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technologies, financing, and administra®ive st_ucture. Programs
described are the following: Enhanced Training Opportunity Program of
AT&T and the International Brotherhood of Electrical Workers (IBEW);
National Skill Development and Training Center (Chrysler—United Auto
Workers); Czreer Development Program of Bell Atlantic, Communications
Workers of America (CWA), and IBEW; Institute for Career Development
(United Steelworkers of America and various steel companies);
Pathways to the Future (U S West and CWA); Employment Security
Partnership (BellSouth and CWA); the Brenlin Group; Alliance for
Employee Growth and Development (AT&T, CWA, and IBEW) ; and Training
and Retraining Program (Packard Electric and the International Union
of Electronic, Electric, Technical, Salaried and Machine and
Furniture Workers). Each program description includes a summary of
the program's mission, scope of activities, access and marketing,
environment, administration, and financing. (KC)

Je v e ve v g e Yo e ve e o Fo Ve o Fovte de o o e Jo o e e e ook Fo ok Fo s st e e e ok e e dede e st e e e e e de e b e de e e e ok e de e e

Reproductions supplied by EDRS are the best that can be made *

from the original document. *
e e o e Je e v T Fe ok Fe e v de Fo o 92 Yo Yo e 3 Yo e e ve ok o3k e o de o e e e e de e ok e o e de e e de ok e de e st o e e dedle ek e e e e dede e e

%




0353420

BEST COPY AVAILPBIE

Co-Sponsored by the Camegic Mellon University
Work-Based Learning, U.S. Department of Labor -

July 1990 & 1991
Pittsburgh, PA
U'S DEPARTMENT OF EDUCATION -

Qfta @ of £ D1 At onal Resear. b ana Impayerent PERMIGGIIN T8 REPRODUGE THIS
£DUCATIONAL RE SQURCES INFORMATION MATERIAL ~AS BEEI GRANTED BY
CENTER ERIC

Ins. cocurec: Pas beer -eprdaed as ] . .. -

race vad fror tne Setsen oroorgamizator B - r

orgpnalng . . P - N

Lo . F I, / . .

£ Mingr DANRes “ase beed Taae . mpiee o Lol S
fap AL TOr Quatty : . 4 S .

P

8 M AMS S aew 00 P ur STatea tthes a0 g . .
ment de A0t ne. essary efresent ot A S . PO THE BLULA D UNAL BESTUIRGES
FaTal - N VRTS INTNS ol ool o .- . 3

INFORMATION CENITEH FHIC




PAFullToxt Provided by ERIC

THE NEW TOOLS OF THE TRADE

The balance of this century clearly promises an extension of the
forces of change which accelerated rapidly over the last decade.
The decline of communism. the development of potentially
powerful economic alliances in Europe and the North-Central
American continent. and a continually growing presence of
southeast Asia in world markets will be among the major forces
defining the new global order. It seems inevitable that
cconomic performance will dominate military prowess in
determining which nations” future standards of living will
decline or prosper. For America. the direction and extent

of change will continue to be challenged by growing external
cconomic pressures and the capacity to overcome

mstitutional lethargy .

In traditional theory. command of money. machinery. materals.

management and manpower defined cconomic success. In the
modern global economy in which we compete. however. itis
clear that tinance. technology and natural resources are
virtuatly commodities which can be acquired by anyone and
used anywhere. They now represent merely the ante for sitting
at the table: the advantage in playing the hand in today’s highly
competitive environment accrues to those institutions with the
most effective organizational systems and human resources.
Effectiveness. in turn. is measured by the capacity to adapt
quickly to rapidly changing consumer preferences while
maintaining premier quality and superior service at
competitive prices.

The contemporary precepts of comparative advantage now
emphasize responsiveness. flexibility and skills trom people
and their organizations. This is critically important tor
American tfirms and workers. who already t7 -e significant
disadvantages.
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American firms and workers must compete with low-wage
producers in rapidhy growing newly industrialized nations.
While wages and the standard of living in those countries will
increase over ume. the gap may also close through declining
Jandards in the U.S. The choice presents a serious dilemma:
tower standards or continuing eroston of marhets and jobs.

American tirms and workers have traditionally borne the
princ:pal responsibility for providing for therr health care
needs. 1 fact. they have also subsidized to some extent the
needs of others, Inereased costs and the magnitwde of our
uncovered population have taken on national att=ntion. but little
regard has been given to the impact of health care costs in the
arena of international competition. The report of u national
commission on health care. tor instance. found that the cost of
providing health care insurance for a U.S. autoworker
emploved in a typreal “Big Three™ plant exceeded $4.000 per
vear, while the cost for a similar plantin Japan was less than
$1.000 per employvee. These competitive disadvantages are not
strictly international in scope: the study also found that

differentials 1n benefit costs provide a S300 advantage per car

to U.S. based  facilities ot Japanese companies over a similar
domestic corporation’s production factlity.

The magnitude of the social problems presented by our private
health care sy stem warrants attention and change. However. the
principal focus to date has been on mandating employment-
based insurance. which can only exacerbate already severe
compeiitive disadvantages. We can no longer afford to detude
ourselves that “sending the bill to business™ does not mean
lower wages and living standards. A more rational system ot
financing health insurance must be combined with more
efticient delivery. higher quality . universal accessibility and
cost containment.




Our nation’~ educational system has come under serious
criticism for failing to produce qualified young people who

are prepared to make a successtul transition to the work
environment. Comparisons of test scores in foundation ~kills
<uch as reading and arithmetic consistently show inferior
performance of American students to their toreign counterparts.

When combined with increasing global cconomic pressures.
these and other significant tactors challenge the future of
American workers and their firms. The obstacles are not
msurmountable. but they do require substantial rethinking.
adjustment and. where necessary. overhaul. The principal
alternatives were tramed by a national commission in its now
two vear old report - America’s Choree: high skills or fow

wages!

The commission reported that we are undergoing a third
industrial revolution characterized by technology.
communication and education. The report also stared that the
Kev to success will be high performance work organizations.
which are distinguished by front-line workers taking on greater
responsibility and using their own judgment in making
operationai decisions. The commission found that high
performance vrganizations are more prevalent i other nations
and that. despite their advantages. the vast majority ot domestic
firms have no plans to embrace them and consequently do not
invest m traming of front-line workers for these new systems.

In a global economy characterized by rapidly aceelerating
technological change. the emergence of new sources of
competition and the power of consumer options. institutional
fethargy in developing world class production and service
organizations will dictate America’s choice through econonic
evolution.
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ft seems porhaps obvious that lngh pertormance organizations
would benetit firms and workers through increased economic
potential. job securtty and the satistaction of personal
development. However. moving towards such systems is

not easy. In overcomime the natural inertia of people and
mstitutions. the move towards highly mvolved systems requires
A4 Sgnicant commitment of resources from the irm in terms
of funding and from the individual in terms of time and

cifort. The tocus of those commitments must begin with

work-hased educaton.

