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FOREWORD

This action guide -is one in a series of reports issued
by the Project on Worker Education and Training Policies of
The National Institute fur Work and Learning. Funding sup-
port for this project is provided by the National Institute
of Education, U. S. Department of Education under 'contract
number 00-760125.

MakiLITHILion Aid Work for You ... is based upon four
yearl, of research on t e structure and operation of tuition
assistance programs in the private and public sectors. This
guide ray b-2 i G seporaely or cc7.bination h Worker
Education: Nor., Eneigy for the 1980s' a slide rape program
released in 1980 by the National Institute for Vork and
Learning.

The authors of this action guide were encouraged to
synthesize 'earnings from the four years of NINL research
and to cate the results in more active and general language,
The authors were encouraged to use their best independent
professional judgements in synthesizing and translating pro-
ject "earnings.

The opinions and pr o?nt of view presented in this action
guide :do not necessarily represent the officihl Positions or
policy of either the National irstitute c.r of `the Board of
Trustees of the National Institute for Work,and

Gregory B. Smith

Worker Education and
Training Policies Project
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interest in CUition aid- and worker
educJton pr ams, there is prospect
for a melting away of remaining liar ors
to larin2iog real educational onportuit
to the adult period of life Worker
education, including tuition assistance
is par: of its curriculum. could be as
important a davelooment in the 1980's
as the community colleges were in the
1960's -- or even as the land grant
col_gcs were a century ago

Willard Wirt:=: in Tuition-Aid
Revisited: Tapping the rn-
caboed Resource

Tuition -aid has vast _otential as a human resource develop-

ment tool' in the 1980's For companies.,unions, workers, end

educators alike, this method of financing education and train-

ing opportunities offers great promise.

Corporate financial commitments to tuition-aid are impressive.

Companies commit tt./o to five billion dollars annually to

employee tuition assistance plans. and an estimated 17 to 24

million employees are eligible for some form of tuition assistance.

Despite these figures and despite widespread interest in the

tuition-aid idea, liprprisingly low three to five percent -of

eligible employees currently take advantage of the educational

-benefit. The National Institute fdr Work and Learning (NIWL)

has found that significant'barriers are faced by many workers

who would otherwise be inclined lo use tuition assistance

monies to pursue further education. Yet NIWL has also discovered

what seem to be the essential elements of successful tuition

assistance programs, those which prevent or overcome barriers

and lead to greater worker utilization of plans.



This "-anual is desig.__ as a guide for those interested in

developin or ir-,nroving t.JiLion-aid plans_ While no ca environ-

ment or ciranizations are exactly alike, there are some general

g idelrines which can serve as valuable tools for developing effec-

. tive plans It is hoped that this guide-will provide helpful-

suggestions for interested parties corporations., unions,

. and educators,

The guide first defines and describe prevalent form of

tuition-aid plans as well as their benefits and payoffs. Key

^e ". are then owLliclea, peed concerns of

different parties are addressed in questions-and answers_ ritxt,

the plan implementation process is explored and ways to overcome..

barriers to plan use are presented. Finally. a sample tuition-

aid plan is provided, as well as resources for further invescigatior

ofthe area

Although there are sections in this guide which specifically
4 4 6

refer to unions. there are many workplaces without unions. In

these instances, the term "union" should be viewed generically

as encompassing any emplOyee association or group.

This guide is based on the findings of a careful study of tui-

tion assistance programs in the private and publicosectora over the

past four years. Key aspects of that examination` have been; (1) a

major survey of negotiated tuition-aid programs in private seem

which,involved detailed analysis of 79 tuition assists_ plans, and

interview,and paper surveys of 50 company officials. union

and approximately 100 workers, .(1) detailed on-site case stud



-3-

of mil`t hichly t1 1i-eci tuition assistance (Kimhpriv

Clark Corporation's Educational Opportunities Plan. the

Education Fund of District Council 37 of the American Federation-

of Stal.ccrouncy and Municipal Employees, and Polaroid Corpora

tion's Tuition Assistance Plan) and. the operation during

1979 and 1980 of three'workplace-based model tuition assistance

demonstration projects (in Pomona', California; Cle=:eland, -Onio;

and Hartford. Connecticut), Each of these activities combined

with numerous discussions with tuition assistance program admini-

strators and with other company and union officials and workers

support the ideas and recommendations for action preferred below.



II. WHAT IS A TUITION -AID t-LAN?

A taitionLatd plan
.

is any formal arranger e through which

a eompany'offers dv;istance to its employees for educational
.,.-

pursuits. A plan may be designed-and administered by the

employer as part of,a,relular benefits. package or negotiated by

the 'union through collective bargaining, Some plans c only

training directly i=e1-dted to a worker's current lob; others

expand to higft schobl equivalency courses (GED),

advanced degree Programs, culcura courses. and,even educe-
07' -

tion for familieS.

Money, time, ins

the that make edu Lion accessible to working adults.

s. support services -- these are

study coo fed by the. NIWL in 1976 and 1977 identified four major_

categories or tuition assistance. none mutually &elusive. These

and (1) tuition reimbursement or advancement plani.J(2)-ed.ucations).
?

.eavz and leave of absence plans; (3) scholarships and edunatfonal

leans, and (4) training itind plans, 'Definitions of each are

offered in the glossary. We will be primarily concerned in this

guide With the'most common-types of tuition assistance strategies,

namely Cuition reimbursement. and tuition advance -plans.

'Tuition reimbursement plans,"the most common variety, pay

all qlr part of the tuition, and related costs of enrollment in

education programs not provided-by the company. -Frequently covered

costs are mandatory fees for registration, laboratory wbrkrstudinC

activities and, graduation in addition to the expenses of books

and supplies. Undet4eimbursement plans some percentage of

such costs are reimbursed to the employee by'.the employer after

"satisfactory" completion of a course or program 04 study.



Tu' -n advance dif fer only in that allowable expenses
are p either to the employee or directly to the education

deliverer prior to course enrollment. At present, lition

advance Plans are far less common than reimbursement plans, but

-their popularity with companies, unions and workers appears to be

growing rapidly.

Most tuition-aid plans establish criteria of eligibility for

participation. Criteria nay include (I) minimum length of service.

(2) job aassification, or (3) sent°

Most plans also establish criteria regarding payment of

=educational expenses Satisfactory completion of course work,4

ten expressed in terms of a course grade, is a common criterion.

__EVidence of satisfactory completion of a course of study is

required to secure reimbursement from the employer, or for waiver

of the repayment provisions in most tuition advance plans.

No two plans are structured and administered alike. But

the tuition-aid plan, in whatever configuration it takes, repre-

sents a commitment to the idea that employee education is a

positive experience for all parties involved,

(i



0' S- TUITION -AID. _AT ARE ITS PAYOFFS?

Tuition-aid bridges the gap between the employee and

the education or training which may mean greater job security,

better salary, career advancement, or personal enrichment Im-

'pioved morale and performance on the job are important returns.

Many employees report that their cipt4ens are broader under

tuition-aid programs than other forms of company provided educa.

Lion and training given the job specific and frequently company

specific\nature o much internally offered education and training.

For ech dollar spend on tuition aid,- the company may:reap

dividends is productivity and employeeekills levels rise. Tuition

aid plans combat outdated knowledge,'increase job satisfaction, aid

_in recruitment efforts, benefit the company's employee and corn-

munity relations, and reduce Cumin/et-, Beyond these are some

comparative considerations. 'OOmpang crffio,ials familiar. with tuition
. N

id plaa freq0ently emphasize de comparat4

tuition `aasiatance prograMs.Aver other

education anCtraining.. Among the-Ware

ntages of

ompany provided

:ate ,loyea's

,erticipata in edupetien and training on thlir awn time'u ually

and thus, production schedOles are not affected. No employee

salary or wage expenses are incurred as-is normal with intet-

nally pi's:Added programs.- Further., legs direct and overhead 0--

.penies. are incurred in t e form of training, staff salaries and

office:space and'equipment. 'This is not to contend that one

form of education and tztining is necessarily better. It is

only to note that tuition aid does 'have certain pqpen al ad-
.

vintages.

