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FOREWORD

The Productive America project was undertaken by the National-
Council for Occupational Education (NCOE) in recognition of the
great importance to the nation of improving productivity in the
workforce and of the special role that two-year colleges and techni-
cal institutes play in this effort.

Organized in 1975, NCOE brings together close to 500 community
colleges with intensive programs in occupational education. NCOE is
affiliated with the American Association of Community and Junior
Colleges, the national education group which represents approxi-
mately 1,300 two-year colleges.

NCOE formed the Human Resource Development/Productivity Task
Force in 1987 to focus attention on the issues of productivity. The
Task Force has received financial support for this project from the
Employment and Training Administration of the U.S. Department of
Labor.

The results of the Productive America Project are documented in
two reports. Monograph I provides a discussion of quality productiv-
ity; the various measures of productivity, highlighting human re-
source productivity; the potential contribution by two-year colleges;
the special populations that comprise the emerging workforce and
their special needs; and concludes with a series of recommendations
directed at those institutions which desire to strengthen their role in
building America's competitiveness by training the workforce of
tomorrow. Monograph II examines public policy issues related to the
role of two-year colleges and workforce productivity.

Executive This Executive Summary highlights the various issues and recom-
Summary mendations discussed in Monograph I.

Disclaimer The views in this study are solely those of the authors. No opinions,
statements of fact, or conclusions contained in this document can
properly be attributed to NCOE or its contracting agencies.
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EXECUTIVE SUMMARY

America has been blessed with creative, aggressive leadership, both
in its political and in its business/industrial arenas. From early on, it
has been the land of opportunity for free enterprise and a home to in-
ventors, researchers and entrepreneurs.

Having survived numerous major warfare conflicts, a great and dev-
astating depression and several recessions, America was still not
prepared for the infringement of third-world countries on its interna-
tional and domestic markets. German automobiles, chemicals and
machinery; French pharmaceuticals; Japanese electronics and
automobiles; and Korean steel were just the beginning of the global
competitive crisis America now faces.

Economists posited any number of plausible reasons for the diminu-
tion of U.S. economic strength. Commonly cited warning signals
included:

* weakening trade position

* low rates of savings and investment

* noncompetitive relative wages

* erratic exchange rates

* more confident, facile competitors

* waning relative productivity

The last factor, declining rates of productivity relative to gains
logged by global competitors, has been tagged as the area where
corrective action can be implemented most effectively with maximum
impact.

During the 1980s, the U.S. consumed $1 trillion more than it pro-
duced, tripling the national debt, and leaving taxpayers with a $165
billion annual interest tab which almost equals the national budget
deficit. (1) Pay"lck requires one of two solutions: reducing our
standard of liv .ig or increasing production.

In a nation dedicated to the business of business, how could these
symptoms have been ignored or denied?

Perhaps the underlying cause was a sense of complacency with a
system which yielded one of the highest standards of living in the
world.

Perhaps it was a form of economic isolationism brought on by the
inherent difficulties of operating in foreign markets.

Perhaps it was consumption-driven, with the desire to consume
today overwhelming the need to save for tomorrow.

5
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Productivity
Depends On
People
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Workforce
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Perhaps it was a management philosophy which rewarded short
term profits at the expense of long term capital investment.

Perhaps it was the natural outgrowth of a "disposable" society,
where quality is forfeit to convenience.

To regain its competitive ranking, the U.S. will need to produce more
quality goods and services by relying on the increased output of a
more highly skilled workforce. Achieving this ambitious goal will
demand far-reaching systemic changes affecting the manner in
which we recruit, educate and train workers, backed by investment in
curricula, equipment and facilities.

The productivity chasm is wide and deep. In the post World War II
era, the U.S. logged in with a 129 percent output per hour increase.
In absolute terms, an improvement.. Reviewed in relative terms, next
to the 1,624 percent c itput spike achieved by Japan in the same
time period, an unbelievable loss.(2)

The solution for improved quality productivity becomes increasingly
complex when one realizes that the U.S. labor pool is growing at a
slower rate than any time since the 1930s.(3) Further compounding
the rate of output issue is the composition of that labor pool. Fully 85
percent of new entrants will be non-traditional workers (Asians,
Blacks, Hispanics, returning women and immigrants) who bring with
them an entire panoply of special needs.(4)

A mechanism must be found to:

1. upgrade the quality of the current workforce;
and

2. recruit, train and place new entrants in the
workforce.

The Productive America project was proposed to the U.S. Depart-
ment of Labor as part of the growing portfolio of productivity re-
search. It moves beyond the historical c.. 'text and explores the
realm of corrective and preventive actions Nhich two-year colleges
can undertake to help reassert America into the global competitive
equation while acknowledging the diversity of its changing workforce.

The workforce will gradually become older, more female, more
minority and more foreign-born. Institutional responses will neces-
sarily address language requirements as well as basic competencies
when preparing workers.

In turn, the training delivery mechanism will need to be:

* local
* accessible
* affordable
* diverse
* flexible
* market-driven
" responsive



Workforce Any examination of human resource productivity will turn to questions
Readiness of workplace literacy, workforce retraining, job readiness, basic skills,

critical thinking and problem-solving abilities. A recent Chicago
Tribune article (October 29, 1989) placed a $1 billion price tag on
the basic education coursework now being provided by business in
self-defense.(5)

Industry is not particularly interested in infringing on the territory of
educational institutions, but finds itself left with no alternative. R.J.
Reynolds learned to educate, then automate, after spending, $2
billion on equipment workers couldn't operate because of poor
reading skills.(6)

The Hudson Institute issued an opinion which asserted that simply
maintaining the historical U.S. annual growth rate of three percent
would require upgrading the skills of 40 percent of American work-
ers.(7)

Roadblocks Despite the need for all available hands to keep the machinery of the
to Success American economy running smoothly, unprecedented barriers stand

in the way of many pi esently employed workers in need of skill
upgrading or of potential entrants seeking to gain skills.

The special populations mentioned on page v, which represent the
influx of new workers for the 21st century, will encounter many
obstacles as they strive for acceptance in the classroom and in the
workplace.

Financial pressure stands paramount among the barriers to
breach, as financial assistance programs shift from grants to loans
and legislative provisions are pruned back.

Family pressures predominate. More than half the students at twu
year colleges are /omen. (8) Many are also single heads of house-
holds, charged with the care of children as well as an aging parent.
These responsibilities encroach on limited incomes and even the
modest tuition and fee structure of two-year colleges must be
evaluated from a competitive application standpoint.

Lack of precedent, in the person of a successful role model, also
impinges on the ability of a special population member to complete
an education or hold a job. What majority populations view as the
status quo, may well be the grand exception for a minority.

Transportation issues such as proximity, cc st, bus routing, parking
and handicapped accessibility impact the decision of special popula-
tion members to pursue an education or seek a job.

Articulation and counseling The private sector is finding itself cast
in the role of both an assessment center and remedial course
provider. Individuals, secure in the belief that a high school diploma
is indicative of readiness for post-secondary curricula, face a rude
awakening as they fall behind in classes and are forced to opt into
remedial offerings, or simply drop out.
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Lack of Information is inseparable from the issue o' language as
an obstacle. Administrators and faculty must be cognizant of
language problems and respond with special materials and interpret-
ers to bridge this barrier to access.

Campus environments work for and against special students. For
example, the college campus represents a peer setting for adults
returning to ean a GED certificate, and is much preferred over a
high school setting. Alternatively, women, minorities and the disabled
encounter the same type of presumptions and biases or campus
which are associated with gender, race and physical handicaps in
the workplace.

Acting on their economic development mission, two-year colleges
have made tremendous strides in four functional areas:

1. training for employment
2. workforce retraining
3. education for career advancement
4. business development

This leadership role is facilitated by the organizational design of two-
year colleges. They meet every criterion set forth for an ideal
training deliver/ rr,echanism which would respond to the unique
needs of special populations.

As local organizations, two-year colleges mirror the trends prevalent
in the local community. Therefore, the student population can stand
proxy for general population patterns as well.

4 46 percent of minority students attend two-year colleges
* 42 percent of all Black students attend two-year

colleges
* 54 percent of all Hispanic students attend two-year

colleges
* 50 percent of all disabled students attend two-year

colleges
* 75 percent of students work
* 66 percent of students enroll in occupational or technical

Courses
* the average age is 29 (9)

With more than 1,300 delivery sites and an open admissions policy,
post-secondary colleges and technical institutes are the most
accessible educational system in the United States. Local proximity
also resolves potential probiems involving transportation and acces-
sibility. The community focus and heightened awareness of neigh-
borhood populations can result in simplified paperwork and stream-
lined admissions procedures which accommodate unsophisticated
prospective students.

Community colleges and technical institutes work closely with
students beginning at the time of admission to creatively resolve
financial diiiiculties. Options range from work-study programs to
internships to full-time positions with supportive businesses.



The distinction between a liberal arts education and ar. occupatiot
two-year degree continues to fade as two-year colleges evaluate
internal and external resources, and create flexible programs whici
blend private and public sector expertise.

Strong Business Progressive two-year colleges understand that their mission is
Connections entwined with business. In the post-secondary education loop, busi-

ness/education linkages occur on multiple levels.

Leaders Set
Reform Targets

Businesses can provide efficient access to potential students; share
expertise, equipment and personnel; hire and train students through
internship and apprenticeship programs; purchase customized
training: provide advance warning of technological trends and em-
ployment shifts; and monitor and calibrate the competency standards
of the cooperating institutions.

During 1989, business, education, labor and civic leaders partici-
pated in four symposia across the country to address the role of two-
year colleges in support of improved productivity. Their collective
vision called for some retooling of the two-year college administra-
tive structure and outlined a bold approach toward co-ventures with
business.

They recommended that two-year colleges:

* formulate business partnerships
* topple the ivory tower perception
* reach out to special popu!ations
* target occupational clusters and potential career ladders
* adopt holistic counseling approach
* bolster placement efforts
* tecome agents for change
* think like business people
I augment instructional staff
* update and sensitize faculty
* cut red tape

step into broker role
* export successful models
* package and market offerings
* occupational graduates as well prepared as transfer

graduates
* devise national competency standards

Implementing these recommendations would have the net effact of
making two-year colleges more business-like, more proactive, more
likely to respond with speed to changes in market conditions, less
concerned with issues of bureaucratic stature and more concerned
with the student population, more innovative in their use of re-
sources, and ultimately, more effective in reshaping a workforce
equipped to create a more Productive America.
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EXECUTIVE SUMMARY

Urgent National Need New Workers
To Invest In Human Close to 40 million new workers will enter the workforce between now and the
Resources: year 2000.

Productive America
Project

Most of these new entrants will be women, minorities, and immigrants. Many
will not have the skills needed for the new jobs.

As a consequence, the nation needs a significant investment in human
resources.

w Working with lo :al communities, two-year colleges can deliver needed
education and training to prospective workers.

Current Workers
Close to 100 million workers, currently on the job, will still be in the labor force
by the year 2000.

At the rates experienced in a recent five-year period, one in every twelve
current workers faces the risk of losing his existing job because of changing
technology or intensifying global competition.

The nation's needs for retraining are massive.

Working with business and industry, two-year colleges can deliver needed
education and training to current workers.

With these key points in mind, the Productive America project was undertaken by
the National Council for Occupntional Education (NCOE) in recognition of the
tremendous importance of productivity improvements to our national economic
vitality and of the special role that two-year colleges play in the effort to enhance
workforc productivity.

NCOE formed its Human Resource Development/ Productivity Task Force in 1987
with the express charge of exploring human resource issues related to productivity
and competitiveness, and the role of two-year colleges in human resource .development.
The NCOE Task Force conceptualized Productive America: Two-Year Colleges
Unite to Improve Productivity in the Nation's Workforce as a two-part effort:

Report 1 Report 1, "Issues and Strategies," examines the special populations comprising the
workforce of tomorrow and proposes alternative structural and program models for
two-year colleges to meet special population needs;

Report 2 Report 2, "Federal Workforce Program Policy Issues," reviews current federal
legislation and its impact on two-year colleges, and goes on to present recon anendations
for amending current programs or iaws to facilitate increased use of the two-year
college delivery system.

Causal Factors "o provide an economic context for the productivity discussion, Productive
Unerica reviewed the causal factors which have contributed in part to the waning

comparative productivity of the U.S.



Challenge:

Institutional Attributes

Special Populations

Barriers to Success

Workforce
Productivity Model

The deceleration in productivity is attributed to two main factors:
(1) The increasing importance of services in the domestic economy and that

sector's disappointing performance, and
(2) The dramatic change in the worker profile toward less experienced, less

educated and hence, less productive workers.

Having identified human resource productivity as an area appropriate for two-year
college involvement, Productive America examined the role and potential contributions
of two-year colleges toward participation in the solution of the problem.

The human resource challenge facing two-year colleges can be defined as:

1. Upgrade the quality of the current workforce through retraining, and

2. Recruit, educate, train and place new and non-traditional workers.

In light of the scope and demands of this two-fold challenge, Productive America
identified the institutional attributes which typify two-year colleges. These colleges
have pioneered successful human productivity programs which are effectively
meeting the needs of special populations. These attributes are: local, accessible,
affordable, diverse, flexible, market-driven and responsive.

Also presented are recommendations for structural, organizational, administrative,
marketing and philosophical changes which would reposition two-year colleges vis
a vis business, industry and the community-at-large.

Special population groups will play an increasingly important role in the workforce of
the 21st century. Chief among these population segments are: immigrants, Blacks,
Hispanics, returning women, workers with obsolete or deficient skills (endangered
workers), displaced workers, disabled workers, Asians and aging workers.

Special population members must surmount formidable obstacles to acquire the
education necessary to succeed in the workplace. Barriers include: financial and
family pressures, lack of precedent, transportation difficulties, need for personalized
counseling, 'ack of information, language problems and lack of familiarity with a
campus environment.

Recognizing the unique requirements of special populations, Report 1 introduces a
Workforce Productivity Model specifically designed to overcome these barriers to
success.

The model embraces a proactive strategy beginning with recruitment, assessment,
five t)ducational modalities, monitoring, personal counseling at every step, and
ongoing placement activities from internships through full-time employment.

The Policy Perspective Re,)ort 2 of the Productive America project reviews current federal legislated and
ft ,nded programs affecting workforce training, vocational education, worksite literacy
and basic skills, against the backdrop of human resource productivity.

Program Review

vi

Productive America summarizes major federal programs which have an impact on
workforce productivity. These majorprograms include: Job Training Partnership Act,
Carl D. Perkins Vocational Education Act, Job Opportunities and Basic Skills
Program of the Family Support Act of 1988, Hawkins Stafford Elementary and
Secondary Education Act, as well as Titles IV and VIII of the Higher Education Act.
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A Better Way Report 2 concludes with recommendations for program amendments and suggestions
for process and procedural changes which would optimize utilization of two-year
colleges by means of leveraging available dollars, information and systems across
programs, institutions and organizations, capitalizing on economies of scale in
workforce recruitment, education/training and placement.

The Productive America emphasis on human resource rer ewal parallels both the
role historically assigned to two-year colleges (preparing America's workers) and the
NCOE's need to ensure that colleges continue to be positioned to meet their
important mitsions.

Recommendations A full set of recommendations is found at the end of each report. A few salient
recommendations are highlighted in this summary:

Issues and Strategies
Report 1

1. Review the college mission statement and ensure that the responsibility for
local workforce development is included.

2. Identify the special populations within the college's district (such as minority,
new immigrants, returning women, endangered or displaced workers, disabled
workers, etc.) and gather demographic and socio-economic data describing
each population.

3. Assess and redevelop current vocational education programs and job
training programs to ensure that they directly meet local employer's job skill
requirements.

4. Extend college placement office activities to a level where successful
students are provided access to real job openings and are directly assisted
in obtaining a job.

5. Enlist the support of local commerce and industry as full partners in the
establishment of all special initiatives and training programs in order to solve
labor shortage problems by pooling appropriate resources.

Federal Workforce Program Policy Issues
Report 2

1. The U.S. Department of Labor should continue to promote a natior policy
of human resource development.

2. Programs and initiatives from the U.S. Departments of Labor, Education,
ant.: Commerce should be integrated and coordinated in the shared pursuit
of a wor Id-class workforce.

3. The U.S. Department of Labor should create a Two-Year College Office
within its Employment and Training Adn-.!nistration in order to strengthen the
even application of the Department's programs and initiatives across the
nation's two-year colleges.

4. Two-year colleges, with the U.S. Department, of Labor, state government,
business, and professional associations should develop specific standards
for jobs along with competency tests to measure student progress.
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5. The U.S. Department of I. abor, the American Association of Community and
Junior Colleges through/with the National Council for Occupational Education,
should conduct a national "awareness" campaign to identify the workplace
problems and challenges that two-year collages should be able to meet.

And now, it remains fo: all parties and institutions involved to review these reports'
recommendations, spurred on by a sense of urgency to reestablish and reaffirm the
U.S. in a role of economic leadership.

For America to achieve this lofty goal, it will be necessary to harness the energy and
abilities of non- traditional workers, retrain and upgrade currently employed workers,
and reshape vocational and educational institutions and offerings.

The National Council for 0 acupational Education stands ready to lead the search for
solutions to improving the quality of the American labor force, and to further explore
issues related to domestic productivity via additional primary research efforts.

2
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Definition

Competitive Indices

Trade

Investment

Standard of Living

SECTION 1.
THE GLOBAL COMPETITIVE DYNAMIC

In this section we examine the confluence of events and factors which conspired to
erode America's competitive edge. Margina, incremental losses, through time, have
had the additive result of forfeiting the U.S. advantage momentum terms to
aggressive competitors such as Japan and West Germany.

The discussion begins with a definition of cornpetitiveness, then reviews four primary
measures of competitiveness:

(1) Trade index;
(2) Investment index;
(3) Standard of living index; and
(4) Manufacturing productivity index.

Following the overview of key indices, the narrative summarizes the views of the
Hudson Institute, the MIT Commission and the Cuomo Commission on the plight of
American productivity.

Two additional influencing factors are presented for consideration: American trade
policies and the shift from a manufacturing to a service-dominated economy.

Authors of Workforce 2000, the Hudson Institute view of the world at the turn of the
century, define competitiveness: "simply the ability of domestic producers to sell
sufficient goods and services outside the country to pay for American imports." (10)

Concern over slippage in America's competitive posture prompted formation of the
Council on Competitiveness. Working with Wharton Econometrics Forecasting
Associates, the Council has developed a "Competitiveness Index" measuring
Summit 7 nations' (Canada, France, Great Britain, Italy, Japan, United States and
West Germany) performance in four categories (standard of living, manufacturing
productivity, investment, and trade) against U.S. performance; and U.S. performance
vis a vis the world in the fourth category, trade. (11)

Results of the second annual index, released in July 1989, were mixed. Export
activity increased by 13 points, but these modes gains do not represent a full
recovery from the unacceptably high trade deficits of the early 1980s. Meanwhile,
reliance on imported goods doubled between 1972 and 1988. (12) See Chart 1.

The investment index, a barometer of spending on education, plant and equipment,
and research and development shows the U.S. out in front by 2.9 percent. However,
in absolute terms, the other Summit 7 countries outspend the United States in all
categories except education. In order to subsidize competitiveness-related investments,
the U.S. either must increase its savings rate (Japan=28.3; U.S. =14.8) or must allow
foreign capital to continue to substitute for domestic funds. (13) See Chart 2.

Performance on the standard of living index (defined as gross national product per
capita) has been disappointing. The U.S. standard, although increasing, did so at a
slower rate than the other Summit 7 countries (3.1 vs. J.8).

Whereas in 1972 the U.S. enjoyed a standard of living pegged at 22 percent higher,
today that differential has been sliced down to 9.5 percent. During the 1972-88
period, the standard of living for other Summit 7 nations grew almost 50 percent
faster than the U.S. Japan logged in with a growth rate double that of the U.S. (14)
See Chart 3. For American consumers, living is becoming much more expensive.

22
1



Chart 1

TRADE
U.S. Export Growth Since 1972
Compared to the Rest of the World

Long-Term Trend Latest Year
(1972-1988) (1988)
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Source: Council on Competitiveness, 1989

Chart 2

INVESTMENT
U.S. ;nvestment as a Share of GNP
Compared to Other Summit 7 Nations

Long-Term Trend
(1972-1987)
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Chart 3

STANDARD OF LIVING
Growth in Standard of Living Since 1972
Compared to Other Summit 7 Nations

Long-Term Trend Latest Year
(1972-1988) (1988)
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Manufacturing Output per manufacturing sector employee decreased in relative terms by .4 on the
Productivity productivity front. These findings suggest that our Summit 7 competitors tv ve

superior technology, more efficient equipment, or a more highly skilled workforce
capable of producing more output per person than their U. S. counterparts.

Historic Rates Falter

Hudson Institute

The erosion of the historical American productivity lead continues unabated. "In
19'72, U.S. productivity was 56 percent higher than Japan's; in 1987, the U.S.
advantage was less than 6 percent."(15) See Chart 4.

"The key to domestic economic growth is a rebound in productivity,
particularly in services.

Throughout the 1970s and early 1980s, the United States managed to
sustain a rising standard of living by increasing the number of people at work
and by borrowing from abroad and from the future. These props under the
nation's consumption will reach their limits before the end of the century:
there will be relatively fewer young people and homemakers who will enter
the workforce during the 1990s, and the burden of consumer, government,
and international debt cannot be expanded indefinitely. If the U.S. economy
is to grow at its historic 3 percent per year average, the nation must
substantially increase its productivity." (16 )

MIT Commission The MIT Commission on Industrial Productivity opens its incisive analysis, Made in
Atnerica: Regaining the Productive Edge, with the succinct statement:

Cuomo Commission

"To live well, a nation must produce well." (17)

The Cucmo Commission on Trade and Competitiveness, in its recent report on a
New American Formula for a Strong Economy, looks at productivity issues from the
perspective of a nation's nbility to compete in world markets. It concludes:
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Trade Policies
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Chart 4

PRODUCTIVITY
U.S. Manufacturing Productivity Growth Since 1972
Compared to Othe, Summit 7 Nations

Long-Term 'trend Latest Year
(1972-1987) (1987)
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"America must be competitive to earn, not borrow, its standard of living (18)
. . .There is only one way to improve the trade balance while simultaneously
maintaining a high and rising standard of living at home. It is by improving
the productive performance of the American economy." (19)

Hudson Institute forecaster'; projected baseline, high and low growth economic
scenarios and arrived at an encouraging conclusion: the U.S. trade balance
improves regardless of the differing scenario assumptions. Influencing factors
include currency devaluation and productivity gains logged by domestic manufacturers.
Moderate scenario projections show black ink on the account ledger, with the U.S.
enjoying a $14 billion positive balance of trade. (20)

This portrait of a savvy global competitor is a far cry from the dismal performance
of the 1975-1985 decade (Chart 5) which culminated in an overall trade deficit of
$140 billion in 986. Four reasons have been posited for this trade position:

1. Erosion of the once invincible American trade position

2. Exchange rate fluctuations which obscured underlying trencio

3. Rising relative labor costs

4. Increasingly tougher competition (2 )

As with products and industries, economic development has u life cycle with its own
distinct phases: agriculture to manufacturing to services. Workforce 2000 researchers
predict That "service industries will create all of the new jobs, and most of the new
wealth, over the next thirteen years." (22 )
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In support of this assertion they state, "whf-'4:) manufacturing produced some 30
percent of al: goods and services in 1955, ar-! '11 percent in 1985, its share will drop
to less than 17 percent by 2000." (23)

Nine out of every ten jobs added to the U.S. economy from 1982 to 1986 were jobs
in service industries. (24)

The shift to a service-based economy will relocate jobs closer to the customer,
shorten the workweek, make better use of part-time employees, flatten business
cycle volatility, and increase , 'age differentials between high- and low-value added
workers. (25)

The loss of what the Hudson Institute calls "economic sovereignty" came as a shock
to American policymakers.

Their challenge in the coming decade will be to effect quick corrections to currency
fluctuations, to stirraile development in emerging nations, to support a worker
retraining ethic via favorable tax treatment, to counteract inflationary tendencies,
and to fight for a strong U.S. trade position.

Having explored the topic of global competitiveness, let us narrow our focus and
explore the productivity factor in greater detail.

5
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SEC !ION 2.
THE PRODUCTIVITY CHALLENGE

In Section 1, the global competitive situation was reviewed, and a nui ober of factors
impacting competitiveness were examined. Among these was the issue of productivity.

Waning relative productivity has been identified as one of (tie overriding contributors
to the decline of the United States as an economic power. This section of the report
defines productivity, examines common measures of productivity and its component
variables, reviews trends in productivity in both the goods and services sector,
proposes possible causal factors behind those trends, and assesses the U.S.
productivity position vis a vis international performance.

Defining Productivity Macroeconomics: Theory, Performance and Policy (26), a text vi: itten by Robert E.
Hall and John B. Taylor, provides a succinct definition of total factor productivity:
output per generalized unit .f 'put (such as capital, energy, labor and materials).

Ratio

Hall and Taylor then discuss labor productivity, a more narrow measure of productivity
which focuses on the human contr!::iution to production. (27)

Because labor is the single most important input of total factor productivity, the labor
productivity ratio has become a popular substitute, providing a "quick take" measure
of productivity.

Labor productivity, the ratio of output to employment, is computed by the Bureau of
Labor Statistics by dividing real Gross National Product in the business sector by the
total hours of work in that producing sector.

In/decreases When more goods or services are produced without a change in the number of hours
of input, labor produciiI.4 has increased. If more hours are required to produce the
same amount ot goods or services, labor productivity has decreased.

People hold the key to improved labor productivity. A literate workforce capable of
mastering emerging technologies, techniques and equipment can help America
regain its competitive edge.

Labor Force Changes This paper explores the dilemma facing American enterprise todaywhile labor
productivity takes on increased significance in the competitive formula, the composition
of the workforce is changing dramatically.

Management must produce more efficiently using a less experienced and less
educated workforce whose unique cultural and ethnic composition requires a new
style of supervision.

Performance In Modem Labor Economics Public Policy (28), Ronald G. Ehrenberg and Robert S.
Smith examine the disappointing slowdown in U. S. productivity growth beginning in
1973. Between 1948 and 1973, the private sector registered an annual labor
productivity growth rate of almost three percent. From 1973 to 1982, that rate of
growth decelerated to a paltry 0.7 percent per year. Chart 6 illustrates trends in
domestic productivity, charting gains and losses from 1948-87.

6

Productivity in U.S. manufacturing has increased significantly since 1982 afte1
period of slow growth in the 1950s and 1960s, and virtual stagnation in the 1970s.
Trends in manufacturing production are shown in Chart 6.
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The rate of productivity increase in the U.S. had fallen below that of its competitors
in the 1950s, 1960s, and 1970s. The situation turned around in the early 1980s.
Since 1984 the U.S. has achieved higher average annual rates of increase in output
per hour in manufacturing than most of its trading partners, except for Japan and the
United Kingdom. The performance of the U.S. for the period 1984-88 compared with
that of eleven other industrialized countries is shown in Table A.

While U.S. manufacturing production surged ahead, production in the service
industries is significantly below tha . of manufacturing, even taking into account
problems in oressuring output in the services, as also shown in Chart 7. A s a larger
and larger Om of the nation's workers are employed in the service industry,
increased production in the service sector is a paramount concern if the U.S. is going
to sustain its economic growth and improving standard of living of the people.

Turning to an international perspective of manufacturing productivity, we note a
disappointing growth rate with respect to our trading partners. Workforce 2000
reports that:

"Between 1950 and 1983. . .output per hour of U.S. workers increased by
129 percent. Canadian workers' productivity rose by 215 percent during the
same period; the war-savaged economies of France arid West Germany
increased output per hour by 458 and 508 percent. Japanese workers
increased their output per hour by a staggering 1,625 percent." (29)

Since productivity is a major factor in determining the price of goods (high
productivity results in more goods for less cost/effort, thus enabling a lower market
price), America has priced itself out of the market. (30)

2
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Table A

OUTPUT PER HOUR IN MANUFACTURING, 12 COUNT RIES, 1950-1988
AVERAGE ANNUAL RATES OF CHANGE (1)

Country 1950-88 1950-73 1973-79 197988 1984-88
(2), (2) (2) (2)

United States 2.7 2.7 1.6 3.4 3.9
Canada 3.4 4.2 2.1 2.2 2.1
Japan 8.2 9.9 Jr. Jr 5.8 5.7
Belgium 6.3 6.9 6,0 5.4 3.2
Denmark 3.8 4.8 4.2 1.1 .5
France 4.9 5.6 4.6 3.1 3.1

Germany 5.3 6.6 4.3 2.6 2.4
Italy 5,6 6.1 5,7 4.1 2.9
Netherlands 5.5 6.2 5.5 3.5 2.4
Norway 3.4 3.9 2.2 2.6 2.1
Sweden 4.2 5.1 2.6 3.0 2.6
United Kingdom 3.3 3.3 1.2 4.7 4.5

(1) Rates of change based on the compound rate method
(2) For Belgium, data relate to 1960-87; for Norway, data relate to period endir,g in 1987.

