
DOCUMENT RESUME

ED 372 258 CE 066 872

TITLE Oversight Hearings on Dislocated Workers. Hearings
before the Subcommittee on Labor-Management Relations
of the Committee on Education and Labor. House of
Representatives, One Hundred Third Congress, First
Session (April 20, July 29, and September 20,
1993).

INSTITUTION Congress of the U.S., Washingtoh, DC. House Committee
on Small Business.

REPORT NO ISBN-0-16-043696-6
PUB DATE 94
NOTE 530p.; Serial No. 103-38. Document contains some

small type.
AVAILABLE FROM U.S. Government Printing Office, Superintendent of

Documents, Congressional Sales Office, Washington, DC
20402.

PUB TYPE Legal/Legislative/Regulatory Materials (090)

EDRS PRICE MF02/PC22 Plus Postage.
DESCRIPTORS *Dislocated Workers; Educational Needs; *Employment

Programs; *Federal Programs; Hearings; *Job Training;
Postsecondary Education; *Program Effectiveness;
Program Improvement; *Retraining; Wages

IDENTIFIERS Congress 103rd

ABSTRACT

This document records the oral and written testimony
given by witnesses at a series of three Congressional hearings
conducted in 1993 to review federal retraining programs for
dislocated workers. Witnesses included representatives of federal and
state agencies, and Private Industry Councils. Witnesses testified
about their programs and what has worked and has not worked in their
efforts to retrain dislocated workers. The existing programs were
described and suggestions made for improvements, including putting
programs in place before layoffs, and shortening the timeframe for
retraining programs so workers can afford to complete them. However,
according to witnesses, whatever successes have occurred have been
tempered by the sluggish economy and the reality that most of the new
jobs for which workers can be retrained pay substantially less than
the jobs they have lost. (KC)

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

from the original document.
***********************************************************************



4 "-

co OVERSIGHT HEARINGS ON DISLOCATED WORKERS

cv)

HEARINGS
BEFORE ME

SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS
OF THE

COMMITTEE ON EDUCATION AND LABOR
HOUSE OF REPRESENTATIVES

ONE HITNORED THIRD CONGRESS

FIRST SESSION

HEARINGS HELD IN WASHINGTON, DC, APRIL 20, JULY 29, AND
SEPTEMBER 20, 1993

Serial No. 103-38

Printed for the use of the Committee on Education and Labor

U S DEPARTMENT OF EDUCATION
e ducahonal Research and Improvement

EDUCA tIONAL RESOURCES INFORMATION
CENTER (ERIC)

doc.men, has been reproduced as
receved born the person or orgarazatron
orrgrnating .1

C1 Minor changes have been made to Improve
reproductron Qua lay

Pornts of view or openrons stated rn this doCu
ment do not necesSartly represent onrCist
OE RI Deselect or POIrCy

U.S. GOVERNMENT PRINTING OFFICE

76-387 WASHINGTON : 1994
PI/LN

For sale by the U.S. Government Printing Office
Superintendent of Documents. Congressional Sales Office, Washington, DC 20402

ISBN 0-16-043696-6

96./



COMMITITE ON EDUCATION AND LABOR

WILLIAM D.
WILLIAM (BILL) CLAY, Missouri
GEORGE MILLER, California
AUSTIN J. MURPHY, Pennsylvania
DALE E. KILDEE, Michigan
PAT WILLIAMS, Montana
MATTHEW G. MARTINEZ, California
MAJOR R. OWENS, New York
THOMAS C. SAWYER, Ohio
DONALD M. PAYNE, New Jersey
JOLENE UNSOELD, Washington
PATSY T. MINK, Hawaii
ROBERT E. ANDREWS, New Jersey
JACK REED, Rhode Island
TIM ROEMER, Indiana
ELIOT L. ENGEL, New York
XAVIER BECERRA, California
ROBERT SCOTT, Virginia
GENE GREEN, Texas'
LYNN C. WOOLSEY, California
CARLOS A. ROMERO-BARCELO,

Puerto Rico
RON KLINK, Pennsylvania
KARAN ENGLISH, Arizona
TED STRICKLAND, Ohio
RON DE LUGO, Virgin Islands
ENI F. H. FALEOMAVAEGA,

American Samoa
scam BAESLER, Kentucky
ROBERT A. UNDERWOOD, Guam

FORD, Michigan, Chairman
WILLIAM F. GOODLING, Pennsylvania
THOMAS E. PETRI, Wisconsin
MARGE ROUKEMA, New Jersey
STEVE GUNDERSON, Wisconsin
RICHARD K. ARMEY, Texas
HARRIS W. FAWELL, Illinois
PAUL B. HENRY, Michigan
CASS BALLENGER, North Carolina
SUSAN MOLINARI, New York
BILL BARRETT, Nebraska
JOHN A. BOEHNER, Ohio
RANDY "DUKE" CUNNINGHAM, California
PETER HOEKSTRA, Michigan
HOWARD "BUCK" McKEON, California
DAN MILLER, Florida
MICHAEL N. CASTLE, Delaware

PATRICIA F. EISSLER, Staff Director
JAY EAGEN, Minority Staff Director

SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS

PAT WILLIAMS, Montana, Chairman
WILLIAM (BILL) CLAY, Missouri
DALE E. KILDEE, Michigan
GEORGE MILLER, California
MAJOR R. OWENS, New York
MATTHEW G. MARTINEZ, California
DONALD M. PAYNE, New Jersey
JOLENE UNSOELD, Washington
PATSY MINK, Hawaii
RON KLINK, Pennsylvania
AUSTIN J. MURPHY, Pennsylvania
ELIOT L. ENGEL, New York
XAVIER BECERRA, California
GENE GF7P.N, Texas
LYNN C. WOOLSEY, California
CARLOS A. ROMERO-BARCELO,

Puerto Rico

1

1

MARGE ROTJKEMA, New Jersey
STEVE GUNDERSON, Wisconsin
RICHARD K. ARMEY, Texas
BILL BARRETT, Nebraska
JOHN A. BOEHNER, Ohio
HARRIS W. FAWELL, Illinois
CASS BALLENGER, North Carolina
PETER HOEKSTRA, Michigan

(10



CONTENTS

Page
Hearings:

Washington DC, April 20, 1993 1
Washington DC, July 29, 1993 143
San Francisco, CA, September 20, 1993 339

Statement of:
Bischak, Gregory, Executive Director, National Commission for Economic

Conversion and Disarmament, Washington, DC 164
Corrigan, Dr. Robert A., President, San Francisco State University 342
Curran, Michael, Director, North Valley Pri /ate Industry Council

(NOVA) Job Training Consortium 387
Dickinson, Katherine P. Ph.D., Social Poli Research Associates 353
Elton, Eunice, President, Private Industry Council of San Francisco, Inc 417
Golding, Carolyn M., Acting Assistant Secretary Employment and Train-

ing Administration, U.S. Department of Labor, Washington, DC 19
Hamburg, Hon. Dan, a Representative in Congress from the State of

California 349
Hanoski, Jerry, Executive Director, Western Wisconsin Private Industry

Council, La Crosse, WI 200
Miller, Hon. George, a Representative in Congress from the State of

California 341
Miller, J.T., Napa-Solano Counties Central Labor Council AFL-CIO 349
Nagle, Thomas P., Director, California Employment Development Depart-

ment 396
Smith, Ralph E., Chief, Employment and Income Security Unit, Human

Resources and Community Development Division, Congressional
Budget Office, Washington, DC, accompanied by Murray RO6S, Princi-
pal Analyst, Congressional Budget Office, Washington, DC; Katherine
P. Dickinson, Social Policy Research Associates, Menlo Park, CA; and
Walter Corson, Vice President, Mathematica Policy Research, Prince-
ton, NJ 48

Starr, Al, Executive Director, Seattle/King County Private Industry
Council, Seattle, WA 188

Tetro, Charles, President, Training and Development Corporation, Buck-
sport, ME 212

Watkins, Admiral James, Former Secretary of Energy and Chief of Naval
Operations, Washington, DC 146

Prepared statements, lettere, supplemental materials, et cetera:
Bischak, Gregory, Executive Director, National Commission for Economic

Conversion and Disarmament, Washington, DC, prepared statement of.. 166
Corrigan, Dr. RobeA A., President, San Francisco State University, pre-

pared statement of 345
Corson, Walter, Vice President, Mathematica Policy ,,-.search, Princeton,

NJ, prepared statement of 98
Response to written questions from the subcommittee by 108

Curran, Michael, Director, North Valley Private Industry Council
(NOVA) Job Training Consortium, prepared statement of 389

Dickinson, Katherine P., Ph.D., Social Policy Research Associates, pre-
pared statements of:

April 20, 1993 68
September 20, 1994 356
Response to written questions from the subcommittee by 444

Elton, Eunice, President, Private Industry Council of San Francisco, Inc ,
prepared statement of 421

(tn)



0

IV
Page

Prepared statements, letters, supplemental materials, et ceteraContinued
Employment Training Panel, Sacramento, California, prepared statement

of 458
Golding, Carolyn M., Acting Assistant Secretary Employment and Train-

ing Administration, U.S. Department of Labor, Washington, DC, pre-
pared statement of 22

Green, Hon. Gene, a Representative in Congress from the State of Texas,
prepared statement of 326

Hanoski, Jerry, Executive Director, Western Wisconsin Private Industry
Council, La Crosse, WI, prepared statement of 202

Klink, Hon. Ron, a Representative in Congress h .nri the State of Pennsyl-
vania, prepared statement of 145

Mexican American Legal Defense and Educational Fund, Washington,
DC, prepared statement of 120

Miller, J.T., Napa-Solano Counties Central Labor Council AFL-CIO, pre-
pared statement of 352

Nagle, Thomas P., Director, California Employment Development Depart-
ment, prepared statement of 398

Response to written questions from the subcommittee by 446
Outplacement Industry Coalition, prepared statement of 334
Payne, Hon. Donald M., a Representative in Congress from the State of

New Jersey, prepared statement of 334
Private Industry Council of San Francisco, Inc., San Francisco, CA, pre-

pared statement of 449
3mith, Ralph E., Chief, Employment and Income Security Unit, Human

Resources and Community Development Division, Congressional
Budget Office, Washington, DC, prepared statement of 50

Starr, Al, Executive Director, Seattle/King County Private Industry
Council, Seattle, WA, prepared statement of 191

Additional material submitted for the record by 221
Tetro, Charles, 7resident, Training and Development Corporation, Buck-

sport, ME, prepared statement of 214
U.S. Department of Labor, Washington, DC, responses to subcommittee

questions 4
Watkins, Admiral James, Former Secretary of Energy and Chief of Naval

Operations, Washington, DC, prepared statement of 149
Williams, Hon. Pat, a Representative in Congress from the State of

Montana, prepared statements of:
July 29, 1993 144
September 20, 1993 340

Woolsey, Hon Lynn C., additional material submitted for the record by 264

5



OVERSIGHT HEARING ON DISLOCATED
WORKERS

TUESDAY, APRIL 20, 1993

HOUSE OF REVRESENTATIVES,
SUBCOMMITTEE ON T kBOR-MANAGEMENT RELATIONS,

)MMITTEE ON EDUCATION AND LABOR,
Washington, DC

The subcommittee met, pursuant to notice, at 9:40 a.m., Room
2175, Rayburn House Office Building, Hon. Pat Williams, Chair-man, presiding.

Members present: Representatives Miller of California, Martinez,
Payne, Klink, Green, Woolsey, Romero-Barcelo, Roukema, andMcKeon.

Staff present: Jon Weintraub, staff director; Fred Feinstin, chief
counsel; Gail Brown-Hubb, staff assistant; and Paula Larson, staffassistant.

Chairman WILLIAMS. I call this hearing of the Labor-Manage-
ment Relations Subcommittee to order. I'm pleased today to beginthe review of America's retraining programs. Before we look at
reform, the subcommittee believes we must consider what our in-
vestments to date in retraining have yielded.

We approach this subject in several contexts. First, the ever de-
creasing real average hourly earnings. Second, a significant lack of
job growth coming out of this recession when compared to prior re-
cessions. Third, a structural unemployment problem in which only
14 percent of the unemployed expect to get their old job back
during this recession. By the way, that 14 percent compares with
an average of 44 percent over the past four recessions.

And finally, we consider this matter in the context that 18 per-
cent of the full time workforce are earning wages below the pover-
ty level for a family of four. So, we have a dismal economic picture,
and the unemployed have a dismal economic picture as they ap-
proach the options in front of them for retraining.

Our purpose today is oversight. This committee wants to know
what has worked among the variety of programs available to the
Nation's dislocated workers, what can we learn from the Federal
retraining efforts to date. I do want to be frank and tell you fromthe start that I am skeptical about the success of America's re-
training efforts.

And let's consider this, even if given the factsthese four factsthat I place before youeven if our training and retraining efforts
were successful, where are the jobs for those folks? Where are they
now, where are they going to be in the future? Did you see that

(1)



2

movie, A Field of Dreams, "Build it and they will come?" Well, this
Nation is beginning to act as if we train them, the jobs will sudden-
ly come. And I wonder if we have to rethink that.

And if we do, then we rethink very basically how our job retrain-
ing efforts from the Federal Government need to be structured.

Today, we will hear from the Department of Labor, who will de-
scribe the status and results of the programs they administer, and
then we will hear from the study leaders Of the major research ef-
forts examining these programs. The statements of all of our wit-
nesses will be included in their entirety in the hearing record, as
will the statements of any members who wish to present them to
the Chair.

Now let me turn to our friend and ranking member of the sub-
committee, Congresswoman Roukema. Marge, it's nice to see you
this morning.

Mrs. ROUKEMA. Thank you. Thank you, Mr. Chairman. It's good
to be back. This is an eye-opener today. If I thought we were still in
recess, this will throw some cold water in our faces, won't it?

Mr. Chairman, I do want toby that, I don't mean that in a de-
rogatory way, I think you have outlined precisely the situation,
and I'm going to ask that in light of your comments, if I could ask
unanimous consent to have my opening statement inserted in the
record.

Chairman WILLIAMS. Without objection.
Mrs. ROUKEMA. I'd like to make some observations as to what

you said, despite the fact that I have to leave this morning because
there is a conflict with an important meeting with Secretary Riley.
Republicans will be meeting with him, and I regret that I have to
leave.

But Mr. Chairman, I want to tell you that I agree wholehearted-
ly with what you have said. You have alluded not only to the struc-
tural unemployment problem, I would also add that the effects of
NAFTA, if they are implemented, will add in yet unknown ways to
the dislocation. Whether it's significant and long term or not, it is
going to add in significant ways to the structural unemployment
problem and the challenges of retraining.

But I agree with you, and have said so for a long period of time,
that it's well and good to talk about retraining, but I don't know
where the jobs are, good quality jobs are for that retraining. It's
one of the reasons I've come to the conclusion that we need more of
a save-and-invest policy in this country than perhaps some of these
other programs.

However, that having been said, I will acknowledge, as I believe
you have, that given the circumstances of our training programs
and o many that are overlapping, that this is an appropriate time
for us to look at those programs and see how they can be more effi-
ciently delivered given the circumstances we are faced with.

I also want to acknowledgeand I'm sorry that I won't be here
when we have, I believe, representatives here who are going to tes-
tify on a program that is operating in New Jersey, is that not cor-
rect, conducted by Mathematica. It is a reemployment demonstra-
tion project. I hope, certainly, to read the testimony and establish a
good relationship with that group and I would hope that they
would invite me down to visit with them and talk at greater length
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about the progress of their program. It is innovative. I'd like to saythat New Jersey is noted for their innovation, and usually we are
on the cutting edge of issues of this kind.

Thank you, Mr. Chairman.
[U.S Department of Labor answers to subcommittee's questions

follows.]

3
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Office of the Assistant Saorstary for
Congressional and Intarganwonstnral Mast
Washington. D.C. 20210

Mr. Jon lethemsebb
Staff Iliredebr
Sacemlittas on Labor-

/enigma* Belatices
320 Cannon Mums Office Building
%Abington, D. C. 20515

Dear Jen:

As followup to the April 20th hearing, enclosed are gmestions posed at the

hearing and MA's responees. Also enclosed per the SUbcommittee's request,

are copies of the Questions and Anewers requested and submitted prior to the

bearing Whidh were not addressed during the hearing.

Please 1st me know if you have questions or need fUrtber information. I can

be reached an 219-6141.

Sinowsly,

Enclosure
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Q. Is the Department still providing training to workeis
dislocated as a result of businesses relocating overseas with
support from the Agency for International Development?

A. To our knowledge, the Job Training Partnership Act has not in
the past, nor is it now, providing retraining assistance to
workers dislocated by companies receiving some sort of government
assistance to relocate outside the United States.

i f)
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Q. Please provide information on an actual early intervention
model for a base closing.

A. One example of an actual early intervention is the base
closing at England Air Force Base (AFB).

o In June 1991, the U.S. Department of Defense annpunced the
closure of England Air Force Base (AFB) in Alexandria,
Louisiana. The base was the largest employer in Alexandria
and the surrounding Rapides Parish. The base was scheduled
to close on December 15, 1992, and approximately 1,096
workers were expected to be affected by the closure.

o On March 4, 1992, a Defense Clnversion Adjustment (DCA)
grant for $1.2 million was awa:ded for the purpose of
serving workers dislocated from the base. A total of 558
civilian and military employees at England AFB were
projected to be served by Project ReDirections during the
grant period, January 15, 1992 through January 31, 1994.
(The grant has since been extended through January 31,
1995.)

o The ReDirections Center was established on the base on
January 15, 1992 to provide services to affected workers.
The Rapides Parish Police Jury received the plans for the
project and endorsed the ReDirections Center. The Private
Industry Council (PIC) formed an ad hoc committee to deal
with the base closure. This advisory committee to the PIC
set priorities, facilitated coordination, developed
marketing st,e;_egies, assessed labor market information, and
evaluated training proposals. The committee also was
responsible for oversight of the project. The project
design was approved and was supported by the Louisiana
Employment and Training Coptncil (otherwise known as the
State Job Training Coordinating Council). A Job Specialist
from the Louisiana Job Service Office in Alexandria was
outstationed as a regular member of the on-site project
staff. A computer terminal and line hook-up to the Job
Service mainframe was installed at the Center on the base.
The computer terminal provided access to both State and
nationwide job order files. A labor/management committee
was formed and met on an as-needed basis at a designated
location at the ReDirections Center.

o The substate area (SSA) identified eligible groups of
individuals to be served through review of the following
documents: official written notice of layoff which included
the civilian employee's name; a listing issued by the base
which identified both military and civilian employees who
were to be affected by the reduction-in-force; a priority of
service plan and most-in-need policy developed by the SSA;
and a base listing of civilian employees who were seeking
transfer (i.e., were on the priority placement list).

1 1
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Civilian employees were given official written notice
stating their employment would be terminated on or before
December 15, 1992. The U.S. Air Force also furnished a
letter for military members who were separating or retiring.

o A number of approaches were used to make workers as well as
local employers aware of the program. Participation in job
fairs, media coverage using local newspapers, magazines,
radio and television stations, newsletters and brochures
have been utilized in this effort.

o Basic readjustment services, relocation assistance, and
retraining services have been provided on-site. Skill
training for other occupations has been provided through
vocational schools in the area and through on-the-job
training. Participant suppert has been provided, as needed.

o Through the end of March 1993, 141 individuals have been
enrolled under the grant. Thirty-three persons have
.terminated from the program and all have been placed in
unsubsidized employment. One hundred seventy-seven of the
civil service personnel were placed in other employment
through the Department of Defense Priority Placement
Program.

Due to changes in the legislation, early intervention can begin
even sooner than before. Previously, eligibility for services
under the Defense Conversion Adjustment (DCA) Program was based
on the receipt of a notice of termination, or a Certification of
Expected Separation which can be issued up to six months prior to
the expected date of separation under revised OPM regulations.
Under the National Defense Authorization Act for Fiscal Year
1993, the DCA program was amended to allow civilian employees of
the Department of Defense employed at a military installation
slated to be closed or realigned to be eligible to receive
services beginning 24 months from the date that the installation
is to be closed or the realignment completed, if they have not
received notice described above prior to that time.

1 2
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4/21/93 - Question from Ms. Woolsey

Q: What is the average wage rate for females entering employ-
ment following their termination from a dislocated worker
program compared to their average wage rate in their last
job prior to becoming a dislocated worker?

A: Currently, the only information we have in this area is
obtained from the Job Training Quarterly Survey (JTQS)
report. The JTQS estimates the Average Hourly Wage at
Termination as follows:

Program Year 1991

Program Year 1990

mla No=
$9.07 $7.37

$8.97 $7.12

The JTQS does not collect information on average pre-program
wage.

We expect the information you requested to become available
with the implementation of the Standardized Participant
Informatiom Record (SPIR) reporting system. This new system
of information collection will replace our current Worker
Adjustment Program Annual Report (WAPR), from which we
currently obtain data on participant characteristics. The
SPIR system is currently being implemented.

The most recent official data we have on the types of infor-
mation requested (characteristics, wage rates) is as of
June 30, 1992. We receive this information on an annual
basis on the WAPR. Last year, 189,395 participants were
terminated, of whom 45% were women. Of total terminees, the
average wages were:

Pre-program: $ 9.69

At termination: $ 8.49

At follow-up: $ 8.75

1 3
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Q. Please provide for the record the responses to the other
questions prepared by the committee and submitted in advance to
the Department of Labor.

A. Attached are the responses for the questions which were not
addressed during the April 20 hearing.

I. 4
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QUESTION: You mention that EDWAA includes incentives for workers
to begin training early in their spell of unemployment.
What are they?

RESPONSE:

The chief incentive that EDWAA provides is that through
rapid response, workers can receive information, counseling
and guidance before they are actually laid off.

Due to the Department's emphasis on long-term training,
there is incentive for the substate areas to get partici-
pants into training as quickly as possible, in order to make
full use of UI payments before they run out.

Despite the fact that needs-related payments are not widely
used, participants are only eligible for these payments if
they are enrolled in training within the first 13 weeks of
their UI spell.

5
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QUESTION: You cite taat the Clean Air program and the Defense
Diversification program provide more generous income
support than EDWAA. Could you explain. Is it just
that grant applications must include assurances that
there are needs-related payments?

RESPONSE:

Under the Clean Air and Defense Diversification programs, it
is a requirement to provide needs-related payments to all
participants who are enrolled in training.

In the Trade Adjustment Assistance program, retraining and
needs-related payments each consumed 50% of available funds.-..
Given the level of expenditure that would be necessary to
provide needs-related payments at ple local level, most
substate areas have chosen not to provide these payments at
all.

As of July 1, 1993, cost limitations will no longer apply to
National Reserve grants, therefore discretionary projects
will not be limited to the 25% limit which previously ap-
plied to needs-related payments.

13
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QUESTION: Why is only 7% of the funds being spent on supportive
services and needs-related payments? Is the ratio of
spending 52% on training and 7% on needs-related pay-
ments and supportive services about right? If not,
what is the Department doing to encourage a different
approach?

RESPONSE:

The Department believes that there is an unmet need for more
needs-related payments and supportive services for dislocat-
ed workers.

Because unlimited resources are not available, States and
substate grantees must make decisions every day regarding
the most effective use of the funds to serve the eligible
population. These decisions are reflected in the expen-
diture rates. A change in the needs-related payments and
supportive services would require a reduction in the expen-
ditures for other activities such as basic readjustment
services.

The Administration's 1994 budget request includes sufficient
funds to allow for necessary needs-related payments and
supportive services for all participants.

1 7
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QUESTION: On page one of your JTPA Title III national analysis
tables, spending of formula funds as a percent of total
availability (line 19) averaged 83% while discretionary
spending as a percent of total availability (line 30)
averaged only 33% during the five program years cited.
Could you explain the low spending rates for discre-
tionary funds?

RESPONSE:

The discretionary grants are awarded for projects that
deliver services for 18 months or longer. There is no
expectation that the funds will be fully expended by the end
of the program year.

Further, discretionary funds are awarded during the program
year to respond to needs that cannot be met with formula
funds. Therefore, by design, most of the awards are at the
end of the year, with little or no opportunity for expendi-
tures during the year of obligation.

,
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QUESTION: It appears that about $26 million (line 31) was re-

turned unspent to the Treasury during the five years or

on an average of $5 million per year. While this is a

small percentage of the total appropriation for those

five years, are there steps you can take to avoid this

in the future? Do you need legislative action to

strengthen your hand?

RESPONSE:

The Department is continuing to work with the States to

effectively and fully utilize the funds available through

the discretionary grants. The unspent funds in question
generally represent not only a "small percentage of the

total appropriation", but also reflect very small amounts

from a number of grants rather than a substantial amount

from one or two grants.

Further, the amount shown as deobligated during PY 1990,

which is almost 3 times the amount for the other years and

represents more than one-third of the total amount of un-

spent funds in question, reflects the under expenditure of
discretionary funds during the transition period of PY 1988

and 1989. That transition period from the old Title III

program to the new EDWAA amendments required a new focus on

expenditure of formula funds with the threat of reallotment

for those States that did not meet an 80 percent minimum
expenditure rate, and a substantial increase in the total

discretionary funds available from about $87.3 million to

over $125 million.

1 9
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QUESTION: Do you have any evidence-of the defense funds beimg
used for conversion of a business that may otherwise
close?

RESPONSE:

o Except for demonstration programs, the law does not permit
funds to be used for this purpose.

o A demonstration project in Pima County, Arizona is using
defense conversion funds for averting dislocations. This
project will target employees of Sargent Controls, whose
current production is almost entirely concentrated on parts
for the SEANOLF class submarine. Sargent has conducted
initial research suggesting that a potential new market
exists if its product can be adapted fo.: use in nuclear
reactors.
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QUESTION: How will DCA and Defense Diversification be coordinat-
ed? Can reimbursement be made for rapid response in
defense diversification?

RESPONSE:

DCA and Defense Diversification are similar programs that
will be administered by the same office. Applicants are
expected to submit an application for only one program, but
since the process will be the same, the Department will, if
necessary, consider the application under any of the exist-
ing guidelines, including the regular EDWAA discretionary
account, for which the process and rules are also basically
the same.

