretations of geographic concentrations of reductions

in | -, It 's possible (and in many cases likely) that the terminees
frot. ane organization will be absorbed by another local enterprise:
Generalization s difficult at this peint, “Iaterna! labor market”
charidcteristics thar bidr lateral niobility be*v&eer. organizations, even

when the requisite skills are preseat, come into play.

How does a phased reéduction in force differ from a one-shot
rexiuction” In terms of the ultimate number of pesitions affected, there
is no difference; if the plan is ¢arried out without modification (which is
frequently not the case). What is likely to differ is the sequence of
termination and the associated hardihlp that may be expected as a
conseqquence. Employees who remain “to the bitter end” of a phased
reduction may be classified into two quite different groups: On the cne
hand are those who have not yet found an acceptable alternative: But
also ineluded are those ineumbents who have been considered so
impuortant to the organization’s production that they have been enticed

to atay unti! closure.

The practical problem, in 1ll of these cases. is how and whet.
identify a subgroup of termin s as worthy of assistance, The sooner
terminees are identified; the more likely it is that the group will
include individuals who do not need assistance to reestablish
themselves. However. if intervention is delaved to improve the target

efficiency of the identificztion process (ie.; inciuding only those who are

deserving of attention). nmels responsiveness to individual hardship

will be compromised. One important task; then; is to determine whether

unrrclau'\ of ulti'n’iaw h?rd\hip can be ldentlfled earl; in the
data. Th(* next section addro»e.\ thls issue,

Hixtorical ocetupational attachments describre only what a person
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has done. not necessarily what the person can do. Obviously, what an
individual has done is important information for prospective employers

about the range of positions for which the individual may be

vonsidered; but it is not the only sng:ral. What is important; from a

reemployment praspects stand point; is the transferakility of embodied

skills. Again, it is important to remember that internal labor market
features may effecuvely bar application of skills previously practiced.

That is why naive exercises in occupational supply and demand

matching may be quite micleading; that is, displaced workers may

know ho“ o perform one or more task: io- whlch szb omnmgs exist,

_ The concentration issué may be summarized by simply noting the

extraordinary complexity of circumstznces that max be associated with

permanent job elimination:
Permanence
Three important aspects of the permanence of layoff are as follow:

The level of reduction

The composition of the reduction

"The individuals affected

Permanence of the lerel of & reduction in force is mextncably

linked to the choice of & unit of analysis, as previously described. The

permanent elimination of a produet line within a conglomerate

organization may be accompanied by totzl absorption of all terminated

employees within other units of the enterprise. Similarly, permanent
plant closure in a given geographic area may be accompanied by total
absorptlon in other enterprises within the same region. What should be
added is an explicit recognition that reemployment prospects—and
therefore the propriety of intervening on an individual's behalf—
require 3 careful distinction between employment level pulsations (i.e.,

alternating decreases and increases in the level of employmen') and

“permanent” declines:

Permanence of the composition of & reduction in force is important,

from the standpoint of reemployment prospects, because elimination of
224
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a bi‘aiﬁ(i Line may Péhdéi‘ a lorg list of &EUbétiéﬁé’.‘ :’:kills 6bsb§été;

Permanence of irdic.dual severance is importint because an
emplo'; ment pulam*on m.ﬂ rot affect a pamcular terminee’s
reemployment prospects. « »cept. perhaps, in the indirect sense (i.e., if
other people are hired. 1..e terminee faces less competition for jobs
elsewhere).

Thrn are three major categories into which jOb chmmanon 1ssues

should be grouped for eligibility determinztion puroses:

e Productivity consequences

Compernsdtion conseyguences
® Reemployment epporiuiniy consequences

m:partant subgroup.s.

Job- or firm-specific human capital loss

o Mguivational deterioration

e “Team” productivity interruption

e FEiucational obsolescence vis-a-vis renewal of human capital

Together, these aspects of productivity effects;, which may be
expected to accompany permanent job elimination; offer important
insights about the reemployment prospects of displaced workers: (They

also permit inferences to be drawn about the remedial promise that

exists in specific circumstances—an issue discussed in the concluding
section:)

s hc (‘mn}n n.mrum conmquence; of permanent job elimination may
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® Siwerdnce pay

Vesting of pension rights

Unemplovment ccmpensation and other transfer pasment
eligibility

xiénmt m~!mcuon= to be drawn among the fo!lovs ing siteazions:
e Actual productivity loss—
- temporary, but reversible
- permanent
® lllusory "productivity” loss—
- racial, sex, age (etc.) discrimination
- internal labor market barriers to entry

All of these concepts focus attention on the key issue of what
routinely available identifiers may be reliably used to predict which
victims of displacement will have the greatest difficulty reestablishing
themselves in productive employment.

Summary of Conceptual Issues

Voicing executive or legisiative concern for dnsplaced workers is

easy. Designing an equxtxble and efficient way to respond to this

expression of concern is difficult: The purpose of this conceptual

explorauon ha~. been to ¢ensmne the reader o the complexntnes

identifs and serve only deserving persons.

~ First, it is necessary to decide what eligibility criteria are to be
adopted. Signals that offer reliable evidence of permanence of job
separation must be identified if displacement is to be interpreted as
synonymous with permanent job elimination.