Source: U.S. Department of Labor, Bureau of Labor Statistics.

Increasing productivity would result in fewer production hours which would translate
into lower prices, enabling America to better compete globally. If this doesn't occur,
Americans will buy 1-ss expensive imported alter' iatives. As a result, the trade deficit
will grow, decreased demand for domestic goods will trigger more layoffs and plant
closures, and the spiral will continue.

One could argue for American prods :tivity supremacy based on absolute versus
incremental p.irformance until the Ate 1970s, when select Japanese and West
German manufacturing industries surpassed their U.S. counterparts. At that time,
Japanese carmakers prods ced an automobile using 10-30 percent fewer labor hours
than a comparable U.S. operation. (31)

A number oi possible causes for the productivity problem have been suggested.
Among them: an increase in less experienced workers, "changes in the industrial
composition o` employment, government mandated investments in pollution abatement
equipment (which do not lead to increases in measured output, since the quality of
the environment is not measured in Gross National Product), and a decline in the
capital/labor ratio that has accompanied a slowdown in normal business investment.
With less capital to work with, each unit of labor is less productive." ( 32 )

The dramatic shift of employment from manufacturing to service continues.
The average annual percentage increase in output per worker in the service sector
has decreased as depicted in Chart 7.

Because the service sector now represents the dominant component of our
workforce, the decline in service sector productivity is of even greater concan.



Chart 7

LOW PRODUCTIVITY GROWTH IN SERVICES HAG
SLOWED U.S. ECONOMIC GROWTH

3.0

2.0

H 1.0
Zw

tX

a. 0.0

-1.0

2.0

2.0

1.4

2.9

1955-1970

1.2

cm MANUFAC-
TURING

ZS SERVICES

30VERN-
MENT

N.V.NNef
0.2

1970-1985

0.7

(Average Annual Percentage Increase in Output F'er Worker)
Source: Wharton Econometrics, Inc.

Economist John W. Kendrick has also researched causes for a decline in productivity.
His article "Service Sector Productivity" in Business Economics, (35) references the
findings of multiple regression analyses which registered strong positive correlations
between specific variables and industry rates of change in productivity since 1948.
Those variables include: "average education of workers; the ratio of sales to
research and development outlays; changes in research and development ratios;
rates of growth of real fixed capital stocks per worker; variability in layoff rates; and
economies of scale." (36)

Inversely Related Further, Kendrick identified a number of variables which are negatively correlated
Factors to productivity. Those variables, which tend to move inversely to productivity

changes include: "amplitude of cyclical changes in output; average hours worked per
week; changes in average hours; . . Changes in concentration ratios . . ." (37)
lab )r-management relations and changes in worker skill/experience levels.

Causal Factors 1973-85 Revicyv'ng underlying causes for the accelerated general productivity slowdown
after 1973, Kendrick listed a number of causal factors which he believes represent
a shared view among financial analysts. Those causes include:

1. Accelerating inflation until 1981

2. Erosion of economic profit margins

3. Slower growth ei capital/labor ratios

4. Declining research & development ratios

5. Shifts to less energy intensive equipment

6. Changes in labor force composition resulting in reduced average expertise

7. Increased government regulation

8. Recessions in 1973-74 and 1981-82 138)

9
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Service sector productivity lagged behind that of goods production during the 1981-
85 recovery years. While factory labor productivity rose at a 4.1 percent annual rate
during this period, service productivity remained flat at one percent, down from the
1.5 percent annual average growth rate during the 1970s and the 2.3 percent rate
established during the 1947-69 period. (39)

Some segments of the service industry (transportation, finance, insurance and
real estate) reported productivity increases, but these effects were swamped by poor
performance attributable in large part to:

1. Capital/labor ratio grew significantly less rapidly than in manufacturing

2. Less research and development

3. Less benefit from supplier research and development investments than
producers

4. Length of standard workweek declined less dramatically than producers

5. Increased numbers of female (less experienced) workers (40)

Translated into employment terms, when energy prices jump, companies are likely
to decrease their capital stocks and increase employment. Thus, the numerator in
the capital/labor ratio becomes smaller while the denominator increases as a result
of hiring. The overall effect is a diminishing ratio which implies a diminished
productive capacity.

Short-term measures of labor productivity may be misleading as a result of
companies which practice labor hoarding. Average productivity will fall in the early
stages of a recession because firms with a heavy investment in training will retain
specially trained workers rather than resorting to layoffs.

Conversely, as demand begins to increase, these same firms will register a gain in
productivity without any related investment in labor, because they have in effect
inventoried a supply of trained workers during the downswing. (41)

Geoffery H. Moore, in Business Economics, summarizes his view that, "if the private
service industries continue to grow faster than goods-producing industries, as the
Bureau of Labor Statistics projects to 1995, the trend toward milder declines in total
employment is likely to continue also." (42)

Moore credits services with some of the most dramatic secular changes it the
character of business cycles: shorter recessions (11 months from 1933-1982 ins. 21
months on average from 1854 to 1929) and longer expansions (49 months vs. 24
rnorths during corresponding time periods). (43)

In seven of the last eight cyclical contractions since 1948, as measurEd by the
Bureau of Labor Statistics, declines in total nonfarm employment were nearly one-
third shorter at an average of 11 versus 16 months. (44)

Employment upswings were five months longer on average than those of the goods-
producing sector in six out of seven periods tracked. (45)

Workforce 2000 concurs with Moore's view, stating that "as services grow above
three-fourths of the economy, their balance wheel effect should moderate swings in
demand." Chart 8 ;tows the dampened amplitude of service cyclicality (swings from
.9 to 5.7 percent) compared to the wild cycling found in goods production (swings
from -4.8 to 10 percent). (46)
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Services were exported at a level of $48 billion in 1986 according to the U.S.
Department of Commerce. That figure may understate service exports by as much
as 50 percent. Major service exports include: air transportation, computer and data
processing, financial services and popular culture/entertainment. (47)

Why improve "Improving productiey is a necessary ingredient for provioing a better life for
Productivity? Americans. Rising productivity reduces inflation and provides the opportunity to

increase real incomes. If America had sustained the 3.4 percent annual productivity
growth rate it had between 1943-65 the average household would be receiving
annually more than $5,0J0 in additional real income today." (48)

Service Advantage

With domes,ic consumption outstripping production from 1980-89, the expedient
short-term solution was borrowing against the future. The result: a $2.9 trillion
national debt. (49) Now, in the face of looming debt and a slowly growing workforce,
the only practicable long-term solution to this problem (outside of a reduction in our
standard of living) rests in achieving productivity improvements.

The shift from a manufacturing-based to a service-based economy affords the U.S.
with unprecedented opportunities for regaining its economic eminence. The shorter
declines and longer upswings associated with the service sector combine with
increased service exports to provide a solid foundation on which to reuuild.

The unknown in this equation is the human factor. Wh )re will America find its new
workers when the labor pool is shrinking? How will current workers cope with the
advent of riew technologies? Can management adapt to accommodate an influx of
workers from non-traditional backgrounds? How will this diverse workforce become
prepared for the workplace? Who will be responsible for developing worker skills
which match the skill requirements of the jobs of tomorrow?

11



Dual Challenge

Jobs Demand
More Education

SECTION 3.
HUMAN RESOURCE PRODUCTIVITY: THE FOCUS

The review of the global competitive dynamic and the productivity challenge in
Sections 1 and 2 of this report lead thu reader to one logical conclusion: U.S.
economic vitality is dependent on improving productivity.

Productivity improvements revolve around two issues.
(1) Technology absorption and
(2) Workforce quality.

For purposes of this report, Productive America has chosen: to confine its scope
to the complex issue of improving workforce quality. We make the assumption that
the U.S. has equal access to technology and equipment and the financial resources
to secure them, so the issue of technology absorption becomes one of management
investment prerogatives.

In this section of the report, we define the two part challenge of improving human
resource productivity, describe some of the potential problems in meeting the
challenge, review required skills for the workers of tomorrow, and suggest the
institutional attributes necessary for a successful outcome.

To improve productivity, inputs must be used more efficiently to produce increased
output. From the human resource perspective, that means America must improve
its labor utilization. Thus we come to the dual challenge of human resource
productivity:

1. Upgrade the quality of the current workforce through retraining

2. Recruit, educate, train and place new and nontraditional workers

Fast-growing jobs require higher level math, reading and language skills than
the declining occupations of today. As a result, the educational delivery system will
need to respond to these changing occupational requirements.

Table P, from Workforce 2000, nrojects the rate of growth among various occupations
between now and the turn of the century.

A quick perusal of the columns reveals that education is the ticket to success. While
the average growth rate across all occupational categories is 25 percent, the fastest-
grrwing occupations have the highest educational requirements: lawyers and
judges (71 percent growth rate); natural, computer and mathematical scientists (68
percent); and health diagnosing and treating occupations (53 percent).

Low Skills/Low Growth Projections forecast a decline among low ski', occupations such as blue collar
supervisors (-16 percent); agriculture, forestry and fishery workers (-12 per- cent);
and machine seers, operators and tenders (-8 percent).

Service occupations are projected to grow 37 percent, close to three timesas fast
as plant and systems occupations, which are projected to grow 13 percent. (Table
B)
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Post-Secondary
Education A Must

Table B
THE CHANGING OCCUPATIONAL STRUCTURE, 1984-2000

Occupation Current Jobs New Jobs Rate of
Growth

(000s) (000s) (Peree6tage)
Total 105,008 25,952 25

Service Occupations 16,059 5,957 37
Managerial and Management-Related 10,893 4,280 39
Marketing and Sales 10,656 4,150 39
Administrative Support 18,483 3,620 20
Technicians 3,146 1,389 44
Health Diagnosing and Treating Occupations 2,478 1,384 53
Teachers, Librarians and Counselors 4,437 1,381 31
Mechanics, Installerc,, and Repairers 4,264 966 23
Transportation and Heavy Equipment 4,604 752 16

Operators
Engineers, Architects, and Surveyors 1,447 600 41
Construction Trades 3,127 595 19
Natural, Computer, and Mathematica! 647 442 68

Scientists
Writers, Artists, Entertainers, and Athletes 1,092 425 3
Other Professionals and Paraprofessionals 825 355 43
Lawyers and Judges 457 326 71

Social, Recreational, and Religioous Workers 759 235 31
Helpers and Laborers 4,168 205 5

Social Scientists 173 70 40
Precision Production Workers 2,790 61 2
Plant and System Workers 275 36 13
Blue Collar Supervisors 1,442 -6 0
Miners 175 -28 -16
Handworkers, Assemblers, and Fabricators 2,604 -179 -7
Machine Setters, Operators, and Tenders 5,527 -448 -8
Agriculture, Forestry, and Fisheries 4,480 -538 -12

Source: Hudson Institute

The study makes a strong case for education, stating that, "Among the fastest-
growing jobs, the trend toward higher educational requirements is striking. Of all the
new jobs that will be created over the 1984-2000 period, more than half will require
some education beyond high school, and almost a third will be filled by college
graduates." (:,1)

Noting that eduintion is "only a rough proxy for the skills required for employment",
the Workforce 2000 narrative continues: "Ranking jobs according to skills, rather
than education. illustrates the rising requirements even more dramatically. When
jobs are given numerical ratings according to the math, language, and reasoning
skills they require, only twenty-seven percent of all new jobs fall into the lowest two
skill categories . . . 41 percent of new jobs are in the three highest skill groups,
compared to only 24 percent of current jobs." (51)

Pies° relationships are summarized in Table C. Natural scientists al id lawyers,
categork s highlighted earlier as among the fastest-growing occupatiot is, also have
the highest skill requirements at 5.7 and 5.2 respectively. Declining occupations
such as machine setters and hand working positions exhibit much lower skill
requirements of 1.8 and 1.7 respectively.

34
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To understand the skills workers need, the logical place to begin is with an
understanding of the skills employers want.

Work:olive Basics is a two-part study conducted by the Amer;can Society for
Training and Development and funded by the Employment and Training Administration
of the U.S. Department of Labor. In Part 2, entitled "The Skills Employers Want," the
report presents a seven-point framework summarizing preferred skills as articulated
by employers:

Table C

FAST-GROWING JOBS REQUIRE MORE LANGUAGE, MATH,
AND REASONING SKILLS

Current
Jobs

Fast
Growing

Slowly
Growing Declining

Language Rating 3.1 3.8 2.7 1.9
Math Rating ',-.6 3.1 2.3 1.6
Reading Rating 3.5 4.2 3.2 2.6

Source: Hudson Institute

1. Learning to learn

2. 3 R's

3. Listening and oral communication

4. Creative thinking/problem solving

5. Self-esteem/goal setting-motivation/personal & career development

6. InterpersonaVnegotiation/teamwork

7, Organizational affectiveness/leadershir. (52)

The need for higher ordor skills is also unc;:oscored by David S. Bushnell. In a recent
article for Res( urce Management magazine, Bushnell outlines his understanding of
the skills requi ed for the jobs of tomorrow. His nine point listing of worker capabilities
reads:

1. Think critically

2, Problem solve (including math)

3. Retrieve information quickly

4. Organize and synthesize

5. Apply (knowledge) to new areas

6. Be creative

7. Listen accurately

8. Make decisions with incomplete data

9. Communicate in many modes (53)



Small Firms

Growing Skills Gap

Structural changes in the economy have drawn sharp differences between jobs lost
and jobs created. Jobs lost were in large manufacturing firms which produced
standard products and required comparatively low levels of education and training.
Jobs created tend to be in smaller (under 250 employees) organizations produr,'Ig
value-added products and services using techniques requiring a high level of
education and training. (54)

Businesses report a growing gap between the skills which new entrants bring to the
job market, and the skills needed to perform jobs being created.

"The concerns of the business community for a skilled workfoi 'T have never been
rireaterthan in the 1980s. In survey after survey, employers have identified the need
for workers with stronger basic skills to accomplish tasks in the workplace of today
and to adapt to the workplace of tomorrow." (55)

Bushnell claims that, while more people are looking for blue collar jobs, jobs are
looking for white collar workers in high tech fields. He makes the case that
"unemployment today is more the result of a lack of education or jo:, qualifications
than a shortage of jobs." (56)

Cross Training In the days of the Taylor system production line, workers mastered one discrete task
Emerges and performed it repetitively. Today, employers train employees across functional

lines, providing workers with a more complete understanding of the manufacturing
process, while enjoying the benefit of a more versatile labor pool. (57)

Technological advances call for higher skill levels at an increasingly rapid rate of
change. With new ertrants to the workforce at an all-time low in terms of workplace
readiness and literacy, the challenge to educators is immense.

Diverse Workforce Given the employer view of required skills for employment and advancement, how
do workforce characteristics match up?

Projected Growth

The American workforce is undergoing rapid changes in age, gender and ethnic
composition. Gone is the monolithic, white, male homogeneous labor force with a
manufacturing orientation. Effective programmatic responses to the productivity
challenge will have to accommodate the diverse needs of a heterogeneous
workforce which is aging, growing enure slowly, becoming more female, including
more minorities, disabled and iinkg,rants, and lacking the skills needed for job
security.

According to U.S. Department of Labor statistics published in November, 1989
(Tables D-1 and 0-2), 42.8 million individuals will be entering the workplace between
1988 and the year 2000. This defines the magnitude of the education and training
needs facing the nation. Of these 42.8 million new workers, 13.5 million (32 percent)
will be white males; 22 million (51 percent) are projected to be women, 32 percent
of whom (7 million) will be from minority ethnic groups; and 7.2 million (17 percent)
will be minority males.

During this same period of time, 23.4 million people will leave the workforce. By
subtracting this figure from the 42.8 million figure of new entrants, the U.S.
Department of Labor establishes a NET increase in the labor force of 19.4 million
individuals.
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Table D-1

PROJECTED GROWTH OF THE U.S. LABOR FORCE: 1988-2000
By Race and Gender

(Thousands)

1988
New

+ Entrants Leavers
Net New

: Entrants = 2000

Total 121,541 42,841 23,471 19,470 141,134

White 96,403 28,597 19,393 9,204 105,663
Men 53,287 13,522 11,257 2,265 55,584
Women 43,116 15,075 8,136 6,939 50,079

Black 12,447 5,394 2,429 3,065 15,462
Men 6,217 2,432 1,221 1,311 7,427
Wornen 6,230 2,962 1,208 1,754 8,035

Hispanic 8,982 6,486 1,145 5,341 14,321
Men 5,409 3,558 681 2,877 8,284
Women 3,573 2,928 464 2,464 6,037

Asian 3,709 2,364 504 1,860 5,688
Men 2,015 1,232 282 950 3,029
Women 1,694 1,132 222 910 2,659

Source: U.S. Department of Labor, Bureau of Labor Statistics
Office of Employment Rojections,
Monthly Labor Review, November 1989

Table D-2

PROJECTED GROWTH OF THE U.S. LABOR FORCE: 1988-2000
By Race and Gender

(Perct nt)

New Net New
1988 + Entrants Leavers : Entrants = 2000

Total 100.0 100.0 100.0 100.0 100.0

White 79.3 66.8 82.6 47.2 74.8
Men 43.8 31.6 48.0 11.6 39.4
Women 35.5 35.2 34.6 35.6 35.4

Black 10.2 12.6 10.4 1E. .7 11.0
Mn, 5.1 5.7 5.2 0.7 5.3
Women 5.1 6.9 5.2 9.0 5.7

Hispanic , 4 15.1 4.9 27.5 10.2
Men 4.5 8.3 2.9 14.8 5.9
Women 2.9 6.8 2.0 12.7 4.3

Asian 3.1 5.5 2.2 9.6 4.0
Men 1.7 2.9 1.2 4.9 2.1
Women 1.4 2.6 1.0 4.7 1.9

Source: U S. Department of Labor, Bureau of Labor Statistics
Office of Employment Projections,
Monthly Labor Review, November 1989
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Major Changes

Associated Problems

Several reports referenced for this Productive America study, erroneously used
this 19.4 million net figure as constituting the total population in need of education
and training to the year 2000. As the reader can readily infer, the challenge is more
than twice as big and it will involve all of the nation's population groups.

Concurrently, labor force growth will slow to a crawl, declining in both absolute and
percentage terms through the year 2000, as depicted in Tables D1 and D2.

Later in this report we undertake a detailed demographic analysis of the "New Age"
workforce. At this juncture, we present a capsule summary of workforce transition
and changes.

1. The Workforce Matures. Worker age increases will pace average population
age increases, with the median labor force age increasing to approximately
39 by the year 2000. The key to productivity will be keeping these workers
current, flexible and dynamic. (58)

2. Workforce Growth Stagnates. During the 1990s, the workforce is projected
to grow by a mere 1 percent versus a 2.9 percent annual growth rate in the
197')s. The key to productivity will be a shift to more capital intensive
production systems. (59)

3. Women Dominate Workplace. Almost two-thirds of all women will be
employed by the year 2000. The key to productivity will center around more
flexible jobs and systemic responses to family issues. (60)

4. Minorities Enter Labor Force. Non-whites will be entering the workforce
rapidly, doubling their current share in the labor pool to 29 percent. The key
to productivity will be training designed to overcome social disadvantages
and to prepare workers for viable occupations. (61)

5. Immigrants Seek Jobs. Workforce 2000 projections show 750,000 immigrants
entering the U.S. each year, 25 percent of whom will likely have less than five
years of education. The key to productivity will be intensive language and
workplace skills training to help immigrants acculturate and meaningful
employment. (62)

Demographic shifts in the U.S. workforce bring with them a set of problems. The
shortage of available workers will force employers to tap into non-traditional sectors
for wodiers. As a result, rew workers will represent a very different labor pool
requiring more pre- employment and on-tliv-job training than ever before.

Compounding the skills problems are the barriers non-traditional workers face in
trying to access educational and employment opportunities. These include language
difficulties, child care needs, transportation problems and financial pressures. In
Section 4 of this report, special populations and their unique needs are explored in
detail.

Profile of a Again, vt,c encounter the dual human resource productivity challenge:
Responsive
institution 1. Upgrade the quality of the current workforce through retraining

2. Recruit, educate, train and place new and non-traditional workers
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Desired
Institutional Attributes

What attributes would an institution need in order to work with special populations
to overcome barriers to success?

Members of the Human Resource Development/ Productivity Task Force posed that
question to members of the manufacturing and service sectors, representatives fron
community colleges and technical institutes having exemplary programs addressing
the needs of special populations and business and industry, as well as representatives
from governmental groups in a series of regional forums held in Boston, Chicago,
Miami and Phoenix.

When findings were synthesized, a consensus opinion emerged which identified the
follc'.4ting seven attributes as essential for an institution to assimilate if it is to meet
the productivity challenge.

1. Localthe institution should be housed and active within a commil lily to
ensure that it develops ties to and an understanding c' the special populations
within its boundaries.

2. Accessiblethe institution should welcome all candidates regardless of
race, gender, religion, income, prior educational exposure, primary language
or country of origin. It would deliver education to adulti at all levels at locations
that are in close proximity to them.

3. Affordablethe institution should offer programs at an affordable price so
that cost does not become a barrier to potential participants.

4. Diversethe institution should be capable of delivering technical and
occupational training as well as the "thinking skills" associatedwith the more
traditional liberal arts education. Such a broad scope of service may include:
basic skills, English as a Second Language, general studies, adulteducation,
continuing education, public service offerings, special courses from the
humanities and philosophy, and stude, it support services.

5. Flexible--the institution should have the ability to draw from a. wide array of
resources to offer a variety of pi ograrns and services tailored to the needs of
a particular population sen,inent or of customized training for a business or
industry. Additionally, variables such as training site, instructor and time
would be modified to best serve participant interests.

6. Market-Driventhe institution should be actively involved in business
partnerships and economic development programs designed to create an
optimal match between employment opportunities and workforce skills.

7. Responsivethe institution should be poised to act quickly, surmounting
bureaucratic red tape and cumbersome approval channels in an effort to
capitalize on emerging market demands which would benefit its community.
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Immigrants

Demographics

Labor Force Swells

SECTION 4.
SPECIAL POPULATIONS/BARRIERS TO SUCCESS

In Section 3, two major human resource productivity challenges were identified:
(1) recruit and train new workers; and
(2) upgrade the skills of the current workforce.

At this juncture, we will make a closer examination of the unique characteristics and
needs of the special populations which will comprise the vast majority of new entrants
into the labor market. (63)

Special populations include: immigrants/refugees, Blacks, Hispanics, Asians, returning
women, dislocated workers, disabled workers, and workers with obsolete or
deficient skills (endangered workers).

For each population, pertinent demographic information is presented along with its
residential pattern, level of educational attainment, and any unique sociocultural or
economic traits. Following this profile of each major subset of the workforce, the
paper discusses barriers to success and the challenge these barriers represent to
tne two-year college system.

During the 1970-80 decade, immigration totaled about 4.5 million. Annual immigration
reached a twentieth century peak in 1988 when 643,000 immigrants were admitted
to the U.S. Referring to Chart 9 we see the slope of the immigration trend line
becoming more steep, in keeping with an accelerating rate of immigration. (64)

To put the 1988 numbers in perspective, the U.S. absorbed approximately 200,000
immigrants in 1950 and slightly fewer than 400,000 immigrants in 1970. (65)

Lo3king forward, Workforce 2000 holds that, if prevailing conditions of the 1970s and
1980s continue, we will see approximately 450,000 immigrants enter annually until
the year 2000; adding 9.5 million people to the general population and 4 million
workers to the labor force. (66)

Chart 9

TRENDS IN THE NUMBER OF IMMIGRANTS TO THE U.S.
1945-1988
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Source: U.S. Department of Justice, Irnigration and Naturalization Service, 1 d85 Statistical Yearbook of
the Immigration and Naturalization Setivco. snptember 1986, and unpublished data by country
of origin, covering the period from 1945 to 1988, obtained from special computer runs.
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Hispanics

Factoring in the impact of illegal entrants swells the number to 750,000 immigrants
entering annually until the year 2000; adding 16.1 million to the population and 6.8
million workers to the labor force. (67)

KEY SEGMENTS

It is estimated that fully one-third of legal immigrants to this country are now Hispanic.
(68) The iong term immigration pattern for the U.S. has been spiked by large
numbers of people fleeing Cuba. In 138, close to 100,000 Cubans were admitted
to the U.S., five to six times the previous al :nual totals; in 1977 about 70,000 Cubans
wore admitted to this country. (69)

Under the amnesty provisions of the 1986 Immigration Reform and Control Act,
almost 2.25 million Hispanics became legal American citizens. (70)

Asians In the 1980s, close to three million Asians immigrated to this country. (71)

While the number of people coming to America from Europe declined, the number
comin'j from Asia increased dramatically. Asian immigration reached an annual level
of 313,000 by 1982 and remained well over 250,000 per year through 1988 as shown
on Chart 10.

On the heels of immigration law changes instituted in 1965, the United States
experiences: a large influx of Asians and Latin Americans. Whether seeking political
asylum or pursuing the age old dream of economic opportunity, almost 80 percent
of immigrants to this country came from those two regions after 1970. (72)

Africans To illustrate the immigration patterns exhibited by immigrants from Africa, we refer
the reader to Chart 11.

Chart 10

TRENDS IN THE NUMBER OF IMMIGRANTS
TO THE U.S.
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Europeans

Illegal Entrants

Refugee Problem

Residential Patterns
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So ace: U.S. Department of Justice, Immigration and Naturalization Service, 1985 Statistical Yearbook
of the lmmigratiun and Naturalization Service, Septe:.,ber 1986, and unpublished data by
country of origin, covering the period from 1945 to 1986, obtained from special computer runs.

Recent political events, most notably the official sanctioning of passage through the
Berlin Wall on November 9, 1989, presage potentially dramatic changes in immigration.
Authorities assert that as many as 1.8 million East Germans, roughly 10 percent of
the population, could flee to the West. (73)

When discussing statistics about immigration, it is important to keep in mind the fact
that official records can only verify numbers of legal immigrants. The Census Bureau
estimates that between 4 and 6 million illegal aliens currently reside in the U.S. In an
attempt to measure the rate of increase among illegals, the Council of Economic
Advisors developed models which projected an annual increase of between 100,000
and 300,000 people through the midI980s. (74)

Refugees represent an extremely needy subset of immigrants who have special and
pronounced problems when they arrive on our shores. Typically, refugee i are forced
to flee their countries without the benefit of prior planning. Thus, they depart under
the most stressful of circumstances and arrive with broken families, little money and
few resources or belongings.

States which attract the greatest number of immigrants also appear to have
comparatively well-developed two-year college systems. The states with the largest
numbers of immigrants in 1988 were:

California
New York
Florida
Texas
New Jersey
Illinois

1t'3,000
109,000
65,000
43,000
33,000
28,000 (75)

The top three ranked states accounted for well over :mit of the immigrants; the 5k
states together accounted for more than 70 percent of the annual tot A (76)
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Educational Research zhows that the educational attainment 'f adult immigrants who entered
Attainment the U.S. during the 1970s varied widely: 25 percent just a fifth grade education,

while 22 percent were college graduates. This con +pares with native born Americans
as follows: only 3 percent had just a fifth grade education, while only 16 percent were
college graduates. (77)

James McKenney of the American Association of Community and Junior Colleges
describes community colleges as "today's Ellis Island." A commit mei to operating
under an "open door" policy has enabled immigrants to access the same array of
programming previously available exclusively to American students. (78)

Barriers to Success Immigrants seeking work are differentiated by their ability to speak and comprehend
English, as well as by their education and skill levels.

Language

Culture

Family Pressures

Financial Strain

The Challenge

22

Language ability impacts the search for a job, housing, shopping, commuting, and
virtually every life and work-related experience outsiue the confines of the family unit.
(79)

Linking language to productivity, a recent study suggested that skills already
developed by immigrants went underutilized because of an inability to communicate
in English. (80)

As would be expected, child immigrants pick up the language more rapidly than
adults. While 20 percent of Asian and 40 percent of Hispanic adult immigrants did
not speak English after several years in this country, only one percent of Asian and
6 percent of Hispanic children had language difficulties. (81)

In American culture, an individual is valued for his or her personal achievements. In
Asian and Hispanic cultures, the family is valued much more highly than individual
achievement. (82)

As a result, immigrants entering the workforce from these family-oriented cultures
may face conflicts in trying to reconcile the needs of family and employer.

