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A study of community college cooperation with postsecondary area vocational schools, jointlysponsored by the American Association of Community and Junior Colleges (AACJC) and the AmericanVocational Association (AVA) was completed in 1978 with several positive results, not the least of whichwas increased cooperation between the two national associations.
Cooperation between AACJC and AVA has been facilitated during the past year by a joint liaisoncommittee. It was this committee which recommended an assembly on industry-education cooperation foremployee training to 'increase productivity.
The AACJC - AVA liaison committee invited the American Society for Training and Development(ASTD) to join in sponsorship of the assembly. ASTD members are professional directors of training andhuman resource development in business, industry, government, and labor unions. AACJC and AVArepresentatives felt it was essential that such persons be participants in planning and conducting theassembly.
The Johnson Foundation agreed to host the assembly,at the Wingspread Conference Center in Racine,Wisconsin, and to contribute to publication of the background papers with the assembly report. GeneralMotors Foundation, Inc., also contributed financial support for the publication.
Authors of the assembly background papers are:
Herbert E. Striner, dean of the College of Business Administration, American University, Washington,D.C.
Craig Musick, training director, Graniteville Company, Graniteville, South Carolina, and presidentof ASTD.
Don C. Garrison, president, Tel-County Technical College, Pendleton, South Carolina, and a memberof the AACJC Board of Directors.
Gwen Gibson, director of public relations for ASTD, drafted a report on the assembly discussions andrecommendations. The report was reviewed by assembly participants at the closing session. It appears inthis publication following the background papers.
Our goal has been to produce recommendations for a national policy on human resPurce development.We hope these papers will be useful in that effort. The sponsoring associations will continue to work forthe development of such a policy.
AR of the contributions by authors, participants, and The Johnson Foundation are greatly appreciated.

Roger Yarringt on
Vice President, AACJC
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Introduction

. .
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Henry Pialsted

Industry and education are not always allies. The relationship of education to the world of work hasbeen debated from early times. Different societies have approached the relationship in different ways.

It was with a belief that a contribution could be made to better understanding of this relationship in thecontext of today's economic concerns in the United States that The Johnson Foundation joined with theAmerican Association of Community and Junior Colleges, the American Vocational Association and theAmerican Society for Training and Development to convene in March 1980 a meeting at Wingspread.

As Don Garrison reminds us in his paper that appears in this report, vocational competence was one ofthe seven Cardinal Principles of Education enunciated in the United States by the Educational PoliciesCommission in 1918. Realization of that principle is still a challenge today. Herbert Striner's paperdiscusses current approaches to vocational competence and training in Germany, England and Japan andtheir relevance for the United States.

The Soviet Union, too, struggles with this issue. In the 1950's, concern about industry-education
cooperation le ' the Soviet Union to institute an extensive educational reform because, it was said, theSoviet ten-year school had become "divorced from life." The Soviet Union sought then to bring education
and industry closer together by placing the students in factories for part of their secondary education and
giving them direct experiences at work sites. That experiment, like others elsewhere, was short-lived in thependulum swings of educational policy.

In the United States, cooperative education and work-study have been with us for a long time. Never-theless, as et Carnegie Council points out in its recent report, Giving Youth a Better Chence, Oppor-tunities f . Education, Work and Service, there is in the United States today a serious deficiency in the
avenues fortffective transition into adulthood and far too little early contact with the world of work.

Another important concern today is economic productivity. In our society, productivity has beenlagging due in part, we are told, to inadequate skills of new worlors and worker attitudes that hampereffective work habits. Changing technoloc., management decisions and attitudes, and government policyare .41so part of the productivity equation.

Where do the solutions lie? The Carnegie Council's report recommends that most applied skill training
be provided in community colleges where those attending can be prepared for jobs and placed in jobs on a
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part-time basis while attending college. The Council's report speaks of the community colleges as a base
both for providing counseling on occupational opportunities and job placements, and for organizing and
arranging apprenticeship programs and other combinations of employment and classroom instruction.

Willard Wirtz, the keynote speaker at Wingspread, reiterated his proposal of some years ago that every
sizeable community develop a work-education council to bring together school officials, representatives of
employers, unions, and public agencies to coordinate cooperative programs.

In his paper, ASTD president Craig Musick contends that in point of fact colleges and industry are not
working together today, but are on diverging paths. Musick's paper enThasizes four areas for attention
and industry-education cooperation: I) understanding the free enterprise system, 2) understanding the
work environment, 3) preparation in the basic skills (reading, oral and written communication, math and
mechanical ability) and 4) work ethics.

There is a "large communications gap" between top managers and their employees, Musick states. Both
employers and employees, he contends, need to be educated about work ethics.

These comments suggest the range of considerations and views that were discussed at the Wingspread
assembly by 55 representatives of industry, labor, government and education from 25 states. The assembly
papers and recommendations that follow in this report should be of interest to all who are concerned with
industry-education cooperation arid human resource development in our society.

Henry Halsted
Vice President-Program
The Johnson Foundation
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By Herbert E. Striner

The Joint Role
Of Industry
And Education in
Human Resource
Development

In this brief paper, I will seek to show how
industry and education institutions can, and
must, work jointly if we are to heve an effective

mechanism for helping to achieve two objectives,
low unemployment levels and a trained work
force.

The topic of this paper is not a new one. I find
major sections of publications and speeches I gave
back in the mid-1960's covering this crucial co-
operative effort by industry and local education31
institutions to deal with labor force problems. In
preparing this paper, I looked back through some
of these old articles and speeches. It was a horrid
journey through time. It was shocking to read
some of the nonsense perpetrated by the members
of the President's Council of Economic Advisors
concerning manpower problems. I think little has
changed.

Back in 1965, the "law" was being expounded
by the Council that with each increase in real GNP
of 3 percent, the unemployment rate would drop
by 1 percent. On page 66 of the "1962 Economic
Report of the President," it was stated that the
achievement of 4 percent unemployment would re-
quire a gain of about 11 percent in real GNP over
the ensuing 18 months. As I noted in a paper I gave
in 1965, the required growth in GNP took oleo.,
but the drop in the unemployment rate did not. At
this same time, the President's Council was arguing

that all that had to be done to deal with the nearly
6 percent unemployment level was increase GNP,
or as it was so cleverly put, increase the size of the
pie. This was taken as a contrary position to the
so-called structuralists, like myself, who contended
that structural change within our economy called
for new approaches to the problem of unemploy-
ment. My contention then, as it is now, was that
the shift from a manufacturing job-market to a
service job-market, the shift from an economy
which called for few high-skill jobs to an economy
with a broadening base of technologically oriented
jobs, and the shift of large numbers of poorly
educated blacks and whites from rural areas into
urban areas, called for more than just economic
growth. It called for a completely new approach to
education, training, job counseling and if you
will, human resource development.

I have been contending since the mid-1960's that
given these order-of-mgnitude changes in our
economy and our society, we must adopt a philo-
sophy, supported by the necessary legislation and
funds, which sees education and training through-
out life as an absolutely necessary national invest-
ment in human resources development. Without
such an investment strategy, we will continue to bP
plagued by unemployment, underemployment,
low productivity and inflation. But before I discuss
this basic question of a national strategy to invest
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in our labor force, I want to start by stressing the
basics of relating industry and education to the
goal of training, employment and job information.

Permit me to.quote a paragraph from a paper I
gave in .1965 concerning the labor force and occu-
pational projections. The paper was given at .the
18th annual meeting jf the Industrial Relations
and Research Association. In commenting on the
type of job-needs data manpower economists used
for forecasting the types of training programs call-
ed for, 1 said: .

To do what we have set out to do, we must
leave the coml6rt and solact. of aggregated,
natiomil data and move into the muck and
mire of disaggregated, local labor market
data.. Fellow economists, this is where the
action is! When we talk about workers,
counselors, educators and employers, we are
talking about Chicago, Milwaukee, Fresno,
Hoboken and Tampa.

How Many Vacancies Exist?
The situation that existed in 1965 still exists.

The efforts to set up meaningful education and
training programs are stymied at the very outset
because we do not.know how many job vacancies
exist at any given moment and what the job va-
cancy picture is for the next year or two. Unless
local business firms provide such information on a
current basis to our vocational Schools and com-
munity colleges, I don't see how these institutions
can deal with the responsibility of proc:ucing the
skills needed by local employers.

The sample surveys and national estimates by
the United States Department of Labor have been
inadequate, and we know that. Even the Depart-
ment of Labor makes no secret of it. For example,
theshift in female participation rates during recent
years has confounded BLS labor force projections
for the period 1959 - 1976. In a recent article it
was admitted that "there is no doubt that future
growth in the labor force has been underestimated
by BLS in the past. The BLS projections for 1975.
made back in 1959, 1962. 1965. and 1970, were all
below the actual 1975 level, and almost certainly,
the projections for 1980 and 1985, made in 1973
and 1976, also will be lower than the actual figures
for these years."

In this particular situation, though female labor
force participation is a primary cause, with a larger
than expected growth, it is interesting to note that
BLS projection methods overestimated the civilian
labor force participation rates for males during this
period. There is no sign of an improvement in this
situation. As indicated in the article, "On the

'Paul M. Ryscavage. "BLS Labor Force Projections: A
Review of Methods and Results,' Monthly Lahor
Review. U .S. Department of Labor (Washington, D.C.,

1979), pp. 15-22.
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basis of actual data, it appears that BLS is once
again headed for an underestimate of the female
participation rate and an overestimate of the male
rate in 1980. The size of the error, in the overall
labor force projection depends on how much the
male and fernale errors offset one another."2

The reasons for this situation are not numerous,
and they need not be in order for the situation to
be desperate. The major culprit in this situation is
"demand."
Reporting Job Vacancies

We are among the few major industrial nations
in the world that do not have a national system for
reporting job vacancies. We have no real sense of
the true demand for people to fill jobs. It is a purely
voluntary act when an employer calls the local
U.S. employment office to report that the firm is
looking for a mechanic, secretary, etc. The list of
sdeh a "job order" has no relationship to the
number and variety of job vacancies which may
exist in that same firm. Unless business firms are
required to inform a local agency of what vacancies
exist and what tneir projected skill needs are, I
really don't see how we can have an effective train-
ing effort. If we are to plan on how to supply ade-
quate education and training services, we really do
have to know what the demand is now and is likely
to be for some realistic future period. As such pro-
jections change, the new information must be
made available to the educational institutions. Fot
those who say this cannot be done, I would suggest
they go to Germany, France, Holland, the U.K.,
or many other rpajor industrial nations. They do
it.