Second. having defined the universe of ¢ligibles, it is necessary to
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“matters” in cetermmmg mdmdual reemplm ment prospects. The:e
differences of opinion infiuence recommended intervention stranges
for two reasons: (1) because the range of employment opportunities is
viewed differentiy and (2) because irndividual incentives to take
advantage of particular opportunities are subject to dispute:

The next section shows that available data fall far short of what is

desired for exploring these issues:
ESTIMATING THE IMPACTS OF WORKER DISPLACEMENT

Measures of Economic Hardship

, ﬂ're:s iﬁdieés of &aﬁam'i'c hardship are examined in this section.

The flrat measure 13 pcptdlsplacement earnings and provides an lrr‘ex

of absolute purhasing power (independent of other sourc-s of income

and in-kind benefits), without regard to previous earnings flow profiles.
The second measure of hardship is the proportion of Ul benefits
eligibility that is actually used (i.e., the "utilization rate”). Obviously,
this index represents the net influenice of multiple forces, so that a high
utilization rate is not an unambiguous index of difficulty in finding a
new job. Finally, a third measure of cconomic distress, which is ciosely
related to the utilization rate; is the duration of compensated
unemployment (i.e.. the number of weeks of unemployment during
which Ul benéfits have been drawn).

av allabie as a byproduct of the routine administrative reportmg

practices required by many state employment security agencies
(SESAs), although these i.re not necessarily the only (or even the best)
possible indices of economic hardship.

A Model of Postdisplacement Earnings

The following model of postdisplacement earnings has been
specified:
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PDE =a + b(D) + «PRE) + d(C) + &)
postdisplacement ezrnings;
a measure of displacement;
predisplacement earnings; ) )
economic and personal characteristics; and
work-incentive factors.
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In other words, post-unemployment earnings are specified to be a

linear function of the permanence of job elimination; pretermination
ezrnings, local economic forces; personal characteristics; and “push”

fastars acsociated with a need (o renew an earnings flow.

Here. displacement is indirectly measured by two variables

Exhaustion of Ul benefits eligibility

§§§iiﬁiﬁ§ employment in the claimant’s previous industry
affiliation

The personal characteristics utilized are age, education. sex, and

éthnicity. The indices of work incentive used are (1) presence of 2
working spouse and (2) the Ul benefit amount as a proportion of

previous earnings (i.e., the replacement ratio).

A Model of the Ul Benefit Eligibility Utilization Rate

 This second measure of economic hardship is specified tobea
function of the same vectors of causal forces, except that exhaustion of
Ul benefits is dropped from the displacement vector because of

definitional collinearity with the new dependent variable.

A Model of Compensated Weeks of Unemployment

This third measure of economic hardship is specified to be a

function of the same basic forces. Here, though; in addition to )
definitional collinearity between the dependent variable and exhaustion

of Ul benefits eligibility, there is a need to control for the maximum
eligibility period, which is riot constant across claimants. This control is
accomplished by adding an individual-specific measure of maximum Ul

benefits eligibility.
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Itis xmpon.anl to understand the distinction among compensated
weeks of unempiosment, the total uninterrupted duration of a given
unemployment spell, and the comibined duration of mtltiple spells of
unemployment observed during a specified period (v, 2 claimant’s
benefit vear). This chapter investigates the compensated duration
question: which may egual (but cannot exceed) the other measurcs
(ignoring the "waiting week” issue).

The Data Source Utilized to Esiimate These Three Models

Continuous Wage and Benefit Hiswory (CWBH) data for calendar
vears 1979 tin Missouri) and 1980 (in Nevada) were complemented by
information ¢rawp from the states’ ES-202 reports in order to calculate
twodigit SIC industry employment changes during the respective
reference periods Ouly claimants who established a new benefit year
di:ring the one-year reference period were selected. A 50 percent
rar:dom sample of CWBH master claimant records was chosen. These
records were then merged with quarterly covered-earnings information
for these claimants for the period 1977 through 1982 (in Missouri) and

1978 through 1982 (in Nevada). Average quart.erls pre- and post-
benefit-yvear earnings calculations were derived.

 The resulting sample sizes were 2,722 (Missouri) and 3.466
(Nevadal. These sample sizes permitted separate estimates to be
derlwd For bolh of \exadas S‘WSAS (Las Vegas and Reno) and for mo
bal nce—Of' st.ate for both Missouri and Nevada. (Th‘q balance—ofstate
[BOS] for Missouri is not synonymous with the CETA BOS
jurisdiction:)

Esing ordmar) least ¢ squares (OLS) regresmon techmques the
following estimates were derived (see table 15-1):

e Ul benefits exhaustees from’a two-digit SXG prevnous affnhatnon

that exhibited no general employment decline in the geographic

jurisdiction of interest earned between $300 and $400 per
quarter less, during the reference period following the pertinent
benefit year, than did a comparison group of nonexhaustees

with similar previous industrial affiliations.
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TABLE 151
SUMMARY OF SIGNIFICANT VARIABLES IN POSTWAGE EQUATION
(EXCLUDING INDUSTRY VARIABLES) .