A
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What's good for the Union member tends to be good for the

*union,,to intensify commitment to and participation in the union.

Unions view tuition-aid as a means of improving the position of

workers in terms of their skills, personal growth, and future

occupational lives. To raise the union's level of educational

attainment and to increase worker effectiveness as union members

and leaders are other significant goals.

The college, university, or other educational provider. , faced

with a decline in traditional student enrollments can choose to

seek out new markets and new students. Among these new markets

are industry,and business requiring highly skilled employees in

management, scientific and technical areas. A worker seeking

education represents not just .a new revenue source but a new student

eager and dedicated to making the most of a hard-won opportunity.

_oreoVer, once adults take a course that meets their standards of

interest and quality, they tend to return for more.

Employee education benefits society by helping break down the

barriers between education and work and equipping citizens to be

more prOductigve and toactively Participate in democratic decision-

nalicing processes.



IV. ELEMENTS OF A SOUND TUITION-AID PLAN

This section is written for those people_ responsible for

developing or managing a tuition-aid plan. What is it About a

good tuition-aid plan that makes it work? Are there certain th nig

a plan must ieve in order for it to succeed?

What w6 can say is that those plans that work incorporate at

least some of the features outlined here. Thus, while every plan:

need not incorporate all the elements below, each, of these ele-

ments has contributed substantially, to the smooth working of a

number of plans.

CONTEXT AND ADMINISTRATION

Leadership Support for Tuition -Aid

plans can best flourish in a work environment n

which education is believed in and- supported. Institutional

endorsement'-of the tuition-aid idea, beginning with top7level

leadership, lends, a legitimacy and validity to the notion of

employer-supported external education which will be felt by

-employees at all levels.

Institutional Support

Aside froartop-level commitment to tuition-aid, participants,

I also benefit- significantly from the support they receive thrbtiq

out all levels of the institution. Because of the close and- con-

tinuous contact they have with employees, first -line supervisors

have a' key role to play in promoting a belief in. the value of

utilizing tuition assistance benefits. Witness the,fact that in

a 1977 National Manpower Institute survey of barriers to worker,

use of education, a major'barrier identified by workers was



insufficient encouragement from management. qUpervisors should be '
A .

;thoroughly familiar with all aspects of the ,tuition -aid plan,

use and potential. Forming an ongoing,' internal information

network between supervisors,'plan administrators, and, employees

would help greatly'toward this end. When supervisors are well-

informed about tuition -aid and discuss/it frequently with employees

and support them in their educational goals, the result can be,

as_ one employee put it, "'Education is just in the air at my

company.

Administrative Arrangement

Though organizations vary in toe amount of resources or

staff they are able to cOmmir a tuition assistance program Some,

form of built-in staff function for both the development and

proMotion'of the benefit seems almost essential for the program to

work well. That is, simply offering the benefit on paper is not

enough to activate the often "latent" employee interest in utilizing

tui,tion'asa stance. Whether a special tuition-aid administration

ofic set up or regular pereennel and human resource'develop-

A:tent staff coordinate the program under their auspices,-some form

"active attention" is key. promotion is a vital atpect'of

_tut/9nal support. (he major components of such a promotional

effort are discussid in this section under FEATURES AND PROVISIONS.

Again, supervisors should be fully engaged in this endeavor,

coordinating their efforts with those of the tuition -aid or Jtu
C

soureesetatf:

Accountability and Em involvement

as the institution should be inVolvedn development
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and support for the tuition aid process, so too should employees.

Ongoing implayee involvement will create a sense of ownership of

the program or of entitlement.which often means increased usage.

An organization could enhance worker involvement in the program

by including employees on initial planning committees. Once the

program is developed," supervisors .and the tuition-aid orlluman

resources offiCe can solicit employee ideas and suggestions.

Regardless of process, the key notion is that employees know the

their opinions as "consumers" are taken into account in the design

and administration of the tuition -aid plan.

Integration into Overall _Employee Development Program_

_.Tuition -aid is an even more effective tool for hUMan

resource development when linked to the overall employee education 7:

and training structure. 'A company clearly committeclto the

career development and advancemen' of its workers provides them

with direct evidence of the value of education and training.

Tuition-aid for external education can be used as an effective

supplement to the 'opportunities offered in- house. Further, when

educatSon is an obvious "presence" withiL an organization, workers

become more familiar with it and the feats' they have about .

re-entering the classroom as adults may well be reduced., This has

been the experience of one plan sponsor studied, Where fully half

of the domestic workforce engages in some form,of education each

year (either external or internal) and 10 percent of,eligible

:employees use tuition-aid. Management at this'company id commit

co promoting employees from within, and education,ia seen. as a

business necessity rather than as an expendable: ringe benefit.



A wide variety of internal. educational and career services are

effere, Many employees use tuition -aid to obtain a degree, which:

clearly key to advancement within toe company. They also use

the benefit to finance. company- initiated training programs which

re administered by outside educational institutions.

linkages with Educational Institutions

Ara educators have a potentially dmportant role to play

in enhancing the success of a tuition assistance program. Again,

collaboration is key. There are a number of ways that educational

institutions can become sensitive to the learning.needsof

workers. The company, after assessing the needi of its

eMployees, should let educators know what these are, in terms

subject matter, course delivery, and possibly even financing

methdd. Education institutions can assist the company or union

pith such -an inventory of employee and firm needs... _This kind of

:collaboration has sometimes led to the introduction of new

courses which workers have requested, classic on-site coursea

at convenient times to mesh with work shifts; or a system whereby,

the company pays the school diredtLy rather than reimbursing or

advancing funds to thelemployee-sLudent: These innovations are

powerful tools, addressing some of the'most 'important barriers

rkirs face in returning to the classroom,

EdUcation Leave and Flexitime'

.A less cannon but very effective way Co enhane ,employees'

utilization of the educational benefit is to adjusCwork icheda

allow mor 1exibility in course attendance and study time-4



-12-

Some companies provide for release time for educational leaY0

(often paid) to enable employees to attend special programs

seminars. Another means if flexitime, which'permits workers to

---,adjust their Starting and stopping times,daily in order to
--

scheduie-course work more easily. Many organizations have used

flexitime with great success. (For more information on this

practice-refer to the bibliography of reference materiels.)

FEATURg$ AND PROVISIOFS

BroadEliglkility

Nearly all Luccessful plans have liberal eligibility provi-

sions. A plan may incur some resentment on the part of employee

groups if it is perceived as available only to certain select

grOups. In each of the successful educational assistance pro7

grams studied by NIWL, coverage is'-not lim ted--to-salaried.or

professional employees; rather,-it is fully extended to hourly,

employees as well. In one plan, half-time employees receive pro-

rfted educational. benefits. Broad eligibi ity provisions may lead

to greater utilization of education by those workers traditionally

considered least ,likely,to return to school e., hourly, blur or.:49

-pink 'collar. employees)

'Simplified,, Flexibile Apolicationand Applyrocedures

An adult who is tentatively contemplating the. use of a

tuition -aid plan.may turn away-in fear when faced with complex; ri

enrollment procedures and/or an imposing mass of. forms. _ProgramS:.-$

that have successfully addressed this disdain for "red tape" have

met with good results. One clan sbonsor has consciously simplified

forms:ard admissiOns procedures and kept them _lexible so that



student can enroll and be admitted into a program on the

same dayi The lack of bureaucracy and complicated, time-

consuming registration procedures is reported by students to.

be extremely important. Another large tuition assistance pro-

gram is revising and simplifying its tuition reimburiement

process.es it has become evident that its complexity was

acting as a major deterrent to use.