Once we have the basic information on how
many jobs are open now, and what skills they call
for, as well as the projected job and skill needs for
a reasonable period in the future, we are confront-
ed by the question of how do we disseminate suCh
information. Such dissemination is not only neces-
sary for educators but for the unemployed as well.

We are among the few major
industrial nations in the world
that do not have a national
system for reporting job
vacancies.

Happily, this is a problem almady on the way to
a solution. Beginning in 1968, the U.S. Department
of Labor began to develop a computerized, job-
bank system. Specifically. the Employment and
Training Administration, U.S. Department of
Labor, has since 1970 evolved a national job-bank

'ibid, pg. 17.



information system, linking state employment
service systems in order to match jobs with appli-
cants. This Job Service Matching System is a com-
puter net now in operation which provides the basis
for achieving its mandated function. It also pro-

, vides the basis for sending current infoemation on
what sk3ls are needed and where, to such potential
consumers of such information ag vocational
schools and community colleges.

Charting such data obviously provides a sense
of what the market is calling for in skill training.
Just think of what such a computer net could do
for educational planning if all firms over a certain
size were to report ea,:h quarter on all current va-
cancies and projected two-year needs! Given the
shortages of skills in many industrial and service
activities, the chief beneficiary of such a system
would be employers, private as well as public. Tru-
ly realistic use of our training and educational
resources could produce numbers and types of
skilled individuals for those firms forced to "make-
do" with lower productivity alternatives. It is
simply impossible for schools to plan effectively
fOr training and education without such data, and
it -is equally impossible for us to provide a suffi-
ciently trained labor force without such a rational
education and training base.

In addition to-developing such basic information
on what education and traiiiing needs exist, em-
ployers must join with educators in order to enrich,
expand ;Ind equalize the total program of career
awareness, career exploration and career skill
development. They must also come together if a
realistic mechanism is to be established for career
counseling for all students, whether college-bound
or not.

Educator - Employer Cooperation
There is no doubt in my mind that such a close

relationship, and responsibility, is necessary for
several fundamental reasons. To begin with, edu-
cators must be honest and admit that only an em-
ployer can accurately desCribe a career and provide
the necessary sense of excitement about what a
particular line of work really entails. To the degree
that employers are in a one-to.-one relationship
with potential trainees and students, you increase
exponentially the sense of realism of what the job
calls for and offers. Secondly, by get t i rig employers
involved in the career counseling process ? the edu-
cational establishment increases.the effectiveness
of thf: training and educational process itSelf.

I am talking about the curriculum. There is no
doubt in my mind that unless the curriculum is a
continuous joint product of the educator and the
business firm, it must eventually suffer in terms of
its reality and applicability. At the university level,
the best courses are given by faculty who spend
some time working or consulting in the field about
which they teach. Every vocational course or com-

munity college program should be designed jointly
by the educator and the relevant industry con-
sumer, and then be kept up-to-date by some effec-
tive mechanism. Such mechanisms could include
consultancy arrangements with firm3, a month-a-
year "sabbatical" with a firm, or a really func-
tioning industry curricultun review conducted
once a year, on site.

Every vocational course or
community college program
should be designed jointly by
theteducator and the relevant
industry consumer . . .

Ever since the late 1960's, I have felt the on-site
visit to be crucial. I was then on the 13,.C. Youth
Employment Commission and requested that busi-
ness firms send representatives to our vocational
schools to evahate training programs. We found
no electric typewriters in the office machine repair
program and no air-cooled engines in the automo-
tive repair program! Only on-site visits can spot-
light such inadequacies in training.
Relation of Training to Unemployment

Thus far I have been suggesting that by combin-
ing the natural self-interests of business and edu-
cation, we can improve the basis for planning what
we teach, relating it to market needs far more ef-
fectively, as well as providing more effectively for
the placement of our students once they are equip-
ped with Ow needed rhills.

Though these are, I believe, significant sugges-
tions and serve important needs of business and
educational institutions, these suggestions do not
deal with an area of mutual interest and develop-
ment of even greater importance. The area of
overriding common concern of business and edu-
cation is an adequate number of trained people to
serve the needs of our economy.

This country lacks a program which deals with
the problem of labor force resources which are
underemployed or unemployable because of lack
of the skills called for by an advanced technologi-
cal society. Few people seem to analyze properly
the meaning of a 5 percent unemployment level
during those periods when our economy is operat-
ing at what we consider to be levels of "full
employment." For example, when in November,
1977, the level of unemployment was 7 percent,
the Conference Board's index of help-wanted
advertising reached an all-time peak. By 1977, the
U.S. economy had recovered from the first OPEC
recession. Though industrial output was at a high
level, the unemployment rate was still 3-31/2 per-
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centage points above what would normally be
anticipated for an almost completely rectivered
'economy.

West German Program
In the March 13, 1978, issue of Business Week I

made the point that the major industrial nations
of the world have had a far superior record than
we have had during the last ten years in the areas
of employment, inflation and productivity. One
of the major factors in the economic success of
West Germany, for example, has been the indus-
trial and government philosophy that the most
critical regource to invest in is the litevor force. Re-
flecting this philosophy, beginning in 1964, West
Germany has provided, as a right to every adult,
whether employed or unemployed, up to two years
of full-time training or re-training. All training
costs plus an income subsidy, which can be as high
as 90 percent of the last wage, are covered. The
income subsidy varies inversely with the last wage.

. the most critical resource to
invest in is the labor force.

Thus a low-wage employee loses little income in
upgrading his or her skills and increasing his or
her productivity. A higher-paid worker will lose.1
proportionately in income, thus guaranteeing there
are no frivolous decisions to leave a job. The psy-
chology works. Most people want to make more
money rather than less. If they are given help to
achieve this goal, they will do. so. Those needing
the most help but with the most to gain, are the
low-paid workers. Hence, they are subsidized the
most. But the economy gains the most by their
becoming higher skilled workers. Moving allow.
ances and short-term rental allowances to encour-
age moving where the good jobs are located are all
included.

In 1971, based upon their evaluation of the West
German employment and training program, the
French adopted the same approach as did Great
Britain in 1975. The British approach, called the
Training Opportunities Scheme (TOPS), has a
lower age limit of. 19. thus permitting their old
apprenticeship system to continue to operate up to
that age.

The German, French and Brit islmystems depend
upon different parts of the economy for training
and education. In Germany and France, much is
done through the private sector. In Great Britain,
almost all is done through the public sector, with a
strong reliance on technical colleges and govern-
ment training centers. ln West Germany and Great
Britain, these programs were developed in a co-
operatii4 effort by industry, education and
government.

12

British Scheme
It might be cif interest to look at the TOPS pro-

gram a bit more closely. The program started in
1975 and by 1978 had over 94,000 enrollees. Of
,this total, approximately 40,000 were females and
54,000 were males. The age distribution would
place approximately 15 percent in the 26 through
29 age category, 14 percent in the 30-34 age cate-
gory and 9 percent in the 35-39 years of age cate-
gory. The remaining traineei were distributed in
the under 26 and over 39 age categories.,

In 1975, the trainees tended to lump themselves
into four major categories of training. The largest
category was clerical and commercial. This
counted for approximately 35 percent of all train-
ing and was apparently training provided mostly
for females. The next largest category was miscel-
laneous engineering and, as far as can be deter-
mined, was in essence junior mechanical trades.
The next categbry was construction, accounting for
about 10 percent ofccptal training. Finally came an
item which accounted fOr about 7 percent, .called
engineering production, basically semi-skilled
production work in factories.

By 1978, however, the major thrust of training
had changed. The major category now was that of
highly skilled office services which included short-
hand, typing, machine-use and executive secretari-
al training. The next category which was fairly
close in numbers was metal-making and highly
skilled engineering. These two categories, one
probably female oriented and the other male
oriented, accounted for approximately 30 percent
of all trainee programs. But not far I)ehind was
office and clerical skills, probably somewhat more
junior than tbe largest category. Some of the other
categories in which sizable numbers of trainees
were involved are rather intriguing. Management
accounted for about 6 percent of all trainees, heavy
equipment maintenance and driving accounted for
about 6 percent, retailing and merchandising ac-
counted for about 3 percent, welding accounted
for about 4 percent, as did construction.

Training took place in four types of institutions
of which three were major. First there were the skill
centers, which were established prior to World
War I by the British government and which have
been used on and off during periods of emergency
when large numbers of individuals had to be train-
ed. The last time the skill centers were in major use
was prior to and during most of World War II.

Second there were the employer establishments.
These were training sites with programs geared not
only to the needs of the employer at the work site,
but also to skill needs which were general through-
out the industry.

Finally, colleges were used to a great degree.
These colleges were somewhat like the community
colleges in our own country. In 1975, the major
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souro of training was the college center, second
.were the skill centers; and finally the employer
establishments.

By 1978, there had been a tremendous increase
in the number oi individuals being trained at the
emnloyer establishments, but colleges still remain-
ed number one by far with approximately 50 per-
cent of all trainees being trained at those colleges.
The skill centers trained approximately 25 percent
of all trainees.

A fourth centsr which has been used were those
centers that have to do with the development of
skills for driving heavy equipment. The number of
such trainees h.ts 'remained at about 5,000 between
1975 and 1977.

It is interesting to note the emphasis which has
been placed on the use of college sites for training.
When I conducted a study of the TOPS program
in Great Britain several years ago, the point was
made that the colleges were being looked to as a
major source of training because of the intent rot
only to provide for skill training but also to provide
as a basic component in the TOPS program what
we would see as more fundamental aspects of
education. This includes reading, computational
skills and other types of courses which are con-
cerned with adaptive skills.