STATEWIDE . SMSA'S

VARIABLE NEVADA MISSOUR! LAS VEGAS RENO ST:LOUIS KSCITY

PREWAGE .74 72 - 82 45 i78 66
EXH NO DE 404 . 614 | 458 NS 627 438
EXH SM DE -161 768 . _NS -709 -1084 -548
EXH LG DE -706 1833 - 1271 854 2269 -707

~_ NONEX SM -233 NS 1 NS NS _NS NS
~ 7" NONEX LG NS 584 - 793 NS 11072 NS
WG RPLC - 3 NS - NS -5 NS NS
SEX. 12 165 . NS 255 253 NS
ETHNIC NS NS . NS 422 NS -302
AGE 2544 NS NS - NS NS NS NS
AGE 45 54 NS s . NS NS NS NS
AGE 5567 NS 291 . NS NS 472 NS
SPOUSE WK - 180 - - - NS 304
EDUC COL - 194 | - - - NS NS
EDUC DEG - B% . - = 1124 NS

- - - - - - - -— e e w r wm e e - - - -— - e - -

ADJ R SCR .38 43 a3 26 43 . 56
DEP MEAN $2.718 $2.291 . §2.825 $2515 $2,400 $2,422

VARIABLE BOS NEVADA 80S MISSOURI
PIEWAGE .56 60
SEX 365 NS
EXH NO DECL NS -551
EXH SM DECL NS 620
EXH LG DECL NS HS
WG RPLCMT 463
ETHNIC 293
EDUC COL 369
EOUC DEG . NS
SPOUSE WK NS
ADJ R SQR - _ .37
DEP MEAN $2, $1.871

1l

E‘g;"l tHzZ
1 0w
I\

NOTE: Significant levet for inclusion is .10. NS indicates not significant. BOS indicates balance

of State (non SMSA). A - indicates variable not svailable in this state or area:

»
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UI benefits exhaustees from two-digit SICs that experienced
less than a 5 percent decline in employment during the
reference period reported covered earnings of between $500 and
$1,000 per quarter less than comparison group members.

e Ul benefits exhaustees from a two-digit SIC that exhibited a 5

percent or greater decline in employment; received quarterly
wages of between $1,700 and $2,200 less than comparison group
claimants.

Ul beneflts exhausuon and two-digit SIC employment decline are

both important predictors of differential earnings flows during the

quarters immediately followmg the reference benefit year. An
interaction variable, which is intended to represent the additional
influence of the combined presence of these two forces, improves the
estimates déFiVéd and is statistically significant.

The admlmstratwe importance of these estimates is that deciining

employment trends at the local two-digit SIC level of detail are

detectible within six months of the time that quarterly reparts are

submitted in compliance with a state’s Ul statute. However, exhaustion

of UI benefits eligibility occurs later than one may want to wait to
intervene on an individual claimant’s behalf. It is important
determine; then, whether exhaustion of Ul benefits eligibility itself can
be predicted with sufficient reliability for earlier intervention to be

exercised: (An attempt to model the probability of UI benefits
exnaustion is reported in a later subsection of this chapter.)

The results suggest that knowmg the dynamics of industry

employment decline at the local level; using routinely availabie

administrative data, does offer valuable insights about Ul claimants’

subsequent earnings prospects. However, caution ls urged; because

mixed results are obtained when the same model is estimated for each

of the elght siibstate areas mentioned earlier (i.e., the stability of the
estimates is uneven across substate areas).

Among the most mterestmg differences among tne coefficient

estimates for the four SMSAs (i.e., Las Vegas, Reno, Kansas City, and
St. Louis) are the followmg

e The average prebenefit year eammgs coefficient ranges from a

high value of 0.82 for Las Vegas to a low value of 0.45 for Reno.

Apparently, the discontinuity in earnings opportunity was much
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more severe in Reno, as the a~wa employment growth exhibited
in Reno over the study perio' (1979-1980) was lower than that

for any other area included i1 the analysis.

® The interaction of Ul benefits exhaustion a and industry
employment decline produced mixed estimates for the four

SMSAs. All significant coefficients (seven out of tweelve) exhibit

a negative sign, as expected. However, only the St. Louis

estimates conform to a monotonic and significant decline in

post-benefit-year earnings associated with the more severe
indices of displacement.

It is concluded that exhaustion of UL benefits eligibility, combined

with prior affiliation with a declining. industry, offers a reliable signal

of relative earnings deficiency thereafter.

There has bien less success in achieving reliable estimates of

important correlates of variations in compensated duration of

unemployment, or of variation in the UI benefits entitlement utilization

rate. This suggests that it is easier when using available administrative
data; to predict post-benefit-year earnings level variations than it is to
acount for the length of time it takes tc become reemployed. Given the

disappointing results achieved in trymg to model the compensated

duration and benefits utilization rate issues; it is necessary to draw

back to a less ambitious attempt and merely predict who the

individuals are who are likely to exhaust their Ul benefits entitlement,

again using available administrative information to make the _

predictions. The results of this effort are briefly described in the next
subsection.

A Model of UI Benefits Exhaustion Probability

The model of Ul benefits exhaustion probability, which has been
estimated using three different statistical techniques, includes three

demographic characteristics (i.e., sex; e ethnicity, and age), three Ul

program measures (i-e;, maximum benefit diiration, weeks of benefit

mht)ement left, and the wage replacement ratio), and three labor

mz-ket, features (i.e;; average previous earnings; prior industry

affiliation, and the industry decline measure mentioned earlier).

Since the dependent variable in this analysis is dichotomous—a

claimant either exhausts or does not exhaust eligibility—special
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meg the CWBH data source, supplemented by other available
igfqrmatlon, a consistent and important relationship is demonstrated
between industry decline and. UI benefits exhaustion, on the one hiand,

and subsequent earnings level; on the other hand. Ignormg. fora

moment, what happens during a spell of unemployment, it is possible to

draw upon available information to identify useful predictors of

selected measures of economic distress:

The results, to date, do not support one theory of labor market

forces over another model. The empirical proxy for concentrated
permanent job elimination is relatively weak. Almost nothing is known
about the obsolescence of embodied human capital that may accompany
the loss of a job. Little more is kniown about occupational transitions,

which may offer insights about the “attachment” concepts: discussed

earlier: from both supply- and demand-side perspectives. However,
routinely available administrative data do offer a largely untapped
source of potential insight about important labor market dynamics.