Course Coverage

One of the more controversial areas of tuition-aid plan

design relates to the range of reimbursable courses. Must courses

beAor credit and be job-related in order to be eligible for

reimbursement.? What constitutes "job-related"? While Mme

.companies require courses to be related to the current job, a

--g-rowing number stipulate sinply that the course sliOuld relate

Kimberly-Clark is anto a',carker within the organization.

cresting example in this regard. Before the introduction

of its 14Ucational 'Opportunities Plan in'1974, the corooratiWs

tuition-aid plan tittLted reimbursement to job-related courses...

The participation rate was approximately 1, percent. ,One, of the

notable features of the new plan was its- overage of bon-job-
.

related courses, including cultural and persOnal interest
.

courses: Partieipation jumped to over 30 percent::: Interestingty,

however,'90 Percent of plan users take JO-related courses. .

Coverage of-non-job-related courses .apparently evokes signifi

Cent employee interest in the plan And evidences the'company's

sincere commitment to employee development, thereby%encoureging

usage. .Employerd must set limits on courses and acceptable

,,,,educational institutions basekOn their resources and on the

objectives of thei-tindividual tuition-aid,Olans nevettheles
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flexible criteria in these areas generallynsetm to make'

greater employee willingness to use the plan and greater emp

satisfaction with it.

Financing Provisions

°Ye

A major barrier to many adults returning to school lacost

Even, whin covered by a tuition-aid plan, many workers are unable

to advance the money for school and wait fbr reimbursement-.

Also, a large number of plena only cover partial costs. Add

to that the common requiremeht that employees stow_proof-of

"satisfactory" (meaning either passing or a particular-- grade

level) course completion before getting the refund, and one has

_all too often a situation of-prohibitive financial add or

psydhological impediments. The successful plans studied by

NIWL all entail littleornoout-of--ocket cost to the worer

Polaroid and Kimberly-Clark both provide for 10()_percent pre

payment of tuition costs (and relates educational expenses in
,

the case of Kimberly-Clark). Both-organization& cite this Trd-

vision as ,A major reason'for the success of their plans, Further

Kimberly-Clark eliminates thi.-pOtentially seriousfear-,of-falinr4

artier, as well as showing its strong trust in its employees.:_lpy

including nn,grade requirement or proof of course, completion. A
Even if an organization is unwilling or unable to advance '

UtiOn essatanceMonie&. Other alternatives exist.For

the money could be loaned at a low interest rate or efforts doUi&

be .made to .got schools.to alloW payment onthe'installment plan.:

The issue of paymentshonld be carefullv'considere&as it appears,

not surprisingly,- io be'one of the most mportant factors in



,Whether or not a tuition assistance program really works,
_ .

for'employees.in lower paying occupations whose

ileed for education may be greatest.

Availability of Counseling

Aside frbm the structural barriers adult workers face in

- returning to school (time, money, access), there is a whole

other realm of psychological and informational barriers to

be addressed.

*rer..half the '. kers cited lack of counseling as'a problem.

_ the NIWL survey of-worker-identified barriers.-

,Good career counseling and educational advisement are essen-

al_ to any effort to help workers map out a career, select_

appropriate education and training, and articipate pitfalls

Along the way. Too many adults have been disappointed when

aftbation did not translate automatically into career advancement,

workers and often as Parents, adults need to know hal,: tOljuggIc

schooling with other responsibilities. Many adults are embarraseed,

br fearful of re-entering the classroom, hesitant because of

negative associations with eariyelassropm experiences.: Add to

Ois;the fundamental need identified by. Many morkeratudenteaa

inadequatelY met ----information --'and the neceesitytd mood

eling.-is evident.

.110w to:address this need? Once gg -number

of possibilities, and oompInies must assessatheir souren

and-ptaffing possibilities as. well as local c=Onmu nity resources.

lun-the:importancenf providing vote 'form-of.informarionnr,,,.
N-

adviaement,cannot..be overemphaalzed. If the company -itself ia
,

e-to do this. rs,shonld be apprised, of gni local



ervioes Equally.`

or perhaps more effective are services ProvIdedoat the work-

or union hall. Delivery methods can range from fuli,.tiMaf;

counseling staff (perhaps the'same persons who administer the

tuition aid.program) who offer advisement services during and

--following-the Workday; to s.4ervisors who informally act as

advisors; to workers who act as part-time peer learning advisOr

during Luna breaks, after hours, or on release time. In one

plan-, both group and individual counseling is provided, with

group counseling worked into the education program itself.

this way, not only is the "counseling stiff' avoided, but

adults learn that the "going- back-go- school trauma" is both'

natural and shared. Along with peers, they learn about the

positives and negatives ihvolved in a return to the classroom

Then, individual counseling, they can work out a plan to best

fill their own educational needs. The importanomof the counsel.

ing program to this plan-is,*, clear that

counseling the heart of\their program..

a -Plan Publicity and Promotion

this case, last is certainly.ot least. For time

one offi401 deems,

again; lack of_inforTation about eduestional assistance program

and

for whick employees are eligible been ident

barrier to the use' of,such progr

ed as a via

This magnitude of the-.

nformAtion gap often surprises the sponsors of the program.

IAnd the importance of this probem is obvious: workers are

-surely,not going to use -A praiidLis they are unaware of. Thus, h;

.

Ipoint arises again which was made early in this section: eireplyi
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Lid plans; the key thing ,is.thaT the word pets out Wchht

ng a benafit on papet

ote the program is

number of very effective
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not enough: some sort hf lnitietivt

essential Experience

are

has shown that,.

ways to publicize tuition-

corkers are well-informed about the opportunities available to

.11aCw.

,

AIL the successful education programs 'siitdied by NIWt make

leliberate efforts to pmomote worker awareness; however, the

Ost effective means to do so vary accordidg to each environment.

rOme of the more pdpular and successful methodi of information

Issaminatien ihclude.comOany and union newspapers and newslett

ulletins, brdchures, and announcements; word-of-mouth and ode-

contacts; and special meetings and orientations. It seems.

ikelY that several of these methods used,in.combination will

ork best, as different people respond difierently to various

adia,



QUESTIONS ANDANSUERB ABOUT:TUITION AID

A. From Companies

Isn't tuition aid just an- employee service

without Practical payoff, for the company7;

A. 'More than S07 of the company officials

surveyed by the.:.NIWL indicate thattuition-

aid programs have (l) updated worker knowledge

and skills to changing technology; (2),iimproved

workers' job performanci;__ (3) prepared employees

for future assignments with the.company; and (9:

aided workers in their personal development and

growth. Sponsors report that theirplans result

in a more highly skilled. intellectually alert

workforce and that such programs support their

recruiting efforts, enhance employee morale, and -

reduce turnover, . .quite a pradticalpayoff.

Won't workers use their training to find a-job

with another company?
-

A. 'No doubt a worker newly tra
,--

ned through tuition -`

aid could chboat to leave.' Special problems.,

occur in. industries wi.tli Aevere skill shortages

or wage differentials among companies-. BUt

several factors Militate agAinat massive ;lumberer

of departures. :While some'employes mobility is

'inevitable and probably beneficial, to the.

company, tuitionaid'is generally a means for ,
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stab zing and maintaining a corps of more'

skilled and'dedicated workers. First, workers

are likely-to feel increased loyalty towards the

company which has made an investment inthem.

Moreover. good tearning experiences engender a-

more; tuition-aid is a benefit which-.

can be -used, again and again. An excellent tuitiop-

aid, plan is a magnet for good workers from else-

where. And in cases where a torkforce reduction

or plant closing is necessary, a corpany can use

tuition-aid as part of :a relocation- effort for its

'employees.

Won't it be costly to implement and suet
plan with the provisions described %I:Jove

The answer depends on whether the.-return justifies'.

the outlay. A calculus thaC precisely measures

returns doesn't yet exist. -or:- in any eent. isn't in'. _

4..
use The costs are known,,; they. erg the earn of the

tuition payment, plus admi:istrative.. salaries and

overhead. TherAurns may properly include changes-

in enrployee performance, absenteesm, eutpup,1

stability, and attitude as well as workplace climate.

