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A survey of 379 Elkhart County, Indiana, employers

was conducted to determine the local labor force situation. Replies
received from 141 employevs were analyzed, with the following
findings reported: (1) more than 520 job openings existed for
unskilled, entry-level jobs, hut employers were having trouble
filling them because candidates were poorly prepared or had bad
attitudes, and because the jobs paid poorly and were on late shifts;
(2) employers anticipated an annual shortage of 435 skilled personnel
due to an inadequate supply of qualified applicants and low pay
levels; (3) employers said that hindrances to hiring or retaining
skilled or unskilled personnel were attendance problems, poor work
record and unreliability, unwillingness and/or inability to learn,
drug or alcohol problems, disciplinary problems, inability to get
along with others, and low academic and job-skill levels; (4)
employers reported high levels of unmet training needs; and (5)
employers suggested that schools try harder to teach students basic
skills and work attitudes and that colleges teach more supervisory
skills to higher-level workers. (In addition to the survey results,
this report includes data for Elkhart County showing that (1) the
lack of low to moderately priced housing may be affecting some new
potential employers from moving into Elkhart County and (2) the
number of students in grades 7-12 has been declining and will
continue to decline, while more high school graduates are pursuing
higher education, making them less available for immediate
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employment.) (Attachments and appendixes include the survey, written

and summary responses, data tables, and several articles targeted to

employers.) (KC)
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ELKHART LABOR FORCE STuDY: SELECTED HIGHLIGHTS \

I. Replies were received from 141 Elkhart County employers to a .
mailed questionnaire designed to determine the local labor-force ©
situation. The major highlights include the following: ‘

® Employers reported a current shortage (job vacancies) of more
than 520 qualified persons to fill unskilled entry-level Jobs.
They anticipate even greater shortages .during the next three
years: a total of 1,280 or 428 per year. Problems identified for hiring personnel
included poor educational background or preparation, previous work records, and
attitudes, as well as an {nadequate supply of qualified applicants to select from.
As one employer put it, "those who really want to work, already are."” .'ob problems
included low pay, part-time work, second and third-shift work, discipline, lack of
enthusiasm, very high turnover rates and need to improve training and supervision.

@ Trere was a reported shortage for nearly 400 skilled personnel. Employers antic-
ipate greater shortages during the next three years (1,300 total or 435 per year).
Problems include an inadequate supply of qualified applicants with needed knowledge
and skills and enough experience, and some workers with personal problems. Job-
related problems included low pay levels, need to improve trafning and supervision,
employees” lack of enthusiasm, loyalty and desire to learn.

® Almost all of the participating employers rated hindrances to hiring or retaining
skilled and unskilled personnel. These included in rank-order (1) attendance prob-
lems, (2) poo~ work record and work unreliability, (3) unwillingness and/or inabil-
ity to learn, (4) drug or alcoho! problems, (5) disciplinary problems and inabiiity
to get along with others, and (6) low academic and Jjob-skill levels.

@® Although many employees (approximately 490) were engaged in some form of train-
ing or formal education (either internal or external to the firm), the majority of
firms identified significant current unmet needs, which were expected to worsen in
the near future: 968 needed additional training now and nearly 220 more each year
for the next three years.

@ Hundreds of comments were written in by employers describing policies and actions
they were taking to prevent or to handle personnel problems, as well as some sugges-
tions to improve undesirable situations. These comments ranged from the necessity
to emphasize students achieving proficiency in the basic academic skills in school
(the three "R"s) and improving their attitudes, to university-level education of
supervisors in order to improve their ability to direct and instruct employees.
Comments ranged from recognizing and promoting good employees to firing those who
are unsatisfactory.

I1. In addition to the survey results, this report includes data for Elkhart Countv
which show the following:

o The lack of low to moderately-priced residential housing (rental and sales) may
be affecting some new potential employees from moving into Elkhart County.

o The median pay of persons in many occupations in Elkhart County are lower than
the median wages Statewide.

o The number of students in grades 7 through 12 have been and will continue to
decline slowly during the next four years while a redistribution of students is
occurring among the school corporations. Moreover, more high-school graduates are
pursuing higher education, making them less available for immediate employment.

I1l. Finally, appended to this report are articles which reveal that the shortage of
skilled personnel is of growing National concern.

All in all, the authors are of the view that Elkhi County does have both
quantitative and quailitative labor force problems. It §{s hoped that the data and
ideas reported will convince and stimulate persons to re-examine present policies,
plans, and actions with a view toward improving joint and cooperative efforts to keep
Elkhart moving forward.




FOREWORD

This report concerns the subject of shortages in the labur force, (quanti-
tatively and qualitatively) in Elkhart specifical’iy and in the U,S. in general.
The specific data relative to the (in)adequacy of the labor force in Elkhart
address the following questions:

Are there shortages of quaiified unskilled and/or skilled persons

« looking for work? Are more internal and/or externa! training programs

needed now; what about future needs? What, if any, hindrances are there

to hiring and retaining qualiffed personnel? And finally, are there

. constructive suggestions or comments which can be shared with ocher
employers to improve the workforce situation?

Answers to these questions were recefved from 141 representative firms in a
mailed survey. It is believed that the conclusions to be drawn from these
replies and a careful review of employers’ comments can be very helpful to
employers throughout this area.

In addition to the Elkhart survey data, a review is presented of the
expected numbers of 7-12th grade students fn Elkhart County -- projected to
1990, as well as the number anc plans of high-school graduates in Elkhart County
and a comparison of wages for selected occupations in Elkhart, versus State-wide
medians.

Information pertaining to hiring, trainfng, and other iabor force matters
pertinent to the U.S5. in general are appended to the report.
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ELKHART LABOR-FORCE STUDY

JINTRODUCT JON

The Greater Elkhart Chamber of Commerce, together with two committees, The
Industrial [evelopment Comittee ard the Established Industries Committee, asked
the Office of Manpower Studies to look into the labor-force situstion in Elkhart
on 27 August, 1987. This request was prompted by a number of events which in-
cluded (1) a newspaper article and study reporting that wages paid in Elkhsrt
were low (the term "slave labor” was mentioned}, (2) a preliminary, smell, Elk-
hart Chamber survey, and (3) committee d!scussions centering around a series of
uestions, which included:

(1) Are there current and/or projected shortages of qualified workers in
Elkhart?

(a) If so, are those shortages of unskilled persons (nefither special-
ly trained nor experienced), and/or
(b) Are there shortages for skilled (specially qualified) persons?

(2) What are the current and projected situations concerning the adequacy
of and need for education/training (by type and level)?

(3) Are any employees currently enrolled in educational/training courses
- or programs? What are they and where?

(4) Are there hindrances to hiring and retaining personnel? If so, what
are they, and how severe are the problems?

(5) What related comments, suggestions and recommendations do employers
have?

(6) What additional information can be helpful in understanding the nature
and extent of these problems and in suggesting possible actions?

It was decided that the best approach was to sample representative groups
of firms by mail. Elkhart County firms, that were selected, reflected appropri-
ate types of business/industry and size of firms. The questionnaire was speci-
fically designed to obtain answers to the questions posed above (see Attachment
I). This was done as described next.

SAMPL ING ME THODOLOGY

There are approximately 3,765 firms in Elkhart County (see Tadle 1). These
firms were grouped according to their Standard Industrial Classification (SIC:
01 through 99) and their size of employment: small (S: 1-49), medium (M: 50-
249) and large (L: > 250). In general, one firm was selected to represent every
ten firms (by size) included in a SIC. ([In addition, alternate firms were se-
lected by size and SIC to substitute for firms which turned out to be inappro-
priate for the study. Moreover, any noin sampled firm which was {nterested in
the study was allowed to participate.]

Each firm was mailed a four-page survey (see Attachment I). Responses were
mailed back directiy to the Office of Mznpower Studies. Occupations designated
on the survey by respondents were coded according to the U.S. Census survey
occupational matrix.

Units of Measurement

In general, the unit of measuremert is the responding firm (n). ilowever,
for those parts of items which are directly tied to a specified occupaticn or
educational course or program, the unit of measurement is the specified occupa-
tion (k). This occupation unit is utilized in Questions 1 through 4.

;b




RESW.TS
Char istics of vey R s

Essentfally, Table 1 presents the total number of firms in Elkhart by gen-
eral industrial category, the numbers of questionnaires mailed out by size, th:
number of questionnaire returns by size from each category, the response rate
for each category, snd the percent representation of each SIC within the total
sample of responses. An overall response rate of 37 percent was realized.
Accordingly, the needs data reported by the respondents represent a lower para-
meter of true needs -- no attempt to expand or extrapolate the returns to the
universe of all firms is made in this report. [As can be seen in the actual
returns, however, the needs for personnel and training, &s well as the related
problems, are indeed significant.] Because some firms participating did not
respond to all questions, the base number of response units (r or R) are not the
same for each question.

A total of 141 firms participated in the survey study. These 141 firms
included 31 percent small, 43 percent medium, and 26 percent large firms. [For
the 92 firms which reported their total employment, the average (median) total
firm employment was 100 workers.]

The 141 responding firms were distributed as follows among various Elkhart
County cities or towns:

72% Elkhart 3% Middlebury 1% New Paris
12% Goshen 2% Wakarusa 1% South Bend
5% Bristol 2% Nappanee 1% Milford

Finally, 72 percent of the responding firms were members of the Greater Elkhart
Chamber of Commerce (28% were from non--member firms).

TABLE 1 )
i
CHARACTERISTICS OF ELKHART COUNTY SURVEY RESPONDENTS ~ \_ g
GENERAL NO.OF | NUMBER SURVEYED | NUMBER RESPONDING || RESP % OF
INDUSTRY GROUP FIRMS | S M L ;Totj S M L|Totl RATE SAMP
TOTAL v eveorensenonnonss 3764 | 214 125 40 | 379 42 ¢0 36| 139* 37%* 997
AGriculture.......ooee.. . 49 4 2 --| ts“ — 1 =] 1 [ 1%
MininGeeeeeoeass csececas 2 1] - - 1 -— = == -~ - --
Construction............ 329 { 29 4 1| 34 4 1 1| 6 [18% 41
Durable-Goods Manufactur 734 21 40 19 80 3 24 15| 42 | 532 30%
Nondurable-Goods Manufac 196 10 10 3 23 3 4 5 12 | 52% 91
Transportation..... e e... 98 5 3 I 9 3 2 1 6 || 67% 4%
Communicat & Utilitles.. 13 - 3 1 4] - 2 1 3 || 5% 21
Wholesale Trade..... .... 388 24 13 1| 38 4 4 9 || 24% 6%
Retail Trade..... ceceens 825 42 26 2| 10 7 11 | 19 || 27% 132
Finance...ceevveeennes .. 186 14 2 2 18 2 - 2 4 || 222 31
ServiceS...ceeee.o.. eese. 889 56 19 8] 83} 13 11 71 31 37% V743
Public Administration... 55 8 2 3 13 3 - 2 5 |l 38% 4%
* Two (2) additional sunveys wene netunned with thein 4ddentifdication nemoved,
which brnings the total nesponse nate tu 37%.




SURVEY QUESTION RESPONSES

A sumary of survey responses to currant and projected employment needs for
both unskilled and skilled workers is presented in Attachment II1.

QUESTION: Ane there cunrent end/on prodected shonteges ¢f unekitled ox
4hilled workens in Ethhant who ane quatified {on employment?

Most respondents of the survey (101 out of t4] or 72%) indicated that some
serious shortages do exist for unskilled or skilled workers who are qualified
for employment. More than 520 unfilled positions were reported for unskilled
Jobs and nearly 400 unfilled positions for skilled/specialized personnel (see
Table 2). Hajor difficulties are now being experienced in trying to fill these
needs vacancies and to meet needs for skilled personnel.

Respondents are anticipating even greater shortages and problems during the
next three years. Specificelly, more than 1,280 additional openings for un-
skilled and mure than 1,300 openings for skilled personnel are expected. Thus-
ly, an annual average of nearly 865 such new openings is projected (in addition
to the current shortages already reported).

Many employers reror.ed that, although they were getting some Jjob appli-
cants, many of these were not qualified for employment for a variety of reasons.

SPECIAL NOTE: The neponted cwuient and antdcdpated shontages indicate special
actions ane needed 2o necnuuat 4elect, thain and netain atl cwuwent quatiflied
employees possible. Comments and Addeas neponted in 2this nepont can assdst
employens in necessany policy foumlation, planning and actions which may help
prevent and/on ovencome some problems. Education and thaining mattens as well
as hindrances to employment and netentdion ane covened Laten in this study.)

Unfilled positions for unskilled workers were especially prevalent within
the hand-assembler occupational cluster. However, there were also significant
unfilled positions for sales workers, health-service workers (e.g., nursing
aids), food-service workers, and general helpers and laborers. Significant
needs were alsc identified for the next three years for hand-assemblers espec-
fally, as well as for general helpers and laborers and for sales workers.

Unfilled positions for skilled workers, needed in large numbers, included
those for mechanics, installers and repafirers, for health-diagnosis and treat-
ment workers (registered nurses and pharmacists), and for health-support techni-
cfans (1fcensed practical nurses and medical technologists). -

Anticipated skilled-worker needs were even more prevalent than current,
unmet needs. Skilled-worker openings were anticipated for hand-assemblers, non-
office administrative-support workers (tellers), precision metal workers, con-
struction-trades workers, office-support workers (secretaries), as well as the
current- needs groups: mechanics, installers and repairers; health-diagnosis and
treatment workers; and health-support technicians. Therefore, although current

needs exist for some selected skilled workers, significant needs are anticipated
for additional ones during the next three years.




CURRENT AND EXPEC

TABLE 2

TED FUTURE UNFILLED JB FT!SlTl(lﬁf’iN
NEEDED

ELKHART COUNTY BY OCCUPATIONAL CLUSTER AND
SKILL/EDUCA

TION LEVEL:
(From 101 of 141 Participating Firns)

1987

CURRENTLY UNFILLED POSITIONS _ OPENING NEXT 3 YEARS

occry kil Jed/Specialized - __Skill ialized ™
ocomiTou o ot (65 G VI 2 e R | | G VG YT | e
TOTAL...coveeernnnn o receeses 523 199 75 64 64 23 43 S| 919 1284 598 310 290 183 51 61 10 {2588 (862.7
anagers & Wgnt-Support...... W |— | 2 1 =~ — 1 ¢ | il =} 3 - - - = 17 4] WU} 4]
Nanagers, Executives, Adafn{11) [(—=)]( 2)( D(=)(==)( 1) SHC 1Y (1)} (==)|( ) (=) (=) (=) (=) 5)( 4)] (12)] (4.0)
Nignt-Support (Accnt.?erml)(ll) (=) (=== === N (=R ( D)} (=) (-)(-)(-N-)(-)( 2)(-) (.0
Engineers......cccoenvunnenns el Bl o 6 -} 6] —-|-— - - - | 4] 13
BugrlSclmTecMology. .23 - -z 22 1=l 1]-=}=-513% 2- 6] 5.3
Natural Scientists... I R I el el I R I B
Progr.SystnAnal.CICProw.zs —_—]—- - -2 -} - 3 -] 2= 1-] 3}
Social Sclentists (Psychol).. 27 |- | — = = == == = -- e Bl e IR B
Lega! Assistants............. B —=]—= = = oo = = - ol B R | i J
Educators § Educ-Related..... 3t |~ f—- —~- —= — - - 1] 1} -]~ - - - -8 3| U] 3
Health Treatment (RN, Phare). 32 |- |- - S 8 6 20 3| 2} - |- - - 68 12 2 2| 84280
Hith-Support Techn (LPW, MdT) 33 |-- | — - 3 12 4 1 =~} 3] --|— —- 8 8 2925 --| 1M|23
All Other Professional/Techn. 39 |~ |- -~ = == == == =-] -- LR B B
Sales Workers....cceveeecesee B9 4 3 4 - - 1 —fr ]S S0 - - 1 --1153]5.L0
Mainistrative-Support....... 6 (198 3 8 1 - — --{39]32]{19 3020 2 -- -- --303]0L.0
Office-Support (Secretary).(55) {( 6) |( 5)¢ 3)( 3){ D{=-)(=-)(-=)] (18) ] (30) [(13)(33)(20)( 2} (=) (—-)(--)| (95)|(3L.7)
Non-OFf Support (Tellers)..(S9)J{ )10 3)(--)( SH==)(==)(—=){(==)| (1) ] { 2 |( 6)(-- 200}(~=)(--){--)(--){ (208){(6S.3)
Cleaning Service............. 6 [lo |- ¢ == — -~ W} R|W 6 - - - - -} N]I20]
FoO0 Service....oeeeeeerenee. 6St10| 4 - - - =~ - | M) WiIi G - - - - - --| %] 81
Beaith Service (Mursing Aids) 66 |19 {~ 5 1§ - -- - =1 9] 6|-- - 18 - - - --| U, 6.0
Other Service.....ccceeeeeee. 69 | 1|1 = § == o= = <=| T === == == = e e | =] -
SUPETVISOrS.cereerrerennennss gt |-12 - - 3-—- 41 ~-|6]~-]-1-- 64 8- 19| 63
INSPECtOrSececceccccccccecces B3 {- |~ == o= o= o= oo e e f em | em e em ee e = oo} -
Bechanics, Install, Repairers 85 |-- | ¢ 25 2 15 == - | @ ] - |--115 1 30 - 3 --| 19| 4.7
Construction Trades.......... 87 {5(18 6 1| — — -~ ~|3WFI5|R - 2 - - — --| 9]163
Precision Metal Workers...... 89 |15]10 13 - 3 - - | y25|4452 212 - ---—-|135]4.0
Nachine Set-up & Operation... 91 | 8 | 6 2 4 9 - — |29 ] 24|15 12 - 19 -~ - --| 10| 23.3
Hand-Assesblers.............. 93 126 |36 15 6 9 -- - --|192 |705 [e50 30 9 33 -- -- -- [1107 |369.0
Transport Equipment Operators 97 |16 | 2 - 9 - - - | 2|4 - 15 - -~ - --| 4| 1]
General Helpers & Laborers... 98 |67 |-- -~ -~ —~ - -= {67 fJ21 |- 60 - -- == == -1 21| 90.3

Ins: Unshitted” Ond: Contdes oty CT2: Voeat[Technieal 2-9n  Und: Bniversity 4-ya

txp: Experdence only Cat: Contificate tin2: Univensity 2-yn GaS: Craduete Studies

¢ Selected examples ane {n panentheses.