Differences in culture may result in barriers to success, e.g., individual and family
values, a relative sense of time, and eye contact.

The extensive family support network enjoyed by many immigrants in their native
land is lost when they relocate to America As a result, the full brunt of family care
matters falls upon t'ir shoulders impacting the ability to attend a two-year college,
to conduct a job search or show up for work reliably.

Despite the relatively low cost of tuition at two-year colleges, fitting educational
expenses into an already strained household budget can prove burdensome.

To effectively serve this population, two-year colleges will need to respond with
innovative recruitment and intake strategies designed to minimize language barriers.

Such strategies might include bilingual administrativr and instructional staff or aides
to facilitate translation of lecti ires and instructional ,naterials.

Churches and cultural aF.1.3ociations have alsr, proven invaluable in marketing
programs to special populaiiIns. Colleges benefit from the "source effect" of having
programs presented `'.)y estabiitlhi!cl and rot;pected local institutions.
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Demographics

Additionally, these groups reduce the cost of search to the college by providing an
efficient distribution mechanism for recruitment information.

BLACKS

Non-whites represent more than 15 percent of the population, more than 20 percent
of the labor force, and will account for more than 50 percent of the net new entrants
to labor force by the year 2000.

Gender Trends Tt.sre are some unique gender-linked employment patterns within the Black
community which are worthy of rote.

Most Disadvantaged

First, Black women are the fastest growing component of the non-white labor force.
(83)

Second, by the year 2000, there will be more employed Black women than men in
the workforce; this runs counterpoint to the white population where employed men
outnumber women by roughly three to two. (84)

A third observation is the fact that the proportion of prime age Black men in the labor
force dropped 5 percent from 1970 to 1984, while the number of female-headed
Black households increased from 2R to 43 percent. (85)

Table E summarizes information regarding the relative success of white, Black and
Hispanic worknrs. On every scale measuredlabor force participation, unemployment,
weekly family employment, poverty level, years of schooling- -Blacks and Hispanics
were less successful than whites. On every scale measured but one (education),
Blacks were the Jingle most disadvantaged group.

Table E

BLACKS AND HISPANICS ARE MUCH LESS
SUCCESSFUL IN THE LABOR MARKET

(1983)

White Black Hispanic

Labor Force Participation 64.3 61.5 63.8
Unemployment Rate 8.4 19.5 13.7

Median Family Employment (Weekly) $487 $348 $366

Percent Below Poverty 12.1 35.7 28.4
Median Years of Schooling 12.8 12.5 12.1

Source: U.S. Bureau of Llbor Statistics, U.S. Bureau of the Census
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Income Levels

Residential Patterns

Jobs/Skills

Outmoded Jobs

Education

Barriers to Success
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Workforce 2000 researchers sound'd a note of caution, adding:

"To these statistical indices must be added the extensively analyzed and
debated indications of social disadvantage, such as poor performance in
schools, greater dependence on welfare, greater incidence of broken
families and children born to unmarried mothers, and higher rates of
criminal arrest." 86)

Trend analysis is unclear as to whether family income levels are rising or falling
among Black families. The ratio of Black to white family income rose from 54 to 61
percent during 1950-70 but receded to 56 percent in 1:',433. Meanwhile, unemployment
rates escalated from 2.1 times white rates (1972-77) tc 2.4 times the white rate
(1978-83). (87)

Housing patterns show pronounced cluster effects: in central cities which are home
to 57 percent of all Blacks; and in eleven major market cities, home to 40 percent of
all Blacks. Nine of those cities are located in regions with crippled or slow growth
economic outlooks. (88)

While a high percentage of Blacks live in inner cities, more than 75 percent of new
jobs will be located in suburbs according to the Bureau of Labor Statistics. (89)

The American society for Training and Devellomeni (ASTD) discovered a strong
relationship between basic skill acquisition and subsequent problems related to
employment and economic survival. In the Workplace Basics report of the ASTU, low
basic skills were a contributing factor among:

68 percent of those arrested

85 percent of unwed mothers

79 percent of welfare dependents

85 percent of high school dropouts

72 percent of the unemployed (90)

Lack of basic skills can be seen as one cause for Blacks being overrepresented
among declining occupations. Equal Employment Opportunity Commission data
showed that Blacks were 35 percent more likely to work in an occupation scheduled
io lose the most workers between 1978-90. (91)

Black enrollment in college has exhibited noticeable cyclicality at four-year increments.
First, a dramatic increase of 74,000 students from 1976-80, followed by a 40 percent
decrease (31,000 fewer students), and most recently a modest gain of 5,000
students. The net effect If..426,000 fewer Blacks enrolled than during the 1980 peak.
(92)

Variations in enrollment at two-year colleges were more pronounced, but resulted in
a net gain of 8.6 percent twin 1976-86. See Tablr, F.

To truly understand the harriers which face both Blacks and I I isr nics who aspire
tr succeed in our society, one must also understand the underlying sociocultural
issues which impinge on their world.



Table F

TRENDS IN THE ENROLLMENT IN TWO-YEAR COLLEGES
BY RACE AND ETHNICITY

1976-1986

Percent Increase
1976-1986

Total 20.5
White, Non-Hispanic 16.2
Minority 37.8

Black, Non-Hispanic 8.6
Hispanic 68.6
Asian and Pacific Islander 135.4
American Indian and Alaskan Native 24.4
Nonresident Alien 26.2

Source: Based on data from the U.S. Department of Educatior, Office of Educational Research and
Improvement, National Center for Education Statistics, Digest of Education Statistics: 1988,
CS88-600, September 1988. p. 170.

Sociocultural Issues Again, from Workforce 2000:

Child Care

Financial Pressure

"The conplex interconnections between employment, ed, cation, literacy
cultural values, incomes, 3nd living environments argue that employment
problems cannot be solved without also addressing issues of individual and
family responsibility. The choices are not simply between on-the-job training
and basic skills remediation programs for teenagers, but among investments
in child care, pregnancy prevention, welfare reform, big brother programs,
and other possible interventions. Before minority unemployment can be
.ignificantly reduced, there must be change in the cultural values..." (93)

A large percentage of Black females are pregnant by age 20. (94) Thus efforts to
acquire skills, complete an education and find a job are further complicated by child
care issues such as caretaker availability, costs and proximity.

Students who reside in an economically disadvantaged household may find college
viewed as an expensive, and unnecessary luxury which would interfere with their
short-term earning power.

While two-year college tuitions are comparatively low, and have remained so as a
matter of state policy, costs have still outstripped the earning power of students
working their way througn school. A student earning the minimum wage today wou Id
have to work almost twice as many hours to pay for tuition than 20 years ago. (95)

A large percentage of minority students are also low-income students in need of
financial assistance. Thus, the availability of financial aid becomes a significant
factor in minority enrollment in post-secondary programs helping them prepare for
employment. (96)
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Role Models Disadvantaged youth grow up unaware of the protocol a: ,sociated with the formal
work environment. Whereas the middle class population assimilates the rules of the
workplace such as punctuality, business etiquette, basic social skills, and a work
ethic, through observation of a parent or role model, inner city youth often have no
employed role model to emulate.

The Challenge To effectively serve the Black population, two-year colleges will need to devise
support systems which alleviate financial and family burdens.

Demographics

Income Levels

Residential Patterns

Jobs/Skills
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Regarding child care issues, two-year colleges might consider duplicating trial
programs instituted by the private sector, such as the multi-million dollar child care
referral service being tested by IBM Corporation. (97)

The two-year college infrastructure may be expanded to include a very active
placement office which coordinates full and part-time, permanent and temporary
position searches, matching employers with students.

Programs targeting this special population group should consider the addition of an
internship component to classroom training, thus providing exposure to the formal
work environment as part of the learning experience.

Outreach activities should be directed at attracting more Black men into the
educational system to countermand the high and increasing unemployment and
drop-out rates.

HISPANICS

Far from being homogeneous, the Hispanic population in the United States is
composed of different racial as well as cultural groups. There are Spanish- speaking
Blacks, Whites and Native Americans. (98)

Hispanic occupational, income and housing trends closely parallel those of Blacks.

Hispanics comprised 4.5 percent of the U.S. population in 1970 and grew to 6.4
percent by the 1980 census. (99) Since that time, the Hispanic population has
increased by 34 percent to reach an all- time high of 19.4 million people in 1988. (100)

Concurrent with the increase in absolute numbers, two other trends were observed
by the Census Bureau:

(a) A rising level of education among Hispanics; and
(b) A growing number of Hispanic professionals and managers. (101)

Family income for Hi.,:nanic- fell from 71 to 66 percent that of white families between
1973 and 1983, while the unemployment rate stabilized at 1.6 the rate for whites.
(102)

Almost half of all Hispanics versus one-quarter of whites resided in central cities
(103) As noted earlier in the section discussing the residential patterns of Blacks, this
means that those with the poorest skills are also located far away from the remote
suburbs where new jobs are available.

Fifty-five percent of all Hispanics in the U.S. reside in California and Texas, (104)
Thirty-five percent r filispanics were employed in declining occupations categor zed
as "most likely" to lose workers by the Bureau of Labor Statistics. (105)
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While the non-Hispanic workforce increased by 10.4 percent during the period of
1980-87, the Hispanic workforce grew by 39 percent to 8.5 million workers 6.;:ng the
same period. (106)

Hispanic workers represented less than 7 percent of total employment but almost
one-fifth of the total increase in jobs or 2.3 million additional workers. (107)

Although the Hispanic unemployment rate of 8.8 percent is below that of Blacks, it
remains 1,5 times greater than that of the general population. (108)

Educational Five percent of the total college population is Hispanic. This constitutes a smalisr
Attainment proportion of enrollment than of the domestic population. This holds true despite a

more than 60 percent increase (384,000 in 1976 to 624,000 in 1986) in college
enrollment. (109)

Barriers to Success

Financial Strain

Role Models

Languar,:

Transportation

Lack of Information

The Challenge

More than half of Hispanic college students could be found attending two .,,ear
ieges, «percentage which has remained unchanged since the National Center for

uocation Statistics began collecting separate minority enrollment data in 1976.
Although the rate at which Hispanics are enrolling in undergraduate programs is
increasing at 14.9 percent per annum, the gap between their college-going rate and
that of the majority population continues to widen. (110)

By the year 2000, Hispanics will make up 14 percent of the U.S. youth population.
That statistic stands as a major challenge to educators since the Hispanic high
school drop-out rate is currently 45 percent, and fully 25 percent of Hispanics who
do graduate do not have the basic skills needed for employment. (111)

With the decline in average household income for Hispanic families, youth of
employable age will continue to feel pressure to forego an education with its
concomitant ;ntangible future benefits, in favor of full-time employment with its quite
tangible and immediate paycheck.

If the trend toward more Hispanic managers and professionals continues, the role
model issue may gradually correct itself, with the numbers of successful achievers
bearing silent witness to the power of education.

A recent Business Week article pointed out that only 60 percent of 25 year-old
Hispanics had earned high s.hool diplomas. It speculated that "foreign-born
Hispanics often fall behind in the early grades because of language problems, never
to catch up." (112)

More than half of the Hispanic population resides in two states (1 exas and California)
which have extensive geographic boundaries and inadequate public transportation.

An individual unfamiliar with the college s, iing, who does not number college
graduates among his informal contacts, who has difficulty expressing thoughts in
English, may also find hirnsel foreclosed from traditional sources of information
about two-year college programs.

Over the last decade, there has been a significant shift of federal student aid from
grants to loans, as shown on Chart 12. All of the net increase in student financial aid
since 1980 has been in the form if loans.
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Chart 12

FEDERAL STUDENT AID:
CHANGING COMPOSITON FROM GRANTS TO LOANS
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Source: Based on data compiled by Gwendolyn L. Lewis, Trends in Student Financial Aid: 1980 to
1988. The College Board, September 1988, pp. 6-7.

Creative Finance Coupled with tuitirn and fees which have increased more swiftly than student
earnings, the challenge to two-year colleges will be to identify creative ways to make
courses affordable. Options might range from the establishment of a below-market
rate loan pool funded and managed by local businesses, to the creation of more
numerous and more generous scholarship opportunities.

Marketing Two-year colleges offer a great "product" at a terrific price which everyone is
qualified to "purchase".

To carry the marketing analogy further, two-year colleges must learn to "package"
course offerings in a manner which is attractive to prospective stuck nts and which
speaks directly to their needs and concerns.

Needs/Benefits Elements to consider when "packaging" a course would include: instructor, hours,
location, language(s), subject matter, name and benefits from completion. When a
product is ready for launch, marketers support the introduction with an advertising
and publicity campaign to alert consumers to product availability.

Promotion

Transportation
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Likewise, two-year colleges should go beyond a c_-urse catalog, recruiting outstanding
alumni and current students to serve as spokespersons in local and student
newspaper ads, to be interviewed by print and broadcast media, to speak at local
businesses and community centers. Aggressive marketing is designed to convey
information in the most efficient and effective rilanner possible.

Three solutions to the transportation problem ar ?: (1) provide transportation by
coordinating car pools or bus service; or (2) move the locations closer to students
using alternative sites such as office buildings and shopping centers and (3)
deploying technology to deliver education at home.



Demogvaphics

RETURNING WOMEN

Roughly 60 percent of the new entrants to the labor force in the fifteen years leading
to the year 2000 will be female.

As social taboos against working mothers have toppled, eight million of the 14.6
million women to join the labor force between 1960-1984 were from households with
children. The number of married mothers who chose to work during that time period
more than doubled from 28 percent to 61 percent. More than half (52 percent) of
children under six had mothers who worked. (113)

Income Levels A Rand projection sees women's comparative wage rates reaching 74 percent of
male wages by the year 2000. (114)

Jobs/Skills Female employment patterns suggest that women still seect into "pink collar"
occupations, witness the fact that 32 percent of employed women in 1980 were in
jobs that were 90 percent female, and where wages typically were 66 percent that
of employed men. (115)

Professional school graduation rates for women also support an optimistic outlook:
45 percent of graduating accountants; 36 percent of new lawyers; 42 percent of
business majors: and 36 percent of computer science majors tracked in 1983 were
female. (116) This positive trend is further supported by the actual employment
patterns tracked in Chart 13.

Educational The surge of women returning to college as adults, after years on the home front, is
Attainment both the result and cause of profound changes in the American society and economy

with far reaching ramifications for the educational community. Most of the returning
women are taking cla sses for economic reasons, to prepare for a job after being out
of the labor force, to secure a better job, or to improve work skills forthe jobs currently
held. (117)

Chart 13

WOMEN HOLD A GROWING SHARE OF MANAGERIAL
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Age Increases

Historical Context

Returnee Profile

Barriers to Success

Financial Strain

Respite Care

Women returning to pursue their higher education as adults accounted for almost 80
percent of the total increase in college enrollment of women from 1975-1985.

Women 25 years of age and older accounted for 1.1 million of the 1.4 million total
increase in female college enrollments during the ten-year period. (118)

During the late 1940s and early 1950s, twice as many men as women attended
college. One compelling reason for this disparity was the ready availability of
veteran's education benefits. Despite financial constraints, women began to enroll
in college at an increasing pace, resulting in a six-fold hike in the number of women
enrolled over the next 30 years. By 1979 the number of women in college actually
exceeded the number of men. (119)

The trend continues. By 1987, there were 6.7 million women, almost 800,000 more
women than n len, enrolled in college. (120)

More than half of the students at two-year colleges are women, and most two-year
colleges have responded with programs designed to serve these large numbers of
returning women. (121)

Dr. Jacquelyn Belcher, former President of the American Association of Women in
Community and Junior Colleges, estimates that half of these returning students are
women reentering the workforce as displaced workers, displaced homemakers,
single heads of households, or women from families which require more than one
income to meet rising costs of living. (122)

A smaller percentage of the returning women are eligible for student financial aid
than other special populations. Many are part of households with incomes that
exceed eligibility limits, and a smaller percentage work at firms which have tuition
reimbursement benefits. (123)

Even with the encouragement of their families, returning women may have difficulty
finding time to study outside of class because of obligations at work and home.

As the population continues to age, the dependent elderly segment grows steadily.
Some form of day or respite care will be required so students can attend classes
confident that their parent is in an acceptable setting. (125)

Single Parent Significant numbers of women bear primary responsib::ity for the care of family
Pressures members. These female heads of households face significant challenges, juggling

school, work a .d childrei A woman returning to work m; y have children at home
or be responsible for the care of an elderly parent. An immigrant who wishes to attend
school may face the constraint of acting as family interpreter, "on call" as needed
despite class schedules.

Child Care

The Challenge
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Welfare reforms requiring mothers with young children to enter the workforce will
bolster demand for day care while they attend job readiness, basic skills and other
classes. (124)

Tuition costs at public two-year colleges, at $700, are just slightly more than half the
cost of four-year public college tuitions of $1,300 per year (Chart 14). Tuition dollars,
however, represent funds diverted fn -a other applications: home maintenance,
health care, food, clothing, child care, car upkeep, etc.



Financial Aid

Counseling

Child Care

Demographics
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Women will also benefit from financial assistance counseling designed to familiarize
them with loan and grant availability and application procedures.

Women may require counseling to cope with the stress of spending time with their
studies, not their children; with applying money toward tuition, rather than something
special for the house; with foregoing profitable overtime at work, to attend a class.
Counseling should include exposure to non-traditional career options which provide
a higher salary. Low cost solutions could include time management seminars and
campus-based support groups where peers share their coping techniques.

Provisions will need to be made to accommodate child care concerns. Options
inciude: operating an on-campus facility; setting up a computerized care provider
referral service; training interested students to participate in a cooperative care
network; arranging placement in an existing licensed facility at a reduced rate offered
through the college.

ENDANGERED WORKERS

Given the slow labor force and population growth rates projected by the U.S.
Department of Labor, American industry will be forced to discard its "throw away"
attitude toward human resource management. Fewer new entrants to the workforce
enhances the value of current employees who may have proven work habits but skill
deficiencies. These skill deficient workers are becoming the endangered workers of
the 90s.

Unlike displaced workers who lose jobs to plant cic3ings, moves, job abolition or
layoffs, endangered workers face a different threat: technological advances which
require higher levels of training.
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Markey and Parks found in a 1987 survey that nearly 10 million persons were in
different occupations than they held the prior year. The majority had changed
voluntarily, citing better pay, advancement opportunity or working conditionsas their
motivation for switching. Some 1.3 million workers, however, were in different
occupations because they had lost their previous job. (126)

According to a survey conducted by the American Society for Personnel (127),
technological innovations have outpaced workers with tenure in the labor pool. Yet
another employee segment is starting to discover that poor basic skills will hamper
any opportunity for career advancement.

Concurrent with these phenomena is the disappearance of "career ladder' opportunities.
Where workers could once aspire to working their way up the ranks through informal
on-the-job training, that opportunity is now foreclosed. Along with new technologies
have some new organizational structures which clearly demarcate "back office"
functions such as clerical and service workers, from "front office" functions such as
sales, professional and management positions. (128)

While the need for formalized training to advance becomes more pronounced, fewer
employers are in a position to deliver it. The smaller companies which are expected
to contribute substantially to new job opportunities often lack the resources to
institute formal training programs.

Data show that 200 to 300 large corporations account for more than half of all formal
private sector training. (129) The actual number of persons receiving employer
training is an elusive statistic given the lack of any systemized recordkeeping and the
turnover of businesses and employees.

One study commissioned by the Conference Board, a group of busines:, leaders,
surveyed companies where 500 or more employees had received formal training in
1974-75. Results showed their training efforts impacted on 6.3 million persons; 4.4
million through company courses offered after working hours; 1.3 million participated
in tuition assistance programs; and another 600,000 enrolled in courses through
professional/trade organizations or attended corporate-sponsored sessions during
working hours. (130)

In 1980, the National Institute for Work and Learning reported on a study of employer
training activities arid concluded that less than half of all firms provide formal job
training opportunities.

However, approximately 80 percent of firms with more than 500 employees did
provide formal training. The percent of workers receiving training annually is roughly
20 percent at large firms and less at small companies. (131)

Endangered workers may not be cognizant of the fact that their technical skills are
becoming outdated, or that their basic skills need to be refreshed in order to adapt
to new technology.

Additionally, skilled workers who spent years acquiring a craft may resent the fact
that they have to "start over" just like a new hire.

As with any new undertaking, there is an unspoken fear of failure, apprehension
about one's ability to learn and master new operations.



The Challenge

Demographics

Two-year colleges will need to spearhead an awareness campaign directed at
workers in vulnerauie occupations. One especially cost-effective way to reach
workers is to form alliances with such respected groups as unions or trade
associations which already have gained acceptance.

Union stewards and trade association representatives can personally vouch for the
programs and encourage people to sign up as a group so they have the comfort of
knowing their classmates.

Another way to break down apprehension is to hold classes in familiar area such
as a Union Hall or plant cafeteria.

DISPLACED/DISLOCATED WORKERS

The U.S. Department of Labor defines a displaced worker as an individual who has
lost a job because the companytl-ley worked for closed downor moved, their job was
abolished, work was slack, or a self-employed individual has gone out of business.

AFL-CIO estimates indicate that almost two million workers suffer dislocationor job
loss every year because of plant closings and mass layoffs, (132) Many of the closed
plants are seeking cheaper labor increases to remain competitive in the worldmarket
and move to otf-shore locations.

Approximately half of those workers are displaced from jobs they have held for three
years or more. i',13 lhly two-thirds of displaced workers are men, most of whom are
in the prime ernpoyrecnt age bracket of 25-54. (133)

Displacement/
Dispersion Cheri 15 portrays the geographic distribution of displacement by state in 1983.

Looking at the cumulative statistics over a five-year period, one out of every twelve
workers in the United States at the beginning of 1988 was a displaced worker.

Chart 15

WORKER DISLOCATION
State-by-State Job Loss over a Five-year Period as a

Percent of 1983 Employment

Source Ail CIO ki.,(,(1 (1,11.i burn the U S Department of
Labor Bureau ol labor Statistics
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Study

Displacement Slow:

Service Losses

Jobs/Skills

Important Variables

The Employment and Training Administration of the U.S. Department of Labor has
sponsored special supplements to the Current Population Survey covering the years
1984 1986 and 1988 to develop information about the numbers of displaced
wor'.,:rs, their demographic characteristics, tenure on lost jobs, industry and
occupation, as well as the reason for termination. (134)

The detal" analysis included only those displaced workers 20 years of age and
over, who had held tneir jobs for at least three years. These criteria were established
because it was judged that such workers would have had gi eater attachment to their
company and more job-specific skills.

Findings from the 1988 survey suggest that displacement has slowed in the last two
years, basis comparisons with 1986 and 1984 results. The total of 4.7 million workers
counted in 1988 represents 400,000 fewer displaced workers than were recorded in
the two previous surveys. (135)

Trc.de and services account for an increasing number and share of lost jobs. Retail
trade, finance, insurance and real estate industries registered increases in displacement
in 1988 over 1986 and 1984 statistics. (136)

In addition, the reemployment picture has improved. Data available from the 1988
survey show that 71 percent of workers displaced between 1983 and 1987 were
reemployed by January 1988. This represents a 67percent increaseover 1986 study
findings and a 60 percent increase over 1984 results. (137)

The longest periods of unemployment and the gn atest losses were experienced by
older, poorly educated, minority blue cellar workers who had many years of
experience on the job, and whose pre-displacement wages were high.

!Reemployment is a funuiorrof the interaction of a number of variables including: age,
gender, race, education, prior industry and worker wage rates, employment trends
in the industry and local economy. (138)

Educational Charts 16 and 17 explore the impact of education and gender on displacement.
Attainment Eighty percent of college graduates displaced between 1981 and 1985 were

reemployed by 1986, almost twice the rate at which individuals who only completed
eighth grade (41.9 percent) were reemployed.

Men Find Jobs Faster

Barriers to Success
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Displaced workers with little education were of" three times more likely to remain
unemployed or to opt out of the labor force altogether.

On the whole, men were reemployed more quickly than women of equal educations'
attainment, with the exception of college graduates, where gander made no
difference. Some college education appears to benefit displaced men more than
displaced women as shown by the higher percentage of women unemployed in the
college 1-3 years category. (Charts 16 and 17)

Some workers actually benefit from displacement, finding higher paying jobs.
Typically, they tend to be younger, better educated, white collar workers in
metropolitan areas with increasing employment. (139)

There are few critical life events as demoralizing and debilitating as the loss of a job.
It destroys self. esteem. It erodes confide ice and attacks competency. It impedes
the ability to find a new job. It threatens the financial security of the family. It is
embarrassing for all members of the family.



Chart 16

EMPLOYMENT STATUS IN 1986
OF WORKERS DISPLACED

BETWEEN 1981-1985
By Level of Educational Attainment
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The Challenge

Counseling

Often the displaced workers do not possess the basic skills necessary for retraining,
particularly for the new technologies.

In addition to the psychological burden, displaced workers may find themselves in
the middle 01a crippled local economy with any job difficult to come by;or in any dying
industry where any job will be short term.

The laws vary state to state, but almost every jurisdiction requires advance
notification of intent to close a plant. By establishing good relationships with
economic development officers in their communities, two-year colleges can help
ease the trauma of displacement, working with other civic organizations to structure
a network of support.

Two-year colleges can offer assessment services, outplacement counseling, help
with resume writing and interview skills, counsel workers individually on career
options available in high growth industries and the courses which will prepare them
for new occupations.

Supportive Setting The campus setting could be made more palatable to these experienced workers by
holding classes in evenings or on weekends, and by providing special lounge areas
or meeting rooms to promote the exchange of ideas among a supportive group of
peers.

Demographics

Definition Broadened

Disadvantaged Too

Jobs/Skills
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Training needs to be extensive, comprehensive (including basic skills) and relevant
to the adult worker.

DISABLED WORKERS (PHYSICALLY CHALLENGED)

Disability refers to the physically challenged who have a loss or reduction of ability
because of disease or injury, which results in functional limitations in the ability to
care for one's person, self-direction, communication, learning, mobility, capacity for
independent living, and economic self-sufficiency. (140)

As defined &nye, the number of non-institutionalized work-disabled, per the 1980
Census count, was 12.3 million individuals ages 16-64; 6.4 million men and 5.9
million women. (141)

A broader definition of disability, used by some disabled advocacy groups, includes
people with epilepsy, people with diabetes, heart disease, cancer, AIDS and
alcoholism. Using the broader definition increases the number of American disabled
to more than 40 million.

A 1988 study of you ig disabled adults found that there are disproportionate shares
of racial and ethnic minorities among the disabled. Many of the disabled are also
poor, underemployed or unemployed. (142)

Jay F. Rochlin, spokesperson for the Committee on Employment of People with
Disabilities, views the demographic trends toward an increasingly nontraditional
workforce as a real "window of opportunity" for persons with disabilities. He believes
that employers will be more willing to consider hiring the disabled as the available
employment pool of traditional workers shrinks. (143)



Options Open

Employment
Segregates

Technological and other support system advances are allowing an increasing
number of disabled people to perform jobs that might otherwise have been
impossible. Increased financial independence enables these workers to 'vean
themselves from reliance on government aid, family support and jobs in sheltered
workshops. (144)

There is a "Great Divide'' among the disabled between those who work and those
who do not. The "Great Divide" was documented in the study "The Forgotten Half",
conducted by the Center for the Disabled. Two-thirds of all disabled Americans
between ages 16-64 are unemployed. Only 25 percent work full-time, with another
10 percent employed pail-time. (145)

Educational Attainment It is reported that more than half of disabled young people ages 15-24 complete hign
school, yet close to two-thirds are unemployed. Experts ssert that, given proper
education and training, more than 75 percent of all disabled individuals could become
economically self-sufficient. (146)

School Means Jobs One key to whether disrhled people are able to secure employment is their
education. Disabled Americans have far less education than persons without
disabilities. Only 25 percent of all adults have less than a high school education or
its equivalent; that statistic escalates to 40 percent among the disabled segment of
the population. (147)

Barrier, to Success Perhaps the greatest barrier facing the disabled is a perceptual one. Uninformed
people may equate a physical disability with a mental one, and in turn assign the
physically disabled to menial, repetitive tasks below their capacity.