A numbet - . companies and their unsons have taken the lead in
reanizing programs which look toward the challenges certain
to confront soctety. These programs are developmg the
paradigms 1or redefining an evolving element of our education
svatem. as well as i reshaping attitudes towards lifelong
carning Jand career traming.

In Juby o1 1991 the Center tor Labor Stedies at Carnegie
“ellon University and the U.S. Department of Labor sponsored
« second annuai meetig of directors representing work-based
cducation programs i the automotive. telecommunications.
metals and food industries. That meeung and the one held a
vear earlier have helped to establish a forum tor sharing
information about their respective programs. approaches and
concerns. The report which follows outlines the objectives and
strategies which they have implemented.

These programs offer a variety of approaches in areas such

as program content. target populations, methods for attracting
participation. learning-related technologies. financing and
admunistratn e structure. There 1s no intent here to evaluate the
approprateness of varying approaches: we assume that they
must be tulored 10 the needs. capactties and histories of the
individual parties.
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Our primary iterests in providing an overview ot these
programs are twotold. First. they offer valuable lessons and
experiences o others considering devclopment of w ork-based
educational activities. These programs have to a large extent
mvented the wheels which drive our existing understanding ot
work-hased education

Second. they otfer potential modeis which deserve tar greater
attention from a natonal policy perspective tor their poassible
application across a broader spectrum of the work environment.

Regardless how successtul we are as a nation 1a upgrading our

traditionat school-based education system. we must accept that
our coimplex modern enyrronment demands continuous
learning. Work-based programs ofter the hest potential tor
addressing that demand. Howeser, privately sponsored
programs of individual companies and. where jointly directed.
their untons. currenthy cover tar less than one percent ot all
emplovers. Extending the potential of these programs o 4
hroader spectrum wiil require public action.

Our capaetty Lo etfectively use the new tois ot the trade -
know fedge. adaptability and tlexible skills - will define our
success or failure in an enyironment which will only become
more competitive. If we as 4 nation are sineere in our
commitment 1o education as the foundation upon which we
will build the hopes tor our future standard ot living and that
of our children. then we must make a commuument Lo
continuous cducation.

Kevin O'Netll

Assoctate Director

ERIC
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ETOP

LSRG b enzaecd 1o VIPRunIne s B niem iny

“A Joint Emplovee Traiming Progeam ot AT&T and {BEW™

4 world class team prepanng tor tomorcow”

ENHANCED TRAINING OPPORTUNITY PROGRAM
AT&T — IBEW

The Enhanced Training Opportunity Program (ETOP) was
initiated in 1986 through the joint sponsorship of AT&T
Corporation and the International Brotherhood of
Electnical Workers:

To make learning expericnces available o AT&T
employvees represented by the IBEW EM-3 Council
which help to enhance their occupational skills.
provide opportunities for personal and career
development. improve communications skills.
increase knowledge of state-of-the-art technology
relevant to the present and tuture needs of the
business and increase employee prospects for
alternative employment within AT&T or in their
community. in the event they are affected by AT&T
torce reductions.

SCOPE OF ACTIVITIES

ETOP makes a clear distinction between its education-based
program and other forms of corporate or job-specific training
undertaken by AT&T. although ETOP and AT&T may choose
tvpes of programs that overlap. Examples of curricula

offered include:




Health Care
Management
American Production & fnventory Control Society
Personal Devciopment
\ecounting
i-lectronics
Basie Retresner Courses
Clerteat
Technical

CComputer Foanane
Statisticat Process Controi

In aaditon, ETOPR has deseloped crght m house computer
_onters desoted o mereasig computer awareness and
sroficiency tor manuracturing employees. These centers were
nrtated m 1987 by the Local Commitiees: mstrucuon is
conducied by a protessional rammg organizaton,

ETOPR Bas aiso established one-site Learnme Centers at two
nanutactarimg iocanens. Fhe Learnme Centers are equipped

AT St -cr-the-art computer. audio and visual educational

“astems, [eractin e compuier icarnimg programs in i variety

ol disciplmes are available. Full nme cducaton counselors,
through partnerships with local universities. are available o

suide the educution process.

ACCESS AND MARKETING

A recubar, rull-tume manutacturme emplovees of AT&T wio
are represented by the IBEW are eligible 10 partcipate m ETOP
activities.  ATETIBEW non-manutacturing employees are
chigible tor educaton-retated activinies sponsored separately
mder The Alliance program covered eisewhere m this
Jocument.

PAFullToxt Provided by ERIC
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To participate in the program. the employee intorms the local
commiuttee. If a particular course chosen by an employee does
not fall under the Tuition Assistance Program. the committee
must tile a request. signed by the company business agent and
the focal union president. tor approval by the Co-Executive
Directors. The local committee can aiso apply 1or an entire
class through the same procedures. In this case. the commitiee
may contract out to a local educational institutien tor
instruction to tahe place on-site.

Some ot the tollowing promotional methods have been utilized:

video tapes explaining the programs.

Jesignated areas i factories otfer visual displays of
programs and participants. as well as program
schedules.

closed-circuit. in-plant television with listings of
schedules and where to sign up.

articles 1 local union and company newsletters,

Not ail the courses oftered are work-reled. Parncularly at the

outset. classes were offered that might arouse yeneral interest 1n
order to get people into the program.

As with the other programs. ETOP reports that participation s
infectious. and that word of mouth resulting from posiive
experiences can have exponential eftects on ereased
participation. In 1990. the ETOP program had enrolied over

1 1.000 participants in classes. which is equal to approximately
50%% ot cligible participants.
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ENVIRONMENT

Most instruction takes place on employvees’ own time. may be
held on or off-site. and occurs in both traditional and non-
traditional settings.

While there is not currently a literacy assessment program

in place. ETOP is developing a needs assessment that consists
of a battery of four tests focussing upon spelling. reading. math.
and cognitive thinking skills. This helps to validate a muluple
entrance. multiple exit style of program based on the individual
participant’s needs and abilities.

ADMINISTRATION

A Board of Directors. comprised of equal numbers of
representatives from IBEW and AT&T. establishes guidelines
and procedures for the general operation of the program.

Initially. the ETOP program utilized an oversight committee
comprised of equal representation by union and management
to approve all vouchers and programs. However. the need for
full time administration has led to the appointment of two
Co-Executive Directors. one from the union and one from
management. who conduct daily operations. manage the
program. and distribute funds to meet program objectives as
set forth by the Board of Directors. The Co-Executive
Directors advise the Board of Directors concerning policies on
training, career. personal and job skills development programs.
as well as offering advice and professional assistance o the
Local Joint Training and Administrative Committees.