SPECIAL NOTE:

Due to the shontage of quatifled appticants to meet cuwvient and

growing needs fon emplovees with mome hnowledge and sRARLs, it 4is essential
that cunnent employees be encournaged and asslsted An panticipating in training

and development programs.

Thene now exists a need fon employens and educatons

to improve thein commundcations netwonks and 2mgage in mone eddective coopena-
tive planning and actions.

J




QUESTION: Do you have needs {orn external education/training Local prOgrAaEm’
on assletance fon upgrading or xatheining youn cwuient employees?

The employers’ responses indicate much is being done and still needs to be
done 1In this regard. There was a total of 968 employees reported as currently
in need of training. The types and levels of training needed, by occupational
cluster, are identified in Table 3.

Respondents are anticipating considerable continuing training needs during
the next three years. Specifically, nearly 650 persons (Jjust amorg respondents)
will need additional training {an average of nearly 220 pe~ year). The types
and levels of training needed, by occupational clusters, are again identified In
Table 3.

Only a slight majority of responding firms (51%) possess current needs for
employee upgrade trafning or retraining. Moreover, occupational needs that were
fdentified favor the lower levels of training or education (see Table 3):

31% Courses only 13% Vocat,/Technical 2-yr 167 Univ. 4-yr
13% Certificate 20% University 2-yr 7% Grad. studies

Most employers would reimburse employees participating in such courses or pro-
grams_ for tuition expenses (72%), but most would not reimburse for book expenses
(52%). Employers would prefer that courses be taken during the evening (76%) or
during efther the evening or daytime (24%).

The greatest needs identifiec are for courses for hand-assembiers, both
currently and during the next three years, and for supervisors and management-
related workers. Other current and anticipated needs exist for nrec~ision meta.
workers, for mechanics, installers ard repairers, for machine set-up and opera-
tion workers, for engineering and science-technology personnel, and for office-
support personnel (secretaries). In addition, anticipated needs exist for non-
office administrative-support workers (e.g., teacher aids).

NOTE: No nelied fnom shontage o4 new job applicants can be expected érom gnad-
uating high-school sendons. Data show that numbens 0§ grnade 7 thnough 12 stu-
dents have been declining, and are provjected to continue 2o dectine. See
Attachment VII.




TABLE 3 »
PRESENT AND EXPECTED FUTURE TRAINING FOR CURRENT

EIPLOYAE'E‘IS, IN ELKHART COUNTY BY OCCUPATIONAL CLUSTER

NEEDED SKILL/EDUCATINN LEVEL: 1987
(173 Occupations Designated by 72 Firms)

EWPLOYEE TRALNING MEEDS MOW* * ENPLOYEE TRAINING NEEDS MEXT 3 YRS

|
QCCUPATIONAL CLUSTER gmmmmmmw mmmuz.w_r.slml__nver
16.9

JOTAL. eeoeecncenensenesanses 425 391 128 94 93 37] 9689535 19 59 18 10 15|64
General.c..cieieceinsnnnccnes B = == == T = o] TR - oo e e e - -
Nonagers & Wgnt-Support...... 10} 61 65 — 32 49 Aj2Nf ¢ —- — 1 | --| 8] 2.
Ranagers,Executives,Admin.. (11)} ¢ S)(--){-=){ 1}(38) (24} ()] ( E}(—=){=-}{ 1)( D)(—} ( 8 2.7)
ignt-Support (acent,persal) (21)] ( 1D(25)(--)(21)( 3)(--) (6?) (--)(")(°')(")(")('°) (=M =)

Engineers....coeeeerveeeeseee 2] 6 == == == -- 3 1 .- e - 171 5.7
Engr & Science Technology.... 23} 16 — - 35 -- -- SI N — = - - =1 20}l 90
Natural Scientists......oo0oo. ] —- — 3 - 26 -1 ] - - § - - -} S} 1.1
Progr, Systa Anal, CMC Progr. 25% | - =— == - —} I~ - = = = =} —} —
w'al Sciellﬂlts ('m)---- 21 == == == == == | l == T= ®e 7T == =S - bt
Educators & Educ-Related..... 31 ] 4 — = = - —| 4} -~ - - — -] 2U}] 10
Health Treatsent (RN, Pharm}. 32 | -- -- - 9 12 9| 30 f-- - - 9 9 9t 21} 9.0
HIth-Support Techn (LPM,MT). 33 | - | - - | =] 2y~ == == == = | =] ---
All Other Professional/Techn, 39 | -- - -- 3 — -1 3= == == oo == = —| —
Sales WOTKerSeoeeceovcoocoees 431 5 4 = — = | 9} 8 == == -- - --| B} 2]
General Administr-Support.... 50 | 16 | 37 —- -- -1 S4 |61 10 30 -- - --110735.7

0ffice-Support (Secretary). (55){( 5){ 1)(37)(-~s(--)(--)] (43)1(10) {10)(30)(--) (--) ()] (SO 1€.17)
don-0ff Support (Tchr Aids) (59) [(11)(=-)(--)(==)(==}{==)} (I (S (==} (-=)(--) (==} (--)| (57D 19.0)
Cleaning ServiceS.ceeoceeees 61 | 18 - 6 — —- —={ Uf-—- —= - - - == -] -—
Food Service..oceveescsesoss 65} 8 = == == = -1 BF12 - - - -- --112] 40
Health Service (Mursing Aids) 66 | - — — - —- - | =]~ - == = == oo o=} ---
Other Services....ceoooroones 69 | == == = == == o=l = Qo o= —e oo e e e} -

SUPervision...ceeeeueeveeeenss 81 {80 42 1 8 5 -} S5 - - —- — | S} 17
Inspectors.......coo0nee0eeee 83} 4 - =~ — —— — | 4] 5 - - - - -} §| 1]
fechacs, Install, Repafrers.. 85 {15 19 47 — - — 81 J12 9 24 -- - -] 45)15.0
Construction Trades......... Y B B i I B B [t Il B
Precision Metal Workers...... 89 |34 29 33 —- - - }9% |70 - -- - - --|170]23.3
Rachine Set-up & Operators... 91 (43 IS | -- -- - |59 }]52 -- == - - --|52[|13
Hand-Assemb2rs...ccco000eeee 93 |108 15 -- -- - - [I23 U - -~ -- -- --[234]78.0
Transport Equip Operators.... 97 |- == — == == = | === == o= == = | -] -
General Helpers & Laborers... 98 | 4 -- —- - -- — | 4|5 -~ - - - -[ §] L]

Ons: Comnded only #12: Vocet/Technical 2-¥x Und: Univensdty 4-¥x

Cat: Centificate in2: Univensity 2-Va 6rS: Graduate Studies

* Includes eaployees cumnently emnolled.

QUESTION: Ane any of ywur employees cuwuently emolled in
educationat/training counses on programst

Awareness of the reported needs for training and the fact that employers
and employees are now part :ipating in related programs are evidence that they
rezlize the necessity to address the problems of an inadequate supply of qual-
ified job applicants and current numbers of skilled personnel. Employer respon-
dents reported that over 500 employees were currently enrolled.

More than 150 were participating in courses only; mcre than 110, in certif-
fcate programs; nearly 50, in vocational/technical 2-year programs; anrd more
than 190 were advancing their formal university-level educstion in 2-vzar, 4-
year or graduata-level studies. A comparison of reported education and training
needs versus current enrollments, however, shows that more needs to be done to
lessen the gap.
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Although only about half the employers (51%) !dentified training noeds for
current employees, iess than half (44%) said that at least come of the occupa-
tional groups fidentified had employees currently enrolled in courses or pro-
grams. More than one-third of such courses or programs were located at Indiana
University at South Bend (391), although sfzable percentages were also a part of
Purdue Statewide Technology (18%) or at the Elkhart Career Center (13%). Such
enroliment was distributed across educational/training levels as follows:

241 Courses only 10% Vocat/Technical 2-yr 22% dniversity 4-yr
10% Certificate 25% Unfversity 2-yr 102 Grad. studies

Course/program enroliment tended to be in management, management-support,
or supervision (see Table 4).

SPECIAL NOTE: E{éonts to close the gap between nequinements and cwuwrent status
0{ employee profdcdency must become a pnlondty goal fon the Elhhant community.
Most 0 the educational/thaining needs neponted by employens ane at the Lowen
Levels 04 education on thaindng. Howeven, At appearns that mone action 44
tahing place trhying 2o meet the highen-Level needs. Much has to be done 2o
expand education and thaining at all Levels.

[ TABLC 4 ]

NUMBER OF CURRENT EMPLOYEES PRESENTLY ENROLLED IN

COURSES/PROGRAHS BY TYPE AND LEVEL OF COURSE/PROGRAM: 1987
(338 Courses/Programs Designated for 60 Firms)

' occp EMPLOYEES CURRENTLY ENROLLED
COURSE /PROGRAM CODE | Crs Crt VI2 Un2 Un4 GrS | Total
TOTAL. o ieerieenoocssonannnnns 153 115 49 83 83 25 508
General........oceeevveeencnee O] - - 5 7 - -- 12
Management & Mgnt-Support..... 10 5% 65 - 31 48 24 224

Management & Adminfstration. (11) (=) (=) (=) (—=) \37) (24) (61)
Mant-Support (accnt, persnl) (21) | ( 7) (25) (-=) (27) ( 3) (--) | (62)

Engineering......cccveceeccnes 22 e

Engr & Science Technology ..... 23 - - == 35 - - 35
Natural Science....cceevevenes 24 — - = == 26 -- 26
Progr, Systm Anal, CNC Progr.. 25 ] - == == == == 1
Socfal Science (Psychology)... 27 - e ee == e 1 1
Educatfon 8 Educ-Related...... 31 — == == == = -- -
Health Treatment (RN, Pharmcy) 32 -— - == -- 3 -- 3
Hith-Support Techn (LPN, MdT). 33 - I - - 1 - 2
All Other Professional/Techncl 39 -— == - 3 - - 3
S8leS....vetcnnccnctnnncnes oo 43 - 4 - = - - 4
Administrative- Support........ 50 S -- 15 - - -- 20

Office-Support (Secretarial) (55) { 5) (==) (15) (—=) (—) (--) (20)
Non-Off Support (Tchng Aid). (59) (--) (--) (--) (--) (--) (—) (--)

Cleaning Service.............. 61 12 - 12
Food Service...ccceeesnnsene 65 e e -
Health Service (Nursing Ald).. 66 — == == == -= —- -
Other Service......vcveveeeens 69 —_— == = == —= = -
Supervision.. sesseescssssss Bl 61 42 5 7 5 - 120
Inspection....ccceeeevcccennnns 83 e L -
Mechanics, Install, Repair.... 85 11 - 19 =-—= - -- 30
Construction Trades........... 87 2 -- == - - - 2
Precision Metal working....... 89 4 3 4 - - - 11
Machine Set-up & Operation.. 91 I - 1 - - -- 2
Hand-Assembly...cocccessenseee 93 —— == == == e= == -
Transport Equipmnt Operation . 97 —-— == == == == == -
General Help 8 Labor.......... 98 —— == == == == e -

Cns: Coundes only 172 Vocat/Technical 2-yn nd: Univensity é-ya

Cat: Centificate Un2: Univensity 2-yn CrS: Graduate Studies




Facts on empioyment

Most respcndents rated the level of
hindrance of varfous worker issues in hir-
ing snd retaining qualified personnel.
These issues are presentec in rark-order n
~=hles 5 nd 6 according to the percentage

Office employee turnover
hawmmmhbmmmmhow
oﬂummmmmlmmumnpomionsae.
compared 10 13 percentin 1932, Employees taking ancther xob a~
counted for 35 percent of the 1988 total, up from 22 percent in 19.2.

REASONS FOR JOB TURNOVER AMONG OFFICE EMPLOYEES

“great” hindrance. In additfon, a few
wrote in additional worker {ssues which
hinder “hem.

All but one fssue (physical condition)
hinder mcst employers to some extent in.
both hiring and retaining qualified un-
skilled workers (see Table 5). The great-
est hindrance comes from attendance prob-
lems, work unrelfability and poor work
records. Substantial hindrance also comes
from unwillingness to learn, as well as
inability to learn, drug/alcohol problems,
and disciplinary problems. Except for
attendance and disciplinar proi .ems, these
jssues are slightly less hindering f{n
retaining than in hiring workers. W ite-in
issues of special significance include Job~-
hopping, pay scale or salary, and unwil-

1982 1986
15% OVERALLRATE o

Employees taking another job
Staft reductions
Dismissal | ~7%-.\:. "

Retirement
Othet

Note: The survey was conductrd in 68

metropoitan areas, covenng 1,239

companies employing 276,698 pecple. IntoGrephers
© 1987 North Amenc s Syndieae. Ing.

1ingness to work hard.

SOURCE: ‘amnuwsnve Wisnagemart Secery

TABLE 5
HINDRANCE LEVELS OF VARIOUS WORKER ISSUES
IN HIRING AND RETAINING QUALIFIED UNSKILLED PERSONNEL: 1987
HIRIMG PERSONNEL RETAINING PERSONNEL
No. |Hindrance Level No. | Hindrance Level
Firm | Mone Firm | Mone
Worker issue Resp | /NA* Some Great | Resp /NA* Some Great
Attendance problems............ 119 2% 38% 38% 110 207 4-% 381
Poor work record..cceeeessccess 119 22% 42% 36% 110 25% 52% 237
work unreliability........cc... 119 24% 40% 36% 110 26% 43% 311
Unwillingness to learn......... 119 441 29% 27% 110 40% 36% 24%
Inability to learn......ccvneee 119 /. 36% 20% 110 367 47% 1%
Drug/alcohol problems.......... 119 387 44% 18% 110 37% 50% 13%
Disciplinary problems........ .. 119 337 50% 17% 110 267 59% 15%
Inability to get along w.others 119 37% 50% 13% 110 36% 55% 9%
Low basic job-skill levels..... 119 46% 431 11% 110 56% 35% %
Low basic academic-skill levels 119 381 527 10% 110 50% 45% 5%
Physical condition............. 119 58% 39% 3% 110 62% 36% 2%
Wnite-ins

JOb-hoppPing...coeeeceencsaacnes 4 --  -- 100% 4 -— == 100%
Pay scale, wage or salary...... 8 - 257 715% 8 -  25% 715%
Unwillingness to work hard..... 6 --  50% 50% 5 --  40% 60%

Lack cf enthusiasm......... 00 1 -~ == 100% ] -- 100% --

Personal hygiene & appearance.. 1 -- 100% -- 2 -- 100% --

Peer prescure not to excel..... 1 -- 100% - 1 -- 100% ~--
Theft. . .oovieseesssscsaacsosasns 1 -- 100% ~-- 4 -— == 100%

» NA: Not Applicaole
8 0
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In general. the worker issues were less _
hindering in hiring and retaining qualified _USASN-APSHOTS

skilled personnel than qualified unskilled oo saieics hel sheps the netio 2aioics that shepe the nation
workers. Nonetheless, only physical condf-

tion was again greatly non-hindering for
employers in hiring qualified skilled person-
nel, and physical condition, basic job-skill
levels, and basic academic-skill levels, for
retaining such personnel. A poor work record
was slightly more hindering than the other
fssues, but almost comparable hindrance came
fr n attendance problems, low basic job-skill
levels, inability to learn, low basic aca-
demfc-skill levels, unwillingness to learn,
and work unrelfabflity. A write-in issue of
noteworthy hindrance was again the pay scale
or salary. (See Attachment IV for comparison
of median wages for Elkhart vs. Statewide.)
Gther write-in issues greatly hindering both hiring and retaining of qualified
skilled personnel, for examples, were peer pressure to not excel fn work and
unwillingness to work hard.

TABLE 6

'HINDRANCE LEVELS OF VARIOUS WORKER ISSUES
IN HIRING AND RETAINING QUALIFIED SKILLED PERSONNEL: 1987

RING PERSONNEL _RETAINING PERSONNEL
Hindrance Level No. | Hindrance Level
Nore of | None
Worker fissue /NA* Some Great | Resp | /NA* Some Great
Poor work record 40% 357 25% 99 491 35% 15%
Attendance problems 447 32% 24% 99 457 32% 21%
Low basic job-skill levels 47% 31% 22% 99 581 27% 15%
Inability to learn 50% 30% 20% 99 487 347 17%
Low basic academic-skill levels 487 33% 191 99 57% 34% 9%
Unwill fngness to learn 54% 27% 19% 99 487 33% 18%
Work unreliabfility 44% 39% 17% 99 43% 38% 8%
Disciplinary problems 50% 35% 15% 46% 41% 12%
Drug/alcohol problems 52% 32% 16% 527 35% 13%
Inability to get along w.others 110 477 417 12% 46%7 431 10%
Physical condition............. 70% 26% 4% 69% 25% 6%
Wite-ins
Pay scale or salary 27% 13% 207 80%
Unwillfingness o work hard 50% 50% 50% 50%
Job-hopping......co0vcieenceens -— - -- 100%
Peer pressure to not excel -- 100% -- 100%
Lack of e .thusiasm....ccoeeveee -- 100% -- 100%
Accepting responsibility....... 100% -- 100% --
__ylllingness to work overtime... 100% -- - -

® NA: Not Applicable

NOTE: Some comments have been made to the edéect that a shcntage 04 Low to
modenate priced nesidences fon sale, on nent, ane agéecting the Labon Aupply
in Ethhant. Thds 46 difficult 2o assess. See Attachment VI {on nelated
indonmation.




SYNOPSES OF COMMENTS AND SUGGESTIONS WRITTEN IN
BY SURVEY RESPONDENTS
(See Attachment 1l for detalled —— and nelpful -- comments and suggestions.)

QUESTION: Ane you now expeniencing mafon di{élculties in hining quatified new
employees who ane not requirned to have specdal Job shitls on thaining?

Twenty-six separate respondents wrote in individual comments describing one
or more major difficulties that they- were experiencing: only two stated there
were no difficulties. The most common complaints centered around the following
points: there was a shortage of new applicents who had the needed "basic educa-
tion” (e.g., high-school graduation), some stated applicants did not have proper
work attitudes, others stated that too many had left after a number of very
short pre: ous employment experiences; they lacked commitment and loyalty. Also
comments were made to the effect that anybody in Elkhart qualified to begin
working wes already working. (See Attachment I1.)