Mobility

Lack of Information

The Challenge

Sensitivity Training

Networking

Members of the majority population are often uncomfortable in the presence of a
disabled person. They may relegate the physically disabled to a remote location in
the office, or to a job requiring minimal personal interaction. As a result, the physically
disabled person becomes more isolated than mainstreamed.

Lack of accessikle and affordable transportation is a very serious barrier to disabled
individuals who have restricted physical mobility. Once at a multi-building or multi-
story campus, access issues such as maneuvering crowded corridors, icy or slick
access ramps and elevators must be resolved.

Disabled students often clte the lack of reliable information about vocational
rehabilitation programs, transportation services, medical services, housing and
independent living centers as a barrier

To serve this population adequately, two-year colleges may want to begin with a
facility assessment to determine just how "user friendly" the campus is to a disabled
student. Administration may want to consider hiring an ombudsman for the disabled
who could serve as role model, counselor and instructor.

Legislation has mitigated many of the physical ticcess concerns of the disabled, but
probiems of understanding and acceptance remain. Sensitivity training should be a
requirement for instructional staff and administration.

Financial and career advisors should be well-versed on the latest developments in
financial assistance programs for the disabled, as well as the technological breakthroughs
which may be opening new career opportunities. They should work closely with the
ombudsman to learn about complementary programs in the community for the
disabled.

56
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Demographics

ASIANS

Under the parameters comprising a "surprise free" economic growth scenario in
Workforce 2000, the Asian population in the U.S. will likely double to 10 million by
the turn of the century. Observers of recent immigration trends and two-year college
enrollment patterns believe that even this seemingly robust estimate may well
understate the actual rate of growth.

Given its physical proximity to the Pacific Rim and gateway state stature, more than
two-fifths of the 'oulation of California will be either Hispanic or Asian by that time
as well. (148)

Educational Asians account for only 1.8 percent of the population, but their commitment to higher
Attainment education accounts for 3.6 percent of total enrollment in higher education. (149)

In fact, during the 1976-1986 decade, Asian enrollment in higher education increased
126 percent, from 198,000 to 448,000 students. This compares admirably to the
modest 9 percent enrollment increase among white students. (150)

Barriers to Success

The Challenge

Approximately 40 percent of Asians in college are enrolled in two-yearcolleges. (151)

Problems facing immigrant Asians are detailed on page 20 of this report. The Asian
achievements as a people may work against some segments of this group in the form
of unduly high expectations, or unspoken resentment associated with Asian
acquisitions of U.S. companies, properties and technologies.

Beginning with the intake and assessment process each student should be treated
and counseled as an individual, not pre-judged on the basis of ethnic group
achievements.

AN AGING WORKFORCE

Demographics Chart 18 shows the result of baby boomers crossing the threshold into middle-age
and subsequent impact on labor force aging. By the year 2000, the median age will
be 36, six years olderthan at any time in American history. Labor force aging will pace
that of the general population, with a median worker age of 39 in the year 2000.

Graying While population growth is expected to be 15 percent between 1986 and 2000, two
important working segments will show explosive growth: a 38 percent increase in the
35-47 age category; and a 67 percent climb in the 48-53 age category. (152) In terms
of magnitude of effect, growth in these two categories is almost equal to the total
labor force increase. (153)

Barriers to Success Workforce 2000 raises the spectre of an aging worktorce, and questions the ability
of older workers to maintain their dynamism, flexibility and willingness to learn. (154)

The Challenge Contemporaneous with the average worker hitting middle-age, companies are
pruning the ranks of middle management and flattening the organization. To benefit
from 1`-iese structural changes, workers will find themselves i,ivolved in a learning
continuum.
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Summary

Chart 18

THE MIDDLE AGING OF THE WORKFORCE

The challenge totwu-yearcolleges will be creating a hospitable atmosphere for older
students, sequencing curricula to facilitate professional growth, and maintaining a
cadre of well-regarded instructors.

Two-year colleges represent a critical variable in the productivity equation. In a
sense, the community college and technical institute represent an early warning
system presaging changes in the demographic and employment patterns of their
service area.

Their local focus and extensive network of interdependei a relationships with
manufacturers, service companies, civic groups, indu ;try, cultural a id community
organizations enable them to reach out to special populations in a credible manner,
to assess needs and in turn create substantive programs to meet those needs.

This deep understanding of special populations, when combined with a flexible
infrastructure, has resulted in creative programming which opens new career and
educational vistas to non- traditional students. In turn, the challenge of leading the
productivity charge is forcing two-year colleges to reexamine their traditional mission
and role and to rewrite their service charter.
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SECTION 5.
STRENGTHS OF TWO-YEAR COLLEGES

Sections 1 through 4 of this report have highlighted the critical challenges faced by
the United States in improving human resource development toward improved
workforce productivity. As the nation prepares to address these challenges, it is
faced with a unique opportunity.

Asians, Blacks, Hispanics, returning women, endangered workers, displaced workers
and immigrants increasingly arr projected to gain a greater share of the workforce
by the year 2000. Many of the members of these populations have real barriers to
employment equal to their irate potential. If America is to achieve productivity and
compete well in the world marketplace, then, these special populations need
assistance in overcoming these barriers.

Pinpointed will be areas where the capabilities of two-year colleges need to be
strengthened if the colleges are to play an effective role in workforce development
for special populations:

1. Training for employment

2. Workforce retraining

3. Education for career advancement

4. Bush less develt .pment

Articulated as early as 1922, this three-part mission has become traditional for the
two-year college:

1. Preparing students transferring to a four-year academic program;

2. Providing technical education; and

3. Inspiring community service. (155)

Through the years, community colleges have added a fourth distinctive mission
statement of their own: to serve tne needs of the communities in which they were
located, expanding educational opportunities by developing programs for the
majority of students who were not seeking a baccalaureate degree. (156)

In 1972, the American Association of Junior Colleges emphasized the service role
of the two-year colleges by adding the word "community" to its name, becoming le
American Association of Community and Junior Colleges. (157)

At the outset, most two-year colleges were junior colleges. Many ef public junior
colleges were originally created as a low-cost strategy for providing the first two
years of undergraduate study for a four-year baccalaureate prc gram. The effectiveness
of these programs was often measured in terms of ti le rate at which their students
transferred to four-year institutions.

Some of the privale junior colleges were finishinp schools for well-to-do young
women who would become homemakers.



Community Colleges

Open Access

Proximity

College Attributes

Around 1900, there were only eight two-year colleges with a total enrollment of about
100 students. By the end of World War II, there were 500+ two-year co'leges and
more than 40 percent of those were private. (158)

Momentum grew to establish more community colleges in the 1960s, resulting in a
50 percent Increase in the number of two-year colleges between1960 and 1970 and
a 300 percent increase in enrollment. (159) Two- year technical institutes were also
created by some states to provide post-secondary vocational education.

The movement toward expansion of educational opportunities grew, reinforced by
the recommendations of the Carnegie Commission on Higher Education in the late
1960s and the Califon 11;a Master plan for Higher Education in the early 1970s. (160)

Open access was a revolutionary idea when the community colleges started opening
ttin doors of education to all qualified candidates regardless of race, religion, or
wealth. The baby boom, Civil Rights movement and expanded teder'l aid for
disadvantaged and minority students further spurred the growth of community
colleges.

Many states set a goal of building community colleges within commuting distance of
every potential enrollee. By the early 1980s, California had established a community
college within a 50 mile radius of 90 percent of the state's population. (161)

While the rapid expansion mode of two-year colleges has dampened considerably
in the 1980s, still about 55 additional two-year colleges were built during the decade
of the 80s. Counting branch campuses, there are currently over 1,200 two-year
colleges in the U.S., of which about three-quarters are public and one-quarter private
institutions. (162)

In the third section of this report, we looked at the human resource development
aspect of the productivity challenge and described the characteristics which would
be needed by a iy response entity to be truly effective (page 18). The broadened
mission statement of two-year colleges enables these institutions to display all the
needed attributes to resolve the human productivity crisis by preparing special
populations to step in and contribute to a newly Productive America.

As we will illustrate below, two-year colleges are indeed local, accessible and
affordable. In addition, two-year colleges have the capability to be diverse, flexible,
market-driven and responsive.

Each college will argue that one or more of its programs and services demonstrate
some, if not all, of these attributes. To what extent, however, do thess) component
activities contribute to the overall college strategy of service? This question will be
examined in some detail.

Local colleges are both community-oriented and ccmmunity-based. With 1,200
campuses across the U .S., they arathe single most accessible network of higher and
occupational education facilities. Almost all students can commute to a two-year
college from home or work.

The local nature of two-year colleges is extremely important in serving special
popu!ation members who may not have the means or opportunity to travel long
distances for education or training.
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For a college t(1 )e truly community-directed hGwever, it needs to reach out actively
into the community to assess needs and recruit special )opulation members vrho
may be unfamiliar with a campus environment and least likely to seek out fleeced
services.

Accessible In a(Jition to issues of physical proximity addressed above, two-year colleges have
to remove bureaucratic obstacles to accessibility.

T o-year colleges pioneered open admissions for students whose educational
preparation proved inadequate for college-level work.

These students whose secondary education may have been incomplete, interrupted,
or inadequate in meeting the demands of a changing workplace or in delivering basic
employment competencies, can enroll in two-year college and obtaiE basic education
as the first step.

More evening and weekend courses should be incorporated in the two-year college
schedule to accommodate employed students. Many students could fulfill course
requirements at off-site locations from robotics centers to shopping malls, via
distance-learning programs or through telecommunications channels.

Two-year colleges should become active in recruiting special nopulation members,
offer non-traditional programs, and employ unique service delivery mechanisms to
enhance accessibility, succeed in attracting students.

To ensure that students progress from basic to more advanced courses leading to
employment, a comprehensive counseling and service delivery strategy should be
developed to ensure that special population students are retained in their program
of study.

Affordable The Char( on page 31 of this report clearly points to two-year colleges as the low cost
post-secondary educational alternative.

Diverse
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Financial assistance offices on campus encourage students to apply for grants and
loans.

In addition, many colleges operate student placement offices. Capitalizing on ties to
local businesses, colleges develop internship and full-time employment opportunities.

Financial assistance is critical if special populations are to succeed. However, two-
year colleges must also provide substantive counseling for these students to ensure
that academic progress does not lose out to conflicting family and work obligations
Poor scholastic pel'ormance can endanger financial aid eligibility status, and the
part-time student already has access to fewer sources of aid than full-time students.

Two-year colleges throughout the country must develop environments designed to
assist students with special needs to succeed. Factors range from personalized
assessment and counseling services, to on-site child care, to remedial courses,
English as a Second Language, General Educational Development (GED) credentialing,
readers for the blind, interpreters for the hearing impaired, and special materials for
immigrants.



Flexible

Market-Driven

Responsive to
Commerce & Industry

Responsive to
Special Populations

In some cases, special centers have been created for these purposes. Balancing
needs for specialized services for targeted students with availability of support
services for ill students is a delicate issue. The special center may isolate students
within the college. Yet, general student services personnel may not be qualified to
address special needs.

In fulfilling the new economic development potion of their mission, many two-year
colleges have adopted new practices. In program development, they tap the
knowledge base of industry experts and academicians; instructors are likely to be
members of the business community with hands-on experience; for facilities and
equipment, programs may be sited at a cooperating business which utilizes modern
technology.

These new practices have emerged as innovations, often within specialized economic
development or business assistance centers. Two-year colleges differ in the degree
to which these practices have infused the overall institution. If business-led programs
are isolated within the college, they may have a limited impact on special populations.
Colleges also offer flexible enrollment options such as open entry/open exit for
immediate access and intensive skill acquisition programs to unemployed adults.

Many two-year colleges are now applying the principles of needs assessment to local
communities as well as students. By tracking economic and technology trends which
affect the local community, two-year colleges expand, contract and modify program
offerings. Technology-based programs stay current, educationalgaps are closed,
student placement rates improve, and productivity on-the-job increases as a result
of a more compatible match between need and skill.

Two-year colleges differ again in the scope of their market-driven efforts, and the
extent to which federal, state and local policies, procedures and agreements
enhance or inhibit their ability to change.

Many two-year colleges at which economic development initiatives have been
introduced, have found that administrative constraints which may restrict the rest of
the college's program must be set aside with only one prime directive: get the job
done.

These two-year colleges have taken unprecedented steps to respond to business.
These range from hiring marketing personnel to the formation of advisory boards
which provide business and industry with a voice on issues ranging from curricula
to administration.

This ensures that programs are current, provide marketable skills, and hold the
confidence of potential employers. Such substantive interface wi, business provides
special population members interested in employment or career advancement with
the best opportunities.

In some instances, as part of economic development, and in others, as a parallel
effort, many two-year collages have addressed the needs of special populations
This has been achieved by targeted recruitmc)nt, assessment, counseling, basic skill
development, language skills, training, and job development and placement.

6 4 43



Economic Twr-year colleges, where economic development efforts have been undertaken,
Development differ from one another in the extent to which their economic development activities

affect either the overall functioning of the college or the needs of special populations.
By examining models and component activities of two-year colleges nationally, a
four-part economic development rr. ;del has been constructed. It illustrates the way
two-year colleges can and do respond effectively in workforce development and job
creation.

Growth Hinges on
Skills

Many two-year colleges already recognize the critical nature of America's competitive
plight, and have taken the charge of economic development seriously. In some
cases, such as the state of Florida, the legislature has formally incorporated
economic development to the state's tw )-year college mission statement. In other
cases, college administrators have reached out to the business community with the
express purpose of developing programming to facilitate economic development.

A Hudson Institute study e3timates that the skills of 25 million American workers
must be upgraded by 40 percent by the year 2000 if the country hopes to achieve
a three percent growth rate. (164)

Moving from the 1980s to the 1990s, two-year colleges are placirci increasing
emphasis on their economic development mission. One of the most innovative
vehicles two-year colleges have utilized to strengthen linkages with private enterprise
is the business partnership.

Business Business partnerships were first proposed as a matter of expediency. During the
Partnerships early 1900s, operating costs for two-year colleges outstripped availability of funds.

The ensuing search for alternative sources of revenue redirected the spotligh1,
toward private enterprise. Many local businesses rallied to the cause and agreed t3
work with their local two-year college to underwrite the development of courses co
upgrade skills of their workers.

Custom Programs

Advisory Boards
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Two-year colleges are positioned to place workforce training programs into a stream
of lifelong learn;ng. The need of Information Age workers for problem solving and
critical thinking skills has blurred the rigid distinction between training and education.

Several business partnerships have been so successful that whole departments,
and in some cases whole centers with separate physical plants, have bear built in
response to market demand.

Resultant non-instructional servieis found at various two-year colleges throughout
the country include: Small Business Development Centers which counsel start-up
and expanding small businesses, federal procurement assistance centers, business
information clearinghouses and individualized consultation.

Informal client meetings have been replaced by more formal and representative
advisory boards, where leaders of civic, business, and commullity-based organizations
serve as conduits for community opinion.

As with any complex organizational structure, this participative approach to management
yields a number of benefits ranging from quick acceptance of proposed programs,
to offers of technical, financial and "in kind" assistance, to a pre-identified body of
students.



Table G

MINORITIES IN ADULT BASIC EDUCATION PROGRAMS

Number
(Thousands) Percent

Total 2,879 100.0
White, non-Hispanic 1,062 36.9
Black, non-Hispanic 517 17.9
Hispanic 901 31.3
Asian or Pacific Islander 375 13.0
American Indian or Alaskan Native 25 .1

Source: U.S. Department of Education, Office of Vocational and Adult Education, Division
of Adult Education

According to one estimate, 26 million adults need literacy training. In addition,
statistics document the fact that well over 20 million American adults of working age
have not completed high school. (165) Failure to graduate with good basic skills
means these workers are not prepared for the jobs of the future, or for jobs with a
future. Almost three million people each year take advantage of adult basic
education offerings, and almost 60 percent of these returnees are minorities (Table
G).
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GED as Standard In an attempt to adhere to a national standard of competency, many employers
require either a high school diploma or its equivalent from all new hires. This fact
drives a substantial number of dropouts into two-year colleges to pursue a General
Educational Development (GED) certificate. Since 1971, more than 7 million adults
have earned their GED certificates (Chart 19), and in 1988 approximately 737,000
people sat for the examination. (166)

Workforce Retraining Over 70 percent of the people who will be working in the year 2000 are already
employed. (167) The reasons for workforce retraining are compelling and numerous.

They include: displacement due to plant closures or layoffs; shortening product life
cycles, scientific and technical advances being incorporated into new products and
service, penetration of domestic markets by foreign competitors, and an aging
workforce with obsolete skills.

Iwo-Year College Role Two-year colleges are best positioned to design, teach or broker-customized job
training. The training can be provided on campus or in plant. Courses range from
basic skills to occupational training to professional credentialing.

Education for
Career Advancement

Also known a° ,ccupational education, programs in this area address the needs of
individuals1,,do have already id( .";ed a high growth industry to enter, or who wish
to advance further in their chosen career. A recent sampling of occupational
programs ranged from biomedical equipment technology training to robotics
maintenance, foodservice technology, photo off:,et printing technology, travel agent
training, air conditioning and heating technology, machine tool technology offerings,
finance, and retail management.

Business "In meeting (their) growing responsibility to the employer community, college
Development economic development activities have blossomed into a full array of programs and

services in job training, technology transfer, and industrial restructuring." (168)

Economic Allies

Technology Transfer

Dedicated Facilities

46

In building new businesses, diversifying products and services, and introducing new
technologies, more companies now begin their search for allies in economic growth
on the steps of tv o-year colleges. In turn, colleges are responding by entering into
new partnerships with industry and government (Job Training Partnership Act), and
by offering new products and services. Under the rubric of ecor. )mic development,
community colleges are helping to define job skills and keep employment in their
local communities.

Increasing the speed of introduction, diffusion and utilization of new technologies is
an important component of improving productivity. Two-year colleges accelerate the
transfer of technology from the point of development (typically, a four-year institution)
to the point of implementation (local businesses) by acting as interpreters and
communicators of marketing ana technical information.

On a grander scale, some two-year colleges are moving quickly to build advanced
technology centers which provide training in using the newest equipment. These
centers tend to specialize in robotics, computer -aided design and manufacturing,
statistical process control, electronic information management, and artificial intelligence.
(169)



Community College
Models

A major purpose of the Productive America project was to identify model programs
which demonstrate the strengthening and expansion of linkages between business
and two-year colleges and ensure that these linkages contribute directly to upgrading
the quality of the current workforce and the recruitment, training and placement of
new workforce entrants.

This requires that innovative economic development practices become standard
operating procedures for the colleges as a whole, and dtat practices be tailored to
meet the needs of special populations.

A model for institutionalizing business interaction into the overall college structure
follows. Adoption of this model will mean that the traditional academic bureaucracy
will be dismantled. It will also create the conditions for two-year colleges to address
the needs of special populations on a broad scale. The potential role of two-year
colleges in meeting this national challenge and our recommendations for change are
presented in Section 6.

BUSINESS INTERACTION MODEL

At the outset, the best workforce programs establish a shared commitment to fulfill
a short-term economic development objective such as preparing workers to master
a new production process. (Chart 20)

Chart 20
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COMMUNITY COLLEGE CONCERNS

Data Base The rIxt step is to develop a detailed information base, including specifics about the
local labor market, industry and occupational trends.

To derive current and future skill requirements, colleges draw on the data base and
input from knowledgeable business partners. This step incorporates aspects of
strategic planning with the ability to anticipate the employment environment.
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Assessment To determine the extent of the skills gap, and how special programming could be
most effective, current capabilities of workers and students should be assessed.
Findings are then compared with the competencies desired by employers.

Curricula Design Using this analysis and guided blithe business advisory council, the two-year college
designs special courses and curricula and establishes performance standards for
successful completion of education and training programs.

Faculty Instructional staff must then be secured. The search for quality instructors becomes
increasingly problematic due to the rapid rate of technological advancement. It can
prove difficult to locate an instructor with updated skills and the availability to teach
special courses. This often forces the institution to use adjunct faculty, many of
whom are active members of the business sector.

Facilit;es/Equipment Given the high tech requirements of many industries, the cost of establishing a
separate training center is prohibitive. An innovative solution which resolves the
issues of facilities and equipment is the concept of sharing a plant site or office
location.

Training

Placement

Evaluation

Feedback

Recruitment

Training then takes place, either in organized classes or in self-paced modules
depending on subject matter, facilities and the most effective technique for learning.

There are numerous sequences for training and job placement. In one of the more
popular approaches, business recruits new workers from graduates who have
already completed courses successfully. Other programs begin with recruitment,
then follow with training while students are on the company payroll.

As a business initiative, these training programs are concerned with bottom-line
results. Evaluation may take place upon placement in a job, with interval follow- up
in three months and six months to better assess long-term impacts.

Both business and the community college then modify the program based on results
of the evaluation. Job functions may be reconfigured, curriculum may be modified,
recruitment procedures may be revised to fine-tune the program and enhance its
effectiveness.

WORKFORCE PRODUCTIVITY MODEL

The productivity problem, at its core, is a people problem. Those people who will
comprise the workforce of tomorrow are different from the employees of today, and
the nature of those differences carries a productivity ramification. (Chart 21)

Workers for the future will come from special populations which face special barriers
to success in education or employment.

Attracting non-traditional students will require a proactive institutional response,
such as a team dedicated to identifying and convincing people to enroll. Recruiters
shoul i be empowered lo help prospective students overcome social, financial and
attitudinal problems encountered.

Recruiting activities will hike place in the home, on an individual basis; through
community contacts; through cooperating referral agencies and programs.

Assessment Tt!ci emphasis during the assessment stage should be on indwidual attention arid
counseling designed to ofercorne possible perceptions of bein! "judged".
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Optimally, assessment would be conducted quickly, would cover current academic
skills, interests, and aptitudes would result in a personalized education and
plan. It is important that special population members sense the institutional commitment
to their personal and professional growth.

Educational Options Students select into one or a combination of five alternative educational routes:

1. Deveivmental basic educationreading, writing, math and problem- solving

2. Language skills--English proficiency

3. Short-term trainingimmediate use job skills

4. Long-term educationoccupational degree or college transfer

5. Pre-employment trainingjob search and work ethic/expectations.

Students enter the system through the most appropriate alternative, and exit as
needed to join the labor force or go on to the university.

Personal Counseling

Placernent

Life-Long Learning

Again, personal attention from a counselor is imperative. Special students should be
continuously monitored and counseled individually to resolve problems as they
arise, whether social, financial, legal or academic. The emphasis on personal
attention distinguishes this model from precursors.

Job development entails identifying a job for each student who desires one. Even
individuals who have not completed a course of study may have already acquired
enough skills to be attractive to an employer.

The goal is to place people into the workforce, ar.O to implement a follow-up program
which encouragesthem to continue pursuing education and training throughout their
productive years.

The preceding business interaction model reflects an integrated and comprehensive
strategy based upon the best practices found among those two-year colleges
throughout the country who have embarked upon these interactive programs.

The proposed model is simple, straight- forward, and incorporates the flexibility and
responsiveness necessary to meet the needs of business and industry for quality
workers, and of special populations for customized education and training.

Additional steps need to be taken, however, if two-year colleges are to sensitize and
tailor their practices specifically for these groups.

Section 6 describes the potential role of two-year colleges as a critical national
resource in improving workforce productivity through education and training for
special populations and recommendations for change which will activate both the
business interaction and workforce productivity models.



Expanded Task

SECTION 6.
A STRATEGIC MODEL FOR TRAINING AMERICA'S NEW WORKFORCE

Section 5 of this report presented the two-year college system as a major resource
poised to confront the challenges of the human esource productivity problem.

Collectively, two-year colleges have acquired an array of experiences and programs
unique in the world of higher education. The very existence of these experiences
position all two-year colleges as potentially powerful partners through sharing. In
strengthening the current workforce and recruiting and training the new labor pool.

The challenge and expectations must be understood by personnel at every two-year
college, as it is these individuals who will undertake and accomplish such expanded
efforts.

Of foremost importance is an understanding by all, that these partnerships with
business and industry are not accomplished by forsaking the task of preparing
transfer-oriented individuals ivith the continued excellence for which two-year
colleges have earned an impeccable reput lion. Rather, colleges are building on
their successes, modifying educational systems and experiences to better fit the
needs of the non-traditional and special students who must be served.

The Challenge Once again, the challenge:

"America needs to remain competitive and can achieve this...only through
the participation of highly-skilled and highly-educated workers. Consequently,
the potential imbalance between the educational preparation of those
entering the labor force and industry's requirements raises another important
dimension to an increasing concern." (170)

At the core of productivity is people and with the Clanging makeup projected for the
workforce by the year 2000, many special populations formerly Underrepresented in
the workforce will find themselves looking at attractive employment opportunities for
which they are not prepared. Women, who in 1985 constituted 36 percent of the
workforce, are projected to see a share increase to 42 percent; native non -we es
from 10 to 20 percent; and immigrants from 7 to 9.0 percent. (171)

In all likelihood, the jobs into which these populations must enter, will require more
skills than they possess, given current preparation systems and trends.
The conclusion is simple: either present workers resolve needed additional skills in
an orderly process now and new workers recruited and trained now or American
production lines will grind to a halt as the workers are trained on- the-job.

Two-Year The problems facing each of the special populations, as noted in earlier sections of
College Role this report, tend to reduce the effectiveness of traditional two-year collegeapproac

and curricula.

Increasingly, colleges will have to address individual students' social and economic
sit' iations. More than before, motivation and ronfidence-building must be integrated
within the curriculum, and students will require more than a standard curriculum.

What will be required of a college to meet the challenge? Will drastic and expensive
changes be required? Will traditional programs become expendable in II ie desire to
respond to special population training needs? No-- colleges will capitalize on their
years of succosmul vocational training and bring into play the potent attributes
portrayed in Section 5.
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INhat will be required is a model capturing the essential requirements for serving the
ecial populations and preparing them to enter the workforce. The model (C hart 21)

consists of four parts:
(1) Recruitment
(2) Assessment and planning
(3) Training and education
(4) Job development

Chart 21
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A MODEL FOR TRAINING AMERICA'S NEW WORKFORCE

Part 1 The recruitment component requires one of the more notable departures from the
Recruitment traditional two-year college system. While recruitment strategies, generally, are

more prevalent than in the past for community colleges, this part of the model will
require new proactive practices.
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Teamwork

Responsibility for recruitment of new workers shifts from employers to the college,
or at the least, requires a partnership between them. Attracting women, minorities,
immigrants, seniors, disabled persons, underprepared youth, and the underskilled
employed and then interesting them in changing their lives through education and
employment, is a sizeable demand.

Immersed in the daily crisis of survival, attending school may seem impossible. In
short, recruiting from special populations will require an active, even aggressive,
institutional program.

A team approach is recommended to identify and locate special populations.
Recruiters will need powerful persuasive skills backed by the promise of support
systems to convince people to enroll. Recruitment strategies must be based on the
needs of special populations and the barriers they face in terms of seeking higher
education.

Recruiters should be able to answer tough questions about social and financial
issues. Clearly, the college must be prepared to embrace the problems which come
with this new population orientation.

Techniques Techniques to find and reach participants will require partnerships with community-
based agencies and organizations which have established links to these constituencies.

Further, businesses in search of new workers should be called on to share the
incremental costs associated with building a workforce. Organized labor referrals,
home calls, church referrals, ads in local or special interest papers, and personal
referrals are examples of the more aggressive approach required to contact these
prospective individuals.

Part 2 The assessment stage emphasizes individual attention and counseling designed to
Assessment overcome possible negative perceptions or judgments. Optimally, assessment
and Planning would be conducted quickly, utilizing socially unbiased evaluation instruments which

F .3tablish current academic skills, interests and aptitudes. The result would be a
ersonalized career plan based on a mutually established training plan.

Part 3
Entry-Level Training
and Education
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It is important that special population members sense the institutional commitment
to their personal and professional growth, mu "buy into" this commitment as well.

During preparation of the individual's career and educational plan, each based upon
current skill levels, will select from one of several tracks:

1. Developmental and Basic Education
This track must precede all others except language skill training. It focuses
not only upon the teaching/learning of reading, writing, arithmetic and
thinking skills, but also helps the student learn how to learn. A mnjordeparture
from current basic skills training is the recommendation made by business
people, that basic skills be presented in the medium of the business world,
using real business language and problems, for example.

2. Language,- Skill
Thistrack is designed to teach the individual Fnglish and should be grounded
in the words, phrises and vernacular used in the business sector. language
training should be intensive and coordinate closely with other components.