Local Joint Training and Administrative Committees.
consisting o; equal management and union representation. are
responsible for assessing the training reeds at the locations:
applying for necessary tunding: and overseeing the
effectiveness of the training programs. The Comm’ tees also
survey local employment requirements. evaluate job skill
requirement qualifications for available jobs. and try to match
educational opportunities with job market rieeds. The Local
Committees are also responsible for vendor selection and
marketing of the program.

Buard of Directors:

J.J. Barry. Internationat President. IBEW

J. 1. Breslin, Vice President. fabor Relations, AT&T

D. J. Carroll. Jr.. President ot Switching Systems
Business Unit. AT&T

E. A. Keller. System Council EM-3 President. IBEW

J.F.

Martin. Quality Development and
Information Syvstems Vice President. AT&T
M. D. Quinlan. International Representative. IBEW
L. C. Scifert. Vice President. Global Manufacturing
and Engineering. AT&T Network Systems
R. Stander. Director of Manufacturing, IBEW
{One Management Board position currently opent

Co-Executive Directors:

Nicholas Falcone and William Dussling

Q
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FINANCING

The ETOP program was tointl concenved and designed by
AT&T and the IBEW. and was meluded m the 1986 Collective
Bargaming Agreement as part of an Empioy ment Security
Package. The Agreement sets torth a tised monthly
contributton per regular rall-tme, IBEW ENM-3 represented

cmpiosee,

ETOP i~ iomthy aperated and administered. The Co-Executive
Directors mamtin a ~eparate checkig account tor the

ETOP into which AT&T makes monthiy payments. The
Co-Executive Directors are responsible tor the disbursement
of Tunds from the account. Anv excess funding s carried over
into the next tiseal vear.

[n the case of the computer centers, the focal plants pay tor
the necessary tactities while ETOP pays for computers

and Instructors.




UAW-CHRYSLER
NATIONAL TRAINING CENTER

2211 EAST JEFFERSON AVE. DETROIT. MICHIGAN 48207 (313) 567-3300

NATIONAL SKILL DEVELOPMENT
AND TRAINING CENTER
CHRYSLER — UAW

The Nattonal Skill Development and Training Center (NTCH
was initiated in 1983 as ajoint effort ot Chrysler Motor
Corporation and the United Autoworkers. Its stated misston
is as follo s

In a spirit of cooperation. mutual dedication and joint
effort. the mission of the Joint.Activities Board is to
improve Chrysler’s competitive position by
implementing mutuaily agreed upon training programs
and projects to increase product quality. emplovee job
security and employee satisfaction from work.

In pursuing this mission. the NTC has three principal zoals:

To provide opportunities for workers to attain manimum
personal growth:

Fo assist workers in acquiring hnow ledge. skitls and
abilities to achieve true success and seeurity i3 their
jobs and personal endeavors: ar d

To assist displaced workers in obtaining medanmgiul
and productive employment.

Q
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SCOPE OF ACTIVITIES

The UAW-Chrysler Natronal Trairung Center is responsible for
the administration of a wide array of education. training. and
employee support programs. as well as dislocated worker
programs. In that the July 1990 conference on Work Based
Education at Carnegie Mellon University dealt with education
and training. with special emphasis on educauon. we ofter a
partial list of the major educational programs as follows:

Tech Prep - a Technical Preparation program
designed to provide workers with the basic skills of
reading. writing. and mathematics: utilizes some
computer work. and can be used to obtain a GED.
“TechPrep” is an effort to avoid the stigma that
often accompanies programs which utilize the words
“literacy™ or “illiteracy™ in the description: in part.
this distinction has helped to make participation in
the program enthusiastic.

Computer Awareness - introduction to technology
through the use of micro-computers.

New Technology Training - in a specially developed.
jointly administrated facility. provides workers with
training in state of the art and emerging

technologies such as laser theory and applications.
advanced mcasuring systems. new generation
electronic control technoiogy, composite material
theory and applications. etc.

Tuition Assistance Program - provides tinancial
support for high school completion. the pursuit of
higher degrees. and vocational or technical skills:
funds are provided in advance of coursework.
Interpersonal Commrunication Skills - helps
recognize and improve ability to judge appropriate
behavior. manage stress. deal with ambiguity. listen. ete.




PAFullToxt Provided by ERIC

Assessment and Life Carcer Development - provides

professional assessment of worker’s academic and
self-development needs.

Eneulish for Arabic Workers - 10 week traming for
Arabic workers in English studies. reading. wriing.
and speaking.

Personad Financial Planning - teaches the important
clements of personal financial planning. mvestments.
hanking. taxes. mortgages. lending.credit. and other
~2fated areas.

o Educavonal Leave - mereases hnowjedge of

cconomic. technical. and potitical forces influencing
the tuture of the industry.

ACCESS AND MARKETING

All Chrysler employees covered by the collective bargaining
agreement. including 64.000 hourty and 10.000 salaried
personnel. are eligible for the full array of programs otfered.
Dependents are also cligible for purticipation i some
programs.

The individual programs have ditterent requirements for aceess
and varying degrees of formality. IFor example. the Tuition
Assistance Program requires submission o an application
which is reviewed and approved by the National Training
Center. For admission to the TechPrep program members
contact the local committee for informatien.

The program is vigorously marketed to its potential participants
through a varicety of mechanisms. One of the most successtul
methods is the “Worker Participation Conference”™. which
brings about 83 randomiy chosen people at a time to the
National Training Center in Detroit to inform them about the
programs that are offered. The conterence Tasts tour day s, and
all expenses are paid.
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in addition. publications and general materials explaining the
programs are mailed directly to cach employee’s home in an
attempt o mvolve spouses in encouraging the workers to take
advantage ol the program.

Some specttic exampies of the matersals used are:

« Tuition Assistance Program Works Flyer, describing

the program’s status. how it has helped. and a “Kudos™
section from users.

4 br-monthly NTC newsletier. deseribing opportunitics
and achievements by workers.

over 0 publications, inctuding a 24 page magazine.
written by employees: this hierature i~ also printed

in different languages.

PIess CONTErences 10 announce new Programs.

video tapes for every progranm.

Finally. word of mouth has helped to accelerate the acceptance
and uulization ot the program. The willingness to take part
«eems to he micctious: once a few peers complete the
coursework. the program gains greater acceptance among the
workers. To date the program has served approximately 41.000
Chrysler employees.