QUESTION: Ane you expeniencing majon didéicultiesd in hindng shilled new employ-
ees (L.e., those nequining speclalized sRiLLS on thadning)? Do you §onesee
mafon diéiculties ahcad?

This question evoked more than fifty written statements, all but two of
which enumerated numerous difficuities being experienced now -- and more pro-
blems were expected in the future in hiring new skilled personnel. Generalizing
these comments, many expressed the view that both ic+ quality, as well as a
limited quantity, of skilled applicants existed now, and the situation would
probably worsen in the future as demands would further outstrip the supply;
there was frequent mention of the lack of a good work attitude and trainability;
some small firms’ (mostly service) replies indicated they could not prc.ide
full-time Jjobs and sufficient pay to compete with larger firms (some mentioned
that large manufacturing firms’ competition for qualified people drained the
pool). Soie mentioned growing drug and alcohol problems. further specific
related comments are presented in Attachme-* 11,

QUESTION: Do you have any suggestions on comments to help alfeviate the didéi-
culties in ginding and hining qualified shilLled employees?

Many employers’ statements received could be very helpful to others. More
than 30 ideas to improve finding, hiring and lessening problems are listed in
Attachment Il. Again, these comments center around both job expertise and per-
sonal traits and characteristics.

SPECIAL NOTE: A necently puvhiished boosk on how to find and hine the
best people, incneasde nu..Jen of qualidied applicants, edficiently
nannow the {ield, impnove Aintenvdewing, get useful nedenence maten-
ials, etc. 4i4: Robent Half{ on Himing, A PRum Book; New Amendican
Librany, P. 0 Box 999, Bengenddield, NJ 07621. {$k.95 papenback,
pRus $1.50 fon postage and handling.) See Appenddix VIII.

QUESTION: Do you have needs $on extennal Local thaining proghams on assdstance
don upgrading on netraining cuwuvent employees?

Forty respondents wrote in comments which agreed that further external
assistance was needed; only two wrote that this was not necessary. A common
thread emerged which stated that a good basic education was needed on which to
build. Schools were mentioned as needing to put more emphasis on math, English,
basic sciences and personal attributes. The ne is for employee familiarization
with computers and word processing =re growing steadily according to a number of
employers.

These comments (and others) clearly reflect the need for viable and cooper-
ative relationships between employers, employees, education and training
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teachers, aoministrators, parents and students, community leaders and pertinent
private and public sector organizations.

QUESTION: ‘hat ane thi: hiadrances to hining on retaining quatified penson-
nel? What can be done to Amprove undesinable situations? [These ques-
tions wene asked sepanately {on unshitled and {or shilled/speclatdzed
pensonnel. ]

Regarding overcoming hiringa and retention of personnel not requiring spec-
falized skills, (tweive employers wrote in work fssues not 1isted on the ques-
tionnaire). These included matters of pay, peer pressur2, willfingness to work
and theft. One or the valuashie results of this study is the listing of more
than 100 policies and procecwures desianed to help alleviate or overcome hin-
drances to hiring or retaining qualified personnel. (See Attachment Il and
Appendix I1.)

Among the many good suggestions were: the necessity for very careful re-
cruitment and screening actions before hiring, the necessity for a progressive
difscipline system, and procedures to fire problem employees not meeting stan-
dards after careful documentation and review. A few other points concerned
counseling, personal assistance, motivation, training, promotion, probation
periods, performance evaluation and planning for Jjob advances. Again, comments
were made as to the inadequacy of current public school programe to provide
graduates capable fn the academic basics and possessing positive attftudes.

Answers and comments regarding skilled personnel concerning hindrances to
hiring and retaining skilled personnel included the following problems: too few
qualified job applicants, lack of good supervision (e.g., foremen who can lead,
instruct, motivate, discipline and gain respect), lack of skills, not wanting to
work or enter training programs, lack of enthusiasm and loyalty.

Ansders and comments as to procedures used to address the hindrances were
written in by more than S0 employers. These are well worth reviewing by all
employers for fdeas (see Attachment I1). Included were mention of: providing
incentives of various kinds, established and announced procedures for promotion,
discipline, pay and other critical personal matters. Again, there was mention
of the growi .g importance of Jjob advertising, careful recruitment and hiring
practices, and checking of applicant background and expei-iences.

More than 25 suggestions were received to improve hiring and retention
related to skilled/specialized personnel. These included: recognition and com-
nensation for the additional skills and training acquired, careful screening for
promotion of only the best, paying more for those deserving (must be competitive
in pay scales), good supervisors who can prevent some problems snd better handle
those which do occur. A number of comments were made &s to the necessity for
more and better training for nearly all personnel.

... .AND SOME SEPARATE, SPECIAL EMPLOYER’S NOTES:

In addition to specific comments written in on the questionnaires pertinent
to a particular question, some employers wrote more extensively on their hiring
and retention experiences. Three of these are included at the end of Attachment
I1. Consistent with the data and comments throughout this study, these
employers wrote they have considerable problems hiring and keeping new
employees, especialiy for jobs paying lower wages.

....AND MORE:

A number of relevant articles concerning workforce shortages and problems
Nation-wide are appender to this report.

| Finally, a new book or hiring which can provide many useful suggestions to
’ employers is attached as Appendix ViII.

El{llc 11 16




THE GREATER ELR
514 S. Main St.. P.O. Box 4

ATTACHMENT 1

CHAMBER OF COMMERCE, INC.
Elkhart, Indiana 46515-0428 (219) 293-1531

September 4, 1987

There have been reports and some data which indicate there is a current
and/or projected shortage of workers in Elkhart County. Some contend the
shortage is of trainable employees requiring no special {zed experience or
training, Others believe there are sufficient numbers of job seekers; how-
ever, they do not have the essential attributes, special skills or training
needed on the job. Still others believe the most serious need is to upgrade

or to retrain current employees.

This survey, designed to look into the matter, is being conducted in
cooperation with Purdue University’s Office of Manpower Studies. If there
are no serious labor force problems, well and good. |[f there are. hopefully
the severity and nature of these problems will be igentified, suggec:ions
received, and actions taken to increase the gquanti.ty or raise the quality of
workers as needed.

Please help us in our efforts to help you. Your individual responses
will be kept confidential. We would appreciate if you would complete this
questionnaire by September 22nd.

A summary of the results of this study will be msJe availaole to all
respondents.
Oon Heiden, Chairman o Harman, Chairman
Establ ished Industries Committee ustrial Uevelopment Cu1n|ttee

Please relunn completed quedtionnadine Lo:

Dn. J. P. Ldisach ;#‘;fg
044ice vé Manpowen Studies I T3
Knoy Hatl, Pundue Undvenssty oY

West Ladayette, Indiana 47906
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Your Name and Title

Number of Employees

I oo o s e

l. Are you now experiencing major difficulties in hiring new employees who are
not required to have special skills or training as a condition of empioyment?

___ NO (Skip to Ques. 2) — YES (Please complete table)

No. of Positions
Name of Currently Opening

Position/Occupat ion Unfilled Next 3 Yrs Special Requirements
a. .
b.
c.
d.
e.

(Use additional sheet(s) as needed)

Suggestions or commments:

2. Are you experiencing major difficuities in niring "qualified” new employees,
i.e., those who do require specialized skills, training, or education?

___NO (Skip to Ques. 3) —__ YES (Please complete table)

No. of Positions No. of Yrs | Educational or

Name of Currently Opening Experience | Training Level
Position/Occupat ion Unfilled Next 3 Yrs [ Reguired Required @

(Use additional sheet(s) as needed)

Do you foresee major difficuities ahead in the next three to five years in
hiring such new employees? NO —__ YES: describe

Suggestions or comments:

@ Level 04 education/trhaining:
(1) Counses only {3) Vocational /Technical 2-Yean (5) Undvensdity 4-Yean
{2) Centidicate {4) Univensdity 2-Yean {6) Graduate studies

ERIC 13 1g




3.

Do you have needs for external local programs or assistance for upqrading or
retraining your current employees?
— NO (Skip to Ques. 4) ___ YES (Please complete table)
Number of Educational or
Name of Employees Concerned | Training Level
Position fon - Now Next 3 Vrs Required ©
a.
b.
c.
d.
e.
f.
g.
h.
i.
J.

(Use additional sheet(s) as needed)

Wwould (do) you reimburse employeee who participate in such programs?
__NO, ___ YES: tuition, —_ YES: books, ___ YES: Other

During whith of the following would you prefer your employees take classes?
___Daytime Evening ___ Either :

Do you foresee future or changing needs for employee training?
__NO ___ YES (describe)

Suggestions or comments:

Are any of your employees currently enrolled in educational /training courses
or programs? ___ NO (Skip to Ques. 5) ___ YES (Please compiete table)
Number of Educational or

Course or Program Campus Employees | Iraining Level ®

a.

b. ! '

c. ‘

d. .

e. __

f.

g.

h.

i

J.

k.

(Use additional sheet(s) as needed)

Level v4 education/training:
(1) Counses only (3) Vocational/Technical 2-Yeanr {5) Undvensily 4-Yean
{2) Centificate (4) Univensity 2-Yean {6) Graduate &studies
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| 4
S. For your employmant needs which do not require speciai_skills or training,

please check the level of hindrance each of the following worker issues i
hiring qualified personnel and in retaining qualified personnel :

s in ‘

I 4 ’
HIRING PERSONI L | _ RETAINING PERSONNEL

Not |Hindrance Leve: Not |Hindrance Level

Worker issue Appli- Appli-

Low basic Job-skill levels ..... —
Low basic academic-skill levels.
Inabilfty to learn .......cc0-0.
Unwillingness to learn ........-
Poor work record ....cccceccee .o
Orug/alcohol problems ..........
Attendance problems ..... ceccsos
Physical condition..............
Work unrelfabitity ...... ceecess
Inability to get along w. others
Gisciplinary problems ..........
Other work issues:

I
Lttt
NEREEREEE N
Lebvirrriebrtld
Lebrbirrrtl
Lrrrberrbrnl
brrrbrrbrtd
brrrrrrrintld

Current procedures for overcoming problems:

cable(None Some Great| cablejNone Some Great

Conments and ideas for improving the situation:

4 .
6. For your emgloyment needs which do require special skills or training, pl
check *he level of hindrance each of the following worker issues is (a

hiring qualified personnel and {b) in retaining qualified personnel:

’ ’
HIRING PERSONNEL RETAINING PERSONNEL

ease
) in

Not |Hindrance Level Not | Hindrance
Worker Issue Appli- Appli-
cable

0
3
a
1)
5
®
©
o
0
o
g
o
&
5
®
g

Low basic job-skill levels .....

_ Low basic academic-skill levels.
Inability to learn ....ccccceeecs
Unwillingness to learn .........
POOr work record ...ccceccecccse
Orug/alcohol problems ..........
Attendance problems ......cccc00
Physical condition....cccccccseee
work unrelfability ..c.ccccvvccees
Inability to get along w. others
Disciplinary problems ......c...
Other work issues:

|
TTITITITITI g
[y ]

ERERRRRERRN
IRERNRRERAE
T
RRRRRRERRN

Current procedures for overcoming problems:

Level

(2]
E)
®
Q)
ct

Comments and ideas for improving the situation:

Thark you {of paaticipaling!




ATTACHMENT 11

WRITTEN COMMENTS FROM ELKHART LABOR SURVEYS

1. Are you now experiencing major difficulties in hiring qualified new employees
sre not required to have special skiils or training as a concition of employment?

a. Volunteered and Written Suggestions or Comments by Respondents:
Comments stating difficulties sre being encountered: Yes 24.

No difficulties 2.

- Hindng at times is not as difflcutt as Reeping them coming to wonk.

~ Definitely nequirne high school ghaduates with abitities to commundcate, nead,
wilic and add well!

- Need mone people quatidied {on womkh in the arnea: Attnactive manketing needed 2o
ensune thein nelocation to this anea, and make positive points about the county.

- Duning the past {ew yeans we have had an {ncreased tunnoven in att depantments due
tu tack 04 quatity wonk and fack of dependable, motivated employees. Wonkens
fack the addlity to think thnhough problems to get solutions. They odten take
shonteuts and attain poon wonk.

- Even Ancneasing hounly nate does not motdvate people to apply on do an adequate
Job while cloched in. Need mone qualified people who are 4eeking work.

- The majon didficulty 44 ¢inding employees who are netiable and motivated. The
specifdc needed shiLLs can be taught in on the job thaining.

- There ane plenty 0§ untrained people who apply. Verny few have high school edu-
cations. The only shills we nequine ane the basdc neading, writing and mathe-
natics sRALLs. Howeven, thene arne a shontage of people who have these SRARLA.

- We need people with propen attitudes and wiltingness to commit themselves.

- Most appticants can’'t pass a simple math exam. §0% have not gaduated érom high
school. Many have poon attitudes about wonk.

- Since this nestaunant has opened on July 6, 1987, we have attempted 9 catch up
but as 04 Octoben 10, 1987 we stAL do not have a $ull stadf. We wit 2Lnain but
most people don't even show up fon thein intenview.

- We have a pool 0§ wonhens availehfe through the sheet metal undion.

- 25 to 30 pencent 0 employees arne veny undependable and do not want to wonk. Ue
ane having probfems with {ake wonkmen's compensation cases.

- 14 we encounage the people $nom othen states, without many nestnictions, and don’t
make 4t difficutt {on the Hospitatity Industny I thinkh we can get good nesults.
We need 2o do mone.

- Canpet layens and dny-wall {inishens ane almost non-exdstent.

-  Unemployment 40 Low cannot heep help. Tunnoven high, employees can go anywhene 4An
Elhhant and get a job. A neally senious pnoblem fon us.

- It 48 hand to say how many openings we will have in the thnee yeans. Therne arnen’t
a set numben 0§ posditions in each anea. We thw to have enough people 10 coven
eveny houn we are open.

- Peosple in this anea who do not have Jobs ane "professionally” unemployed.

- Anyuome who wants to wonk does. We need mone people who ane neliable.

- The people that ane hined usually quit in a day on two because, they say, the wonk
is oo hand and/on you can make mone on weléane on at a factony.

- Not hindng at this time.

- Betten basdc education An the high aschools. ALso education people that some man-
ual Rabon witl always be with us and speed and divensity ane just 24 much a
sRILR as openating a computen. Teach them to nead a nufen. Teach them basdc
math. Teach them that absenteelsm {4 not acceptable in the wonk place. Teach
them they must be hand-working and Loyal.

- Duming 1987 we have hined 150 people to maintain an employment RLevel 0§ approx4-
mately 450. (A one-thind tunnoven rate. People quit aften shont periods 04
wonk.) People who neally want to wonk are all already employed.
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Question §1 - Continued

- We ane cwwently in a stow dowm pendod but have had Larnge tunnovern 4in 19§7.

Many Rach the pernsonal skilRs, such as constructive and coopernative attitude and
willingness to wonk and to be tradned.

Majon woxoblem, 44 people ane not witling Lo Leann. They show no atiempt to Leann
on thein own on any intenest 4n taking the trhaining which 448 oféened.

ves, we can hine new employees but we ane having great diféiculty hining good

dependable employees.

2. Are you experiencing major difficulties in hiring skilled new employees, f.e.,
those who do require specialized skills, trainina, or educstion?

a. Do you foresee malor difficulties ashead in the next three to five vears in hir-
ing such new employees? (Describe)

N’s = Yes 54, No 2.

- VYes. Today'’s genenation aren't as welld nounded, haven't as much dnive, and are not
as well educated.

- Yes. Candidates énom IUSB ane hand to attrhact, therefone, we seanch beyond zhe
Locat anea .

- Yes. Poon wonR ethic in this area.

- VYes. Unfontunately these pnoblems have exdsted since the Atat 0§ this business
due to majon usage o4 dwgs and because 0§ this generation not carning about
whethen they keep a §ob on not.

- Yes. Numben oé applicants enterning into the nunsing prodession and compelition
with hospitals in wages.

- Yes. Fewen college graduates in these Local aneas.

- Yes. This anea has a high mobife home industny and we cannot compete wiih Thedn
pay 4cale.

- Yes. Expendience nzeded in the {utune wilf be mone technical. We will neach zthe
Level needed in bAg cdities but customens will pay Less. The senvice Andustny
anound ELhhant is very cutthroat and {ew quality senvices exdist.

- Yes. Thene 4s a need fon some employ, es to be more constrnuctive and coopenative,
mone neldabfz and witling to wonk and study.

- Yes. Ue hine Lead teachens who must have (1o meet oun nequinements, not zhe
state’'s) a minimum 0§ a 2 yean degnee in eanfy chifdhood education.

- Yes. Lach 0 teenagendsd and Low unemployment. Improvement in desinable pensonal
charnactend{stics is needed by some.

- Yes. Job manket Leans heavily 1o factony on R.V. industry: sets the pace.

- Yes. Applicants arne wsually fnom senvice ?ype 4obs. No specialized training.

- Yes. Shontage 0§ Medical Technologists and Medical Labonatony Technicians.

- Yes. Fon expendenced RV Line employees the Low unemployment nate in this anea 44
a problem. Fon wonhens and secnetandal the youngen applicants don't have good
basics (Spelling, English, ete.).

- Yes. [Thene Ls a) genenal tightening o0 the Efkhant Rabon manhet.

- Yes. Heatdng and ain condditionding/engineerning shills needed.

- Yes. People do not stay at one 4ob Long enough to get propen expenience.

- Yes. No motivation énom the govennment non encouragement Lo punsue such caned.

- Yes. Thene seems 1o be a greaten than usual shonrtage o qualidied people.




ves. Thene {4 a shontage of shilled applicants: 4ome have POOR PARVAOUS WORR
neconds, some ane aleohotics.

Yes. Cwwrently therne 48 a nation-wide shontage o4 Regastened Nunses.

Yes. Problem exlsts because o Low satany offened.

ves. Area business demands on Labon manket are Aincnreasing.

yes. Thene L8 a definite shontage of Registened Nunses, Licensed Practical Nunses,
M Ald and Nunses' Adds.

ves. Continued shontage shil'ed aneas. Must go outside Local community. Some
employees not neadily trainable, not willing to put in effont und time.