Monitoring

3. Short-Term Training
This track is designed to provide almost immediate job skills so the individual
can secure employment. Short-term may mean trait ,ing of nine weeks to six
months in duration. Many excellent two-year career programs might be
redesigned into a condensed time period rather than requiring intermittent
attendance on a semester basis. Short-term training may need to be open-
entry to provide access when students need training rather than in a
traditional track.

Quality need not be forfeited when serious attention is given to a new delivery
system of established programs. This training track quickly moves the
individual to employment and economic survival.

4. Long-Term Education
This track leads to a higher level of education. It is designed for more
complex, difficult programs and for studies leading to a degree. These efforts
may utilize existing career and occupational programs, or they may involve
new programs resulting from partnerships with area businesses for training
into specific jobs or management positions.

5. Pre-Employment Train:ng
This experience, offered to all participants, regardless of program, teaches
job search skills, explains work ethics and defines employer expectations. It
is tantamount to a work acculturation process which enables the individual to
achieve a smooth transition into the w )rk world where expectations may be
unclear.

Throughout the process, it is essential that the individual be monitored and receive
personal counseling. Special population individuals may not possess the skills to
solve problems which arise in the social, financial, legal or academic realms. This
emphasis on individualized attention is a key point differentiating this model from
previous ores.

Part 4 Job development entails the pursuit of an employment opportunity awaiting the
Placement completion of a specific line of education or training. It can take many forms: a

promotion at a current employer or a referral to an employer with a vacancy.
Successful job development demands an institutional commitment to support the
process of forming relationships with cor munity employers for the purpose of
identifying employment opportunities for trainees.

Life-Long Learning An individual will no longer be able to retain employment through a lifetime without
ongoing education and training toward increasing one's marketable skills.
The goal is:

(1) to encourage those workers who find career progress blocked or employment
jeopardized by a lack of skills to enhance their marketability through
education ;Ind,

(2) to familiarize special p,:.)pulation member with the process of education and
training so they will continue to pursue higher learning beyond meeting short-
term employment rioals.

Participation in life-long learning will enable minorities and other special populations
to improve their position in the workforce of the 21st century.



Next Steps

Secondary Research

Primary Research

Attendees

Ground Rules
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Having defined the competitive challenge and the role awaiting two-year colleges in
upgrading worker skills and developing a skilled cadre of new workers, a number of
associated institutional issues present themselves.

Some two-year colleges have made tremendous strides in delivering tailored
programming and support systems to address the needs of those special populations
which will play such a vital role in American productivity.

A successful workforce training model which factors in the needs of special
populations was detailed. It encompassed four components: recruitment, assessment,
education/training and placement. The major element distinguishir g this model from
alternatives was the repeated emphasis on individualized counseling.

Effective counseling ensures that special population students can concentrate on
their studies, confident that they are following a career plan which reflects both
personal aptitudes and market opportunities. It creates an avenue of resolution
where the student can weigh conflicting priorities with an objective party.

Two-year colleges and technical institutes must accept this responsibility.
Recommendations for meeting the human resource productivity challenge, for
modifying ingrained institutional patterns, for outreach to business partners, for
serving special populations, are, therefore, delineated in the following narrative.

REGIONAL FORUM RECOMMENDATIONS

The following recommendations represent those emerging not only from the
research and analysis of needs, resources and current capabilities of two-year
colleges discussed ;n previous sections of this report, but also from the input, advice,
and modifications made by knowledgeable business leaders across the country.

Members of the National Council for Occupational Education (NCOE) Hu man
Resource Development/Productivity Task Force conceptualized this study as a two-
part effort. Sections 1-5 comprised secondary researcha survey of the current
literature on topics including the global economy, competitiveness, productivity,
special population segments and the role of community colleges.

Sections 6-7 comprised primal/ research which encompassed such activities as
personal interviews with opinion leaders across the country, complemented by a
series of four regional forums held in Boston, Chicago, Miami and Phoenix.

More than 150 leaders from business, industry, government, and academia convened
to explore research outcomes and innovative ways in which two-year colleges could
better serve their publics. A Hsi of attendees is included in this report as Appendix
A.

During opening remarks, forum facilitatnrs laid down the ground rules: every aspect
of the community college system was open to scrutiny. Their mandate: to rewrite the
two-year college mission, if necessary, to ennhle these institutions to mobilize and
reallocate resources as part of a groundswell to strengthen America's position in the
global economy.

What follows is a synthesis of :onsensus recommendations which emerged trom
these primary research activities. Opinions exprussed are tho:.e of participants and
ch not represent any policy, platform or directive of the U.S. Department of Labor.



Policy Barriers Some barriers to implementation, on a broad scale, of business interaction and
workforce productivity models exist at the federal policy level. Ttvsu will be
addressed in Productive America's Report 2, with recommendations for change at
the national level.

Nevertheless, states and local two-year colleges possess both the mission and the
resources necessary to substantially rechannel activities toward workforce productivity
initiatives.

Uncovered barriers included attitudes, policies and outdated managemel t practices
appropriate to systems serving the 18 year-old dependent student pursuing a liberal
arts curriculum in preparation for enrollment in a four-year institution. (172)

Formulate Business Partnerships

Workforce preparation and improvement programs must begin with a clear under-
standing of demand in the marketplace.

Initiating busiros6 partnerships is the critical first step toward improving viability, ns
private sector partners inject expertise, ti 1, equipment and money into a flagging
system. For a partnership to be suc ,osful it must be a venture of co-equals
characterized by common goals, investment parity and an equal stake in the
outcome.

This is not tantamount asking business for a blank check. Rather, it represents a
new perspective for the _wo-year college, that of investing with a partner in a long
range human capital venture

Topple the Ivory Tower Perception

Outreach effort, should take two-year college faculty and staff out of the office and
place them into the community and the workplace, where they can learn more about
the expectations of employers, as well as the needs and wants of potential students.

While in the field, college employees can become familiar with, and accepted by,
business, labor, civic and community groups which may develop into productivity
partners and which are repositories of information about the resources and aspirations
of target :special populations.

Community Involvement

There is no better way o understand a business than to run one, to understand a
community than to reside in one.

The next best way to gain credibility is to spend time on the "inside". This may entail
observing workers on the job, interviewing employees and managers as they interact
and problem-solve in the course of a typical day. It may entail spending evenings at
town forums called to discuss local issues and seek out resident opinions.

This "real world" orientation will t., Ip to remove the common objection that two-year
colleges are too theoretical and too academic to deliver practical solutions.
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Criteria
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Target Occupational Clusters and Potential Career Ladders

Members of special populations will come to the two-year college at very diverse
education and training levels but with a great capacity to learn and achieve.
Sequences of short- and long-term programs need to be developed which take each
individual through discrete steps with clear benchmarks e: success and rewards in
terms of credentials, jobs and upward mobility. Job analysis provides the techniques
to define those steps and translate them into curricula which have the full confidence
of business and industry partners.

Employment potential needs to be reassessed from multiple viewpoints: jobs
available now, jobs in growth industries, jobs with career potential and underlying
skills needed for jobs. When weighing investment options, two-year colleges should
channel funds into programs which prepare individuals for the jobs of tomorrow.

Adopt Holistic Counseling Approach

Section 4 of this report described the special barriers facing Asians, Blacks,
Hispanics, returning women, endangered workers, displaced workers, disabled
workers and immigrants in preparing for and obtaining employment.

It is imperative that these groups not be isolated or tracked within the two- year
college. Instead, the colleges need to adopt a holistic counseling approach which
enables students 'o progress from one benchmark to the next with appropriate
support and servict. s.

,ounseling should begin with a comprehensive assessment for each new participant
during the admissions procedure which measures dimensions including job readiness
and social skills. Counselors should be aware of the possibly negative preconceptions
employers may have about special populations and prepare individuals with
techniques for dealing with these pressures.

Linkages between learning and success should be established by charting alternative
care Y. ladders and acadrmic requirements for advancement. Two-year colleges
should demonstrate and reinforce that learners are indeed earners and that
education is a lifelong activity.

Bolster Placement Efforts

The current vision of occupational education must be broadened beyond the walls
of the classroom to encompass practical experience for those who have not worked.
Part of the two-year college mission is to move past the theoretical toward the real
world of work. A natural outgrowth of heightened business invol-ement via advisory
boards and program partnerships is an improved array of apprentice, intern and
other placement opportunities.

Become Agents for Change

If the recommendations outlined above are implemented, two-ye 3r college personnel
will have a clear and balanced view of the needs and wants of their community, local
business and industry, and the special populations in their service area.

his will yield a road map for program design arid operation, one which may dictate
significant changes in the daily operations of the college.



Decision-Making
Authority

At the regional forums, business leaders emphatically stated that colleges should
become agents for change, r (come proactive, reach out to business, to current
workers, and to the community-at-lange with fresh ideas and targeted programs
which anticipate evolving technological and socioeconomic trends. All of these
parties should be engaged in a dynamic partnership or co-venture which assumes
the willingness of the college to respond to identified needs.

Think Like Business People

The time, has come for some serious attitude adjustments to bring long-held belefs
about the role of two-year colleges into alignmen! with the new economic development
mission. To succeed with business requires a business-like mentali y, a common
language, a bottom-line orientation, and a commitment to getting things done.

Coliboes should allow economic development personnel to make decisions, rather
flan take matters under advisement. Implementing this will necessitate pushing
authority further down the hierarchy.

Program results should be tracked and measured, using criteria meaningful to
business such as placements, retention and promotion rates, relative wages for
program graduates, employer and employee satisfaction levels.

Overhaul Compensation and Incentive Structures

Current standards for performance of two- year college faculty and staff should be
adopted to create incentives and reward success in promoting activities which reflect
the new economic development mission.

Resolve Turf Battles

The differences between liberal arts and occupational faculty have been duly noted
and must be resolved. The solution may result in a dual instructional classification
(academic and non-academic), or may yield a blended instructional cadre entitled
training consultant.

Augment Instructional Staff

While acknowledging budget and equipment constraints, forum participants concluded
that one cost-effective solution tc the instructor shor±age would be an increased
eliance on technological delivery systems.

Technological Videotapes, videodiscs and voice response systems were viewed as particularly
Time Savers appropriate media because their self-paced learning modalities would readily

accommodate the widely divercent teaching/ learning needs of special population
students.

Staff Exchanges

It was also felt that competent teachers' aides should relieve the burden of rote tasks,
leaving instructors freF to deliver more personalized attention to students.

Update and Sensitize Faculty

Specific recommendations for keeping faculty updated on rapidly advancing technologies
include: supporting subscriptions to trade journals, encouraging attendance at
professional and technical meetings, exchanging staff between businesses and
colleges for three-to-six month intervals, and placing staff on quality circles at local
businesses in an advisory capacity.
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Diversity Train'ng

Account Executive

Faculty once comfortable with a homoieneous student body sharing a '3ommon
language and cultural norms will need to nderstand the new student and business
populations. Cultural diversity and sensitivity training seminars would help circumvent
existing and potential problems which are the direct result of cultural differences.

Cut Red Tape

Potential business and industry clients are frequently frustrated by what they
perceive to be unnecessary red tape and bureaucratic bumbling. In this case the
solution posed is relatively simplecentralize the it take function and assign an
account executive to prospective business partners.

Each account executive is the single contact point for the business or industry,
responr:51e for coordinating all aspects of training from conducting research on the
business/industry, needs assessment, curriculum design, instructor selection, site
preparation, student recruitment and admissions, program monitoring, placement,
and evaluating client satisfaction with the end result.

Step Into Broker Role

Two-year colleges also occupy a bridging position between government funding
sources and community and employer beneficiaries. From this pivotal vantage point,
the college's economic c evelopment specialists can broker program concepts
designed to meet the needs of special rupulations and business with an assist from
federal funds.

Although federal funds represent a small share of two-year college resources, they
can close critical budget gaps and help leverage other resources for maximum
impact.

Typical of such programs is INFAC/Gear, an initiative aimed at bringing compute r-
integrated manufacturing techniques to the gear industry. In the State of Illino,3
alone, more than 30 manufacturers will participate in a techni Jgy transfer program
involving shared instructional materials, physical plant and trainers.

Funding is a blend of monies from the Department of Defense, private sector, State
of Illinois, the Illinois Institute otTechnology and other universities, as well as the City
Colleges of Chicago, a system comprising eight two-year colleges.

Export Successful Models

Virtually every college system participating in the regional forums had enjoyed
significant success with their own program. Because each institution acted
independently, each also bore the full brunt of start-up costs.

Economies of Scale Better communication between two-year colleges would allow successful programs
to be exported across institutional boundaries.

Rather than reinventing the wheel, two-year colleges would begin to reap economy-
of-scale benefits from program sharing.



Package ani Market Offerings

Advertise In corporate America, when a company redefines its mission, it communicates that
Publicize message in a number of ways, on a number of levels, to a number of audiences.

Once adopted, two-year colleges should follow suit, publicizing theirnew economic
development and productivity focus through a marketing plan which incorporates
advertising, direct mail, public service announcements, speaking engagements,
press releases, media interviews, open houses, seminar participation and printed
collateral material such as capabilities brochures.

Workshops Colleges unfamiliar or uncomfortable with marketing techniques could attend
workshops co-sponsored by the National Council for Occupational Education and/
or the American Association of Community and Junior Colleges.

Easy Access Additional recommendations made by business leaders included structuring the
business development efforts so they are perceived as "user friendly" by business.

Conclusion

Many variables must be covered to make this a reality. The college should establish
a direct dial telephone number for the one office designated this responsibility. All
college personnel, especially those at the switchboard, who may field inquiries
should know to whom each inquiry should be referred. The designated office must
employ trained and knowledgeable account executives to whom inquiries may be
referred and acted upoh.

Devise National Competency Standards

Operating under the technology transfe, Directive, two-year colleges will be developing
novel programs which teach new skills for emerging job categories. Business
identified a need for the standardization of technology transfer curricula and
associated credentialing which would result in a national competency standard.
Business also expressed a desire to participate in the development of such
competency standards.

Employers could then hire with confidence, secure in the knowledge that graduates
from this national network of two-year college technology transfer programs covered
the same in: 'ructional material, learned the same techniques, and spent appropriate
and equal time between the classroom and the laboratory.

CONCLUSION AND RECOMMEr iDATIONS FOR T NO-YEAR COLLEGES

We live in an information society, where the ability to gather, access, process, store
and interpret data is essential to success. To prosper in such a society, individuals
will need more than basic skills, they will need to communicate effectively, to think
critically, and to problem-solve independently.

While the level of skills ..quired to compete has increased, the level of skills acquired
has not kept pace. Many of the new workers will be less experienced members of
special populations (women, immigrants, minorities, the displaced Enid disabled).
The result is a glaring skills gap. The remedy is education and training. The optimal
delivery system is the nation's two-year collegeb.

Two-year colleges and technical institutes are poised to help pri.pare the workforce
of tomorrow. Looking beyond the boundaries of traditional liberal arts education,
these institutions can become champions of the productivity quest.

5 ll
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As agents for change, two-year a:lieges need to seize a leading position on the
productivity frontforming cooperative ties with business partners, while recruiting,
training and upgrading the skills of their employee base.

The greatest challenge to two-year colleges: reshaping the perception of education
and training. It is not just for young people, nor just available in the traditional
classroom setting, nor does it stop upon receipt of a degree or certificate.

Education and training are lifelong activities. They are necessary to keep the
economy competitive, industry dynamic and the workforce vital, and when associated
with iwo-year colleges, are accessible, affordable, and available at a nearby location.

Now, it is time for two-year colleges to deliver on their potential and promise.
Following are some specific recommendations that should assist two-year college
programs toward that goal:

Recommendations

1. Review the college mission statement and ensure that the responsibility for
local workforce development is included.

2. Identify the special populations within the college's district (such as minority,
new immigrants, returning women, endangered or displaced workers, disabled
workers, etc.) arid gather demographic, socio-economic and other data to
determine needs.

3. Establish effective recruitment strategies to enroll individuals from special
populgon into training programs.

4. Establish comprehensive, applied literacy, basic skills, language development
and technological preparation programs to assist adult students facing
barriers to success.

5. Establish adequate "bridge systems" to assist students to move efficiently
from one level of education to the next higher level.

6. Establish effective assessment and counseling systems to provide accurate
information and advice used to assist in the preparation of the student's
career plan and education plan.

7. Establish effective monitoring, mentoring, and problem-solving systems to
assiri students in overcoming obstacles that may hinder success at the
college.

8. Assess and redevelop current vocational education programs and job
training programs to ensure that they directly meet local employer's job skill
requirements.

9. Implement condensed, flexibly scheduled, vocational/technical programs
which utilize advance adult instuctional technology and provide access and
shortened training time for adults.

10. Extend college placement office activities to a level where successful
studen% are provided access to real job openings and are directly assisted
it obtaining a job.
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11. Establish an effective and comprehensive labor market information office or
center to monitor the local labor market.

12. Create consortia with local organizations thereby leveraging the resources to
maximize the support-effect for students.

13. Establish a "workplace literacy" initiative whereby the college moves into
local businesses to teach adult basic education which is relevant to job
success and upward rnobility in the workplace.

14. Enlist the support of local commerce and industry as full partners in the
establishment of all the special initiatives and training programs in order to
solve labor shortage problems by pooling appropriate resources.

15. Provide technical assistance to local commerce and industry ir4 need of
internal training and development such as train-the-trainer programs to
enhance the ability of companies to upgrade their employee's skills.

8
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Purpose

SECTION 7.
TWO-YEAR COLLEGE MODEL PROGRAMS

The models presented in this section have been selected as exemplary programs
which demonstrate how two-year colleges have responded to the needs of special
populations with innovative and exemplary programming.

131, presenting these models, other systems can learn how district across the nation
established business partnerships, conducted market analyses, and pulled componer.1s
of existing curricula together into unique courses with very specific short term
learning objectives.

Contact information is provided to facilitate additional discussion with course
designers and sponsors.

Common Traits Exemplary programs share several common characteristics:

1. Targeted -- programs are crafted in response to the need of a discrete and
easily identifiable group such as immigrants, endangered workers or returning
women.

2. Cooperative--two-year colleges leverage resources by establishing linkages
with area businesses, industry or community groups which can supplement
those resourceo with additional funds, materials, or instructors.

3. Innovative -- courses are tailored to the student populatic:-. which often
requires unusual approaches, languages, delivery mechanisms and teaching
sites.
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HOTEL NIKKO
WORKFORCE TRAINING PROGRAM

Sponsor/Partner Chicago City-Wide College (CCC) Hotel Nikko

Purpose The purpose of the joint venture between Hotel Nikko and Chicago City-Wide
College was to train workers needed to open the first major new hotel in the Chicago
Loop in more than a dozen years.

The Hotel Nikko-CCC program was designed to develop the skills employees
required to work in the front office, back office, food service, security, maintenance
and all other service and technical jobs at the hotel.

Hotel Nikko initially contacted Chicago City-Wide College for help in achieving its
workforce goals utilizing High Impact Training Program Funds which are provided
from Illinois State general revenues and are available only through community
colleges.

Chicago City-Wide College adnfnistered the funds and used them to pay for
consultant/trainers for the hotel.

Target Population There were approximately 10,000 applicants for the new jobs at the Hotel Nikko.

The potential workers available to employ in the hotel service industry are predominantly
from special populations. As a consequence, people in the training program were d
diverse group including minorities, Eastern European, Korean, Southeast Asian and
Japanese immigrants, returning women, displaced workers, disabled persons and
mothers on welfare.

Many of the trainees were not high school graduates, could not meet reading and
computational requirements, and did not have the basic skills for employment even
in entry-level jobs.

Strategies/Operations The first step in developing the program was to perform a labor force analysis,
determining the profile of potential hires and assessing the gap between their skills
and those required.

The second step was the cooperative planning and design with Chicago City- Wide
College of a training program to develop needed skills.

The third step was to devise operations and training manuals for the endeavor.

The fourth step was to contract with instructors.

Employees were hired prior to entering the training program. Since personal
interaction is the hallmark of the hospitality industry, the selection process emphasized
social skills, a friendly personality, attitudes, responsiveness and flexibility. Prior
experience was not necessary.

The training program placed special emphasis on creating a bond between employee
and employer during the training process. Throughout training, the Hotel Nikko took
steps to clearly communicate its commitment to the individua!s, that "we care about
you and are investing in your tuft ,re. This is not just a chance at a job, we're opening
up a career opportunity to you."
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Program Impact

Critical Success
Factors

Individuals were trained in personal communication skills and team-building, and
allowed to put those sk'lls to work by expressing their opinions on ways to improve
the training program for future classes.

The courses covered materials ranging from basic skills, communications and
appearance to cross-cultural sensitivity. Teaching techniques used included role
playing, feedback and the videotaping of typical interpersonal interactions. Team
teaching proved very effective, with CCC instructors and Hotel Nikko management
sharing the classroom in mutually supportive roles.

Approximately 500 people completed the training program. At the end of six months,
92 percent of the opening staff still worked at the Hotel Nikko, defying the odds in an
industry with a 40 to 60 percent first quarter turnover rate.

In the planning, design and conduct of the training program, the mutual respect and
cooperation among representatives of the Hotel Nikko, CCC and the outside
consultant was imperative.

The caring attitude expressed and continuously reinforced by the Hotel Nikko forged
a strong bond between employer and employees, as well as among the employees
themselves.

One key to success was the flexibility of Chicago City-Wide College in delivering
client-specific training, at client-designated locations, within the very tight time
constraints imposed by the hotel's opening date.

The ability to move quickly was important, particularly in situations where differing
program component funding cycles required precise coordination.

Outreach techniques and the ability to contact non-traditional worker segments
proved essential to identifying prospective candidates.

Students frequently mentioned the Hotel Nikko's willingness to schedule classes at
times which accommodated day care and family responsibilities as important.

A "can-do" attitude which treats problems as opportunities is a key factor in program
success.

Additionally, the Hotel Nikko offered incentives to employees as a reward for
outstanding performance. Six program graduates were awarded trips to the Tokyo
Hotel Nikko in the fall of 1989 in recognition of a job well done.

Barriers to Success At the outset, lack of basic reading skills represented a serious barrier to success.

Individual Barriers

Institutional Barriers
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Many program applicants lacked basic social skills such as the art of conversation
and the rudiments of personal etiquette. These represent major impediments for
positions which require extensive public contact.

Although the need for training has been generally recognized in the industrial
manufacturing venue, few programs are available to those seeking careers in
service industries.
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Overtures were made in an tternpt to work with public service agency training
programs, but their slow response time pre - 'sided participation, given the critical
nature of client deadlines. Difficulties in coordinating programs and breakdowns at
jurisdiiional boundaries caused further difficui,ies in working with public agencies.

The general lack of information concerning community colleges, their role and
programming represented another barriur to employer and employee involvement.

Barriers encountered by Chicago City- Wide College included internal policies which
n lade it difficult to utilize academic faculty for short-term training programs. Faculty
availability was constrained by regular course schedules and further limited by a
mindset accustomed to traditional schedules, curricula and classroom locations.

Some companies may be willing to access funding available through community
colleges, but unwilling to make the necessary changes in their training methods to
effectively use those funds. Trainers unfamiliar with the special needs of populations
served by the two-year college system may prejudge minority students, and
categorize them as failures, rather than work with non- traditional students to assure
their success.

From an administrative standpoint, one barrier to success was a cumbersome
purchasing procedure which made it difficult to meet expenses in a timely manner.

Budget/Funding The budget for the four-month long Hotel Nikko-CCC training program, including
training and salaries for workers, was close to $1 million. About $900,000 was
funded by the Hotel Nikko with the remaining $100, 000 provided by public job
training so, rtes.

Contacts Sandra F. Foster
City Colle"es of Chicago
226 West Jackson
Chicago, Illinois
(312) 368-8660

Patricia ftump
President
Opportunity Group
502 Midtown Place
Atlanta, Georgia
(404) 873-1614

Fred Valentine
Training Officer
Hotel Nikko
Chicago, Illinois
(312) 744-1900
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Sponsor/Partner

Purpose

Target Population

Time Frame

Getting Started

Skill Requirements

Stra(egiLs/Operations
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LONG BEACH CITY COLLEGE
REFUGEE ASSISTANCE PROGRAM

Office of Refugee Resettlement
(Washington, D.C.)
Long Beach City College (LBCC)

The program is designed to prepare newly arrived refugees for permanent, unsubsidized
employment, thus removing them from the welfare rolls.

Since 1975, Long Beach has been ,a major resettlement site for Southeast Asian and
Cambodian refugees. It is estimated that 15,000 of the 40,000 Cambodians living in
the Long Beach area receive some type of public assistance and thus quality for this
program.

Studies have shown that 70 peroent of these refugees have never worked in any
formal business environment outside the home and lack the transferable skills
necessary for employment in the highly industrialized Southern California area.
Sixty-eight percent have no formal education, and of those with some schooling, only
12 percent had more than three years of education.

The U.S. government pays for all resettlement costs for the first two years. It is a
condition of this assistance that refugees participate in an employment program.

The LBCC refugee employment project was established in 1980 and has been
funded every year since inception. For refugees with children, the project has two
years to prepare and find them employmen t. Single adults or married couples without
children have only one ytar of training before placement.

Long Beach City College submitted a proposal in response to a California State
request for proposat and was the successful bidder. A contract was negotiated, and
the Refugee Assistance Program began in October 1980. A new proposal has been
submitted every two years since then with similar success.

The first step for these refugees on the 'cad to a life flee of welfare dependency, is
a functional knowledge of English. They also need to acquire the basic skills that
would help them find a new joo with lotA employers.

Since it was felt that a ba' command of functional English was the most essential
skill needed, the project concentrated in this area during its early y cars. Drawing on
a highly successful reguar college English As A Second Languag s (ESL) program,
a pre-vocational ESL program was designed to help these individuals acivire
sufficient English to function in the workplace. Participants were taught English in the
context of the work environment, thus allowing them to acquire two skills simultaneously.

Early job placements demonstrated vividly that something more than just classroom
instruction was going to be necessary if these refugees were going to keep their new
jobs. Cultt;ra!;y-influenced perceptions of time and family responr Ally took precedence
over the wishes of employers.

Most placements dir not last the first week, much less the 90 days required by the
project fcr successful completion. The solution to this problem was the addition of
a work f7xperience component to the training cycle.



Program Impact

Critical Success Factors

Barriers to Success

Individual Barriers

Institutional Barriers

Afterthc refugees had acquired some proficiency in English, they were placed in six-
week cloister vocational ESL classes designed specifically for employment inpublic
non-profit agencies in the greater Long Beach area.

Upon completion of the classes, the students were placed in these agencies and
asked to work for no money four hours a day, five days a week. It was here that the
refugees acquired the knowledge to function in a formal work environment. Mistakes
were tolerated, forgiven and corrected. Both parties benefited from the arrangement
with the result that we were able to place some of the refugees in the same agency
where they had gained work experience.

Actual vocational skill training was accompanied by arrangements for training in
fields where there was a local need and where interest was expressed by the
refugees. Training was conducted on-site with foodservice classes held on the
Queen Mary entertainment complex or nursing assistants training at various
convalescent hospitals

Approximately 2,700 refugees have been served by theprogram, with slightly more
than 1,500 securing positions in unsubsidized employment. The program is ongoing
but v ill soon be replaced by California's new welfare reform program Greater
Avenues for Employment (GAIN), which will provide for all welfare recipients the
services LBCC has been providing for refugees. Long Beach City College will also
be a participant in GAIN.

During the ESL stage of the program, the dedication and ability of instructors has
enabled the program to achieve its great success. The teachers have been
committed to program goals from the outset, and they have put in long hours on
curriculum development and counseling.

The work experience component has been beneficial in that it served as an
employment test area where refugees could make cultural and work errors and not
worry about losing a job or, more importantly, their livelihood.

Perhaps the greatest single factor in program success was the latitude afforded by
outside funding for swift response to problem areas, scheduling conflicts, staff
changes and other places which required adjustment.

Because we were viewed by the community as an integral part of the college, we
were able to u utilize to our advantage more than sixty years of goodwill the college
has accumulated in the local area. Many doors were opened to us because the
community knew the college and the quality of its programs. We were treated as an
equal, if unorthodox, member of the college.

Again, the lack of functional English by all clients represented a very real obstacle
to the ultimate objective of employment This problem was exacerbated by the lack
of formal education and the minimal work experience characteristic of the Asian
refugee population background.

No direct line of communication exists between the Department of Social Services,
the primary referral agency for refugees, and LBCC.