Suggestions for future action in this regard are offered in the
concluding section.

RECOMMENDATIONS

This chapter has offered an extended discussion of practical
definitional issues that must be confronted in carrying out the
requirements of JTPA Title II1. It has also reported the results of
statistical inquiries undertaken in an attempt to ldentxfy reliable

predictors of economic hardship resulting from prior displacement. As
stated at the outset, the purpose has not been amelioration; the

recommendations therefore focus on information development matters
only.

First, it is clear that the search for uniformities in the

cir'cumstamces. characteristics, and behavior of unemployed [ peop e has

prodiced rather limited results, to date, in terms of predicting
exhaustion of benefits or duration of unemployment An important
consequence of this meager understanding is that the promotum of
target efficiency (i.e.; serving vnly those who are deserving) is also
drastically weakened. It is recommended, therefore, that model
speclflcatxon precede data collection in selected future efforts, which

should emi;ance the prospects for identifying reliable predictors of

economic hardship.
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A miore extensive and coordinated effort should be made to develop
state and local staff expertise in utilizing available administrative data

sources to further management objepuves At the same time that
duplication of effort has become a major concern because of the

decentralized structure of the JTPA system, it is apparent that sins of

omission occur in the form of failur: to utilize readily available

resources effectively. The analyses reported in this chapter have

demonstrated the usefulness of these administrative data in identifying
potential participants for displaced worker training programs.

~ Substantially greater attention should be given to the varied
circumstances of those who will not return to their former jobs. The
discussion earlier in this chapter clarified the complexities of ferreting

out those who need help: It is important to remember, in this regard,

that local remedial promise is not independent of the causal forces that

led to the displacement event in the first place:

Advantage should be taken of administrative dita sources to traie
the mobility paths followed by graduates of designated training
activities (i.e., public-secondary, and postsecondary, proprietary, and
oii-thejob). These mobility paths should include geographic and
industrial movement, as well as earnings profiles. Not all states are in a
position to undertake this type of analysis, but enough are t¢ make the
recommendation of national importance. Indeed; successful use of the
available data for such purposes could enhance the prospect of securing
comparable data for other states:
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The Economic Impact of the

Doumnriver Community Conference
Economic Readjustment Activity
Program: Choosing between
Retrammg and Job S’ewrch

INTRODUCTION: RECENT EMPLOYMENT POLICY AND THE’
PROBLEM OF DISPLACED WORKERS

An especially visible and serious component of the unemployment
problem in the United States is that of dlsplaced workers. mdmduals

These changes §h’f§fh¢ long-term demand for workers with. partlcwlar
skills or alter the overall demand for labor services in specific

geogkaphlc areas. In either case, the transition to new employment may

be costly in terms of lost earnings and may require retraining in new

‘skills or rv.ocation to a different labor market or industry:

It is difficult to pinpoint the size of the displaced worker problems
in the United States. A Congressional Budget Office (1982) study
estimates that there were between 100,000 and 2.1 million dispiaced

w orkers in the economy as of January 1983, dependmg upon the

all the unemplo>ed are displaced workers. Although these flzur,es
partly reflect thé currently hléh éyéhcal iiiiemjilb’yméﬁt. most observers

after the econcmic recovery. They point to two secular cha'mgwes in the

structure of the U:S: economy: the growing interdependence of our

economy with that of the rest of the world and the modernization of

many older industries via labor-saving technology:
fSee table 2 in Congressional Budget Office (1982).
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The conu-rpwce of federal pohcy to alleviate long-term _
unemployment is Title 111 ¢f the Job Training Partnership Act (JTPA).
Title 111 establishes state-administered programs of employment and
training assistance for displaced workers, to be funded with federal
matching grants allocated on the basis ~f unemployment conditions.
Title 11 authorizes states to use a varit iy of employment and training

activities ir; their programs, including job search assistance; jeb

training; relocation assistance, and employment counseling:

Among the questions facing policymakers involved in planning
these programs for displaced workers are the following:

& What percentage of workers made eligible for a displaced
workers’ reemployment program could be expected to
participate?

What effects do the amount and duration of i income support

have on workers' decisions to participate in these programs?

e Cunsuch programs be expected to have an effect on
pariicipants’ reemployment, including the duration of
uneniployment and reemployment wages?

If there are b’éh’éii’ciéi éiiécts can they be traced to p..rticuiar

Lontrlbute to program succesa"
® Can programs for displaced workers be cost-effactive?

In anticipation of these issues, the U.S. Department of i:abor in

1980 began to fund pilot projects that offer promising strategies for
reemploying displaced workers. The first of these programs to be
implemented, the Downriver Community Conference Economic
Readjustment activity (Downriver ERa) program, is analyzed in this

chapter.

 The following section describes significant aspects of the Downriver
ERa program, reviews the evaluation design and sanipling plan, and

discusses the determinants of program pamcnpatxon The final section

provides an assessment of the Downriver ERa program's effect on

participants’ reemployment rates.
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l lll* DUWNRIVER LUMMleTY LU%\FFRENGE

The Downriver ERa program® began operation in July 1980, and
since that time has enrolled over two thousand workers from five
plants. The overriding program obJectne is reemp'syment. Participants
requiring medical help or social services are referred to an appropriate
community agency for assistance; these needs are not addressed directly
by the Downriver ERa program.