ENVIRONMENT

Instruction “zhes place in a variety of environments. The
setting can be cither traditional or non-traditional. and could
take place at the worksite. at other traming facilities of the
company. or off-site. The Chrysler/UAW Natonal Training
Center is also developing very non-traditional learning-based
environments. including the use ot a dedicated technology
training center and classes taught via satellite communications.
Instruction may be on or off employees” own time. depending
on the particular program.




The program utilizes an assessment tor literacy w hich has been
developed and implemented in conjunction with the Detroit
School Board of Education. and Michigan State University.

ADMINISTRATION

\ v member Nationad Joint Activities Board scts policies
and guidelines. allocates funding. and moniiors expenditures
for the program.  Additionally. the Board is charged with
coordimating the etforts of the National [raining Center:
evaluating and auditing performance and results of the joint
activities: and integrating these activitics with the corporate
structure and business decisions. Finally. the Board is
responsible tor keeping the UAW and corporate management
mformed of the Jomt Union-Management activities and the
progress of the NTC.

In addition to its own staft, the National Train’ng Center 1s
comprised of equal numbers appointed by the union and the
corporation, The Co-Directars are appornted by their
respective Co-Chairmen of the Joint Activ ities Board. The
NTC represents the Joint Activities Board in coordinating and
evaluating joint aetivities. as well as in establishing and
monitoring budgets. progress and performance. It is also
responsible for developing guidelines. procedures. and
operational information: pilot programs and their
implementation: coordinating requests 1o the Joint Activites
Board: and professional and staft support.

There 15 some degree of autonomy at the focal level o
implement programs most fitting to partcular needs. Each
facility has a Local Joint Training Committee.

The Local Joint Training Committees are comprised of the
Local Union President. Chairman ot the Shop Committee.
Chairman of the Salaried Unit. Plant Manager. and the

bt
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Personnel Manager. or designated representatives. The local
committees are responsible for marketing the programs at the
local level. evaluating requests and approving expenditures on
training. and developing the local programs and submitting
them tor approvul.

While the focal committees have some degree of autonomy in
the design of the program and the selection of a vendor. vendor
selection is subject to final approval of the NTC. In general.
tocal commutiees are required to solicit at least three bids for
ceview. DNvpreally. the vendors are interviewed and make a
presentation to the local committee. and a prospectus is
submitted 1o the NTC. The NTC also supplies a reference
catalovue of pre-approved vendors.

The NTC also has two Satellite Training Centers and 6
Regional Tramning Centers that have weleconterencing and
distance learnmg capabilities. A course catalog is being
developed for these centers. and will be distributed shortiy.

fn addition. at the 41 facilities covered by the agreement.
28 have hired a professional educater to assist the Local
Commitiee in carrving out all aspects of its responsibility.

Members of the Joint Activities Board:

Stan Marshall. Vice President. International UAW
and Director National Chrysler Deparunent.
UAW Co-Chairman

Anthony P. St John, Vice President. Employee
Reladons, Chrysler Motors. Co-Chalrman

Leonard J. Paula, Administrative Assistant to the
Vice President and Director. National
Chrysler Department. UAW,
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Joan Patterson. Administrative Assistant to the
Vice President and Director. National
Chrysler Department, UAW,

Tod Eschenbach. Director. Union Relations.
Chrysler Motors.

Nelson Brooks. Employee Relations Executive.
Chrysler Motors.

Co-Directors. National Training Center

Nelson Brooks and Joan Patterson

FINANCING

Financing for the program is provided for in the Chrysler-UAW
collective bargaining agreement at a fixed rate per hour for
«traight ime hours worked. plus an additional amount for
overtime hours worked in excess of 3% of straight time hours.

Funds are disbursed by the National Training Center. All

funding expenditures are justified on the basis of the likely
contribution to the achievement of the Joint Board's goals
as set forth in the Board's mission.




UA

ERIC

PAFullToxt Provided by ERIC

@ Bell Atlantic

-
CAREER DEVELOPMENT PROGRAM
BELL ATLANTIC COMPANY — CWA/IBEW

The Bell Atlantic — Communications Workers of Amernica
COW A and Internationai Brotherhood of Electricul Workers
(BEW) Career Development Program consists of two main
components: Career Education Programs and Carcer
Resource Centers.

Carcer Educauion Prograins were established as aresult ot the
1083 barganing agreement and ofter wvanety of wiuon-free
educational opportunities. While these opportuntties tor
self=development can be useful to cmployees atall levels
throughout their careers. some are especially usetul to
Associates seeking advancement through the upward

mobility process.

Career Resource Centers have been established at three sites as
a result of the 1989 bargaining agreement between the CWA.
IBEW and the Bell Atantic Network Services Group
Companies. The Career Resource Centers were developed to
cnable Assoctate emplovees to become actively mvolved in
their own career development. Centers can help empioyees
assess their skills and interests, set career goals, review career
options and develop ar action plan to reach goals. lzmplovees
cun also get help where there s a posaibility ot job
displacement.




SCOPE OF ACTIVITIES

The Carcer Resource Centers provide one-on-one career
counseling. aptitude and vocational interest testing. and multi-
media support materials. The media resources span a wide
range of career development topics. self-motivational themes.
and specitic ~kills-butiding ubiccts. Audio and video materials
are available for use on the premises: cassetie players may also
be borrowed. Center Libraries have information on current
upgrade and transter specifications and application forms tor
cach of the Network Service Group companies. as well as local
college catalogues and information on the various Bell Atlantic
educational selt-development progriams.

Major programs available through the Career Education
Programs include:

Aim To Learn And Succeed (ATLAS) Education
These in-house. instructor-led programs offer career
and perzonal development courses designed to help
cmployees seeking: preparation for Company
qualification tests or assessment activities: improved
performance in their current job or one to which they
aspire: and/or a basic foundation for further education
and personal development. Available courses

include:

«  Individualized Math and Verbal Skills
«  Write Right

«  Test Taking and Thinking Skills

o Stress Management

«  Working with Personal Computers
o Money Management

«  Human Relations in Business

«  Planning for Retirement

«  Fundamentals of Excellence

«  Speaking to Communicate

«  Developing Carcer Options

15
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[Home Study

Home Study courses meet some of the basic shill and

Lnow ledge needs of employees who cannot attend classes in a
iraditionui schooi setting and/or have mterest in technical
<ubjects related to skilled crart jobs. Available courses tnelude:

NMath

Business English

Data Processing and Computer Basies
Iniroduction 1o Telecommunicatuon Technology
Electronie switching 1or Telephone Systems
Basic Electnieiny

Basie tlectronies

Fainon Assistance Plan (FAP)

TAP wiil pay 100 o1 wition and most mandatory fees tor a
broad range of courses. Courses must be taken at an institation
decredited by one ot the agencies histed in the Plan. Courses
st refate to o eurrent job or a career aspiration witkin Bell
\tantic. TAP covers credit, non-credit. degree and non-degree

courses mcludimg correspondence courses. Participants are
required to repay the Company tor courses not completed with
Jt feast a “C™or better, or a “Pass™ ina PassFail System.