The relationship wilt' the Department of Social Services (DPSS) was controlled by
rules and regulations which made it difficult to receive full and correct information
about clients and their status in the larger system. Often, this proved counterproductive,
working against a refugee taking a job because of the erroneous fear of negative
financial repercussions from DPSS.
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Another persistent barrier was racial stereotyping which suggested that all Cambodians
(or Asians) were a model of independence, a minority population which was coping
fine without help.

This nothn was widely entertained by the public, by employers and by fact Ity
unfamili 'ith the recent history of Car'bodia. We often heard the comment that "all
Asians k.)k alike and it is impossible to tell one from another".

Budget/Funding The annual budget for the program varied from $424,000 to more than $900,000
moving with Federal appropriations and allocations. All fu ,ing was pi ovided from
Federal sources administered by the Office of Refugee Resettlement.

Contacts
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Dr. Jim Martois
Project Director
Long Beach City College
1305 East Pacific Coast Highway
Long Beach, California 90806
(213) 599-1576

Ms. Ding Jo Currie
Project Coordinator
Long Beach City College
1305 East Pacific Coast Highway
Long Beach, California 90806
(213) 599-161(;

6



Sponsor

Purpose

Target Population

INDIAN RIVER COMMUNITY COLLEGE
ENGLISH AS A SECOND LANGUAGE (ESL)

Indian River Community College (IRCC)
Sate Legalization Impact Assistance Grant
Florida Department of Education

The basic components of the program address the areas of literacy, English, and
civics for non-native speakers. The two-level ESL literacy compon ,nt has as its
primary objectives:

1. Basic literacy skills

2. Survival skills

3. Introduction to American culture &nd customs.

Beginning Literacy emphasizes basic literacy in the student's naive language.
Intermediate Literacy shifts the focus to English. The ESL component consists of
Your levels of competency- based skills (reading, writing, speaking and listening) in
real world situations.

The ultimate objective of the program is to reach out to those groups who might not
otherwise have access to educational opportunities and to lower the harriers
enabling them to pursue an education based upon individual need.

While the ESL program at IRCC serve a a heterogeneous population such as college
students and professionals from n any countries around the world, ar ,creasing
number of students are immigrants residing in the U.S. under terms of ti le amnesty
program.

Time Frame This group comprises Hispanic and Haitian farmworkers and refugees, many of
whom are illiterate, pre-literate or semi-literate.

Getting Started

Skill Requirements

There is no time requirement on the ESL offering. Progression depends on such
factors as individual motivation, educational background, and preexisting literacy
level. Students who are literate generally can complete the course in one to two
semesters. With the assistance of inoividualized learning labs, stuff dents may
progress much faster than projected.

To provide effective programming, an assessment must be made of specific
community needs. Various ethnic groups may display marked differences in their
sociocultural and formal educational backgrounds which would require different
approaches. Attention must be paid to such divergent factors as literacy needs,
legalization requirements, course accessibility, recordkeeping, intake and testing
procedures, curriculum development and instructional personnel.

Instructional staff is screened on the basis of formal FiSL training, cultural sensitivity,
knowledge of a second language, teaching experience with adults, creativity and
flexibility Virtually all instructional aides are bilingual and belong to the ethnicgroup
served by the program.
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Strategies/Operations IRCC has developed a standardized series of procedures for intake and testing,
pacement, recordkeeping, etc. which is easily replicated. This allows the program
to be expanded quickly when necessary.

Program Impact

By reaching out to people in their native language and providing both literacy and
ESL within the community, barriers to education are lowered.

Once students have completed the curriculum at outreach programs, they are
moved to the college site for further ESL and possible GED preparation.

The Immigration Reform and Control Act of 1986 has given millions of previously
illegal entrants the right to live and work in the United States. This has brought an
influx of students into Adult Basic Education programs across the country.

The projected figure for the counties served by IRCC is approximately 3,500 eligible
legalized entrants (ELAs), some percentage of whom are expected to enter adult
education programs within the next five years. During the past academic year, more
than 1,600 ELAs and foreign students took advantage of the ESL program.

Critical Success Factors Inc" River Community College has provided for outreach sites within the community,
located within walking distance for a large percentage of the immigrant population.

Barriers to Success

Individual Barriers

Institutional hart
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Open enrollment and flexible scheduling of staff and facilities allow IRCC to
accommodate seasonal enrollment peaks.

Providing a native language literacy program for the two major population groups,
Haitians and Hispanics, has attracted a segment of the population which would have
been shut out of the educational process. We have found bilingual instructional aides
to be a tremendous asset to the program.

The native langua, literacy program requires trained bilingual instructors and
instructional aides wi ro understand the cultural background of clients. In areas where
no homogeneous ethnic groups exist, where few native speakers have attained an
advanced educational level, or where linguistic diversity within ethnic groups is
present, it may not be practical or feasible to develop a native language literacy
program.

Many of IRCCs students have little formal education and do not understand the
process of education. Men, this is accompanied by unrealistic expectations
regarding outcomes and required time frames for completion.

As a result, student retention becomes an area of concern. Measuring student
achievement in small increments such as completing a level within a course provides
benchmarks of success which encourage students to continue.

For many immigrants, the very notion of attending college in the United States, when
they have little education in their own country, is a frightening prospect. This
perceptual barrier is significantly lowered by placing classrooms out in the familiar
boundaries of the community.



Budget/Funding The State Legalization Impact Assistance Grant (SLIAG) provides retroactive
reimbursement for educational services to legalization applicants. lit addition,
funding is provided by the Community College Funding Program and by the Florida
Department of Education, Vocational, Adult and Community Education, Supplemental
Adult Education, under Section 341 of the Adult Education Act.

Contact Ms. Dottie Vandegrift
Director of Developmental Education
Indian River Community Co Huge
3209 Virginia Avenue
Fort Pierce, Florida 34981
(407) 468-4700 ext. 4862

9
71



CUYAHOGA COMMUNITY COLLEGE
PREPARATION FOR TECHNOLOGY

Sponsor/Partner Cuyahoga Community College
Ohio Bell Telephone Company

Purpose To upgrade employee skills in preparation for more advanced career and educational
opportunities.

Target Population Management and non-management personnel including employees who belong to
the Communications Workers of America union.

Time Frame Following a four-month test period at the end 011987, the program has been running
continuously. Time limits are only placed on employees seeking college credit.

Strategies /Operations Preparation fo( Technology compr ses a series of learning programs designed for
each individues specific needs. Using computer technology, employees study on
personal time at their own pace.

Subjects range from basic to advanced skills in math, communications, computer
literacy and electronics.

The curriculum is structured to prepare employees for enrollment in the Future Tech
(associate degree in electronics and telecommunications) program, and for college
credit or skills training courses.

There are no academic prerequisites for admission, and each participant is
assessed to determine their highest proficiency levels in the subjects covered.

Program Impact More than 500 Ohio Bell and 10C Ford Motor employees have participated in the
program.

The model developed for Ohio Bell in Cleveland has been successfully replicated in
Columbus, Dayton and Toledo.

What began as a partnership with ()hie Bell has grown into a full fledged consortium
with the shared mission of: (1) providing a vehicle to meet the technology transfer
needs of business, industry and government in northeastern Ohio; and (2) providing
a skilled workforce which promotes the growth and economic stability of the area.

Additionally, the program model has been exported to the Ford Walton Hills
Stamping Plant in Cleveland via a computer networking arrangement.

Cuyahoga Community College credit students are fulfilling requirements in English,
mathematics, psychology and physics by tapping into the system.

Critical Success Factors Working closely with Ohio Bell personnel, the College drew up a list of ten factors
which would characterize an ideal program for Ohio Bell employees. As a result of
this careful planning, the firm has measured increased motivation among adult
learners with 95 percent indicating intent to enroll in other Pre-Tech courses, 90
percent rating the overall resource capabilities as excellent, and 68 percent
completing at least one subje :t area.
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Success is based on three major factors:

1. Understanding adult learners and deploying alternative delivery methodology

2. Understanding instructional design and computer-managed learning

3. I Jnderstanding by faculty of their new role as managers rather than disseminators
of information

Ms. Nancy A. Putinski
Director, Interactive Learning Services
Cuyahoga Community College
Unified Technologies Center
2415 Woodland Avenue
Cleveland, Ohio 44115
(216) 987-3098
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CITY UNIVERSITY OF NEW YORK
EXPERIMENTAL HIGH SCHOOLS

Sponsor New York City Bk.ard of Education
City University of New York

Purpose The experimental Middle College High School seeks to improve the academic
performance, self-concept, career planning and higher education options of students
who are viewed as "at risk" of not completing high school. Grades 9-12 are included.

The experimental International High School assists students with limited English
proficiency to develop the linguistic, cognitive and cultural skIls to succeed in high
school, college, and beyond. Admissions are open to students who have resided in
the U.S. for fewer than four years.

Time Frame Middle College High School was founded in 1974. International High School was
founded in 1985.

Strategies/Operations Both high schools are housed within LaGuardia Community College providing ready
access to all facilities.

Students from International High may register for high school and advance placement,
and are guaranteed admission to LaGuardia upon successful completion of the
program. Additionally, they participate in intensive English studies and reinforcement
activities.

Middle High students may enroll in college courses during junior and senior year.
Programs emphasize small classes, intensive daily and group counseling, and three
internships which range from hospitals to museums, schools, courts and social
service agencies.

Program Impact Middle College enrollment is 500 stur ents; 400 attend International High. Average
daily attendance is 90 percent and the program dropout rate is just 4-5 percent.

Critical Success Factors Guaranteed access to the full spectrum of services and facilities at LaGuardia, from
library to laboratories served as an incentive to students. Participants also enjoyed
the exposure to college faculty and the sense of being part of the college community.

Budget/Funding $12 million from the New York Board of Education, supplemented by a special state
appropriation.

Contact
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Dr. Dennis Berry
Division of Cooperative Education
LaGuardia Community College
31-10 Thomson Avenue
Long Island City, New York 11101
(718) 482-7200



Sponsor

Purpose

Target Population

EL PASO COMMUNITY COLLEGE
INMATE VOCATIONAL EDUCATION PROGRAM

La Tuna Federal Correctional Institute
El Paso Community College

Provide vocational skill training which would enable inmates to develop skills for
employment while accommodating their need for structure on a daily basis.

Inmates at the La Tuna Federal Correctional Institute

Time Frame El Paso Community College has been working with prison administration for the past
17 years to develop a variety of training courses and programs.

Strategies/Operations The college now conducts five full-time clock hour programs at the prison:

1. Residential building trades and carpentry

2. Automotive repair

3. Radio and television

4. Refrigeration

5. Furniture refinishing

The certificate program fully articulates into AAS plans which can be accomplished
upon completion of the prison term.

Given the success of these programs, the prison educational staff is exploring the
addition of three new programs:

1. Computer skills training

2. Plastic injection molding

3. Drafting

Inmates are given the opportunity to select a vocational program based on personal
interest. Those without an expressed preference are placed in a program based on
an evaluation of their past experiences and staff assessment of the individual's ability
to succeed in the program.

Program Impact During the 1987-88 program year, El Paso Community College provided 300
inmates with more than 108,000 contact hours of instruction.

Critical Success Factors An advisory committee was formed to act as a link between the college, the prison
and the community. This committee provides input on curriculum, equipment and
facilities, and serves as a conduit for information on current methods and processes
in indtrAry.

According to the La Tuna education staff, most federal and state pri..;ons and
correctional institutes have an agreement with local community colleges to provide
vocational training for their inmates.
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The type of programs offered will be influenced by a number of tactors:

1. Job market demand for skills

2. Space availability for programs at the prison

3. Reimbursement for costs associated with implementing and maintaining
programs such as: tuition charges, tools and equipment, program updates,
textbooks, lab costs, space, utilities, hospitality costs for advisory board
meetings, and faculty travel to update skills in training areas

4. Availability of qualified faculty willing to work in the prison setting

5. Impact of prison training on the local community.

Barriers to Success Some individuals within the community may not support the effort to provide training
at the prison.

Contact Dr. Diane K. Troyer
Dean
Business and Technology Division
El Paso Community College
P.O. Box 20500
El Paso, Texas 79998
(915) 534-4038
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Sponsor

Purpose

Target Population

Time Frame

Strategies/Operations

Program Impact

TOMPKINS COURTLAVD COMMUNI. if COLLEGE
PUBLIC ASSISTANCE COMPREHENSIVE
EDUCATION PROGRAM (PACE)

New York. State Department of Social Services
Tompkins Courtland Community College

To better prepare the students for future employment.

Directed at recipients of Aid to Families with Dependent Children, these non-
traditional students were primarily women with children who had been unable to
enter and retain a job following earlier, short-term training.

The program began in February 1986.

Potential students are referred from the county Department of Social Services and
are scheduled for several preliminary visits. The first on-campus experience consists
of an interview and placement testing.

The second visit comprises a review of financial aid applicaticos and the placement
test results.

The third and final Visit affords students the opportunity to enroll in classes and to
complete arrangements for support services required.

One of the unique features of this program was its comprehensive approach o
remove barriers which might prevent students from succeeding. The needed
services included: academic advising, tutoring, consultative or advocacy assistance
with child care, ground transportation, food stamps and personal counseling.

Students were aiso required to take a short course titled "Introduction to the College
Experience," designed to provide an overview of the college while functioning as an
ad hoc support group where participants could discuss problems and relieve stress.

Students enrolled in the same regular and remedial courses as other college
students. The only point of difference was special attention from their counselors,
advisors and teachers.

PACE staff members include individuals experienced at crisis intervention and
counseling who are capable of resolving the difficulties encountered by these "high
risk" students.

Since its inception, the PACE program has assessed 484 referred individuals,
admitting 206 to the program. Thus far, only 86 of those participating have chosen
to leave the program, and many of those who left did so to pursue employment.

At the present time, PACE serves 101 students, 95 percent of whom are in degree-
seeking programs. Eight students have already graduated. Although the numbers
speak to the issue of success, observations by staff suggest even more profound
changes at work. These comments include enhanced student self -contidence and
a greater sense of self-esteem.
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Critical
Success Factors

Contact
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The success of this program depends heavily on two sets of factors:
(1) Community college commitment of the necessary resources; and
(2) Funding from social service agencies. Without both, the program would

experience severe difficulties, because students need the basic subsistence
help to survive.

Ms. Suzanne Vaughn
PACE Project Director
Tompkins Court land Community College
Dryden, New York 13053
(607) 844-8211
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Sponsors

Target Population

FLORIDA COMMUNITY coLLEcr:
CARING FOR KIDS PROGRAM

Department of Child Services
Private Industry Council
Housing and Urban Development
Health Rehabilitative Services
Florida Community College at Jacksonville

The program is intended for recipients of Aid for Dependent Children who live it the
northwest quadrant of the city and who:

(1) Live in subsidized housing
(2) Are 21 years of age or older
(3) Have no more than two pre-school children
(4) Are not planning to have more children
(5) Can pass a background check for all permanent men ibers of the household,
(6) Demonstrate motivation and stability
(7) Express interest in owning a business, and
(8) Are emotionally and physically able to care for a minimum of five children

under five years of age.

Strategies/Operations The Caring for Kids Program addresses the multi-faceted and chronic problem of
welfare dependency for the single parent with dependent children under five years
of age.

Program Impact

These individuals typically have limited employment-related skills and little job
experience. Positions for which they may qualify seldom offer sufficient income and
benefits to provide adequate security for dependent children.

In addition, few suitable, affordable, child care options exist, which place children at
multiple risk.

Caring for Kids participants receive:

1. 10 v'eeks of tuition-free classroom training covering every aspect of starting
ano operating a child care home

2. Paid work experience during training

3. Free textbooks and supplies

4. Free financial and personal counseling including a financial consultant during
the first year of business

5. Paid start-up costs including licensing and insurance fees, home renovations
and equipment

6. A food program paying $2.21 per day for each child in the day care home

7. Assignment of children to the day care home.

Sixteen students enrolled in the first Caring for Kids class. All enrollees completed
the program successfully, and fourteen have opened licensed day care homes. The
remaining two graduates are expected to do so shortly.
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Critic #1
Success Factors

Contact
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The Caring for Kids program provides several valuable lessons for other community
colleges. First, complex problems such as welfare dependency require a broad
coalition of resources for resolution.

Second, human resource development requires a strategy designed to remove
barriers to self- sufficiency for the whoie individual and family, not just the factors
which touc:; the workplace.

Third, long-term intervention is necessary to insure success. This program included
follow-up services for a full year after completion and business start-up.

Mr. Jeffrey G. Oliver
Director of Development and Operations for Performance Contracting
Florida Community College at Jacksonville
940 North Main Street 2nd Floor
Jacksonville, Florida 362202
(904) 632-3322
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Sponsor

Purpose

Target Population

Strategies /Operations

Program Impact

Budget/Funding

Contact

STATE TECHNOLOGY INSTITUTE AT MEMPHIS
PROFESSIONAL CAREER ENTRY PROGRAM
(PREP)

State Technology Institute at Memphis

The program is designed to remove gender stereotypes about the "woman's place"
and other economic barriers which prevent women from entering non-traditional
roles.

Female single parents and displaced homemakers.

PREP was developed: to motivate women through a personal and career exploration
course; to encourage their pursuit of non-traditional higher education; and to support
them financially and psychologically during their educational endeavors.

A key platform of PREP has been the provision of support systems and self-
developmeni initiatives for students with the potential to succeed in technical and
non-traditional careers. To accomplish this, PREP provides child care and transportation
while the women are in training.

Another plank in the PREP platform is the concept of networking, where women who
have succeeded share their expertise and serve as role models for aspirants. These
activities are augmented by counseling and a technical support base to effect a
smooth transition from unemployment to school and a successful career.

Upon completion of a five-week basic orientation session, participants are encouraged
to improve marketability by pursuing non-traditional technical education.

Activities began in January 1986. For the program year 1987-88, statistics show 203
participants registered for academic classes which represents 90 percent of the
initial program goal. This was accomplished while the program was only 75 percent
completed. Student evaluations stress the impact of PREP on making career
decisions, providing direction and building overall self-esteem and a sense of
confidence.

Carl Perkins Federal Vocational Education Funds are availa ile to most two-year
institutions to support this type of program.

Ms. Vicki Howell
Project Director
PREP Program
State Technology Institute at Memphis
Memphis, Tennessee
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COLLEGE OF LAKE COUNTY
PROJECT SELF-SUFFICIENCY

Sponsors/Partners College of Lake County
Catholic Charities of Lake County
Lake County Housing Authority
Illinois Department of Public Aid
United Way of Lake County
U. S. Department of Housing and Urban Development
Local commerce and industry

Purpose The purpose of Project Self-Sufficiency is to identify, recruit, counsel, train and place
in employment single parents who are unemployed or underemployed. It was
designed to provide a long-term support system to individuals, most of whom are or
were on public aid, that would enable them to secure an education and a job. The
net result: achieving economic self-sufficiency.

The key purpose was to blend multiple, and normally independent, social support
systems into a comprehensive and complete program to free participants from
concern over meeting basic needs long enough to escape permanent financial
dependency.

Time Frame The project was planned and initiated in the fall of 1985 and is ongoing.

Target Population

Strategy/Operations

Support Mechanisms

Entry
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Participants are single parents who were unemployed or underemployed. Most, not
all, were on public aid and a variety of other social programs. Fifty-eight women were
selected for the pilot program, and the number of participants now exceeds 100.
Applicant screening was developed to help identify individuals with a strong desire
to be self-sufficient.

Initial funding came from the Department of Housing and Urban Development
through the County of I. ake in Illinois. The designated "umbrella" organization was
Catholic Charities of Lake County which brought the partner organizations together
to form a task force. The target population had been identified by the HUD grant so
planning immediately focused on two functions: recruitment and program operation.

All possible social support mechanisms were identified and individuals from those
agencies were added to the committee. The HUD funds were used to pay for an
individual caseworker, housing certificates and limited program operating costs. All
other resources were supplied by the cooperatinc, agencies and organizations within
their normal operating parameters.

The support included: a housing certificate for free or almost free housing for an
undetermined period of time; food stamps; transportation; child care; counseling,
academic advisement and monitoring; assistance in obtaining grants and scholarships
leading to free education; emergency assistance for family crises; a phone support
system; parenting classes; the development of a new and supportive social network;
and social activities.

Individuals had to apply forthe program and demonstrate motivation and desire. This
was accomplished by requiring: a written "reque t for acceptance"; personal
references; and participation in a series of intervie. s. The program began to be
viewed as a prestigious one, and there has been no shortage of applicants.
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Process issues

College Role

Program Impact

Critical
Success Factors

Screening and assessment was conducted by the College of Lake County (Illinois)
and individuals were enrolled in two classes that focused on identifying individual
personal goals and establishing habits and processes leading to successful completion
of classes. Upon completion of the "motivation, interest-identification and skills"
program, the individuals were enrolled in normal college programs.

The other support mechanitins were arranged and provided, and an intense
monitoring and counseling system began. It continued throughout the program.
Upon completion of the program of study, individuals were assisted in finding a
suitable job and in making the difficult transition from welfare dependence to financial
independence.

The college provided personnel for planning, client screening and interviewing.
Special classes and experiences were offered to students prior to beginning regular
classes which helped determine academic and career goals.

Remedial and basic education classes and tutoring were available at all times as was
counseling beyond that provided by the program. Through the offices If the college,
and using the state and federal grant and scholarship system, all classic ,:pr all
students were provided at no cost to the student.

Of the original 58 persons who entered the program, only two dropped out. All of the
remaining people are currently employed at salaries in excess of $18,000 and are
financially independent.

Forty additional people have joined the program and are in various stages of
completion. The program is now fully funded by United Way of Lake County with the
exception of the cost of support services provided normally by the cooperating
agencies and groups. Assisting 56 individuals to move off of welfare represents a
savings of more than $2 million. The program exceeded all expectations.

This program succeeded for the following reasons:

1. Members of the organizing committee were decision-makers at their employer
organizations and were empowered to make commitments and decisions on
the spot.

2. There was the clear realization that individuals on welfare were unable to
coordinate and blend all the suppore services necessary to enable an
education to be obtained. Help had to be provided in organizing their lives.

3. A caseworker was necessary assist in sorting through decision-making for
each student and to counsel through family crisis periods.

4. The support was organized for a long-term commitment to education and not
for short-term training.

5. Clients/students were mainstreamed in normal college classes rather than
isolated in special training programs. This provided access to a new social
group oriented toward attaining an education and being successful.

6. The program was based on the demonstrated motivation and desire of
individuals who truly wanted to be financially independent. It was a privilege
to be in the program.

7. Program members were surrounded by other members, all of whom had the
desire to succeed, forming a natural and positive support group.
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Barriers

CLntact

64

8. The program addressed individual personal problems and helped build
confidence.

9. Success was shared by all cooperating organizations. No politics were
involved.

10. The concept of trying to "blend and leverage" resources was successful and
utilized fully tor. eet student needs without dangerously extending any of the
cooperating institutions.

Individual barriers were obvious: lack of education; long-term dependence upon
public aid and the fear of becoming independent; being surrounded by family and
friends who were failures and non- supportive; general lack of personal confidence;
and being a single parent.

Institutional barriers were of the normal bureaucratic kind and were resolved. No
territorial squabbles existed.

Russell Hamm
Dean, Community Education and Contract Services
College of Lake County
19351 West Washington Street
Grayslake, Illinois 60030
(708) 223-6601
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NCOE NOR!: (EASTERN BUSINESS FORUM
FISHER COLLEGE
BOSTON, MASSACHUSETTS

Robert J, Panes
Massachusetts State Labor Council
8 Beacon Street
Boston, "'t,iA

Nancy Koyes
Bunker Hill Community College
New Rutherford Avenue
Boston, MA 02199

Abby Martin
U.S. Department of Labor
Washington, D.C.

Peg Pollard
Massachusetts Dental Society
83 Speen Street
Natick, MA 01760

Judy Crowley
Community College of Rhode Island
400 East Avenue
Warwick, RI 02886

Susan G. Kramer
Fisher College
500 Slocum Road
North Dartmouth, MA

Gloria J. Williams
JT&L
181 Hillman Street
New Bedford, MA 02741

Marcia Oliva
Shawmut Bank, NA
5 Whittier Street
Framingham, MA 01701

John Erickson
Fisher College
188 Beacon Street
Boston, MA 02116

Mary K. Mil ley
John Hancock Company
200 Clarendon Street
Boston, MA 02117
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Janet Harrington
Fisher College
Hyannis, MA 02601

Pierre Beaulieu
Shaw's Supermarkets
P. O. Box 389
Stratham, NH 03885

Marshall F. Reilly
Job Training and Employment Corp.
Independence Place
Hyannis, MA 02601

Silva Gerety
Chelsea Soldiers Home
91 Crest Avenue
Chelsea, MA 02150

0. Clayton Johnson
Quincy Junior College
34 Coddington Street
Quincy, MA 02169

Thomas Sabbagh
Fisher College
70 Holcott Drive
Attleboro, MA 02703

Tony Vieira
Fisher College
188 Benon Street
Boston, MA 02116

Yasmin Whipple
Century Bancorp, Inc.
376 Mystic Avenue
Medford, MA 02155

Robert Coard
Action for Boston Co.
Development, Inc.
178 Tremont Street
Boston, MA 02117

Raymond C. Lewin
Pierce Junior College
1420 Pine Street
Philadelphia, PA 19102



Lori Krupnick
Bunker Hill Community College
New Rutherford Avenue
Boston, MA 02129

Hui-Lin Weng
380 Riverside Drive
New York, NY 10025

Charles W. Schmidt
Raytheon Co.
141 Spring Street
Lexington, MA 01273

Joseph R. Vlcek
COM /GAS
175 MacArthur Drive
New Bedford, MA 02347

Michael J. Cannolly
Brockton Area Private

Industry Council
P. O. Box 2247
Brockton, MA 02375

Jack R. Jones
Berkeley College of Business
44 Rifle Camp Road
West Paterson, NJ 07424

Marilyn Iquine
Liberty Mutual Insurance Group
175 Berkeley Street
Boston, MA 02117

Rebecca Quinlan
New England Center
University of New Hampshire
15 Strafford Avenue
Durham, NH 03824

Cindy McCarthy
Shaw's Supermarkets
P. 0. Box 577
W. Bridgewater, MA 02379

Thomas Sullivan
Fisher College
188 Beacon Street
Boston, MA 02116

Judith A. Beach let
New England Board of Higher Education
45 Temple Place
Boston, MA 02111

Joan A. Baum
Brockton Hospital
680 Centre Street
Brockton, MA 02402

Clyde L. Mitchel:
Small Business Development Center
P.O. Box 2785
Fall River, MA 02720

Brenda Pacheco
Bristol County Savings Bank
35 Broadway
Taunton, MA 02780

Gary Gomez
Bristol County Training Consortium
162 Pleasant Street
Fall River, MA 02721

Ed Terc'iro
Bristol Community College
77 Elsbree Street
Fall River, MA 02720

Ted Martinez, Jr.
Dallas Community Colleges
701 Elm Street
Dallas, TX 75202
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NCOE MIDWEST BUSINESS FORUM
CITY COLLEGES OF CHICAGO
CHICAGO, ILLINOIS

Sam Bernstein
Kane McKenna & Associates
208 S. LaSalle St. 1254
Chicago, IL 60604

Dr. Nelvia M. Brady
City Colleges of Chicago
226 W. Jackson Blvd.