In response to the second question, yes, reimbursement can
be made for rapid response in the Defense Diversification
Program.

21
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QUESTION: You state that $100 million is available for obligation
through September 30, 1993, for defense conversion.
Wasn't that availability extended to September 30,
1997, in P.L. 102-368 in the Dire Emergency Supple-
mental?

RESPONSE: Yes, Mr. Chairman, you are correct.

9 0
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Chairman WILLIAMS. Thank you.
Mr. Klink.
Mr. KLINE. Thank you, Mr. Chairman. First of all, I'd like to

start off by associating myself with your comments, and those of
the gentlelady, Mrs. Roukema. I agree with both statements.

I am pleased the subcommittee has decided to examine worker
training and retraining. This area has been a concern of mine for
some time, coming from the Pittsburgh area, what is commonly
known as the Rust Belt.

I believe that today's workforce is not being trained for today's
jobs. Too often there is a mismatch between the workers and the
Jobs, and the current economy. I'll vary from my prepared state-
ment, Mr. Chairman, just to tell you that late last week I met with
people from a company in my district. They wanted to meet with
me on a problem that they were having, which I think we can help
them with. And I said, "Well, look, I have to think that you're in a
business that can expand and create jobs." And they said, to my
shock and amazement, "That's true. But we cannot find workers in
our area."

With 25 percent unemployment, they couldn't find a workforce
that was adequately trained to do the work that they need to have
done. And they quickly named off a list of about a dozen or so
other companies in our area that have the same kind of problems.
We are currently putting together a conference to address that
with them and with the schools, both proprietary and secondary, in
the area. They are trying to find out why that is. If the jobs are
there, we want our people to have them.

In addition to this problem, according to the Pennsylvania De-
partment of Labor and Industry, there are now over 120 Federal
employment and training programs spread out over at least 14 dif-
ferent agencies. Just in the Job Training Partnership Act, which
we're looking at today, I count some 14 programs. That, to me, is
ridiculous.

I'm encouraged that the Clinton administration is working on
consolidation of training programs. I'm also pleased that the Presi-
dent and Secretary Reich are also increasing the monetary invest-
ment in worker training. I believe that both are a must if Ameri-
ca's economy is to remain competitive. I hope that we can add
something to the consolidation effort today and in the future, and I
look forward to the testimony and hope that the future hearings on
job training will be very successful.

Thank you, Mr. Chairman.
Chairman WILLIAMS. Thank you.
Mr. McKeon, opening statement.
Mr. MCKEON. Thank you, Mr. Chairman. I'm interested in this

program. In our area we have a great dependence on the defense
industry, and with the cutbacks there we have a high unemploy-
ment.

I have established in our district a Defense Conversion Task
Force, and I met with them while I tvas in the district over the
recess. They are working hard there to establish areas where we
can communicate back and forth.

One of our local companies, H.R. Textron, has put together a de-
fense conversion program. They met with President Clinton's group

9 3



19

out there Friday, I believe it was. They're asking for help out of
the $1.5 billion that was providedthe $500 million that was set up
for projects of this type.

I, also, apologize for having to leave for the meeting with the
Secretary, but I appreciate you coming here to testify on this today.
We will review the testimony, and want to participate however we
can in this program.

Thank you.
Chairman WILLIAMS. Thank you, Mr. McKeon. We appreciate

you and Mrs. Roukema both coming by. We apologize to th wit-
nessesbut we recognize that we can't always schedule or adjua
the time of this subcommittee hearing and require that there be
nothing else going on on the Hill that might take people away. But
the Republicans are going to be with the Secretary of Education,
and for the most part they won't be here today.

Mr. Romero-Barcelo.
Mr. ROMERO-BARCELO. Thank you, Mr. Chairman. This is a great

concern to many of us throughout the Nation. In Puerto Rico we
have a problem with dislocated workers, and when I was governor
the tourist industry suffered the setback for quite a while and we
couldn't find, at that time, any Federal funds or programs avail-
able for the training of the workers. We had to start programs of
our own to train the workers, dislocated workers.

One of the problemsand I agree with Mr. Klinkis that there
are quite a few programs spread around, and sometimes they're
hard to locate and they are very difficult to find out how to get the
money.

If they could all be put together under one agency, one-place
shopping would be the best service that we could do to the dislocat-
ed workers. The way it is right now, I think it's difficult to get any
real results. So, I'm glad to see that we're addressing this problem
now.

Chairman WILLIAMS. Thank you. Our first witness today is the
Acting Assistant Secretary for Employment and Training, Carolyn
Golding, from the Department of Labor. I see you have with you
Mr. Colombo, Bob Colombo, with whom I visited not too long ago.
He was kind to come up to my office. It's nice to see both of you
here. Madame Secretary, please proceed.

STATEMENT OF CAROLYN M. GOLDING, ACTING ASSISTANT SEC-
RETARY EMPLOYMENT AND TRAINING ADMINISTRATION, U.S.
DEPARTMENT OF LABOR, WASHINGTON, DC

Ms. GOLDING. I'm pleased to have this opportunity to appear
here. My written statement and some additional materials that we
supplied last week attempted to respond to the questions that you
raised in your letter. If I might, I'd just like to highlight a few
points.

We did, in our materials, present an overview of the existing dis-
located worker programs 4hat we're administrating, discuss the
status of the expenditure of funds, the time required for the award
of discretionary grants, and the characteristics of people being
served by the Economic Dislocation and Worker Adjustment Act,
as well as the services provided to them and the program outcomes.
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And I'd be happy to answer questions on the detailed information
that we have provided to you.

On the last point, the program outcomes, it may be worth noting
that for the latest completed program year, which ended June
1992, 68 percent of the Economic Dislocation of Worker Adjustment
Act, or EDWAA, program terminees entered a job as they left the
program. And when we followed up 13 weeks later, 70 percent had
jobs.

The average hourly wage rate for these employed workers start-
ed at $8.49, and at 13 week followup had risen somewhat to $8.75.
The comparison, I think, would be to the average hourly wage and
the jobs from which they were dislocated, which was $9.34. So that
although these workers were employed, it was at a somewhat re-
duced hourly wage from the jobs they had left.

Your letter asked for an overall assessment of the effectiveness
of each of the dislocated worker programs, and for our suggestions
for revising these programs. The Department of Labor has commis-
sioned studies of EDWAA and of the Trade Adjustment Assistance
Program, including two of the three that you will be hearing about
shortly, plus the evaluation of the Department of Labor demonstra-
tion in New Jersey of the reemployment demonstration project.

Let me mention the findings of some of these studies that we
regard as most important. First of all, when Title III of JTPA
became EDWAA in 1988 we had a substantial reorganization task
facing us. And overall, I think, States and substate areas have put
the delivery systems in place and are capable of reacting fairly
promptly to notifications of layoffs and plant closures, and to reach
a broad range of dislocated Workers.

However, several problems have emerged which we are address-
ing. First, the need to better link our rapid response efforts to serv-
ice provision. Second, the need for more expertise at the local level
in assessing and planning services for experienced workers. And in
some areas we have found that a problem is limited retraining op-
tions, particularly for higher level, higher skilled, higher paying oc-
cupations.

We recognize these problems and are attempting to address them
administratively in the short term, and legislatively in the long
term, as we develop a new program design.

As is pointed out by the CBO study, evaluations of demonstration
programs for displaced workers suggests that job search assistance
is a cost-effective strategy: A, because it's low cost; and B, because
it can get, where it's successful, a worker back to work fairly quick-
ly. The evidence on short term job training is mixed.

The TAA evaluations suggest that training received by TAA par-
ticipants did not increase their average earnings in the first 12
quarters, after their first UI payment. In part, because of their in-
vestment decision to forego wages and go into training, and the
fact that many trainees chose to enter training only after they
were jobless for an extended period of time.

Also, TAA recipients who elected to go into training were more
likely to switch industries and occupations. And for those who
switched industries, trainees earned slightly higher wages than
nontrainees.

2 5
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Thus, we see that training appears o be a part of a transition
process in which workers move from their old industry or occupa-
tion to a new one.

The studies make it clear that early intervention and rapid re-
sponse are essential, and we're delighted that as part of the eco-
nomic stimulus package that the UI profiling measure was adopt-
ed, which will make it possible for us to identify workers earlier in
their spell of unemployment who are unlikely to return to their old
jobs and occupations.

As you know, President Clinton has directed the Department to
develop a legislative proposal for a comprehensive dislocated
worker program that would address worker readjustment needs
without regard to the cause of dislocation, whether it's NAFTA or
other trade, defense, environmental protection, or any other cause.

In developing this proposal we're reviewing the many studies
and recommendations that we have, including those of the wit-
nesses who are testifying before you today. This will help us
answer the questions that you pose. And in the design we will try
to answer those about mix of services and a wideand we're con-
sulting with you, with members of the subcommittee as we develop
the proposal. We've asked for a significantly larger amount of
money for fiscal year 1994. We've requested $1.9 billion to provide
comprehensive employment and training services.

With that, Mr. Chairman, I'll be glad to try to answer any ques-
tions that you might have. And Mr. Colombo, who, as you point
out, has extensive and detailed knowledge of the program, is also
available to answer your questions.

[The prepared statement of Carolyn M. Golding followsd

rs
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STATEMENT OF
CAROLYN M. GOLDING

ACTING ASSISTANT SECRETARY
EMPLOYMENT AND TRAINING ADMINISTRATION

U.S. DEPARTMENT OF LABOR
BEFORE THE

SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS
COMMITTEE ON EDUCATION AND LABOR
U.S. HOUSE OF REPRESENTATIVES

April 20, 1993

Mr. Chairman and Members of the Subcommittee:

I am pleased to have this opportunity to appear at this

oversight hearing on the Department's programs for aiding

dislocated workers. I will briefly address each of the subjects

listed in your letter of invitation.

The Department of Labor administers an array of programs

that assist different segments of the dislocated worker

population, including Unemployment Insurance, the Employment

Service, Trade Adjustment Assistance, the Economic Dislocation

and Worker Adjustment Assistance Act (EDWAA--Title III of the Job

Training Partnership Act), the Clean Air Employment Transition

Assistance Program, the Defense Conversion Adjustment Program,

and the Defense Diversification Program.

Unemployment Insurance (pI) provides temporary wage

replacement to eligible dislocated workers that allows them to

look for a job and to participate in adjustment programs, such as

job skills training, if necessary. The Employment Service (ES)

serves as a clearinghouse for labor market information and

provides individuals with job counseling, job development and job

placement services. This assistance is available to all job
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seekers. The ES is useful as an assessment and referral agency,

particularly for those who are readily employable.

EDWAA was created in 1988 when the Trade Act amended Title

III of JTPA, replacilg it with a new program for dislocated

workers. EDWAA began operation in July 1989. It is a State

grant program with a local delivery system. EDWAA is designed to

serve any worker who is unemployed due to a plant closing or

substantial layoff or is unlikely to return to his or her

previous industry or occupation. Eligibility for EDWAA is not

dependent upon the cause of dislocation. EDWAA provides a

variety of responses to dislocation, such as on-site rapid

response, utilizing specially trained teams, often before workers

are actually laid off; basic readjustment services; retraining

services; needs-related payments; and labor-management

committees. EDWAA includes incentives for workers to begin their

retraining early in their spell of unemployment.

Eighty percent of EDWAA funds are allocated to the States by

,ormula. At least sixty percent of these funds are distributed

to the local level, and not wire than forty percent are retained

for State activities, such as rapid response or supplementary

formula grants to areas with special needs. The Governor is

responsible for overall program administration, management,

allocating funds to substate areas, and targeting funds to areas

of major dislocations.

The remaining twenty percent of EDWAA funds are retained in

a National Reserve Account, from which the Secretary awards
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special grants to Statets and regions experiencing major

displacemeots, or for especially hard-hit workers or industries.

Two programs for special groups of dislocated workers have

been authorized under the EDWAA title of the Job Training

Partnership Act. The Clean Air Employment Transition Assistance

Program, authorized in 1990, provides retraining and readjustment

assistance, as well as needs-related payments needed to complete

training, to workers dislocated by a decision to reduce

employment as a result of a firm's compliance with the

requirements of the Clean Air Act. The Defense Conversion

Adjustment Program, authorized in 1991, provides retraining and

readjustment assistance to workers dislocated by defense

cutbacks. The Defense Diversification Program, which was

authorized in 1992, provides retraining and readjustment

assistance to workers and military personnel dislocated by

defense cutbacks and closures of military facilities. This

program also provides planning support and conversion assistance

for diversification of affected facilities within an area

impacted by reductions in military expenditures or closures of

military facilities. Earlier this month, the Department of

Defense transferred $75 million to the Department of Labor to

begin the new program.

The Clean Air and Defense Diversification programs are

similar to the comprehensive EDWAA program except that they

provide more generous income support.

Mr. Chairman, your letter asked about the status of the

29
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expenditure of funds on a national, State and Substate Area (SSA)

basis for each of the dislocated worker programs. For Program

Year 1991, which ended on June 30, 1992, a total of $474.6

million was available to States and Substate Areas under the

formula program. Of this amount, $410.5 million or 86% was

expended during the Program Year. Some $64.1 million was carried

over into the current Program Year.

Data on carryover by State is contained in tables that were

transmitted to the Subcommittee on April 1. I would be pleased

to make additional copies of this information available to you

today. We do not routinely collect this data by SSA, but in

response to the Chairman's letter, we have asked States to

provide us with information on SSA expenditures as of December

31, 1992, which was half way through PY 1992. We can make this

information available to the Subcommittee, but I would caution

you that the information is preliminary and subject to change.

It does give a rough indication of current SSA expenditure rates.

Data on the Title III National Reserve Account, Defense

Conversion Assistance and Clean Air Employment Transition

Assistance consists of Federal obligations. A total of

approximately $132 million was available for the Title III

National Reserve Account in PY 1992. Of this amount, $94.3

million has been obligated and another $12 million is for pending

commitments, leaving a balance of $25.5 million. For Defense

Conversion Adjustment, about $63 million of the $100 million

available for obligation through September 30, 1993 has already
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been obligated; there is another $13 million for pending

.commitments, leaving a balance of $23 million. Another $50

million will be transferred from the Defense Department when it

is needed. Finally, of the $50 million available for Clean Air

Employment Transition Assistance through June 30 of this year,

$48.7 million remains available.

You asked about the time required for the processing of

discretionary grant awards. The Department's guidelines for

applying for National Reserve Account funds state that the

Department will make every effort to review and respond to such

requests within 45 days of receipt of the application. An

internal operational timeframe of 30 days for response to an

application for funding has been established. Separate

guidelines cover emergency requests for National Reserve Account

funding, such as a natural or man-made disaster resulting in

worker dislocation, or a plant closure or substantial layoff

without advance notification to workers and the State. While the

length of time required to process a particular grant varies, we

have been making every effort to keep within these guidelines.

Emergency requests for funding are usually processed within two

weeks.

Where modifications are required by the Department, the

grantee is generally allowed 30 to 60 days to respond. The

grantee is also informed that the Department will respond to the

grantee's response within 30 days of receipt of the required

information.
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Information on the characteristics of persons served by

EDWAA, the services they were provided, and outcomes is contained

in the tables that were transmitted to the Subcommittee on April

1. Both national and State data are included in the tables.

However, the data are not separated into formula and National

Reserve Account components. Data on the characteristics of

persons served by the Defense Conversion Assistance and Clean Air

Employment Transition Assistance programs will not be available

until this summer.

There are no major differences in the characteristics of

E7'zAA participants based on whether they were in a formula

program or a National Reserve Account program. With regard to

your question about whether any groups are underserved, a

comparison of PY 1991 Title III terminees with eligible displaced

worker data produced by the Bureau of Labor Statistics shows that

Title III serves those aged 45 and older and those who do not

have a high school diploma at levels below their incidence in the

eligible population. I would also note that in recent years

younger dislocated workers have been a steadily declining

proportion of those served, while the 30-54 year-old age group

has steadily increased, reflecting the impact of recent

dislocations on this age group. The proportion of those over age

55 has remained constant over time.

As is indicated in the tables already provided to the

Subcommittee, in PY 1991, funding for the EDWAA formula program

was spent on the following activities: retraining (524), needs-

rj
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related payments and supportive services (7%), administration

(13%), rapid response (5t), and basic readjustment services

(23%). All participants received basic readjustment services and

61% received retraining. About ono-third of this retraining was

for 26 or more weeks. Currently, we do not have data on the

number of participants receiving needs-related payments.

However, the new Standardized Program Information Reporting

(SPIR) system, which was developed in conjunction with the Job

Training Reform Amendments of 1992, includes this as a reporting

item effective for PY 1992 reports which we will receive in

November, 1993.

JTPA specifies that decisions on specific services,

including the types of retraining to be provided, be made at tho

local level. We do not collect data on the specific types of

retraining courses that ara funded.

The tables we have provided the Subcommittee also contain

outcome data for program torminees. In PY 1991, 68% of EDWAA

program terminees entered a job. The entered employment rate at

followup, 13 weeks after leaving the program, was 70%. The

average hourly wage at termination was $8.49 and at followup was

$8.75. This compares to an average hourly wage in the job of

dislocation of $9.34.

Occasionally, economic circumstances change for employers

who had expected layoffs to be permanent and laid-off workers are

subsequently recalled. Three percent of the EDWAA formula

33
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program torminoes and six percent of the National Reserve program

terminees were recalled by their employers.

Mr. Chairman, your letter asks for an overall as ssssss nt of

the effectiveness of each of the JTPA dislocated worker programs

and for our suggestions for revising these programs. President

clinton has directed the Department of Labor, in consultation

with other Departments and agencies, to develop a legislative

proposal for a comprehensive dislocated worker program that will

be able to address readjustment needs under NAFTA, Defense,

environmental protection and the Clean Air Act, and any other

cause of dislocation.

In developing this proposal, we are carefully reviewing the

experience of currnt programs serving dislocated workers, and

many studies and recommendations, including those of the

witnesses who are testifying before you today. This will help us

answer the questions you pose: whether to change the basic

service delivery system, the most appropriate mix of services, as

well as many other aspects of the program. We also are

consulting with congressional members and staff, including

members of this Subcommittee, and a wide variety of other

interested parties as we develop the proposal. We welcolme the

views of members of this Subcommittee on the features of the new

program.

The President's budget for Fiscal Year 1994 requests $1.9

billion to provide comprehensive employment, training, and

support services.

76-387 0 - 94 - 2 3
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Mt. Chairman, this concludes my prepared statement. I will

now be happy to respond to any questions you or other members of

the committee may have.
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Chairman WILLIAMS. Thank you. At the outset I want 'you toknow how much we've appreciated working with you and yourstaff.
You stated in your testimony that the average hourly wage attermination was approximately $8.50, compared with the averagehourly wage in the job of dislocation of $9.35. That's a loss of 85cents an hour at a Federal investment of $2,500 per slot. So, for$2,500 we get 10 percent less wage. I suppose one thing to ask is, dowe have any evidence we can demonstrate that the wage declinewould have been greater without the investment? Before youanswer that, let me tell you what CBO's testimony says."One to 3 years after being displaced, half of the workers wholost jobs during the past decade were not working, or were earningless than 80 percent of their old earnings. More than 25 percentwere earning at least 5 percent more than their previous weekly

earnings, and almost 20 percent had an increase in earnings of atleast 20 percent."
Does the Department have anything to dispute that, or wouldyou care to comment on the CBO analysis as you answer my ques-tion. Do you have ev idence that the wage decline would have been

even greater than 10 percent if we hadn't have had the job traininginvestment?
Ms. GOLDING. No. I think the CBO testimony looks at the wholeuniverse of dislocated workers, and looks at them after a 3-yearperiod. We do not have 3-year follow-up data on dislocated workersserved by JTPA. So no, we don't have the kind of evidence that

you're looking for. Although, that's exactly the kind of evidencethat we would develop as part of an evaluation of a dislocatedworker program.
Chairman WILLIAMS. You mentioned the essential nature ofrapid response, yet only 5 percent of the funds are on rapid re-sponse. What do the States tell the Department with regard to thereason that they're not spending moneys on rapid response?
Ms. GOLIMNG. We have been concerned about the utilitytheamount of money and resource that is devoted to rapid response.And I think the process study by SRI noted that when resourcesget tight, those devoted to rapid response can shrink or be untler

pressure. Having identified this problem, we have been workin,twith the States since near the end of program year 1991. So, begin-
ning last summer, we devoted a great deal of time and attention to
reviewing what was going on in the States, identifying the prob-
lems, helping the States to develop corrective action plans, and in-suring that the rapid response efforts were beefed up.

The early figures that we have as of December 1992, which areonly half of the following program year, indicate that more re-sources are now being devoted to rapid response, which is exactlythe kind of trend that we would like to see and which we will con-tinue to foster. We think early intervention and rapid response areessential features of a comprehensive program, and we plan to re-flect that in the comprehensive program that we're working on.
Chairman WILLIAMS. As I think you know, the committee's con-

cern with the length of time it takes for discretionary grants to beawardedmy understanding is that only about 10 percent of thosegrants are awarded in what would be an immediate timeframe
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and in Washington by immediate we mean a month to a month-
and-a-halfand the rest of them go on for months, I'm told.

If that's true, what steps will the new Department be taking to
alleviate what has become a fairly difficult situation for folks in
the States?

Ms. GOLDING. I don't think the 10 percent is accurate. Our goal is
to process all the proposals within a 45-day timeframe; to procesS
emergency requests, for example, for natural disasters or other
things, within a couple of weeks. And on the whole, I think we've
been pretty good at meeting that target, with the exception of some
exceptional circumstances. For example, in the transition from the
prior administration to the current one, getting the processes in
place delayed some proposals.

Generally speaking, we try not to delay our processing of a pro-
posal because of a problem. If there is a problem, but the proposal
is fundable, we prefer to go ahead and fund it and then ask for a
modification to follow. But that doesn't stop the beginning of the
program, because people need the services and we want the serv-
ices to get out there as quickly as possible.

We are also very interested in responding proniptly. And in the
interests of keeping that elapsed time down, and because we've had
many more emergency and discretionary requests this year than in
the past, we're devoting more staff to reviewing the proposals so
that we can deal with them more promptly.

We also have asked our regional offices to work with the States
in the substate areas on the developments of proposals so that they
will reach us in better shape.

Chairman WILLIAMS. The view of DOL is that proposals don't
reach the Department in a proper condition. There are additional
questions asked and rewrites required.

Is more staff going to mean more rewrites and more contact with
the people in the States, and therefore, ever greater delay? Or is
going to mean quicker handling of the applications? I have the
sense it may mean a little of both.

Ms. GOLDING. Well, I think two things: Where we've identified
problems that are fairly consistent from State-to-State, I think,
making our guidelines a. little more clear when we put them out
each year. Second, where a problem is repeated in two successive
State proposals, for example, or where the-..e is a layoff anticipated
and we can get either Mr. Colombo or someone from his staff to
work with people before the proposal is finally completed, I think
that's probably the most efficient use of our resources.

Similarly, the regional offices can do a fair amount of this, clari-
fying the guidelines and working with the States before an actual
proposal is in the works. No, we're not trying to delay the time by
having more editors in the review process, but rather, to be a little
bit more anticipatory.

Chairman WILLIAMS. I don't mean to advise that the committee
believes that the purpose of more staff is to delay the time. I know
that is not the purpose. But as we've learned through the years, in
big business and big government, unintended consequences are
common. That is the purpose of my question.

Finally, let me ask this. You mentioned in your testimony that
the Clean Air funds will be available only through June 30. Are
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you going to ask for a reprogram of those, or an extension on the
availability of those funds?

Ms. GOLDING. No. We can't do a simple reprogramming because
that's a standalone appropriation. However, although the current
$50 million expires as of June 30, there is an appropriation for the
next program year beginning July 1. So, there will continue to be
$50 million a year available.

Chairman WILLIAMS. Then you intend to simply see a return of
all or most of that $50 million to the Treasury?

Ms. GOLIMNG. Yes, sir.
Chairman WILLIAMS. Thank you.
Mr. Klink.
Mr. KLINK. Thank you, Mr. Chairman. Ms. Golding, you men-

tionedand I was surprised at the figuresthe fact that 68 to 70
percent of the terminees find placement. I was, quite frankly, sur-
prised that it was that high because I hear from the 30 to 32 per-
cent that don't find it after they go through training. Obviously, I
think we all do.

Are you happy with that sort of result, or how does that fit in
the grand scheme of the way you would like to see these programs
work?

Ms. GOLDING. Well, we would like to see that percentage go up.
I'd like to think that we would be around 90 percent. To reach that
goal, I think we're going to have to do a better job of identifying
the jobs that are available in the labor market, assessing realisti-
cally a person's chances of training for those jobs. And then devel-
oping a plan and assigning that person to the kind of training
track that will make that possible, whether that means going to a
community college and training for a certified or licensed occupa-
tion, or whatever it takes.

Generally speaking, we've seen an increase in the duration and
intensity of training over the life of the EDWAA program. And the
evidence that we get tells us that short-term training interventions
probably won't do the job, particularly for someone who is going to
change occupations and industry. And we're looking toward in-
creasing the intensity and investment in an individual's training.
But to do that effectively we have to be sure we're training for a
job that is realistically going to ,be available, and that it's a realis-
tic prospect for the person who is being trained.

Mr. KLINK. Not to put you on the spot, but I truly don't under-
stand thisin all the town meetings that I've had and the whole
time that I've been running, in my other life, before Congress
how do you realistically do that? It's got to be a difficult job.

How do you ascertain what sorts of jobs you're going to train
these people for? I mean, is there some coordination with the Com-
merce Department or someone else where you makeare you able
to make some kind of a projection as to where the economy is going
and where the opportunities are going to arise?