Ves. Labon manket cannot provide employees. We adventise 4in Michigan.

ves. This 4Ls an om-£oing problem. Mone good people -- mone trhaining needed than
available. Situation {4 deterndonating

Yes. Retativety new {ietd and not many qualified/expenienced people 4in tabon
manhket in thas anea.

Yes. Mone nestaunants and businesses ane coming into the anea; need people.

ves. The availabitity of qualtifdled, experienced wonkens decrneases yearly 4An the
Ethhant anea due to the Low unemployment pencentage.

Ves. Attitude scems to be veny negative. Many applicants, but they ane not neat-
Ly wanting to wonk, (many ane not qualified, some have poon prion wonk reconds).

Ves. Too many people just don't want Lo wonk.

Yes. 14 unemployment stays down because we wonk acconding *o minimum wage.

Yes. Low unemployment Level in ELkhant County mahes getting qualified and expen-
{ienced help hand.

Ves. Shontage 0 quatified, stable employees.

Ves. Oun turnoven this yean [4s high], (i.e., hined 300 -- netained 70).

Ves. We have had to nesont to in-house trhaining because a trained/expenienced
wonk §once was not available, except at highest pay 2evels.

No. Not any mone than at present time.

Ves. Demand will exceed supply of qualified neople.

ves. Sendous shontages in the industny. Situation will pnobably wonsen.

Ves. Anea Rabon manket wsed up. Yet mone business is presently planned fon EL-
Rhant Anea by sevenat companies.

Ves. Veny didicult to find expenienced pensonnel.

Yes. Economic gnowth. Factony Competition. Too few qualifdied people.

Yes. Can't compete with dactony industny. (4i.e., §ull-time positions and pay) .

Yes. Nunsing schools have neduced ennoffments. Wages ane not competitive with
othen industnies

Yes. Greatest problem is meeting compensation package offened by Lange companies.

Yes. Not enough gnaduating to 4L the needs 04 an aging sociely in a mone tech-
nofogical ena.

Yes. Depends on economic conditions in my industny.

Yes. Histonically, a shontage 0§ 4secnetanies with Legaf sRiLLs and shonthand.

Yes. Applicants do not want to wonk. Many have aleohof on drug problems.

Yes. Lach 04 shills to quatidy {on job. Insuficient training. Poon wonk attitude.

No. We have a pool 0 wonkens available thnough the sheet metal undon.

Yes. Not enough nunses avaitable.

Yes. Demand is too gneat, not enough thaining is beang provided, (environmental
concenns)

Yes. As the wonk donce incneases in this anea, we do not have enough quatified
help to {iLL oun needs.




Question §2 -~ Continued

b. Suggestions or Comments: (regarding difficuities in hiring skilled qualified
employees, e.g. having special skills or training).

N’s = Ideas to improve situation 33. No difficulties 2

- Staonger counse atudy needed 4n Industrndal Supervision, Matenials Management.

- Encounage young adults Lo choose a canden In Nunsing oven othen professions. As-
448t with {dlnanclal nesponsdbitities.

- We have excellent benefits but some just Look at pay check.

- Scholanships needed Lo encourage persons to enten the {leld. We need 1o Aincrease
éunding 2o day cane centerns 50 wages can be competitive.

- Cnrach down on independent cleanens who ane paid unden the table.

- Polential and actual employees are reluctant to wonk weekends on nights. Job
manket Ls ndpe fon Monday - Frnlday days in {actony on manufactuning posdtion.

- Most positions coming avallable ane enthy Level production wonk. We believe in
Luining employees to advance rathen than hining on outside people with shiles.

- Locat prognam with on 0JT trhaining {unds be set up fon splicing school and in-
statting school 10 weeks pen counse and then job placement.

- UWe have tried atl aspects, we now need youn help to get quatified employees.

- Post "help needed” signs om mall bittboands and mall enthances.

- It is diféicult to {onesece economlic thends that would adéect oun hindng. Advance
planning, hirning and training ane digéicult, but must be done.

- Incnease enrollment through mone {Lexible class houns. Industhy will naise wages
10 attrhact new graduates.

- Push Phaunumacy School t6 high school junions and senions (as a caneen choice).

- We have nun ads {n the Rocal papen fon eight days with no one applying.

- (Provide) in-house training on state grants 1o ~ompanies to thain employees.

-  Schools should put mone emphasis on basic education in 3 aneas; neading, wniting
and anithmefic. ALs0, help students develop good wonk atiitudes.

- Must screen §on good attitudes and thaits by careful scneening and checking
nedenences.

- I'm consddening adverntising in othen aneas (i.e., Indianapolis, Kalamazoo, ete.)
and penhaps subsidize moving expenses.

- Give a ghant to the people who ane intenested in this business and want to make a
caneen out of it nathen than 2o {42L in thei) spane time.

- Mone intensive thaining programs needed. One and possibly 2 yeans o4 education
and thaining are needed fon a well nounded employee.

- Medical TenminoRogy {8 veny impontant in oun gield; Racking.

- Therne 4is Little traindng available fon oun specific wonh but we ane able Lo at-
trhact applicants {rom people with netated hnowledge (4.e., banks, neal estate
r.gencies, ete.).

- 04éen Local nunsing (education) progrnam. We must educate to meet oun needs.

- It witl cost even mone time and money 2o train people and keep them abnreast;
soneen carnedully and hine those with necessany potential.

- We have 4een a steady decrease in the numben of qualifdied apniicants -- Lacking
basics such a4 math, spelling, grnamman. Howeven, mone ane needed.

-  Naticawide netailen pnoblems. Must provide betten basic education and some spec-
datized thaining to all. Propen attitudes ane essential.

- Those who meet minimum quatifications ane alneady wonking. No new ones available.

- Anea educational §acdtities need 2o include basic education in vocational and
appnenticeship prognams.

- The vast majondty o oun employees bid ¢nom within the wonk gnoup. The avenage
yeans o4 senvice 0§ oun employees 44 in the nange 04 15 yeans on mone 40 we
don't have much tuwnoven, yet.

- Unkess the pupulation gnows along with the business thene 446 going to be a sevene
shontage. Thene L4 atrneady a shontage because thene ane Less teenagens,
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Question §2.b. - " wntinued

- We need a community personnel data bank 0f available pensonmel 50 we can {ind
and/on "check up” on applicants befone we intenview and Rire. Too many ane poon
nlshs with questionable previous neconds we hnow nothing about.

- Encounage shitled aborn 2o nelocate in the Ethhant anea by providing inexpensdve,
nespectable housing within pleasant swwounddngs.

- Have adventised An 5 newspaperns 4in Nokthexn and Centrnat Indiana. Have alseo used
Indlana employment and secundty ddvisdion computen Listings Statewide.

- Mone vocational/technical thaining.

- Need to devise a way 1o entice people 10 move 10 Ethhant County.

L L -« L L L L L

()

. Do you have needs for externai locat! training programs or assistance for upgrading
or retraining current employees?

a. Do you foresee future or changing needs for employee training? (describe)
N’s = Yes 26; No 1, Unknown 1.

Ves. I would only considen seminans in onden to nethain supenvisons in how 2o
deal with problems in tunn-oven and employee netationships that witt continue
Long -into the futune. As you can see, 1'm verny Huwstrhated with the Lypes of
people we have 1o wade through in onden 2o get the ndght ones fon oun business.
{We arne shont 04 qualidied, trnainable people.)

- Yes. Mone specialized thaining An Vocational /Centidicate trhaining 4is needed.

- Yes. We need to train young inexpenienced wonkens in good chifd cane techndiques.

- A s00id basic edrcation is needed as a foundation; cnitical now, even mone laten.

- Yes. Schools not neally "educating” grnaduates. Many apply who cannot nead, wriite

on compute simple math. Situation has become wonse these past few yeans.

-  Somehow, we need 1o improve employees' attitudes and neliability.

- Highen fevel 0§ sRiLL tnaining needed Ain clendcal functions.

- We may need technical thaining fon upgrading and computenized me;il dabrication.

- Need 2o masten éundamentuls oé communications, computation, neasoning and 4inten-

pernsonal shills.

- Probably in the aneas 04 computen data processing.

- Yes. Computen ondented shills.

- VYes. Must have good computen shifLs, good abitities, and commiiment.

- VYes. Always changes in training nequinements and techniques.

- Yes. Incneasing state and {edenal Licensune (requinements/standands) wilkl decnease

the numben o stafé and incnrease the demand.

- Oun grhowth has been 40 nrapid oun needs could change - unknowm at this time.

- Yes. Upgnading prnesent hnowledge, new methods and/on machineny.

- Yes. Computen sRALLS.

- Yes. 1 {eel that as centain §0bs become mone computendzed, people Will need mone

Rnowledge 04 computens.

- Yes. HAigh technology (heeping abneast). Requines sofid acudemic foundation.

- Yes. We ane becoming mone sophlsticated each yean with new equipment and process.

- Yes. Mone emphasdis on pasic English and math shiQLs.

- Yes. Continued emphasis on basic neading, wiiting and anithmetic.

- Yes. Sendous, hand wonking, desine and dependability in an employee.

- Yes. Basic machine practice, CNS, qualdity and use of gages.

- No. Not in oun industny -- perhaps senvice industnies such as $ast food.

- VYes. Technological obsolescence will be a continual problem in the efectronics

industny.

- Yes. Technical, dradting (CAD), and supervisony thaining will be necessany.

- Yes. Mone electnonics and mechandical needs.
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Question §#3.a. - Continued

b. Comments or Suggestions: (regarding needs for external local training programs
or assistance for upgrading or retraining current employees).

N’s = Needs exist 12, None needed |.

- 14 diptoma Lssiued, assurne centain cnitenda be met on else student canmnot graduate.

- Thaining in typing, 10-kRey calcutaton, word processdng, and date entry needed.

- Can people be educated to want to wonk, want Lo Leam? Muwst be done.

- We do some in-house trhadlrning {fon supernvisons to te-ch them motivational and othen
Aupenvisony shilLs: need mone.

- We provide in-house thaining on oun wond processdng system.

- Fon the above questions, 1 thiv: the Govennment should provide the {acdtities {on
these people o get the education needed in this business which would hetp the
Hospitatity Industny to advance.

- We ane conducting an area bank-wide comprehensive thaining needs assessment, and
will anow mone when the data has been analyzed. WiLL need some thaining.

- Need help in making employees and candidates {amitian with computens and wond
PROCCESONS .

- Lack 04 wonk ethic, poon attitudes.-Emphasize {n school to be sendous, harnd wonk-
ing, and dependable.

- Need training in RV systems (4.c., electrnical, heating/cooling, LP).

- The thaining we seeh extennally is fon employees who want to complete high school,
seek highen education cnedits, ete. (e.g., donmal education)

- South Bend 44 too dan 1o thavel -- we need a signidicant expansion of varnieties 04
counses odéened in ELhhant area. Sertious 1eed fon Techndcal (Fngineening) grad-
uate fevel counses, as well as university assocdate and bachelons deghees.

* * * * L * * *

5. What are the hindrances for hiring or retaining employees who do not require spec-
ial skills or training?

a. "ldentify other work issues™: (These were added to worker hindra ce issues that
were listed on questionnaire.)

N’s = 12.

- Some even thneaten 1o contnol us with Law-suits.
- Theét.

-  Peen pressune not to excel. Hand wonk not appreciated by othen wonkens.
- Pay scale.

- Onty pant-time wonk, on second/thind shidt jobs.
- Basic math capaodldity and othen basic sRARRA.

- Pensonal hygiene and appearuance.

- Unwitling 2o wonk hand. Not motdvuted.

- Lach enthusiasm.

- Bettch wages, salkanies and benedits.

- Want highen wages.

-  Powr sUPQRViSONS.

b. Current policies and procedures for overcoming hindrances to hiring or retaining
qualiied personnel not requiring special skills or training.

N=15
-  (Cunnent procedunes) Hine everyone and hope some will stay. (Not good enough.)
- Patience!
- Communicate with alf employees.
Be extrnemely selective in hining. Chech aft baﬁgﬁﬁound indonmation.
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Question #5.b. - Continued

-  Hirne additional people to uncoven hdndnance at all Levels.

- Train employees to be {lexible to prevent ponedom and increase productivity.

- Look {on pecple with propen attitudes, those who ane intenested, motivated.

- Management/employee discussions and gnoup meetings. Wannings: venbal and wnitten.

- (Use) expensdve lawyerns (when An trhouble); conduct seminans.

- Appy chain 0é command procedunes/comective action. Specdal sdtuations reviewed.

- We have ewnloyee appralsal system plus wiltten disciplinany action system.

- Employee assdstance program provides counseling to baing people back into the
productive wonkfonce.

- Wanning, then {ine.

- Evatuate and thwy to motivate employees. 14 this doesn't wonk, {ine them.

- Dlamissal {ollowing nepnimand. Document caredully.

- Wanndng system fon poon wonk habits. Rotate among crnews to betien match person-
atities.

- We coach and Reep only 1104¢ employees acceptable (meet run standands) .

- Replacement {od unsatd :factony wonkens).

- Wanings, action. Ke.p good necor,.

-  Adten pendod 0§ tiwe 44 employee 44 unable to Leann and perfonm at expected rate
they ane dismissed.

- We have a wnitten wanning system to infonm employees of thedn [Rack 04] progress,
L4 not up tu .par.

- Tnying to upghade wages 40 we can atiract and heep competent workerns.

- Panticipate with nigh schools An DECA programs.

- Patdence; wonking hand An hand to tnain; praise when goals are met; monetany goals
4et and awanded 4i{ sRiLLs acquined.

- On Job Trnainding; 4incentive based attendance policy; comrective counseling proce-
dune

- Tnying to check wonk neconds mone closely, thaining supervisons to be betten motd-
vatons and teachens.

- Betten commundications {up and down). Listen to complaints and ddeas.

- Employee assdstance program.

- We don't hine many without specddic shifLs ... hand to é4nd good ones.

- Because We ane a young company we ane presently wnditing procedunes.

- Coundeling, 4Ancentive proghams.

- Constant counseling, tradining ete.

- Do not hine incompetent people.

- Active nrecnuiting techniques (4.e., advantdising, high school nrecrudting).

- Dnug/aleohol scneen fon potential employezs.

-  One-om-one condenences plus monthly employee meetings don genenal discussden.

- Train and netrain those you have. Screen. Keep adventising fon help.

- Explain what 44 expected bedone they ane hined.

- Counsel, netnain and educate.

- Continue {intenviewing and hining even 4§ pooition 44 not presently available. Iz
probably will be available in the nean {utune.

- Tnying to hine and heep highen Level pensonnel.

- Consistency 04 procedunes. Upgnading employees thau thadindng.

- Good scneendng and nefenence checking. Constructive coaching and discdpline.

- Mone 04 the same and and supenvisony thadndng.

- Compnehensive backhgnound checks. Possdible drnugs and aleohol testing.

- Veny fow tunnoven with stable planned growith.

- In-house thaining - explaining what, how and why on negulan basis.

-  Employee/management discussdions. Wage incentdves.

- Provide assdstance & ways to get the night people {4inst [sekective hining prac-
tices].

- Prognressdve discipline and one-on-one condenences with Supenvdson.

- We have a positive discdplinany program to deal with problem Lssues aé well as An-
senvice and on-the-fob thadindng. We also have an Employee Assistance Program.
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Question #5.b. - Continued

- We {ollow dedined steps fon panticulan occunrences, and use oun employee assis-
tance program when possible.

- Betten scneending procedunes, a good disciptinany system in place.

- Promote énom with-in. - On-the-4ob thaining.

- Establdsh poticy of high schoot on GED. nequinement {on employment. Estabished
in-house thaining program. Established strong atiendance nequinements.

- Make thonough back round seanch. Checkh /efenenes caredully.

- Counseling, discipiine has no eféect; (often need stnongen steps).

- Counseting, Employee Assdstance Prognam.

- Prognessive disciptine, Employee Asslstance Prognam and counsetdng.

-  Penfonmance reviews duning probation, progressdve discipline.

- {Use an) internat thaining centen; hining fnreeze since August 1982.

- Dnug and aleohol abuse progham. Attendance policy - points system. Disciplinany
procedunes. Grievance procedunes.

- Counseting with employees on a one-tou-one basds.

- On-the-Job educatiun fon those with the ndght attitude about wonk.

- Pendonmance evaluations, comrective Antenviews, tAghten supenvision, incnease
tuining.

- 90 day probetion pendod. Estabfished company policies and podssible manudactune
outsdde E .Rhant County (44 too many employee problems).

- AL these 4ob .hindnance 4ssues would prevent oun hindng such applicants. No
employee s (arne continued) on 4stadé who don't possess high srRARLS, integnity and
prodessional odédice mannens.

- Sefective hining, contacting nedenences, testing and scneening.

- Betten Job 0{ training new pensonnel. Betten supenvision.

- Use temponany senvice wonkens hathen than hine those who do not need minimum cnd-
tenda -- do not §40L positions (with pevple not §ully quatified fon dob).

- We tw to eliminate pnroblems at pre-employment scneening on duning pnobationany
peniod.

- Comwany policies and production compensation progham nekating to needs Listed
above .

- We have an Employee Assdistunce Progham.

- Provide thiining seminans & condenence, Aincentative bonuses fon good penfonmance.

c. Comments and ideas for improving the hindrance situations in hiring or retaining
relatively unskilled personnel.

N = 40

- Schols should be stnicten. AR students should meet established 4tandands.

- Basic education in the schools, plus development 04 a good value system.

- Government dunded proghams to enable cwuent employees o advance thedn sRiRLs
and/on a governnment éunded prognam to encourage nelocation 4in the ELhhant anea
and paticipate in thaining prognams.

- Impnoved training to develop sthong {inst Line supenvisons.

- Betten prepanation An school 4system fon those who aren’t going to become atton-
neys, doctons, on teachens.

- A betten undenstanding, by graduating high schoof sendions, 0§ 4shills and prodes-
sdonatism that is needed by aff An the wonk place.

- We can and do thain. but §inst we must hine and netain basically quatlified pevple.

- Provide classes and prodessional people to educate the employees.

- Betten job neadiness programs in hdgh school.

- Upgrnading o4 basic high school education.

- Prognams that promote wonkens with podditive necond. Education.