Where do- we properly: draw the Iinef
measure these' qualities? n /host ca
reiron best professio judgment.

.udgment offiCials in companies -a

.do We

es, we have to

_ghly used plans, are opereting,
investment look godd indeed.-
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k

a sizes and types of companies offer tuition-
C

aid plans? Isn't- This just for Big-Business?

Recent surveys indicate that tuition-aid plans

have become increasingly prominent_in the past
h

15 years in 011 sized firms the mid-1970's.

estiOv-=..s are that about 95Z of the largest employers

(companies with over 10,000 employees) had such

plans, and that fully 92% of companies in the,1000

tc 10,000 employee range had tuition -aid plant

In the 500 - 1,000 employee group an estimated

82% had them. Indeed, tuition-aid programs

the most widespread mode of'employer-provided

education and training. The_coMpanies using

tuition-aid programs the most extensively for

employee education and training purposes,-howeVer,

are firms in the 500 to'1,000 employee range.

Tuition-aid plans are found in all types of

industries. Finance, insurance and real estate

are among the fast growth industries for tuition

assistance plans as are other segments of the

service sector.

Isn't it dtfficult for I small company to amass,

the res ces (staff and funds) for tuition- aid?

As noted above, it is the mid-sized companies with

500 to 1,000 employees who rely most heavily on

tuition-aid plans to meet their employee develop

ment needs. In firma under 100,"the problems of
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communicating information about the plan and

,educational opportunities can frequently be more

easily overcome than in larger establishments,

according to most cirganizational behavior analysts.

.So staff resources need not be as significant as

in the larger venture. Further outlays for

educational programs will be less-than for a

larger employer, all other ;Actors held constant.

At NIWL, with 40 employees, we have a participation

rate of about 22% in our two year old program.

From Unions

Q. Will tuition-aid affect job security or senior

rights?

No. Use of tuition-aid by-a worker will not affect

another worker's job security, although it may

advance the user's security by expanding skills.

Tuition-aid use does not interfere with seniority

clauses; that as to say where job bidding rests

on seniority, a junidr ind%vi4ual will not bypass.
0 e-

anoiher&more-henior worker by virtue ofthe fact
.

.

that he or she partidipated in education or train-

ing with tuttioroaidifunda.- HoweVer,

maybp used advantageously by the worker to ready,
1

. himself or herself to assume the new position

qualified fok onfthe.basis of sepiority.:Furthermore.,

tuition-aid financed study may help an em oyae I

qualify. for a higher levelpositionin those firms
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which practice-job-posting. The other connection

between tuition-aid and seniority is that negotiated

tuition-aid plans may stipulate increases in benefits

corresponding to seniority.

HaVe unions negotiated tuition assistance plans?

Yes, and with increasing frequency. We have

estimated that in the mid-1980's there were

approximately 200 negotiated tuition assistance

plans injhe United States covering nearly 2,000,000

unionized workers. These figures exclude employees

who participate in plans provided unilaterally by

the employer. The figures 'also exclude the many

plans (and workers) under collectively bargained
=

agreements that cover fewer than 1,000 workers.

The manufacturing industry has the highest number of,

negotiated plans followed in order by transporta-

tion and utilities, services and construction.

Is tuition-aid only for managers and union leaders

or for all employees and union members?

Tuition-aid is a resource for any working adult who

will seize the opportunity. Presently. the most

frequent users of tuition-aid programs are managers,

professional and technical workers. But, as never

before, union stewards, officers and rank and file

workers are going "beck to school" at all levels.
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How much should the union be involved in the

negotiation and administration of tuition-aid

plans?

Clearly, this is one for each union to answer.

However, many uniohs consider tuition-aidijm-ortant

because of the difference it can make in the future

careers aniives of individual members.

Q. Does tuition-aid use lead to promotion?

A. If the tuition-aid plan covers appropriate courses

an individual may study to obtain the occuPationil

skills needed to advance up the career ladder.

Moreover, the energy and initiative exhibited

by the worker-student is likely to impress manage-

ment favorably. Nevertheless, few organizations

with plans offer a guarantee of a direct or

automatic 'link between tuition-aid use and

iromotion, for fear that it will create expectations

that may not be satisfied.

Q. Where do workers attend classes?

A. Courses may be offered at the worksite: at union

halls, or offices, or on college campuses Union

invol ement in the tuition-aid plan design and

admin on can help ensure that courses are

scheduled at loCatipns and times convenient to

the me berS
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What types of courese and institutions are

workers ususlly eligible for under tuition-aid plan

A. Again, plans vary enormously in terms of courses

covered and institutions approved. Some under-

-write education in cultural and non-occupational

areas; others are restricted to skills training

and upgrading. It depends on the provisions

negotiated into the plan.

Q

Educator

Why should an educator care about tuition -aid

and worker education?

A. Adults are returning to the classroom in record

numbers; fully 357 of all college students in

1978 were 25 or older. Working adults represent

a substantial population who Are eager for

education-- and thanks to tuition-aid--can afford.

it. At a time when traditional college student

enrollments continue to decline, few colleges

will choose to ignore opportunities to serve these

"new" students. Tuition-aid can represent an import

source for financing adult post-secondary education.

From Workers

Q. How do I knbw if my-company has:a tuition -aid

plan?

A. Many companies with tuition-aid ',publicize the

-plan in their employee orientation or personnel
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handbook, Some organizations have special

workshops, bulletins, or advertising in news-
=

ters to further publicize tuition-aid benefits.

Supervisors are often nn excellent, accessible

source of information regarding existing -:qppor-

tunities. Another route is to inquire of the

Personnel or Human Resources, Department.

How do I apply for tuition-aid? Vow will I

know if be accepted?

A. Usually, application involves filling out a

payment request form available from supervisors'

or department heads. These parties review and

forward it with a recommendation to the tuition-

aid coordinator,: who checks course and institution

eligibility. Unless there are=any problems, the

payment is bade through the accounting department

with the whole process taking about a month: If

there are problems with approval, provisions are,

made.for joint review of the decision and/or an

appeal proCesS.

Do ocher workers use_tuitton-aid to- return to

school? Am I too old to become a student k-ail

Many workers have found that a return to

is an excellent way of boosting job skills.

dev- ping a career,-.gr simply enhancing personal

growth Whatever theMotivation, tuition-aid

may be the tool to make it possible: Further,
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the notion is chang.n '%that school is simply

for the young. Youth enrollments are down, and

more and more classrooms include working adults

Who have the experience, know-how, and skills

to make their education even more valuable.

How will my supervisor feel about my using tuition -

aid?

Of course thii varies by individual,

many supervisors actively support their employees'

efforts, to further their education through

tuition-aid, realizing, that an educated workforce

is askilled and-effective one,

Can I take time off during working hours-for

study under d tuition-aid plan?

Usually not, though in some cases plans pro--

vide for several-hours of release time per

week for education. Uhile this is the exception

rather than the rule, some also allow for more

extended (paid or unpaid) educational leave.

Will there by much-out-of-pocket cosE?

This depends on whether a tuition-aid plan (a)

provides for advancement or reimbursement of

tuition monies, and (b) upon the tuition and related

educational costs at the institution offering the

course of study. Most plans involve a reimburse-
.

ment; thus employees must initially put out the funds

for tuition and other educational expenses and .then

be reimbursed.
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VI. HOW TO INITIATE TUITION AID

A. The Com anv Role

The decision to sponsor a plan suggests that management

considers education a wise investment. To what degree this

commitment is based on either a conception of employee or

employer needs will vary. However, the programs with the

highest participation rateetypically are "framed and planned to

put primary emphasis on the contribution to employee and, human

interests." (Willard Wirtz. Tuition Aid Revisited.) As the

director-of the training and development department in a

company with a highly subscribed plan puts it,-

The belief is that the greatest sense of
wholeness for employees makes better-workers,
and better workers-will make a better company,
and that this all comes out in the bottom line.
of higher profits.

first step in initiating your tuition-aid plan is to

engage those groups whose endorsement is critical to the

plan's survival. Collaboration among management, the union

(where employee representation exists), and employees themselves

is essential to reach mutually agreeable provisions.