Ms. GOLDING. I think there are two or three levels, I guess, I
would point to of labor market information. One of them is looking
in the immediate local area, what jobs are available today. And for
a lot of experienced workers moving is not an option. Mobility
relocation may be a theoretical option, but their family obligations
and mortgages mean that it's not realistic.
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So, most frequently we're looking in the community area at what
is available now, or is going to be available within the next year or
so. And the best sources for information on that are the State level
economic development, as well as State level and local labor
market information that comes from employers about jobs that are
available" now and are anticipated to be available.

There are some other mechanisms. The Interstate Job Bank,
which lists jobs nationwide. And those tend to be jobs that have
higher qualifications, where employers are encountering difficulty.
Our brokers for a lot of this are the local employment service,
which produces labor market information. And beyond what that
can tell us, the private industry council, which is business dominat-
ed, in the local area is a good source for information.

Mr. KLINK. What stands in the way, then, of being able to turn
those figures up from 68 to 70 percent by doing the things that you
just described for me in a better manner? I mean, concentrating in
a better form and getting us up to 75, 80, 90 percent?

Ms. GOLDING. I think better forecasting, better numbers, and
also, better planning. We may havewe and the worker, jointly,
the service planner, may have made a decision that really wasn't
so appropriate. And either the training failed or the worker decides
that that occupation is not it, after all. There are a lot of variables.

But I think many of those car, be taken care of in the service
planning process. Honestly assess:ng interests and the ability to
make the change is part nf it.

Mr. KLINK. I have a mixed reaction when you start talking about
retraining workers under Defense Conversion. I come from an area,
again, where we have been called the "arsenal of democracy." And
a lot of what remains of the Pittsburgh area are specialty type sub-
contractors for defense industry people that are very specialized at
what they do. They are becoming displaced workers.

If and when we ever need these people again, I don't know where
we're going to find them, because these are the folks that were
trained when Westinghouse and U.S. Steel and everybody else had
these huge machine shops. And as these people are phased out of
their jobs because of defense cutbacks, I have some real problems
with how in the world we're ever going to retrain them again.

Do you have any 4-1-oughts on that from the Department of
Labor? Any share( s-at, in fact, we're losing what could
be a national trea a workforce that we really need to
depend on in diffic

MS. GOLDING. We have a direct precedent for the
kind of dislocations yus. ing about, except for in the late
1960s and early 1970s, the displacement of scientists and engineers.
And all those people did finally settle in different sectors of the
economy. But when we began retooling in the defense industry
and we saw the increase in the 1980sin many cases, the kinds of
people with qualifications were not available.

We are, I think, faced with the need to look at a conversion proc-
ess that converts some of the technology to civilian uses. And I
think some of the defense diversification money is intended to ex-
plore that possibility. Some of the defense aerospace technology
may eventually migrate to civilian aerospace technology. We've
talked about other transportation transfers. Some of the medical
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technology now is also in that same league. And that is certainly
an area where we've been making a heavy investment, that is,
building the equipment, not necessarily in the health care occupa-
tions.

The health industry has certainly been the one steady growth,
and that has its pluses and minuses for the economy. But I think
we have not coordinated our efforts to date very well with the De-
partment of Commerce, the Department of Defense, and the De-
.partment of Labor. And we are now working more closely together
than we ever have in the past.

That doesn't mean we have an answer yet on developing the al-
ternative jobs and not losing this human capital investment. But I
think we have the right people talking together, and I think the
defense diversification approach gives us the framework for some-
thing to start with.

Mr. KLINK. Realizing the problem is on the way to finding a solu-
tion, I thank you for your answer. And I just might add that most
of what you just said I would hope that we make a national priori-
ty. I really think that those things need to be done and I thought it
was a very good answer. Thank you.

One other thing, in my opening statementand again, Mr. Bar-
celo also concurredone of the other things that we hear so much
about is this huge diversification, the number of programs, and
how people say they get lost in this. Do we really have any hopes,
Ms. Golding, of being able to see these programs consolidated into
some workable number where they can be administered maybe a
little mor,.! carefully than some of these programs are now?

Ms. GC LDING. I think there is hope. If there isn't, we're going to
have to answer to Bob Reich for not having succeeded in the task
that he has set for us. I think two different issues: It may be that
you can have programs separately legislated and appropriated. I
think the issue is, can you make that transparent to the person
who is a displaced worker or a job seeker who needs service? Can
you make one-stop career guidance an option for that person?

He doesn't really care where the money comes from. He just
wants to know where to go to get the help he needs. And I think on
that, absolutely. There is a lot we can do. And that's one of the ini-
tiatives that is reflected in the President's investment strategy. It's
a part of the Department of Labor's 1994 budget request. It has a
small increase in money to begin this process. We plan to leverage
the resources that are in other Department of Labor existing pro-
grams so that we don't just create another layer, but instead, inte-
grate the delivery of these programs.

So yes, I think there is hope. It's not an easy task, but we're also
trying to do it in a way that doesn't make it politically infeasible to
accomplish the objective that I think we're all interested in.

Mr. KLINK. Thank you very much, Ms. Golding.
Mr. Chairman, I yield back.
Chairman WILLIAMS. Thank you.
Mr. Barcelo.
Mr. ROMERO-BARCELO. Ms. Golding, I think one of the greatest

concerns is how fast can you start the retraining of dislocated
workers, how effective that retraining can be and whether they
will get a job. Dislocated workers, as we know, don't want unem-
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ployment benefits. They want a job. Six months is a long time for
them. If it takes 6 months to at least get them started on the re-
training, it's even longer for them.

You have identified the three things that you need to do. First,
you have identified the jobs that are available, the persons that are
available for training and how you're going to go about the train-
ing. I'm sure the institutions are there, eager and waiting to do the
training. Whether they are to classify them as to those who are
good and those who are not good, but they are there, and we have
them all over the place.

They need to identify the persons available for training. I don't
see that as hard. But the identifying of the jobs is probably one of
the hardest things to do. What are the jobs available? We don't
find that there is a data bank of those jobs available. They always
talk about the data banks, but they don't seem to be there. Where
can we go and find out about that? The data is very, very limited.

As far as Puerto Rico is concerned there are a lot of areas in the
Labor Department where they have data for all the States, and
they don't seem to have the data for Puerto Rico. I don't know if
you're aware of that, but that is one of the problems that we found
out, that many of our Federal programs said, "Well, we don't have
the data for Puerto Rico." And we have to then supply the data
and say, "How do we know this data is correct?"

So, one of the first problems we need to solve, as far as we're con-
cerned, is that the data is available, and then the identification of
the jobs. One of the things I have found out is that the Labor De-
partment, the Economic Departments, don't seem to talk to each
other very often. They seem to run it different ways. And the ones
that have the information as to where the jobs are, are the econom-
ic development administrations and the commerce departments.

And they have to start working together to identify those jobs
available. Because I findat least, my experience has beenthat
the Economic Development Administration and the Commerce De-
partments, they think completely different from the Labor Depart-
ment. And unless we get them together in trying to coordinate
their efforts to solve the problem of the dislocated workers, we're
going toso, is thisin part of your agenda, is this part of the
things that you're going to be working with, trying to make a
better coordination of the data available?

Ms. GOLDING. We're trying to do that at this level, working more
closely with the Federal Department of Commerce and the Eco-
nomic Development Administration.

I think in the case of Puerto Rico it may be that our regional
office can help us get the local Department of Commerce and Eco-
nomic Development together with private industry council and the
employment service, to make sure that the information that there
is about available jobs does get shared, and that the prospects for
future jobs, maybe a year or two down the road, also gets put into
the equation.

I think the point that Congressman Williams made at the begin-
ning is also true. There is a difference between having good infor-
mation and genuinely having jobs available. And there is no ques-
tion that the availability of jobs has hurt the placement rate for
EDWAA, as it has hurt everyone. This recovery has not been a jobs
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recovery, not yet. And that makes it more difficult, I think, for dis-
located workers, even though they have good employment histories.
Frequently, they come to the realization very slowly that there old
job is not coming back, and that can delay their making the deci-
sions they have to make, to move on and get ready for, perhaps, a
new occupation and industry.

Mr. ROMERO-BARCELO. When you talk about the workers about
retraining is there an effort made to try to retrain them in a jobthat is similar, somehow related to the job that they had before, or
just trying to train them into any job?

Ms. GOLDING. I think the first thing is that it has to be an avail-
able job. And second, we'd prefer to do it in a job that is similar,
that uses their experience and expertise and education. But basi-cally, it's their choice. I mean, we lay out what the options are and
what it would take to train for the new job. But basically, it's the
worker's decision.

Mr. ROMERO-BARCELO. Well, this is the problem that needs to be
solved, is the fact that get the people to have the facts and know
where to go and when to go. Because otherwise, right now people
are confused.

Ms. GOLDING. Ideally, we would start this process before the
layoff actually occurs. That is when we're likely to have the best
success rate. So early intervention needs to get even earlier in the
process.

Mr. ROMERO-BARCELO. Thank you.
Chairman WILLIAMS. Mr. Green.
Mr. GREEN. Thank you, Mr. Chairman. Ms. Gelding, I know one

of the frustrations I've heard from people is it seems like we train
and then they immediately go from one training to the next re-
training, because we're not training for actual jobs, and Congress-
man Klink pointed that out. There is a frustration, and I know
that's one of the things the Department of Labor has talked
aboutand the new Secretaryto actually train for jobs that
would be available. But I have some particular questions after just
saving that.

Last fall we kept hearing, publicitywise, that we were providing
job retraining to employees who were laid off because on one hand,
the United States government was encouraging businesses because
of foreign treaties to locate in areas, and then we would come in
and provide retraining to those people once they lost their job. Do
you know if that program is still going on through the aid program
whereand I know it's not through the Department of Labor, it's
through someone elsebut we were providing then JTPA or job re-
training for those factory workers who lost their jobs. Do you knowif that is still happening?

Ms. GOLIMNG. I don't know. I can find out and get you an answer
for the record.

Mr. GREEN. Okay. I particularly think this subcommittee would
be interested, that if on one hand we're encouraging plants to shut
downwhether it be in Tennessee, and I think the one that I
heard about, or anywhere elseand then we're also having to pro-
vide job training for those folks after they were encouraged.

What are some of the occupations, just generally, that we're talk-
ing about retraining people for nowadays, whether it be from Rep-
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resentative Klink's district, or my area in Houston, where we have
sheet metal businesses who are, because of competition orwhat
kind of jobs are we able to say, "Well, if you get a retraining in
this you can find a job?" Do you have just some general categories?

MS. GOLDING. We don't collect that information nationwide on a
rigorous basis. What we have is some anecdotal information about
some of the training that has gone on in local areas. For example,
in Arizona, engineers dislocated from Hughes Aircraft were re-
trained for environmental jobs, environmental technician jobs, and
as teachers, were certified as teachers, and moved into that occupa-
tion.

In New Jersey, workers from GE Aerospace who were assembly
specialists and inspectors, were retrained to do computerized ac-
counting, mechanical drafting, electronics design. And then, the
one generic has been the growth in the health industry. And many
people have been retrained, either clerical or blue collar people, as
nurse's aides, emergency medical technicians, registered nurses,
those kinds of things. That has been an occupational growth area.

Mr. GREEN. Okay. And again, from my frame of reference, at
least from Texasand I know that the Department is involved in
the side agreements on NAFTAhas there been any work within
the Department that yon know of on, for example, providing envi-
ronmental training for people who would then be able to export
that to, for example, Mexico, if NAF'TA is approved? When you
mentioned environmental training in Arizona

Ms. GOLDING. OUr priority would
. Mr. GREEN. Or are we still too early for that?

Ms. GOLDING. Yes. Our priority would be jobs that are going to
be available at the end of the training. And if the people are not
interested in moving, it would have to be in their commuting area.
Whether once they get a job with an environmental company,
whether they travel to Mexico or some other country would be inci-
dental as far as we were concerned.

Mr. GREEN. Okay. Thank you. Thank you, Mr. Chairman.
Chairman WILLIAMS. Mr. Miller.
Mr. MILLER of California. Thank you very much, Mr. Chairman.

On page 3 of your statement you say that the program provides
"planning support and conversion systems for the diversification of
affected facilities within an area impacted by reductions in mili-
tary expenditures." The area I represent, the San Francisco Bay
area in California may be heavily impacted in this process.

Can you explain to me what is the current status of this pro-
gram?

MS. GOLDING. We have had funds transferred to us from the De-
partment of Defense for both the Defense Conversion Program and
the defense diversification program. We have $100 million from de-
fense conversion, and $75 million for defense diversification. We'll
be publishing guidelines for how to apply for the defense diversifi-
cation grants shortly.

They are all handled by the same people, so that if someone files
an application for assistance and they pick the wrong slot, I mean,
we wouid still review it for funds from all programs, because if it
failed the tests for defense conversion and defense diversification, it
would still be eligible under EDWAA. The important thing is that
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there are resources available for the workers dislocated, withoutregard to
Mr. MILLER of California. For what purposes are those funds

available.
Ms. GOLDING. Retraining workers. It's basically adjustment serv-

ices, although in defense diversification there are slightly more op-
tions than there are under defense conversion and EDWAA.

Do you want to talk about that a little bit? You're the expert.
Mr. COLOMBO. Yes. The. defense diversification program which we

just received from DOD does provide, in certain circumstances, for
upgrading current nonmanagerial empioyees where it is part of a
conversion of the defense facility. And it is designed to avert the
layoffs or the closing. It also has a mandatory income support in
each related payments, whereas the other programs only have au-
thorized income support. And there are a couple of other manage-
ment issues, which don't really relate to your question, that the
program provides.

The main thing is that it provides the income support for the
participants, and it provides for a type of training that is not cur-
rently authorized in EDWAA or in the Defense Conversion Adjust-
ment Program.

Mr. MILLER of California. What is available for conversion? Di-
versification, I think, may be more apt to Southern California than
Northern California.

Mr. Co Lordso. The Defense Conversion Adjustment Program is
basically an EDWAA program, and it provides for the retraining
and readjustment services that are allowable under the basic law. -

Mr. MILLER of Claifornia. Who makes application for that? The
State training programs or

Mr. CoLomso. No. There are five eligible applicants for the De-
fense Conversion Adjustment Program. There are the Statethe
substate area under Title III of the Job Training Partnership Act,
the employer of the workersin fact, we funded a major employer
in California, Hughes, just recently. Also, representatives of the
employees would be eligible to apply, s union. And finally, an asso-
ciation that the employer of the workers might belong to.

Mr. MILLER of California. Is a union eligible? Is a union training
program eligible for that purpose?

Mr. Co LomBo. Well, representatives of the employees which
would include a union would be an eligible applicant under the
law. They could come in to applynow, I'm talking about running
the entire program, not just providing a particular training activi-
ty. If they were just going to provide a particular training activity
they more likely would be a subcontractor to the grantee.

Mr. MILLER of California. What is the status of that program? Is
that up and running?

Ms. GOLDING. That is up and running.
Mr. MILLER of California. Are you making grants at the current

time?
Ms. GOLDING. We are.
Mr. MILLER of California. And do you anticipate funding when

those of us who are on the hit list have a determination in July?
MS. GOLDING. Yes.
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Mr. MILLER of California. We're handicapped because you can't
make the proposal until you know what is going to happen to you.

Ms. GOLDING.. That's right.
Mr. MILLER of California. And it's all going to come at one time.
Ms. GOLDING. And there are other services available through the

Defense Department, the Commerce Department, Housing and
Urban Development Department, that go to more infrastructure
issues. Our piece of it goes to the human resources retraining ad-
justment part of it.

But in effect, what you have is all the Federal departments
working together on these major projects, these major conversion
situations. We've met with many of the members of the California
delegation to try to anticipate what some of these issues are going
to be. But basically, priority is given to the local decisions about
how these installations are going to be used in the future.

And out of that comes a plan which may then draw on multiple
funding sources from the Departments, and then our piece of it
will be

Mr. MILLER of California. But it's not connected to using the in-
stallation, is it?

MS. GOLDING. It can be connected to using
Mr. MILLER of California. But it need not be?
Ms. GOLDING. Need not.
Mr. MILLER of California. Some of us have installations of which

their future is questionable. Thank you.
Chairman WILLIAMS. Ms. Woolsey, any questions for Secretary

Golding?
Ms. WOOLSEY. Mr. Chairman, I think I'll hold off and ask my

questions later.
Chairman WILLIAMS. Thank you. Let me ask you a couple of

other questions, Ms. Golding, and then if no one else has questions
we'll go on to our panel.

You had mentioned the job placement rates. We've long known
that the Department has a process by which you can compile job
placement rates. Like the public schools, do you also have a process
to compile dropout rates within your program?

Ms. GOLDING. Not for the dislocated worker program. If they
dropout, they dropout. I mean, if you're thinking a way that just
talks about those who dropout in their senior year, for example,
versus those who dropout in the eighth grade, no.

Chairman WILLIAMS. Do you have any estimation of what the job
placement percentage rate would be of incoming first day people
into the program, rather than theyour job placement rate, as I
understand it, is only on those who complete the program.

MS. GOLDING. Who leave the program, whether they complete or
not.

Chairman WILLIAMS. So it includes as a percentage, then, every-
body that walks in the door; does it not, under that

Ms. GOLDING. Ultimately.
Chairman WILLIAMS. I've never understood that before. I always

thought your job placement rate was based only on those who corn-.
plete the program.

Ms. GOLDING. No. It's based on everybody who leaves the pro-
gram.
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Chairman WILLIAMS. If you come into the program and you're
there for one day, and you leave, are you included in the arithme-
tic?

Ms. GOLDING. In the terminees, you're in the arithmetic.
Chairman WILLIAMS. Then 70 percent is a very- high rate. Can

you tell me how many and which States can no longer enroll Title
III clients because of fully expending their Title HI funds? The Na-
tional Governors Association, as you know, tells us that 35 States
have expended 90 percent or more of their formula funds as of, I
think, end of February.

Ms. GOLDING. We get official reports every 6 months. So the last
report we have is as of December 31, 1992. And the report to us, as
of that date, shows that States had spent only about 38 percent of
the money, which is not consistent with the National Governors
Association survey.

There may be a reason for that. They may have asked their ques-
tions differently, and they may have askedwell, I just don't know
whether they reflect actual people on board and commitments that
run out for 18 months from now, or what. But it's not consistent
with what we know about the program.

Chairman WILLIAMS. Thank you. Are there any further ques-
tions, Ms. Woolsey?

Ms. WOOLSEY. Thank you. I have two questions that relate to
women in the program. One is a question about support services.
It's so hard for womenespecially single women with childrento
enter training programs because of lack of child care, transporta-
tion, et cetera. Do you have any data on any support programs that
would make these programs more useful for women?

Ms. GOLDING. Well, women are about just under half of the serv-
ice population for EDWAA and other programs for dislocated work-
ers. Generally speaking, these are women who have some substan-
tial work history, so they may have had child care or parent care
or health care arrangements that made it possible for them to be
employed.

However, if they lose those along with their jobs, support services
can pay to provide those during their training period and help
them transition to their new job.

Ms. WOOLSEY. And when they're no longer working and they
don't have the salary for support services, then that is provided?

Ms. GOLDING. Well, workers under EDWAA may receive a needs
related payment, which is roughly the equivalent of a UI payment.
Under Clean Air it's mandatory that they receive a needs related
payment, and it's also mandatory under defehse diversification, I
believe.

Ms. WOOLSEY. And you are going to recommend continuing
those?

Ms. GOLDING. Oh, yes. We're recommending that needs related
payment be a part of the new program that we're designing.

MS. WOOLSEY. Okay. Is there any data regarding women going
into jobs that pay less? Are you doing anything in your women's
training programs so that they're training into the higher paid
jobs?

Ms. GOLDING. We can supply you some data that shows the wage
for female program levers, what wages they had as they came into
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the program and what wages they have in the jobs that they're get-
ting placed in. We would like to see the wages for all the dislocated
worker placements we make come up a little, at least to the level
Of their prior jobs.

Mr. MILLER of California. Would you yield?
Ms. WOOLSEY. Yes, I would.
Mr. MILLER of California. Under the Clean Air Act, how long is

the needs replacement wage?
Ms. GOLDING. The needs related payment is for the duration of

the training.
Mr. MILLER of California. For the duration of the training? There

is some incentive to see the training through to it's, hopefully, suc-
cessful conclusion in terms of job placement?

Ms. GOLDING. Yes. That's correct.
Mr. MILLER of California. Thank you.
Chairman WILLIAMS. Mr. Martinez, I know you've just been able

to arrive, but we're about to excuse Secretary Golding. Do you have
any questions?

Mr. MARTINEZ. Well, Mr. Chairman, like you say, I arrived late
and I'm not sure what the discussion has been to this point. As you
know, like you, I have concerns about how this money is being
spent on the training and if the training is really doing much good
for dislocated workers in terms of long-term employment, those
things that we looked at after the GAO report last session.

But I will read the testimony that has been given, and I would
like permission, if I have any questions, to allow the record to be
open so that I might communicate it in writing for the Secretary,
and then have that response entered in the record.

Chairman WILLIAMS. Without objection, we'll allow that for
members on both sides. I know several of our colleagues on the mi-
nority side, because they aren't able to be here today, would like
permission to send the Secretary questions in writing and have her
respond to them, as well.

Mr. MILLER of California. Mr. Chairman, if I might, just one
question.

Chairman WILLIAMS. Mr. Miller.
Mr. MILLER of California. What is the most difficult cohort of

people in terms of to retrain?
MS. GOLDING. Workers--
Mr. MILLER of California. Of a dislocated worker, yes.
Ms. GOLDING. Workers 54 years of age and older who don't have

a high school education.
Mr. MILLER of California. Does that go across the board almost

without regard to what their occupation would be? I don't know
that that's a predictor that when we find them at 54 that they're
necessarily in low-skilled jobs. But across the board, would most be
male or female?

Ms. GOLDING. Both sexes. If they're age 54 and over and they
lack a high school diploma. It's very difficult to be successful.

Mr. MILLER of California. What were those workers doing before
dislocation?

Ms. GOLDING. Typically, they're in blue collar or manufacturing
jobs.
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Mr. MILLER of California. And the difficulty is brought about by
what?

Ms. GOLDING. First of all, typically there is some intensive reme-
diation that is needed before you can begin occupational training.

Mr. MILLER of California. By that do you mean basic skills: read-
ing and writing?

MS. GOLDING. Reading, writing, arithmetic, yes. And also there
can be difficulty in getting them to realize that that old job, or
something exactly like it, isn't going to come back. There is an ex-
pectations obstacle.

Mr. MILLER of California. Is that still true? I know that was very
true in the early 1980s when we went through the steel downsizing
in the first round of automobile downsizing, and the theory was
that eventually, "I would be called back." Are you still finding that
to be true today?

Ms. GOLDING. Still true.
Mr. MILLER of California. So even in an area like aerospace or

defense, people expect that eventually after some months they
would have a chance of getting back on the line?

MS. GOLDING. Or that something will happen.
Mr. MILLER of California. What about government workers in

that age bracket? Are you having much experience?
MS. GOLDING. Actually, most of the civilian workers who have

been displaced in the defense downsizings have found other defense
based jobs in other parts of the country.

Mr. MILLER of California. When you say civilian, do you mean
with defense contractors or within the military?

Ms. GOLDING. Within the Defense Department, civilian defense
workers. In terms of defense industry, contractors, it follows the
same patterns as dislocated workers, generally. There still are
some relatively low skill jobs in those areas.

Mr. MILLER of California. What recommendations would you
make with respect to that cohort? I suspect that's a tough group.

Ms. GOLDING. It's very tough. That's the group of workers that
we would like to get to before a layoff occurs, to try to deal with
that expectations adjustment, the reality testing. The earlier we
can work with them, the more time we have to get them to realize
that this job is leaving forever.

Also, they're more amenable to going to training while they're
still working. Particularly if everybody is doing it and they're not
being selected out for special treatment, which may label them as
having low skills or low educational attainment.

Mr. MILLER of California. What would be the lesson that I would
learn from this? If the base is going to be closed over 18 months or
over a 2-year period of time, the ability to get to that worker at
their current place of employment, you re suggesting, raises some
probability or chances of success here.

MS. GOLDING. Yes.
Mr. MILLER of California. Are we in a position to do that?
MS. GOLDING. Yes. Of all the kinds of dislocations we have, that's

the one where we can do it because base closures tend to be an-
nounced very far in advance. And the Defense Department has
made substantial efforts to replace its civilian workers in ot her jobs
in other parts of the country when a base closing does occur.
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But because they have that policy, and because the advance
notice is so long, we have an opportunity there that we don't typi-
cally get in the private sector.

Mr. MILLER of California. I hope I'm not running on too long
here, Mr. Chairman. Do we have models that are, in fact, working
with respect to the last round of base closures and before?

Ms. GOLDING. Yes. And we'll be happy to give you some of the
information about those.

Mr. MILLER of California. What is happening with the 60-day
notice provisions?

Ms. GOLDING. Well, GAO just
Mr. MILLER of California. Are they in the middle of a study? Did

they finish that?
Ms. GOLDING. No, they just reported.
Mr. MILLER of California. What happened? Not quite adhering to

the law
Ms. GOLDING. Not 100 percent compliance.
Mr MILLER of California. What happened with Sears? I don't

know if you're in a position to answer this.
Ms. GOLDING. I don't know the answer to that.
Mr. MILLER of California. In Oakland, California, site of the larg-

est Sears store in the Bay area, people found a note on the door.
Mr. MARTINEZ. Mr. Chairman.
Chairman WILLIAMS. Mr. Martinez.
Mr. MARTINEZ. George has actually initiated some ideas in my

head, things that I'd like to get a response to. I'd like to make a
little bit of a statement first.

You know, not too long ago we visited Canada and looked at the
plan they have. That in some ways when this was passed back in
1988 I thought this would be a replica of that. But they seem to
work it much better than we do, and I don't know if it's their De-
partment of Labor or if it's the State's, the departments of labor in
the States, or what. But I know that they do a better job of it. And
it seems to be a more comprehensive plan to me.