Question #5.b. - Continued

Get bach to basics in our elementany gnades -- teach specdal shills Ain technical
SChooRs .

Probloms begin in {amily setting (dincluding poon socdaldzation). Education 4n
pubtic schoot vquines an ovexhautl with betten qualified educatons.

CRosen scneening, thaindng prognrams. .

Minimum Math knowledge bedone graduation nom high school; 2est all students.

Retrain displaced homemakens/those out of wonkfonce on numben of yeans. Provide
non-college bound people with nelevant wonk nelated &sRILS. Provide carneern
counseling {on post-high school people. Provide counseting and tradining {ox
appropriate 4ob standands and values fon all out-oé-wornk on who want to Amprove.

Competitive wages and benzfits, thaining, simpidy jobs, good wonking conditions.

Funthen thadining. Screen those quatified to contdnue An shILLS improvement: en-
counage and help.

Set examples by showing employees we won't put up with thein poon attitudes and
tenminate adten wnitten wanning.

Be consistent and {ain. Document in details all specddics concenndng violation.

Recognize goud penfonmance and attitude; develop Loyality.

Grnants {on employees wonking with ifRitenate on unshilled labon - compensate {on
thaining and teaching basics.

A state. on county-wide 4ystem is needed fon thaching employee wonk heconds and
establishing consistency on redenence-checkh dindonmation.

Since 1 am presently becoming awane 04 these prodlems 1 cannot necommend anything
lat this time).

Explain what is expected bedone they ane hined.

Don't have any constructive ideas at this time. BAg problem; need suggestions.
Use temponanies ... hine on nonmal Loads, get outsdde help fon peak Loads.

Do not v to take on on captune all the wonk that comes youn way. Requines wild
Awings in gross nevenue with connesponding problems 4in training and capital
needs.

Get Achooks to stness basic sRifLs and propen attitudes and commiiment.

Change assistance prognams 40 it wouldn't be 40 easy {fon people to get a 4nee
nide. Get Wetdane necipients who can wonk tnadned, and dinect them into a wonk
selting.

Betten applicant pool and quality of applicants, commitment.

Need to necruit outside anea. Local anea qualdifded wonken pool is depleted.

Tny and get people to nealize they have to wonk fon what they get. It 448 not
given to them. Nothing 45 "owed"” %o them.

Betten intenviewing and scneening techniques. Stronge AUPRRVASORS.

Having mone and mone difficulty in scneening and hirning capable people.

The Layen of unemployed available wonkens 44 o4 a veny poon grade and I don't have
geod answens. . .

Crneate {ile 0§ avaifable wonkens with setisfactony pernformance/atitendance neconds
thnough DETS computen 4system who wilt nelocate $nom high unemployment aneas.

Oun needs fon employees at this Level arne extrnemely smakl and do not nequinre a
special eddont.

Betiten thadining fon supervisons.

The unempfoymenit nate 44 40 Low that thene just are not good, dependable people
who want to wonk [in Efkhant].

Scncen afl who ane getting AJC, Weldare, Food stamps and othen pubfic asi-stance,
neden them to fobs they can do (many available in dast food etc.) train thouse
who ane tnainable and neden to employen.
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6. What is the level of hindrance for hiring or retaining skilled employees who do
require spectal skills training or knowledge.

a. Other work issues: (added to worker hindrance issues listed on questionnaire.)
N=12 ' '

- Main {ssue 48 Supenvdisons think they hnow 4t atl, {{ght cooperation and advdice.

~  Stwetuned {omat {on comnectdve actiom/special situation neviewed.

- Peex prnessune rot to do thein best.

- Pay Scale Low/questioned.

- Do not want to work oventime. Lach 04 Loyalty.

- Finding the people who are quatddied.

- Lack enthuddiasm. Complain excessively.

- Salandes and weak demands.

- Pay nate. We cannot all pay compatitive wages.

- Lack of expendence. Not witling 1o put out extrna edfont 1o Leann.

Supenvisons do not Lead, motivate, discipline; oéten do not eann nespect 04

wonkens .

- Onty need pant-time pensons unless witddng to be ZRicensed on do telephondng
appointments .

b. Current procedures for overcoming hindrances to hiring or retaining skilled
personnel.

N = 54

- Management/employee discussdions and group meetings. Warndngs: venbal and wrnitten.

- Incentive bonus, prdd {inswuance and excellent satanies.

- Be consustent and fain. Document i detadl all specidics concennding viotations.

- Greaien (bellon) necnuditing, veny caredul selection -- 4§ thene ane enough
applicants. .

- Schedulz $on employee to wonk at own pace by themselves.

- Fdve week supenvisony shills seminan, out-ové-house counses and one-on-one trhain-
ing. Need impnoved si'penvision of employees, panticulanly on the wonking §Loon
Level. Supenvision gets handen as quality of new employees goues dowm.

- We ane co-sponsoning a two yean MLT prognam in conjunction with Ivy Tech.

- On-4ob training, increasing awanencss of employee beneddts, betten supenvision.

- 1 dom't hnow -- We can't use anyone with these types o problems. We need people
who can assume the highest degree o0 nesponsdbilities (professionals) .

- Reviews, personnel meetings, concentrated thainding.

- Constant counseling, thaining ete.

- We pay fon schooling Lo aid pernsonnel Lo betten Reann thein 4ob, but no one 4seems
1o be patient cnough to wonk and to wait fon gnrowth.

- Consdstency 04 procedunes. Upgnading employee trhaindng.

- Establish high school on GED nequianewents §on employment. Established 4n-house
thaining prognam. Established stnong attendance prognam nequinements.

- Thes. shitled on expendienced employees ane above minimum on they would have been
touninated .

- Caneful scneening of applicants, hining and wonking with those demonstrating a
need fon money - willing Lo Leann.

- Weekly evaluation by Supenvisons.

- One-on-one assocdation with depantment supenvisons.

- Wonk with people on an individual bHasis on nefen them to othen appropniate agen-
cles fon help as needed.

- Wannings, comnectdve action (caredully documented) .

- Good scheendng and nedenence cnecking. Constnuctive coaching and discipfine.
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Question #6.b. - Continued

Progressdve discipline.

Oun {onemen's shitls need impnovement in Leadenship and contnol, and how to tradn.
We have a posdtive disciptinany prognam 2o deal with such Lssues as well as An-
senvice and on-the-Job tradining. We also have an Employee Assistance Program.

Train $irnst Line supenvisons to do a betten 4ob.

We {ollow _efdined steps {on particulan (problem) cccwuences, and use oun employee
assletance program when possidle.

Pen{onmance neviews dunding probation, progressive ddlscipline.

Dug and atcohol abuse progrnam utitized. Attendance poficy - points system.
Dlsciptinwy procedunes. Snlevance procedunes.

Redenence chechs, sevenal Antenviews, close monitoning and evaluation 0§ wonk at
test pendods.

Incentive prnograms. Pubfic necognition.

Structured and announced policies and practices neganding pay, prnomotion, grie-
ve-res and wonh rules.

Advartdsing.

High twwn-oven. Tuaning wonk down do to personal chones and handle pernsonal
probtems.

Wonk with the employee. (Help to Adentddy and handle problems.)

Comprnehensive backgnound checks. Possible dnugs and aleohol testing. Watch {on
abusens .

Training and explainding why and how employee §4its in the whole company system.

Provide assistance and treat the business sendousty.

We have a verny pood wage and §ringe benedit prognam. We have not tacked don quak-
ified appticanis fon sevenal yeans.

Promote all positions énom cwuent stadd who ane qualidded.

Diamissal $oRRowing nepnimand .

Rigid stnuctuned selection process will be maintained.

Counseling, Employee Assistance Progham.

New hines ane Astndctly shont tenm employees; wage scale pnrovides gon good selec-
Lion,

Modidy thein attitudes thrnough on-the-job thaining.

Applicants muwst not have problems isted above on they would not be consddened.

Weekty cndtique by depantment heads, 04 each employee: acknowledge good and bad.

Seleetive hinding, contacting nedenences, testing and screening.

Widening 4seanch don employees; An-house thaining of unden qualdfied; try not 1o
$ikR pusitions with those not qualified. Growing problem.

We thy to eliminote problem at pre-employmeni scheening on dundng probationaiy
pendod .

Positicn 44 cwuently unéilled. Last employee was sent 1o tnaining 2o get zo
minimum Job-sh{2L Rfevels needed; once trhained she quit gon full-time employment
elsewhene.

Company policdes and production compensation program relating o problem aneas.

Setting up basic fundamentals 0 oun business - explaining procedurnes to evenyone.

We have an Employee Assistance Prognram.

Unfess an employee daemonstrates well Ain all aneas, we would have 1o tenminate
them. We would wonk with these employees fon a whife but 4§ we §ind no Amprove-
ment in thein penfonmance, abifity, on 4tandands, oun éinm would Lose busdness.




Question #6. - Continued

c. Comments and ideas for improving the hindrance to hiring or retaining skilled
personnel.

N =28

- Those employees with good thaining genenally do not have hindrance problems at
soulous Levels. They have good attitude, drnive and ambition.

- Funthen thaining. Recognize and pay those completing Rey prognams.

- High schools, adutt education on technical schools need to provide eanty chifdhood
educatdon cownses §on Little on no money! Must be subsddized!

- Most child cane wonhens work {on minimum wage on 4uét a bil above minimum wage.
Betten wonkens must be paid mone ... tough paobfem. Industny should help.

- Highen standand of education fevel. Bonus fon employens and enployees who wonk
togethen (example: $100 i§ netrnained fon yean on schedule). Gnants 1o
allow employens to 4pend mone 1o educate and yet be able 10 meet paynoll cosis.

- We plan to thain employens and Supervisons in now to deal mone edfectively with
wonhens (behavional type training).

- 14 supenvisons wene thained progessionally, many probfems cculd be prevented ...
and problems which do vceun could be handled betten.

-  Closen scneening, training proghams.

- Prognams that phomote wonkens with positive necond. Education.

- 044en mone in technical tnaining {on high school gnraduates. Develop selé-discAd-
pRine .

-  Impnove thadning to develop stnong §4st Line AUPCRVASONS.

- A betten undenstanding, by gyraduating high school sendons, o4 sRALLS and prodes-
sionalism that {s needed in the wonk place. A good wonh aititude 44 needed.

- Intensidy educatioaal oppontunities to employees and employers.

- Govennmen . funded prnognams to enable cwuient empfoyees to udvance thedn 4sRills
and/on a govennment gunded pnognam 1o encounage nelocation 4in the Elkhant anea
and paticipate in tnaining prognams.

- Teach them that it is not a cnime 1o wonk {on a L4ving.

- In-house thaining needed. ALso wonk clLosen with extennaf educatdion/tnaining.

- Highen pay. Hirning mone 4self-motivated employees.

- Schoots and ¢amilies need to do a betten job 0§ teaching peor.ie how to Live An the
neal wonld.

- 1Incnease size 0§ Phanmacy Schools and Aimprove nelated counsefany, preparation, and
necnudtment An high Achools.

- Mone of the same and and supenvisony Lrainding.

- Find the keys to propen motivation; dncentives {on neaching goals; panticipation
in decdsion mahing process. Recognition necessany publichu done.

- Prnovide assistance and theut the business sendously. Wonk prn.onity -- Loyally.

- Strong pengonmance evafuations will connect most 04 these prebfems in this type o4
an employee (shifled wonkens).

- Tke tayen 04 unempfoyed available wonkens is 0§ e veny poon grade and I don’'t have
a good answen. We ane shont 0§ high gnade wonkens.

- Cneate §ile 04 available wonkens with satisdactony penfonmancc/atiendarce neconds
thnough DETS computen sustem who wifl nelocate §nom high uremployment aneas.

- Qun needs fon (shilled) emoloyees at this fLevel ane extnen. ¢y smalf and d not
nequine a special efdont.

- Hine ofden women with Akilis needed (worhed beiten in pas?  plus would help 4n
easing Labon demand .

- Betten thaining {on Aupenvisons.
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The following unsolicited comments were attached to jndividual’s survey:

This {um cwuently has a dinect Labon wonkforce of 226, out of approximately
465. 04 the 226, 33% arne what we catl entrhy Level, specdfically press operatons,
packens, assemblens, and spotl weldens.

Ouwn company "olicy inctudes truadining and promoling of any employee, entry Level
and above, o any open position. By promoting entny Level employees, this naturnally
opens an enthy Level posdtion to be {illed énom the outsdde. Oun continued difédlcut-
1y has been In secundng the enthw Level employee with a good wonkh nefernence, and
Reeping that employee past the probation perdiod. A fange potion of oun Luanoven
occuns within the {inst 30-60 days.

4]
Pensonnel Managen

I necently tookR pant in youn sunvey. I am new in the job as pensonnel managen
and I neven nealized the many prnoblems in {inding people to wonk. We have an oven-
abundance 04 applicants; howeven we only hine pat-time and we start at minimum wage.
Most weople ane Looking fon ull time employment and won't even conciden pant time.
Thene 4eems 20 be a Lot 0 people wanting to wonk, howeven, that pat time usuatly
mahes them say no 2o ws. 1 zthink L{ the govennment would be witling to nalse the
minimum wage, then people may considen a pant-time 4ob.

4]
Personnel Managen

I would Like 10 oféen some indoamation about own situation 4ince we have been in
Ethhant and have 4ome 0§ my own points and ideas to offen.

(1) Sir~e we stanted hining fon this nestaurant on June 1, 1987, we have hined
abcut 180 people to achieve a pnesent 4fadé o 55. We have neven been
"dultl stafded” since we opened on July 6, 1987.

{2) CRose 1o hatf the employees that Left us did not Last a weekh and many o4
these neven showed up fon the §inst day of wonk.

(3) When we 4et up intenviews, at Least halfé of the people neven show up Lo be
intenviewed.

(4) In many cases 1 had to "tahe what I could get” 4instead of being abfe %o
choose the night penson fon the fob.

(5) Bedone coming to Elkhant, I was the Unit Managen o0 Restaunrant irn Tene

Haute, Indiana. I do neatize that Tenne Haute has a veny depnessed economy
and high unemployment but I am having to increase my 4ianting wage anywhene
énom $.75 2o $1.50 mone pen houn hene than in Tenne Haute.
With jobs 40 plentiful in the anea, the §inst time 4something happens that
an employee doed not agree with (whethen 4it's a company poldicy on not) that
employee will quit and mone than Likely be hined down the stneet the 4ame
day .

(7) 1 have been told that this paoblem does not just {involve the senvice {ndus-
thy but el industny in this anea whene Little on no fob shiltls ane needed.

(8) Undontunately, with 40 much demand {on employees, businesses spend too much
time competing {on the employee. In the Long nun, this hurts the customens
who do not get the senvice that they desenve.

Ungontunately, 1 have no solutions to the problems. 1 hope that the infonm.tion
1 have provided will help in some way. From what shont time that 1 have Rived herne,
1 think ELhhant is a good towm. I'm afnaic that the {utune growth of ELhhan’ may be
hunt by this Lcbon situation. UWhy would someone 4pend the mmey to build a plant,
nestaunant, hotel, netail stone, ete., 44 thene {4 no one to wonk thene?

A/
Unit Managen




ATTACHMENT 111

SUMMARY EXAMINATION OF CURRENT AND FUTURE EMPLOYMENT NEEDS
FOR NEW UNSKILLED AND SKILLED WORKERS AND
FOR TRAINING OF CURRENT EMPLOYEES
(SURVEY RESULTS)

[Are you new experiencing major difffcuities in hiring unskilled or skilled new
employees? (n=140) 27% NO 73% YES]

1. Are you now experiencing major difficuities in hiring new employees who are
not required to have special skills or training as a condition of employment?
(n=140) 5% NO 41% YES Currently unfilled: 523
Opening next 3 yrs: 1284

[Do you foresee major difficulties ahead in the next three to five years fin
hiring such new employees?] (n=40) 22% NO 78% YES

2. Are you experiencing major difficulties in hiring "qualiffed" new employees,
t.e., those who do require specfalfized skills, training, or education?
(n=140) 447 NC 56% YES Currently unfilled: 393
Opening next 3 yrs: 1282
Medfan no. of yrs. experience required: 2.0 (R=115)
Educational or training level required: (kR=150) 23% Experience only
19% Courses only 194 Vocat/Technical 2-yr 15% Univ. 4-yr
13% Certificate 7% University 2-yr 3% Grad. studies

Do you foresee major difficulties ahead in the next three to five year in
hiring such new employees? (n=85) 24% NO 76% YES

3. Do you have needs for external local programs or assistance for upgrading or
retraining your current employees? (n=139) 49% NO 51% YES

No. of employee needing training ... now: 967 ... next 3 yrs: 648
Educational or training level required: {k=180)
31% Courses only 13% Vocat/Technical 2-yr 16% Univ. 4-yr
13% Certificate 20% University 2-yr 7% Grad. studies
Would (do) you reimburse employees who participate in such programs?
Tuition: 28% NO Books: 52% NO Other: 54% NO
(n=54) 72% YES (n=52) 48% YES (n=13}) 46% YES
During which of the following would you prefer your employees take classes?
{(n=50) 0% Daytime 76% Evening 24% Either

Do you foresee future or changing needs for employee training?
(n=49) 417 NO 59% YES

4. Are any of your employees currently enrolled in educational/training courses

or programs? (n=135) 56% NO 44% YES

Campus: 39% Indfana Univ. South Bend 2% Goshen College

(R=115) 18% Purdue Statewide Tech. 2% Indiana Univ. Elkhart
132 Elkhart Carear Center 12 [UPU Fort Wayne
4% 1VY Tech. Elkhart 142 Davenport College
4% Amer. Instit. of Banking 12 In-house
3% IVY Tech. South Bend 1% Purdue West Lafayette
3% Notre Dame 9% "Other" (e.g., in Michigan)

Number of employees enroll:d: 507
Educational or training level of enrollment: (k=125)

24% Courses only 10% Vocat/Technical 2-yr 22% Univ. 4-yr
10% Certificate 25% University 2-yr 104 Grad. studies
n: number of firms responding k: number of occupations/programs designated
29 }
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ATTACHMENT 1V

MEDIAN WAGES PAID IN ELKHART COUNTY AND
INDIANA STATEWIDE, MARCH 1986

Median wages pafid by manufacturing employers in Elkhart County have been

below Statewide averages or almost all

occupational groups. Exceptions are

typists, hand bookkeepers, key entry operators, computer programmers, machin-
ists, an. compression/injection-mold machine operators.