Whether lodged within a corporate or anion administrative

structure, responsibility for the plan's, initiation and design
4

or revision could be delegatedk.to a carefully selected

working group. For example, one planl calls for the appointment

of a special team which reports direztly -to ,the -president

or other chief executive, responsible for designing the plan.

Depending on the company's structure, the team gould include

the directors of human resources, education and training,
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personnel, public affairs, or other departments ; 'shop stewards,

education or apprenticeship directors, or other key union staff;

college directors of extension or continuing education; and

individual workers representing, as appropriate, hourly, clerical

technical and professional workers and manageMent.
,

Regular meetings and adequate staff time must be provided

for from the very beginning. The appointment of one or two

staff full time is ideal. TWteam can furnish the nucleusfor

the permanent staff':eventually necessary to administer the tuitioi

aid plen. Among the teamOs first4.acts could well be a careful

look at the workforce which the plan will serve. Just who are

the company's employees? What educational and salary levels have

they achieved; what occupational skills do they possess and which

are needed for career advancement? What learning do workers

themselves want; what do they have to say about educatiOnal

needs and life goals? What is the age profile? And Other,

practical queStions: how are work days scheduled: are there many,

parents who depend on childcare; could transportation to the

education site be a problem? Within the population of workers

'under scrutiny, no doubt several discrete groupings with common .:-

characteristics will emerge.

. If the needs-of each group are thoughtfully weighed, an

'appropriate and responsive tuition -aid plan is more likely, to

result. Because a plan proved.brilliancly successful at a

computer firm in Massachusetts, for instance, does not mean a,-

point-by-point replication at a Tonriessee high production plant



be equally successful. Research, experience, and common

sense all-testify-that while good plans have elements in common,

like good suit of clothes, each is tailored to the wearer.

A-third area for exploration during the planning phase is

the education infrastructure of the local area. Where are the

colleges? What coursework is offered, at what price. time.

location, and carrying what credentials? Are there other

appropriate educational resources, such as vocational or technical

schools, community centers, museums or libraries? Preliminary

discussion with representatives of these. institutions may

indicate their sensitivity to rFfe special requirements of working

adults. If the most receptive institutions are at a Considerable

distance from the worksite, the team may want to ensure that the

plan incorporates provision for onsite classes or compensates

for transportation.

Once the team is in operation and has assessed the workers'

education needs, existing tuition-aid-plAns, and area eddeational

resources, it is time to put a proposed plan structure down on

arpr. A plan need not incorporate all the features discussed

in these pages to work well, but _each of these features has con-

tributed substantially to the success of one or more of the

highly subscribed plans studied by the Institute.

B. The Union Role

With increasing frequency, labor unions are taking leader-

ship roles in tuition-aid programs, demonstrating that their

contribution to the design and administration of a program can
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be considerable. Often these roles derive from the

strength as an advocate and interpreter of workers'

problems, and aspirations.

For example, unions are especially well-suited to structure

i provide educational advisement services, an absolutely critics

element of any tuition-aid program. The NIWL model for education

advisement is currently being tested at three demonstration sites

under the auspices of the Communications Workers of America, the

International Union of Operating Engineers, and two state

emplow a ur_ions (tae Connecticut State Employees Association and

the Connecticut Employees Union Independent). This model calls

for the selection and training of several union members to be

Education Information Advisors. These "ETA's" help their co-

workers locate education resources, apply for tuition-aid, and

union's

needs.

throughthrough barriers to=further education. The International

Ladies Garment Workers Union (ILGWU) is in the planning stages

of a "learning organizer" advisement system, a similar model.

Among the advantages of union-based education advisement are the

convenience of counseling offered at a worksite or union hall and

the commonality of experience often shared by a peer advisor and

the would-be worker-student.

Another role for which unions are uniquely prepared is to

channel information about tuition-aid to members. (Lack of

information is a second major barrier to participation in

education identified by workers). Many unions are using their

established communication lines to promote and publicize tuition

aid. -'Union newsletters, local meetings, bulletin board postingti,

special announcements and orientations, and.one--to-ohe contacts
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Are among the methods of getting the word out. preliminary

evidence from the NIWL demonstration project sites indicates that

awareness of tuition -aid seems to increase when the union takes

a!: active role in promoting the program.

Yet another area for union leadership is in communication

with colleges and universities and other education providers.

In order to become familiar with these institutions, it is

important to collect catalogues, clasS schedules, and anecdotal

information. Arrange to meet with the director of-extension

or continuing education or other appropriate education officials,

Such meetings should giye you a sense as to how flelible the

administration, structure, and curricula are in terms of your

membership's education interests. Educators increasingly welcome

suggestions about how to Maketheir institution more responsive

to working students.

Further discussion may lead to cooperative efforts to

revise curricula, admission requirements, registration procedures,
A

class scheduling or location. Cooperation has paid off in New

York City, where several major unions=have worked out degree and

certificate programs offering a labor studies concentration with

area colleges. The United Auto Workers (UAW), which negotiated

a $1000 per year educational benefit for workers with the three

major vrican automobile manufacturers, serves as an "employee

advoca " with educational institutions. For example, Wayne

State University and the UAW collaborated on a revision of the

course jayment system, whereby the university is paid at the

conclusion rather than the beginning of a course.: Auto workers

Are no longer required to pay the tuition fee and carry that cos

8
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over the months before their mbursement is processed. But

the university is still ensured of Its payment. 'Other commonly

cited barriers to workers use of tuition-aid may be equally
,

susceptible to remedy through collaboration-between unions,

employers, and educators,

Lastly, a union is obviously in a position to work with'

management in negotiating or improving a tuition-aid plan. It

is important to be sufficiently conversant with the many varieties

of tuition-aid to propose altbrnatives. If the company is unable
#to finance a 100% prepayment plan. for example, perhaps an edu-

cation savings account or loan system, or partial prepayment,

partial'reimb.jrmement arrangement would be workable.

As 'outlined above, a union can contribute substantially

to the successful functioning of a plan: as a source of edu_cat

advisement, an information-conduit, a, broker with educational

institutions, to name a few ways. .Demonstrating the unitin's

willingness and ability to accept a share of the resdonsibility

for making tuition-aid work, by taking on one or another of these

roles, may encourage management to initiate or expand a plan.

C. e Educator's

ny communities, educators have taken initiatives

whiah have contributed to making tuition-aid programs work.,

survey by the American Association of Community and Junior

Colleges (Commun and Jun Coll Journal, April, 1977)

revealed that 41 percent of the responding institutions had

developed educational programs at the request of employers.



Four out of ten were involved'in apprenticeship training pro-

grams and 65 percent had union members on their advisory

committees. Labor studies program are offered at many four-
,

-.year institutions. lThile all these collaborative efforts are

not directly related to tuition aid, they do indicate

extent to which educators are .reaching out to the workplace

with positive results.

The primary task is to learn about local business and-

industry and establish good Lies with its management and labor

representatives. The educator is not in a position to dictate

the shape or substance of a tuition aid plan to a comocnv or

union. What-is appropriate is to match:the educationaLinstl-

tution's resources with those Of'the business or industry and

indicate how the financing (or leave) mechanism of tuition aid

can cause the Match to be more satisfactory all around, e.g

how the education institution can meet established needs of

employeri, unions and workers for education and training se as

to enable the more rational assignment of company and union

education And training resources.

How to gain a firm knowledge base on local business and

industry will vary according to the community and traditional'

ties between-it and the education institutions. A very basic

approach is to review materials available in your own placement

office or at the public library or Chamber of Commerce. Larger

corporations and industries publish annuar reports, newsletters,

and public relations materials. Draw on the local press,

colleegues, friends, and of course your personal knowledge of th

ommunityd Consult with appropriate ficials and secure the

c.1
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ary endorsements within the college: the president,dent.
. .- ,

',,' .
..