And I'm wondering if, you know, we have this money and some-
how or another all of the money wasn't spent, I'm wondering if
there isn't something that we're not providing from the Federal
level. And we have technical advice, technical assistance setting up
for each of these companies a comprehensive system in which you
go through the number of people that are being laid off, looking at
the skills they have on jobs they've been doing, and looking about
the community for jobs that those skills are applicable to, looking
at those people that might need to be retrained.

And those people that you talked about, the 54 or older, that we
found in Bethlehem Steel was so tragic that so many of those
people were young when they got out of the service after serving in
the Korean War went to work at Bethlehem Steel, had dropped out
of high school to go in the Korean War. And even though they had
dropped out of high school they had had a very limited educational
experience in school. And so they were probably way behind
anyway, and probably going to graduateif they had have graduat-
edfunctionally illiterate. So that wouldn't have helped them in
this new space age technology that we're moving into.
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But I've seen throughout the United States placesand San Joseis a good example. They were probably the first service provider
that started feeder classes because they realized that so many of
the people, even the dislocated workers nd even those that
weren't dislocated workers, who were coming in for training were
functionally illiterate. And the feeder classes, they were surprised.
They could get them their GED in no time at all using little com-
puter technology in teaching. And that they learned very rapidly
to read and write and math and the things they needed to absorbthat training that they were providing there and go to work in
some of the high tech industries in San Jose, in that area.

And why nobody else movedin fact, the Department of Laborat the time that they wanted to use moneys for that feeder class
from the Job Training Partnership moneys, it was disallowed be-
cause at that time under JTPA you couldn't use moneys for that.
Now, it's silly. You couldn't use moneys for job counsel and a lot of
things that we did in amendments we more recently passed and
amendments that we passed throughout the year since the enact-
ment of JTPA.

But we look at isolated cases where there is a tremendous
amount of success with the things that people are doing, they could
be easily replicated everywhere else. But the Department of Labor
has not acted as a catalyst, or acted as a network of information, if
you would, to bring this about in other places. And more than that,
in the area of using the money for the rapid response and having
noticed that people are going to be laid off, in identifying what ca-
pabilities will people have and what training they might need, and
getting them to that training earlier.

And if it's the 54 or older group, making sure that they right
away get into classes that can teach them what they need to know
if they re going to receive training for another job, or even on the
job training. There are a lot of places that will provide on the job
training, even under the targeted Job Tax Credit program.

But what is lacking here? Why do we fail so miserably in getting
the greater percentage of those people being laid off from a job, es-
pecially when we know they're going to be laid off under the
planned notification law, getting them into training or on jobs
where there is training, or even just being generally successful and
even spending the money?

Ms. GOLDING. I think you're right in your assessment that the
1988 amendments, the whole recasting of the Economic Dislocation
and Worker Adjustment Act, from its ea, tier incarnation has im-
proved the dislocated worker program tremendously over what it
was before. And it did pick up some elements of the Canadian pro-
gram, including rapid response, for example.

I would also agree with your assessment that as much improve-
ment as that brought about, that it's something that can be im-
proved even more. For example, the special efforts that we made
last year on improving rapid response has improved that greatly,
and States are now spending more money this program year than
they did in the prior years for rapid response. That's the kind of
thing we want to see.

I think we also need to improve capacity at the local level to do
good assessments, good planning for people in identifying the jobs
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for which they need to be trained, and putting together the whole
service package to make sure that that happens. We are working
on doing more of that. And part of that is sharing good models,
good experiences. And I think the SRI people will talk a little bit
about that in their panel today. That was phase 3 of the study that
we commissioned them to do.

So, I think you're right, improvements were made. There are still
more that can be made administratively, but we are planning to do
much more as we design a comprehensive worker adjustment pro-
gram that would operate without regard to the cause of layoff. In-
troducing the successes we've had and the improvements that stud-
ies like those that you'll be hearing about today tell us that we still
need to make.

Mr. MARTINEZ. Now, on the design of a program, you know, I
don't know if you can really design a program that can fit every
geographic region and the conditions that exist, and the kinds of
employment that exist in those different regions. But at least there
ought to be some kind of a model developed that you canit's like
a model that's flexible enough to be adopted anywhere.

And you say these are the basic ingredients of this plan, and
when something like this happens in an arealike, I'll tell you the
truth, in my area, Oscar Meyer, when they knew they were going
to close down and move out of that plant. Most of those people that
were in that plant, the greater percentage of them are still out of
work. They're still out of work.

And there isn't much prospect for them finding work, especially,
like I say, with a lot of those people being of the same nature that
the people at Bethlehem Steel were, people who dropped out of
high school to go to wor.{, people who went in the Korean War and
came back and went right to work, and people who don't have a lot
of basic skills and are in great need of that before they can move
on to anything else.

And I just, you know, think that if we had some kind of a model
that we could, let's say, come in instantly in response and set it
down and say, "Now, these are the basic things." But more impor-
tantly, that it be able to work like the Canadian plan does with the
employees, the representation of the employees, if they have repre-
sentation, the employers themselves, because they have a responsi-
bility.

I have always believed, really, that employers should be required
to do an economic impact report to the communities they're located
in before they move. Do you know why? Because when they initial-
ly moved there they created a need for services: Fire, police, street,
curb maintenance, and all the rest of it that accommodates that
business being there. And they created the need for, the cities then
went outbecause they did bring somewhat of a tax base to pay
for it, went out and did this.

Now they're leaving and they're creating a void, but the need for
the services are still there because they attracted a lot of residents
to that area. Now they move in and the communities bend over
backwards to give them waivers from ordinances and everything
else to allow them to move in, because they're going to create em-
ployment and a certain economic surge in their communities. And
boy, they're grateful to have them.
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But when they leave they don't even so much as say, "adios."
They just take the heck off, and the hell with what happens behind
them. And they'll move to another community that entices them
more with tax breaks and everything else. Just like our enterprise
zones are going to do, attract people from one. They say, "Oh,
create new businesses here." I guarantee you that those won't all
be new business, and the majority of them won't be new business.

They'll be businesses that are built a little oversize and saying,
"We're creating a new business with a new number of jobs." And
as soon as it's well established and the timeframe for the tax en-
hancements and everything else wears off, they're going to be
moving the extensions of that plant from other places into that
plant.

And that's what Oscar Meyer did. It built several facilities over-
sized, and then at the right time, boom, give the axe to Los Ange-
les, Los Angeles County, and all those employees that worked
there, and moved those different elements of that plant into the
other facilities under the guise of specializing. Baloney. It was
cheaper labor, lower economic standard in those communities
where the wages didn't have to be as high, and the fringe benefits
weren't as great because it was nonrepresented labor, et cetera, et
cetera, name after name. And they moved.

But they never give any consideration to the great void they've
created or the veat dislocation they've caused or the great econom-
ic impact they ve created thereadverse economic impact. And I
really believe before they move they ought to be required to do an
economic impact report.

Thank you, Mr. Chairman.
Chairman WILLIAMS. We thank each of the members, and par-

ticularly thank you, Madame Secretary. I do want to note that a
number of members from both the East and West Coast whose con-
stituents could be severely affected by dislocations due to some re-
ductions in defense spending, including the closure of military
bases, have today expressed their concern.

A number of us, including all of the members of this panel, have
recognized that defense spending creates a particularly large bow
wave. And that bow wave, in part, is going to wash over JTPA as
we attempt to satisfy the needs, understandable needs, of a few
States along the East and West Coast that benefited enormously,
particularly in the 1980s, because of massive increases in defense
spending.

And now when that defense spending is appropriately, legiti-
mately, and necessarily restrained, the bow wave of defense speqd-
ing will be felt in retraining the workers who are displaced, and in
creating benefits, including direct subsidies to many of the commu-
nities that suffer those difficulties.

Thank you, Madame Secretary. Mr. Colombo, it's nice to see you
again.

We'll ask our panel now, Dr. Smith, Dr. Dickinson, and Dr.
Corson, to join us.

On our panel today is Dr. Ralph Smith, Dr. Katherine Dickinson,
and Dr. Walter Corson. We'll hear first from Dr. Smith, who is
with the Congressional Budget Office and is the Chief of the Em-
ployment and Income and Security Unit.
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Doctor, thank you for being with us. Please proceed.

STATEMENTS OF RALPH E. SMITH, CHIEF, EMPLOYMENT AND
INCOME SECURITY UNIT, HUMAN RESOURCES AND COMMUNI-
TY DEVELOPMENT DIVISION, CONGRESSIONAL BUDGET
OFFICE, WASHINGTON, DC, ACCOMPANIED BY MURRAY ROSS,
PRINCIPAL ANALYST, CONGRESSIONAL BUDGET OFFICE,
WASHINGTON, DC; KATHERINE P. DICKINSON, SOCIAL POLICY
RESEARCH ASSOCIATES, MENLO PARK, CALIFORNIA; AND
WALTER CORSON, VICE PRESIDENT, MATHEMATICA POLICY
RESEARCH, PRINCETON, NEW JERSEY
Mr. SMITH. Thank you. I'm pleased to be here today to discuss

the Congressional Budget Office's recent study of workers who
were displaced during the 1980s, that is, workers who lost their
jobs and were not recalled by their former employers. With me
today is Dr. Murray Ross, who is the coauthor of this study.

Our statement examines three topics: The number and charac-
teristics of displaced workers; their experiences after they lose
their jobs; and programs that provide them with assistance. Our
analysis is largely based on data collected for the Bureau of Labor
Statistics in five surveys, the most recent of which was in early
1992.

CBO's analysis of these data differs from other studies in two im-
portant ways that we hope will make it more useful to you. First,
we developed a technique that permits these data to be used to ex-
amine year-to-year changes in displacement, whereas most of the
previous analyses have focused on averages over 5-year periods.

Second, we counted as displaced, workers who lost their jobs re-
gardless of how long they had been with their previous employer,
whereas most of the studies have just focused on the roughly half
of displaced workers who had been with their employers for at
least 3 years.

With your permission, Mr. Chairman, what I'd like to do is to
just quickly review our findings that I thought might be of particu-
lar interest to you, and then ask that my full statement be includ-
ed in the record.

Our first finding, and perhaps our most important one is that
displacement is fairly common even in a healthy labor market. If
you have my prepared statement, on page 4 there is a figure that
we have showing displacement levels over the 1980s. And you'll see
that even in 1988, which was a relatively low unemployment year,
11/2 million workers lost full time jobs and were not recalled by
their former employers.

Our second finding is that although some of the workers who
were displaced during the 1980s, found new jobs with relatively
little trouble. Others experienced substantial difficulties. And Mr.
Chairman, you've already alluded to some of the findings in our
study about the kinds of difficulties that they had. Just to quickly
review, roughly 2 years after being displaced, fully half of the
people who lost their jobs either were not working at all or were
working in jobs in which they were being paid less than 80 percent
of what they used to make.
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Moreover, many of those who had found new jobs took quite a
long time to find it. The average duration of unemployment was
roughly 20 weeks. About half of the displaced workers who had re-
ceived unemployment insurance benefits exhausted their benefits
before finding their next job.

The third finding that I'd like to focus on is that the displaced
workers who incurred the largest losses were disproportionately
those who were least well educated, oldest, and those who had
worked for their previous employer the longest. And the comment
made by the previous witness about how difficult it is to train
workers who are in their late 50s and had not completed high
school is particularly disturbing, given our findings about what
happens to them without training.

For example, almost 90 percent of college graduates who had
been displaced were working again when they were surveyed about
2 years later. Less than 60 percent of the ones who hadn't complet-
ed high school had found new jobs.

Chairman WILLIAMS. Excuse me. Sixty percent of those who had
not completed high school?

Mr. SMITH. Yes.
Chairman WILLIAMS. Thank you.
Mr. SMITH. Despite widespread support for retraining displaced

workers through programs such as EDWAA and the Trade Adjust-
ment Assistance, very little is actually known about the effective-
ness of the current programs in helping to increase the earnings of
the participants. And what is known, frankly, is not very encourag-
ing.

As the previous witness noted, over two-thirds of displaced work-
ers who left the EDWAA program in a recent year had found jobs
and an average wage of about $8.50. But we simply don't know
what would have happened to these displaced workers had they not
participated in the program. That is, we know about outcomes, we
don't know about net impacts.

And the findings from the Trade Adjustment Assistance study
conducted by Mathematica, that Walter Corson will be talking
about in a moment, suggests that the training provided to the par-
ticipants in that program has not, at least, in the first 3 years in-
creased their earnings or their likelihood of finding another job.

Mr. Chairman, that concludes my very brief summary of our
summary. Murray Ross and I would be pleased to try to answer
any questions that you or other members of the subcommittee
might have. Thank you.

[The prepared statement of Ralph E. Smith follows:]
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Statement of
Ralph E. Smith

Mr. Chairman, I appreciate this opportunity to appear before the

Subcommittee to discuss the experiences of workers who were displaced during

the 1980s. My testimony summarizes the results of the Congressional Budget

Office's (CBO's) recent study Displaced Workers: Trends in the 1980s and

Implications for the Future.

The prospect of losing a job and needing to find another one is a

concern for many workers. During the 1980s, an average of 2 million workers

per year lost full-time jobs and were not recalled by their former employers.

Some of these displaced workers soon found new jobs with wages at least as

high as in their previous jobs. But others experienced long spells of

unemployment, exhaustion of unemployment insurance benefits, and lower

wages in their new jobs.

This statement examines three topics:

o The number and characteristics of workers displaced in the

1980s;

o The workers' experiences after displacement; and

o Programs providing assistance to displaced workers.

Several recent developments have focused greater attention on the

problems facing displaced workers. Cutbacks announced during the past year

by General Motors, IBM, and Sears, among other firms, are dramatic examples
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of the corporate restructuring and downsizing that are likely to displace

workers in a wide range of industries in the future. Moreover, cuts in the

defense budget over the next few years will cause large-scale job losses among

workers in the defense industry--both federal civilian and military personnel

and private-sector workers whose jobs end because their firms lose defense

contracts. Changes in trade policy are also likely to displace some workers,

although these reductions are not expected to be as large as those in the

defense sector.

CBO's analysis is largely based on data collected for the Bureau of

Labor Statistics (BLS) in surveys conducted in January 1984, 1986, 1988, 1990,

and 1992. Displaced workers were identified as people who reported having

"lost or left a job because of a plant closing, an employer going out of business,

a layoff from which [they were] not recalled or other similar reason" during the

five years preceding each survey.

CBO's analysis of these data differs from other studies in two important

ways that should make it more useful. First, CBO developed a new technique

that permits the data from all of these surveys to be combined and used to

examine year-to-year changes in displacement, whereas the BLS and others

have generally focused on the five-year averages from each survey.

2
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Year-to-year changes in the number of displaced workers exhibit important

cyclical variation that the five-year averages mask.

Second, CBO counted workers as displaced regardless of how long they

had been with their previous employer, whereas other studies have focused on

the roughly half of displaced workers who were with their employer for at least

three years. CBO's study uses the broader danition in part because the events

that cause concern about displacementsuch as large plant closings--are

couched in terms of the number of workers who will lose their jobs, not just the

number who had been with the employer for at least three years. Moreover,

whether to provide assistance to displaced workers who had worked for their

employer for less than three years would be a policy decision, one that :.an be

informed by knowledge of the characteristics and experiences of these workers.

NUMBER AND CHARACIERISTICS OF DISPLACED WORKERS

From 1981 through 1990, the annual number of displaced workers generally

mirrored the overall state of the economy. The numbers ranged from a high

of 2.7 million workers displaced in the weak labor market of 1982 to a low of

1.5 million in the relatively strong labor market of 1988 (see Figure 1).

Workers in the service sector and in white-collar occupations accounted for a

rising portion of displaced workers during the decade, reflecting both the

5 7
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Figure 1.
Number of Displaced Workers, by Year of Job Loss, 1981-1990
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SOURCE: Congressional Budget Office tabulations of data from the January 1984, 1986, 1988, 1990, and
1992 Current Population Surveys.
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increasing share of these industries and occupations in the nation's total

employment and the increased risk of these workers being displaced. On the

whole, however, workers in service industries and in white-collar jobs remained

much less likely to be displaced than workers in goods-producing industries and

blue-collar jobs.

The characteristics cf displaced workers were remarkably stable during

the 1980s, despite a wide swing in the business cycle, changes in industrial

composition, and changes in a broad array of government policies. For

example, throughout the decade, slightly more than 20 percent of all displaced

workers were aged 45 and older, about 50 percent had been with their previous

employer for more than three years, and 60 percent were male (see Figure 2).

The percentage of displaced workers with schooling beyond high school grew

from about 30 percent to 40 percent, though, mirroring the increased

educational attainment of the work force as a whole.

The number of workers who will be displaced during the next few years

may be somewhat larger than the number displaced in the late 1980s, because

the economy is likely to he weaker and because defense-related employment

is expected to shrink further. CBO forecasts a gradual economic recovery, with

the unemployment rate falling from 7.4 percent in 1992 to 6.0 percent in 1996.

The latter unemployment rate would still be one-half of one percentage point

53
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Figure 2.
Characteristics of Displaced Workers, by Year of Job Loss.19111-1990
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a. For workers displaced in 1989 and 1990, yearS of schooling completed is estimated on the basis of the
highest degree obtained and is not strictly comparable with data for prior years.
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above the unemployment rate in 1990, thz final year of the 10-year period

examined in CBO's study. Moreover, the downsizing of the defense sectorthat

began in the late 1980s is expected to continue, with that sector projected

to lose more than 1 million jobs during the next five years. (Estimates of the

job losses in industries that would be adversely affected by the NorthAmerican

Free Trade Agreement are much smaller and spread out over a longerperiod.)

The stability of the characteristics of workers displaced during the past

decade is no guarantee, of course, that the displaced workers of the future will

look like those of the past. Workers displaced from a shrinking defense

industry, for example, may well look different from those who lost jobs from a

shrinking (in terms of employment) steel industry. At the same time, it is

reasonable to expect that many of the factors that resulted in the patterns

observed for displaced workers in the 1980s will continue. For example,

seniority practices are likely to ensure that older workers continue to be a

relatively small share of all displaced workers. Similarly, workers with more

years of schooling will probably continue to have more stable employment

patterns than those with fewer years of schooling.

6
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THE EXPERIENCES OF WORKERS AFTER DISPLACEMENT

Although some of the workers who were displaced during the 1980s found new

jobs with little trouble, others experienced substantial difficulties. This finding

is based on three measures used in the study to examine the consequences of

displacement, each based on survey questions asked of displaced workers one

to three years after they lost their jobs: whether or not they were employed at

the time of the survey; how long they had been jobless; and thc earnings of the

reemployed workers in their new jobs relative to their previous earnings.

One to three years after being displaced, half of the workers who lost

jobs over the past decade either were not working or had new jobs with weekly

earnings that were less than 80 percent of their old earnings (see Figure 3). In

contrast, more than a quarter of the displaced workers were reemployed and

earning at least 5 percent more than their previous weekly earnings; nearly one

in five had an increase in earnings of at least 20 percent.

The vast majority of displaced workers who had found new jobs

experienced some period of joblessness after displacement, and many were

without work for a substantial period of time. The average duration of

joblessness for people reemployed at the time of the survey was just under 20

weeks. The reemployed workers who incurred the biggest wage reductions, on

average, took the longest to find new jobs. For instance, those whose earnings

8
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Figure 3.
Earnings of Workers Displaced In the 1980s
One to Three Years After Losing Their Jobs
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SOURCE: Congressional Budget Office tabulations of data from the January 1984, 1916, 1948, 1990, and
1992 Current Population Surveys.
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had declined by more than 20 percent had been jobless for an average of 26

weeks, whereas those whose earnings had increased by at least 20 percent were

jobless an average of 14 weeks.

The state of the economy had an important influence on the extent of

joblessness after displacement. It did not, however, have an apparent effect on

the proportion of reemployed workers who incurred large losses in their

earnings. The average duration of joblessness fell from almost 30 weeks in

1981 (during a recession) to 15 weeks in 1988. But the percentage of

reemployed workers whose earnings had fallen by at least 20 percent was not

substantially higher in 1981 than in 1988.

The displaced workers who incurred the largest losses were

disproportionately those who were the least well educated, the oldest, and had

the longest tenure with their previous employer. In fact, these groups were far

less likely than the displaced workers who were better educated, younger, and

had shorter tenure to be working at all at the time of the survey. For example,

less than 60 percent of the displaced workers who had not completed high

school had found new jobs, compared with more than 70 percent of the

displaced workers who had completed exactly 12 years of schooling and almost

90 percent of those with 16 or more years of education.
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Likewise, the less-educated, older, and longer-tenured workers who did

find new jobs generally took longer to find them and were more likely to incur

substantial wage reductions than were other diplaced workers. For example,

those reemployed workers who had not completed high school were jobless for

an average of 39 weeks, and two in five of them incurred an earnings loss of

more than 20 percent. In contrast, reemployed workers with at least 16 years

of education were jobless an average of 22 weeks, and only one in four of them

incurred that large a wage loss.

Despite variation over the business cycle in workers' outcomes after

displacement, these relationships between workers' characteristics and their

likelihood of difficulties were quite stable. That is, the kinds of workers who

were jobless longer in bad years were also jobless longer in good years, and

similar workers incurred losses in earnings in both good and bad years. Such

stability reinforces confidence in the applicability of CBO's study for learning

about the outcomes likely to face workers who are displaced in the future.

PROVIDING ASSISTANCE TO DISPLACED WORKERS

The federal government, together with state governments, offers a wide range

of programs for displaced workers who need temporary income assistance until

they find another job and help in preparing for, and finding, that new job.

6 5
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Unemployment insurance (UI) is the main program providing incorne

assistance to displaced workers (as well as to other workers who lose their

jobs). The Economic Dislocation and Worker Adjustment Assistance

(EDWAA) program and the Trade Adjustment Assistance (TAA) progxam

provide reemployment assistance.

Unemployment Insurance

The UI program provides weekly benefits to experienced workers who lose

their jobs, whether or not the job loss is permanent. Work histories determine

the specific duration and weekly amount of benefits for workers, but benefits

are generally available for no more than 26 weeks. When unemployment in a

state is sufficiently high, the federal/state Extended Benefit (EB) program

provides additional weeks of benefits. The Emergency Unemployment

Compensation program, enacted in 1991 and amended in 1992 and 1993,

temporarily enables unemployed workers who have exhausted regular UI

benefits to receive further payments.

Displaced workers who received UI benefits (about 60 percent of the

displaced workers in the decade analyzed) wert much more likely than other

UI recipients to exhaust their benefits without having found another job.

76-387 0 - 94 - 3
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During the 1980s, about half of the displaced workers who received UI benefits

exhausted them. In contrast, about one-third of all UI recipients ran out of

benefits during that decade.

The Congress might want to consider expanding the potential duration

of UI benefits for all displaced workers or for specific groups of themthose

with relatively long job tenure, for example, or those who enroll in a retraining

program or a program that helps participants find new jobs faster. Extending

the maximum duration of UI benefits would help cushion the losses that many

displaced workers would otherwise incur. To some degree, however, extending

benefits would encourage recipients to remain unemployed longer. Linking the

additional benefits to participation in some kind of reemployment assistance

program (as is done in the TAA program, discussed below) could speed their

adjustment, but it would be a major undertaking and would add significantly to

the administrative costs of the U1 program.

ED_WALAnsLIAA

Under Title HI of the Job Training Partnership Act, as amended by the

Economic Dislocation and Worker Adjustment Assistance Act of 1988, states

receive federal funds to help displaced workers obtain employment through

6 7
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training and related employment services. Closely related programs exist for

workers displaced because of defense cutbacks and implementation of the

Clean Air Act. The funds for all of these programs are mainly used to provide

classroom training, on-the-job training, and job search assistance to the

participants. In recent years, between 200,000 and 250,000 displaced workers

have participated in these programs annually.

TAA provides income replacement benefits, training, and related

services to workers unemployed because of import competition. To get

assistance, workers from a firm must first petition the Secretary of Labor for

certification and then meet other requirements for eligibility. For a group of

workers to qualify, the Secretary must conclude that a significant share of the

firm (or a subdivision) is threatened with displacement; sales or production

have decreased; and increased imports have "contributed importantly" to the

reductions in employment and in sales or production. Certified workers are

eligible for training and other reemployment assistance. Cash benefits are also

available to certified workers, but only after their UI benefits run out. Benefits

can last up to one year if recipients are taking part in an approved training

program. In recent years, only about 25,000 displaced workers received cash

assistance annually and fewer received training or other reemployment

assistance.

14
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EDWAA and TAA represent two quite different approaches to serving

the needs of displaced workers. EDWAA emphasizes reemployment

assistance, mainly through short-term training and job search assistance, with

few participants receiving income support. In contrast, TAA essentially extends

the potential duration of UI benefits for eligible workers willing to participate

in a training program, with about two-thirds of the program's outlays going for

income support. The debate over whether to use EDWAA or TAA as a model

for developing a new displaced-worker program largely centers on the merits

of providing income support longer than is normally available through the UI

system.

In principle, the retraining assistance provided through either program

could help displaced workers develop new skills or adapt their old ones, making

them more valuable to new employers and thus helping them fmd new jobs at

wages comparable with their old ones. Despite widespread support for

retraining displaced workers, however, very little is known about the

effectiveness of the current programs in increasing the earnings of their

participants. The EDWAA program has not been evaluated, and preliminary

findings from an evaluation of TAA now under way suggest that the training

received by its participants has not increased their average earnings or their

likelihood of being employed. Evaluations of earlier demonstration programs

for displaced workers in specific sites provide considerable basis for optimism
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about the effectiveness of job search assistance, but not of short-term training.

Whether a better-designed, and possibly more extensive, training proxam

would be more effective is a matter of conjecture.

CONCLUSION

To sum up my comments, CBO's study makes several points that may be

especially relevant to the Subcommittee's deliberations. First, although the

number of workers displaced each year is cyclically sensitive, displacement is

fairly common even in a healthy labor market. Second, though some dis?laced

workers find comparable jobs easily, others experience substantial difficulties.