The first step in the reemployment process involves careful

currently marketable sknlls and are llkely to require only job placement

assistance from the program and (2) which participants lack skills in

demand and cculd benefit from classroom or on-the-job training: All

participants are required to complete basic aptitude testing and a four-
day job-seeking skills workshop as part of this assessment process.**
Participants not completing these requirements (urless waived by
program staff) are not formalls enrolled in the Downriver ERa
program and are not allowed to réceive additional services.

__ The purpose of thése mandatory activities is twofold: (1) to give
Downriver ERa program staff some early practical knowledge of
participants’ interests. abilities, and reemployment prospects and (2) to
'rii:iRé 'cléai’r w p’é'rti'cip’éhts that théii éétiVé ithIié'm'éﬁt iii thé biéijiéiﬁ

compnsed of Job de\elopere, norks%‘op leadersr and counselors meets to

review the case files of those participancs expressing an interest in

*A more detailed description of the implementation and operation of the Downriver FRa
program is found in Kulik (1982).

**Tests include the Test of Adult Basic Education (TABE), the Differential Aptitude Test
(spatial. abstract. and mechanical reasoning and clerical ability); and the Wide Range
Interesi and Opinion Test. The workshoDps include skills identification. resume
develog:nent. mock interviews, and identification of potential emrployers. Many workshop

strategies were tested by program sta’f befora xmple nenting the irrent format. In
particular. a “job club” model, including classroom it struction ir job search methods

followed by sctive job aearch; was tested and abandoned because participants became
overly dependent on the process. The current workshop, supplemented by use of a job
search resource center: has Heen designed to emphssize participants’ nitiative and
motivation in the job search process.



’

retraining.* A determination is then made regarding the participant’s

ability to benefit from either classroom or on-the-job training, based on
the participant’s test scores; prevnous work history, and performance in
the workshep: The entire screening and assessment procedure is

completed during the first two weeks of program participation.

Downriver ERa program staff lmplement market relevant

procedures for developing classroom and on-the-job retraining

opportunities. First, local and out-of-area employers are canvassed to
identify growth occupations where it should be feasible to develop a
classroom or on-the-job program. Such occupations include those with a
“reasonably healthy” employment outlook for entry-level positions. By
and large. local publicly supported community colleges and ,vocatlonal
schools are selected to provide this training, although some training is
provided through proprietary schools or through employers directly.
Employers are also involved in reviewing provider capabilities and in

ensuring that the curriculum meets actual occupational requirements.

Emphasis is placed on short-term (for approximately eight months)

mtensne classroom programs. Class-snze trammg programs, designed

exclusively for program participants using employer-modified
ciirricula, have been developed to fill high-techniology and machine
trades occupations. Existing courses at local institu*ions (which are
attended by other students in addition to participants) are also made
available through the program. if the employer review p"racéss indicates
sufficient demand for the occupation and if the participant’s training
needs cannot be met by one of the class-size programs, On-the-job

trainic ‘lots are developed for workers who could benefit from

trairi-  uput who seem mere likely to succeed in a work site training

sett T'he program pays 50 percent of participants’ starting wages

durit.; the length of time it tzkes to train for the oecupation:

Active employer involvement in identification of demand
occupations and design of curricula is a step ferward in developing
training programs that are more directly linked to occupational
requirements and. consequently, to employment. Yet Downriver ERa
staff point out that the process of lmplt'mentmg these trammg

overcome training provnder« initial skeptlclsm reg‘.rdmg the féaszbnllty

Initially; all participant case files were reviewed at the end of the workshops. This

proved to be inefficient and extremey time consuming. Now: only the files of participants

interested in retraining are reviewed to ensure a careful selection of those both most
qualified and most able to benefit.



of dc-wlu;nng short-term. mtonsn ¢ programs. Thcre has been a
problem in meshing participants’ interests and. abilities with viable

course offerings: Last, there is the vexing problem of the worsening

economy, which prompts many emplayers to require increased

experience or education even for entry-level jabs:

_ The Downriver ERa program has been funded in two phases, the
first phase operating between July 1980 and September 1981; and the

second pha\e operating between November 1981 and December 1983.
This anaI\ sis focuses on the performance of the flrst phase ol' t~he )

and suppher to the automotive mdustr;) and the DANA Corporatlon a

manufacturer of truck frames) closed permanently in the summer of
1980: Of the estimated fifteen hundred workers laid off by these

closures—all of whom were eligible for the Downriver ERa program—

nearly seven hundred successfully completed the initial assessment

process and were enrolled in the Downriver ERa program. In contrast

to previous government-funded programs, stipends were not routinely

paid to participants, though workers who had exhausted their
uncmplm ment compensauon and who were enrolled in classroom

récen eJ some form of retralmng. either in a classroon or an on- the-job

setting: Class-size training programs were developed specifically for

participants in high-technology (e.g.; electronics, numerical control

machine operation) and other manufacturing (e:g:; plpe welding;,

machine operation, screw machine operation) or service (e:g., heating

and cooling, energy : audit) occupations, Exlsung tralmng Lourses at

local commiunity colleges and on-the-job training positions were also
made available to participants.