With regard to stipends, troinees over ige 20
and without dependents of any sort normally re-
ceive a stipend which is approximately $50.00 per
week if living at home and slightly less it' living at
or near the training site where living costs may be
subsidized. In addition, traveling expenses are paid
if the training center is more than two miles from
the home or lodging. Free midday meals are given,
or an allowance in lieu of a free midday meal, in
the event that those meals are not available. For
those trainees with dependents, supplemental pay-
ments are made for each dependent. For those
trainees who have been contributing to national
insurance schemes, tnere is an additional payment
made based on the length of payment into the
national insurance program. The range of the
stipends depending on age and number of depen-
dents would go from approximately $50.00 a week
to approximately $80.00 a week. To get some idea
of where these stipends are with regard to average
weekly gross earnings in 1977, the average gross
earnings for a male worker were approximately
$126.00 a week, while for the average female
worker approximately $82.00 a week.
Japanese Approach

In J apan, the policy to upgrade continuously and
retrain workers in order to achieve productivity
gains is largely carri...1 out within the large com-
panies. Historically, the practice of lifelong em-
ployment has nurtured a policy of in-house recur/
rent education and training. Japanese workers
don't constitute obstacles to innovative machinery
or labor-saving techniques because they know two

thing& First, th4 will be retrained and up-graded
for a different and more demanding job, and sec-
ond, the innovation will enhance the competitive
ability of the firm. There is, in reality, an assumed
basic right to retraining and education in Japan
whkch is an historical institution among die
medium And large size companies.
Investing in the Labor Force

In the United States, we tend to see the unem-
ployment problem as a sort of disguised welfare
problem involving people who should be urged to
use their bootstraps with minimal help from un-
employment payments. We view workers as an
asset as long as they are employed. They become a
liability when unemployed, and we are reluctant t9
spend too much money on them, hoping instead
that the economy will improve or that they will
somehow find some sort of job.

ts

Until we adopt an investment
approach to our labor force . . .

our unemplOment rate will
remain above acceptable levels.

We have had trairting prorrams, of course, but
our expenditures have been slight when compared
with the efforts of West German, French, and
since 1975, British programs. We have not, since
the GI Bill following World War II, provided both
an adequate income supplement and a long enough
period of training to do the job of maintaining a
work force capable of supplying our advanced in-
dustrial and service sector needs. No U.S. admin-
istration has really considered the European ex-
perience. Our key policymakers are most often
"educated" by economic aavisers about the in-
evitability of the Phillips curve or use the "wet
finger in the wind" approach to try to discern
what is politically acceptable and will not cause
them to be viewed as being too radical. .

We continue to spend money during the hot
summers to cool off human tinder. We spend
money for public service jobs that can be done by
functional illiterates or by workers who can read
and write but have too few skills for the better jobs
that are vacant in both the public and the private
s;:ctors. We perpetuate economic fraud!

Until we adopt an investment approach to our
labor force and spend funds that are reaily ade-
quate for a continuous upgrading of this key re-
source, our unemployment rate will remain above
acceptable levels. Our $2,000 billion economy
probably needs an ongoing training program that
covers about 2 percent of our work force each year.
What would this cost and could we sustain such
costs? I think so, based upon recent expenditures
for the CETA program. CETA budgets have K.:en
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in the $9-10 billion range d ing 1978-80. If we
agsume a combined training ost and stipend .of
$8,500 ($1400 for training and $7,000 for stipend),
the cost for 2 mfilion trainees would be $17 billion
per year. This exceeds the CETA level of expendi-
turesebut bear in mind that the great majority of
these trainees would ordinarily have received
unemployment compensation. They would not
receive such compensation while in training. Dur-
ing the period August 41978-July 1979, the total
payments for unemployment compensation were
in the neighborhood of $7 billion. Of course, a
part of the $7 billion is compensation for short-
term unemployed who do not need training. But
the data available seem to indicate that a large
proportion of the unemployed are individuals who
are in low-level skills where periodic, frequent
unemployment is a pattern of "normal existence.

lAnd, of course, during the period these people are
Ireceiving anemployment benefits, they are ieceiv-
ing no training or education to upgrade skills or
employment potential. As is well known, only
about 30 percent of CETA funds are used for
training. The bulk of CETA funds goes for public
service jobs tailored to the low skill level of the
recipients. It is thinly disguised welfare.

During periods of high unemployment, we
should intensify our efforts to retrain rather than
merely pay unemployment compensation to those
whose employability will not improve without such
training. Obviously, such training must include
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fundamental education if that is lacking.
Such a program would be modeled on the Ger-

man and British systems, which in turn follow the
pattern set by our own GI Bill program. It would
provide payments and counseling to unskilled
workers, but it would let them decide what sort of
training they wanted and where they would get it.
Ptiyate schools, public schools, and on-the-job
trkining programs could then compete on the basis
of efficiency..
A Productive Labor Force/A Healthy Economy

It will cost a great deal more than we are accus-
tomed to spending for education and training to
deal adequately with the problem of an effective

t work force. But as every successful businessman
'knows, you have to spend money to make Money,.
Many of the industrial countries in Western Europe
have learned that lesson with respect to their work
-forces, and their high economic performance has
shown it. We have refused to learn from what they
have done, and our low economic performance
has shown it.

The time has arrived, I believe, for the employer,
educator and union leader to join hands in devel-
oping a cooperative effort which guarantees the .

right of every worker to have an up-to-date skill
and basic education, the availability of a consis-
tently productive labor force for our industriai
economy, and a. form of employment security
which is based Upon a healthy economy and a
trained labor force.



By Craig D. Musick

What
Employees Need
In Training and
How to Promote
Cooperation
Between ASTD,
AACJC and,AVA

Employers are now spending some $30 to $40
billion Annually on employment and training.
This does not include the salaries and wages

of those being trained.
The training fünction in business and industry

has grown and grown. For example, the member-
ship in the American Society for Training and
Development has doubled in the past ten years
because the employer is asking his/her trainer to
get informed and solve training problems.

The sad part about these training costs is the fact
that many of them appear in no one's budget, but
rather in the form of low production, bad opera-
tions, poor quality and non-productive labor.'
They are totally unaccounted for in terms of value
received for dollars spent.

Major corporations have formal training pro-
grams for new employees. The major cost compo-
nents of any training program are as follows:"

1. The development of training
2. The delivery of training
3. The trainees' wages and .benefits
However, if formal training is not present, on-

the-job-training (OJT) takes place. In essence,

'Peloguin, Jerome J., "Training: The Key to Producti-
vity (or: How We Can Save the World from Capital-
ism)," Training and Development Journal, February,
1980.
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training will take place: good or bad; formal or
informal; stratured or unstructured. Without
good training, a poor work habit or job technique
will become a lifetime work habit which will affect
all phases of future operations.
Econoraica of Training

N. must talk about the economics of training
before we tackle the question of what we need in
employee training, The following items can reduce
training costs:

1. The reduction of training time
2. An increase in the competency of th, trainees
A component cost of any training program is the

non-productive time the trainee spends on a train-
ing program. Of course,clear cut job standards are
required to establish bench marks for the new
workers to meet. Any reduction of training time
will bring a substantial return on investment.

Recently 60 representatives from Aiken County,
South Carolina, gathered at the Aiken Technical
College to discuss the college's role with industry
in the coming decade. As chairman of the Aiken
Technical College for the past 11 years and training
director of the largest employer in the county, I see
the problem from both sides.
Colleges, Industry Growing Apart

I. The technical colleges in South Carolina are
trying to develop technicians (2 years) and skilled
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craftsmen (1 year) for business and industry. This
concept has been used in the state since 1962.
However, corporations have been slow to accept
the technician concept because they do not have
such a slot in their salary administrativr plan and
corporate structure.

2. Business aml industry are spending their time,
energy, and concern on entry level positions, plus
retraining or upgrading the current employees,
because of plant expansion and new industries
moving into the area.

In summary, the colleges are spending their time
and energy on selling and developing technicians.
Business and industry are putting out fires, train-
ing entry level employees or upgrading employees
blcause the "trained" emplqyees have quit for a
new industry.

Both units (college and industry) are training
people but not working together. In fact, over the
past few years they may have been growing further
apart, technical colleges considering moving from
2 to 4 years, and industry down to entry-level
operators.
What Industry Needs

What did the industry representative tell the
college officials at the meeting?

Provide placement service to students.
Train more maintenance mechanics.
Introduce use of computers into existing

curriculum.
Avoid diluting the college mission by expand-

ing into nonessential fields.
Continue to be available to meet any com-

pany's specific training needs through custom-
designed programs.

Make the college mission better known to in-
dustry and business.

Train textile workers in entry-level skills.
Institute a program of cooperative education

to give students experience on the job.
Enable faculty to go back to work in industry

for short periods of time.
Include training in the free enterprise system,

interpersonal relations, and work ethics in all
regular curriculum.

The group concluded that more cooperation is
needed between technical colleges and industry.
Industrial managers and executives would come
and speak to the technical students, and faculty
members would keep in touch with the industrial
communitq by visiting plants and key officials.
Some Priorities

The report of the National Forum on Learning
in the American Future: Future Needs and Goals
for Adult Learning, 1980-20002 looks at employ-

'Glover, Robert, "Future Needs and Goals for Adult
Learning. 1980-2000." Report of the National Forum
on Learning in the American Fuluie, November, 1979.
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ment, counseling. and training and gives them a
moderately high to high ranking on both present
and future goal priorities, Some priorities are as
follows:

I. Rapid technological change makes it neces-
sary to retrain productive workers whose skills
have become obsolete.

2. Higher priority should be given to workers
who are trainable and whose skills are in demand.

3. Government-subsidized job training pro-
grams (e.g., CETA) are preferable to welfare and
unemployment, but not cost effective.