The displaced workers most likely to incur large losses are the least well

educated, the oldest, and those who had the longest tenure with their previous

employer. Finally, analyses of the UI, EDWAA, and TAA programs address

issues that the Subcommittee may want to consider as it evaluates whether new

measures should be taken to help displaced workers.
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Chairman WILLIAMS. Thank you. Dr. Katherine Dickinson is
president of Social Policy Research Associates from California.
Doctor, we're please to have you with us here today. Please pro-
ceed.

Ms. DICKINSON. Thank you. And I appreciate the opportunity to
present to you some of the findings from the study of the imple-
mentation of EDWAA. This study followed EDWAA from its initial
program years through the present in order to provide the Depart-
ment of Labor with some information about how States and sub-
state areas were implementing EDWAA and whether the imple-
mentation patterns were consistent with the intent of the legisla-
tion.

We also looked at the services and examined the extent of which
those services were responsive to the distinct needs of dislocated
workers. We conducted in-depth site visits to 70 substate areas, 10
special projects in a total of 24 States, and also conducted a survey
of all substate areas nationwide.

I'd like to highlight some of the findings in some key areas. First,
rapid response. We found that rapid response is an important inno-
vation of EDWAA and it has substantially increased the number of
dislocated workers who received timely information about the re-
sources available to them.

But the intent of rapid response is not just to provide informa-
tion. The intent is then to use rapid response to link dislocated
workers into services as quickly as possible. And this broader
intent was less widely met. We did find, however, some responsive
services. We found about a third of the substate areas conducted
pre-layoff services, which you all talked about some this morning.
These tend to be group workshops that are held onsite or at some
community location, and provide information about the current
labor market, which is an extremely critical piece of information
for dislocated workers. Providing stress counseling, financial man-
agement, career exploration, all of this before they're actually laid
off.

Another responsive practice was then to recruit workers as soon
as possible after their layoff into the ongoing services. Other sub-
state areas, however, simply waited. They provided the information
at rapid response, but they waited for the dislocated workers to
seek out services on their own. And that was often after substan-
tial delay and after financial resources are depleted.

To strengthen rapid response we recommend broadening the con-
cept of rapid response to include not just provision of information,
but to include substantive client services such as the pre-layoff
services. And second, to alloN greater flexibility in the State and
substate area roles. The legislative division of responsibility has, in
part, contributed to some of this lack of continuity between rapid
response activities and the provision of ongoing services.

We also looked at the responsiveness of services. And dislocated
workers vary tremendously, as we've talked about this morning, in
terms of their wage rates, their skill levels, and their previous oc-
cupations. But they do share some common characteristics. They
oftentimes experience substantial psychological and financial stress
at being dislocated. They often have little recent labor market in-
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formation and no recent experience in looking for jobs. And they
also have sometimes substantial skills that have become obsolete.

Yet, they have work maturity, they have work experience that
should be accounted for in their plan of action.

We looked to see how responsive services were to those needs in
both ongoing programs and in special projects that were funded
with discretionary funds. These tended to be plant specific projects,
fairly large scale. We found some of these special projects, indeed,
were more responsive in terms of early intervention, a substantial
amount of basic readjustment services, wider range of classroom
training options, and more supportive services.

Now, the implications are not that all funds should be expended
through special projects, because these were initiated out of unusu-
al circumstances. But lessons learned can certainly be used to im-
prove ongoing services. And particularly, these programs tended to
design services and tailor services that were appropriate for the
specific workers effected by a specific layoff. And this was also true
of the more responsive ongoing programs.

The less responsive approach was to recruit workers who were
appropriate for a specific given set of services that are already in
place. And to improve the ability of EDWAA to provide more re-
sponsive services we recommend that the individualized service
strategy envisioned in the 1992 amendments for Title II programs
be extended to dislocated workers as well. As Ms. Golding pointed
out this morning, assessment and service planning and develop-
ment of services that are appropriate to each worker can lead to
more responsive services.

Finally, we did examine the experience of EDWAA during the
recession. The recession highlighted the importance of having dis-
cretionary funds available. States that had committed their funds
up front found themselves not able to help substate areas in need.
And we did find substantial reduction in recruitment efforts. Sub-
state areas tended to reduce their recruitment, first of long-term
unemployed, and then of workers laid off in smaller scale layoff.
And even so, a number of them had to develop very long waiting
lists, making early intervention impossible to achieve.

To improve the ability of EDWAA to respond to recessions we
suggest improving the allocation formula by funding or supporting
data collection efforts, to encourage or require States to provide
discretionary funding, and if possible, to increase the total amount
of EDWAA funding during downturns to meet the increased
demand for services.

Thank you.
[The prepared statement of Katherine P. Dickinson follows:]
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Prepared by:

Katherine P. Dickinson

INIRODUCnON

The Study of the Implementation of the Economic Pis location and Worker

Adjustment Act (EDWAA) followed the implementation of EDWAA from its first

program year through the current program year (i.e., PY 89 through PY 92). The

objectives of this study were to provide the U:S. Department of Labor (DOL) with

information about how states and substate areas were implementing the key features of

the EDWAA legislation and to assist DOL in guiding the development of EDWAA

programs.

This study was conducted in three phases. Phase I consisted of in-depth site visits

.to 15 randomly selected states and 30 substate areas in those states. The goals of

Phase I were to:

Describe how states and substate areas were implementing the
complex provisions of EDWAA.

Examine the extent that EDWAA was being implemented in
ways that were consistent with the intent of the legislation.

Identify early implementation problems and suggest policy
changes or clarifications that would enhance the
implementation of EDWAA at the state and local levels.

Phase II focused more directly on the types of services provided to dislocated

workers. We conducted in-depth site visits to a 10 randomly selecced states and, within

those states, 20 ongoing EDWAA programs and 10 special projects funded with state

40% or 10% funds. Specific goals of Phase 11 were to:

Describe the range of EDWAA services provided to dislocated
workers throlgh ongoing EDWAA programs and through
special projects.

Examine the extent that EDWAA services in ongoing
programs and in special projects were responsive to the
distinct needs of dislocated workers.

Identify areas in which the responsiveness of dislocated
worker services can be improved through revising federal,
state, and substate policies and practices.

Describe how state and substate area EDWAA programs
responded to the economic downturn that began during PY 90.

Phase III consisted of two parts. We conducted a survey of all EDWAA substate

areas to obtain information about how their ongoing EDWAA programs were organized
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and characteristics of their services. We then conducted in-depth site visits to 20

substate areas that had well-developed EDWAA services, as indicated by their survey

responses and verified by subsequent telephone discussions. The goals of Phase III

were to:

Using survey responses:

-Describe how EDWAA programs were organized
nationwide and examine the association between
organizational features and outcomes achieved.

-Examine the effects of state policies and substate area
practices on the types of dislocated workers enrolled in
EDWAA.

-Examine the responsiveness of services nationwide,
determine what influenced the responsiveness of services,
and examine the associations between the responsiveness
of services and outcomes achieved.

Using information for the site visits:

-Describe examples of strategies that substate areas use to
provide responsive services.

-Identify factors that impede and those that facilitate
delivery of responsive services.

-Prepare a guide for substate areas that describes examples
of well-developed, responsive services provided by
EDWAA programs operating in a variety of
environments.

The analysis of the site visit information from Phase III is still ongoing.

Below we highlight the results of this study as they pertain to the responsiveness

of EDWAA services and the key themes of the EDWAA legislation. We then identify

the implications of the findings for EDWAA policies and practices.

RESPONSIVENESS OF EDWAA SERVICES

Model of Responsive Dislocated Worker Services

We developed a conceptual model that specifies the particular needs of dislocated

workers and provides a framework for describing how well EDWAA services respond

to those needs. This framework was based in part on the information obtained from

states and substate areas visited during the Phase I case studies.
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Dislocated workers vary tremendously in terms of their existing skill levels,

previous occupations and indusuies, c.nd their previous wage levels. Yet, despite this

diversity in previous experiences, dislocated workers also tend to share special

characteristics because of being dislocated, including:

Significant psychological stress in response to being laid off.

Little recent information about labor market opportunities.

No recent experience in looking for a job.

Substantial work experience and work maturity.

Existing occupational skills that may be obsolete or not in
demand in the local economy.

Financial crisis due to iack of income and substantial
household financial obligations.

To be responsive both to the diversity of experiences and to the common

characteristics of dislocated workers, EDWAA services should include the following:

Early intervention services, provided before or as soon as
possible aftex layoff. These early intervention services
include:

-Rapid-response worker orientation, held soon after notice
of layoff is received, which provide information about
EDWAA services, other community resources, and the
local labor market.

-Prelayoff services that are comprehensive and address the
specific crisis needs of the affected workers.

-Recruitment of affected workers into ongoing FDWAA
services as soon as possible.

Assistance in developing a plan for reemployment, which
should include:

-Assessment of the worker's basic skills, vocational
aptitudes and interest, and the transferability of existing
vocational skills.

-Assistance in identifying immediate and longer-term
career goals and development of a plan for services to
help clients meet those goals.

Basic readjustment services, including crisis adjustment
assistance, training in job search strategies, and assistance in
finding jobs. These services should be:

7 5
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-Provided to those interested in immediate employment as
well as retraining participants.

-Sensitive to the distinct characteristics of dislocated
workers, particularly their work maturity and need for
reemployment at high wages.

Retraining servibes necessary to achieve reemployment goals,
which should include:

-A broad range of retraining options, including training
for dislocated workers with limited basic skills and
training in higher-level as well as entry-level occupations.

-Training content and methods that are appropriate for
adults who often have substantial vocational skills.

A plan to address the need for income support and supportive
service during services.

Using these characteristics of responsive services, we assessed the services

provided in the sample of ongoing programs and special projects that were funded with

either state 40% or 10% funds. Alth,iugh the survey could not ask about all the

characteristics of training covered in the in-depth site visits, we used to the survey data

to create indicators of the responsiveness of EDWAA services. We then examined the

effects of state policies and substate area practices on the respnsiveness of services,

and the relationship bltween the responsiveness of EDWAA services and the outcomes

achieved by the dislocated workers served.

EDWAA Services In Ongoing Substate Area Programs

Rapid Response and Early Intervention Services

Early intervention includes rapid response activities and early provision of needed

services. Dislocated workers generally can benefit from early intervention services that

address their immediate crisis needs, provide current information about available

services and reemployment opportunities, and encourage prompt receipt of basic

readjustment and retraining services.

Rapid Response. Although the EDWAA legislation specifically calls for states

to lead rapid response efforts, the recession pointed out problems with that

requirement. Half of the Phase II states experienced severe budgetary problems

because of the worsening economy, which sometimes resulted in hiring freezes or

substantial turnover in EDWAA staff. As a consequence of their states' budgetary

problems, about a third of the case study substate areas conducted virtually all rapid-
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response activities on their own, without state assistance. We found no association

between the responsiveness of rapid response activities and whether they were led by

the state or substate area. Although the need for a well-functioning, experienced rapid-

response team is at its greatest during an economic downturn, the capacity of states to

provide such a team was often strained during an economic downturn.

The WARN legislation was widely viewed as essential to learning about large-

scale dislocations and to reaching the affected workers before the dislocation oocurred.

Coordination with the Employment Service (ES) and Unemployment Insurance (Ul)

systems also facilitated learning of both large and small scale dislocations, although

often not until the layoff had already taken place.

The EDWAA legislation's emphasis chi rapid response substantially increased the

number of dislocated workers receiving timely information about EDWAA and related

services. However, during the Phase II site visits we found that many sites were not

able to respond to all the layoffs in their community because of budget limitations. As

a result, several substate areas responded only to large-scale dislocations, particularly

those with more advance notification.

Rapid response activities typically involved contacting employers and holding

worker orientation sessions. Most study sites used worker orientation meetings to

inform dislocated workers about the full range of EDWAA services, as well as services

available from the ES/Ul system. However, in about half of the substate areas,

dislocated workers were not given any information about employment oPportunities in

the local labor market.

The legislative intent of rapid response was not simply to conduct worker

onentations but to use those orientations to link the affected workers to services as soon

as possible in order te help them adjust to the crisis of dislocation, develop
reemployment plans, and begin needed retraining before the dislocated workers

financial resources are exhausted. This intent was less commonly met, although we

found many substate areas with responsive practices.

Prelayoff Services. One-third of the study sites provided prelayoff services,

beyond orientation, to at least some dislocated workers. The major emphasis of

prelayoff services was on crisis adjustmen, in the form of financial management or

stress management workshops. Other sites also conducted workshops to help dislocated

workers choose reemployment career goals and to teach job search skills. Two substate
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areas helped dislocated workers begin basic skills retraining classes before they were
laid off.

Early Recruitment. About half the substate areas studied used their rapid
response activities to recruit o.,,ocated workers into ongoing EDWAA programs soon

after their layoffs. Early recruitment mechanisms included conducting EDWAA intake

on-site during worker orientations, contacting attendees with follow-up letters or
telephone calls, establishing labor-management committees to assist with recruitment
efforts, and providing on-site prelayoff services.

Less responsive sites generally waited for applicants to come to the substate
area's offices seeking EDWAA services, which in many cases was not until the
workers' severance pay or Ul benetits were nrarly exhausted. Further, as demand for
EDWAA services increased because of the recession, several substate areas did not
have sufficient capacity to enroll all those seeking assistance and developed waiting lists
for services.

Survey Results. The survey analysis indicated that states that provided technical
assistance on EDWAA issues increased the responsiveness of early intervention services

provided by their substate areas. Further, substate areas that formed labor-management

committees, coordinated with other agencies, and recruited workers from many sources
also provided more responsive early intervention services. Substate areas that
integrated a high proportion of their EDWAA services with Title II-A services,
however, tended to provide less responsive early intervention services.

Substate areas with more responsive early intervention services enrolled

dislocated workers sooner after their layoff. Importantly, workers in substate areas
providing more responsive early intervention services, particularly prelayoff services,

had higher wage rates 13 weeks after terminating from the program.

Further the survey results emphasize the importance of early enrollment into

services. Clients who were unemployed 15 or more weeks by the time they enrolled in

EDWAA received significantly less basic skills remediation and were more likely to
participate in shorter-term training, particularly on-the-job training, probably because
of their greater need for immediate income.
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Bask Readjustment Servkes

Basic readjustment services needed by dislccated workers include a wide range of

services. Many dislocated workers need assistance in handling the personal and

financial crisis of being laid off before they are able to take purposeful action toward

reemployment. Although some dislocated workers approach the EDWAA program

with very clear reemployment goals, many other individuals need assistance exploring

alternative career opportunitits. Because of their lack of recent job search experience,

dislocated workers often need training in how to look forjobs and assistance in locating

reemployment, either in or outside the local area.

Cria's Adjustment Services. About half of the substate areasprovided

responsive postlayoff personal counseling and financial counseling to address the

trauma of dislocation. Some provided crisis adjustment services through individual

counseling sessions, often using trained mental health professionals; the rest covered

stress management and financial management in workshops that emphasized group

participation and peer support. Individuals requiring more intensive services were

usually referred to community agencies for additional assistance.

The remaining sites did not emphasize crisis adjustment services for a variety of

reasons. Staff in these sites generally lacked expertise in personal and fmancial

counseling. In addition, some staff wanted to encourage clients to take the initiative to

solve their own problems. Finally, most of these substate areasdid not serve dislocated

workers until they had been unemployed for some time and the initial crisis had passed.

Assessment. Practices to assess clients' interests and abilities varied

tremendously among the Phase II sites. About one-third of the substate areas had very

responsive assessment practices that used objective tests to generate information about

clients' aptitudes and interests to help in career counseling and service planning. Other

substate areas assessed clients for a different purposeto screen entry into retraining

programs selected by participants. Still other substate areas made little use of formal

assessments, either because staff were not trained in the use of these techniques or

because caseloads were too high to spend the required time.

Career Planning. Career planning, including the provision of current labor

market information, is an essential service because many dislocated workers need to

choose a new occupation. The quality of the career and labor market infomation

provided varied substantially. About a quarter of the substate areas studies provided
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responsive career planning to all dislocated workers through group workshops and

individual counseling.

In other sites, career counseling was less responsive. Some sites failed to provide

accurate information about the expected labor demand for different occupations.

Further, about one-third of the substate areas studied reserved career counseling for

individuals interested in retraining and offered no assistance in developing appropriate

reemployment goals to those interested in immediate employment.

Service Planning. A third of the substate areas had very responsive service

planning procedures that encouraged setting of intermediate as well as long-range goals

and emphasized the selection of services that would lead to high-quality long-term

employment. In these sites, a variety of EDWAA basic readjustment and retraining

services were available and service plans were tailored to the needs of the individual

client.

The service planning practices in the remaining substate areas were less

responsive. Some reserved service planning for those who had already decided to enter-

retraining rather than assisting dislocated workers in making this key decision. Others

referred workers to providers programs that needed participants rather referring clients

to the services that best matched their interests and employment goals. Still others

offered such a limited range of services that they could not develop service plans that

respondcd to the diverse needs of dislocated workers.

Job Search Training and Assistance. Overall, a third of the substate areas

provided highly responsive job search training and job search assistance to dislocated

workers. These sites provided job search services to participants interested in

immediate employment as well as to retraining participants. Job search training was

intensive and was oriented to helping workers to look for high-wage jobs. These sites

provided ongoing assistance during job search through job clubs or assistance from

vocational counselors or job developers.

Among the remaining sites, moderately responsive job search training/assistance,

targeted to retraining participants, was provided by another third of the substate areas.

Job search training in these sites was shorter. Ongoing job search assistance in these

sites was provided through periodic counseling contacts or referrals to the local ES

office.
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Unresponsive job search training/assistance was provided in eight substate areas

that provided only brief job search training and relied primarily on the self-placement

efforts of dislocated workers. Job search training in these sites did not emphasize how

to find high-wage employment.

Relocation Counseling and Assistance. Only two sites, each of which had local

unemployment in excess of 10%, offered relocation counseling to EDWAA

participants. Relocation assistance received little emphasis in the other sites for several

reasons. First, EDWAA clients and their families were often not interested in

relocation, even when service provider staff encouraged it as an option. Second, local

elected officials tended to discourage relocation assistance as a response to dislocation

in the local economy. Third, EDWAA staff generally lacked access to detailed

information about job opportunities in other locations.

Survey Results. As was the case for early intervention services, basic

readjustment services were more responsive in substate areas that formed labor-

management committees, coordinated with other programs, and recruited dislocated

workers from many sources.

Substate areas with more responsive basic readjustment services tended to enroll

clients sooner after their dislocation. Further, workers enrolled in sites with more

responsive basic readjustment services had significantly higher entered employment

rates than workers enrolled in sites with less responsive ser vices, suggesting that

responsive basic readjustment services lead to more rapid reemployment.

Classroom Training Services

The EDWAA legislation encourages the provision of substantial retraining to

dislocated workers who cannot obtain appropriate reemployment without new skills.

Because of dislocated workers' diversity, the types of retraining neede." vary

substantially, depending on the level of education and transferable occupational skills of

dislocated workers as well as the jobs available in the local labor market. We

examined the responsiveness of both basic and occupational classroom training

services.

Bask Skills Remediation. About one-third of the substate areas offered very

responsive basic skills remediation to dislocated workers. Some of these sites provided

open-entry, open-exit basic skills instruction directly, using computer-based

remediation facilities or on-site remedial classes. Others contracted with other agencies
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for basic skills instruction tailored to the needs of dislocated workers. A variety of

remediation options in these sites permitted basic skills training assignments to

correspond to the particular level of instruction needed by individual workers.

The remaining substate areas offered less responsive basic skills remediation

services. Half of these substate areas referred dislocated workers needing basic siddls

remediation to other community agencies, but four did not arrange for any basic skills

remediation. Unfortunately, three of these sites without any remediation opportunities

served many dislocated workers with severe basic skills limitations.

Barriers to providing responsive basic skills training included limited local

educational resources, inadequate EDWAA funding, and a belief that basic skills

training was not an appropriate EDWAA retraining activity.

Classroom Training in Occupational Skills. About a third of the substate areas

offered responsive classroom training in occupational skills. These sites offered a mix

of short-term training options (to accommodate dislocated workers who wanted quick

reentry into the workforce) and longer-term training (for those who wanted more

extensive retraining), but with an overall emphasis on more substantial training of

longer duration. Training was available in a variety of occupational areas and skill

levels, including both entry-level and advanced occupational skills to take advantage of

the previous work experience and skills of dislocated workers. Substate arra

administrators guided the content of retraining curricula in these sites, reviewing the

appropriateness of courses for dislocated workers and increasing the accessibility of

course offerings. Most of the sites with highly responsive training also offered a broad

range of placement services to participants after training, including job search training

classes, job clubs, and placement assistance.

The remaining substate areas provided less responsive occupational classroom

training, generally providing training in entry-level skills rather than offering a mix of

options appropriate for both high-skilled and low-skilled dislocated workers. Several

sites offered only short-term training in entry-level occupations; two offered retraining

in a very limited number of occupations. Substate areas with less responsive training

rarely reviewed the appropriateness of retraining curricula for dislocated workers.

Clients who were not placed immediately after training were not quickly linked to other

placement services in these sites, and placements in occupations unrelated to training

occurred more frequently than in the responsive sites.
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Survey Results. Substate areas that coordinated with other agencies provided

more responsive classroom training because they were able to offer a wider range of

services. Dislocated workers served by substate areas with more responsive retraining

services earned significantly higher wages rates when they terminated from the

program, suggesting that more responsive retraining leads to greater wage replacement.

On-the-Job Training
Another retraining option is on-the job tabling (OJT). OJT positio4s should

provide training in new skills and should cover a range of occupations that are

appropriate to the needs of workers assigned to this service option and that will lead to

stable employment.

A third of the substate areas offered OJT that was at least moderately responsive

to the needs of dislocated workers. All of these substate areas tried to ensurethat

dislocated workers were learning new skills in their OJT jobs. Most provided OJT in

higher-skilled as well as entry-level jobs.

In contrast, another forty percent of the substate areas provided very unresponsive

training through OjT. All these sites provided OJT only in entry-level occupations and

paid little attention to whether new skills were to be acquired. Unfortunately, four of

the substate areas with unresponsive services used OJT for a high proportion of

EDWAA clients.

Across all substate areas, relatively little attention was given to whether OJT

assignments were for jobs that were in demand in the local labor market. In many

cases it was assumed that if an employer had a job opening, the occiiration was in

demand. Only two substate areas had developed explicit criteria for tt vccupations for

which they would write OJT contracts (i.e., stable and growing occupations).

The survey analysis indicated that OJT was more commonly provided in substate

areas that integrate EDWAA and Title II-A services but that OJT services were less

responsive in those substate areas. Further, dislxated workers who were unemployed

15 or more weeks when they applied for EDWAA services were significantly more

likely to receive OJT, probably because of their greater need for immediate income.

Substate areas that relied more heavily on OJT tended to have higher entered

employment rates but lower wage rates.
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Supportive Services

Supportive services were generally targeted to EDWAA clients attending

classroom training. In most of the sites that offered classroom training, participants

could receive at least some supportive services. In contrast, only four substate areas

provided supportive services to participants in OJT.

Supportive iervices were particularly responsive in three substate areas that

offered transpo7tation assistance, child care assistance, other instructional and work-

related support, and needs-related payments to EDWAA participants. Many other

substate areas provided a moderate level of supportive services, including transportation

and/or child care assistAnce but no needs-related payments. Five substate areas,

however, provided no supportive services to EDWAA participants, believing that

supportive services were not needed by or were not appropriate for dislocated workers.

Nationwide about 90% of the substate areas reported offering some type of

supportive services, although only 30% provided any needs-related payments. When

available, supportive services were typically provided to relatively few participants. In

about half of substate areas, supportive services were provided to 25% or less of

participants. Only 20% of substate areas provide needs-related payments to more than

5% of their participants. Among substate areas providing needs-related payments, 60%

provided $50 per week or less in support. Reasons for providing limited supportive

services included inadequate funding and the lack of budget flexibility because of other

EDWAA expenditure limitations and requirements. Dislocated workers served by

programs providing more extensive supportive services tended to have lower

employment rates at termination, perhaps because such services reduce how quickly

participants find jobs after leaving the program.

Overall Responsiveness of Services

Although several problem areas were identified in our Phase II site visits, we

found multiple examples of responsive services in every area. In the survey analysis,

we found substate areas with more responsive services overall have substantially higher

entered employment rates, suggesting that their participants found reemployment more

rapidly, and higher wage rater. 13 weeks after leaving the program, suggesting that

their participants achieved greater wage replacement. Thus, we strongly encourage

disseminating models of responsive services to assist substate areas in meeting the goals

of the EDWAA program.
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EDWAA Services in Special Projects

Phase II also examined the responsiveness of training provided in 10 special

projects. All of these projects received at least part of their funding from state 40% or

10% funds, and the service delivery arrangements in each project were different in

some way from the substate area's ongoing service delivery system. Fight ot the

sampled projects were plant-specific and included three defense-related manufacturers,

two military base closures, and timber, food processing, and textile plants. One
targeted services to members of a single union working in a set of related industries,

and one coordinated 'front-end* services from a number of service agencies in the form

of a one-stop client intake center.

Characteristics of Special Projects

Several factors accounted for the decision to set up a separate delivery mechanism

in the special projects. Most important by far were the size and political visibility of

the dislocation, which threatened to overwhelm the service capacities and resources of

the substate area's formula-funded program. These dislocations also tended to have

relatively long advahce warnings, which made project planning more feasible and made

it worthwhile to invest in on-site service centers. Previous substate experience in

operating special projects and strong up-front company involvement enabled project

organizers to build on designs and procedures that had already been tested and to take

full advantage of the employer's interest and commitment. Finally, in several cases the

special project allowed states or substate areas to try out new types of administrative

entity or service delivery arrangements.

The dislocation events that led to these special projects posed exceptional

challengesthe potential for devastating *spin-off effects* on the local economy, large

numbers of workers with similar skills seeking jobs at the same timebut they also

provoked an exceptional level of response. The special projects as a whole were

characterized by unusually close cooperation among the substate area, state rapid

response team, employer, local government, and community groups. Support from

multiple funding area= was specially earmarked for the project, permitting expanded

coverage of the target population or expanded services. Longer advance notice of the

layoff or closure allowed extra time for specially tailored services to be designed and

implemented.