14th Floor
Chicago, IL 60606

Donald E. Brown
The BALCOR Company
4949 Golf Road
Skokie, IL 60077

I maga rd Cooper
IMC Services
333 E. Ontario 307B
Chicago, IL 60611

Carole Gleason
Union Pacific Railroad
210 N. 13th Street
St. Louis, MO 63103

Marcia Gonzalez-Koenig
Mayor's Office of Employment

and Training
510 N. Peshtigo Court
Chicago, IL 60611

Peggy Luce
Chicago Association of

Commerce and Industry
200 N. LaSalle Street
Chicago, IL 60601

Carlos ronce
Spanish Coalition for Jobs, Inc.
2011 W. Pershing Road
Chicago, IL 60609

Joe Somodi
The HON Company
200 Oak Street
Muscatine, IA 52761
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Dr. lerald F. Bober
The Management Group
1300 N. State Pkwy.
Chicaco, IL 60610

Ivan Brozenic
TransWorld Airlines
Kansas City Intl Airport
P.O. Box 20126
Kansas City, MO 64195

Ronald Bujan
Litton Precision Gear

Manufacturing Company
4545 S. Western Blvd.
Chicago, IL 60609

Pam Davies
Page One Communications
230 N. Michigan #1100
Chicago, IL 60601

Harry Harczak
Coopers & Lybrand
203 N. LaSalle Street
Chicago, IL 60601

Ney Lawson
Ameritech Services
10 South Wacker Drive, 22nd Floor
Chicago, IL 60606

Katharine Owens
Illinois Bell Telephone
225 West Randolph, FL IOC
Chicago, IL 60606

James Schultz
Walgreen's
200 Wilmot Road
Deerfield, IL 60015

Jack Steward
Olive Harvey College
10001 S. Woodlawn Avenue
Chicago, IL 60628



Linda Tucker
Motorola, Inc.
1303 E. Algonquin Road
Schaumburg, IL 60196

Kathy Van Dyke
Edison Brothers Stores
501 N. Broadway
St. Louis, MO 63178

Sandra Watson
Chicago United
116 S. Michigan Avenue
Chicago, IL 60603

Dr. William C. Witter
Santa Fe Community College
P.O. Box 4187
Santa Fe, NM 87501

Sandra F. Foster
City Cd:eges of Chicago
226 W. Jackson Blvd.
Chicago, IL 60606

Dr. Ted Martinez, Jr.
Dallas Community Colleges
701 Elm Street
Dallas, TX 75202

Fred Valentine
The Hotel NIKKO
320 N. Dearborn Street
Chicago, IL 60610

Susan Wally
Marshall Fields
111 N. State Street
Chicago, IL 60690

Thom Williams
Greenheck Fan Corporation
400 'Ross tirreet
Schofield, WI 54767

Russell B. Hamm
College of Lake County
19351 W. Washington
Grayslake, IL 60030

Dr. Dov Ad B. Smith
City Colleges of Chicago
226 W. Jackson Blvd.
Chicago, IL 60606
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NCOE SOUTHEASTERN BUSINESS FORUM
MIAMI -DADE COMMUNITY COLLEGE
MIAMI, FLORIDA

Lisa Dusenbury
IBM
255 Alhambra Circle
Coral Gables, FL 33134

Sandra F. Foster
City Colleges of Chicago
226 W. Jackson Blvd.
Chicago, IL 60606

Larry Wayne
Central Carolina Bank
804 N. Madison Blvd.
Roxboro, NC 27573

Diane K. Troyer
El Paso Community College
P.O. Box 20500
El Paso, TX 79998

David Lotker
Miami-Dade Community College
300 N.E. 2nd Avenue
Miami, FL 33132

Talmadge Portis, Jr.
Packard Electric
P.O. Box 260
Clinton, MS 39060

Deborah Cox
Post, Buckley, Schuh & Jernigan, Inc.
8700 N.W. 36th Street
Miami, FL 33166

Becky Osterman
Metro-Dade County
111 N.W. First Street
Miami, FL 33128

Mike Yurke
Entenmanni6 Bakery
3325 N.W. 62nd Street
Miami, FL 33147

George Mehallis
Broward Community College
225 E. Las Olas Boulevard
Ft. Lauderdale, FL 33301
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John Yasuk
Miami-Dade Regional

Coordinating Council
1444 Biscayne Blvd. #230
Miami, FL 33132

Donald B. Smith
City Colleges of Chicago
226 W. Jackson Blvd.
Chicago, IL 60606

Mike Taylor
Broyhill Furniture Ind.
U.S. 321 No. th
Lenoir, NC 28633

Jeri A. Semer
Printing Industries of

Southern Florida
P.O. Box 170010
Hialeah, FL 33017

Norm Seavers
Miami-Dade Community College
11011 S.W. 104th Street
Miami, FL 33176

Tom Halloran
Miami-Dade Community College
11380 N.W. 27th Avenue
Miami, FL 33167

Sr. Kathy Hollywood
Barry University
11300 N.E. 2nd Avenue
Miami, FL 33161

Pascual Otazu
Jackson Memorial Hospital
1611 N.W.12th Street
Miami, FL 33136

John Zanyk
University of Miami
1507 Levante
Coral Gables, FL 33124

Frank Caldwell
State Board of Community Colleges
1324 Turlington Blvd.
Tallahassee, FL 32399



Russell B. Hamm
College of Lake County
19351 W. Washington
Grayslake, IL 60030

Jesus Tabares
Miami-Dade Community College
11011 S.W.I04th Street
Miami, FL 33176

Maureen O'Hara
Miami-Dade Community College
300 N.E. 2nd Ave.
Miami, FL 33132

Jan Gordillo
Miami-Dade Community College
950 N.W. 20th Street
Miami, FL 33127

Eugene McDonald
Miami-Dade Community College
300 N.E. 2nd Avenue
Miami, FL 33132

Joanna Passafiume
Miami-Dade Community College
11011 S.W. 104th Street
Miami, FL 33176
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NCOE WESTERN BUS NESS FORUM
MESA COMMUNITY COLLEGE
PHOENIX, ARIZONA

Angela Alvillar
Maricopa County Skill Center
4118 East Wood Street
Phoenix, AZ 85040

Hideko 3annai
University of Southern California
WPH 1004
Los Angeles, CA 90089

Gerry L. Bedore
Business Consulting Services
9441 W. Morrow Drive
Peoria, A2. 85345

Phyllis Bigpond
Phoenix Indian Center
333 W. Indian School Road
Phoenix, AZ 85013

Vincent Calufetti
U.S. West Communications
P.O. Box 2320
Phoenix, AZ 85002

Naila Erwin
Digital
1901 West 14th Street
Tempe, AZ 85281

Kirby Everingham
DES/Job Service
P.O. Box 6123
Site Code 730A
Phoenix, AZ 85007

Pamela Ferguson
Moon Valley High School
3625 W. Cactus Road
Phoenix, AZ &5J29

Gordon Hall
State Board of Community Colleges
3225 N. Central Avenue
Phoenix, AZ 85012

Leey S. Franklyn
Government Jobs Training Office
1391 N. Speer Blvd.
Denver, CO 80204

x22

Art Carter
Beus, Gilbert, Wake & Morril
3200 N. Central Avenue
Phoenix, AZ 85012

Ding-Jo Hsia Currie
Long Beach Chamber of Commerce
1305 E. Pacific Coast Highway
Long Beach, CA 90806

Harold N. Decker
MegaCorp
100 North Center
Mesa, AZ 85201

Marilyn Desser
Mesa Community College
1833 West Southern
Mesa, AZ 85202

Dan Dever
Arizona Department of Commerce
1700 W. Washington
Phoenix, AZ 85007

Ralph W. Elsner
43 Casa Blanca Estates
Paradise Valley, AZ 85253

Cathy Griffen
Smitty's
8302 E. McDowell Road
Scottsdale, AZ 85257

Carol Hale
Arizona Community Colleges
3910 E. Washington
Phoenix, AZ 85034

Karen Hardin
Mesa Community College
1800 West Southern
Mesa, AZ 85202

Bob Huddleston
Gateway Community College
108 North 40th Street
Phoenix, AZ 85034



Fred Gaudel
Gateway Community College
108 North 40th Street
Phoenix, AZ 85034

Bertha Landrum
Maricopa Community College
3910 E. Washington
Phoenix, AZ 85034

John Lewis
Maricopa Community College
3910 E. Washington
Phoenix, A7. 85034

George Lopez
SEFt/Jobs for Progress
2027 Mission Avenue
Oceanside, CA 92054

Jane Lucas
Maricopa County Human Resources
3335 W. Durango
Phoenix, AZ 85009

Danny Ma
Whataburger, Inc.
9630 N. 25th Avenue, Suite 209
Phoenix, AZ 85021

Katherine May
Maricopa Community College
3910 E. Washington
Phoenix, AZ 85034

Alisia Martin
Arizona State Compensation Fund
P.O. Box 33069
Phoenix, AZ 85067

Rebecca Phillips
Los Alamos National Laboratories
Box 1663 MS P-290
Los Alamos, NM 87545

Joe Richey
Industrial Education Council
21731 Ventura Boulevard
Woodland Hills, CA 91364

Kenneth Schultz
Mesa Community College
1800 West Southern
Mesa, AZ 85202
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Paul Kraszeski
Whataburger, Inc.
9630 North 25ta Avenue
Phoenix, AZ 85021

Michelle McCarthy
Sundstrand Aviation Ops.
18008-B N. Black Canyon Highway
Phoenix, AZ 85023

Mike McCormick
Governor's Office
1700 W. Washington
Phoenix, AZ 85023

Robert McEnroe
DIETZGEN Corp.
1160 N. Tendale Road
El Paso, TX 79907

Susan McRae
Maricopa County Skill Center
4118 E. Wood Street
Phoenix, AZ 85040

Karen Mills
Rio Salado Community College
640 N. First Avenue
Phoenix, AZ 85003

Paul M. Pair
Control Data Corp.
9830 S. 51st Street
Phoenix, AZ 85044

Ted Martinez, Jr.
Dallas Community Colleges
701 Elm Street
Dallas, TX 75202

Anna Solley
Estrella Mountain
Community College Center
530 E. Riley Drive
Avondale, AZ 85323

Barbara Thelar'der
Mesa Community College
1800 West Southern
Mesa, AZ 85202

Jim Van Dyke
Rio Salado Community College
301 W. Roosevelt
Phoenix, AZ 85003

103



Carol Schumacker
1227 W. Citation Drive
Chandler, AZ 85224

Dave Smith
Arizona Small Business

Development Center Network
108 North 40th Street
Phoenix, AZ 85034

Kevin Smith
City of Glendale
5850 W. Glendale Avenue
Glendale, AZ 85301

Nedra Weber
Smitty's
8302 E. McDowell Road
Scottsdale, AZ 85257
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Mary Vanis
fl'o Salado Community College
640 N. First Avenue
Phoenix, AZ 85003

Donald B. Smith
City Colleges of Chicago
226 W. Jackson Boulevard
Chicago, IL 60606

Charlene H. Warner
Western Electric Products
Phoenix Works
P.O. Box 13369
Phoenix, AZ 85002

James Wellington
Arizona Public Service
F.O. Box 53999
Station 1420
Phoenix, AZ 85036
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AMERICAN PRODUCTIVITY CENTER ROSTER

American Center tot Quality of Work Life
1411 K Street, N.W. , Suite 930
Washington, D.C. 20005
Kevin Sweeney, Director
(202) 338-2933

American Productivity center
123 N. Post Oak Lane
Houston, TX 77024
Dr. C. Jackson Grayson, Chairman
(713) 681-4020

Arkansas Productivity Center
3C9 Engineering Building
University of Arkansas
Fayetteville, AR 72701
Dr. John Imhoff, Director
(501) 575-3156

Bowling Green Productivity and Gainsharing Institute
369 Business Administration Building
Bowling Green State University
Bowling Green, OH 43403
Dr. Timothy L. Ross, Director
(419) 372-2807

Center for Applied Engineering/Small Business Development Center
206 Harris Hall
University of Missouri
Rolla, MO 65401
John Amos, Director
(3141 341-4569

Center for Effective Organizations
Bridge Hall-400
University of Southern California
Los AT geles, CA 90084
Dr. Edvard E. Lawler, III, Director
(213) 74'd-b765

Center for Government and Public Affairs
Auburn University
Montgomery, AL 36193
Dr. Raymond B. Wells, Director
(205) 261-2591

Center for Human Resource Research
Ohio State University
650 Ackerman Road, Suite A
Columbus, OH 43202
Dr. Olson, Director
(614) 263-1682
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HUMRRO
Alexandria, VA
David S. Bushnoll, Director
(703) 549-3611

The Center for Management and Administration
Council for State Governments
Iron Works Pike
P.O. Box 11910
Lexington, KY 40578
Doug Roederer, Director
(606) 252-2291
Library (606) 231-1830

Center for Manufacturing Productivity and Technology Transfer
Rensselaer Polytechnic Institute
Troy, NY 12181
Dr. Leo E. Hannifin, Director
(518) 276-6000

The Center for Manufacturing Technology
4170 Crossgate Drive
Cincinnati, OH 45236
NP ii P. Jeffries, Director
(513) 784-7272

Center for Private Enterprise
Baylor University
Waco, TX 76798
Dr. Calvin Kent, Director
(817) 755-3766

Center for Productivity, Innovation and Technology
Chattanooga State Technical Community College
4501 Ammicola Highway
Chattanooga, TN 37406
Jim Barrett, Director
(615) 697-4411

Center for Quality of Working Life
Pennsylvania State University
Capitol Campus
Middletown, PA 17057
Dr. Rupert F. Chisholm, Director
(717) 948-6053

Computer Integrated Design Manufacturing arid Automation Center
Potter Engineering Center
Purdue University
West Lafayette, IN 49707
James Solberg, Director
(31/) 494-5409
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Georgia Productivity Center
Georgia Tech Research Institute
Georgia Institute of Technology
Atlanta, GA 30332
Ned Ellington, Director
(404) 894-6101

Georgia State Univ. Productivity Center
University Plaza
Atlanta, GA 30303
Dr. Bikram Garcha, Director
(404) 651-4000

Growth Opportunity Alliance of Greater Lawrence (G.O.A.L.)
P.O. Box 1465
28 Stafford Street
Lawrence, MA 01842
Bob King, Director
(508) 685-3900

Indiana Labor and Management Council
2780 Waterfront Parkway Suite 140
Indianapolis, IN 46224
Robert J. Firenze
(317) 293-4101

Industrial Extension Productivity Center
North Carolina State University
P.O. Box 7903
Raleigh, NC 27695
Thomas Stephenson, P rector
(919) 737-2358

Institute for Productivity
592 DoHostos Avenue, Baidrich
Hato Ray, PR 00918
Milagros Guzman, President
(809) 764-5145

International Association of Quality Circles
7301-B West Eighth Street, Suite 301
Cincinnati, OH 45203
Dr. Cathy Kramer, Director
(513) 381-1959

John Gray Institute
Lamar University
855 Florida Avenue
Beaumont, TX 77705
Pal Effer, Director
(409) 880-2224
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Laboratory for Manufacturing and Productivity
Massachusetts Institute of Technology
Room 350136
Cambridge, MA 02139
David Hardt, Director
(617) 253-3503

Manufacturing Productivity Center
Illinois Institute of Technology
10 West 35th Street
Chicago, IL 60616
Dr. Keith McKee, Director
(312) 567-4800

Maryland Center for Productivity and Quality of Work Life
University of Maryland
College Park, MD 20742
Dr. Thomas C. Tuttle, Director
(301) 454-6688

U.S. Chamber of Commerce Productivity Center
1615 H Stree., N.W.
Washington, D.C. 20062
Gracie la Testa-Ortiz, Director
(202) 659-3163

U.S. Department of Commerce Productivity Center
U.S. Dept. of Commerce, Rm. 7413
14th Str. and Constitution Ave., N.W.
Washington, D.0 20230
Carol Ann Meares, Manager
(202) S77-0940

U.S. Navy Office of Productivity Management
Office of Naval Acquisition Support
ONASOER Room 236 Crystal Plaza 5
Washington, D.C. 20360
David H. Carstater, Director
(202) 692-3201

Utah Center for Productivity and Quality of Working Life
Utah State University UMC 35
Logan, UT 84322
Dr. Gary B. Hansen, Director
(801) 750-1000

Virginia Productivity Center
302 Whittemore Hall
Virginia Polytechnic Institute
Blacksburg, VA 24061
Dr. Scott Sink, Director
(703) 961-6656
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Wharton Center for Applied Research
University of Penrrsylvania
3508 Market Street
Philadelphia, PA 19104
Vincent P. Oarroll , Managing Director
(215) 898-6320

Work in America Institute
700 White Plains Road
Scarsdale, NY 10583
Jerome M. Rosow, President
(914) 472-9600

The Productivity Center
University of Miami
P.O. Box 248294
Coral Gables, FL 33124
Dr. David J. Sumanth, Director
(305) 284-2344

Productivity Center of the Southwest
1015 Gayley Avenue, Suite 1000
Los Angeles, CA 90024
Frederick G. Voltz, Jr., Director
(213) 208-3596

Project on Technology, Work and Character
1636 Connecticut Avenue, N.W.
Washington, D.C. 20009
Dr. Michael Maccoby, Director
(202) 462-3003

Puerto Rico Economic. Development Administration
G.P.O. Box 2350
San Juan, PR 00936

The Technology Management Center
One East Penn Square
Philadelphia, PA 19107
Jacques Koppel, Director
(215) 568-926

Texas Center for Productivity and Quality of Work Life
Texas Tech University
P.O. Box 4329
Lubbock, TX 79409
Barry A. Macy, Director
(806) 742-1537

Texas Statewide Hospital Productivity Center
Texas Hospital Association
P.O. Box 15587
Austin, TX 78761
Dr. Karl L. Shafer
(512) 453.7204
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National Center for Public,' Productivity
John Jay College of Criminal Justice
445 West 59th Street
New Yurk, NY 10019
Dr. Marc Holzer
(212) 230-8000

National Training Laboratory Institute for Applied Behavioral Science
P.O. Box 9155 Rosslyn Station
Arlington, VA 22209
Dr. W. Joseph Potts, Director
(703) 548-1500

Northeast Labor-Management Center
30 Alpine Street
Cambridge, MA 02138
Dr. Michael J. Brower, Director
(617) 492-8893

Oklahoma Productivity Center
Oklahoma State University
Stillwater, OK 74078
David Mandeville, Director
(405) 744-6055

Oregon Productivity Center
100 Merryfield Hall
Oregon State University
Corvallis, OR 97331
James L. Riggs, Director
(503) 754-3249

Pennsylvania Technical Assistance Program
501 Keller Building
Pennsylvania State University
University Park, PA 16802
Dr. H. LeRoy Marlow, Director
(814) 865-04: 7

Philadelphia Area Council for Excellence
1345 Chestnut Street
Philadelphia, PA 19107
Mary Ann Gould, Chairman
(215) 545-1234

Work in Northeast Ohio Council
156 N. Main Street
Hudson, OH 44236
Robert Meyer, Director
(216) 749-0150
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Steering Committee

Ted Martinez, Jr., Ph.D.
Co-Chairperson
District Director

Career and Continuing Education
Dallas County Community College District
Dallas, Texas

S indra Filion Foster
Associate Vice-Chancellor

for Strategic Planning
City Colleges of Chicago
Chicago, Illinois

Russell B. Hamm
Dean, Continuing Education

and Contract Services
College of Lake County
Grayslake, Illinois

Task Force Members

John T. Blong
Chancellor
Eastern Iowa Community College District
Davenport, Iowa

Charles Temple, Ph.D
President
State Technical Institute at Memphis
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Project Focus

Global Posit Ion Wanes

INTRODUCTION

Since World War II, the United States has witnessed the gradual erosion of its global
economic dominance. Theorists have preferred any number of contributing factors:

Weakening trade position
Low rates of savings and investment
Noncompetitive relative wages
Erratic exchange rates
More confident, capable competitors
Waning relative productivity

PRODUCTIVITY EXAMINED

Economists and authorities in related areas such as labor, economic development
and competitiveness agree that the decline in the growth of American productivity
is foremost among the factors listed above.

Thus, the productivity challenge was selected as the main focw, of the Productive
America project, a joint effort of the National Council for Occupational Education
(NCOE) and the American Association of Community and Junior Colleges (AACJC).

The Productive America emphasis on human resource investment parallels both
the role historically assigned to two-year colleges (preparing America's worker s)
and the NCOE's need to ensure that colleges continue to be positioned to meet their
important missions.

While domestic productivity has been increasing (a 129 percent hike in 1950-1983
output per hour), comparative productivity has fallen dramatically with respect to
competitors such as Japan (1,624 percent output jump during the same time period).
West Germany (508 percent) France (458 percent) and Canada (215 percent). (1)

Chart 1 illustrates trends in domestic productivity, charting gains and losses from
1948-87.

Chart 1

TRENDS IN U.S. PRODUCTIVITY
index of Output per Hour of all Persons Business Sector
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Source: Economic Report of the President, January 1989.
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Consumption Scars

2

Productivity in U.S. manufacturing has increased significantly since 1982 after a
period of slow growth in the 19505 and 1960s, and virtual stagnation in the 1970s.
Trends in manufacturing production are shown in Chart 1.

The rate of productivity increase in the U.S. had fallen below that of its competitors
in the 1950s, 1960s, and 1970s. The situation turned around in the early 1980s.
Since 1984 the U.S. has achieved higher average annual rates of increase in output
per hour in manufacturing than most of its trading partners, except for Japan and
the United Kingdom. The performance of tho U.S. for the period 1984-88 compared
with that of eleven other industrialized countries is shown in Table A.

Table A

OUTPUT PER HOUR IN MANUFACTURING
AVERAGE ANNUAL RATES OF CHANGE(1)

12 Countries, 1950-1988

Country 1950-88
(2)

1950-73
(2)

1973-79
(2)

1979-88
(2)

1984-88

United States 2.7 2.7 1.6 3.4 3.9

Canada 3.4 4.2 2.1 2.2 2.1

Japan 8.2 9.9 5.5 5.8 5.7

Belgium 6.3 6.9 6.0 5.4 3.2

Denmark 3.8 4.8 4.2 1.1 -.5

France 4.9 5.8 4.6 3.1 3.1

Germany 5.3 6.6 4.3 2.6 2.4

Italy 5.6 6.1 5.7 4.1 2.9

Netherlands 5.5 6.2 5.5 3.5 2.4

Norway 3.4 3.9 2.2 2.6 2.1

Sweden 4.2 5.1 2.6 3.0 2.6

United Kingdom 3.3 3.3 1.2 4.7 4.5

(1) Rates of change based on the compound rate method.
(2) For Belgium, data relate to 1960-87; for Norway, data relate to period ending in 1987.

Source:1J.S. Department of Labor, Bureau of Labor statistics.

While U. S. manufacturing production has surged ahead, production in the service
industries is significantly below that of manufacturing, even taking into account
problems in pressuring output in the services, as also shown in Chart 1. As a larger
and larger share of the nation's workers are employed in the service industry,
inc, eased production in the service sector is a paramount concern if the U.S. is going
to sustain its economic growth and improve the standard of living of the people.

hough U.S. productivity and production has increased, it has not kept up with
consumption. To finance an increasing standard of living, the U.S. has bec,)me a
debtor nation. Th tonal debt tripled from $909 billion to $2.9 trillion ding the
80s decade; consumption outstripped production by roughly $1 trillion. (2) Currently,
national deLt service is about equal to the over $150 million budget deficit (Chart
2).
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The disturbing pattern of negative trade balances, most pronounced in the
1982-1987 period, is illustrated in Chart 3. Although the 1988-1989 upswing is
encouraging in relative terms, it still represents a gross imbalance in export activity
and a $100 + billion annual deficit.
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Service Sector Slows Relative productivity growth declines in large part can be attributed to the shift in
the U.S. economic base from a manufacturing to a service-dominated system.
Because it plays a lead role in the U.S. economy, the effect of plummeting service
sector performance on the productivity front has been amplified.

In 1985, service worters produced thirty percent less than their manufacturing
sector counterparts: $28,700 per service worker versus $41,200 for manufacturing
workers. (3) During the 1981-1985 recovery years, service productivity -imained
flat at one percent while factory labor productivity rose at a 4.1 percent annual rate.
(4).

A Changing Workforce Any serious exploration of productivity must begin with an examination of the most
important component of productivity: labor. In its landmark study Workforce 2000
(5), the Hudson Institute cited two overriding factors contributing to the productivity
dilemma:

The U.S. labor pool is growing more slowly than at ''ny time since the 1930s.
The composition of the labor pcnI is changing, becoming older, more female,
more minority and more "foreign-born." New workers will be drawn from
populations which traditionally have been underskilled, underprepared and less
educated.

Two-Part Effort

PRODUCTIVE AMERiCA PROJECT

The Productive America project was undertaken by the National Council for
Occupational Education (NCOE) in recognition of the tremendous importance of
productivity improvements to our national stature and of the special role that
two-year colleges play in the effort to enhance workforce productivity.

NCOE formed its Human Resource Development/Productivity Task Force in 1987
with the express charge of exploring human resource issues related to productivity
and competitiveness, and the role of two-year colleges in human resource
deveimment. 'The NCOE Task Force conceptualized Productive America:
Two-Year Colleges Unite to Improve Productivity in the Nation's Workforce,
which resulted in two reports:

Report I Report 1, titled "Issues and Strategies," examines the special populations
comprising the workforce of tomorrow and proposes alternative structural and
program models for two-year colleges to meet special population needs;

Report 2 Report 2, titled "Federal Workforce Program Policy Issues," reviews current federal
legislation and its it, Tact on two-year colleges, and goes on to present
recommendations for amending current programs or laws to facilitate increased use
of the two-year college delivery system.

Productive Amerida has been funded by a grant from the U.S. Department of Labor
as part of its growing portfolio of original research into the issue of labor productivity.

Business Speaks Out Business involvement has been an important aspect of this project. More than 150
private sector repress itatives attended Regional Forums held in Boston. Chicago,
Miami and Phoenix, providing insights into their curreir and future training needs,
and suggestions for enhancing the relationship betwe'm business and two-year
colleges.

Ref:ominendations Specific recommendations arising from these Regional Forums suggest that
two-year colleges should:

Formulate business partnership:
Topple the Ivory tower" perception



Reach out to special populations
Target occupational clusters and define potential career paths
Adopt a holistic counseling approach
Bolster student placement efforts
Become agents for change
Think like business people
Overhaul compensation and incentive plans
Resolve internal turf battles
Augment instructional staff

Update and sensitize faculty
Cut the red tape
Step into a brokering role
Export successful models
Package and market offerings
Devise national competency standards

Prepare both occupational and transfer graduates especially in the general
education area

TWO-YEAR COU.EGE MISSION

Workforce Preparation Since their founding, two-year cc.i:eges have seen their mission evolve, reflecting
the needs of the nation and its workforce. Today, two-year colleges have an equal
commitment to liberal arts/transfer education, to occupational and continuing
education, and to the training and retraining of adults who seek to acquire or upgrade
employable skills.

Suitability of Two-Year
Colleges

With more than 1,200 delivery sites and an open admissions policy, two-year
colleges and technic& institutes are the most accessible educati 'nal system for the
emerging workforce of the 21st century. Two-year colleges are pai.tularly. able to
effectively prepare special populations to become productive membE rs of the future
workforce,

By the year 2000, fully 87 percent of net new entrants to the workforce will be
non-traditional workers, defined as Asians, Blacks, Hispanics, returning women, and
immigrants, who bring with them an entire panoply of special needs. (6)

College Challenge Thus, two-year colleges face the dual challenge of human resource productivity:
1. Upgrade the quality of the current workforce through retraining, and
2. Recruit, educate, train and place new and non-traditional workers.

In retrospect. it appears as though the evolution of tvv year colleges, with its
emphasis on individualized student attention and commitment to the local
community, was carefully drawn to shape institutions capable of fulfilling this dual
challenge in addition to its broader mission.

Attributes

INSTITUTIONAL ROLE

Two-year colleges and technical institutes tend to d4iay all of t' to desired attributes
which characterize an institution capable of serving the needs of non-traditional
students from diverse population groups. These attributes are:

Local almost all students can commute horn home or work;
Accessible -- open admission policies coupled with evening and weekend
hours have removed bureaucratic barriers for many students;
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Proven Track Record

Affordable two-year colleges are the low-cost post-secondary educational
alternative;
Diverse special services ranging from vrsonalized assessment and
counseling to English as a Second Language and readers for the blind provide
a supportive student environment;
Flexible from ins ructional staff to delivery sites and technologies, two-year
colleges are exploring innovative mechanisms and techniques;
Market-driven analyzing local business trends enables two-year institutions
to anticipate business needs, modify program offerings and develop new
curriculum;

Responsiveto special populations and to commerce and industry. The prime
directive, whether the subject i6 curriculum design, student assistance or
economic development, is "get the job done."

In addition to evidencing the attributes necessary for success, two-year colleges
have begun to establish a track record of effectively serving the business
community, such as:

1. Training for employment serving the 20 million American adults of
working age without a high school diploma (7);

2, Workforce retraining 80 percent of the people who will be working in the
year 2000 are already employed (8), but will require retraining to stay
employed;

3. Education for career advar,cement individuals who have identified an
industry to enter or who wish to advance further in their career opt for
occupational education;

4. Business development fulfilling their obligation to the employer
community, two-year colleges provide job training, technology transfer,
industrial restructuring, and general management services to local
businesses.

The Policy Perspective Report 2 of the Productive America project reviews current federal policies and
programs affecting workforce training, vocational education, worksite literacy and
basic skills against the backdrop of human resource productivity.