4. The private sector should assume the major
responsibility for creating job opportunities for
t he unemployed,

5. The unemployed should assume more re-
sponsibility for their own training.

Ideas to Teach
1. Free Enterprise System

If you were to survey the top corporation execu-
tives about what course should be taught trainees
at all levels, it would be the free enterprise system.
However, the concept of marching them in a class-
room while at college or on the job is not the
solution to the problem. The free enterprise system
has to be integrated in all college courAgs through
creative instructing. Two such samples would be
typing and automotive repairs. The typing instruc-
tor could explain the cost of typing a letter and
what an error would cost the employer. Automo-
tive students should understand the cost of parts,
labor and cost to the customer.

If you were to survey the top
corporation executives about
what course should be taught
trainees at all levels, it would be
the free enterprise system.

2. Environment Training
In the manufacturing/industrial area, new em-

ployees have rarely been exposed to the manufac-
turing environment. It is quite a culture shock for
many new employees because they have never seen
industrial machinery, equipment, hours, or people
before. However, they have been exposed to other
environmental areas as customers in banks, retail
stores, or hamburger stands, so it is easy for them
to be psychologically ready to accept employment
and the business environment. But how do you
train employees for the manufacturing environ.
inent? The simplest answer is on-the-job experience
(OJE) while going to college, which could be de-
signed into the curricula. The field of education
does an excellent job of OJE through practice



teaching. Students actually go out on the job
teaching during their college training to practice
what they have learned and to get adjusted to the
teaching tnvironment. Vocational, technical, and
business colleges have tried to design some of this
environment training through their shops and
labs, but this does not replicate the true industrial
setting. Cooperative education has been used with
some success. Question: Would corporations
allow OJE to take place if asked by the various
occupation-oriented colleges? Yes, on a very limit-
ed basis or as trial projects.

3. Basic Ski%
Since technical breakthroughs have really come

to the forefront in the past 10 years, business and
industry are spending many dollars training their
own employees. Business and ihdustry are looking
for the entry person with excellent basic skills.
What arethose skills? (1) reading, (2) oral com-
munications, (3) written tomMunications, (4)
basic math, and (5) mechanical ability.

Because of current and future funding problems
for community colleges, the institutions may find
it wise to limit their curricula and specialization
for their students and customers business and
industry. It may be expedient for them to consider
general programs which stress the basic skills re-
quired by local business and industry.

As the equipment becomes more specialized and
costly, the community college may not be able to
design specific courses of study.
4. Work Ethics

This subject depends on which side you listen to
employer or employee. The employer wants a

"fair day's work for a fair day's pay." Employers
ask, "Why are employees late to work, absent,
careless, poor in attitude, low in production, and
poor in quality?"

In a monumental book, The Achieving Society,'
Harvard Professor David McClelland, describes
four types of people living in America: (1) The
takers, 27 percent of the population, have a goal
in life to get something for nothing or take more
than they are willing to give. (2) Members of the
next group, 60 percent of the population, are call-
ed average. Their goal in life is to make it through
the day and just get by. (3) The top two groups, 13
percent, are the winners. Their goal in life is to
win, to succeed, to accomplish, to achieve and to
enjoy life.

Why bring The Achieving Society into this
paper? Because r -,st executives and managers are
the winners (13 percent), but their employees are
just trying to get by (60 percent), or trying to get
out of something (27 percent). The executives do
not understand why these workers do not have the

'McCleIli.nd. David, The Achieving Society, The Free
Press, 1967.

. . employers and employees
need to be educated about
work ethics.

same goals, characteristics, and behavior they do.
Top management wants a strong work ethics

program directed at school and college students to
train them just as they themselves were trained 30
to 40 years ago. It should be noted that 40 years
ago you either achieved or died. There was no wel-
fare established at that time, and there were very
few takers (27 percent). This explains the large
communication gap between, top managers and
their employees.

A solution to the problem is not easy because
both employers and employees need to be educated
.about work ethics. College advisory committees
should see that work ethics and free enterprise are
integrated into the curriculum.

RECOMMENDATIONS
How can ASTD and AACJC and AVA work

together to solve some of the problems listed in
this paper?

1. ASTD and AACJC and AVA should form a
joint blue ribbon national committee task force.

2. The task force should take the recommenda-
tions from the Wingspread conference and develop ,

a plan of action. The plan of action should have
three or four pilot projects throughout the U.S.

ASTD has 114 chapters across the U.S. where
community colleges are located and they could
form sub-task forces. Local task forces could
review the national action plan and contract or ex-
pand its objectives. Members of the local ASTD
chapters would be great resources for community
college advisory committees. The project would
not cost a lot of money because it would be done
locally, with minimal travel required. It should be
noted that many community college faculty and
staff members are ASTD members.

As pressures of federal and state regulations
continue to mount, plus economic problems, the
entire area of training will become more important.
Trainers will be more accountable for maximizing
return on investment. Along those lines the train-
ing function has moved away from the personnel
department, with the training director reporting
straight to top management. Because of costs and
pressure from top management for results, we can
expect industry to continue to do much of its own
training.
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By Don C. Garrison

Community
Colleges aAd
Inclustry
A Stronger
Partnership for
Human Resource
Development

This new decade of the 80's presents significant
challenges to community colleges. Many
economic and social prophets are now pre-

dicting major changes in our present way of life in
America. The quality of life which the majority of
Americans presently enjoys is seriously threatened
as we enter the decade.

Here is the way Chase Econometrics Associates
forecasts. the 80's in a UPI news story in January
of this yeat:

Inflation will continue to be high, between 9
and 12 percent.

Unemployment will peak at about 8 percent
at the height of a recession this spring and summer.

Unemployment and inflation will continue to
rob households of their buying power.

Short-term interest rates will drop about 5
percent and long-term interest rates will decline
one to two percent during the next decade.

Individual Americans will feel rising un-
employment in different ways. Some skilled
workers in affected industries will be laid off.

The unskilled particularly the unskilled in
inner cities including teenagers and the elderly
won't get jobs.

Energy problems will continue to fuel our
economic woes.
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Chase is not alone in these predictions. Almost
every report all of us have read in the past couple
of years contains prognostications like Chase's.

"The Southeast Economic Survey," a publica-
tion of the Atlanta Journal and Constitution, in
January of this year contained this message:

Most economists believe that only byproduc-
ing more efficiently can the average American
worker obtain wage increases that will keep
up with the rise in prices and thereby maintain
or improve his standard of living.
These questions have to be faced, and new ex-

panded technology, along with its compan,t,:.
training will provide some of the solutio.s.

Paramount among the challenges and changes
ahead for colleges is the fact that the birthrate in
the United States has declined significantly over
the past 18 years, with 28 percent fewer children
being born now than were born in 1959. A given
community or region, city or state will be affected
to a greater or lesser degree by this statistic due to
migration of the population, mobility, and related
factors. The signal is clear, however, and we rec-
ognize that the availability to colleges of an increas-
ing number of high school graduates will end early
in the 1980's.

The past 20-year period represented golden years



when community colleges were established in large
numbers, at an approximate rate of more than one
a week in a period during the mid 60's. Termina-
tion of the Vietnam war catapulted enrollment of
Vietnam veterans in the mid 70's, and this factor is
still making a significant impact on today's enroll-
ment. Vietnam enrollment, however, is now on
the decline and, when considered with the birth-
rate factor, it becomes clear that it is not a buyer's
market for the institutions of higher education
today.

The Carnegie Council on Policy Studies in
Higher Education predicted recently that college
enrollment during the next two decades will shrink
5 to 15 percent. The Council also r:aid, "It is quite
likely the nation's 3,000 colleges and universities
will suffer a downward drift in quality, balance,
integrity, dynamism, diversity, private initiative,
and research capability."

A strong growth in enrollment of women and
expanding adult education represent a counter
trend that may be a reason for the 2.6 percent in-
crease in community colleges' opening enrollment
this past fall (1979).

The primary reason I refer to this demography
is to make it clear that, as community colleges face
this new threat, we are now more eager to change
emphasis and priorities and intensify community
response. We are becoming more aware of the
potential for responding to needs that heretofore
we have either failed to respond to adequately or
did not recognize or understand.

Many community colleges which have been al-
most solely transfer oriented are now launching
non-transfer oriented, occupational programs and
are looking to ways to better serve the business,
industrial, and labor community. Also, stronger
part-time credit and non-credit enrollments are
evidence that some success ii these efforts is being
realized.

Roger Yarrington, vice president of the Ameri-
can Association of Community and Junior Col-
leges, reports that in 1965 14 percent of the
1.3-million students enrolled in community colleges
were in occupational programs; whereas, in the
1979-80 school year, 52 percent of the 4.3-million
students in community colleges are enrolled in
occupational programs.

These statistics and trends are offered to make
another simple point. The American comprehen-
sive community colleges over 1,230 in number

located in proximity to almost all Ame;icans
and committed to responding to local people and
community needs represent an almost immea-
surable resource. These colleges possess a delivery
system which has the local community orientation,
the human and physical capacity, and the flexibility
to respond to the many challenges which all
Americans face in the 1980's.

Community colleges can and do change! We
possess flexibility to change. A quick and simple
comparison of student average age, sex ratios and
full-time/part-time status as compared with 10
years ago will show that, indeed we change.

Many community colleges . .

are looking to ways to better
serve the business, industrial,
and labor community.

Community Colleges a RP3ource
Prevailing conditiotis as we enter this decade

make it possible for the community college to
contribute to meeting business and industrial needs
and bring about a greater cooperation and contri-
bution than ever before. Energy supply, inflation,
environmental protection, economic development
and competition, accelerating change, the increas-
ed complexity of everyday life, growth, fiscal con-
straints, and increase in crime rates represent a
sufficient number of challenges.

Another challenge, the productivity question,
ranks at or near the top of the present problems
facing America. President Carter, in July of last
year, told the nation, "The productivity of Ameri-
can workers is dropping and the willingness of
Americans to save for the future has fallen below
that of all other people of the Western world."
American productivity must increase if we as a
nation are to compete in the international market-
place and, in so doing, keep our economy strong
and growing. Many have pointed 03 the utilization
and implementation of new, advanced technology
as a major part of the solution to the problem.