The participation of multiple organizations in project design and the use of on-site

service centers also contributed to the success of the special projects. Active
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participation by the employer, labor-management committees, and the community

college system, along with the use of worker surveys in designing prqects, was

associated with more responsive services. Projects in which the substate area was the

only design influence were less able to provide responsive services. In addition, six

projects operated service centers at or near the work site. These centers generally had a

very positive effect on recruitment, early intervention, placement efforts, and case

management. In two cases, however, locating centers on the plant premises led to
problems with workers who did not distinguish between EDWAA and *the company

that is taking our jobs away."

Two of the sample projects arose from military base closures and served both

civilian and military personnel. As a rule, base closures have the advantage of very

long advance notice before layoffs occur. However, this advantage can be lost if

planning is hampered by uncertainties about the size, timing, and composition of

layoffs, as hapened in one case. Both base closure projects reported initial problems
in gaining access to the base and in communicating with the military command. In one

case, communication problems were eased by the early formation of a labor-

management committee headed by a base officer. Staff counselors also.found that

EDWAA eligibility rules may be difficult to apply to military personnel and indicated

that a standard set of guidelines for armed forces applicants would be useful.

Responsiveness of Special Projects Versus Ongoing
Substate Services

Special projects in the sample tended to serve a much higher proportion of their

eligible populations; three projects enrolled 60% or more of all eligible workers, and

three others served 40% or more. Recruitment was aided by on-site centers, company

and union cooperation, early intervention, and easier eligibility determination. In

general, the special projects offered early intervention services that were more intensive

than those in ongoing substate programs, particularly where employers provided

adequate advance notice. Half the sample projects provided their full range of basic

readjustment services both before and after layoff.

The special projects were more likely than ongoing EDWAA programs to treat

basic readjustment services as substantial services in their own right, and not merely as

adjuncts to training. Eight projects provided job search workshops, jar clubs, or both;

in several cases they were of exceptional quality. Placement services were oriented to

higher-skilled technical and managerial jobs as well as entry-level positions,

14
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Promoting labor-management cooperaticm in designing and
implementing services to dislocated workers.

Improving resource management practices and accountability
for services and outcomes.

Encouraging states and substate areas to take a long-term view
of worker readjustment, including offering long-term training,
where appropriate.

Extending program coverage to broad segments of the eligible
dislocated worker population.

The site visits to states and substate areas in all phases of this study, as well as the

survey analysis, examined how states and substate areas responded to these themes, the

extent that the intent of these themes was being realized, and how these aspectsof

EDWAA enhanced the services received and the outcomes achieved by dislocated

workers.

Building a Substate Delivery System

The EDWAA legislation requirei states to create an ongoing substate delivery

system covering the entire state, which was intended to result in broaderand more

timely coverage of dislocations throughout the state. This study examined several

issues related to the substate delivery system, including targeting funds to areas in

need, the designation of substate entities, and efforts by states to increase the capacity

of substate areas to serve dislocated workers effectively.

Targeting Areas in Need

Allocation Formulas. The formulas that states use to allocate funds to their

substate areas vary widely in the emphasis placed on (1) the extent of recent

dislocations, (2) the amount of unemployment, and (3) the number of long-term

unemployed in the area. The relative emphasis placed on these major factors affected

all facets of EDWAA design and operations. Substate areas in states with formulas that

emphasized the amount of recent dislocations (instead of one of the other two factors):

Developed more nonfmancial coordination linkages.

Recruited from dislocated-worker specific sources more often.

Served more workers from substantial layoffs.

Served more recently laid off workers.

Provided more basic skills training and less OJT.
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particularly in those projects with strong company involvement. Overall, however,
counseling, assessment, and casernanagement services were not substantially different
from those in ongoing substate programs.

With regard to classroom basic skills training, there was little difference between
the special projects and substate areas in the range and overall quality of the training.
Special projects also tended to provide a greater diversity of occupational skills
training, particularly for higher-skilled jobs. Six projects offered some form of
classroom occupational training that was custom tailored for project participants.

Special projects were more likely than ongoing substate area programs to provide
supportive services and offered a wider range of these services. In addition to child
care and transportation, several projects provided needs-related payments, housing
assistance, or medical insurance coverage for participants. Community organizations
were more closely involved in providing supportive services, especially housing
assistance.

The finding that special projects provided more responsive training than ongoing
programs does not imply that all EDWAA services should be provided through special
projects. As indicated above, these projects were initiated because of extraordinary
circumstances and were facilitated by a wider community involvement and often
substantial contributions by employers. Nonetheless, an important lesson from these
special projects is that they tended to be more responsive because they were able to
design services to meet the distinct needs of Weir participant populations. Grelter
attention to the specific needs of affected workers would likely increase the
responsiveness of ongoing programs in many substate areas.

Timms OF TILE FDWAA LEGISLAIION

The second focus of this study was on how the majorthe themes of the EDWAA
legislation were implemented by states and substate areas. In addition to the strong
emphasis on rapid response, discussed above, the EDWAA legislation emphasizes the
following themes:

Building the capacity of substate areas to plan and administer
dislocated workers ierViCP.

Encouraging coordination between EDWAA resources and
other federal, state, and local programs to increase the
effectiveness of services to dislocated workers.
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On the other hand, substate areas in these states attained lower wage rates,

presumably because of the higher levels of dislocation in communities rereivino more

funding.

In our case studies we found that an important reason that states did not weight

more heavily the amount of current dislocation in their allocation formulas was the lack

of data. If the current proposal to develop a system for tracking layoffs is approved, it

would enhance the ability of states to target funds to areas experiencing the greatest

level of dislocations.

Discretionary Funding. The recession greatly increased the number of

dislocated workers needing services in many substate areas As a result, in our Phase II

site visits, the majority of substate areas found that their initial allocations were not

sufficient to meet the needs of workers in their area. In the substate areas with

moderate dislocation, discretionary supplementary grants from 10%, 40%, or National

Reserve funds were generally considered adequate to .espond to the existing level of

demand for EDWAA services, although several substate areas with moderate

dislocation curtailed their recruitment efforts so as not to generate an excess demand for

services.

In the substate areas with high dislocation, however, discretionary funding

resulted in adequate funding in only about half the sites. In the remaining sites, final

fimding levels were not adequate to nespond to the existing demand for EDWAA

services. These substate areas were forced to take a variety of steps, including drastic

cutbacks in EDWAA recruitment (such as elimination of follow-up contacts to workers

attending rapid response orientations), implementation of waiting lists for EDWAA

enrollment, and closing enrollments in retraining until the beginning of the next

program year. The use of waiting lists and down scaling of recruitment efforts became

more widespread in subsequent years as the recession deepened.

Several states felt that they had not held sufficient funds in reserve for

discretionary grants to substate areas in need and regretted having committed

substantial funds at the beginning of the program years, for example, for projects to

serve special populations. Many of these states had committed their funds early out of

concern about meeting their expenditure requirements.

The total amount of EDWAA funding does not depend on the state of the

economy, and therefore, on the amount of curtrnt dislocation. As a result, strategies
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that work well in years of high demand for services, such as holding funds in reserve,

may result in under expenditures when the economy improves. The experiences during

the recession point out a fundamental tension between the goal of being able to respond

to unanticipated needs and the goal of ensuring that all funds are spent within a given

year.

Designating Substate Entities

Most suttes designated Title II-A SDAs as EDWAA substate entities, for the most

part to take advantage of the existing training capacity at the local level. This study

investigated several issues relating to this choice.

Punding Levels. Because states usually selected all their SDAs as EDWAA

substau; areas, some substate areas received relatively small amounts of EDWAA

funding. We found that the level of funding had some influence on EDWAA

organization: substate areas that received leSS funding were more likely to integrate

their EDWAA and Title II-A services and to provide services in house. The level of
funding had relatively few effects on the types of clients served or the types of services

provided although areas receiving large levels of funding provided more responsive

early intervention services. The level of funding did not significantly affect the

outcomes achieved by EDWAA participants.

The ratio of EDWAA to Title II-A funding had more influence on services and

outcomes. Substate areas with a higher ratio of EDWAA to Title II-A funding

provided significantly more responsive classroom training and supportive services.

Furthermore, EDWAA participants in these substate areas tended to achieve higher

wages at termination and at follow-up. These results suggest that substate areas focus

less on the distinct needs of dislocated workers when EDWAA is only a small part of

their program operations.

Integration of EDWAA and Tide II-A Services. On average, substate areas
integrate about half of their EDWAA services with similar Title II-A services.

Integration is more likely in areas receiving less EDWAA funding and areas that served

dislocated workers in the previous Title III program.

In general, integration of EDWAA and Title II-A services tends to result in

enrollment of clients more similar to Title 1:1-A clients and provision of services more

similar to Title II-A services. Substate areas that integrate more services appear to

focus less on services that are distinct to the EDWAA program, such as basic
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readjustment and early intervention services. The 1992 JTPA Amendments require that

Title H-A services be more individualized to the needs of each client. These changes

may enhance the responsiveness of EDWAA services as well in substate areas that

integrate EDWAA and Title H-A services.

These results do not imply that the current substate delivery system should be

abandoned. In our case studies, we found many examples of substate areas that

integrated services and yet provided services (including early intervention services)

very responsive to the needs of dislocated workers. Thus, integration of services does

not preclude responsive services. These results do imply, however, that integration of

EDWAA and Title II-A services poses several challenges that substate areas must

address. Technical assistance efforts should disseminate models of responsive services

in both integrated and separate settings.

Providing Technical Assistance

The results of this study provide substantial evidence that states can influence the

EDWAA programs in their states through technical assistance and other capacity

building efforts. Substate areas in states that provide technical assistance:

Developed more coordination linkages with other programs.

Provided EDWAA services that were less integrated with
Title II-A services.

Enrolled more recently laid off workers and fewer long-term
unemployed.

Provided much more basic skills training to dislocated
workers, and less short-term training.

Developed more responsive early intervention services.

Achieved higher wage rates for their participants.

In our case studies we found that many substate areas were developing services

for dislocated workers without much information about practices and programs in other

aeas. Further, services tended to be more responsive in substate areas that had gained

more experience in serving dislocated workers, through responding to many layoffs,

and thus were further along the "learning curve" in developing effective strategies.

These results strongly indicated that provision of technical assistance and the sharing of

information about EDWAA services among substate areas can pay off in terms of more

responsive services and better outcomes for dislocated workers.

9
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Increasing Coordinstioa

The legislation calls for EDWAA programs to coordinate with other programs

serving dislocated workers to increase efficiency and improve service quality. Substate

areas with previous experience serving dislocated workers under Title III established

more financial and nonfinancial coordination linkages with other agencies, suggesting

that it takes some time to develop effective coordination.

Coordination between EDWAA and the ES/Ur system was well developed in

most areas. ES labor market information was often used in planning EDWAA

services, in determining eligibility for EDWAA services,.and in determining

occupations in demand. Linkages with the ES/Ul system also helped EDWAA

programs identify plant closures and layoffs, particularly those not. requiring WARN

notices. In several substate.areas, ES provided basic readjustment services to

dislocated workers.

Coordination with TAA was less well developed, in part because of confusion

arising from the complexity of the TAA program and in part because of a lack of clear

policies about how to provide and fund services to workers eligible for both programs.

Nonetheless, several states developed effective strategies to coordinate with TAA,

including the following:

TAA petitioning processes were coordinated as early as
possible, sometimes daring rapid response activities.

EDWAA staff were proactive, searching for eligible dislocated
workers to petition for TAA benefits.

A tracking system was developed to identify dislocated
workers and update TAA certifications to ensure that eligible
claimants received TAA benefits.

Explicit referral policies were developed that outlined agency
responsibilities and clearly stated the point at which
participants should be referred from one program to the other.

These policies created a more effective system for serving dislocated workers;

administrative lag time was reduced; participants were better able to participate in long-

term training because of the enhance income support; and duplication of services was

avoided.

Although several states coordinated with economic development agencies to try to

prevent layoffs, success was rare. More successful were linkages between EDWAA
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and economic development training programs and with economic development efforts

to attract new businesses.

Coordination with educational agencies occurred primarily when substate areas

purchased training services from vocational schools, community colleges, and other

local educational agencies, which were the major providers of classroom retraining

services in a majority of substate areas. Coordination with these schools in assisting

participnnts apply for Pell grants and other sources of support resulted in greater

income support and thus more longer-term training for EDWAA participants.

Coordination linkages had substantial effects on the responsiveness of EDWAA

services, primarily because coordination allowed substate areas to provide a broader

range of services and training options. Substate areas with more nonfinancial linkages

provided more responsive early intervention services and more responsive basic

readjustment services. Those substate areas with more financial linkages provided

more responsive classroom training. These results indicate that the legislation's

emphasis on coordination is well founded.

Promoting Labor-Management Cooperation

The legislation encourages cooperation between labor and management in

planning services for dislocated workers, including the development of labor-

management committees.

The level of state and substate interest in promoting labor management

committees varied dramatically. In some states, labor-management committees were

viewed as an essential element of rapid response and were presented to employers as

"the way we do rapid response under EDWAA." Other states encouraged and

supported the formation of labor-management committees when employers were open

to the idea but formed committees rarely, usually only for very large-scale dislocations.

A variety of other mechanisms were also used to promote active employer and

worker involvement in EDWAA planning and service delivery. These practices

included the formation of general labor-management councils; creation of broader

community task forces for large-scale layoffs; encouragement of employer

contributions to support services, even if labor-management cooperation was not

possible; and active involvement of labor organizations in the design and delivery of

services to dislocated workers.

9 3
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In the case studies, we found that labor-management committees helped in
recruiting workers into EDWAA and helped tailor services to the needs of workers
from specific layoffs. The survey analysis confirmed these effects: substate areas that
established more committees enrolled more workers from substantial layoffs and
provided significantly more responsive early intervention and basic readjustmentservices.

Improving Accountability

To increase accountability, the EDWAA legislation gives states responsibility for
holding substate areas accountable for their performance and for timely expenditure of
program funds. This study examined several issues relating to these provisions.

Expenditure Policies

The EDWAA legislation sets an 80% expenditure requirement for states, and
most states established expenditure requirements for their substate areas of 80% or
higher. In the first year of EDWAA implementation, all states heavily empnasized
expenditure accountability to help ensure that the required expenditure levels were
achieved by the end of the program year. Generally, program expenditures were
monitored quarterly during the first half of the program year and monthly thereafter.
Both voluntary deobligation and mandatory recapture of unexpended funds were used in
the majority of the states visited. Because of the recession and increased demand for
EDWAA services, however, monitoring

underexpenditures became much less
important in subsequent program years.

Nonetheless, in the survey analysis we found that substate areas that indicated
they had difficulty in meeting their expenditure requirements differed from other
substate areas in many ways. Specifically, substate areas having difficulty expending
their funds:

Established labor-management committees for fewer of their
large-scale layoffs.

Recruited less often from dislocated-worker specific sources,
such as from rapid response activities.

Were more likely to focus on rapid reemployment of
participants than on providing long-term training.
Enrolled fewer clients from substantial layoffs and more long-
term unemployed.

Provided OJT to more clients.
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Provided significantly less responsive early intervention and

basic readjustment services.

Achieved lower follow-up wage rates for their clients (even

controlling for the types of serViCe3 provided).

These results strongly suggest that the legislation's concern about expenditures is

well founded. Having difficulty expending funds is more than an indicator of having

more funds than needed; it is also an indicator of general management problems.

Clearly, substate areas reporting difficulty meeting their expenditure requirements have

much less well-developed EDWAA services, resulting in poorer outcomes for EDWAA

partimpants. These substate areas appear to require substantial assistance in

establishing effective EDWAA programs.

Performance Standards Policies

Although not required, twenty-one states adopted the wage at placement as an

EDWAA performance standard or goal in PY 90. Adoption of the wage rate as a

standard or a goal had some beneficial effects: it led substate areas to increase their

nonfinancial coordination with other agencies and to develop more responsive basic

readjustment services. On theother hand, substate areas in these states also tended to

enroll easier-to-serve clients,
perhaps because about half of the states did not adjust the

wage standards for differences in the characteristics of clients served. If the wage

standard is adopted, states should be encouraged to use the optional DOL adjustment

model or another approach that adjusts for clients' previous wages and other

characteristics.

Only four states awarded incentive funds for EDWAA perfrwmance in PY 90.

However, substate areas in those states achieved significantly higher employment rates

and wage rates for their participants (even controlling for any differences in clients

served or services provided). Incentives for performance appear to increase substate

areas efforts to obtain positive outcomes for their EDWAA clients.

Promoting Long-Tenn Training

The EDWAA legislation emphasizes the importance of long-term training through

the requirement that substate areas expend at least 50% of their funds on retraining and

by encouraging states to establish incentives for long-term training.

In the case studies, although a majority of states and substate areas were generally

supportive of providing longer-term training to dislocated workers, a number of
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respondents indicated that the emphasis should be on intensive rather than lengthy
training. Training that is condensed to provide training in essentil skills in a shorter
period may be far more responsive to dislocated workers financial needs than a lengthy
two-year program with many prerequisitecourses that may not be needed by workers
with substantial work experience.

Eight states provided substate areas with financial incentives for providing long-
term training in PY 90. Substate areas in these states provided much more basic skills
training and less short-term training of less than26 weeks. Further, these substate
areas enrolled significantly more dropouts and those reading below the 7th grade level,
clients for whom long-term training is particularly appropriate. Thus incentives and
other policies to increase long-term training appear to have had the intended effect of
increasing the intensity of training provided to dislocated workers.

Perhaps because of their focus on retraining, however, these substate areas
offered less responsive basic readjustment services to dislocated workers. Li our case
studies, we found several substate areas were struggling with a trade off between
providing long-term training and providing dislocated workers with the early
intervention and basic readjustment services needed to deal with the immediate crisis of
being laid off.

Serving a Broad Range of Workers

Several aspects of the legislation encourage service to a broad range of dislocated
workers. Eligibility is extended to three main types of workers: those who are long-
term unemployed with limited opportunities for employment in the same or similar
occupation; those laid off and unlikely to return to their previous industry or
occupation; and those laid off from a substantial layoff or permanent closure. The first
two categories restrict eligibility to those whoare 'structurally' unemployed, in that
demand for their previous jobs has permanently declined. The third category makes no
such restrictions. Although many workers affected by large-scale layoffs may need to
change their occupations or industries, others may be 'cyclically' unemployed due to a
temporary decline but may be able to return to the same or similar jobs when the
economy improves.

The relative emphasis on these three types of dislocated workers changed
dramatically because of the recession. In PY 89, a third of the substate areas gave
priority to long-term unemployed over recently laid-off workers. In PY )0, in
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contrast, none of the substate areas emphasized long-term unemployed workers and

most shifted their efforts to serving recently laid off workers.-Further, as the recession

subsequently deepened and funds became las adequate, many substate arms limited

their rapid response efforts to large-scale layoffs and reduced efforts to recruit

individually laid off workers. Further, discretionary funds were often made available

to serve workers affected by specific large-scale layoffs. Thus because of the

recession, the emphasis on serving the long-term unemployed and individually laid .off

workers has declined.

RECOMMENDATIONS

Overall, the EDWAA program represents a substantial improvement over the

previous Title ill program, increasing the provision of more substantial services to

more dislocated workers. This study has confirmed that many of the provisions of thr.

EDWAA legislation were well founded and improved the functioning of dislocated

worker programs. These provisions include:

Ensuring the capacity for rapid response, which increased the

number of workers receiving timely information about
resources available to them and, in many cases, resulted in

early enrollment in services.

Building a substate delivery system, which made it possible to
serve a broader range of dislocated workers and avoided
delays that were previously experienced i. establishing a new
system and obtaining new funding for each layoff.

Encouraging coordination, which increased the range of
services available to dislocated workers.

Encouraging of labor-management coomation, which
increased participation and the responsiveness of services to
the specific needs of affected worker::

Improving accountability, which greatly lessened the chronic
problem of underexpenditure experienced in the previous
Title III program.

Encouragement of longer-term training, which increased the
intensity of training to dislocated workers.

The experience in implementing EDWAA during the first four years, however,

has also pointed out aspects of the EDWAA legislation that have not had their intended

effects or that should be modified to improve services. Below we make several

recommendations for improving the functioning of dislocated worker programs.
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Organiz.4.1ion and Funding

Substate Delivery System

A substate delivery sy5em has been very beneficira. in creating an ongoing

capacity to identify and sae a broad range of dislocated workers in each community.

Most state designated all their Title II-A SDAs as EDWAA substate entities, in part to

build on the existing training capacity in each community. This study found numerous

examples of substate areas with well-developed EDWAA programs, and the

responsiveness of programs appear to improve as substate areas gain experience in

serving dislocated workers.

Nonetheless, problem areas were found, particularly in substate areas that

adopted a "business as usual" attitude and did not examine whether their existing

programs met the distinct needs of dislocated workers. To improve services, therefore,

we recommend more extensive capacity building efforts to help substate areas design

programs that directly address the distinct needs of dislocated workers. Services

responsive to those needs lead to more rapid reemployment and higher wage

replacement for dislocated workers.

Funding

Currently substate areas receive an initial allocation and may receive additional

discretionary funds from the state (if the state has held funds in reserve) or from the

National Reserve fund. In many states, the allocation formula does not emphasize the

extent of current dislocation because of a lack of adequate data. Further, the

experiences during the recession emphasize the importance of states making

discretionary funding available to respond to unanticipated needs.

We recommend that a data system to track dislocations be established to improve

allocation formulas. Further, states should be encouraged or required to make

discretionary funding available, particularly during an economic downturn. We also

recommend that the total federal funding for EDWAA increase as the amount of

dislocation increases nationwide.

Services for Dislocated Workers

Early Intervention Services

Currently rapid response is the responsibility of states. Although many substate

areas lead rapid response in their areas, they either must subcontract with the state or

pay for their efforts with their own funds. We recommend that the legislation be

76-387 0 94 4
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revised to recognize a strong substate role in rapid response. The key should be that

rapid respoise eifort be conducted with qualified and experienced staff, whether at the

state or local level.

The intent of rapid response is to link affected workers to services as soon as

possible, but that goal was not met in many cases. Rapid response activities are quite

limited, generally consisting of contacting the zmployer and holding worker orientation

meetings. More intensive services are includod in other categories and, when the state

leads rapid response, are provided by a different agency. One possible way to

encourage the linking of rapid response to other services would be to broaden the

definition of rapid response activities to inclUde group prelayoff services, including

cnsis management, career exploration, and job search training workshops. As part of

rapid response, these prelayoff servion could be provided to many dislocated workers

to usist them in coping with their dislocation and in deciding whether they need more

individualized services and, thus, should enroll in EDWAA.

Basic Readjustment Services

Assessment, career exploration and service planning are essential services for

many dislocated workers, particularly those who need to change occupations.

Provisions of the 1992 JTPA amendments require assessment and individualized service

planning for Title II-A, 11-B and II-C clients but not for dislocated workers. We

recommend, however, that this model of individualized services be adopted for

dislocated workers as well. On the basis of the well-developed services we found in

some sites, we recommend that assessment for dislocated workers cover not only their

interests and abilities but also the tansferability of their existing skills to other

occupations. Career planning should include accurate information about occupations in

demand in the labor market. These essential services should be provided to all

dislocated workers, not just those who have already decided to seek retraining.

Although the 50% retraining %.equirement increased the intenaity of services for

dislocated workers and reduced the provision of job-search assistance only, this

requirement made it difficult for some substate areas to provide extensive basic

readjustment services required by their dislocated workers. If an individualized service

strategy is developed for each worker, then we recommend that the relative emphasis

on basic readjustment services versus retraining be determined by the needs of the

specific workers served in each area.

9 9
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Retraining

Consistent with a model of individualized services, a wide range of retraining

options should be made available to meet the diverse needs of dislocated workers. It

should be clarified that basic skills training is an appropriate EDWAA service, and

substate areas should be encouraged to make basic skills training available to dislocated

workers, either directly or through referrals to other agencies.

We recommend that substate areas increase their retraining options through

coordination with other programs, individual referrals to a wide variety of training

programs, and/or contrreting with a wide Variety of training providers. We also

recommend that the legislation be modified to encourage provision of intensive, rather

than long-term, training.

Supportive Services

Supportive services, particularly needs relater' payments, are not widely available

because of budgetary limitations. The lack of income support was a barrier to

participation in intensive training for many dislocated workers. We recommend

increased Federal and state efforts to coordinate limited EDWAA funds with other

sources of income support, including TRA, Pell grants, state retraining funds, and

student loans.
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Chairman WILLIAMS. Thank you. The final witness on this panel
is Dr. Walter Corson. Dr. Corson is Vice President of Mathematica
Policy Research, out of Princeton, New Jersey. Doctor, thank you
for being with us.

Mr. CORSON. Thank you. I'm pleased to have this opportunity to
present the findings of two recent ewluations of programs for dis-
located workers and to discuss the implications of these findings for
designing an effective dislocated worlar program.

The first evaluation that you asked me to discuss is an evalua-
tion .of the Trade Adjustment Assistance program. This program
provides extended unemployment insurance benefits and reemploy-
ment services to workers who have lost their job in the face of in-
creased import competition.

For this study our evaluation sought to describe the pre-layoff
characteristics and post-layoff labor market experiences of TAA re-
cipients, both prior to and following major changes that were made
to the program in 1988. Most notably, these changes made training
an entitlement and introduced the training requirement.

The study found that the workers served by the TAA program
clearly exhibited the characteristics associated with dislocated
workers. In most cases, they were permanently separated from
their pre-layoff employers, and in the majority of cases, the layoffs
were due to plant closing. As compared to the general population
of dislocated workers identified by the Bureau of Labor Statistics
and the population served by Title III of the JTPA program, the
TAA recipients had high average pre-layoff wages high rates of
fringe benefit receipt and long job tenure.