Program on Noncollegiate Sponsored Instruction

Emplovees pursuing an undergraduate degree tAssockute or
Baccalaureate) may he ahle 1o save ume and money through
the Program On Noncollegrate Sponsored Instruction (PONSI,
which is coordinated by the American Council on Educauon
¢ACEL Over 130 Companys courses carry the college credit
recommendation. and PONST is a wayv 1o receive double value
ror those courses. Unlike Conunuing Education Units,

PONSI can help translate the Company courses into actual

colleue credit.




ACCESS AND MARKETING

The Carcer Education Programs are available to all Bell
Atlantic employees on a voluntary basis during non-working

hours. All 70.000 regular employ ees are cligible to participate
from the date they are hired.

The Carcer Resource Centers are available to all Associates.
Euach Career Resource Center is open for twelve hours daily
from Monday through Friday. and Saturday by appeintment.
Associates must use the Centers on therr own time but may

come on Company time in the case of job displacement.

Cotectively . these programs average over 20.000 course

enrollments per vear.

ENVIRONMENT

The Carcer Education Programs offer a wide range of contexts
for employee educauonal development. Courses may be taken
through in-house Company offerings. at home or at accredited
institutions. In-house courses in the ATLAS program are
usually scheduled at convenient Company locations or at
community colleges. On-site career education courses are fed
by professional instructors.,

ADMINISTRATION

Three separate Training Advisory Boards (TAB«) provide on-
coing administration and oversight for the Career Education
Programs in the three Operating Telephone Companies (Bell of
Pennsylvania: New Jersey Bell: and the Chesapeake and
Potomac Telephone Companies. which serve Maryland. the
District of Columbia. Virginia and West Virginia). The

17
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Traming Advisory Boards consist ol members trom ihe
Operating Felephone Company mvolved. the CWA and the
IBEW

\ joint manasement and union impicmentation commitiee was

responsible tor planming and establishing guidelines tor the

Career Resource Centers. ach Resource Center i~ ~tatted wath

cortitied career zwdance counselors,

FINANCING

The 19%9 barcanine agreement established that s the
compam '~ responstbility 1o meet the operatine costs ot the

progiaom.




I€ D Institute for Career Development, Inc.

INSTITUTE FOR CAREER DEVELOPMENT
USW A — VARIOUS STEEL COMPANIES

The Institate tor Career Development was mitiated through
coltective barcaming m 1989 between the United Steelworkers
ot America and various steel companies. At this ume. alb ot the
MlOF COMPanies e pariicipating members: some smaller
companies are attiliated with the Institute as service users.

During the mdustry -wide bargaining that began i 1989, the
Institute’s DIss1on was detined as:

.10 Provide support services for he educanon.
training and personal deveropnient ot the employees
of (participating companies). This witlinclude
upgrading the busie skills and educational levels ot
active emplovees in order to enhance their ability 1o
absorb cratt and non-craft training: their wnility to
progress 1n the workplace: their abifity to perform
therr assigned work tashs to the full extent ot their
potential: their know ledge and understanding ot the
workplace: and of new and innovative work systems.
T'his wiil also mciude educanon, ramme ind
counseling wnich will enable empioyees o have
more stable and rewarding personal and tamily hves:
alternative career opportunities m the event that their
seehworker careers are subjeet to dislocations and
fong, sceure and meamngrul reprements. ..

19
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SCOPE OF ACTIVITIES

\fthough ~ull in formative stages, the acuvities and programs
o the Insttute are mtended o be structured o mees the specific
rweeds of participating compantes and tuilored to the specitic
aceds of worl, lecanons, fin general. the phitosophical
underpmaime oi the nsutute 1~ that workers themiselves must
alay stenificant roie m the destgir and deselopment of their
traming and education programs. The Insutute tacilitates

this by

providing support services tor the education, traming
and personal deseloprient of workers.

providing jcadership. guidance and expertise n the
design, deveiopment and dehivery ot tramimg and
cducational programs that will allow workers to have
more stable and rewardimg personal and tamily fives
while meeting the requirements of the rapidiy changing
work environmient within the steel indusiry

supporting new. non-traditionat approaches o

Jearnine that butid on workers” wceumulated Rinowiedge
and skills.

seching out and making use ot the most etiective and
modern methods and educational technologies,
developing such technologies where none exist. and
utilizing a curriculum and mstructonal program

hased on competencies required in the warkplace

and in the worker's personal lives,

ACCESS AND MARKETING

AL USW A-represented emplovees of participating tirms

are cheible to participate in any training or education program
supported by the Institute. Marketing is accomplished through
joint site-level committees. newsletters and other promotonal

materials,




ENVIRONMENT

Local joint union-management committees at each location
work to identify employees™ educational interests. goals and
preferences. A non-aligned support staff with backgrounds in
education. counseling and human resources assist the local
committees 1n determining educational goals and needs.
contacting suppliers of assessment. education and evaluation
products. and providing counseling and guidance services.

ADMINISTRATION

Overall policy development and guidance of the Institute is
provided by a joint governing board of directors comprised
of top-level representauves of participating companies and an
equal number of union officials. An Advisory Board oversees
implementation. and is comprised of company representatives.
union district directors. technicians and local leaders whose
interests and expertise can contribute to the Institute™s work.

Administration of the Insutute’s activities is headed by a
non-aligned director selected by the governing board.

Director: James Murry

FINANCING

Funding support for the Institute is established in each of the
separate existing labor agreements between the union and the
respective companies. Corporate funding contributions are on
a {ixed sum or variable amount per- hours-worked per month
basis. Supplemental funding may also accrue through proceeds
from penalties assessed against firms for overtime work.



PATHWAYS TO THE FUTURE

PATHWAYS TO THE FUTURE
US WEST — WA

PATHWAYS To The tuture is the US WEST and
Communicattons Workers of America tCW A joint traming
and education program. s roots lie in the collective bargaining
agreement of 1986 between Mountain Bell Telephone
Company and the WAL The collective bargaiming agreements
signed in 1989 brought together into a single program the
traming and cducation etforts ot CWA und the three tormer
operiating companies which became US WEST
Communications — Mountain Bell, Northwestern Bell. and
Pacitic Northwest Bell.