There is increasing use of new technology, and
this is chi' aging the work place. Some have
pointed out that a lack of highly-skilled techni-
cians who have the ability to deal with advanced
technical processes stands as a major barrier
against stronger capital investment and applica-
tion of new sophisticated manufacturing techno-
logy. Technological breakthroughs will continue
to change the world of work in the years ahead.
Many jobs will become obsolete so quickly that
people will not think in terms of career education
but rather in terms of a lifetime of careers.

Changes in the work place will involve not only
how the worker is trainect for the job but how he
maintains his capability to respond to the demands
of his job. Skilled workers and technicians will
have to be retrained a minimum of four times in
their work years to meet the technological changes
they will face.

The 1980's and 1990's to the year 2000 will dic-
tate greater demands on education than heretofore.
This point was agree. upon by 50 distinguished
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persons, both in the United States and from over-
seas, who were interviewed as part of a research
effort by the National Education Association to
determine what America's education ft lure to the.
year 2000 should be like. The 1918 Am lican edu-
cational goals, "Seven Cardinal Principles of
Education," were also examined as a part ot' the
NEA's considerations. The 50 panelists concurred
'that the 1918 "Seven Cardinal Principles" were
valid and suitable after 60 years, with minor
exception.

Cardinal Principles
Vocational competence was one of the seven

1918 goals, or "cardinal principles." The NEA
panelists noted in regard to vocational competence
the following:

Specific vocational skills are difficult to fore-
see in a changing society.

A good general education is prerequisite to
the vocational skills of the operating theater,
supermarket, or factory.

Lifelong learning is a vocational skill.
There is a need to develop a new breed of

workers who see their jobs in an ecological context.
Occupational education must not lock people

in the wrong jobs.
At the risk of overemphasizing the NEA's at-

tempt to look at the future thrust of education in
America, it is, in my judgement, important to con-
sider points agreed upon by the 50 distinguished
panelists and to offer ninc of the twelve of these as
needs to which community colleges must be coma
'mitted today:

I. The need for education to develop a spirit of
global community of planned interdependence
and dynamic reciprocity which respects multi-
ethnic and polycultural differences both in the
U.S. and abroad

. 2. The need to make education a continuing,
lifelong process

3. The need for flexibility in instruction and for
emphasis on learning experiences rather than the
route followed in providing them

4. The need to recognize that a wide range of
performance is to be expected among learners,
both young and old

5. The need to understand that students' as-
pirations and motivations are best served when
learning is at least partly self-selected rather than
solely dictated by teachers

6. The need for continuing education on a
worldwide basis that would serve both mature
(past 30) and senior (past 60) learners

7. The need to recognize that teaching and lear-
ning do not oc:ur only in schools

8. ,The need to understand that occupational
education should transcend vocational training
and encourage greater versatility among members
of the work force through better general education
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9. The need for instruction in subject matter
fields to instill an understanding of contemporary
threats to the biosphere and emphasize socially
useful service by persons of all ages in main-
taining the biosphere and achieving a balance be-
tween humans and their environment
Post High School Training Needed

There is a present and continuing need for edu-
cational programs to produce the skilled manpower
needed by business and industry. The fact that
private employers invest well over $2 billion on
employee education annually, with a greater por-
tion of these dollars going into internal company
courses, should make clear to community college
educators the importance and necessity of educa-
tion and training of the American worker as per-
ceived by industry itself. The cited $2 billion figure
would, of course, be substantially higher if the
cost of wages and salaries paid to employees while
learning were included.

The fact that private employers
invest well over $2 billion on
employee education annually
. . . should make clear.. . .

the importance . . . of education
and training . . . as perceived
by industry itself.

Another factor which bears on the subject of
productivity is that the plague of unemployment
and underemployment in this country is nourished
by the people who suffer the resulting ills of pover-
ty and cannot find employment because they do
not possess the skills demanded in today's available
jobs. It is essential, however, that community col-
lege educators fully understand that our post-
industrial American society of the 1980's demands
initial and continuing job-work related learning if
our exemplary standard of living is to be sustained.
To fail to respond to this challenge could result in
the children of the year 2025 living a replay of the
simple life of the 10th Century and its low-techno-
logy life quality.

Simply stated, a major portion of the existing
and new jobs being created annually dictate post-
high school occupational education preparation
for job entry and continued learning over a lifetime
to maintain job skills to insure, in turn, increased
productivity as technological change continues to
mount.

What Does Education Offer Industry?
It has been pointed out enlier that the com-

munity college represents a community, stare and
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national resource which almost defies measure.
Recognition of some of the components which
make this true will contribute significantly to
understanding what community colleges have to
offer business, industry and labor.

I. Community colleges across America are as
diverse as the people and the communities they
serve. It is out of this diversity that we gain our
strength and importance as a national resource.

Occupational education must be recognized
as contributing to the generation of the economic
health and wealth of the community, state, or
nation. State and local recognition and mandates
to the college are first steps toward assuring that
the college responds to business and industry.

2. Structure and funding represent two more
important elements which can make community
colleges a resource to industry. I cite my own state.
South Carolina, and our state/local technical
education system as an examplo of this point. Pre-
sently, 6 of the 16 technical colleges are indeed
comprehensive community colleges. The other 10
do not offer the A.A. and A.S. college parallel
curricula. A major reason underlying the establish-
ment to the system and its component colleges was
to resolve the problem,of outmigration of the
greatest resource of the state, our young people,
and to do that, new diverse industry would have to
be attracted to the state. Industry had to be con-
vinced that the capability existed to train the work
force that it would need and then to retrain, up-
grade, or update the existing work force over the
years. The system was structured and funded to
provide those functions.

According to a recent congressional study com-
piled by the Northeast-Midwest Institute, if the
North wants to continue competing for rnanufac-
turing jobs in the future, it had better begin mim-
icking the South, especially its highly developed
technical education system. The author of this
report, Charlotte-Short, said, "The biggest thing
is that the South, while not perfect, is way above
the others in putting together an effective system
for indu..trial education." State financing has
been provided since the inception of our South
Carolina system to design and operate education/
training progrt ms to prepare, to industry's quality
specifications and leadtime, the work force neces-
sary to enable the new incoming industries and
existing expanding industries to start up in the
black and profit at the onset.

There are other contributing factors to t he eco-
nomic industrial growth record in South Carolina
since 1962 when the TEC system was established.
Short, in the congressional report, states: "The
South's gain over the North in manufacturing
employment over the past decade has not only been
promoted by the favorable business climate of the
South including non-union membership and tax

advantages but also by an unbridled eagerness
by the southern states to train, at public expense,
the workers needed for expanding or relocating
industry."

The net growth record of new and expanded
industry in South Carolina since 1962 is valued at
$6 billion and has created 115,000 new production
jobs. The 16 TEC colleges, like other community
colleges in America, provide ongoing occupational-
vocational-technical education programs assuring
a continuing soutce of technicians and skilled
craftsmen to business and industry. They also
provide continuing technical education and life-
long learning programs in direct response to
industrial needs. This three-point program of serv-
ing industry is: (1) special schools training for a
new or expanding industry, (2) ongoing occupa-
tional programs to prepare skilled craftsmen and
technicians to meet industrial and business future
needs, and (3) continued upgrading and retraining
programs to keep pace with changing technology.

South Carolina is further supported by over 50
new And modern area vocational centers adminis-
tered by the secondary school system. These
centers demonstrate the strong statewide and local
commitment to serving industrial needs and, con-
tribute to maintaining a pro-business/industry en-
vironment throughout the state.

Economic health and wealth is important to all
communities. in America. Initiatives and com-
mitments across America comparable to South
Carolina's over the past two decades have been
replicated in only a small number of states. The
main point I wish to make in sharing the results of
my own state is that a strong commitment from the
state legislature, the governor, and the local gov-
ernment to make it possible to respond to indus-
trial training needs from the onset establishes the
necessary rapport and commitment for a strong
industry-education relationship.

3. Community colleges command many re-
sources. Among these resources are human, fihan-
cial, and physical along with eagerness and flexi-
bility to serve.

4. A given community college has the capability
of generating the needed identity in the industrial/
business community by determining the needs aud
responding to them. The identification of the
community-oriented college as a great community
and business-industry resource will in itself contri-
bute to the maximum use of the college by business
and industry.

5. Community colleges possess in most cases
unique elements in American higher education.
The elements are flexibility and adaptability. The
flexibility and adaptability are mirrored in the
hundreds of different occupational programs
offered in community colleges across the nation
and even within some states. Paramount among
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these programs are the following:
Co-op education in many occupational fields
Apprenticeship programs
Contitiuing-lifelong educational programs

tailored to specific industrial and employee needs
Flexible and individual scheduling of courses

at times convenient to industry and students
Developmental education and GED pro-

grams, many of which are offered at the site of a
Ngiven industry

Ns Comprehensive Education Training Act
(CETA) programs to meet specific occupational
requirements in the community (available in many
community colleges presently)

Special programs designed to meet a specific
need of a specific employer

6. Community colleges provide instructional
programs at the lowest possible cost low cost to
the student and low cost to the business or industry
which is providing financial support. This is true if
considered on a tuition reimbursement basis or
contractual basis with the community college. In
our state, as is the case with the few states which
provide special training programs for new and
expanding industry, these services are free to the
industry.

These six elements represent, in broad terms,
the main framework within which the community
college can or should operate. The resource of the
community college, made possible largely because
of the tax dollars that industry, business and their
employees pay, is capable of contributing ,to in-
dustry's ability to produce, to profit, and to main-
tain corporate health.

Recent Experiences
A brief description of some of the most recent

experiences which we have had at Tri-County
Technical College in response to industrial needs:

1. A major textile corporation in our service
area contracted with the college to provide an on-
campus, week-long, instructional program to make
all of the company's front-line supervisors more
aware and understanding of the importance of
industrial engineering to the success and producti-
vity of the company. Twenty-eight week-long ses-
sions were required to move all of the supervisors
through the course. This is continuing on a quarter-
ly basis for all newly-appointed supervisors. The
corporation paid all tuition, as well as trainee food
and lodging expenses at a nearby hotel.