OFFICE WORKERS/wk
CLERK, GENERAL
TYPIST
SECRETARY
STOCK CLERK
SHIPPING - RECEIVING CLERK
ACCOUNTING CLERK
BOOKKEEPER, HAND

TECHNICAL AND DATA PROCESSING WORKERS/wk

DRAFTER

ELECTRICAL OR ELECTRONIC TECHNICTIANS
KEY ENTRY OPERATOR

COMPUTER OPERATOR

COMPUTER PROGRAMMER

COMPUTER SYSTEMS ANALYST

SELECTED SKILLED WORKERS/hr
TOOL AND DIE MAKER
MACHINIST
JOB-SFTTER
PIPE FITTER, PLUMBZR
ELECTRICAL REPAIR WORKER
MILLWRIGHT
MECHANIC
WELDER, FLAME CUTTER

SELECTED PRODUCTION WORKERS/hr
DRILL PRESS/BORING MACHINE OPERATOR
GRINDING/ABRADING MACHINE OPERATOR
LATHE/ TURNING MACHINE OPERATOR
PUNCH PRESS OPERATOR
MACHINE TOOL OPERATOR, COMBINATION

COMPRESSION/INJ. MOLD. MACHINE OPERATOR

INDUSTRIAL TRUCK OPERATOR

HOURLY WORKERS, N.E.C.*/hr
SKILLED WORKERS
SEMISKILLED WORKERS
UNSKILLED WORKERS

MEDIAN WAGES Eiﬁéié
ELKHART COUNTY STATEVIDE
$275 $293
$249 $260
$265 $249
$303 $320
$259 $321
$299 $303
$277 $293
$32 $302
$350 $396
$368 $403
$380 2452
$265 $2(9
$310 $316
$463 $459
$470+ $476
$ 9.53 $11.48
$12.19 $12.20
$11.55 $10.23
$ 8.53 $ 9.51
$ 8.94 $13.47
$ 9.54 $13.23
$ 9.40 $11.61
$ 8.84 $12.80
$ 7.99 $ 9.45
$ 7.58 $ 8.78
$ 8.04 $10.5°
$ 7.62 $ 8.59
$ 9.14 $ 9.68
$ 6.22 $ 8.49
$ 6.78 s 8.11
$ 8.48 $ 7.22
$ 7.62 $ 7.35
$ 7.37 $ 8.78
$ 8.02 $10.68
$ 7.83 $ 8.76
$ 6.29 $ 8.35_ |

* Mest skilled and semiskilled workers are included in the Selected Skilled

and Selected Production categories.

These categories should be taken

into consideration in order to obtain the most accurate overview of wage
scales for skilled and semi-skilled workers.
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ATTACHMENT V

Employment and Developmeantal Systems, Inc. (EDS)

EDS {8 a private, not-{or-prnodit onganization whose paimany activities
invotve the admindisthation and provision of employment and thaining senvices as
authondized unden the Job Training Parntnenshdpy Act (JTPA). EDS senves as the
ofdficial gnant necdpient/administrative entity {on the Nonthenn Indiana Job
Alliance Prnivate Industrny Council, and manages the {inancial nesounces and
adminlstnates employment and 2trhaining pnogrnams {unded zthnrough the Indiana
Department 04 Employment and Tnaining Senvices (IDETS). Cwuently, private
industhy councils are expanding thein poldcy guldance and overnsight noles 2o
include DETS programs. As this integnation of JTPA and DETS progrnams evolves,
close iaison 44 needed with Locat {iums’ Lo undenstand Local Labon manket
indorumation; thusty enabling EDS to betten senve the community.

The Northern Indiana Job Alliance exists to complement training, human
resource, and economic development needs of area businesses. Through its local
facilities, the Alliance offers to industry, commerce and the community at large
the following services:

o Employee recruitment, pre-screening and skills assessment

® Vocationai classroom training or on-the-job training

¢ Financial assistance to offset training costs, either through
reimbursement of w=2ges or through federal tax credits

® On-site customized employee-training programs
® Comprehensive personnel assistance to your organization
These and other useful benefits are available to you by contacting one of

the following locations selected by the Northern Indiana Job Alliance to meet
your employment needs:

Employment and Development Employment and Developmental
Systems, INC. Systems, INC.

P. 0. Box 785 P. 0. Box 585

1202 South Jackson Street 109 Clinton St., Suite 10

Frankfort, IN 46041 Goshen, IN 46526

(317) 659-4763 (219) 533-3920

Contact: Philip M. Hoff Contact: Bruce P. Benson
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ATTACHMENT VI

ELKHART AREA HOUSING SITUATION

It is difficult to say outright that the residential housing situation in
Elkhart is related to the reported shortage of new employees. However, there
are sales and rental data which suggest that avaflability of housing in the
lower to moderate ranges may be a problem. Conclusions are left to the reader.

Residential Sales Activity in the Elkhart Area Y

Houses Sold: The average listing price of houses sold this year (Jan. ‘87
- Sept. ’87) was $61,077: this is $3,349 more than for the same period In 1986:
the Average selling price was $58,480 in ‘87, which compares to last year’s
seliing price of $54,215 (a 7.9 % increase which is much higher than the cost of
living increzse). In contrast, the average listing price of houses not sold
went up to $67,067 in 1987 from $65,075 in 1986, a 3.1 percent fncrease.

ELKHART MLS L/

Year = J3anuary 1987-September 1987 Last Year = January 1986-September 1986
. Residential Properties Only
HOUSES SOLD: Average Average Units |Average Listing Price
Listing Price | Seliling Price | Sold Houses Not Sold
This Year $61,077 $58,480 1,678 $6/,067
Last Year $56,728 $54,215 1,328 $65,075
% Change +7.7% + 7.9% +2.6% + 3.1%

Number of Homes Listed ir MLS Reports Priced Under $40,000.

Another indication of the availability and trends of low to moderately priced
residences in Elkhart County is to compare the numbers of homes 1isted under $40,000
for two 1ike periods of time.

o In Issue 45-46 November 5-18, 1987 the number of homes so listed was 163.
o In Issue 45-46 November 5-18, 1986 the number of homes so listed was 218.

1ISouu: Multiple Listings Semvice, Inc. of Etkhaxt County, 113 West Manion St., Etkhaxt, Indiana 46515.

Rental Housing Situation in Elkhart2/

"We can, however, comment on availability of rental housing. We own about
thirty rental units (single family, duplex, and multi-family apartments). If a
unit becomes empty, it does not stay that way more than three or four days. We
receive fifteen to twenty calls per week from people looking for housing. Quite
a few inquire about Section Eight Housing. At least ten percent of the callers
jndicate they are moving in from out of town and need housing badly. We have
plans to build more low cost housing in 1988."

l’Souuccz Nx. Ed Bennett, Michiana Real Estate Rentals, Inc., 2336 Primnode Ave., (lhhant, Indlene 44515,
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ATTACHMENT VII
ELKHART COUNTY EDUCATIONAL ATTAINMENT AND ENROLLMENT

Adult Educational Levels

The educational levels attained by adults in Elkhart County compare favor-
ably with Indiana State averages. However, the post-secondary (i.e., college)
attainments for both Indiana and Elkhart County are below the National averages.
The higher proportion of adults who have completed high school, but have not
continued their studies, represent a good reservoir of potential students for
college-level work. Unfortunately, evidence indicates that lower educational
levels are related to lower wages or salaries, higher unemployment, and slower
career progression.

EDUCATIONAL ATTAINMENT COMPARISONS (Z DISTRIBUTION)

THE U.S., INDIANA, AND ELKHART COUNTY FOR: 1980
ADULTS 25 YEARS AND OLDER

Highest Educational Level Attained
tlementary ]| High School College Adult
. 0-8 1-3 4 1-3 24 Totals || Population
United States 18.4% 15.3% 34.4%| 15.7%2 16.3% | 100% | 132,775,652
Indiana 16.6% 17.1% 41.7% | 12.1% 12.5% | 100% 3,135,772
Elkhart Co. 16.4% 18.0%2 41.1%{12.2% 12.3% | 100% 78,491

Adult Educational Enrol lment

Adult school enroliment in Elkhart County is well below that in Indfana in
general and in the U.S., which probablv reflects lack of adequate local higher-
education opportunities. However, a greater emphasis may be needed upon high-
school education as well, and upon educational opportunities for high-school
dropouts.

PERCENT OF ADULTS ENROLLED IN SCHOOL BY AGE GROUP: 1980
AGE: 16-17 18-19  26-21 22-24 25-34

United States 88.4% 52.3% 32.4% 17.3% 8.8%
Indiana 87.1% 51.3% 31.0% 15.1% 6.9%
PElkhart Co. 83.8% 43.17% 15.8% 9.8% 4.47%
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Between 1985 and 1986, the number of Elkhart County high-school graduates
declined by 12 percent from 1,763 to 1,553. The number planning to enroll in
higher education increased, however, especially in 4-year institution programs,
from 715 to 891 (an increase of 25%). This increase, together with a slight
increase in military enlistment, resulted in a major decrease in the number
immediately available for full-time employment from 992 to 596 (-40%).

ELKHART COUNTY HIGH-SCHOOL GRADUATES’ PLANS FOR
AFTER HIGH-SCHOOL GRADUATION: 1984-85 & 19685-86

12th Grade Nigh Schoo! Graduates Enrolied In Higher Education lnstitutionsy Nilitary |Available s
School Total § of | Total Higher [g 4-Yr. Inst.[Voc/Tech/Tr.SchBusin. Sch.|Nursing Sch.]Other Inst.| Enlistment | Esployment
Jear M—l Enr. | Nusber Percent/|umber § |Wusber Percent| baber 3 |Number 1 [Nusber 1 [Mumber 1 |Mumber 3

1984-85/1,763 94.0%| 715  40.63 | 526 29.84 8] 49 3 1.9 19 8] 49 2.83) S6 3.28f 992 56.31
I 1,553 89.59] 891  57.43 | 670 3.1y 92 5.9 | 40 2.6 22 1.43) 61 4.33) 66 423 59 38.41

Umuu and (ndd-texn) Speciet Crsduates, excluding GEDT graduates. [May also include eanly, non-12tk grade gredd),
Ubretuting sititory entistoont.

Yetative to totet grduates,

Y Insediate Full-Tine Employnent

Secondary School Enrol lment

An examination of Elkhart County public-school enrollments in grades 7
through 12 indicates that there has been since 1982, and there is projected to
be, a continuing decline in the numbers of secondary-school students. A drop of
sore than 500 students is indicated between 1982-83 and 1990-91. In addition,
there is a redistribution between school corporations: Elkhart and Bango Com-
sunity have the largest percentage losses, while Wa-Nee, Middlebury and Goshen
Comsunity have gains.

ELKHART COUNTY PUBL IC-SCHOOL

ACTUAL AND PROJECTED ENROLLMENT: 1982-1990
(Grades 7-12 by School Corporation)

Year Percent Change

Corporation P.0. Actual ; Projected Actual  Pryj.
82-63 83-84 B84-85 85-86 86-87  87-88 88-89 §9-90 90-91 |'62-'66 '86-'%0

bsugo Comsunity  Elkhart 581 598 616 602 559 ; 552 535 S22 533 |-3.8% -4
Concord Community Eikhart 1,694 1,156 1,768 1,699 1,748 | 1,720 1,665 1,666 1,669 )+ 1.43 - 2.91
Eikhart Community Elkhart 5,441 5,453 5,308 5,I% 5,088 ' 4,899 4,771 4,665 4,601 | - 6.08 - 9.61

Goshen Community Goshen 1,749 1,760 1,782 1,138 1,790 | 1,782 1,760 1,809 1,826 jj + 2.33 ¢ 2.0%
Niddiebury Commun. Middlebury | 1,082 1,115 1,109 1,119 1,041 | 1,135 1,018 1,100 §,160 [ ¢+ 5.53 + 1.1

Fairfield Comun. Goshen 628 614 589 .2 570 , 587 587 5% 620 § - 9.23 ¢+ 8.81
!
Va-Nee Community Nappanee 1,066 1,078 1,018 1,011 1,158 | 1,205 1,243 1,265 1.289f ¢ 8.63 +11.3%

TOTAL ELKHART COINTY ... 12,211 12,374 12,250 11,997 12,024 ' {1,880 17,675 1,630 11,698 || - 1.5¢ - 2.78

Sounce: Indians Depantment of Education, Pivieion of Educational Infoxmation & Rescanch.
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ATTACHMENT VIII
ANNUAL RECURRING REQUIREMENTS

FOR TRAINED PERSONNEL FOR ELKHART COUNTY
(Calculated by Purdue’s Office of Manpower Studies) Annual Recurring Training Needs2/
Enploymentl/ New or Promoted Personnel
Aver. Pro). Expag- Repl.—/& Up-
Occupation 1985 1990 [sion®/ Turnover®/ [Total g;adlngg!
ENGINEERS AND Chemical.......... ceeeces|. 43 50 1 3 4 6
TECHNOLOGISTS: Civileeeeeeeecccacenseees]| 42 53 2 4 6 3
Electrical......... eesess| 132 152 4 10 14 17
Industrial....cceoveeeeee| 271 334 13 22 35 17
Mechanical......ccec00e..e] 383 473 19 31 50 52
COMPUTER Systems AnalystS.........| 162 250 18 12 30 23
SPECIALISTS:  Computer Programmer......| 149 174 5 14 19 20
ENGINEERING Electrical /Electronic....] 237 245 2 17 19 31
TECHNICIANS: Industriale..eccvececcces| 45 53 2 4 6 3
Mechanical......cceeveeeef| 152 179 6 14 20 20
"Other™..c.oeoeee serieecn 139 160 4 11 15 8
Conputer-Jotegrated mead’| 1s0 186 | 8 13 21 20
OTHER Draftsmen~ ...cc.c0ceeese.| 334 413 17 6 43 20
TECHNICIANS: Machine Tool ContS?IIer ,
{NC,CNC,DNC,PC)= SRy 33 5 1 5 3 8 5
Science (excl. Health)1®/| 204 322 | 10 25 35 18
SCIENTISTS: Biological..eevvvvennnnnn 50 57 1 1 4 5 3
Chemical.......oeevunnnne 193 242 | 10 16 26 12
Statistical.cccveeen. 48 - 55 1 4 5 3
HEALTH Professional Nurses...... 723 708 1 - 3 70 67 42
SERVICE Licensed Pract. Nurses...| 252 249 | - | 26 25 15
PERSONNEL : Pharmacal..cceeecrcccasee 74 74 | - 8 8 4
Therapist..ccceeeerncocee 82 92 | 2 8 10 5
Clinical Lab Tech........ 104 98 l -1 9 8 6
Radiological..eceeeesesss 66 62 | -1 6 5 4
BUSINESS Personnel /Labor Relations| 171 200 ., 6 15 21 10
PERSONNEL : Accounting & Auditing....| 511 616 | 22 50 72 31
Sales Management......... 199 209 | 2 13 15 12
Store Management.........| 538 581 9 41 50 32
Food Service Managers....} 307 330 . 5 22 27 18
Other Managers: ‘
Contr. & Mfg Indstr....|2815 3065 . 53 216 269 167
A1 Other Industries...[1676 1875 | 42 129 171 100
Supervisors. Al Industries..|2231 2348 ' 25 136 161 131

NOTE: Replacenent, tunnover and upgrade training meeds ane often met by training and promoting employeed io higher job
Levels. Some personnel may alneady possess mamy of the xequined 4hilts and quelificetions; they may desine to emnold
oty {n selected coundes, and mot be degree candidates. ({Applies to columns 4, 5 and 6.)
Y ingigne Pepatament of Employment and Taaining Sexviees (IPETS) dats.
l’lata expanded Lo the univende [coef. of expansion = 1.053): IDETS data nepnesents ondy 95% o total empcoyment dats.
3/ 19ETS data: one-§Lith of 1985-1990 eaplognent dif{zrence.
Ypetinesents end deaths (genenally 2-34).
illaud on estinated 5% (5.53% compounded) Loss anmuslly of totel eaployment (3% {ox managens and dupervisond).
illatcd on eitinated 108 (12.21% compounded) amnual meed fon updating and Retnaining {on Chemical, Electnicel and Nechen-
ical Enginetns and Technologists, Eleetnical/Electronic and Mechanical Emguneening Technicians, Tool Programmers, Sys-
tens Analysts € Computen Programmens, and 5% (5.53% with compounding) annual meed {ox all othex updating 6 xetraining.
llnoldcuA o an associate degree in drefting and those traimed Im the use o4 computen-aided dnafting systems and elec-
taomie drafting equipment have the beat caneex prospects. Thene will be o decneasing demand fon conventional daafts-
MR, 4uch a4 trgeens end funion draftend.
!Iféilllicl by 1 of 2 sachine Lool comtxollend, 1 of 2 industeiel emgr. technuciand, ! of 3 mechanical engn. technicians,
1 0f S "othen engn. teehmiciand®, ! of § electnicat emgn. techmlcians and 1 of 10 n{g. draftend.
2/1uclulct nunerical (NC), computen-numenical (CNC), and dinect-numenical (ONC) contnol and prognammable controllens (PC).
Q 10/ pxinanity ound in chemical industay, es well a4 nubben/plestics industny. cna includes chemscal, methesaticel, biolog-
icaljagricultunal, physics, and olhen 4cience technicland. 4 O
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ATTACHMENT IX
TO ATTRACT AND TO KEEP GOOD EMPLOYEES
CONSIDER THESE THINGS TO DO:

Within the Plant (lnternal'matters)

In order that employees can become more aware of the company’s goals and
anticipated changes, and in order that employees can better prepare them-
selves for needed future skill and knowledge requirements, provide brief-
ings, not less than every six months (cr other appropriate time interval).
Include schedules of introduction of changes, identify areas of skill im-
pacts, and any intended in-plant training programs -- or recommended exter-
nal programs. Additional subjects (such as recognition and awards, intro-
duction of new staff members, etc.) can be included. Changes discussed
should include reductions or deletions where appropriate.