Program Review

A Better Way

A

Program summaries describe the beneficiary populations, administrative
considerations, impact on the workforce, and the role of two-year colleges in
program delivery.

Major programs selected for summarization include: Job Training Partnership Act,
Carl D. Perkins Vocational Education Act, Job Opportunities and Basic Skills
Program of the Family Support Act of 1988, Hawkins-Stafford Elementar; and
Seconda.y Education Act, as well as Titles IV and VIII of the Higher Education Act.

Report 2 concludes with recommendations for program amendments and
suggestions for process and procedural changes which would optimize utilization
of two-year colleges by means of leveraging available dollars, information and
systems across programs, institutions and organizations, capitalizing on economies
of scale in workforce recruitment, educatiorVtraining and placement.
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Special Segments

FEDERAL. WORKFORCE TRAINING PROGRAMS

THE NEED

The magnitude of our nation's unmet training need is enormous. Table B examines
ten important special population segments (employed, underemployed,
unemployed and dislocated workers, labor force re-antrants and new entrants,
underprepared workers, returning women, the disabled and immigrants) and
estimates that between 15 and 40 million people from these groups would benefit
from additional training. (9)

Federal workforce training programs were designed by Congress to help these
individual' acquire additional training to fulfill their potential as participants in the
labor market.

Table B

MAGNITUDE OF THE NATION'S
UNMET EDUCATION AND TRAINING NEEDS

COMMUNITY COLLEGE MARKET POTENTIAL
FOR OCCUPATIONAL EDUCATION

1990

Total U.S. Labor Force
Estimate for January 1990: 125 million

Workforce Group

Percent
Approximate Ne qng Calculated
Group Size: Training: Magnitudes:

Millions Range Millions

Current Workforce:

Upgrading Skills of existing workers:

10% yearly of total 12 20-50 2-6

Underemployed: 10% of total 12 20-50 2-6

Unemployed 6 20-50 1-3

Dislocated workers 10 20-50 2-5

Re-entrants to workforce 6 20-50 1-3

New entrants to workforce annually 4 20-33 1-1

Underprepared workers: high school dropouts: 20 10-20 2-4

Women entering workforce 9 10-33 1-3

Disabled people of working age 12 20-50 2-6

Immigrants 6 28-50 _La_
Total 15-40

Notes: The total includes double counting of people in more than one workforce group. The purpose
of this framework for calculating the order of magnitude of the trening needs is simply to
indicate that the numberr are potentially large. The framework is intended to serve as a rough
starting point for developing more precise estimates.

Source: Carol Frances + Associates, Washington, D.C.
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PROGRAM FUNDING

Category Clarification Human resource spending, as defined by federal budget analysts, represents
approximately one -hail of the federal budget. Fully 95 percent of this figure,
however, encompasses outlays for entitlements of income security, Medicare and
veterans benefits. (10)

Only five percent of human resource spending, or 2.5 percent of the federal budget,
relates to education and training designed to improve human resource productivity.
(11)

Investment Priorities Only $100 million of the $473 billion 1980-1988 budget increase supported
education and training programs. (Chart 4) Closer analysis as shown in Chart 5
illustrates that gains in education funding were offset by a greater decrease in
training outlays.

Chart 4
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Historical Funding
Patterns

Chart 5

FEDERAL BUDGET ALLOCATIONS FOR LDUCATION AND TRAINING
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Chart 6 is particularly revealing and provides a historical perspective from which to
evaluate recent changes in the national agenda. Since 1981, the slope of the
defense spending curve becomes increasingly steep, reflecting the rapid
acceleration in defense category spending. During the corresponding period,
education and traininu expenditures have remained fairly constant, as reflected in
the flat slope of the education/training curve.

Chart 6
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Two-Year College
Potential

JTPA

While we are r~ 'wing that national prioriV,r, are inrppropriate, we can urge that
monies allocaier human resource development be utilized for maximum impact,
and Wat increased involvement by and reliance on two-year colleges would produce
a most positive and significant impact.

Next we review current federal programs and discuss how two-year colleges can
be factored into the delivery equation to maximize workforce productivity through
training and education.

MAJOR PROGRAM SUMMARIES

The following legislation and programs impacting human resource development and
the workforce will be reviewed:

1. Job Training Partnership Act (JTPA)
2. Carl D. Perkins Vocational Education Act
3. Job Opportunities and Basic Skills Program of the Family Support Act of

1988

4. Hawkins-Stafford Elementary and Secondary Education Act
5. Title VIII of the Higher Education Act
6. Title IV of the Higher Education Act
7. Internal Revenue Code Section 127
8. State Job Training Programs

Job Training Partnership Act (JTPA)

The Job Training Partnership Act (JTPA) was enacted as Public Law 97-300 in 1982.
It was designed to replace the Comprehensive Employment Training Act of 1973
(CETA) and support year-round programming for unemployed and disadvantaged
adults and youth in addition to summer youth programs.

Funding and JTPA allocates funding to the states using a formula which weights two-thirds on
Administration the basis of unemployment and one-third on the number of disadvantaged

individuals. States allocate their funds to service delivery areas, and training
programs are supervised and administered by the local Private Industry Council
(PIC).

In a March 1989 report by the JTPA Advisory Committee (12), it was asserted that
current JTPA performance standards favored programs which yielded quick
placements at a low cost per student over longer term programming which
emphasized basic skills acquisition in an academic environment.

Workforce Impact

Wages Decrease Since
1970s

10

Authorities estimate that funding is available to on! j 1 in 20 of those individuals who
meet JTPA eligibility requirements. (13) Given limited funding, programs tend to
benefit those easiest to serve, the least disadvantaged components of the target
populations. (14) As many as 88 percent of the high school dropouts served by JTPA
received no remedial education under the proc, am. (15)

JTPA completers earn average wages in the $4.50 to $5.00 per hour range. (16)
Even if they successfully secure full-time employment, these individuals may not
escape poverty. Taking into account the impact -)f inflation, wages paid today under
JTPA are lower than wages paid the same population under the 1970s precursor
program, CETA. (17)
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Researchers Sar A. Levitan and Frank Gallo determined through analyses
conducted for the W.E. Upjohn Institute for Employment Research, that after
inflationary adjustments and translation into constant dollars, current funding
through JTPA constitutes a meaner 25 percent of the funds available through its
predecessor program, CETA. (1a)

Few Funds To Two-Year Primary research consisting of interviews with two-year college training program
Colleges administrators and community employers suaacsts that a comparatively small

portion of JTPA funds support programs delivered through the two-year college
system.

Reasons cited forthis perceived funding imbalance included: the lack of participation
by two-year colleges on the local PIC board, resulting in a disproportionate influence
among competing agencies; and what was viewed as the "general practice" among
PICs of awarding grants to alternative providers.

Strategic Alliances In many areas, respondents mentioned that community-based organizations were
the preferred delivery mechanism, and in response, enterprising two-year
institutions have formed strategic alliances with community-based organizations to
act as their education and training partner.

Administration

Cutbacks

External Barriers

Two-Year College
Participation

Carl D. Perkins Educational Act

The Perkins Act was formulated to promote vocational education programs
delivered in a classroom setting, while ensuring that curricula supported the needs
of the workforce and promoted economic growth. Known as Public Law 98-524, the
Perkins Act was passed in 1984 and is administered by the Department of
Education.

A recently appended goal, and one which parallels the mission of two-year colleges,
is to provide equal access to these vocational education programs for students who
are disadvantaged, disables or members of a special population.

The federal government requires that states designate a specific agency to
administer Perkins Act funds. Most states assign administrative responsibility to the
agency which oversees secondary schools.

Funds are disbursed among service delivery areas in the form of Basic Grants which
carry a set-aside clause requiring participation by members of special populations
including disabled persons, disadvantaged persons, adults in need of training and
retraining, single parents, displaced homemakers, participants in programs
designed to eliminate gender bias and stereotyping in jobs, and criminal offenders.

Vocational education funding has been uneven in the wake of an almost $200 million
cutback in 1978 appropriations (see Chart 7). It took eleven years to rebuild
vocational education budgets to 1977 appropriation levels.

Other potential barriers to participation discovered by NAVE included: program
ineligibility, rejection of applications, inability to match, lack of confidence in quality
or the match, inability to identify eligible students, inability to identify excess costs,
and awards perceived as too small to justify the effort of applying for the program
funds (the average award per institution under some set-asides was $3,000). (19)

A detailed breakout of the postsecondary institution share of federal vocational
education basic grants (see Chart 8) reveals that fully half of all state funds in half
of the states flow through the postsecondary system. In terms of degree of utilization
within states, the range is from a low of less than 10 percent of all funds in one state,
to a high of 100 percent of all funds in two states.
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Chart 7
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In May 1989, National Assessment of Vocational Education (NAVE) mandate
contained in the Perkins Act was fulfilled upon publication of a comprehensive
assessment of vocational education.

Research evaluated a wide range of topics impacting vocational education including
the nature and quality of services delivered to special populations and the
implications of recent legislation for vocational education. (20)

Recognizing the importance of special population programs under the Perkins Act,
NAVE researchers set about uncovering the real and perceived barriers which
precluded eligible institutions from receiving set-asides. Findings differed, often
dramatically, by type of institution.

Half of respondent postsecondary institutions reported that they "didn't know about"
handicapped F. :t- asides; only 7 percent of school disk is pleaded ignorance.
Thirty-five percent of postsecondary institutions "didn't know about" sex equity fund
availability versus 20 percent of school districts. Twenty-nine percent of
postsecondary institutions "didn't know about" adult set-asides versus 20 percent
of secondary schools. (21)

Given heir unique ability to recruit and retain students from special population
segments, it comes as no surprise that two-year colleges accounted for 20 percent
of handicapped set-aside monies and 26 percent of disadvantaged set-asides
during the 1936-1987 period. (23)

Flexlbie Funds Concurrently, two-year colleges recei.-Ici 52 percent of program is iprovement
Application funds, spending about 80 percent of these more flexible dollars for equiprr :nt

necessat) to effect vocational and career education. (24)
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Level of Funding and
Involvement

Administration

Chart 8
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Working from the data bases assembled during the NAVE research effort, analysts
now estimate that almost 85 percent of two-year colleges received funding under
the Pe; kins Act. (25) At approximately $100,000, the average two-year college grant
was funded at a level about 20 percent higher than similar grants awarded to
technical institutions, four-year colleges and postsecondary area schools. (26)

Job Opportunities and Basic Skills Act (JOBS)

The JOBS program was autoorized under Public Law 100-485, the Family Support
Act of 1988, and is the successor to the Work Incentive Program (WIN). JOBS is
administered by the Department of Health and Human Services, and is designed to
help individuals on welfare acquire the basic skills which lead to employment and
economic self-sufficiency.

Funding Federal funds under the JOBS program are to be allocated to the states by formula
and within the states on the basis of a state plan.

Two-rear College
Involvement

Lawmakers who shaped JOBS understood the potential contribution of two-year
colleges, and incorporated postsecondary education into the program from
inception. However, bearing in mind that states administer funds, the languar of
inclusion bears further scrutiny. States are permitted to recognize postsecondary
education as an eligible activity, but are not required to do so.

Worksite Literacy (Hawkins-Stafford Act)

Initially authorized in Public Law 100-418 (Omnibut., Trade and Competitiveness
Act), Worksite Literacy is now subsumed under Public Law 10-276 as part of the
Hawkins-Stafford Elementary and Secondary Education Act.
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Funding and The Department of Education Bureau of Adult and Vocational Education administers
Administration the program which received $30 million in funding in 1988.

The Omnibus Trade and Competitiveness Act was a sweeping legislative effort
addressing issues ranging from taxes to international finance, from plant closing
procedures to pesticide monitoring, from workers' rights abroad to domestic
workforce education and training.

The concept driving the Worksite Literacy Program is that of encouraging
business/education partnerships through matching grants designed to promote the
development of demonstration programs.

Two-Year College
Contribution

Grants Given

Worksite literacy is one educational arena where the special attributes of two-year
colleges have been well-utilized. Program administrators wisely capitalized on the
strong ties between two-year colleges and the local business community; and on
the proven experience of two-year colleges in the design of literacy and basic skills
prograi wiming specific to worksite applications.

During fiscal year 1988, almost half of the 37 workplace literacy grants were awarded
to partnerships involving two-year colleges. (27) Although fiscal year 1989
allocations have not been made public, program managers indicate that the trend
toward strong participation among two-year colleges will continue.

Need Exceeds Funding Worksite literacy has been funded at the $30 million level for fiscal year 1990, but
adult literacy experts view this effort as falling far short of the demand for such
prnr,;01ams if workplace literacy is to become a reality. As shown in Table A, there
are an estimated 10 million underprepared workers who could benel:t from such
training,

The Commission on Workforce Quality and Labor Market Efficiency reports that
"literacy programs now serve only 1 to 2 percent of eligible adults." (28)

Funding

Dual Modality

Placement Enhanced

14

Cooperative Education Act (Title VIII)

Federal financial support for cooperative education was first included in the Higher
Education Act of 1968, as part of the student aid title. Cooperative education was
subsequently raised to title status in 1976 and recognized as an independent
program and given its own Title VIII.

Under current provisions, the grants awarded to institutions defray the cost of
installing a program, but the educational institutions must utilize theirown resources
to continue the program.

Cooperative education programs entail a dual modality students learn business
principles in a classroom setting and then apply those techniques on-the-job in
positions created supportive local employers. There are a number of tangential
benefits associated with this type of education, which make it unusually well-suited
for two-year college participation:

Students earn as they learn, and the income side c t cooperative education would
enable more members of special populations to complete their training with less
financial sacrifice.

Placement opportunities are greatly enhanced because students, by means of
on-the-job exposure, are higher up on the learning curve, possessing proven skills,
a work history and familiarity with the company, its personnel and procedures.
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Four-Year Schools
ravoiv.td

Two-Year College
Involvement

Tuition Rises Faster
Than Wages

Shift from Grants; to
Loans

Traditionally, cooperative education has been perceived as a program best-suited
for four-year colleges where eligible student take an average of five years to
complete their education while fulfilling the cooperative education employment
obligation.

To date, cooperative education has been funded by Congress, but Title VIII has
been the repeated target for repeal during the last few rounds of presidential budget
reduction proposals.

Statietics tell the tale regarding two-year college participation in cooperative
education efforts. Although two-year colleges comprise more than one-third of U.S.
institutions of higher learning, they account for only one-quarter of grants awarded
in recent years. (29)

FEDERAL STUDENT AID (TITLE IV)

Federal student aid programs were', enacted to breach the financial barrier which
might otherwise limit access to higher education, particularly among special
population groups.

College tuition hikes have outpaced increases in family student earning power,
making federal financial assistance an even more critical variable in the access
formula.

A student earning the minimum wage today would have to work almost twice as
many hours to pay for tuition as 20 years ago. (30)

Since 1980. 1981, the composition of federal student aid has altered considerably,
with a shift in funding from grant to loan programs.

This movement is depicted in Chart 9. Federal grant funding would have to double
to re-establish the level of real grant aid at 1980-1981 levels.

Chart 9

FEDERAL STUDENT AID:
C,HANGING COMPOSITION FROM GRANTS TO LOANS

Wm:
1970-71 to 1987-88

Loan Programs

1970-71 19L).01 1990.91 2000.01

Source: Based on data cmpirod by Gwendolyn L. Lewis. Trends in Student Financial Aid. 1980 to
1988. The Collect) &gull. September 1988, pp. 6-7.
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Further, of the $24 billion that Congress has allocated for federal education
programs in the 1989-90 fiscal year, more than $3 billion will be needed to operate
the bar 4,. ogram, and almost $2 billion of the $3 billion the amount needed to
pay off defaulted loans will be a dead loss. Colleges that serve large numbers of
students who are at risk financially or academically mainly the community
colleges have no hope of effectively curbing default rates as long as they have
no authority to determine who should receive a loan, as the Stafford Loan program
operates as an entitlement (31).

The Biaggi amendment, passed in 1986 broadened the eligibility requirements for
student aid programs to include less-than-half-time students. Expanded eligibility
now accommodates employed students seeking to upgrade their skills through time.

Workforce Impact Federal student aid programming supports the two key components of the two-year
college mission by supporting the costs training of new entrants to the workforce,
and most rece, my, by providing assistance to employed workers seeking to update
and expand skills.

In Chart 10, institutional participation in the Pell Grant component of federal student
aid is summarized. Two-year colleges appear to be simply maintaining share.

Chart 10

TRENDS IN DISTRIBUTION OF PELL GRANTS
BY TYPE OF INSTITUTION

Percent et the Total
50

40

30

10

00-1 83-4 84.5 85.6 86.7 07.0

Plblit Two-Year Public Pour Yea -41(c- Private Proprietary

Source: Based on data from College Board

Student Profile The underlying assumption of the original federal student aid legislation was that
Changing beneficiaries would be dependent students of traditional college age (18-24 years),

attending four-year institutions in pursuit of a baccalaureate degree.

Those non-traditional students enrolled in occupational programs to develop a
specific skill, who do not meet even the expanded eligibility requirements, receive
no assistance.
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Budget Cuts Threaten
Benefit

Internal Revenue Code Section 127

Section 127 of the Internal Revenue Code 0;* pie; employees to receive
reimbursement for undergraduate educational expenses from their employers
without having to report the value of those benefits as taxable income.

The tax code provision targets employed individua' who desire to pursue training
as a means of career enhancement.

This program has been under continued threat during the last few years. It has been
granted extensions, which are allowed to expire, and then get renewed retroactively.
The major point of contention surrounds the nature of program beneficiaries.

Opponents assert that these benefits do not flow to low ilcome, undereducated
workers, as originally intended. Proponents, backed by a recently completed study
published by the Coopers & Lybrand National Tax Policy Group (32) argue that it is
precisely this population which is being served.

Benefits Fairly The Coopers & Lybrand study found that this tax code provision distributes funds
Distributed "in a manner closely paralleling earnings among the labor force as a whole. Benefits

do not accrue disproportionately to higher paid employees." (33). More than 70
percent of the beneficiaries earned less than $30,000 per year and 16 percent
earned less than $20,000 per year. (34)

Reseanhers also projected the cost of expanding Section 127 provisions to include
graduate studies, and determined that the cost to the Treasury would be slightly
more than $100 million in fiscal year 1990. (35)

Two-Year College
involvement

Purpose

Requirements

Upgrade the Skills of
Workers

Because two-year colleges are not directly involved in the disbursement of funds or
verification of course completion, there is no record keeping mechanism to capture
the number of two-year college students taking advantage of Section 127.

State Job Training Programs

In addition to federal job training programs, virtually every state has enacted job
training legislation. The difference is one of objective. Most federal programs are
directed at the needs of special populations. Most state programs are part of a
comprehensive economic development strategy, designed to attract new
businesses.

Typically, state programs involve customized job training developed through
technical institutes, technology centers or community colleges, tailored to the needs
of companies relocating to or expanding within the state.

To qualify for state-sponsored training, companies are usually required to invest in
new or expanded facilities which will create more jobs for the surrounding
community. (36)

In addition to economic development initiatives benefitting entrants to the workforce,
the programs emphasize meeting the challenge of upgrading employed worker skills
to accommodate those new technologies needed to remain competitive.

States such as Ohio and Indiana disburse funds tij businesses directly, leaving the
choice of training provider up to the business. on the other hand, California may
contract with an employer, educational institutioo, or private training entity. Michigan
will direct funds to either businesses or individuals. Illinois provides money to
individuals.
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Novel Administration
Approach

Other Models

Two-Year Col:ege
Involvement

18

Massachusetts originated the loncept of by-passing existing agencies and setting
up a semi-public, independent organization for the express purpose of supervising
job training programs. The resultant entity is the Bay State Skills Corporation
(BSCC) that brings industry and educational institutions together, and funds
program development to train people for new or upgraded jobs. BSCC takes its
charge a step farther, recruiting dislocated workers, the economically
disadvantaged, and welfare recipients for training programs.

States adopting a modified version of the BSCC model include: Kentucky,
Minnesota, Washington and Florida. The Florida Sunshine State Skills Program is
run by the State Board of Community Colleges with the Economic Development
Advisory Committee functioning in an oversight role.

The degree of two-year college involvement in state job training programs is a
function of institutional aggressiveness and resources. Reviewing the wide variety
in job training program administration, funding and delivery methods, one can intuit
that the states are striving to find viable alternatives to traditional educational
systems.
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Purpose

Two-Year Colleges
Innovate

Two-Part Effort

PRODUCTIVE AMERICA PROJECT POLICY RECOMMENDA-
TIONS

The underlying purpose of the Pwductive America project was to explore human
resource development issues related to productivity and global competitiveness,
with an emphasis on sr)ecial populations, and to assess the potential contribution
of two-year colleges to the productivity improvement effort.

Research confirmed that the very characteristics which define two-year colleges
(local, accessible, affordable, diverse, flexible, market driven and responsive)
position these institutions as the optimal service provider for programs reaching out
to members of special populations.

Two-year colleges, with progressive leadership, were innov !tors in the development
of programming, curricula, recruitment and support systems designed to benefit
special populations. Two-year colleges were in the front ranks of educators who
recognized that institutions of higher learning also had an economic development
mission.

Many two-year colleges have begun to construct r palitions with other service
providers to leverage funds and maximize program impact, and several have sought
to participate fully in federal education and training programs targeted at special
population membegs.

Report 1 of the Productive America project presented specific recommendations
to two-year college administrators for strengthening their workforce education and
training programs. In this, the second and final report, specific recommendations
are focused on issues of state and national policy.

General Findings Several general conclusions, or findings, have resulted from the Productive
America project; along with several specific recommendations.

Paramount is the observation that the United States must build a workforce broadly
competitive in a global eccnomy, if the nation is to solve the demographic and
economic challenges it tAces. In short, the nation must build a world-class
workforce. These are additional observations.

A more coherent and cohesive national strategy is needed to expedite the
development of such a workforce this strategy will require a collaborative
effort among Congress, the Administration, Commerce and Industry, and
education at all levels.

The U. S. Department of Labor, because of its traditional mission, is the logical
choice among federal agencies to lead the coordination and implementation of
such a strategy.

The U. S. Department of Labor' should give immeuiate leadership to a fuller
orchestration of existing federal workforce training programs through
partnerships embracing public and private educational systems, commerce,
industry, labor, small business, etc.

The national network of two-year colleges Hod technical institutes can become
pivotal to the delivery of training and retraining this network should be used
to a still greater advantage locally, region illy and nationally.

POIcy The policy recommendations which follow have been aggregated into three
Recommendations categories:

1. Recommendations for Two-Year Colleges
2. Recommendations for the National Organizations Representing Two-Year

Colleges
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3. Recommendations to the U.S. Department of Labor

It is the belief of the NCOE Human Resource Development/Productivity Task Force
that these renommendations torm an excellent core policy which would heighten
workforce productivity, equip special populations with the basic and technical skills
to achieve financial independence, and effectively leverage available funds through
improved coordination among departments, agencies and programs.

CATEGORY ONE: RECOMMENDATIONS FOR TWO-YEAR COLLEGES

1. Review tf 'allege mission statement and ensure that the responsib"itv for
local we..,ierce development is included with specific attention to the
following;
a. Workplace literacy should become one of the primary responsibilities

of each college.
b. Education and training systems that facilitate both the creation of

well-trained new workers and upgrades the skills of current workers
should be created.

c. Training curriculum and delivery systems should meet directly, skill
needs of local employers.

d. New-worker recruitment and training systems s:: 'Aid be designed to
quickly move individuals into jobs.

2. Develop records, transcripts, and documentation systems better explaining
the technical skills mastered by students.

3. Establish, with other knowledgeable organizations, train-the-trainer centers
to assist small- and medium-sized businesses to conduct training at
reasonable cost by using their own employees.

CATEGORY IWO: RECOMMENDATIONS FOR THE NATIONAL
ORGANIZATIONS REPRESENTING TWO-YEAR COLLEGES

1. The U.S. Department of Labor, the American Association of Community
and Junior Colleges, through/with the National Council for Occupational
Education, should ronduct a natio al "awareness" campaign t,, identify the
workplace problems and challenges that two-year colleges should be able
to meet. This campaign would be oriented toward college administrators,
college board members (or those individuals who determine the direction
of each college), federal and state agency personnel charged to confront
workplace problems, and the private manufacturing and service sector.

2. Initiate national publicity campaigns to promote models that have
demonstrated success in recruiting, training/educating and placing
individuals in jobs with special emphasis on special populations.

3. Establish (possibly with the U.S. Department of Labor) a more uniform
system of documentation or certification of accomplished workplace skills.

4. Two-year collegeo. with the U.S. Department of Labor, state government,
professional associations and business should develop specific standards
for jobs along with competency tests to measure student progress.

5. Two-year colleges should, with appropriate partners (e.g. national labor
organizations) launch a national campaign to legitimize and enhance the
image of technical and vocational work and careers.

6. Two-year colleges should, nationally, regionally and locally, conduct
research to determine the capability(s) of the colleges to meet the workforce
problems.

7. Two-year colleges should actively market their worktorce training
apabilities.
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CATEGORY THREE: RECOMMENDATIONS TO
THE U.S. DEPARTMENT OF LABOR

1. Programs and initiatives from the Departments of Labor, Education and
Commerce should be integrated and coordinated in the shared pursuit of a
world-class workforce. An effort should be made to leverage and coordinate
all resources whereby an adequate financial base is created to meet key
training needs.

2. The Department of Labor should create incentive programs to serve special
populations most in need, so that training can be as academic/practical, job
site or classroom-based as needed to truly be of service.

The Department of Labor should continue to seek agents and initiatives for
change in order to stimulate coordination across the various agencies
responsible for human resource renewal and to include business and
education as Li's° responsible for making change happen. For example:
a. The Secretary's Innovation Fund
b. The "LIFT' America Awards
c. The Commission on Achieving Necessary Skills

4. The Department of Labor should crease a Two-Year College Office within
its Employment and Training Administration in order to strengthen the even
application of the Department's programs and initiatives across the nation's
two-year colleges and to serve as an ombudsman for seeking increased
involvement of the colleges in all appropriate department initiatives. For
example:
a. Assure two-year college representaticn on all special national

commissions or task forces created to deal with workforce problems.
Such as:
(1) future productivity commissions
(2) the Workforce Quality Clearinghouse
(3) the Commission on Achieving Necessary Skills
(4) all national and regional conferences
(5) the National Advisory Board on Worliplfce Training

b. Work with AACJC and NCOE to discover successful models for
workforce training and workplace literacy training and give them
national visibility.

c. Fund "awarene-s" and research initiatives to determine the capability
of two-year milt, jes to solve workforce preparation problems.

d. Fund the establishrnent of communication systems for the transmission
of critical commercial/industrial and labor forc3 information via
community colleges in concert with the Employment Service.

e. Determine that two-year colleges should become regional advocates
and provide leadership for vocational education.

5. The Department of Labor is urged to use its resources to create and
guarantee interlocking, non-duplicative structures between human
resource education systems (such as two-year colleges) and training
support systems (such as PICs and Human Investment Councils). More
pointedly, DOL is urged to seek ways of encouraging increased utilization
of two-year colleges by the JTPA system and the JOBS program. For
example:
a. Encourage two-year college representation on all Private Industry

b. _stablish and maintain a computerized national job search and
placersient/development network and worker relocation system linking
applicants with job opportunities in concert with the Employment
Service.

6. The Department of Labor should encourage the location of Job Service
Offices on two-year college campuses (where reasonable) as a method of
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symbolically connecting the fortunes of employment with education and
training.

7. The Department of Labor s urged to actively:
a. Pursue the i;reation of tax incentives to encourage employers to support

workforce '3ducation and training policies and activities.
b. Ensure increased availability of student financial aid and loans for

disadvantaged and lower dddle-class students (viith the approaching
labor/skills rhortage the time has now arrived for rethinking student aid
policy so that it might impact the labor needs of the country).

c. Continue to support ;native applications of cooperative education,
apprenticeship, two plus-two program models, and other tactics for
attracting students into the vocational/technical occupations.

d. Continue to promote, encourage, and visibly support the massive public
and private education/training efforts on behalf of currently employed
workers. More pointed1;, DOL can publicly recognize private sector use
of two-year colleges thereby encouraging use of the colleges.

e. Ensure that funding for workforce development supports the
combination of education and traininc, necessary for an individual to
develop full attainment of job skips and job placement.

f. Encourage the utilization of two-year college as the primary provider of
vocational education for adults.
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