2. We are presently in the process of operating
or developing learning programs for 9 of the 25
new or expanding industries in our three-county
service area.

3. Early in January, 1980, a major textile cor-
poration with 5 large plants within our service area
contracted with the college to provide on-campus,
pre-supervisory training to those persons they
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select as supervisory candidate's. These employees
will be compensated at their regular rate of pay
while on campus and away from their production
jobs two days of each week. At the same time the,
will earn more than 15 hours of credit during the
three quarters they will be in the program. AU
credits earned can be applied to the associate degree
in the textile management program offered by
the college.

4. An in-plant management development pro-
gram was initiated in 1972 to aid industry in
upgrading its supervisory personnel. The most
popular ingredient of this program has been the
in-plant courses in which managers at all levels re-
ceive instruction in their own plant and, quite
often, while on the job. EnrollmepQn the manage-
ment development programs to Zate exceeds 4,500
students with an average of 10 contact hours per
student. One corporation alone had a total of
17,000 hours of instruction for its supervisors.

5. A maintenance mechanic program was initi-
ated as a result of one of the regularly scheduled
visits to major business and industrial sites. These
visits by the president, and continuing education
dean, the director of in-plant training, and the
industrial services representative provide oppor-
tunity to communicate at the executive level what
tne college provides to industry and the college's
purpose and desire to serveindustry. The industrial
services representative is a major position funded
by the state for use by the college. This person
visits industry daily to identify training needs and
does follow-up with appropriate personnel of the
college. One such visit to a Michelin tire plant
employing more than 1200 persons along with visits
to three other major plants opened in the state
since 1975 resulted in the implementation of the
maintenance mechanics program at Tri-County
Technical College to meet a specific need of
Michelin and the other plants. Other major indus-
tries have employed graduates of the program and
a majority of the 16 TEC colleges in the state now
offer the same program.

6. An associate degree textile management pro-
gram was established in 1973 to respond to a need
of the textile manufacturing industry. Since its
inception, the industries have jointly made avail-
able each year scholarships covering full tuition
and book expense to more than 50 students, This
is possible because of a close working relationship
with a very active advisory committee. Presently,
architects are designing a $.5 million textile training
center for the campus to expand the program and
house the new high technology equipment which
the majority Jf the industries are now acquiring.

The preceding examples of recent experiences of
one college are replicated across America by com-
munity colleges which have a strong commitment
to serve business and industry. The important
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factor here is that we all possess the institutional
capability to serve industry and business. A genuine
desire and commitment of state leaders, college
truttees, administration and faculty represent the
first necessary element in the success formula.

Another 'necessary element in this success for-
mula is equally critical. Cooperation is a two-way
street.

What Do Community Colleges Need
From Industry?

The first requirement which we need from busi-
ness, industry, and labor is mutual trust. Business
and industrial leaders must be willing to trust the
community college. They must give the college the
opportunity of responding to training needs that
have been identified.

industrialists must be willing
to give of their time by involving
themselves, and their key
employees, in the gffairs of
the'college.

Industries which have located in our state in the
past 20 years began to develop an understanding
of our capabilities to provide training even before
deciding to locate in South Carolina. Letters on

and included in TEC publications point out
very clearly that the services provided by TEC play
a key role in the final decision of most firms to
locate in South Carolina.

Past actions and performances of the college do
affect industry's attitude toward the college in this
area. "There are cases, to be sure, and my own
college is included, where community colleges have
failed to recognize industrial needs, and industry
has ione its own way. Likewise, there are cases
where industry has extended to colleges the oppor-
tunity, and the colleges, for whatever reason, have
failed to do the job required.

A second requirement is that industrialists must
be willing to give of their time by involving them-
selves, and the'r key employees, in the affairs of
the college. This is accomplished in many ways.
One of the important ways is by representing their
companies on advisory committees of the college.
These committees evaluate curricula and keep
training relevant to employer needs. They formu-
late cooperative education programs and ap-
prenticeship training. They explore equipment
requirements, and, of primary importance, they
help place graduates.

A third area in which industry can play an im-
portant part is with respect to equipment. Over the
past two to three years the colleges of the South
Carolina TEC system have found it increasingly
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difficult to acquire the new, advanced technolo-
gical equipment which is mandatory to maintaining
our "hands on" training. Theibiggest problem
facing technical community colleges is the rapid
advance of technology itself.

G. William Dudley, director of South Carolina's
TEC program said:

TEC is now faced with the difficult problem
of meeting the technical needs of industry to-
day. Today, a maintenance mechanic must
have an understanding of a wide range of
skills, including electronics, hydraulics and a
fundamental familiarity with computers. We
must stay on the cutting edge of technology
somohow. Keeping our teachers current is
one solution, but finding the funds to buy the
types of sophisticated equipment needed to-
day can be troublesome. The first time you
talk to a prospect he may be interested in X
product, Out when you see him a year later,
he is talking about Y because X is antiquated.
Things are changing so fast. Before we were
talking about buying a lathe for $3,000. Now
it's computer graphics that's what we
have to deal with.
In our state each TEC college scheduled on-

campus listening sessions for industrial, business
and community leaders and representatives to
express to the college what we should change, em-
phasize, or do differently in the future to render
the services they desire now and throughout the.
1980's. The response was most gratifying and pro-
vided a wealth of information for the task force
and subcommittees to use in developing the
"Design for the Eighties." This design will be acted
upon by trustees of the TEC college and the state
TEC board and will be submitted to the General
Assembly and governor for action and funding. A
million dollars appropriated to this project in the
current FY80 will be used to fund presently
known, high priority equipment needs.

The participation of industry in developing the
design constitutes the cornerstone of the total
project. In our case at Tri-County Technical Col-
lege, 58 specific recommendations from industry
resulted.

A fourth requirement is that industry must be
willing to engage in co-op and apprenticeship pro-
grams and to open its plants to tours and field
trips by the college.

Other ways in which industry can be involved in
the community college process are by promoting
and communicating the programs of the college;
making guest speakers available, awarding specific
scholarships, and contributing to the general schol-
arship fund of the college and to its foundation.
These are examples of ways industrial leaders can
help the college respond to the many educational
and training needs of industry while providing a
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better life for their employees.

Other Ways of Assisting
Other ways industry can assist community col-

leges are:

Industry can provide thc loeal community
college the information needed for program justi-
fication, content, and termination. This informa-
tion such as turnover rates, employment pro-
jections, job classifications, etc. can be provid-
ed to the college through advisory committees,
college surveys, and college industrial services
representatives. For example, my college con-
ducted a comprehensive employer needs assess-
ment last year that involved 94 percent of the ma-

, jor industries in the area along with 250 selected
small businesses.

Industry must communicate to education
specific competencies, or skills and knowledge
which graduates of specific occupational programs
Must possess.

Industry must provide objective, candid,
positive ctiticism to education as the college
follows up on its graduates.

Industries must speak to the community on
behalf of the college, relating how the college is
responding to their needs and to the needs of their
employees. This communication, for example, can
be via public service radio and television programs
and announcements. Similarly, industry can pro-
vide invaluable support by providing letters which
can be included in the annual report of the college,
by taping testimony to be used in budget presenta-
tions, and by communicating directly with elected
officials and membership of organizations and
governing bodies which formulate decisions, ap-
prove building projects, and affect the future
ability of the college to accomplish the job of serv-
ing industry.

Industry must stay in regular contact with the
college placement office and participate in job fairs
as scheduled by the college. The college placement
office and directors of specific occupational pro-
grams at the college rely heavily on industry advi-
sory committees to place and employ graduates.

RE:COMMENDATIONS
In conclusion, it is recommended that:
1. A joint AACJC/AVA/ASTD project be ini-

tiated which woulu enbrace as major objectives
the following:

Examination of the present state of the art in
assessment of student competence in secondary
vocational*institutions and community colleges so
that a better understanding of the importance, the
philosophy, and state of the art be achieved. A
better understanding and response by education to
industry would result. An assembly regarding as-
sessment could be one result or activity of such a
project.
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Development of a model curriculum design in
a major vocational/technical discipline (example:
electricity-electronics) which would recognize ex-
pected exit skills at points on a progression line
from entry at the secondary vocational school to
the highest associate degree community college
level. This model could then be adapted to other
programs. The model would be a competency-
based rather than a traditional time-oriented
model.

2. Industry initiate a nationwide media program
promoting vocational/technical/occupational edu-
cation at vocational centers, technical institutes,
and community colleges.

3. Industry and business initiate tuition refund
policies for students enrolled in occupational pro-
grams related to their jobs if such policies do not
now exist.

4. ASTD urge industries to advertise their tui-
tion reimbursement policies and encourage em-
ployees to take advantage of them at their local
community college or technical institute.

S. ASTD promote vigorously formal agreements
and procedures by which college credit for in-plant
training programs would be awarded by the local
community college and applied to a related occu
pational education program.

6. Community colleges and area vocational
schools employ full-time occupationa' faculty to
teach in industry to meet specific needs and as a
response to* increasing needs for better trained
workers.

7. The assembly recognize the importance of a
position at the colleges which reports to the chief
executive officer and has the responsibility of
visiting on a regularly scheduled basis the business
and industrial establishments in the community to
determine training needs and to maintain daily
direct personal lines of communication between
industry and the college.

8. The "quality issue" regarding the expecta-
tions by industry of the graduates of occupatir nal
vocational programs be addressed in future
AACJC/AVA joint activities. This subject might
be addressed in a future assembly.

9. Careful consideration be given to conducting
a major study to analyze the economic importance
and impact of occupational, vocational, technical
education on a given community.

*

Community colleges and vocational schools
represent t substantial portion of the national
wealth. The more these educational institutions
are used to serve the needs of the people, business
and industry, the greater the contribution they can
make to reducing the severity of a number ot
present problems, including energy, productivity,
and our ability to compete in the international
marketplace.