1

icer. extension stUdydireetor. coif unit
: -- -! ,--

ations director, or!othera;
'-,

olvement between the institution and an employer. or.union.,,it

,woolCmakeserise to build on-it. has cooperative education
. "

venture aVer,been<Proposed or What: happened and

why?* Acre. alumni prominent in the. company`?

to search for is a sense of the company organization
. .

_ the nature of the product or-Iiervice o d; priorit

Cure growth :training or education arrangements pesitiOna,.

d; and any problems setbacks, or internal friet

Mach-orthis information will only come to light'throngkcon,

any history of

Versations with management or union offidiels. ,Depending on the

sanitation's structure; appropriate management contecte in,

lude directors of education and training: hUman resource

4evelo _ personnel planning or even the president if

company'?".E coMPany. leaders-include_the local

-*dent,' educecion?.dir shop steward;
*-.

During :discussion' with. management, taylhelp to ment o
:--, ,

InetitUt engths. that appear to correspon

rcOmpany * ngtieeds.. orkinstosetberi employers and

edUcational institutions can selact'arees where cooperation

loOks faagible. e employers.may.perceiVe aducation4a,its

broadest sen o be valuable; others are-proponents only to

the-eaten _ning- produces specific job- skill's.- -Ons'approac,

to forging, a

a company: is

connection' between an education institution and

to identify a training need; .computer prograrmain
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triSI run.

to proceed. /

and to conduct a well.publicized and proMoted

A small-scale success may encourage all parties

can

Examples abound which demonstrate that a tuition aid plan

be an excellent catalyst for Collaborative efforts between,

colleges or universities andthe workplace. It i$ worth the
.11

educator's time to encourage the adoption', of tuition aid,

because a plan can provide employees the money, time, or

support services many will need to avail themselves. of educa.

tional opportunities planned by the educator and employer.

Without a well- structured plan, evidence is that employee

participation in,education tends to be low. Educators may cho

to 4raw the employer's attention to the testimony 'of:business

SAO industry:exeCutives who are pleased sponsors of tuition

aid or arrange a meeting with such an'executive; AtheOg-

:Aprporate sponsor's of tuition aid are those:who believe tui

a &cid recruitment tool and that workerellighly:.trained-

md satisfied with their work are. more prOductive.:. If an'edu.

amiliar:wieh tuition aid options he or she can

lugges t

tot feasible, a loan system might be

rnatives for considerat on if tuition advance_

Any.endeavor that the

iducational institution can share, or take on entirely, to.con _

mste to a successful plan-should be d scussed.. Some examples:

mstituting mail-in registration, revising payment procedures,

acheduling or relocating classes, setting up skills or study

mtsh-up 'courses_ The more willing the, institution, the more

kely:.the, business or industry is to seek its ass Lance,
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even o'the poaait"of delegating Advisor or.obs

taring t e planning.nr revision of-a tuition aid p ogre

As potedearlier, cooperative efforts'between -0140 °nal

inst ris; employers, and labor.uniongare-occutringwithi
I

greaterifrequency throughout the United States. An important;;
- -

_easorom this recordof experience, s that the assumption.

that workers are interested only in job-related education is

gtaken While job security and career Advancement are. eited..

agbaingnf.centraIimportance.so' are concern% such as completin,

a degiee preparing for retirement:, being a well7rounded personj:

or a-better citizen.. So in talking tnunion leaders or' epeaking

a'.union-mietin&about eduCation, maintain tworway communi

ion, Although one purpose is to acquaint the membership ,

with the educatien 'institution'. another is to get their feed -,

',back. Why haven't. workers. taken courses at the college ? -.Is

money, 'time, red tape,,lack of information; lack Of.interest?,
. -

subjects would they like to study? Their answers Will tn-
.

dicate how the institution could.be more respopsiVe and what

barriers to partiCipation in education are perceived."7.

Sustained communication with:the union and its,leaders, is

funclaiWial to a good working relationship. Ways tO;proMote

_ include attending meetings, submitting articles to:the

union newsletter, posting announcements in the,unionohalL: and

mailing out course catalogUes and schedules. If a tUitiOn,:aid

plan exists, the educatOr can work with, the union:to publicize

it and

benefits.

ine procedures that hamper employee use of its

4 ')
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.-APPENDITX:A

A C CKLIST-.OF PROSI,..EMS AND spoTIoNs

The o solutions offered her

prehensivAz'it is intended simply to it

and simplicity of Potential methods for

h. -iers to adult learning.

is tiy to meana

strate the variety

eradicating_common

Solutions

Older workers may accept the prejudice that

says people over 30 are too slow or set in their

ways to study or learn. Or they may feel

intimidated by the prospect of studying'in

classes where younger studenes'couId stereotype

or deride them. Counseling or'diacusoion session

to talk out shared apprehensions have helped

adults collectively overcome them. Scheduling

classes at times and places conducive to adults

learning together avoids the threat of.dbmpetitio'-
-

with'younger students. Or classes can be atructur

to draw on youth's interest in learning from

people who have experience in the-"real world" o

work. This can reinforce .the self7cOnfidence of-

adults while building rapport between different'

age groups.

concept
salved:

in school, a
z.,44



Problems

-Self- sense of being "old" stupid", their on _of
iCo cept

others definitionYof:thenaelves as "jUsty.a"

hoOriewi ',..mechanic,secretary and so-forth.-

couPs.aliOS permits- ArPlotation of,this habit

.lack of oonfidence-and,planning to,overcome-i

- ..Pthersupport servicesAsr:introductory classe

ng,basic or study skills courses,

Lion wat

,

less threateningways to.test" the educe=

and to build confidence.

ople who -work all e0, many of-whom have,

ily ties as-well., reasonably; ondet; hoW:ter.

cucation`...- Scheduling

e:or-home saves

otherwise absotbed by travel_. AdjUstments.of

the work day or week flexitime, educational

leave. and leairefof absence allow 'eschemp__

reschedule' the elesients ref horitas dly as A:

conducive. to optimUm use of rime for work, ed4=,

-cation. and the rest

The cost of tuiti0b, fees'. books, child care.

and incidentals may look prohibitive to many ,

adult-orkers However,:employere.van underwrit6

a percentage of these

financing mechanisMsi

costa- oughyarious

tuition reimbursement co



Solutions

_ scholarahips,,training funds education

_savings accounts or loans.' Even when 100% pay-

'went is impossible, employers' contributions hAv

endouraged employees to make up the difference,

to act.

Red Tape

;aps in
's ducat

Red tape discourages prospective students who

resent wasted time, are'confused Or intimidated.,

or take it to be a,warning of what'education is

all about. The processes of course regietration;

admittance to school, or requesting 'tuition aid

are frequently mired-in paperwork. Colleges can

institute mail -in registration; tuition aid

Administrators can simply require a. min mum of

forms, officials, and steps for.Oayment proces

Some adu are educationally.thandicapped by

having.misad out on training in,,basic areas:

study skills, arithmetic, reading, and writing.

Courses in basic skills and study techniques,

GED progra js. peer tutorfng are all

these gaps, build confidence and-prepar

foundation for further education.

Substantial numbers of AmeriCans -- immigrants

Asia. the Carribean. Latin America. Europe

encounter difficulties-at the workplaCe and



,Problems

'Language
4n4Assid

SolutiOns

becauae they lack proficiency in

=asses teaching English As a second:
,

language are edienrial for these peoPle. Sign

-ficant numbers of adult native born AmeriCans-

lack basic literacy and numerical skills.

Tuition aid can-help-defriy-the-coat-of-basio-

skill's programs, if the employer cannot-provide-

such courses internally. The payoff is immediate

and significant.

Class locations may deter prospective studen

they are inconvenient. -to public

high-crime.areas, or require expensive and time-
,

consuMing car travel. 'Whenever possible,

schedule classes convenieht,toempioYeess hOffies

or jobs: worksites, union hills,community

-centers, pOblic libraries, and schools.