Promational material tor the PATHWAYS program defines the
MISNMON AN

The purpose of PATHWAYS is to promote lifelong
Jearning through educational opportunities which
meet individual needs. provide personal and career
choices. and create a tlexible and skilled worktoree
so that the employees. the Company. and the

Union are prepared to tully participate m a
changing and diverse marketplace.
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SCOPE OF ACTIVITIES

PATHWAYS provides up to $1.800 per calendar year in
prepaid tuition tor courses taken on non-work time to upgrade
skills and prepare for carcers within or outside the Company.
Up to $300 per year may be used for personal growth courses.
Both credit and non-credit courses are available at eligible
institutions and educational providers. In addition.
PATHWAYS prepays requisite student fees and reimburses
employees for required books upon course completion. Career
counseling. assessment. and workshops available through the
PATHWAYS network are provided at no cost. Participants
must submit a career education plan. but may take up to two
courses before doing so.

ACCESS AND MARKETING

PATHWAYS is available to approximately 38.000 employees
across a fourteen-state region. Most are represented by the
CWA or the International Brotherhood of Electrical Workers
(the IBEW) in Montana. All regular occupational employees
of US WEST Communications who have at least one year of
employment are eligible to participate in PATHWAYS. Also.
regular employees who are notified of potential dislocation
from their current jobs or demotion to a lower rate are eligible
regardless of length of service. Employees who elect to receive
voluntary separation payments on a bi-weekly basis arc eligible
for PATHWAY'S for eighteen months from the date of their
separation.

The PATHWAYS network includes representatives in colleges.
universities. and technical schools. as well as within the
Company and the unions. Union Advocates are unique to
PATHWAYS. They are volunteers appointed by their local
Union President. who assist in marketing the program.




ENVIRONMENT

Instruction takes place in various environments. including
traditional and non-traditional settings. Eligible training and
education providers include private as well as public colleges.
universities. and technical schools. While participants
cenerally attend classes at a school's location. some classes
are offered on-site. Also. various distance learning methods
are utilized. such as correspondence study and computer-
based learning.

ADMINISTRATION

PATHWAYS is governed by a joint nonprotit corporation,
Training Partnerships. Inc. « TP, The TPI Board of Directors
has developed a Business Plan that retlects the program’s long-
term. comprehensive. and employee-centered philosophy.

Two Co-Directors appointed by U'S WEST and the CWA
have overal! responsibility for implementing PATHWAYS
and providing leadership and support in achieving the desired
outcomes requested by the board. Administrative tunctions
are managed by the Council for Adult and Experiential
Learning (CAEL Y.

Board of Directors
Thomas Burns. President. CWA
R. Lyle Vigil. Chair. US WEST
Ruth Gomez. Vice President, CWA
Ron Harrison. Treasurer. U S WEST
Dale Feller. CWA
Richard Johnson. CWA
Jack Methven, U S WEST
Linda Pancratz. U S WEST
Gury Spendlove. US WEST
Randy Warner. CWA

3




Co-Directors: William Frazee and Barbara Shull

Program Director: William Ucbelher, CAEL

FINANCING

Funding for PATHWAY'S To The Future was provided under
the 1989 collective bargaining agreements. for a tixed amount.
over the three vear period of the contracts. PATHWAYS is
separate from US WEST Communications’ job specific
training.
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BELLSOUTH

EMPLOYMENT SECURITY PARTNERSHIP
BELLSOUTH — CWA

In the 19808, BeliSouth and the Communications Workers of
America began placing increased emphasis on continuing
cducation as a complement to an already strong program on job
trarning. This added emphasis was focussed upon the
combined aspects of traming. retraining. career preparation and
personal development in recogmuon or advancing changes in
technologyv, markets. organizational structures and career
aspirations.

In 1989 the company and union bargaming ciforts formed the
Emplovment Security PARTNERSHIP covering emplosees in
the nine state region serviced by BellSouth. The
PARTNERSHIP < mission 18 to provide information and
support that can help employees meet the tundamental
requirements of jobs in the coming years: kil knowledge
and tlexabitity .

SCOPE OF ACTIVITIES
The PARTNERSHIP program incorporates a three-step

approach as a means of assisting employees in anticipating and
prepaning for future changes.,
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I. Exploration

Emplovees may attend the tollowing workshops o help
identiy arcas where they may want or need Lo learn something
new. Each employee who attends one of these workshops is
entitled to confer with a professionai vareer counselor on
company time tor recommendations.

Career and Life Planning Workshop - provides guidance
in setting carcer goals and planning a career path.

Test Oricntation Program Workshop - helps an employee
reduce the anxiety associated with test-taking and
provides simulated testing situations for company
assessments.

Carcer Strategies: 1Us Your Move - provides

practical help for identifying career moves andpractice
In resume-writing. interview techniques and

negotiating skills.

Learning Today tor Tomorrow - helps an employee
prepare for enrollment into course work at the accredited
~«chool of higher learning he or she chooses. To make
the return toschool smoother. note-taking and test-taking

Kills are covered as well as the contemporary
“language” of college campuses.

2. Skill-Building

Generat Skills Training - retresher courses in
reading. writing. arithmetic and an introduction

1o using personal computers.

Speak With Success - effective communications.
persuasive speaking and parliamentary procedures.
Training/Retraining Program - pays tuition and
fees tor skills updating courses taught through
aceredited schools,

a2
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Tuition Aid Plan - reimburses tuition costs for
accredited college coursework in fields that build

skills for present and future company jobs: participants
may obtain undergraduate and graduate degrees.
College Network - was initiated in conjunction with the
American Association of Community and Junior
Colleges 10 help meet emplovees® college needs.
Correspondence Courses - ranging from basic math and
egrammar to advanced electronics and telephony. for
emplovees who want to pursue self development without
the demands ot classroom attendance.

3. Practical Application

The PARTNERSHIP helps emplovees tind wavs to master
skills of their present jobs. provides constructive ways to think
about carcer changes and identifies areas outside the workplace
where an emplovee can gain enrichment by contributing.

Emplovees have given the PARTNERSHIP outstanding ratirgs

in company surveys. Awareness of the need to gain new skills
has increased. and employees report that they are getting betier
information about jobs and career development. Participants
say they feel more empowered and better able to manage their
OWN carcers.

ACCESS AND MARKETING

The Emploviment Security PARTNERSHIP program is open
to all regular. full-time employees in union-represented jobs.
Nearly 60.000 employees. or 95% of those eligible. have
attended a two-hour orientation on company time. The
orientation is provided by joint Bellsouth-CWA teams. and
features a videotape “guided tour”™ presentation. Attendees are
provided with applications. and those indicating interest in a
particular program are contacted by direct mail.