Report
of the
1980
Wingspread®
Assembly

he 1980 assembly met on March 12-14 at
TWingspread, the distinctive Frank Lloyd
Wright-designed educational conference

center of The Johnson Foundation in Racine,
Wisconsin, which is devoted to the free ex-
change of ideas. The theme of the assembly
was College-Industry Cooperation in Employ-
ee Training to Increase Productivity, Reduce
Unemployment and Combat Inflation. The
following statement, incorporating recom-
mendations of various groups, was drafted by
Gwen Gibson of the American Society for
Training and Development. It was reviewed
by assembly participants at the final session
and is presented here for further study, dis-
cussion and action.

* * *

The need for closer and better working rela-
tions among business, industry and education

as one means of improving productivity
and reducing unemployment has long been
recognized. But it was not until the 1980
Wingspread assembly that officials of three
leading organizations, representing the worlds
of work and education, convened to develop
new, joint approaches to the training, retrain-
ing and education of the nation's work force.

A national policy for human resource de-
velopment was the key proposal to emerge
from the assembly. A White House confer-
ence was suggested as the means to draft such
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a statement. The statement should proclaim
that lifelong training and education of the
American work force is essential to the health
of the national economy.

The projected White House Conference
was seen as a means of drawing attention to
the myriad other recommendations made by
the 60 participants in the 1980 Wingspread
assembly.

Among other things, these called for:
Closer collaboration, communicatinn

and sharing of research and resources than
ever before by the three participating associa-
tions the American Association of Com-
munity and Junior Colleges, American Soci-
ety for Training and Development and
American Vocational Association

Inquiries to other concerned associations
such as the Chamber of Commerce, the

National Alliance of Business, the AFL-CIO,
and others to determine their interest in
participating in joint projects aimed at devel-
oping the nation's human resources to the
fullest

New data-collection projects and surveys
to detcrmine on a local, state, and national
basis what the job market is today and what it
will be in the future so that more meaningful
education and training programs can by
designed

The identification of several model pro-
jects in which industry, education, labor and
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other segments of the community are working
together successfully to provide training, in-
crease productivity and improve the quality of
work life for the individual

A concerted effort by AACJC, ASTD
and AVA to involve the new U.S. Education
Department more actively in promoting com-
munication between education and industry

The first-of-its-kind Wingspread confer-
ence on industry-education cooperation was
first proposed by a liaison committee repre-
senting AACJC and AVA. The educational
associations felt it was essential to include
ASTD which represents human resource spe-
cialists in business, industry, government, and
labor. ASTD was invited and immediately ac-
cepted, and The Johnson Foundation agreed
to host ;he assembly.
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Keynote Speaker
Keynote speaker at the opening session on

Wednesday evening, March 12, was Willard
Wirtz, former Secretary of Labor and now
chairman of the board of the National Man-
power Institute. Wirtz had six suggestions for
.the participants as they embarked on their
new collaborative efforts:

I. Involve more women's, minority and
labor groups to make this partnership "more
effective and complete."
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2. Relate any aspect of community college
or institutionalized education "to the

rest of the adult learning process."
3. Recognize that worker input alone is not

responsible for the lagging productivity growth
rate but that management and the advancing
technologies are equally involved.

4. Balance occupational training with a
sense of the right of the individual "to a ful-
filling, rewarding life."

5. Remember that "the individual is an
end, industry is a means."

6. Think big, not small.
"We think small if we think solely in terms

of the interest of colleges and industry in for-
mulating training," Wirtz said. "We think
big if we understand that we are facing the
ultimate test of the free society whether it
can deal with the stresses of scientific invention
without losing sight of the human purpose."

Wirtz was the sole speaker at the 1980 as-
sembly. Background papers had been present-
ed earlier by: Herbert E. Striner, dean of the
College of Business Administration, American
University, Washington, D.C.; Craig Musick,
training director, Graniteville Company, Gra-
niteville, S.C., and president of ASTD; and
Don C. Garrison, president, Tri-County Tech-
nical College, Pendleton, S.C., and a member
of the AACJC board of directors.

RECOMMENDATIONS
On Thursday, March 13, the Wingspread

participants disdussed the background papers,
then drafted their own recommendations. To
do so they met in four work groups, some-
times breaking off into smaller groups. When
the facilitators read the recommendations of
their respective groups before a general ses-
sion Thursday night, a remarkable consensus
was evident about the need for a national
policy on human resources, for more colla-
boration among concerned associations and
for an accurate, up-to-date data bank, na-
tional in scope but local in purpose, on the
present and future job market.
New National Policy

In recommending a new national policy,
Group One, headed by Curtis Johnson, presi-
dent of Minneapolis Community College, en-
dorsed the "investment" approach proposed
by Herbert Striner in his background paper.
Striner's position, in essence, was that con-
tinuing education and training of the labor
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foFce or human resource development is
an absolutely necessary investment in the na-
tion's future.

Group Two, with Paul Chaddock, director
of planning and development for the Dayton
Hudson Corporation, Minneapolis, acting as
facilitator, prefaced its recommendation with
a statement that noted, in part:

"We are in a post-industrial, high-technical,
rapidly changing society.. . . To meet the needs
of that society . . . there must be. a national
commitment to continuing education pro-
grams for occupational upgrading, retraining,
or advancement, with shared financing by
government, industry and individuals. There
must be a national commitment to methods of
instruction and delivery, such as conipetency
based instruction which will permit accesi and
articulation among post-secondary, second-
ary, military, labor and industry systems."

Group Three, led by Charles D. Whitehead,
president of the American Vocational Associa-
tion, said:

"There is a need for a workable national
policy that addresses human resource develop-
ment and increased productivity. In the ab-
sense of a national disaster to stimulate such a
policy, alternative means for its development
must be explored."

Group Four, working with Roni Posner,
AVA's director of planning and development
as facilitator, said:

"The three associations (AACJC, ASTD,
AVA) should work toward a national policy
on manpower that would provide for greater
investments in worker assessments and train-
ing investments that would have long range
benefits, as opposed to current public service,
band-aid approaches."

In each set of recommendations, there was
an underlying concern about the adequacy of
CETA training programs (which Striner had
dubbed as "thinly disguised welfare").

One group complained during discussions
that federal funding regulations, i.e. those
under CETA, often preclude the establishment
of effective training programs.

It was generally agreed that any new nation-
al economic policy should emphasize training
programs for the unemployed and should
reject any level of real or involuntary
unemployment.

2 5'

Closer Collaboration
Recommendations concerning closer col-

laboration to compile the work of the four
groups incladed these:

Community college presidents should ar-
range and initiate me .tings with representa..
tives from ASTD's 114 chapters. ASTD and
AACJC should provide the college presidents
with lists from which to work.

Community colleges should identify a
"BIL" liaison person to work with local
business, industry and labor on educational
programs.

AACJC and AVA should invite ASTD to
serve on their liaison committee. Key federal
staff should also be invited to participate on
this committee.

The three associations (AACJC, ASTD,
AVA) should encourage the new U.S. Educa-
tion Department to educate the states con-
cerning manpower problems and to act as a
mediator in improving relations between edu-
cation and business/industry.

The three associations should promote
the types of learning systems which comblne
in-school classroom instruction and on-the-
job learning experience.
Data Collection

On the subject of data collection, each of
the four groups saw the need for an assessment
of what's already happening around the coun-
try in terms of cooperative efforts between the
worlds of work and education. Each group ,.

said successful models should be identified
and studied so that policy makers could deter-
mine "what characterizes a successful project
and how it can be replicated." Their recom-
mendations included these:

A survey of the "state of the art" should
be conducted by an appropriate, already
existing organization, such as the National
Center for Research in Vocational Education
at Ohio State. Such a survey should be over-
seen by a task force and field tested by com-
munity colleges and ASTD chapters.

Knowledge about productivity, quality of
work li fe, work ethics, and the changing work
force should be collected and disseminated
through an extensive network of workshops
and other educational activities.

A series of four or five demonstration
projects should be developed, based on a co-
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operative relationship among industry, educa-
tion and labor, AACJC, ASTD, and AVA
should jointly plan and guide the projects.
The objectives would be to establish closer re-
lationships among industry, education and
labor, to identify areas of strong mutual in-
terest and to demonstrate the effectiveness of
this collaboration by cost comparisons, eval-
uations and follOwap. The benefits would
include: the identification of present and
future job vacancies, the tracking of tech-
nological developments and development of
relevant training, the monitoring and identifi-
cation of the changing demographics of the
work force and the establishment of educa-
tional programs for individual career ad-
vancement.

R oni Posner's group produced the most de-
-tailed recommendation in the data-collection
category. It called on AACJC, ASTD and
AVA to design jointly and "get funded and
staffed" a three-part Needs Assessment Pro-
gram (NAP).

Part one of NAP would involve the collec-
tion and synthesis of data on the following
topics; successful, existing model projects; in-
stitutional organizational structures; informa-
tion systems; data bases and job markets;
institution-employee relations; employment
demographics; task analyses; , competency
based curriculum; technology partnerships;
personnel exchange; staffing; student recruit-
ment; shared facilities; student counseling/
assessment systems; delivery -logistics; job
placement; follow-up; articulation.

Part two of NAP would involve the pack-
aging of this information, perhaps in a
manual. Part three would cover dissemination
of the newly collected data.
Glossary of Terms

Two recommendations called for the com-
pilation of a glossary which would help the
general public to better understand the terms,
or jargon, used by human resources specialists.
For instance, it was said, productivity is
defin,:d by management as "worker output"
and by labor as "the exploitation of the
worker." In fact, said the Wingspread parti-
cipants, "productivity should stand for both
organizational and individual development."
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Quality of Work Life
Like Wirtz, the Wingspread participants

expressed a concern for the quality of work
life. Their recommendations in this, regard
said:

Any commitment (to a national human
resource policy) inust recognize vocational
education as one part of the lifelong learning
process not an end in itself.