Have an employee advisory committee for the Director of Personne! (or Human
Resources), made up of elected representatives from organization entities
who review management’s suggested new policies or procedures, provi<2 an
objective and constructive »feed-back" mechanism ard provide suggestions or
recommendat ions for improvement. [(and/or] ...

Establish an in-plant joint training advisory committee, composed of three
"company" representative (e.g., managers/supervisors) and three "operation-
al workforce" employees ... (can be sub-committee of employee advisory
committee described above).

This group can address recommended training programs for initial training
of new employees, upgrading or retraining of current employees, and '3id-
off employees who desire to become qualified for existing or planned . .bs.

Provide opportunities for employees to progress in their jobs/careers by
making available short-range and special training projrams in-plant.

Establish and implement a policy of encouragement and provision of informa-
tion, resources, and support of employees for appropriate external training
and educatfon activities pertinent to employe~ develooment.

Functional illiteracy does exist to some degree in many workplaces. Usual-
ly, the best observer of these instances is the first-line sugervisor
(e.g., the foreman or office manager). A confidential procedure should be
in place to verify such cases and encourage and assist such workers to
b.come literate. Normally, there are a number of community =d cational
settings available which can be used, in addicion to the comoany’s efforts.

First-1ine supervisors are at the cutting edge of the inter-face between
management and line workers. Productivity, quality and safety: people,
materials, machines., e.uipment, processes; schedules, reports, changes --
these and more are on the supervisor’s mind and shoulders. Management can
often profit by the recognition and special training of these key people,
to ac ure their proficiency. The need for good supervisors becomes even
more critical when a labor shortage exists, quantitatively and/or qualita-
tivelv. :

Provide good communications up and down the line: (&) Regular short meet-
ings with all employees for reports and discussion, (b) A Newsietter where
both employer and employees have input. (c) "One-on-one" meetings for spec-
fal situations/circumstances, and (d) a suggestion system with awards.
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1.

12.

13.

14.

7.
18.

It.

Estabiish an in-house employee personal-assistance program, providing con-
fidential advice and reference services. Purpose is to get troubled and
less productive persons back on track (e.g., alcoholism/drug problem, wife-
husband-children abuse sfituation, financial or legal problems, serious
stress/mental /physical problem, etc.). Prepare managers and supervisors
with instructions to assure proper actions are taken to assure assistance
is provided -- and problems are avoided where possible. (e.g., see "Sub-

stance-Abusers: A Supervisors Action Guide" -- Appendix I1.)

Design, announce, and implement a performance appraisal system based on
sound equal-employment-opportunity principles that apply not only to hir-
ing, but also pay, promotion, and conditions of employment. (See "EEQ and
Performance Appraisais”™ in Appendix Il.)

Design, announce, and implement & system conccrning discipline and dis-
charge which can avoid potentfal financfal liabilities and problems, (e.g.,
apply the "Ten Commandments of Discipline and Discharge”. (See Appendix 1)

Have an open and up-dated occupational/job classification system that de-
scribes job functions, qualifications, wages and related matters.

Give fair/competitive wages and fringe benefits. Avoid giving absolute
minimum wages in order to gain an edge over competitors; this may result in
more qualified job applicants, thusly providing some selectivity and,
potentially, better produ -tivity.

Promote (move up to "better" Jjobs) from within whenever possible. Review
current employees’ applications and credentials before advertising "out-
side". Let employees know they come first.

Offer on-site (or otherwise support external) day-care., flextime, job shar-
ing and/or part-time work wherever needed and feasible.

H ve employee recognition awards and/or pay bonuses for workers helping
company (e.g., productivity, quality, suggestions, etc.). Take advantage
of positive PR opportunities these provide. Work to project a positive
image of the company throughout the community.

Provide relocation assistance wherever critical personnel situations exist.

Provide housing assistance if needed.

Qutside the Plant (external or community matters)

Cooperate and communicate with local educational administrators and teach-
ers concerning basic educational/training needs of high-school graduates.
Stress the need for mastery of the basic academic skills (3-R’s) plus
development of a counstructive attitude and work ethic.

Participate in high-school activities, particularly *hose concerning career
planning, job counseling, and preparation. Encourage emplioyees who have
~hildren or grandchildren to become active in parental involvement activ-
‘ties in their schools, to assist their children in their school work and
to assist teachers and administrators.

Provide co-op and work-study opportunities for local students in high-
school and po t-secondary programs wherever possible.

Provide information, opportunities, financial assistance, and active
encouragement to all employees for local/external post-secondary training/
education courses and programs relevant to firm’s needs. Publicly recog-
nize employee’s achievements, record same in personnel records, and where
possibio, add responsibilities, pay and/or job title.
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Sponsor and/or assist in community activities and projects. Include:

a. Fund drives —— provide leadership persons and contributions,

b. Sponsor/assist in academic competitfon and recognition, and in sports
and arts programs/teams (particularly those which can be identified
with the company),

c. Recognize deserving employees for community or company service.

Provide leadership, ideas and résources for new and worthwhile continuing
community Improvement endeavors.

Establish (or participate in) a business/industry-sponsored community en-
dowment or grants fund for such things as teacher fellowships and profes-
sional development, student dropout and illegitimacy prevention measures,
and fnnuvative school programs.

Establish and maintain a good relationship with communications media,
(e.g., newspapers, radio and TV).

Become familfar with, use and support all local agencies and organizations
which can assist you in finding qualified new employees and in helping to
train and retain current em.loyees. These may include the local public
schoo! system, JTPA, the Northern Indiana Job Alliance (see Attachment V),
Eikhart Branch of the Indiana Department of Employment and Training

Service, the various providers of education and training courses and pro-

grams, the Elkhart Multiple Listing Service, and the Michiana Rentals Inc.
for housing, etc.

where to Look for New Employees:

From recent high-school graduates and/or graduates from appropriate post-
secondary vocational, technical-institute or college programs (particu-
larly those who might have been previous co-op or work-study students or
from other types of school/industry activity). Maintain close working
relationships with such institutions.

from those recently retired (e.g., "early" retirees from business, indus-
try, military or civil service) and from self-employed or temporary
workers.

women who wish to enter or re-enter the workforce (e.g., displaced home-
makers, recently widowed and desirous of income, second family bread-
earner., etc.). This may take special out-reach efforts, counseling, sup-
port and training.

from other companies/agencies which are closing, having a reduction in
workforce, personnel changes, or other reason.

From the local _branch office of the Indiana Department of Employment and
Trair .g Service and other employment referral organizations.

General advertisements: newspaper, radio, billboards, posters. pamphlets,

etc. and

Targeted advertisements/recruitment in areas with workforce surpluses

(i.e., displaced workers -- such as from steel or transportation firms --
high unempioyment rate communities, etc.). :

4,

38




APPENDIX I

INDIANA MANPOWER PLACEMENT AND COMPREHENSIVE TRAINING (IMPACT)
PROVIDES FUEL FOR ECONOMIC GROWTH (by Craig Lamb)

A changing labor market nationwide ' -
has forced a rethinking of public assis- _—
tance programs and their relationship to
manpower and training programs. Labor
market analysts and economists agree that
by the year 2000, demand for workers will
exceed supply if the work force does not
receive a shot in the arm.

The effect of this nationwide shor-
tage of workers is already showing in our §
{Lafayette] area. Emplcyers in the retail |
and service industries search frantically |
for workers to replace those who have
moved into other sectors of the economy. "Help wanted"” signs are a predominant
feature in our business and shopping districts today. Employment classified
advertisements (recently relegated to a corner of one page) now spill over onto
multiple pages. All are signs of the growth in the demand for workers.

One answer to the problem of low worker supply is to increase labor force
participation rates. Labor force participation rates among recipients of food
stamps and Aid to Families with Dependent Children (AFDC) are much bel w aver-
age. In order to increase that rate, we are helping to administer the Indiana
Manpower Placement and Comprehensive Training (IMPACT) program.

IMPACT is based on the idea that many of the recipients of public
assistance are able to work and have either chosen to not part 'cipate in work or
have encountered severe barriers in obtaining employment. IMPACT recognizes
that these people represent a possible solution to our labor market shortage and
represents an investment to allow them to overcome the barriers that have pre-
viously precluded their participation in the labor force.

More than merely "work-fare"™ (a system whercby assistance recipients work
off awards through piblic work projects), IMPACT provides the means by which
people make transitic « into full-time, productive private-sector employment.

Already underway locally, IMPACT will serve over 300 individuals between
October 1987 and June 1988 with services ranging arong classroom vocational
training, on-the-job training, self-help workshops and seminar., basic education
and job placement assistance.

Food stamp anc AFDC recipients are referred to Career Development by
Department of Public Weifare case workers. Career Development staff then work
with cliencs to develop and implement a8 step-by-step plan to reach the clients’
employment goals. Constant contact between Career Development staff, special
IMPACT staff and clients combined with stringent program outcomes ensure a
useful and cost-effective program which yields quality results.

Career Development’s goal in working with the IWMPACT program is two-fold.
First, we have an obligation to the individuals who receive public assistance to
help them overcome the extraordinary barriers that they face in breaking out of
poverty and becoming working partners in our local economy. Second, we seek to
fill the increasing gap between the supply of and the demand for workers.

Sounce: Caneen Developen, Winten 1987/8&, published by the Department 04 Caneen
Development, 639 South Eant Avenue, Ladayette, IN 47904.
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APPENDIX 11

IMA JOURNAL SUPPLEMENT - HIGHLIGHTS

#
INDIANA MANUPACTURERS ASSOCIATION

EEQ and Performance Appraisals

¥hen performance appraisais are carefully structured and administered, they can provide a safeguard
aqainst discrimination clains, according to Bartara Brown, of the Mashington, D.C., law firm of Pavl,
Hastings, Janofsky & Walker. As the focus of equal esployment opportunity litigation shifts from hiring to
pay, promotion, and conditions of esploysent, Brown points out, managers need to recsaluate their perforsance
appraisal systems and make sure that they don’t leave the organization open to discrimination charges.

According to Brown, various principles concerning the design of appraisal systems have emerged from court
decisions. These principles, if adhered to, "will make an appraisal system far less susceptible to chal-
lenge.® When structuring an appraisal system, therefore, Brown advises managers to:

o Devise job descriptions or analyses for every particular job or group of jobs -- An analysis of the
central job duties involved will provide the factors on which an employee’s perforsance is judged and guards
against charges of discrimination on race, se, or age,

o Review job duties with employees at the beginning of the appraisal pericd -- This removes the “sur-
prise® element and lets employees know both what is expected of them and on wnat criteria they will be ap-
praised.

o Fhrase appraisal criteria in the most objective manner possible -- In the past, courts have disap-
proved the use of all subjects, or trait-oriented, appraisal criteria. Recently, however, there has been some
loosening of this rule in recognition that such factors as appearance, aggressiveness, initiative, and
resourcefulness are essential in professional and managerial jobs. Therefore, Brown advises, if you use such
subjective criteria, be ready and able to defend them with "concrete examples of thei- application and the
results achieved."

o Involve employees in the appraisal process early -- A preevaluation interview, during which employees
a3y discuss their reactions to the appraisal provides the workers with an occasion to communicate with the
supervisor and can encourage receptivity to the appraisal results.

o Have appraisals reviewed by upper management before giving them to emp’oyees -- This can promote con-
sistency in appraisals and prevent any tendency to rate one group more highly than another. (Emnloyee Rela-
tions day, Vol. 12, No. |, Executive Envcrorises, inc., 33 West 60th Street, New York, N.Y. 18023)

wrongful Discharge Rules: Management Maxims

By fol lowing the *Ten Comsandeents® of discipline and discharge, employers can avoid the potentially huge
financial liability created by repeated court reviews of esployee terminations, according to Lloyd !oomis,
senior counsel for employee relations at Altantic Richfield Company. Loomis points out tha:c the juries that
review wrongful gischarge cases often are composed of workers or forser workers who tend to sympathize with
complaining esployees and award thes large suas in damages.

The "Ten Commandments® of discipline and discharge are:

o Review all written company policies and documents that discuss termination or lay off to ensure that
they are up to date and do not convey any impression of guaranteed long-term or permanent emplovaent.

o Define the organization’s standards of employee conduct and sake sure that they are reasonable and
attainable. Standards that deal with termination should avoid any inference that discharge wil: be for *just
cause”® only.

o Generate "favorabfe documents® at key encounters, such as hiring and exit interview, disciplinary ac-
tions. and benefit explanation sessions. Management shouid have employees sign forms stating they have
received and understand the information.

Source: IMA Jounmgl Supplement, July 19, 1985. IMA Inc., 54 Momusent Cincle, indianepoles, Indeand 46204,
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o dandle performance evaluation carefully. Few supervisors xho ccmplete such forms are coapletely candid
in their appraisals. Frequently, the resuit is the empioyee’s use of a ®wrongful evaiuation® charge as the
basis for a wrongful discharge suit.

o Develop a written progressive discipline policy covering nonunion workers. The existence of such a
policy will help demonstrate the esplayer’s fairness in the event of a wrongful discharge suite.

o Appoint a "czar of discharge® within the fira who is responsible for objectively reviewing all the
factors relating to a firing.

o Review all the factors in & case before making a discharge decision. These inciude the empioyee’s age,
the strength of the esployer’s evidence, the consistency of the employer’s application of its policies, and
whether the worker was given the opportunity to present the "other side of the story."

o Be sure that the discharge notice candidly states the reasons for the dismissal. HManagement should,
however, carefully avoid statesents that might be viewed as defamatory.

o Ensure that the discharge is properly conducted. Nanagesent should be mindful of an employee’s dignity
and confidentiality concerns throughout the termination process.

o Consider whether litigation can be avoided by agreeing to "a deal® with the discharged employee.
Exasples include agreeaents to submit the termination issue to arbitration or extend benefits for a specified
periog.

Substance-Abusers: A Supervisor’s Actfon Guide

Often, employees with substance-abuse probless refuse to recognize the harm their dependencies cause
until they are confronted with evidence of their poor perforsance and warned that they are in danger of losing
therr ;cos. Jecause of their close daily contact with esployees, first-line supervisors are in a particularly
goog positicn to identify workers with possible substance-abuse problems. According to Fair QOaks Hospital in
Sumait. N.J., supervisors can spot possible substance-abusers by watching for performance problems, attendance
probleas. deteriorating attitude or appearance, and health or safety probleas. [underline added]

Supervisors who suspect that any esployee has a dependency probles should keep several do’s and don’ts in
aind, the hospital advises. The do’s include:

¢ Jocument -- Confronted with ronsistent, factual documentation of work-related c:ficiencies, an employee
cannot 2asily dispute the existence of a probles.

o intenvene -- tarly intervention is important because problems will not improve or disappear on their
own.

o Stech to the {acts -- Don’t rely on your sesory when confronting a worker with evidence of the probles.
Have your documentation in front of you.

o Zemein obsective -- Getting subjectively involved say impair your ability to identify the problem and
help the worker come to grips with it.

o Have a treetment option aveilsble -- Be aware of the available agencies, treataent facilities, and
consultants to which the employee can be referred for help. Be ready to help the worker contact an
appropriate source of aid. and stress the confidential nature of the ascistance and treatsent 2fforts.

Supervisors also snould be mindful of the following don’ts:

o Jon't lectune on pecome angny ~- Avoid meaningless threats of disciplinary action.

o 2on't tay Lo aci as @ diagroitician on @ coundelon -- Leave diagnosis to the professionals. Don’t give
enplovees the false 1apression that by speaking to you, they are gettinu all the help they need.

8 2om'? vedern Ly off-the-job behavion --  Any references to off-the-job problems w'Il alienate the
emploves ano most likety will be vieweg as an infringement on the worker’s privacy.
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APPENDIX III
REVIEW & OUTLOOK |

HELF! (Editorial)

... [Tlhe U.S. has a labor shortace, something it hasn’t experienced in at
least two decades. It results from several convercant trends: nearly five years
of steady economic growth; the arrival of a "baby-bust” generation with fewer
work-force entrants; a chronic problem with "unemployables”; and effects of the
recently passed Immigration Reform and Control Act.

If the shortage continues to spread, it could have econmmiC consequences,
raising the potential for inflation and reducing the potentia! for further eco-
nomic growth....

The nation’s current 6% unemployment (ate. while down sharply from the 10%
- plus peaks of the 1982-83 recession, stil. sounds high Ly historical measures.
But given geographical disparities in job availability, the economic cushions
available to nonworkers and "unemployables,"” some economists think the u.s. is
about as close as it can get to "full employment” today.

.While demand for labor has increased, the supply has not expanded accord-
ingly. The:supply of 16-to-24 year olds (the baby-bust generation) has dimin-
ished as a result of the declining birthrate in the early 1970s. That age
cohort made up nearly a quarter of the work force in 1980, but now makes up only
a fifth. Within 10 years, its share will decrease even more.

Yet another sad truth is that a certain segment of the population is chron-
ically unemployed. We are referring to the inner city poor, most of whom are
black or Hispanic. The problem is complex. ... Many of the chronically unem-
ployed are simply unemployable; they are often illiterate, sometimes have anti-
social pathologies (such as drug abuse) or lack the interpersonal skills and
deportment necessary to secure and maintain even a low-skill entry-level job.

No matter how low the unemployment rate drops, or how many jobs are
created, the unemployable will remain outside the work force. Much of this can
be blamed on two and a half decades of well-meaning but misguided social poli-
cies that damaged inner city schools, fostered dependency among the poor and
subsidized unproductivity.

... [Tlhe converging trends we cited have not nearly reaked yet: The baby
bust will not bottom out until 1995, the explosive labcr demand will continue
with potential for some nine million new jobs over the next decade, according to
the Bureau of Labor Statistics, and the problem of the unemployables show no
sign of abating.

Congress has the power to ease the pinch. It can modify the immigration
act. for example, to allow more imported labor. [t can expedite welfare reform
with a view toward creating greater incentives for work. It can re-examine
unemployment compensation laws to reduce the incentives for idleness. Most of
all, it can recognize that it is faced not with recession but the consequences
of something that should be welcomed and sustained, national economic growth.