Child Care Parents are often prevented from re

school because either there is

ning Co

no child care

available .or no way to pay: -foritSomi edu-

cational institutions offer free or low-cost chile

care for students; others tele;Ase,or-tape

courses or sponsor them in convenient community'

or worksite locations.A2few tuition aid pro-
.-

'grams will reimburse child care expenses. A

local union, groups of working students

the empleyerCan'arri.ige for child care ervicei;'1

:



Problems Solutions

d Care What ,in needed is awareness of barrier and

pecial canceler working Women.

,leck)of According to NIWL research, many empleyee
`,Information

never heard of their-tuition aid=plan,

holeit works Ongoing publicity and Prempti-

through union and coMpany channelshasvirtually

eliminated thiabarrier in some.places. dune i=

ing can help an employee relate this opportunity

to his orsher.eduoation needs.

Lack of
InCentive

Lack. of
tixteissang
#IP0ranent-
Cburses

Many adults do not see that additional education

hal rewards. Any public recognition of education

contribution to career or p onal groWth can

affirm more.: positive attitudes. ©f Of course,djob

promot and strong support management

and union eaders are.very2Tractical incentives;

Credits. degrees, credentialsand letters _frets

cducationalinstitutiens are alsmaymbols-of--

aceoMpilshMent. If educational ;offerings are

sensitive to adult needs and intereststhis

itself is an incentive.,

This complaint

kers are un

available.- he

.whererthey

tete from the fact that

of the 4iVerse\couraea _

er publicity, directed-to war

nd work has sometimes overco



-,Problems utions

problem her c

simply area interest

ioyee needs. Those resoonaibl for the

cola: can talk to workers to find out what

subjects do interest them, and test'nev courses to:

see adults do en oil.

of worke entifiedwtx _i r,..--:ng
..

over 11-alt orkers'cited-lack of-coUnseling,ek,.--- -_-_

a problem': tounselihg can address the psycholo-

gical barriers.:many-adults face returning the

:classroom, It can provicle information ab

education and financial resources and career.

planning.- Practical problems an unsympathet

spouse or rusty study habits, can be explored.,

Both group and individual counseling sessions_

have their benefits.



APPENDIX B

'0 MANY POSSIBLE-MODEL TUITION-AID FLANS'

at fplloWs is a l 701 tuitionassistance\plan far a'

itious. en prise.-The nomenclature andthe generid

'prOVisions.of:most plans,ara-presented-;---The plan,incorPorates,

ny posSible-wayamost of the features Ofscusied'

enceato specific titles or functional positions

=

in one

above.

mainly for writing conVenience, The reader will know

who the appropriate management and union o employee :repx67

sentativot are by tIt

Which raises twnintroduotory points.' First

tuition-aid plan is presented as though the employer's work-

ce is unionized, though not necessarily as though the plan.

Were negotiated. The majority of establishments in tha.U.S. a
_ ,

of course, not unionized. In those, cases we encourage/the

reader. .to think of the references to the union in

employee committees, employee .representatiiier groups
,

-

ernative form of-employeavoice.pertains:in

employment context. 'Secondly. it should be- atectior'eapha"

that this is not the model:elan which should be implemented,in

negotiated across theland.- This is one among my possible

onligura si-presented- the purpose of giving

concrete representation tamost-o the-ideas presented-aboVeT7
. _

for making tuition aid work for



ITTON AS

teient of.,Po o

To- encoursge,,.40ployee
,

d personat:developM

ptoirides financLaV ai

courses and :programa

:proCedUres .

heir c

tande' plan

educational,

following

All to-.

ix months

ine.. cal.

of [gory

d

cipate in thi tuition ,a

o ',financial aid is,Pre-ra

s\scheduled hotri

0 hours /4 -payment:: e

hourly emploYade
- .

the Company are , eligib

stance -plan. The

d according -''to an

e. ,- 40 hours 2 fu

b Cour

reading, wr
courses:

s.

tOeignage, and arith-

or programs to Ma ntain . or improve skill*,
d in the vmplOYee's current . job or-, next highero fo which the --iMpioyeer aspires

,,prograMs- relevanr -to or required for 4.
easeeertification4or degree appropriate-
Vidual-s career develotiment and theea, fat the 'par tictitat, craft;

- .

agrees . including GED Associate,Specific de
Bachelors , an
to the company

Test PrePa
csi thin the campi

Ciatural and person

raduate degreeein'all-areaa-germane
operation and continued growth, _

sees for, promotional exatinations_
_

.

-...- ..:

c tivit



A EdUca onal Institutions

editedpoptseoonderyinititutions, certigipd,sorres

pondenee schools and other inatitutions,sorganizatiodS,

or individuals approVed by .ths.,4nearly.

Financial Aid

ThenoMpany-will prepay 100% of the' tuition costs (in---

cluding'registration and laboratory ofacceptable

coOrse(s)nr,prograis(e) up to a maximum.of 'dollare

L±_ ) per eligible employee in any year.'. Codise or

degree-related expenaes for boOks,drafting and laboreto_

supplies, certification and libensing fees, transportation'

'and child care-may be reimbursed from the 1 - allotiannw

Educational Leave

-Epployees receive regular wages and benefits when ,partici-

Wing in ani_of the three following -leave arrangements
-

?ri rye employees may rearrange their regular
working hours to schedule a course or,program:

leave . mayrequest--op to la
eaVe-Tpetyiar to Complete-awpecific educatio_
t, wring working bonrsi

,

died leave: a limited-Uumher vf,pgid-leavea of
J:_up--.to one year's-duration (minimum'2.-_-weekS) are

ranted. The edticatiotiaV activity: awn
ntereits-of_both the company-and-eiOloyee.

Administration and Staffing

tine anne icadOiniSiered by the Human

partdent.---
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lhhe on Assistance Coordinato reports :dire _ly

tp the Director for Human Resources Development;

TheCoOrdinato

Is
progr

onsible day -to -day adm nistration

Updates prog administrative procedures'
e.

MOnitors accounting g-department maintenance of
4es/stance accounts, bookkeeping. and payments

Coordinates selection . trains, supervises Andiad
Education Information Advisor; (EIA's)

RAOlains and interprets ptogram-tb-banAgetaand'AMployM
n .

Pr -ATind publicizes progrmm internally

he

beim lops and maintains resource library on
oppOrtuni ties outside the company'

Devaloend maintains working relationships with area;i
educationo institutions ,

.Coordinates' excernalpUblicity for the

Aets as secretary /convener of the,EducA
Committee

g

ri!Tlanning_

Screens requests for education inst approve
and d-appeals of tuition assistante,dtui_

'
,_..,

Reports-A° each department /agency quarts
participation ,T.:- ....,. -,

Education

nominated

n

n emplo

razestion Advisers (EIA are employee

her by the union Education Director Orfthe

Director of Human Resources Development on the basis

choir interest in.education and good<kelations with bet
-I

getent and the union Final velectionof an Mk

deterinined by the EdUcatilow PlAnningdOmmiCtia'With

1<conient of riot management 'and-tnimrmeMb



out.hoOrt , leave time, per week 1..7ith.:rpay_ is-,- granted

pursue her/his respensibill

and advise eMpieVeee raga ding Cuition'
stance, arewSdoCationa.rrea0 roes. and ,

Aimvereoming comMon barrier's. to ed4 ation, through
borh.group and indivtduai sea0ons

!tefer employees topther,inferriatio sources and
professional career counselors pr_ catiOn brokers

deport regularly to the ,Coordinator

ducotion'Planning_Committee cons sts of 4 membera.

the-Tuition Assistance Coordinator. the Director of

Training, Director of Human Resources Davelopment, and__

he union Education Director., The Commi tee meets
- .

monthly to-decidet

a approValof-educational institutions

final determination:nf tuition assistan e appea

final approval of TArselection

Overall d On:Of.external publicity

_ Ongoing evaluation and plann
develOpMent

for program's

_

ProPedt*e-lot APOUrlog for.Financial-,Assistance :-,

Ibb employee compittei a payment,; request. formleva
- _ . _ - _ ,

_able from department heads=;; =-H ' -4nd tha; Coord

.-rhe ford 1.4-eUbmitted to the employee's immediate
_

-
14110-reviamaandforwardsit.to the'departmen

head irith a reCommendation. The department, head.

recoMMends,..and-- -rdi the request-to the
. -

Coordinator.