The Evaluation Design and Analysis Sample

As noted: workers from the BASF and DANA automotive supply
plants were made eligible to receive program services during the first

phase of operations: In evaluating this first phase of the program; two

comparison plants were selected to provide 2 reference group for

measurement of program effects: These plants; the Lear-Siegler _

Corporation and the Chrysler Huber Avenue Foundry, are located

within the same labor market as the DANA and BASF plants and are
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otherwise very similar (eaxcept that they were not offered eligibility for

Downriver ERa services). All four plants closed permanently during
the summer of 1980 and hdd comparable layuff hlstones prmr to

mdustr:, and had slmllar work force sizes affected by the shutdown.
Finally. workers from these plants were, with one exception,* eligible
for the sameé ilscome support benefits programs.

_ To provide data for this evaluation, a sample of one thousand laid-
off workers, evenly divided among the four plants, was selected and
interviewed. The samp!¢ was selected randomly from the plants’ layoff
rosters, except that workers who retired or who had been on disability
for a year or more prior to plant closure were excluded from the

sampling frame. Workers were intervie ved in the summer of 1982, an
average of two years after layoff Most of the sampled workers (94

for thuse BASF or DANA workers participating in the Tirst phase of

_ the Downriver ERa program;, information on program enirollment and
“services received was gathered from the program’s management
information system to supplement the survey data.

Although the literatire on displaced workers indicates that
separate analg ses of the reemployment process by sex IS regulred the

__and blacR males who were laid off between June 1979 and December
XSBG and who had not moved from the Petroit area, was selected as the

primary analysis group (see table 16-2). The analysis sample had the

following general characteristics:

e These displaced workers are, on average, forty years old.
Approximately 30 percent are black, and 60 percent have at
least a high school diploma or its equivalent.

addmon to the Qupplemental Unemploymcjnt Benefits and Unemploymenl lnsurmg:e wn

for which workers from the other plants were eligible. TRA regulations in force during
the time of the study provided for replacement of recipients’ after-tax average weekly

earnings on the layoff job at a much higher rate than the other programa. They atso

base Ul berefits period: 1n addition. TRA also oﬁéred subsidized training; primarily

through the Comprehensive Employment and Training Act (CETA). to these Chrysler
workers and allowed twenty-six additional weeks of benefits for those enrolling in

training. For these reasons; the analysis that follows was conducted with and without the
Chrysier Foundry included as a comparison plant.
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Tible 161

CHARACTERISTICS OF PROGRAM-ELIGIBLE AND COMPARISON PLANTS

AL,

Chiicterisic

e v

Program Plant

e

Comparison Planis

BASF

hyaﬂ' His‘inrg

Fital Closite Dite

Nisiber Laid Off

Prodiict

Beiiefiti

Number Interviewed

Pievious lavolfs in
1978, Approximately
450 laid off 11/79:
Remainder laid off
at closure.

6/80

1,106 716

Triick frifies

Unemployiient

Uiewplyient  Unemiplogines
 Insurance (1)

Insurance (U1);
Stpplemental
Unemploymient
Benefits (SUB)

310

mm
Na previois layolfe.  Previout layolf

Lear-Siegler | Cheysler Foundry

No previcus lavoffs.
history. Approx:

itately 300 laid

off §/79,

7180 7180

677 565

Fito i Auto toundry

Unemployment
Insurance; Sup-
iiléiﬂéiiﬁ_l U_ne_m
ployment Berefils;
Trade Readjustment
Amsistance (TRA)

Insurance;
Supplemental

Benefits

211 2




Tible 164

CHARACTERISTICS OF THE ANALYSIS SAMPLE,
BY PROGRAM-ELIGIBLE AND COMPARISON GROUP STATUS

Progun  Comparison Progam  Comparison
o Elighe  Grop  Hgh  Gow
_ Charyeteristicn Worken  Worken Characteristios Worken  Worken
Percent wath Me For the Layolf Job: L o
Lo than 35 380 466 Manhourlywagente ~ §9020  §8N
3644 236 263 Mean years of experience .
455 20.0 156 with the company 143 95
b0 and over 4.2 13.6 I VI
. Percent with Occupation: .
Pifciiii Miﬁibd 68.0 55.0 Ceaftaworkens 27,6 354
L o Operatives 58.5 50.3
Percent with Children 520 624 Service worken/ .
____________ o o lahorens i._9_ 107
Percent Blsck 304 81 Whitecolarworken® 60 36
Percent with Yeurs of Edication: N o Petcedt with layoff dites: _
Lesa than 12 410 466 6179 through 12/79 28.1 28.6
17 0.0 385 1/80 through 3/80 bt 198
More than 12 189 154 1180 thioigh 680 19,6 188
o . 1180 through 12/80 159 318
Parcent vaneui of Work Lot
Exprrience:* o o Mexi Unetiployiit ?noﬂh ______ N
Less than 16 §2.2 {43 Replacement Rata (%) 50.0 16.0
166030 320 35.6
More than 30 36.8 20.1 Bim'iili Size 385 384
NOTE: Tbe umple i restricted 0 black and white male workers, laid off from 6/79 throu(h 13180, who completed the
program's job seeking wotkshop,

b N umbet of yewrs working at lewst six months or more since age 16
® Icludes professionml and technieal workens, maragen, Nﬁ and cleical worken,
¢ fum of estimaied unemployment compensation, supplemientory unemployment, ind TRA beselit received per

week divided by after4ax weekly sarnings on the layoff job: {times 100).
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¢ These are experienced workers with an average of twenty-five
years of general work experience since age sixteen, and an

average of fourteen years with the compary that laid them off

They are mostly operatives and craftsworkers who earned over
nine dollars per hour on their layoff job. This compares with a
1980 average manufacturing hourly wage rate of about seven
dollars.