The PARTNERSHIP program and its success stories are
featured in general and specific media directed to employees.
Of those attending the orientation 75 have indicated interest
in pursuing workshops or courses on therr own time. and nearly
23% have done so to date.

ENVIRONMENT

Orientation and career counseling oceur on company time at
the employee '~ work place. The workshops take place at
accredited colleges. at work locations or at the union halls.
Courses taken under the Tuition Aid Plan and the Training or
Retraining Programs through uccredited schools are usually
held on the school’s campus.

ADMINISTRATION

General direction and guidance tor the PARTNERSHIP
program are provided by an Employ ment Security Advisory
Board (ESAB) consisting of five members each trom the
company and the union. The ESAB meets quarterly and is
responsible for:

Furnishing advice to BellSouth on personal or
career development and job displacement training
courses and curricula.

Reviewing and making recommmendations regarding
available training delivery systems,

Evaluation of the program’s effectveness.
FEncouraging successful participation.
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Regional Carcer Resource Centers are strategically {ocated
in the nine states served by BellSouth and are statfed by CWA
and company Field Coordinators to help tacifitate participation
of all interested emplovees.

FINANCING

Funding tor the PARTNERSHIP program was established
under a formula fixed during the 1989 coilectve bargaining
agreement. Maximum tunding could reach 25 million

ver the lite ot the agreement. which expires in August of 1992,
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THE BRENLIN GROLUP

The Brenlin Group is a diversified business organization whose
principal operating units are in the steel and automotive/
transportation supply industries. The educational programs at
Brenlin's operations are unilaterally administered by
management. Consultation with local union or other employee
representation groups on program design and implementation
occurs at some sites.

SCOPE OF ACTIVITIES

Educational programs offered by The Brenlin Group focus
primarily upon upgrading basic literacy and numeracy
skills. Many of the courses are taught through the assistance
of computers. such as:

Math [, II - basic math skills. fractions. decimals.
percentages systems of measurement.

Algebra I II - clementary and advanced algebra.
Geometry - basics of theorems and postulates.
Reading 1 through IV - audio and visual techniques
starting at beginning level reading. moving through
inferences. predictions. analysis and conclusions. to
comprehension and finalty high school equivalency .
Introduction to computers - how computers were
developed. how they work. and what they can do.




Typing, Word-processing.

Social Swudies - American history. political science.
economics. geography. and behavioral sciences.
Science - fundamentals of physics. chemistry,
hiology and carth science.

The programs also include coursework taught through more
iraditional means. including:

Guided Reader - develops reading speed and
comprehension trom elementary school to college
levels.

Read Card Program - basic literacy shills. improved
reading levels and better comprehension.

Word Code Program - improzes spelling and visual
memory skills.

Workplace Reading Skills - reading und
understanding reports. directions. manuals and
machine operations in the workplace.

GED Program.

Brenlin also otfers a summer program tor empiovees” children
at the Centers.

ACCESS AND MARKETING
Educational programs are open to all emplosees at Brenlin's
sttes where such programs have been established. A great deal

af emphasis is placed upon contidentiality and rew ards.

The program 1s extremely {lexible due o the adaptabiliny

afforded through the use of computers. and a participant can
start at any ume provided there is a computer available.
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An individual test 1s used to determine placement levels. The
test. which requires approximately three hours to complete. is
administered by a professional educator on-site. scored
immediately and destroved. Scores are recorded in special
codes 1o protect the confidentially of participants and the
credibility of administrators.

A variety of methods are used to promote the program,
including . svstem of reinforcements for successtul completion
of preser ocd learning activities. For instance. upon successful
=+ npietion of the program. certificates of achievement have
been awarded at open assemblies: gift certiticates for local
retail establishiacats and restaurants have been awarded: and
time off wit'. pav i s been given when an employee has
completed *) hours of center instruction at a minimum 80
suceass fever.

ENVIRONMENT

[nsu dct.on takes place on-site at Brenlin®s Learning Centers on
the eraployvee’s own time: provisions have been made to
accommodate shift workers. Family members are also eligible
to participate in some aspects of the program.

The program was designed through a needs assessment process
10 determine what coursework would be pertinent to the
facility. Meetings with employees to determine their wants and
needs are included in this assessment process. This is an on-
going procedure which ensures that the program is constantly
evolving and responsive to the needs of both the employees and
The Brenlin Group.

Although there is a large amount of self-paced computer based
learning. if an employee encounters problems while working
in a program. educators at the center will guide them to
workbooks that wili assist in completing the program. TFor

41




example, a4 message to contact the educator will appear on the
user’s screen when a specific number of incorrect answers is
detected by the sottware program. The educator can go back
into the program for more specitic questions that the
participant was having difficulty with, and can then formulate
recommendations and remedial measures.

ADMINISTRATION

The Brenlin Grogp employs a Learning Resource Centers
Manager who s responsible tor the phystcal design ot facilities
and the ordering or all material used in the centers. The
AMManager works with professional educators in the curricula
destgn. Typreally. there are itormal meetings hetween the
Manager, Human Resources personnel. and the protessional
educators to discuss current issues.

Breniin aiso emploss a professtonal educator ar Lach site.
whose function is 1o assistin the design of the center
curricuium.

While the program i~ not jointly sponsored nor admenistered.
there are voluntary committees that help the program develop
and evolve, set the scheduling. and take care of marketng
the program.

The actinvities of the Learning Centers are coordinated by
Stephen J. Tomasho. Vice President of Human Resources for
The Brenhn Group.

FINANCING

The level of financiai support attorded to these activities i~
established by the managzement o1 The Brenlin Group.
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Cooperative veniure ot AT&T CWA ang IBEW™

THE ALLIANCE FOR EMPLOYEE GROWTH
AND DEVELOPMENT. INC.
AT&T — CWA/IBEW

The Alliance tor Employee Growth and Development is jointly
sponsored by AT&T Corporation and its principal unions, the
Communications Workers of America (CW A and the
International Brotherhood ot Electrical Workers (IBEW),
Established m 1986, The Alliance has defined its mission as
follows:

AT&T Corporation. the Communications Workers ot
Amertea. and the International Brotherhood of Electrical
Workers share a vision that the growth and development
ot the individual is the kes to suceess in a competitive
marketplace.

The Alliance for Employee Growth and Development
was born ont of this shared vision to serve as i resource
10 ndiv idual emplosyees who want to take charge of
managmg change in their own fives.

The Alliance misston 1s to support individual ettorts
1o develop career and personal growth and enhance
employability through continuing learning

experiences. The success of these individual ctrorts
will be assured by the cooperative activities of The
Alliance. CWALIBEW. and AT&T.