Training and education should prepare
students not just for jobs but for rewarding
careers.

Special Groups
Each of the four groups also recommended

that any new national policy take into account
the needs and problems of women, minorities,
handicapped, socially and economically disad-
vantaged and older persons in the work force.

* * *

At the final session, it was agreed that
AACJC, ASTD, and AVA should publish
and actively work toward the implementation
of the above recomMendations.

Accordingly, the chief elected officers of
the three associations agreed to the following
statement:

We are pleased that the chief elected
officers of AACJC, ASTD, and AVA all
participated in the assembly discussions.
We express our support for the above
recommendations and encourage our
organizations to implement them aggres-
sivelv. We will work together to make
these initiatives reality.

Norman E. Watson, Chancellor
Coast Community College District
Costa Mesa, California
(Chairman, AACJC Board of Directors)
Craig Musick, Training Director
Gianiteville Company
Graniteville, South Carolina
(President, ASTD)
Charles Whitehead, President
State Technical Institute at Memphis
Memphis, Tennessee
(President, AVA)
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PARTICIPANTS (with affiliations at the time of the Wingspread assembly)

Richard T. Anderson, District Director, Waukesha County Technical Institute; President, Wisconsin
Administtators Association, Vocational, Technical and Adult Education, Pewaukee, Wisconsin
Kathleen F. Arm President, Council for Occupational Education, Oakton Communay College, MortonGrove, Illinois

Paul, G. Butterfield, Vocational Director, Weber State College, Ogden, Utah

Paul H. Chaddock, Director, Organizational Planning and Development, Dayton Hudson Corporation,
Minneapolis, Minnesota

John H. Chadwell, Manager, Personnel and Community Services, Owens-Illinois, Inc., Toledo, Ohio
Linda Coffpr
Dallas, Texas

District Director of Occupational Education, Dallas County Community College District,

Robert Craig, Director of Communications, American Society for Training and Development, Washisngton,D.C.

Dwight E. Davis, Director, North Central Technical Institute, Wausau, Wisconsin
Ronald H. Denison, Director, Postsecondary Program, The National Center for Research in Vocational
Education, The Ohio State University, Columbus, Ohio

James C. Donohue, Manager, Education Resource and Planning, Xerox Corporation, International
Center for Training and Management Development, Leesburg, Virginia

Eugene L. Don, Associate Director for Educational Services, State Board of Directors for Community
..Colleges of Arizona, Phoenix, Arizona.

Ralph A. Duncan, Division Director, Industrial Applied Sciences, Community College of Denver, North
Campus, Westminster, Colorado

Leon Engelbart, Dean, Instructional Services, Northeast Technical Community College, Norfolk, Nebraska
William H. Feddersen, President, The Williamsport Area Community College, Williamsport, Pennsylvania
Donald E. Fuller, Dean. Career Education, Kirkwood Community College, Cedar Rapids, Iowa
Don C. Garrison, President, Tri-County Technical College, Pendleton, South Carolina
Gwen Gibson, Manager of Public Relations, American Society for Training and Development, Washington,
D.C.

Rolland W. Graff, Vice President, Gateway Technical Institute, Racine, Wisconsin

Joh**. Grede, Vice Chancellor for Career and Manpower Programs. City Colleges of Chicago, Chicago,

Homer J. Halverson, State Director of Vocational Education, Commission for Vocational Education,
Olympia. Washington

Bill Jaggers, Director, Vocational and Technical Education, itawamba Junior College-Tupelo Campus,
Tupelo. Mississippi

Daniel Jarosik, Executive Director, Wisconsin Advisory Council on Vocational Education, Madison,
Wisconsin

John S. Jenness, Director. Human Resources Planning and Development. Consolidated EdisonCompany, New York. New York

Curtis W. Johnson, President. Minneapolis Community College. Minneapolis, Minnesota
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Robert L. Jones, Director, Personnel Programs and Services, General Motors Corporation, Detroit,
Michigan

William Knaak, Superintendent, School District 916, Whitebear Lake, Minnesota

Howard Lawrence, President, Nashville State Technical Institute, Nashville, Tennessee

Bob L. Laster, Supervisor, Industrial Training, Mississippi State Department of Vocational-Technical
Education, Jackson, Mississippi

Norman Lederer, Dean of Instruction, Washtenaw Community College. Ann Arbor, Michigan

Arnold C. Loomis, Interim State Director, Vocational-Technical Education Service, Lansing, Michigan

Paul Lowery, President, Des Moines Area Community College, Ankeny, Iowa

Bonnie Jean McKenzie, Assistant for.Sponsored Research, State University of New York, Agricultural and
Technical College at Canton, Canton, New York

Clifford D. Moses, Director, Vocational Education, Charlotte-Mecklenburg Schools, Charlotte, North
Carolina

Craig Musick, Training Director, Graniteville Company, Graniteville, South Carolina

Gunder A. Myren, President. Washtenaw Community College, Ann Arbor, Michigan

Kermit Nations, Administrative Assistant, Mississippi State Department of Education, Vocational Division,
Jackson, Mississippi

, Tracey E. O'Connell, Assistant Director, International Association for the Exchange of Students for
Technical Exparience/United States (IAESTE/US), Columbia, Maryland

William J. O'Mahoney, Dean, Applied Sciences and Arts, Oakland Community College, Bloomfield Hills,
Michigan

,Kevin O'Sullivan, Executive Director, American Society for Training and Development, Madison,
Wisconsin

Roni Posner, Director of Planning and Development, American Vocational Association, Arlington, Virginia

William L. Ramsey, President. Milwaukee Area Technical College. Milwaukee, Wisconsin

James L. Reid, Executive Director, National Association of State Directors of Vocational Education,
Arlington, Virginia

Robert Reiter, Technical Services Manager. Waukesha Engine Division, Dresser Industries, Inc.,
Waukesha. Wisconsin

Jack F. Riddle, Director. Maricopa County Skill Center, Phoenix. Arizona

Glenn S. Sanderson, Director. Atlantic Vocational-Technical Center, Coconut Creek, Florida

Byrl R. "ihoemaker, Executive Director. Vocational and Career Education, State of Ohio Department of
Education, Columbus, Ohio

Robert P. Sorenson, State Director, Board of Vocational. Technical and Adult Education, State of
Wisconsin, Madison, Wisconsin

John A. Stagg, Director of Euucation. Graphic Arts International Union. Washington. D.C.

Herbert E. Striner, Dean. College of Business Administration. The American University, Washington. D.C.

Herbert M. Sussman, Chancellor. San Francisco Community College District, San Francisco, California

Beverly T. Watkins, Assistant Editor. Chronicle of Higher Education, Washington, D.C.
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Norman B. Watson, Chairman, Board of Directors, American Association of Community and Junior
Colleges; Chancellor, Coast Community Colleges, Costa Mesa, California

Charles 0. Whitehead, President, American Vocational Association, State Technical Institute at Memphis,
Memphis, Tennessee

Reginald Wilson, President, Wayne County Ccimmunity College, Detroit, Michigan

WI 11044)1i/ins, Chairman of the Board, Nationaf,Manpower Institute, Washington, D.C.
Roger Yarrington, Vice Prgesident, American Association of Community and Junior Colleges, Washington,D.C.

Observers
Donald M. Fay, Society of Plastics Engineers, Education Committee, Milwaukee, Wisconsin

Paul Herrmann, Vice President and Director, United States Personnel, S. C. Johnson & Son, Inc., Racine,Wisconsin

Brian Hull, Lincoln Vocational Center, Milwaukee, Wisconsin

Robert W. Ray, Society of Plastics Engineers, Education Committee, Milwaukee, Wisconsin

Robert Summers, Director of Personnel Services, S. C. Johnson & Son, Inc., Racine, Wisconsin
Grice E. Williams, U.S. Training Manager, Personnel Services, S. C. Johnson & Son, Inc., Racine,
Wisconsin

The Johnson Foundation Staff
Leslie Paffrath, President

Henry Halsted, Vice President-Program

Roderic Botts, Assistant to the Vice President-Progrim

Rita Goodman, Vice President-Area Programs

Richard Kinch, Program Associate

Kay Mauer, Conference Coordinator
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WINGSPREAD
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The building Frank Lloyd Wright called Wingspread, situat-
ed on a rolling prairie site just north of Racine, Wisconsin,
was designed in 1938 as a residence for the Johnson family.
In 1960, through the gift of Mr. and Mrs. H. F. Johnson, it
became the headquarters of The Johnson Foundation and
began its career as an educational conference center.

In the years since, it has been the setting for many conferences
and meetings dealing with subjects of regional, national, and
international interest. Wingspread his now become a national
institution devoted to the free exchange of ideas.

The rolling expanse of the Midwestern prairies was consider-
ed a natural setting for Wihgspread. In the limitless earth the
architect envisioned a freedom and movement. The name
Wingspread was an expression of the nature of the house,
reflecting aspiration through spread wings a symbol of
soaring inspiration.

The Johnson Foundation encourages the examination of a
variety of problems facing the Midwest, the nation, and
mankind. In the belief that responsible analyses and proposals
should reach a substantial aue:ience, The Johnson Foundation
assists in the publication of various papers and reports.
Publication, of course, does not imply approval.

Additional copies of this report may be obtained from The
Johnson Foundation, Racine, Wisconsin 53401, or The Amer-
ican Association of Community and Junior Colleges, One
Dupont Circle, N. W., Suite 410, Washington, D.C. 20036.

During the Wingspread meeting on "Employee Training for
Productivity," two radio programs were recorded for The
Johnson Foundation's public affairs radio series "Conversa-
tions from Wingspread." 1. Employment in the United
States, a talk with Willard Wirtz. 2. Industry and Education,
a conversation with Craig Musick and Hei ben Striker. These
programs in cassette form are available from The Johnson
Foundation, Racine, Wisconsin 53401.

Editor for The Johnson Foundation, Henry Halsted, Vice
President-Program; Conference photographs by Jim Wend
and Tom Anger.
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