C. If the request is, approVed at both levels, theCoordina;

tor confirms course and institution eligibility and

forwards the request to the accounting department

which issues-a check to the employee. EmployeeS should

anticipate that processing of,the request will take up

to four weeks.

If either manager or" department, head disapproves the

request, or either course or institution are unaccept

able, the Coordinator meets with the employee'end

management (if appropriate); to work out an alternative

course of study. The Coordinator has final approval/

denial authority unless the employee chOoees to appeal

a decision to the Education Planning Committee.

Procedures for Appl ying fOr_Leave

A. Flexi-time: the employee,arranges with immediate

supervisor a modified work schedule. If, core hours

are affected, department head approval is required.

B. Short-term leave: requests must be approved by super-

visor and department head.

Extended leave: Requests must be initiated by the

department head, reviewed and approved by Education

Planning Committee.



APPENDIX C

GLOSSARY OF TERMS

Collective Bar; in n A _eementl -- an agreement reached through

negotiations between a company and a'union specifying wages,

hours, dnd conditions of employment for certain employees at

one or more Locations.

Educational Leave -- leave granted/to an employee for educational

purposes for a specified period during working hours.

Educational loan Plan -- a form arrangement under which an em-

ployer J,ends money to qualified employees for education or

training 'on a full- or part-tim basis, and requires repayment

ofthe loen_accOrding to an agreed-upon schedule.

pitaklyer Contribution -- employer payment de fund that is used

to finance employee education and training. Employer payments

may be based on a perceotage of hourly, daily, or monthly payroll

,costs or on a fixed dollar amount per worker.

Leave of Absence -- leave granted an employee for educational

purpose& for an extended period of time

Negotiated Tuition A4d any formal program through which

a company has agreed, wIthin terms of a-company-union 'contiact, to

pay all or part of the\Cuition and related financial expenses

'incurred by employees c ed under the agreement while' pursuing

urses of studyoffere n or of company or union premises

TUition aid plans usual l do not include apprenticeship courses.



Scholarship Flan -- a formal arra nt under which an emplover

provides eligible employees with grants of money, all or par-

tial, to cover hosts of education or training programs on a

r par-,t-tim basis.

Seniority -- a-privileged status attained by length of service

with an. employer.

Training Fund -- formal funding arrangement in which an employer

=contributes 'a fixed amount per employee to a central fund to

finance education and training: some funds involve the establish-

' ment of a training institute. Training funds are usually adminis-

tered by'a board of trustees.

Trustees -- company and union representatives responsible for

administering negotiated tuition-aid plans or training funds.

Tuition Advancement/Reimbursement Plans -- plans that pay all or

part of tuition and related coats for enrollment in schools and

colleges outside the firm. (See text, II. What is a Tuition-

Aid Plan?)

Tuition7Aid. -- any formal plan through which a company offers

financial assistance to some-or all of its employees to encourage

them to complete courses of study at outside educational insti-

tutions. Tuition -aid plans are grouped-into four types &.

this study, and each type is considered to have specific pr'

vicious such as an application'and approval process. These
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four types of plans are: tuition idvaneement reimbursement plans;

educational leave and leave of absence plans: training fund

plans and scholarship and educational loan plans.



APPENDIX

Other Resources
From The

FR EDUCATION AND TRAINING POLICIES PROJECT

Available August 1980

"WORKER EDUCATION: NEW ENERGY FOR THE 1980's"
A Slide Tape Program. This 15 minute program
examines several 'successful tuition assistance
programs administered by'companies and unions
and recommends ways to increase the effective-
ness and use of tuftion;assistance plans.
Views of company officials, union officials.
'educators and working mercand women are offered.
This slide-tape program is ideal for employee
orientation programs and for union member-
ship meetings. ($15.00 Weekly rental fee.
Shipping and handling included).

The Policy Oesearch Monograph Serids

PRICE* ORDER NO. TITLE

510.00 PRM I The Structure of Adul
'ReTTlY5
BtYna S =ore e

0 PRM 2 Trainin and Education hy_Industrv. Harold
n KGpages.

PRM 3 Calling the Tune _ComOunications TO_theolo-it
=or or n Learning and1717ffiTTe_
Carpenter= _0. g0 -p4geb7

C;5.00 PRM 4 Issues in Education and Trainin,
V767F17CRomen,

pages. *leased in collaboration
th the National Commission on Working
en).

$10.00 PRM -5 Worklife Education and T inin and the
a_

pages.

$12.00



PRICE* ORDER NO.

$10.00 ,PRM 6

$ 8.00 PRM 7

PRM 8

$ 5.00 PRM 9

TITLE

Adult Partici a
v s. .van

ages

Education and TrainiLig_for Middle!Aged_
iTiFTCtoiAgFi=r1FriVi Issues ands

J enc ages. -

Alternative Work-Patterns: I- lcations
oriroFUTT-2-:e.Eucation an Tr

Jane S o e pages.

Barriers to the Older uden -The Limits
a inancia A i. =ene

Werf-n-TeEon

. THE CASE STUDY SERIES ON EFFE&IVE PROOKA

PRICE ORDER NO

$7.00 CS 1

$6.50 CS 2

0 CS 3

$4.00 CS 4

TITLE_

The Educe 'on Fund of D st_ ct Count
ne fa

Kimber -Clark Cor-o_a

°°84P-9? P11L---pages.
e

pages

ion's.Education
Rosole.1-

Polaroid Cor on's Tuition
n. 'at een nox.

Tuition Aid Revisit ed: Ta
ar

0

Assistance .
pages.

he
z .

To order the above publications,'send cheek or money ordersto Publications Office,.-AIWL, Suite 301, L211-CdringeticutAvenUe, NW, Washington, DC 20036. Prepaid orders receive a10% discount. Prepaid orders for three or more of the above
publications receive an additional 20% discount fora total
discount of 307.

Ai;



The National Institute for Work and Learning (formerly the
National Manpower Institute)' is a private, not-for-profit,
policy research and demonstration organization established
in Washington, D.C. in 1971. NIWL is concerned with en-
couraging public and private sector policies and practices
that contribute to the "fullest and best use of the life
experience", with eliminating 'artificial time-traps which
segment life into youth for schooling; adulthood for work-
ing. and the rest of life for obsolescence; and with a more
rational integration of education, employment and training,
and economic policy.

The officers of the National Institute for Work and .,earn-
ing are:

Willard Wirtz, Chairman, Board of Trustees
Archie E. Lapointe: President
Paul E. Barton, Vice President for Planning and Policy

Development

Worker Education and Training Policies Project Staff include;

Gregory B. Smith-, Project Director
Ivan Charner, Director of Research
Jane Shore, Policy Research Associate
Freda McBride. Project Secretary
Juanita R. Mello, Project Secretary
Jamshid Momeni, Research Associate
Edward Cohen-Rosenthal, Project Officer
Ann Rogers, Project - Officer
Francis Macy, Project Consultant
Julia French, Research Librarian

Dr. Herbert Levine, Director of the Labor Education Center at
Rutgers University has assisted NIWL on this project as Senior
Study Consultant. . The project has been advised and informed
ae well by a National Advisory Committee of representatives
from companies, unions, and education institutions.

Nevzer Stacey, ProgramI Officer at the National Institute of
Education in the Program_on Educational Policy and Organizatibi
serves as the -Project Officer for the Worker Education and
Training Policies-Project.