The estimated unemployment benefits replacement rate (the
percent of after-tax earnings on the layoff job “replaced” by
unemployment compensation; supplementary unemployment
benefits, and TRA benefits) averaged 50 percent for program-

eligible workers, and 75 percent for comparison workers. This

difference is primarily due to the higher benefits paid to
Chrysler workers under the TRA program. -~

PARTICIPATION IN THE DOWNRIVER ERA PROGRAM
A major issue facing planners of displaced worker programs under
Title 11 of the JTPA is the ﬁréjiértibﬁ of eligible workers expected to
participate: A related issue is the number of part:cjpants expected to

require retraining to become reemployed. In examining participation of

eligible DANA and BASF workers during the first phase of program

operations. the following results stand out (see table 16-3):

e During the first phase of the Downrlver ERa program, demand
for reemployment services was high. Approximately 49 percent
of eligible workers actually participated. This high participation
rate may have been in.flienced by the involvement of plant
manz.~ement and union representatives in program outreach.
Former BASF‘ empioyees were more l:kely to partlclpate than’

educated workers, and workers with less than th:rty years of
employment experience also participated at higher rates than
their counterparts: Workers laid off before the Downriver ERa

program became operational were significantly less likely to

participate than those laid off after program start-up. White-

collar workers were much less likely to participate than

operatives, craftsworkers, or laborers.
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Table 16-3
__ PROGRAM PARTICIPATION RATES
BY PLANT AND WORKER CHARACTERISTICS

Participation Participation

' Characteristic Rate Characteristic Rate

All Workers 48.8 By Years of Work Experience:

By Plant: Less than 16 59.7

BASF

16-30 52.0

58.0 30 and more 36:2

DANA 43.0

By Vears

By Occupation of Layoff Job:
of Age: S :
Craftsworkers 15.3

Less than 35 58.9 Operatives 52:8

35-44
45-54

517 Service workers/laborers 17.4
§5-8 White-collar workers 30.0

- 55 and over 26.9

By Race:

Black
White

By Years

By Layoff Date:

6779 through 12/79 42.9
50.4 1/80 through 3/80 52.4
1 4/80 through 6/80 53.9
7780 through 12/80 126
of Education: S
By Unemployment Benefits

Less than 12 430 Reéplacement Rate:

12

52.6

12 and over 53.4 33% - 43% (Ul only) 51:0

44% - 53% (Ul & SUB) 474

NOTE:

"z o j _ . ol
The program participation rate is the number of participants (defined as cor-

pleting the job-seeking skills workshop) in each group divided by the number
of program-eligible workers in the group (x 100). The sample is restricted to

program-eligible workers in the sialysis sample; N=385.

Of those participants laid off after the program operations, most
enrolled between thirteen and twenty-six weeks after layoff.
Average “waiting time” between layoff and enrollment was

approximately four months. This suggests that the program
may have drawn in laid-off werkers whose initial job search

efforts were unsuccessful;
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® Fifty-seven percent of all participants received some form of
retraining (see table 16-1). Of those receiving training,
approximately a third were enrolled in class-size programs
developed specifically by the Downriver ERa program. Training
courses averaged eight months in length; with the high-

technology programs running somewhat longer. Fifty percent of

those trained were enroiled in programs offered by local

educational institutions bat not designed sﬁgecﬁxf)caﬂle Ior

participants, and the remaining one-fifth of the trainees
participated in on-the-job training programs:

Younger, better-educated workers and workers with fewer than
fifieen vears' work experience were more apt w be trained than
their counterparts. Craftsworkers, presumably because they
already possessed skills in demand, were least likely to be

retrained.

PROGRAM EFFECTS ON THE REEMPLOYMENT OF
PARTICIPANTS IN THE DOWNRIVER ERA

This section presents estimates of the effects of the Downriver ERa

program on the reemployment of participating workers: First, the

measures used to characterize the reemployment process are described.
The approach used to estimating program effects follows;, along with

the central findings on the reemployment rate. Alsc discussed is how
’p’i'di.ii'zi’rﬁ éffects vary with the type of services received by participants,
Jerusing on the margina! impact of training over and above the impact
of job placement assistance. Finally. estimates of the program effects on

the employment rate from iayoff to the survey interview are presented.

Describing the Reemployment Process

_ The primary objective of the Downriver ERa program is to ,
facilitate the transition of permanently laid-off workers from their old
jobs to new ones in an occupation, industry, or gecgraphic area with a
more promising employment outlook. Table 16-5 presents
characteristics of this reemployment process for program-eligible and
comparison workers in the analysis sample.

Given that sampled workers were observed for a limited time after

lavoff, the first and most important question to. ask about this process is

how rnany workers have found another job during the observation
247
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Table 164 .

___ PROGRAMSERVICESRECEIVED ™
-AND THE DURATION OF PROGRAM PARTICIPATION

L Participants Enrolledinthe _ Enrolledin
_ Typeof Service® ~ ~  Receiving  Progam Frogram Training

All Services 100% 38.7 —_——
Job Search Services Only 43.4 33.1 -=
Any Training 56.6 13.0 325

High-technology

class-zize programsb 5.9 54.5 47.8
Other class-size programsc 12.4 458 28.0

Ei'ﬁlﬁfg programs

offered through

local educational L S
institations d 28.6 40.5 29.9

On-the-job

training 9.7 40.0 36.6

NOTE: The sample is restricted to program participants: N=185.
» A recutded in the program management information system.