SCOPE OF ACTIVITIES

The Alliance provides a range of support programs and services
for both active and displaced empioyees of AT&T. including:

Basic Skills Upgrade - assists workers in improving
basic skills in mathematics. reading. English-as-a-
Second-Language. and preparation for GED.
Career Assessment and Planning - helps participants to
establish individua! -hort and long term personal and
career goals: includes assessment and counseling
components through self-paced workbooks. rema.:
individual counseling and group activities.
Return-To-School Program - equips participants
with tools and knowledge needed to successfully
return to school: may include development of studv
<kills and time management. as well as information
regarding financial aid and what is expected of
students in a school setting.

Vocational and Interest Surveys - identifics
essential background information. personal goals.
and interests of the workers.

Job Search (Active and Displaced) - teatures group
sessions that provide assistance with resume
preparation. interviewing skills. internal/external
labor market information. and self-directed job
seeking skills.

Occupational SKills Training - accelerated skills
training in demand occupzdons.

Personal Financial Planning - overview of financial
planning terms and concepts. and fringe benefits:
narticipants develop their own financial
development plans.
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«  Pre-Paid Tuition - provides tuition for courses of
study relating to participant’s Career Action Plan at
accredited institutions.

o Pre-Retirement Program - assists in making the
transformation from the work environment to
retirement: topics include health concerns. lifestyle
changes. financial planning and future employ ment/
activity options.

«  Qualifying Exam Preparation - ¢inphasizes personal
and career development. with some retraining
courses for displaced workers.

«  Relocation Planning Workshop - provides planning
and information seminars on aspects of relocation,

including houschold moving. new housing. family
stress. medical care availability. and other relevant
community profile information. This is a
copyrighted program by The Alliance.

«  Other Personal Development Programs - inciuding
time management, family counseling.
communication sKills. stress management. cte.

The jointly sponsored Alliance maintains a clear separation
between its programs and AT&Ts job-specitic training
programs.

ACCESS AND MARKETING

The Alliance program is available to all full-time or part-time
employees of AT&T who are bargaining unit members
represented by either the CWA or the IBEW. IAT&T/AIBEW
manufacturing employcees are eligible for education-related
activities sponsored separately under the Enhanced Training
Opportunity Program covered elsewhere in this document. |
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The Alliance uses employment retention as one evaluation of
the program '~ cffectiveness. For example. 1700 people
wheduled tor fay-ort in 198R were retamed through the efforts
of The Alliance.  \nother measure ot suceess is placement in
the externat labor market: The Alliance has commissioned
nattonw ide study that is currently underway i ATET s

ONCTALOT seFVICes Organization o evaiuate placement results.

ADMINISTRATION

Policy 2undance and general direction are provided by asix
member Board of Trustees. Two Co-Enecutive Directors, one
appomited by ihe Prestdent of the CW A and the other [}
AT&T ~ Viee Prestdent of Labor Relations, are responsible for
overail management and administration of The Alliance.
meluding the seiection of the Director m charge o1
programmatic operations.

Regional suppori oifices statted by Alliance Professionais serve
and suaport Alhance Locat Committees tALC s Committees
are on-site. and really are the centrai figure 1 the program.
with & very high degree of autonomy i seiection and
implementation of the programs tor cach site. The local
committee is on i voluntary basis, and is responsible tor needs
analysis, vendor seiecton, making reguest proposais.
«cheduling, and markeung. Atthough the program i~ soluntary,
cmployees are compensated at their nermai wage rates ror
comnutice work done during normal working hours.

Cypically. the ALCT~ are formed with equal representation

‘ront both management and umon, These commuitiess provide

information about The Alliance program and distribute
surveys that help determine the needs and desires ot the
local worktoree.
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From the results of these surveys. the local committees develop
a schedule of programs to be vtfered. and solicit workforce
approval on the tentative offerings.

Upon culmination of the programs. the local committee
evaluates the programs and the vendors. and relays these
evaluations to The Alliance. Throughout the process The
Alliance provides guidance to the local committees.

Board of Trustees

Morton Bahr, President. CW A

John Barry. President, IBEW

Jim Irvine. VP for Communications/
Technologies. CWA

William Ketchum. Corporate VP, Labor Relations,
AT&T

John O Neill. Executive VP, Network Systems
Products, AT&T

Paul Wondrasch. President. General Business
Svstems. AT&T

Co-executive Directors:  Kenneth Ross and Donald Treinen

Program Director:  Marshall Goldberg

FINANCING

FFunding for The Alliance was initially negotiated in the
coliective bargaining agreement ot 1986. which allows tor a
fixed monthly contributior, per full or part-ime union
represented employee.

The Co-Executive Directors are responstble for disbursing and
managing funds.
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. PACKARD ELECTRIC

@ ‘ Dmsion of Genetat Motors Comoration

TRAINING AND RETRAINING PROGRAM
PACKARD ELECTRIC - IUE

Employees of the Packard Electric Division of General Motors
Corporation in Warren, Ohio. are eligible to participate in the
broad-based educational activities made available through the
GM/UAW National Training Center. However, Packard and
the International Union of Electronic. Electric. Technical.
Salaried and Machine and Furniture Workers (IUE) have
jointly developed a local complement to these programs that is
a mixture of technical and social training activities.

SCOPE OF ACTIVITIES

The Packard/IUE program focusses upon providing formalized
training about the firm. its markets and the competitive forces
shaping the firm's abilities to operate successfully in those
markets. This formalized program stresses the dependent
relationships of the internal components of the organization:
cach employee must thercfore develop a clear understanding
of the expectations of his or her customers within the
organization. and performance is evaluated based upon the
ability 1o meet those expectations. As a result of this
perspective. the Training and Retraining program tends to
stress skill development activities which have direct
relationships to job requirements. In addition. the program
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ADMINISTRATION

To administer the Training and Rewraming program. Packa
empiovs a tull time training coordinator who designs and
mplements social change through training. and encourages
employee mvolvement within the corporation. The coordinator
also submuts expenses to the division head for authorization.

Packhard also has a divisional Joint Union-Management
Commuttee which approves local training expenses to be
ubmitied to the GM Nutionad Traiming Commitiee m Detroit
tor funding approval for programs that meet certain criteria via
the IUE collective bargaining agreement. The requirements for
chigibility are that the program provide joint support ot the
operating goals of the division. and support the development
of new ~kills.

Absentecism. customer complaints. and quality are used as
measures of the program’s elfectveness.

Organizational Development Consultant: Ron Noble
IUE Divisional Training Representative: David Craciun

FINANCING

Funding tor the Training and Retraming Program is established
by division management.

Funding for educational programs is established under the
IUE-GM contract at a fined rate per hour. plus an additional
amount tor cach overtime hour worked in excess of 37 of ol
tratght tume hours.
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