Our findings regarding post layoff employment and earnings are
consistent with the presumption that the TAA program serves un-
employed workers who have difficulty in finding reemployment.
The post layoff jobless spells of recipients were long, the recipients
who held jobs 3 years after their initial UI claim experienced sig-
nificant wage and benefit losses. More than three-quarters of the
reemployed recipients earned less in their new job than they had
in their pre-layoff job.

Our findings regarding impact on earnings of training, which
was received by 40 percent of the workers prior to the 1988 amend-
ment and close to 50 percent following the amendments, provides
only weak evidence that training had a positive effect on earnings.
At least, within the 3 years that we were able to observe.

The second evaluation that you asked me to discuss is an evalua-
tion of the New Jersey UI reemployment project. This project ex-
amined whether the UI system could be used to identify dislocated
workers early in their unemployment spells and uses a mechanism
to provide them with alternative early intervention services. Three
packages of services were tested: Job search assistance only, job
search assistance combined with training, and job search assistance
combined with a cash bonus for early reemployment.

Several eligibility screens were used in the demonstration in an
attempt to target demonstration services towards claimants who
were likely to be dislocated and were likely to experience difficulty
in becoming reemployed. Benefits, in the end, went to about a
quarter ofor the program was (Erected at about a quarter of the
claimants who received the first payment. And on average, these
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claimants collected UI benefits for longer periods than noneligible
claimants. So the screens, on average, were effective in directing
the program to long-term recipients.

In general, the evaluation found that each of the service pack-
ages led to reductions in the length of unemployment spells, the in-
creasing in earnings, and to reductions in UI benefits. Relatively
few of the individuals offered training participated in training, and
the training offer did not appear to have been a factor that contrib-
uted to short-run increases in employment and earnings.

However, a followup study that extended the observation period
to 3 years found some weak evidence of both classroom and on-the-
job training did enhance earning.

The findings of these two studies have, I think, three implica-
tions for designing -- .,ective dislocated worker program. First, as
shown in the New ...ersey project, the unemployment insurance
system can be used to identify a broad population of dislocated
workers early in their unemployment spells.

Second, the New Jersey project indicates that many dislocated
workers have the skills to become reemployed, and that providing
job search assistance is an appropriate initial step in serving these
workers. The TAA evaluation also suggests that those workers who
can find jobs in their pre-layoff occupations fare far better than
those who are forced to switch jobs.

Finally, neither evaluation suggests that training dislocated
workers is a panacea. Instead, training individuals for a new occu-
pation is a difficult, long-run process that is probably appropriate
only for a relatively small portion of the dislocated worker popula-
tion.

Thank you.
[The prepared statement of Walter Corson followsd
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STAT EMENT ON DUSTING PROGRAMS TO HELP DISPLACED WORKERS
FOR THE SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS

COMMITTEE ON EDUCATION AND LABOR
U.S. HOUSE OF REPRESENTATIVES

April 20, 1993

Walter Corson
Vice President

Mathematics Policy Research

Mr. Chairman and members of the committee, I am pleased to have this opportunity to present
to you the findings of two recent evaluations of programs for displaced workers and to discuss the

implications of these findings for designing an effective displaced worker program.

The two evaluations are of (I) the Trade Adjustment Assistance Program and (2) a
demonstration that provided reemployment services to Unemployment Insurance recipients in New

Jersey, the New Jersey Unemployment Insurance Reemployment Demonstration.

THE TRADE ADJUSTMENT ASSISTANCE EVALUATION

The Trade Adjustment Assistance (TAA) program offers Trade Readjustment Allowances
(TR.As) and reemployment adjustment services to workers who lose their jobs in the face of increased

import competition. Established in 1962, the program initially emphasized compensatingworkers for

their lost income, and relatively few workers received training,, job-search assistance, or relocation
allowances to support their adjustment to new jobs. Beginning in 1981, the emphasis ofthe program

was shifted toward providing adjustment services, particularly training: TRA benefits were targeted

more strictly at thc long-term unemployed, and more funds were made available for training.
Furthermore, as one of several major changes that were made to the program in 1988, training was
madc an entitlement for eligible workers. and TRA recipients were required to participate in an

approved training program, unless they received a waiver exempting them under certain
circumstances.

The Design of the Study

Thc evaluation describes thc prc-layoff characteristics and post-layoff labor-market experience

of TRA recipients, based on data on nationally representative samples of TRA recipients who

participated in thc program either just before or just after the 1988 program changes. It also
describes thc training provided under the program, based on data on separate nationally

representative samples of TAA trainees. Data on UI exhaustecs from manufacturing industries who

did not receive TRA are used for comparison purposes. The data used in this evaluation come
primarily from telephone interviews with the samples of recipients. Some program administrative data

were also collected.
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The Findings

The Characteristi..s of TRA Recipients

The workers served by the TAA program (that is, TRA recipients) clearly exhibit the
characteristics associated with displaced workcrs. In most cases, they were permanently
scparatcd from their pre-layoff employers, and in thc majority of cases (70 percent) the
layoffs were due to plant closings. This finding contrasts with thc situation in the 1970s,
when the majority of workers served by the TAA program were job attached.

More than 85 percent of TRA recipients come from the manufacturing scctor, with
major conccntrations in the textile and apparel, rubber and leather, primary and
fabricated metals, machinery, and transportation equipment industries. In contrast, most
workers in the general population of displaced workers identified by the Bureau of Labor
Statistics had not previously been employed in manufacturing.

The average pre-layoff wages of TRA recipients were higher than those of the general
population of displaced workers and the population of displaced workers served under
Title III of JTPA. The average pre-layoff wages of TRA recipients were also higher
than thosc of UI exhaust= from the same manufacturing industries. This difference
may be due to the fact that the job tenures of TRA recipients were considerably longer
and their rates of unionization higher than those of UI cxhaustees and, indeed, the
general population of displaced workers. TRA recipients also received more fringe
benefits than did UI exhaustees.

Partici Patton in Reemployment Services

Both prior to and after the 1988 amendments, a substantial proportion of TRA recipients
received reemployment services from thc TAA program: prior to the 1988 amendments,
37 percent participated in TAA training; this proportion rose significantly (to 47 percent)
after the 1988 amendments. In addition, most TRA recipients received other
reemployment services from the ES. and their rates of receipt were higher than those of
Ul exhaustees for most services. However, very few TRA recipients received job-search
payments for out-of-arca job searches or moving expenses to take an out-of-area job,
primarily because most recipients were not interested in moving.

TRA recipients who received TAA training differed from nontrainees. On average. TAA
trainees were younger and better educated than nontrainees. Among pre-88 recipients,
the pre-layoff wages of trainees were higher than those of nontrainees, but, controlling
for other factors, the reverse was true among post-88 recipients.

The training provided to TAA participants generally sought to develop specific job-
related skills in new occupations. Much of the training was long-term (longer than a
year). and much of it was provided at vocational training centers or at local community
colleges. About half of the pre-88 trainees entered training prior to receiving TRA
benefits; this percentage rose to about NI percent among trainees after the 1988
amendments. Seventy-two (72) percent of pre-88 trainees and O7 percent of post-88
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trainees completed training. The majority of trainees feu that their training both helped
them find a job and gave them useful experience for the job when they became
reemployed.

The Post-Layoff Employment, Earnings, and Job Characteristics of TRA Recipients

Our findings are consistent with the presumption that the TAA program serves
unemployed workers who are likely to have difficulty in finding reemployment. The post-
layoff jobless spells of TRA recipients were relatively long, and TRA recipients clearly
experienced longer jobless spells on average than dtd other UI exhaustees from the same
industries. Jobless spells were about 23 percent longer among TRA recipients than
among UI exhaustees prior to the 1988 legislative changes, and about 14 percent longer
after the legislative changes. nit difference in the length of initial jobless spells
between pre-88 and post-88 TRA retipients was mirrored in the TRA benefit rates; the
average pre-88 TRA recipient received 18.4 weeks of basic TRA payments, and the
average post-88 TRA recipient received 15.3 weeks.

Our findings based on quarterly employment and earnings measures arc consistent with
the findings on jobless spells. TRA recipients were employed less and earned less than
111 exhaustecs throughout most of the three years after their initial Ul claim, and the
difference was larger before than after the 1988 legislative changes. Both before and
after thc 1988 legislative changes, TRA recipients experienced significant earnings losses
due to their layoff.

Even the TRA recipients who held a job three years after their initial Ul claim
experienced significant wage and benefit lossm. More than three quarters of the
reemployed TRA recipients earned less in their new job three years after their initial Ul
claim than they did in their pre-layoff job. Wage losses were significantly higher among
TRA recipients than among UI exhaustem, although much of the difference can be
explained by the fact that the pre-layoff wages of TR.A recipients were higher than those
of Ul exhaustces. The average levels of post-layoff wages among the reemployed TRA
recipients and UI exhaust= were similar. Many of the reemployed TRA recipients also
did not receive the same amount or types of fringe benefits on their new job that they
received oti their old. job. This rate of benefit loss was significantly higher among TRA
recipients than among Ul exhaustees, although TRA recipients still received as many or
more fringe benefits on average on their new job than did the UI exhaustees. The
majority of TRA recipients became reemployed in a different industry or different
occupation, and the industry- and occupation-switchers experienced greater wage losses
than those who did not switch.

Post-Layoff Employment, Earnings, and Job Characteristics Among TAA Trainees

As expected, employment rates and average earnings levels of TAA trainees were lowcr
than those of other TRA recipients throughout most of the first 12 quarters after thcir
initial Ul claim. The differences partly reflect the investment decision made by trainees--
to forego employment and earnings in the short run in ordcr to train for a ncw job that
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they hope will enhance their earninks potential in the future. In addition, many trainees
chose to enter training only after they were jobless for a substantial period of time. Both
factors caused the lower employment and earnings levels among trainees throughout the
post-layoff period.

If training had a positive effect on employment and earnings, we would expect that the
employment and earnings of trainees would e-ventually be higher than those of
nontrainees, other things being equal. When we examined employment and earnings at
the end of 12 quarters, we found that trainees tended to be employed more and to earn
more than other TRA recipients in quarter 12. But these differences are attributable
largely to differences in the observable characteristics of the two groups. After we
controlled for these characteristics, the outcomes of trainees and other TRA recipients
were similar. Alternative estimates derived for trainees who had exited training within
two years after their initial UI claim provide some indication that, at least for the post-&S
sample, TAA training had a positive effect on those trainees. However, without a longer
observation period, we were unable to isolate the impact of training on the remaining
trainees. Nevertheless, our findings imply that, if training has a substantial posi:ive effect
on employment or earnings among all trainees, it is realized not earlier than three years
after the initial UI claim.

Among the TRA recipients who found a job, those who had participated in TAA training
received slightly lower wagcs on average than those who had not participated in training,
but the differences arc generally not significant. TAA trainees also lost more fringe
benefits than did these other TRA recipients. However, this result is not surprising:
TAA trainees wcre morc likely to have switched industry or occupation on job,
and industry- and occupation-switchers suffered greater wage and benefit I than did
stayers. Training thus appears to be part of a transition process, in which orkers move
from their old industry or occupation to a new industry or occupation. Among those
respondents who switched industry or occupation on their new job, our estimates show
that the average wages of trainees were slightly higher than those of nontrainces, other
things being equal. Although these estimates arc not statistically significant, they provide
some indication that TAA training may have had a positive effect on the wage rates of
TRA recipients who switched to a new industry or occupaion.

The Costs of Worker Dislocation and TAA Expenditures

The costs of displacement among TRA recipients, as mcasurcd by earnings losses, equal
approximately $46.000 during the first three years after thc initial Ul claim. Quarterly
earnings losses tended to fall towards zero over time, but the losses were still large even
three years after the initial claim. In quarter 12, the earnings losses averaged nearly
$3.000 dollars.

Because TRA recipients must exhaust Ul benefits before thcy can collect TRA benefits,
these earnings losses arc higher than those found for more general populations of
displaced workers, some of whom will become reemployed prior to exhaustion. But TRA
recipients had even higher average losses than Ul exhaustecsabout $10,000 higher than
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during the three years after thc initial claim. The differences were highest near the end
of the first year after the initial Ul claim, after which they declined gradually.

TRA recipients receive assistance from the federal government in the form of UI
benefits, TRA payments, TAA job-search allowances, TAA relocation allowances, and
TAA training. The total value of these benefits was about $10,603 per TRA recipient
in our post-88 sample, which falls far short of the average earnings losses, or total costs
of displacement, among TRA recipients. However, the TAA program provided morc
than half the assistance received by TRA recipients, demonstrating the importance of
TAA benefits for those who qualify.

Policy Implications

During the 1980s. the TAA program evolved from a program that emphasized compensating
trade-impacted workers for lost income to a program that emphasized providing adjustment services,
particularly training. This evolution of the program encompassed three major changes in the
structure of the program that have been examined in this evaluation.

The first major change in the TAA program in the 1980s was the change in the TRA benefit
structure, instituted in 1981. The change reduced the TRA weekly benefit amount to the level of
the worker's regular weekly unemployment insurance (UI) benefit and specified that a worker could
receive TRA payments only after he or she exhausted the UI entitlement. Thus, after this change,
only the long-term unemployed were eligible for financial benefits from the TAA program.

Our findings imrly that this policy change had its intended effect--to improve the targeting of
the TAA program. Unlike the 1970s, the TAA program in the 1980s began to serve workers who
were displaced permanently from their jobs. In addition, our findings show that TRA recipients have
greater difficulty in bezome reemployed than do similar UI exhaustees. Part of the reason that
targeting has become more effective is that employment in thc industrved by TAA declined in
the 1980s relative to the 1970s. But we believe that the change in th TAA program structure also
contributed to this outcome. In particular, laid-off workers who are job attached and arc likely to
be recalled to their former job before they exhaust U1 were madc ineligible for TRA payments.

The second major change in the 1980s encompassed both changes in the TAA program and the
enactment of two additional pieces of legislation. Specifically, the 1988 amcndmcnts to thc TAA
program required that states use several mechanisms for providing information on the program to
potentially eligible individuals. In particular, as part of the amendments, states were required to
coordinate the TAA service delivery system with the delivery system of the new displaced worker
program--EDWAA--established under Title III of JTPA; in turn, the EDWAA legislation required
that states establish a rapid-rmponse capability to react to mass layoffs and plant closings. Finally.
the Worker Adjustment and Retraining Notification Act (WARN), also passed in 1988, required that
employers of 100 or morc workers give the affected workers and thc appropriate state displaced
worker unit at least 60 days' advance notice of a plant closing or layoff.

The purpose of these changes was to ensure that displaced workers were informed about
available services as early in their jobless spell as possible to hasten their adjustment process. These
initiatives (combined with a third major program change that made training an entitlement) were
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successful at enhancing TAA service provision: post-88 TRA recipients were offered services and
began training earlier in their jobless spells than did pre-88 TRA recipients.

The third major change in the TAA program, in 1988, made training an entitlement; yet it also
required that TRA recipients participate in an approved training program unless they received a
waiver exempting them under certain circumstances. A training requirement might affect TRA
recipients in at least two ways. First, it might increase the training participation rate among TRA
recipients. Our findings show that, while participation in training prior tc, the training requirement
had expanded considerably relative to the 1970s, the requirement increased training participation even
further, to approximately half of all TRA recipients. A training requirement might also affect TRA
recipients by targeting TRA payments at those who need training and by discouraging long spells of
TRA receipt among recipients who have no need or desire to participate in training. Our findings
are consistent with this story. They suggest that the training requirement reduced weeks of TRA
receipt among the average recipient, despite the fact that the average duration of training increased.
In addition, the training requirement led to a decline in the duration of the initial jobless spell and
to an increase in earnings due to more rapid reemployment.

Whether training should be required of TRA recipients should depend on how successful it is
at increasing employment and earnings. Our findings do not indicate that making training mandatory
had a significant impact on the estimated employment and earnings differences of TAA trainees and
other TRA recipients_ However, we also did not find strong evidence that training had a substantial
positive effect on employment and earnings, at least in the first three years after the initial UI claim.
Given this uncertainty about the returns to training, we believe that training participation should be
voluntary rather than mandatory for TRA recipients. Even if training were made voluntary, a
relatively large proportion of TRA recipients would still probably participate in training; for example,
more than a third of the members of our pre-88 sample of TRA recipients, for whom training was
voluntary, participated in training. At the same time, the training requirement could be replaced with
a requirement to participate in a job-search program. This strategy was attempted in thc TAA
program between 1986 and 1988, but the job-search services were never fully implemented duc to
the absence of adequate funding. Recent research suggests that combination of a job-search
requirement and job-scarch assistance can reduce thc receipt of unemployment benefits among
recipients.

An alternative approach would be to offer TRA payments only to those individuals who actively
participate in training. Targeting TRA payments only at trainees would help ensure that resources
go to individuals who arc actively engaged in adjusting to a new industry or occupation. But thc
at.proach would deny TRA payments to many displaced workers who cannot or choose not to
participatc in training. Based on our findings, these nontrainees will experience severe earnings los-sx
aftcr their layoff. Denying them additional unemployment compensation might be socially
undesirable.

THE NEW JERSEY UNEMPLOYMENT INSURANCE REEMPL3YMENT DEMONSTRATION

The purpose of the New Jersey Unemployment Insurance Reemployment Demonstration Project
(NJUIRDP) was to examine whether the Unemployment Insurance system could bc used to identify
displaced workers early in their unemployment spells and to provide them with alternative. early
intervention services to accelerate thcir return to work. Three packages of services, or treatments.
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were tested in the demonstration: (I) job-search assistance only, (2) job-search assistance combined
with training or relocation assistance, and (3) job-search assistance combined with a cash bonus for
early reemployment. A key component of the demonstration was that eligible claimants wcrc
identified and services were provided through the coordinated efforts of the Unemployment Insurance
(UI), Employment Service (ES), and Job Training Partnership Act (JTPA) systems. Another key
component was that claimants were required by UI to report for services; failure to report could have
led to the denial of benefits.

The demonstration was initiated by the U.S. Department of Labor through a cooperative
agreement with the NJ. Department of Labor. It began operations in July 1986, and, by the end of
sample selection in June 1987, 8,675 UI claimants were offered one of the three service packages in
the ten local offices included in the demonstration. Services to eligible claimants were continued into
fall 1987 to ensure that all eligibles were able to receive, if desired, the full set of demonstration
services. Another 2,385 claimants, who received existing services, were selected to provide a control
group for comparative purposes for the evaluation. Assignment to this control group and to the three
treatments was random. During the demonstration period, the Ncw Jersey economy was experiencing
worker displacement, generated by a long-term secular decline in manufacturing, while substantial
growth was occurring in other sectors. Overall, the state economy was quite strong, and the
unemployment rate during the period was low (5 percent).

In general, the evaluation found that the treatments were implemented as designed. That is,
eligible claimants were identified, offered services, and provided servicks early in their unemployment
spell. Moreover, each of the treatments did lead to reductions in the lengths of unemployment spells
and to concomitant increases in earnings and reductions in UI benefits received. All three treatments
offered net benefits to society as a whole and to claimants, when compared to existing services.
These findings can be summarized further as follows.

Eligibility Determination

The demonstration used the Ul system to apply eligibility screens in an attempt to target
demonstration services toward claimants who were likely to be displaced and who were likely to
experience difficulty in becoming reemployed. Bascd on these requirements, about one-quarter of
the claimants who received a first payment were eligible for demonstration services. The most
important eligibility screen was the tenure requirement, which excluded individuals who had not
worked for their pre-UI employer for at least three years. Other important requirements excluded
individuals younger than age 25 and individuals with a definite recall date. The nct msult of applying
the eligibility requirements was an eligible population that contained a substantial proportion of
individuals whose age, industry of employment, and other characteristics are usually associated with
the displaced worker population and with difficulties. in becoming reemployed. Moreover, as
compared with a sample of individuals who were not eligible for the demonstration, the eligible
population experienced, on average, considerably longer periods of UI collection and longer
unemployment spells. Thus, the eligibility screens appear to have directed demonstration services
toward a population that generally faced reemployment difficulties. However, this was not thc case
fot all demonstration-eligibles. Some were in the prime of their working lives, and some were
individuals from industries (e.g., thc service industry) that arc strong and growing in New Jersey.
Moreover, some were recalled by their pre-111 employers. Conversely, somc claimants who were
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screened out appear, ex post, to have been good candidates for these special reemployment services.

Service Receipt

The demonstration achieved its objectives of providing an increased level of services to eligible
claimants and of providing these services early in the unemployment spells of claimants. The three
demonstration treatments offered claimants an identical set of initial job-search assistance services--
orientation, testing, a job-search workshop, and an individual assessment/counseling interview--
beginning in about the fifth week of their claim spells. These services were provided by ES staff in
conjunction with JTPA staff. Three-quarters of the claimants in the treatment groups attended the
orientation, and three-quarters of this group continued through the assessment/counseling interview.
The level at which demonstration-eligible claimants received these services was substantially higher
than the level at which individuals in the control group received these services from the existing
service network.

Additional services were offered to claimants at the ass.mment/ counseling interview. These
additional services differed by treatment group, but in all treatment groups the claimants were
expected to maintain ongoing, periodic contact with demonstration ES staff as they searched for work.
A set of up to five contact points was established, and ES staff were expected to call-in claimants who
did not maintain contact. A large proportion of the individuals who continued to collect Ul did
maintain contact with the demonstration. While the rate of contact declined somewhat at the later
contact points, the degree of contact was high relative to ongoing employment and training programs,
which typically.do not have systematic follow-up procedures. A resource center was also established
in each office to provide job search materials (such as lists of job openings) and equipment (such as
telephones) to assist claimants in their job search. These resource centers were not used uniformly
among sites: they appeared to be used when staff promoted their use but not otherwise. Individuals
in the first treatment group received these "additional" services only.

Individuals in the second treatment group were offered classroom training, on-the-job training.
or relocation assistance by JTPA staff. About 15 percent of the claimants who were offered training
participated in training, most of which was classroom training. While this rate of training receipt was
low in absolute terms, it was higher than the rates observed for comparable groups of claimants whose
exposure to training opportunitiez comes through the regular JTPA service environment in New
Jersey. Over 60 percent of the training was provided in (1) business and office or (2) computer and
information services, both of which represent arcas in which employment prospects are strong in New
Jersey. Several sites were considerably more successful than the others in placing individuals in
training. Their success stemmed from a number of factors, including an early and enthusiastic
presentation of the training option and an ability to offer a wide range of individual training slots.
Finally, few individuals used the relocation assistance, as has been the experience in other
demonstrations.

Individuals in thc third treatment group were offered a reemployment bonus, which was larger
the more quickly reemployment occurred. About 19 percent of the claimants who were offered thc
bonus received it. It appears that most claimants who were eligible for the bonus did tact apply
for the bonus.

8



106

The process of monitoring and enforemg claimants' compliance with the demonstration reporting
requirements was accomplished through a reporting mechanism that was included as part of the
tracking system developed for the project. This system provided a weekly report from ES to UI
which identified the claimants who had not reported as scheduled for the initial sequence of services.
The UI files of these claimants were marked, tbe reasons for noncompliance were examined when
they claimed additional UI benefits, and they were referred back to demonstration services. While
this process was complex and required close coqperation between Ul and ES staff to work
successfully, it played an important role in identifying claimants who had not complied with
demonstration requirements. Some claimants who did not report for services did continue to collect
UI benefits, but most of these individuals either had an eligibility determination or had some reason
why a determination was not necessary.

Impacts O Ul Receipt and Employment and Earnings

In general, the demonstration treatments were expected to hasten reemployment, thereby
reducing the amount of UI collected. The potential exception was the JSA plus training/relocation
treatment, for which short-run impacts on UI were expectt1 to be lower than for the other
treatments because individuals in training would be eligible to continue to collect benefits. Estimates
of the impacts of the treatments on Ul rece4rt show that all three treatments reduced the amount of
benefits collected over th.s benefit year, by $87 per claimant for the first treatment, $81 for the
second, and $170 for the third. These findings suggest that all the treatments were successful at
reducing the time spent on UI, and that the bonus offer provided an extra incentive to become
reemployed. Data on the timing of these impacts indicate that the rate at which individuals exited
from the unemployment system increased primarily during the early part of their claim spells. This
was during the period in which intensiv job-search assistance was provided.

Evidence ,n the impacts of the treatments on employment and earnings indicates that all three
treatments alse increased employment and earnings in the year following the initial Ul claim. These
increases were larger in the first two quarters after the claim filing date than in the following two
quarters, and larger for the JSA-only and JSA plus reemployment bonus treatments relative to the
JSA plus training treatment. The training offer did not appcar to have been a factor that contributed
to the short-run increases in employment and earnings while the reemployment bonus offer appeared
to have had a small effect. Overall, these short-run increases appear to have arisen primarily because
the treatments promoted early reemployment through job-search assistance. This early reemployment
did not entail any sacrifice in wages. In fact, the treatments appear to have led to modest increasrm
in hourly wage rates on post-UI jobs.

A follow-up study that extended the observation period to three years found that the JSA plus
training or relocation treatment had no additional impact on earnings as compared to the BA-only
treatment. However, since only a relatively small number of claimants participated in training, the
impacts of training would need to be quite large to be detected. Thus, we directly examined the
earnings experiences of trainees to determine whether their pattern of earnings suggested that
training may have had an impact not detected in the formal analysis. This analysis suggested that
both classroom (occupational skills) and on-the-job training did enhance the earnings of trainees.
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Bend It-Cost Analysis

The benefit-ccAt analysis indicates that all three of the treatments offered nct benefits to socicty
as a whole and to claimants, when compared with existing services. The JSA-only and JSA plus
reemployment bonus treatments also led to net gains to the government sector as a whole, although
none of the treatments led to net benefits to the Labor Department agencies which actually offcrcd
the services. That is, the observed reductions in Ul benefits paid to claimants did not by themselves
outweigh the net cost of providing additional services. Overall, net benefits were similar for the JSA-
only and JSA plus reemployment bonus treatments, while the JSA plus training/relocation treatment
was more expensive than the other treatments from all perspectives.