Source: The Watt Stneet Jounnat, Thunsday, August 17, 1987.
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APPENDIX 1V
WORKERS WANTED: :
A GROWING SHORTAGE OF SKILLED CRAFTSMEN

TROUBLES SOME FIRMS

(HIGHLIGHTS)™

Treat to Efficiency

In the past year, much attention has been focused on the growing scarcity of service workers for restaur-
ants, Yotels and stores, But a far more serious labor shortage is emerging for skilled blue-collar craftsamen
ranging from machinists and electricians to shipbuiiders and brickisyers. That shortfall, at aerospace com-
panies, defense contractors and construction concerns, could damage American industry’s efficiency and couid
encourage more sanufacturers to move operations to foreign nations where workers are pientiful. And because
skilled blue-coliar craftsmen are considered crucial to the natfon’s derense industry, more anu more execu-
tives vorry that the U.5. couldn’t respond quickly to an international crisis.

.. In ... parts of the country, companies are enforcing mandatory overtime to meet production schedules
and taking on workers with fewer-than-desired skiils -- trends that some economists say could reduce produc-
tivity.

Wage Gains Modest -

But, surprisingly, the iabor shortage has sparked only modest vage gains so far. Although desperate for
certain key skills, some empioyers would rather ®liap along vithout a full work force® than raise wages high
enough to attract needed workers....

*What ve’re seeing is the 1egaCy of the last economic recession and the ongoing pressure of foreiyn com-
petition. Rany companies have chosen to ignore issues of supply and ¢ 4and for fear that highe: laoor costs
vill make it more difficult to compete.... The threat of foreign competition is a real factor, but it is
quickly becoming an excuse for not raising vages. Companies obsession with labor costs couly be creating an
even sore severe shortage for the i990s.”

In addition, unions are making job security, not higher pay, their top bargaining issue. ... As the
shcrtage worsens, hovever, wage pressures may siowly build up.

Work-force Cutbacks

The existence of any sort of labor shortage seeas nard to fathom while many corporations, including aute
companies and steelmskers, continue to restructure their operations. They have cut the sanufacturing work
force by 61 to 19.2 million last month from 20.4 million in August 198i....

But aggregate empioyment numbers aren’t broken dows into specific figures for skilled biue-collar
workers, who hold one of every four factory jobs. Moreover, some of the shortages are concentrated in New
Engiand and the mid-Atlantic states. There, joblessness in some cities has siipped below 43, the level that
some economists now consider "fuli employment® after allowing for such "‘rictional: unemployment as people
voluntarily moving from one job to another.

An unespioyment rate that dips below that level indicates more jobs availabie than quaiified workers to
fill thea. According to government statistics, one of flve major setropoiitan areas had jobiess rates below
41 in June,

... "In the ey?s of most people, heavy manufacturing is unexciting. ... We've got to convince thes that
they can build interesting careers here."

That won't be easy because the highly cyclical defence industry often hires and fires employees according
to shifts in government spendirg. ... "it's hard to get people enthusiastic about working 19 an industry where
there is 1ittie security.”....

* sounce: C. Wilehell, The Bl Staeet Jounasl, Nowdsy, September 14, 1987, pp. 1, 1S.
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‘; APPENDIX IV - CoNTINUED
YOUNG PEOPLE SHUN FACTORIES

Construction Industry

... In the Washington area, vhere the unesploysent rate is only 3.41, and acute shortage of construction
vorkers is forcing builders to use a lot of Yankee ingenuity® to avoid backiogs and costly cancellations....

Architects in Vashington sometimes alter comstruction designs because of shortages of bricklayers,
roofers, carpeaters, steam fitters and sheet-metal vorkers....

Others cope by relocating the high uneaploysent areas....

Behind the shortage are several economic and desographic forces, including the shrinking nuabers of young
people entering the labor market and the fading appeal of blue-collar work. But employers thesselves are at
least partly to blame, economists argue.

Hoping that shortages will prove tesporary, many cospanies have “vanted to keep wages low and also refuse
to offer training to potential workers.® ... At the beginning of 1987, average hourly wage rates for machinist
_jobs ranged from $14 to $16, about the same as in 1982. In the past four years, bricklayers’ wages have
ressined unchanged at $14 to $17 an hour, and the average $15 an hour for tool-and-die sakers hasa't risen,
" either. Allowing for inflation, real wages are down.

Neanvhile, sany apprenticeship programs have dwindied, sharply lisiting the pool of potentiai esployees.
The cutbacks are partly due to corporate cost cutting and partly because of sose unions’ attespts to preserve
the jobs of existing mesbers by reducing the nusbers' of trainees. The Rachinists union estimates that
apprenticeship spots have dwindled 453, to 12,000, in the past five years. Governsent fiqures show that,
since 1979, the nusber of people in apprenticeship programs for pipe fitters fell 303 to 11,200, and those in
bricklayer prograas riunged 533 to 4,000,

Changed Times

Yet manufacturing companies can no longer depena on oider workers to train younger replacesents, as they
once did when craft jobs were passed from father to son. Aithough the shortage of skilled blue-collar vorkers
is greatest in white-collar cities such as Staaford, Conn., and Boston ... young people are shunning factory
jobs even in traditionally blue-collar cities such as Pittsburgh, St. Louis and Detroit....

*There’s 3 feeling among younger workers that factory jobs are dirty and boring.®...

Cospanies, in turn, compiain of a growing mismatch betveen the jobs they are trying to fill and workers’
skills. They say many job applicants can't pass reading and math tests to qualify for apprentice positions.
In the past, poor academic skills didn’t autosatically ruin an applicant’s chances, but as sanufacturing
becomes more sophisticated, workers are running numerically controiied computer equipment requiring an
understanding of math....

Some Wage Increases
Desperate for workers, a groving number of companies are pushing mandatory overtime and, as 3 last

resort, are even beginning t~ raise wages....

Some small companies ... have to raise vages to keep workers from defecting to larger companies wilh
better pay and benefits...

Economists and personnel managers agree that wage pressures are building. ... WMages have nowhere eise to
g0 but up.®
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APPENDIX V

MONDAY_ AUGUST 3. 1987

MANAGEMENT INFORMATION SYSTEMS WEERK

Management

.«

Survey Sees Skills Lack

By JUNE ALTMAN

NEW YORK-—Lack of skilled
personnel is Lmiting the im-
Mof availlable manu-

M_wﬂtﬂgl such as
computer-integrat manufac-

tuning (CIM). a survey of more
than 300 senior manufactunng
executives at Fortune 500 indus-
tnal comparues indicates

In the survey. ~onducted by
Cooper$ & Lybrand. 30 percent of
responding executives cited lack
of skilled personnel as "a major
obstacle to technology implemen-
tation ~

Conducted from February
through May of this vear. the
survey included interviews with
301 semior manufacturing ex-
ecutives and 251 1industnal engi-
neers from the Fortune 500 com-
pamnes

Although 78 percent of ex-
ecutives and 85 percent of indus-
tnal engineers surveved said
they believed CIM  offers
--enormous long-run cost advan-
tages.” roughly one nalf of those
surveyed said they didn’t expect
verv extensive ‘ use of avaiable
technology—including  CIM.
MRP 1 (materials resourse plan-
nung) and just-in-ime {JIT) sys-
tems—within the next five years.

Cost Also Cited
In addition to lack of skilled

personnel. both groups cited cost
as one of the major nbstacles to
technology implementation. ac-

cording to Coopers & Lybrand

However. henry J. Johansson.
chairman of Coopers & Ly-
brand's manufacturing industry
practice. said equpment exj-en-
diture 1S not the factor himiting
the abilitv of U S manufacturers
to compete internationally

*Manufacturers 'n this country
spend about $17 billion per year
on automation. and the market
for industrial automauon prod-
ucts and services i1s growing at 10
percent per year.

**The jon_really is, Are
manufacturers  a i the
available efficientiy.
and how can they spend that $17
billion more effectively?™

Johansson coaunued, ~One
_must ask not only what new tech-
nology can do for the company.
but aiso what cultural change
needs to happen in the workplace
to make that technology effec-
tive Without the proper attention
to trazung and cwtural adjust-
ment. all the equipment in the
world won't make any differ-
ence.” he said

Management Must Wake Up

Irvin Krause. national director
of CIM at Coopers & Lybrand.
said he finds that management
views technology as the entire
solution and “*pays little attention
to the major disruption it can
cause 1n the way a factory oper-
ates "’

But for the system to be put

into operation successfully. com-
pamies must address workers’

needs for training and educauon

said that they used them in
roughly equal proportions. But
we know from other research
that the use «f different tech-
ruques has reached differing lev.
els of matunty and acceptance.

“*Manufacturin; executives
need a better vision of the role of
technology. in addition to better
understanding of the roles of indi-
vidual technologies and manufac-
tunng applicauons ~ Johansson
concluded

The survey aiso questioned the
executives and industnal engi-
neers about America’s compet-
tive position i1n the international
marketplace About one-half of
each group sdid they viewed the
reestablishment of a competitive
position 1n the international mar-
ketplace as a “‘very serious”
problem

A majority of executives be-
lieves that the U S could regain
a global competitive edge 1n auto-
mobiles. steel and machine tools
through ""the nght 1nvestment 1n
technology and management.™

About one-half of those sur-
veved said they view other U.S.
companies as .neir toughest com-
petition

Asked if they favored any type
of government intervention. 72
percent of the _executives

to _accomodate change. road-
blocks i1n the organizational

structure and lacx of inforination

surveved said a —very effecive”
ent action would be to

overnm
"sn@nunui uﬁa__e' T@_uon
and traiung 1n technucal fields 1n

about the relationshuip between
the new_technol and the oid

ae;mm process.
ore., a large number

of manufacturing executives are
not aware of e specific benefits
of specific technologies. Johans-
son said

“When asked about their use of
specific approaches—MRP vs
JIT vs CIM. for exampie—they

secondary and higher educa.
ton. "’

In addition. 49 percent of the
executives said they would like to
have the Investment Tax Credit
restored However. only 10 per-
cent said 1mport restricuons
would be a “very effective * way
of restoring their competitive
position .
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APPENDIX VI

CHANGES: A LOOK BACK, AND A L.OOK AHEAD

The editorial comment below, written nearly ten years ago, illustrates
the changes taking place in manufacturing. These, and coming changes
drastically affect the numbers and qualificatiors of the workforce.
Significant changes are also taking place in other industries and all types
of businesses. There is little question that a large portifon of the
workforce will need continual retraining and upgrade training and that new
employees will need a sound educational base in order to adapt and grow in
the changing environments.

AN EDITORIAL COMMENT ON MANUFACTURING ENGINEERING

THE SPEED
OF CHANGE

THE LOOK

OF TOMORROW

THE BREAKDOWN
OF BARRIERS

The most startling aspect of Manufacturing Engineering is the speed with which it has
changed. Yesterday's expert in die fitup is now watching the traveling wire finish mating
components to previously undreamed-of levels of accuracy. He is watching robots
perform welding, riveting and assembly operations. He sees computers performing
mulhons of calculations to machifte centours which couldn’t be handled yesterday.

Looking ahead, changes of even greater significance in the Manufacturing Engineer’s
responsibility loom on the horizon. Today's robot expert is watching the birth of
Aruficial Intelligence in the laboratories of Stanford and MIT. He sees the amazing
progress of computer-aided design and manufactunng. And he notes—perhaps with
petulance, perhaps with glee—that the traditional boundaries separating the engineering
funcuons are gradually dissolving. For instance, he now sees the designer with a lightpen
putting his visions on a cathode ray tube -and simultaneously programming a computer
that will machine the resulting part. Thus Product Engineering merges with Manufactur-
ing Engineenng in systems of even greater efficiency.

Similarly, the Quality Control function—formerly divorced from Manufacturing Engineer-
ing—is now a computer function in automated machining lines. The objective is to obtain
quality parts-and to control the tool tip position. Thus another barrier between
disciplines gives way before advancing technoiogy. Yesterday’s tooling expert, s+ll among
us and still active, now represents the time of the chrysalis—the day of the very beginning
in what may well be the world’s most dynamic profession.

oot ot

Society of Manulacturing Engineers ® One SME Drive, P.O. Box 930 ® Dearborn, Michigan 48128

b’-‘\e present and future capsb!!ities of workers aepend on accep—
-ance of approoriate lifelong educational and training activities as

integral components of their work. M
4
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APPENDIX VII

A SHALLOW LABOR POOL SPURS BUSINESSES
TO ACT TO BOLSTER EDUCATION
(HIGHLIGHTS)*

... The labor pool of younger workers who historically fill entry-level jobs is declining in both numbers and quality,
for reasons ranging from the demographic to the social, while the jobs waiting for them require ever more knoviedge and skill.

Alarsed by this double vhammy -- and by the cost of screening applicants and providing special training -- business is
trying to get more involved in isproving basic general education....

Bethods of Attack

Sose businesses are reacting by jumping into politics and twisting arms to win educational reform and bigger school
budgets. Others are financing teacher and student scholarships, research and school-budget supplements. Still others are
fighting high dropout rates and enticing students to read more {Separately, companies are getting morc involved in internal
educational prograas to help employees advance their careers....)

The early returns from the cospanies’ educational efforts are promising, but the probles isn’t amenable to a quick
fix...

Though only a relatively ssall percentage of Americans have trouble reading or writing a simple passage and counting out
bus fare, 3 distressing number can’t do much more than that. The Federal Education Department estimates that the U.S. has 11
gillion to 21 million functional illiterates, people whose meager skills aren’t up to the desands that life and work place
upon thes.

Expensive Nistakes

They commit many costly blunders ... $2,200 on a $22 settiement ... misordered $! million in parts ... nisread a lavel
and killed a pen of cattle. ... To forestall such probless, one of every three asjor U.5. corporations now provides some form
of basic skills training for employees.... [PJroductivity losses caused by poorly educated workers, together with the price
of remedial training, costs business about $25 billion a year.

That is bad enough. But business is even more concerned as jobs requiring more than the most basic reading, writing and
computational skills become the fastest growing sector of the labor market.

Fundamenta! Flaws

... [T]he total nusber of young people in the labor pool will constrict sharply as the generation of the baby boom gives
vay to that of the baby bust. Second, a rising proportion of those people in the pool will be minority-group mesbers -- the
very group that schools have had the least success in educating.

Also, sore people who once went into entry-level jobs after high school now go to college, meaning that those left for
employers to choose from are generally the less accomplished and less ambitious members of their classes....

The explosion of new opportunities for women has contributed mightily to that. ... While all this is happening, entry-
level jobs are growing more complex and desanding....

Think Saall...

In a nusber of cases, employers are concentrating on specific aspects of the educational probles ... the nature of the
learning process itself ... the dropout rate ... poor attendance and grades ... reading ... teaching. ... [I]n recest years
business has been instrumental in forcing costly reforms through reluctant legisiatures....

Soston Compect

It is too early to say with say certainty whether the corporate efforts to improve education will add up to a markedly
improved work force in years to come. But the so-called Boston Compact provides an encouraging sign. Five years ago 200
Boston-area companies challenged local schools to register 53 annual isprovesents in school attendance, the high-school drop-
out rate, ang college and job placements. In turn, the companies promised to expand part-time and susmer jobs for high-
schoolers, and to hire more graduates full time.

Several major concerns have since set up endowsents for teacher fellowships, dropout prevention measures and experimental
programs schools couldn’t afford. The Compact now offers financial aid to any Boston public high-school graduate who wants to
continue his education.

The experiment has been deesed ... successful.... Neanwhile, the Compact has build up ... [*]good-faith soney that shows
we want this to continue in perpetuity. ... One of the things we’ve learned is that change doesn’t come overnij.i.®

TCSO“w J.C. Simpaon, The Well Stacet Jouanal, Monday, Sept. 28, 1987, pp. 1,19,
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APPENDIX VIII
ROBERT HALF ON HIRING -- A Basic Synopsis

Having seen and learned from thousands of hiring mistakes made by execu-
tives, Robert Half takes you step by step through the entire hiring process and
shares with you the shrewd new techniques he has developed:

-- How to increase the number of qualified applicants through effective
recruiting procedures

-- How to nerrow the field without eliminating candidates who merit
consfideration

-- The best ways to conduct an interview: what questions to ask and what
interpretations to draw from the answers

-- How to go about getting useful reference information

-- Specific steps to take after you’ve made the decisfion to make sure you
land the candidate of your cholce

EXPANDED TABLE OF CONTENTS

Chapter

On the Hiring Process -- Some Observations on the Legal Aspects of Hiring

2 On Deciding What You Need -- Writing Out the Job Description -- Determining Hiring Criteria
-~ A Strategy for Formulating Criteria -- How Much Salary Should You Offer -- Legal Ramifications

3 On_Recruiting the Best Candidates --— Recruiting in Your Own Company -- When Nanagement
Works with Personner -- Personal Recommendations -- Recruiting Services -- Recruiting through
Advertising -- Legal Ramifications

4 On Evaluating Resumes —- What to Look For -- What to Be Wary of -- Streamiining the

Sorting Process -- When Others Do the Screening -- Some Thoughts about Application Foras

S On Testing as a Screening Tool -- Legai Imeplications
6 On Interviewing: A Look at the Basics —- The Essence of Interviewing -- Avoiding the

Nost Common Pitfalls -- Keys to Successful Interviewing

7 On What Questions to Ask in the Interviet -- Playing it Safe -- Good Questions to
Ask -- Experience -- Specific Job Skills and Knowledge -- General Inteliigence and Aptitude
-~ Attitudes and Personality -- Education

8 On "Reading" the Candidate -- What to Look For -- How to Target Your Judgments -- Keeping
Your Cirst Impression in Check -- Dealing with Your Prejudices -- How to Tell When "Employed”
Candidates Are Uneaployed

9 On Ref:rence Checking -- Whom to Approach for References -- How to Obtain the Reference
- .oking the Right Questions -- Evaluating the Information -- What to Do with the Information

10 On Making the Decision -- Patterns to Avoid -- Additional Keys to Successful Hiring
-- Using the H-1-R-E Fora to Help the Decision
11 On_Landing the Candidate You Want -—- Don‘t Delay the Offer -- Wooing the Reluctant

Candidate -- Giving the Candidate Time to Think Over the Offer -- Confirming the Arrangements
- Don’t Losc Touch -- Legai Ramifications
12 On Firing -- How to Teil When an Employee is Looking Around -- Legal Implications
13  Conciusion
Appendfix: Highlights of a hiring-attitude study conceived and developed by R, Half, conducted by Burke
Narketing Research and consisting of a 10 percent sampiing of personnel directors and top management of the
*Fortune 1000° corporations.
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