SIncludes electronics technician anc numerical control operator courses
developed specifically for program participants:
¢Includes pipe welder, machine operator, energy auditor, heating and cooling

operator; and screw machine operator courses developed specifically for
program participants.

dExisting programs that were not déiiihéa iﬁ?cifi'ciﬁ& i’oj program
participants ; but that were attenided by participants and pxid for by Down
river ERa program funds.

period: The first row of table 16-5 shows this reemployment rate, the
persent of workers in the sample ever reemployed from layoff to
interview date:
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Table 16-5

__ CHARACTERISTICS OF THE REEMPLOYMENT
PROCESS FOR PROGRAM-ELIGIBLE AND COMPARISON WORKERS

m- ,,,,,,,,
S -eigible APATIA
Characteristic Workens Workers
Reemployment Rate® 61.2% 419.2%
Mean Emplbyﬁiem Rate from Layoff o
to Interview Date (%) 32.4% 22.1%
Occiipation of iie [irst Postlayoff Job
White-collar worker 15.3% 12.0%
Craftasworkers 277 38.0
Operative = _ 34.3 26.1
Service worier/llborer 22.7 23.9

5The reemployment rate is the percent of workers ever employed from layoff to
interview date. The saimiple used to calculate the reemployment rate, the cmptoy

ment rate; and &versge weekly earnings from layoff to interview includes 385
prognm-ehszle and 384 comparison workers.

bThe employment rate equals weeks emp.oyed from layoff to interview (including
zero for workers nevet reemployed) divided by total weeks in the period.

 Although an average of two years elapsed between the layoff and
interview dates during the summer of 1982, only half of the workers.
from the comparison plants had found another job during this period.
This result is particularly striking; given the demographic and labor
market characteristics of the analysis sample. Middle-age males with

families and a long history of work experience usually have strong

attachments to the labor force, ruling out labor force withdrawal as the

primary explanation for this low reemployment rate: Note also that

program-eligible workers have 2 significantly higher reemployment
rate of 64 percent. This is initinl. but weak evidence of a program
impact on reemployment; weak because no adjustments have beeri made
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for other factors (such as age differences betwzen the two groups) that
could be confounded ¥ith tne program effect.

The employment rate from layoff to interview, w hich equais the

percent of weeks employed durmg the postlayoff period; is @ more

comprehensive measure of time spent at work. In addition to reflecting

the reemployment rate, it also deponds on the time it takes reemployed
v.orkers to find thelr first postla)off _)Ob and on the smbll'ty of

reemplu, ment rate there is mmal evidence of a po;nme program effect.

~ As would be expected with structural unemployment, there is a
substantial change in the occupationa! distribution from the layoff to
the reemployment jobs. On the layoff job, about 60 percent »f the
workers in the sample were employed as soeratives. Among the
reemployed workers; the size of the operam es category drops to 30

percent. There is a corresponding increase in the percent of workers
reemployed in the white-collar and service worker/laborer occupations.

The percent of cruftsworkers stays approximately constant through the
transition from layoff to reemployment.

Measuring Program Effects on Reemployment Rates

The central problem in measuring the effects of a particular
program on the behavior of participants is the choice of a comparison

parincnpants in the absence of the program. There{ore. the comparxson
group should be; on average, like the participants in all respects except

that the comparison group members did not participate in the program.

In a study without random assignment; si:~h as the one reported here;

differences between the participant and comparison groups that are

unrelated to the program treatment (but that affect the outcome

variables) must be controlled for in measuring program effects:

~ The differences between participant and ccmpariszm groups,
partncnpants in the Downriver ERa program are more eager to find
another job; on average, than nonparticipants from the program-
eligible plants. (in fact, this is one reason why they may paticipate in
the program.) This different motivation will affect a worker's
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probability of reemployment through more extensive job search and

extra effort devoted to the training programs. If, in commilmg for
measurable differences between the participants and comparison group
members, the study does not also capture the differerice in motivation,
then estimates of the program’s effect on reemployment w:ll be biased
upwards.

group:, may also be caused b§ the process used to as:xgn parucnpants to
arogram services. If the most effective services are reserved for the
“best” participants; such as those who are the most motivated in the job

search workshops; estimates of treatment effects will again be biased

upwards: Although statistical methods are availzble for modelling these

unmeasured differences; the results obtained are generally sensitive w

the assumptions used in constructing the models.®

This study takes an indirect approach to controlling fqr

unmeasured differences between participants and comparison group

members in assessing program effects on the various outcome
measures. The reemiployment rate may serve as an example, Using
various methods (described later) to control for measured differences,
the stud3 compared the reemplo,s, ment ratf ;or program-ellglble and

program effect on prog'ram-ellgjble workers. Assummg taat the
program had no effect or eiigible workers who did not participate in
the program; the program eftect on all eligible workers equals the

program effect on partic/pants times the participation rate. This result

has a simple interpretation: It states that the impact of a program on

the population eligible o receive its services is a function of the number

of eligible persons wiso decide to participate and the average impact of

the program on those ra-ticipants; Given this relationship, the effect of
the Downriver ERa program on the reemployment rate of its
participants may be obtained by dividing the effect on eligible workers
by the participation rate.**

*Farkas and Stromsdorfer (1950) offer a goog collection of recent articles dealing with
the statistical problems of unmeasired variables ini a variety of policy areas.

“l! VA represents the program effect atd the subscrnpﬁ P Ap. and e repras«-nt the

part