Concluding Observations

Three additional evaluation findings should be noted. First, an important clement of thc
treatments appears to have been the UI system requirement that claimants report for the initial job-
search assistance services. Evidence from the evaluation suggests that the process of identifying and
following-up with individuals who did not report and who continued to claim benefits was fairly
successful. These reporting requirements and the compliance process were undoubtedly important
factors that contributed to the impacts of thc trcatmcnts on UI receipt and earnings.

Second, service delivery in thc demonstration relied on thc strengthening of linkages among thc
UI, ES, and JTPA systems, and these linkages appear to have occurred both centrally and, in most
cases, at the local office level. This success required a high degree of central office supervision.
which, we believe, would continue to be necessary in a future program.

Third. an examination of the impacts of the treatments by population subgroup suggests that the
treatments were most successful at promoting the reemployment of individuals who had marketable
skil!s, such as clerical and other white collar workers. The treatments were less successful for
individuals who faced hard-core, structural unemployment problems, such as blue-collar workers.
workers from durable-zoods manufacturing industries, and permanently separated workers. That is,
the displaced workers with more severe reemployment problems may have been lei:s affected by the
demonstration treatments than were othcr workers who faced relatively more favorable reemployment
prospects. This finding suggests that the treatments, particularly the initial mandatory job-search
assistance services, are appropriate and cost-effective for a broad-range of In claimants who meet
reasonable operational definitions of displacement. but that longer-run. more intensive services may
be needed for displaced individuals who face major structural dislocations.
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Response to Written Questions on Testimony for
The Subcommittee on Labor-Management Relations

Committee on Education and Labor
U.S. House of Representatives

April 20, 1993

Walter Corson
Mathematics Policy Rsearch

1. What is the average pre-layott wage of those entering TAA versus the post-TAA placement
wage? Average weekly pre-layoff wages were $448 and $458 for pre-88 and past-88 TRA
recipients, respectively. Among individuals who were employed three years after the initial UI
claim, the median ratio of post-layoff to pre-layoff weekly wages was .78 and .76 for the two
samples. Thus post-layoff weekly wages were, at the median, $349 and $348 for pre-88 and post-
88 TRA recipients, respectively.

2. What percent of the outlays for TAA are used for training and what percent for income
support? These percentages have varied over the lifc of the TAA program. Among TRA
recipients in our post-88 sample, approximately 40 percent of expenditures were for training and
other services and 60 percent for TRA benefits.

3. Could you explain the impact of the training requirement for TRA in more detail? The 1988
amendments to the TAA program made training an entitlement and required training to receive
TRA benefits. Waivers of this training requirement were permitted under certain circumstances.
Our analysis suggested that this requirement led to an increase in the training participation rate
and to a decrease in the number of weeks of TRA receipt by the average TRA recipient, despite
the fact that the average duration of training increased. Thc training requirement also led to
a decline in the duration of the initial joblms spell and to an increase in earnings due to more
rapid reemployment. Thus the requirement appears to have led individuals who did not want
training to leave thc TRA program and to accept a job.

4. Could you explain why training had minimal impact on employment and earnings in the first
three years after the Ul claim? Onc reason that training appears to have had a minimal impact
on employment and earnings in thc first three years after the Ul claim is that three years is a
relatively short-time period within which to observe impacts. There is often a considerable lag
between layoff and training entry and long-run training itself takes time. Another reason is that
most trainees entered new industries and occupations following their training. Their wages in
these new occupations arc entry level wages and it will take time before wage increases are
realized.

5. What are your recommendations from your review of the use of Ul screening? Most dislocated
workers who do not find jobs within a few weeks of layoff collect UI benefits. Thus the UI
system can, in principle, be used to idcntify and offer services to dislocated workers. Moreover,
our experience in the New Jersey Ul Reemployment Demonstration suggests that screens based
primarily on recall expectations can bc used early in the claims spell to direct services to such
workers.
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6. Do we know bow training should be designed to maximize the post-employment wage levels of
participants? Do we need more research? If so, what type of research efforts do you suggest?
We have little evidence to suggest that training, in general, is effective in increasing thc post-
layoff wages of dislocated workers; thus we have little evidence about what types of training arc
Cfective. This situation has occurred, in part, because we have limited follow-up pericxls with
which to observe the impacts of training. We should extend the follow-up periods used in
studies, whcrc possible.

7. Should OJT be used as part of the retraining menu? Experience in the New Jersey
Reemployment Demonstration project suggests that OJT will be used by few dislocated workers,
but that it can be useful for individuals that use it. I would make it part of the retraining menu.

8. Should each participant be assessed? Retraining is a time consuming and costly process and
individuals considering retraining should consider this decision very carefully. Assessment
combined with counseling should be part of this process.
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Chairman WILLIAMS. Thanks to each of you.
Mr. Smith, I wonder if your research with regard to numbers of

dislocated workers in the 1980s and the characteristics of those
workers have armed you to make a guess about those two matters
in the 1990s? Do you have any estimate of the number of dislocated
workers we may see in the 1990s, and do you think the characteris-
tics of those dislocated workers would require a need for more, or
less, or different kinds of training than their cohorts in the 1980s?

Mr. SMITH. Okay. Let's see. At Congressional Budget Office, of
course, we never guess.

Chairman WILLIAMS. Here that's all we do.
Mr. SMITH. A couple of points. I certainly expect that the number

of displaced workers over the next few years will be higher than
we saw in the late 1980s. In that figure in my statement, the most
recent year that we had was 1990. At that point, 2.2 million people
had been displaced.

Today, the unemployment rate stands at around 7 percent, and
CBO is forecasting that the unemployment rate won't even get
down to 6 percent until 1996. So, with that macroeconomic environ-
ment it certainly seems likely that displacement levels will remain
above those that we saw in the late 1980s.

Adding to that, of course, is the defense cuts. We've already had,
perhaps, about a million peoplea million jobs in the defense
sector that have gone away as a result of the reduced spendings
since 1987. And while it's very difficult to predict how many more
jobs will go, certainly at least another million appears in the
works. So that will add further difficulty.

On characteristics, I guess one bright spot is that the educational
attainment of displaced workers has been rising throughout the
1980s. And if that continues, that may help a bit, for the reasons
that Carolyn Golding and I mentioned earlier, that if you're a high
school dropout and lose your job, you're in for a very, very bad
time.

Chairman WILLIAMS. Thank you.
Dr. Dickinson, on page 26 and 27 of your testimony you recom-

mend revising the legislation, "To recognize a strong substate role
in rapid response." Given that only 5 percent of EDWAA funds are
spent on rapid response, do you recommend a shifting of responsi-
bility to the SDA level?

Ms DICKINSON. Well, I think the key is to have some expertise
and experience in conducting rapid response, rather than necessar-
ily designating which agency should be conducting rapid response.
And as it unfolded, a number of substate areas, in fact, do take full
responsibility for it, but they do need to subcontract with the
States. It's a fairly awkward situation, there may not be funds
there to meet all of their needs.

I think that a number of substate areas that have experienced
substantial dislocations are well qualified at this point to conduct
rapid response. Those substate areas that have never done it before
would probably need some help from their State.

Chairman WILLIAMS. Thank you.
Dr. Corson, see if you're willing to make a recommendation to us.

From your studies and the other work that you've done, would you
recommend how training should be designed to maximize the post-
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employment wage levels for participants, or do we need more re-
search to determine that? And I don't ask that facetiously, maybe
we do need more research, in fact.

Mr. CORSON. Well, I think that the thrust of what we've found so
far, at least, is that if training pays off it's got to be a very long-
run process. And I think that to effectively train workers in new
occupations takes time and money. And much of the training that
we seem to do we attempt to do it in a short-term training, send
them to a course for 6 months or less and hope that that will put
an individual into a new occupation. And I think for many individ-
uals that's not enough, and I would push for longer-term training.

Chairman WILLIAMS. Thank you. My time has expired. Ms. Wool-
sey.

Ms. WOOLSEY. Well, this entire report supports the argument we
on the Education and Labor Committee l.ave been making. That is
that long-term, ongoing education for all employers and their em-
ployees, no matter what the situation, is essential because there
will be change.

I'm a little disheartened by the outcomes of the programs and
the salaries going down for the dislocated employees. I'm wonder-
ing if you've been tracking benefits as well. I'm going to assume
that these same employees are probably losing benefits also when
they go back to work. Or are their benefits coming back to par?

Mr. SMITH. In the data that we had, the only benefit information
that we had was a bit about health insurance. And certainly there
were a number of workers who had been receiving health insur-
ance through their employer who did not get health insurance in
their next jobs. I should also point out that there is also some evi-
dence that workers who had not had health insurance in their old
jobs, there are some that did pick up health insurance in their new
jobs.

Ms. Wools Ev. Well, that's a plus. By profession I am a human
resources manager, and I am the owner of an employment agency
in Sonoma County. I was invited quite often to speak to workers
through the unemployment insurance offices in our district. And I
want to note that these dislocated workers reflected a cross section
of the best people in our district. I was not talking to down-and-
outers, I was speaking to executives, engineers, technicians, and
blue collar workers.

I do think that is a positive way to reach the dislocated workers,
through the unemployment insurance. Are you recommending ex-
panding that outreach?

Mr. CORSON. Yes. I think that the unemployment insurance pro-
gram provides a waY of reaching a broad cross section of dislocated
workers. We all hear in the newspaper when a large plant closes,
but we don't hear about the auto body shop or smaller business
that closes. And most of those people do corm into the unemploy-
ment insurance system because most such workers are eligible.

So, it's a point where you can identify those workers and direct
them into services.

Ms. WOOLSEY. And we're going to continue to focus on those serv-
ices, use them as models, build on them. If it's working, let's do
more of it. Right?
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Mr. CORSON. Well, the new legislation that was enacted as part
of the recent extension of unemployment insurance is trying to do
just that.

Ms. WOOLSEY. Okay. Well, we should support that. Now, my one
and final question to any of you who would like to answer is, do
you believe there are adequate support services for single mothers,
so that they can take advantage of these job training programs?

Ms. DICKINSON. I am glad to have an opportunity. In our survey
we asked how many substate areas made supportive services avail-
able. And I looked at those results while you were speaking this
morning and it seems that 65 percent of the substate areas do
make childcare assistance available for those who are in classroom
training. -

But supportive services are the first to go when funds get tight.
And the tuition is the tuition, and the supportive services people
feel like people can make do on their own. So, I think adequate
funding is really a key to getting supportive service, and particu-
larly, needs related payments.

MS. WOOLSEY. Okay. Thank you.
Mr. MILLER of California. [presiding] Mr. Martinez.
Mr. MARTINEZ. Thank you, Mr. Chairman. I have to leave very

quickly, I've got an emergency situation that has come up in my
office. But before I leave I want to ask one of you, I can't remem-
ber which one of you in your testimony talked about the most
likely to be unable to find employment afterwards, and talked
about the most uneducated and the older, and et cetera.

In any of the studies that were done was any attention given to
how great an impact there is on minorities?

Mr. SMITH. In our study we did have data on how nonwhites did
relative to whites. And nonwhite, as you would expect, did worse in
terms of taking longer to find another job and in the percent that
had found another job by the time they were surveyed.

In terms of, as I recall, for those that did find new jobs, the per-
centage that incurred large wage losses was similar between whites
and nonwhites.

Mr. MARTINEZ. The reason I ask the question is, without ever
doing a study or getting any statistics, I could almost tell you from
my particular areathey might differ from area to areathat the
people that were all laid off at Bethlehem Steel were all Hispanic,
and a small percentage of black. The people got laid off at Oscar
Meyer were about equivalent black and Hispanic.

But all minorities. There were very fewthe percentage of
whites at either one of those two facilities, Huffy Bike and Isuzu,
when it closed up, was predominantly Hispanic, with a smaller per-
centage of black. But over and over again, in almost everyand
maybe because my area is heavily Hispanic, and I would surmise
that through the southwest that same situation occursthe same
percentages. And if you did just a study of those areas it would
seem dramatically unequal and unfair.

And a lot of that stems back from the fact that so many of these
Spanish and blacks prior to the Korean War did not have the
access to education or the encouragement, and so therefore were a
lot further behind than anybody else. And now it's just compound-
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ed with the recession and the number of plants that are closing
and the great layoff. I just want to make that a point.

Thank you, Mr. Chairman.
Mr. MILLER of California. Dr. Smith, in your statemenf on page

15, you talked about what is working between EDWAA and TAA.
There seems to be some debate which approach makes the most
sense.

I'm not sure I see a great distinction between the two programs
in terms of incmne support. What is it I'm missing?

Mr. SMITH. I think the major difference is that although in
EDWAA programs are permitted to have some kind of an income
maintenance effort, needs based payment. And what actually
occurs, very few places are providing needs based payments. So,
most of the money is going into training and related activities.

In Trade Adjustment assistance, two-thirds of the money is going
into the cash benefits, not into the training.

Mr. MILLER of California. What about the Clean Air Act? Do we
have enough

Mr. SMITH. Hardly any money has been spent in Clean Air.
Mr. MILLER of California. So there is not enough experience. At

what point do we see the dislocated worker who is so seriously det-
rimentally impacted by the loss of income, the loss of a home, end
up in a downward spiral? Do studies address that issue? At what
point do we find a person much more severely impaired in terms of
being able to take the benefits of training and these related serv-
ices?

Mr. SMITH. May I just say, you have to believe that people who
are unemployed for long enough such that they run out of unem-
ployment benefits, and then the job they do find pays less than 80
percent of what they used to make, that this is having a substan-
tial effect on them and their families.

Mr. MILLER of California. We only know the outcomes between
whether you are able to "get" a person prior to actual job loss, or
15 weeks later, or 30 weeks later. Your studies speak to what hap-
pens to those Individuals. But what are we to assume about why
those changes are taking place? Do you think it is because of these
other occurrences that are going on in their life?

Mr. SMITH. I don't know. I wish I did, but I just don't know.
Mr. MILLER of California. Anybody else?
Ms. DICKINSON. I don't have any specific information about what

is the key time before these things start happening, but these prob-
lems that you suggest really strongly argue for the need for early
basic readjustment services: Financial counseling to deal with your
mortgage and your finances, stress counseling so that personal
problems are reduced, anger and depression, as well as marital
problems.

All of these problems are very important for a dislocated worker,
and it's not just the loss of their job that is the problem.

Mr: MILLER of California. Where are we in the acceptance as a
matter of public policy that those are justified related services for
the dislocated worker?

Ms. DIcxlmoN. You know, I would think we saw in about a third
of them we're addressing those issues either in group workshops
where they bring in mental health professionals and financial
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counselors, or in one-to-one counseling with dislocated workers. I
think the rest view basic readjustment services as job search, and I
think that's too narrow.

Mr. MILLER of California. What would your studies tell us in
terms of the overall importance of wage replacement in this entire
system, whether you go from unemployment insurance to trade as-
sistance, or under the Clean Air Act? How important is that as a
component in terms of the ability of workers to take advantage of
the services?

Mr. CORSON. I think it's quite important. You can't expect an in-
dividual to enter training and not have any income support, so I
think you need to make that available.

Mr. MILLER of California. What is the case for the vast majority
of dislocated workers? No income support beyond unemployment?

Mr. CORSON. Well, I think the majority are going to find jobs,
some large portion are going to find jobs within the 26 weeks. But
for those that do enter training and need to change occupations, I
think you need to support them beyond that point.

Mr. MILLER of California. Your recommendation would be that
that has got to become a component?

Mr. CORSON. Yes.
Mr. MILLER of California. Where are we in terms of the raging

debate some years ago as to whether or not this encourages malin-
gerers? Is that debate still raging?

Mr. CORSON. Certainly. Yes.
Mr. MILLER of California. It is? What did you find out, collective-

ly?
Mr. CORSON. Well, I think that providingthe TAA program

prior to 1988 provided extended benefits, that you could get an-
other 26 weeks. And after 1988 you could only get those additionalbenefits

Mr. MILLER of California. You link those up with training, right?
Mr. CGRSON. They're linked with training. Although, not every-

one entered training. You could get a waiver. And you did find a
reduction in the duration of unemployment for workers after 1988.
It was not mired in our comparison sample of UI exhaustees.

So, I think the training requirement did have this effect of basi-
cally getting people off their roles. But where did they go? They
took a job, but it was at a substantial cut in pay. So I think tire
reason people were collecting benefits longer prior to 1988 was that
they continued to look for a job that could replace their old one,
and as long as unemployment insurance lasted, they wouki try to
do that.

So, maybe you call those malingerers, I don't know. I don't think
I would. I think that an individual will try to find a job that is
similar to the one they had and they'll keep looking as long as they
can, and when they're forced to take a pay cut, they will, eventual-
ly.

Mr. MILLER of California. A constant theme is the question of
what portion of predislocation wages was replaced in this process.
How do we use that as a measurement, and is that properly a
measurement in an evolving job arena that we see in this country?
More and more jobs are unorganized, they're not in manufacturing,
they're being impacted by other things that make workers more
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productive in one fashion or another. Is that an indictment of
training in this country: that we don't get to a higher percentage of
wage replacement?

Mr. SMITH. I don't think that that is an indictment of the train-
ing programs. I mean, I think that, realistically, a lot of the people
who have been displaced are not going to get jobs that pa.,d as well
as the jobs that they lost and had the kinds of benefits that they
had, and so forth.

The issue for the training programs is
Mr. MILLER of California. But if you just match the numbers, it's

not going to work?
Mr. SMITH. It would be unlikely, yes.
Mr. MILLER of California. That may be a decision .about our eco-

nomic system, but is that a burden that should be put on the back
of measuring job training programs?

Mr. SMITH. I think the burden that should be put on the back of
the job training programs is that they should be able to increase
the earnings of the people that go into the programs by more than
they would have gotten had they just stayed out of the program
and kept on looking on their own.

Mr. MILLER of California. I'll grant you that.
Mr. SMITH. And you know, the finding that Carolyn Golding

noted about the wage rates immediately after terminating from the
program and a few months later, I mean, it is unfortunate. It's sad
that so many of the participants were getting jobs that paid less
than the jobs they lost.

The program may, in fact, oddly enough, may be quite successful
in a sense that it increased theirthat had it not been for the pro-
gram they would have done even worse. We don't know. The pro-
gram just has not been evaluated.

Mr. MILLER of California. Mr. Payne.
Mr. PAYNE. Thank you. The recent defense conversion program

that President Clinton announced in the northeast on Monday a
week ago, will your program know these, the two Federal statute,:
that authorize training specifically for dislocated workers, one, the
JTPA, and the Trade Act of 1962? Will you work your way into
this new, conversion of military people getting together with pri-
vate industry? And there are, of course, a number of titles and
each title which deals with a specific part of that. I think it's $1.7
billion to start. How do you impact with that, or interact, or do
you?

Mr. SMITH. I'II1 afraid I don't, myself. We do have at the Congres-
sional Budget Office a national security division that has been ex-
amining defense conversion and has been examining the various
options for helping the workers and the industries, companies ef-
fected by the defense cutbacks.

Mr. PAYNE. So that's a whole different area. With those pro-
grams I see that there will be a lot of emphasis put on retraining
and using scientists in the private sector and trying to find retrain-
ing for these people. Perhaps in that arena I need to ask some
questions as related to these two specific purposes of the Dislocated
Worker Act.

A lot of the defense build up in the late 1970s and early 1980s
sort of doubled the defense spending, I understand, over a 10- or 12-
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year period. In that arena I need to ask what happened to the
moneys taken out of other areas that went into defense spending,
or the impact of this increased budgetary item on the scarcity of
funds for other things, in cities, for example.

And at some point I'd like to see some correlation between the
impact of this shift to this quantum leap in defense spending and
the impact that it had on cities like Newark, where I represent.
Not dealing necessarily with the people who are dislocated because
of the new reduction in defense spending, but what impact did that
defense buildup have negatively on the places like the Newarks
and the Center Cities of Los Angeles where dollars became scarce?
Whether it was for housing, or whether it was for health care, or
whether it was for any kinds of programs, because that is an
untold or untapped area that we don't find much interest in be-
cause that defense buildup definitely had a direct impact on the
we got into "trickle down" and "truly needy" and those kinds of
terms.

It had a very devastating impact, but they're going to be left
behind when we get into retraining or those impacted by foreign
products, as your main thing or the JTPA program. But I guess
that's something that I need to raise, even if it's just philosophical,
with the defense conversion program.

I don't have any other questions or statements.
Mr. MILLER of California. When we look at the range of services,

the most successful, in terms of cost benefits, seem to be helping
people with job search skills.

Mr. SMITH. Yes.
Mr. MILLER of California. The assumption is that you have a

person that has the wherewithal to take those job search skills,
take their current skills and then plug them into another job op-
portunity.

Mr. SMITH. My reading of the study, certainly
Mr. MILLER of California. In the social welfare field we call that

"creaming." You have the easiest person to plug back into the
economy. You talk to them, they're able to absorb it, and they're
able to take their skills and put them into some other program. Is
that what is going on in job search?

Mr. SMITH. I'm not sure, actually.
Mr. CORSON. Yes, I think so.
Mr. SMITH. The reason I'm not sure is that on a completely dif-

ferent area, in the work-related programs for welfare recipients
where they've done a lot of job search assistance, and they've done
that where the evaluations have been experimental design so that
they can really see what the effect is, separate from creaming, that
even in those programs that job search assistance seems to do some
good. It doesn't do miracles, but then, it's a very cheap program,
too. And so, I guess what I'm saying is that I'm

Mr. MILLER of California. I'm not belittling it. There is no ques-
tion that in almost any service there are some people who, if you
give them a road map, can figure it out. Referral services in child
care are very effective, too. Some people just don't on their own
quite get how to look for child care. Once you tell them they're off
and running, they find child care.
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I'm not putting that down. We've had some serious decisions to
make in this Congress regarding to serious economic dislocation be-
cause of defense spending, such as the outcome of the Forest Con-
ference, in terms of what is going to happen to workers in the
northwest. The components start to become very important. My
concern is twofold: what is the menu that ought to be available to
workers? You suggest, Ms. Dickinson, in your study, that there are
extensive menus.

MS. DICKINSON. Exactly.
Mr. MILLER of California. These are individuals who come with a

different set of circumstances to these services. And the other one,
it seems to me, is that we can no longer talk about dislocated work-
ers without some kind of income support system for the duration.
Your studies also seem to indicate that the tightening of this link-
age between participation in these services and income support has
been beneficial. Is that fair to say?

Mr. SMITH. I think it's very difficult to be in a long-term training
program if you don't have some kind of assistance.

Mr. MILLER of California. Right. Your study seemed to indicate
that where we have linked the services and income support, the
benefits have justified that linkage. Is that

Mr. SMITH. Well, here I certainly will defer to Walter Corson, be-
cause my reading of his results is that in the one program that has
really done this that the program isn't working.

Mr. MILLER of California. Isn't working?
Mr. CORSON. In the TAA program, yes. I think that the, at least

the thrust of my thinking and reasons for pushing the job search
assistance is to deal with those people who can find jobs, get them
employed, and then concentrate the resources on the remainder,
the training resources and the income support payments. And well,
we don't have the evidence we have as to where that training is
effective is weak.

Mr. MILLER of California. The point being raised, and it's raised
in your testimony, is that we have almost polar opposites here. We
have one program spending a huge amount of money on training
and very little on income, and the other spending a huge amount
of money on income and very little on training. The suggestion
would be that there is some area in between where you may be
able to maximize the benefits.

Mr. CORSON. The TAA program is spending money on training,
as well. In fact, the training in TAA is longer term than much of
the EDWAA training. The EDWAA program is spending all its dol-
lars on training, but that is because it's not spending much on
income support.

Mr. MILLER of California. Well, wait. Tell me where I'm missing
it here.

Mr. CORSON. I think the TAA program is doing what you're sug-
gesting, it's doing training and

Mr. MILLER of California. It's doing both in the right combination
of use of resources?

Mr. CORSON. Well, no, I don't think it's the right combination, be-
cause I think you want to have more dollars spent on some of the
assessment, job search kinds of services early in an individual's un-
employment spell so you can concentrate the dollars, the expensive
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services, the training and the income support, on the individuals
who otherwise can't find a job.

Mr. MILLER of California. Let me ask you this, setting aside a
minute the mix: You're not suggesting that the mix isn't necessary,
both income support and training?

Mr. CORSON. No. I think they're both necessary.
Mr. MILLER of California. Are .you suggesting that EDWAA is

just as effective without income supports? There are some, obvious-
ly, such as unemployment insurance and other supports under that
system.

Mr. CORSON. I don't know whether EDWAA is effective. I mean, I
don't think we fund

Mr. MILLER of California. But you know that TAA isn't.
Mr. CORSON. Well, yes. And we haven't done the same kind of

study with EDWAA as we've done with TAA.
Mr. MILLER of California. Do you know how challenging it is for

a Member of Congress to run this maze?
Well, what should we look forward to regarding these potential

populations of major dislocation? Your studies tell us what about
the mix that we should be looking for in terms of support systems
and the menu of training?

Ms. DICKINSON. I would like to emphasize the importance of this
early assessment in terms of who can find jobs without retraining,
and who is structurally unemployed and cannot find adequate
wage replacement without retraining. And I think letting dislocat-
ed workers decide that on their own gets very confused with their
denial that they can find their jobs that we were talking about this
morning, that their jobs have really gone away. So that early inter-
vention with early assistance in helping to make that key decision
is important.

I think we've seen in the EDWAA program that people who
come into the program earlier tend to enroll in longer-term train-
ing, are more likely to invest in basic skills training. People who
come in after 15 weeks are much more likely to have short-term
training, OJT, services that are less intensive and are going to
make less a difference. And I think it's because they don't have
income support and they have an immediate need for income.
After the 15 weeks their horizon is much shorter.

So I think there is some evidence
Mr. MILLER of California. It's not that they would be necessarily

more difficult to train or not be able to take advantage of the long-
term or more intensive training. It's just that simply economic ne-
cessity dictates a course plan that gets them back into the job
market.

Ms. DICKINSON. Right. Need for immediate income is a key in
some of the service planning in some of the substate areas that we
went to.

Mr. MILLER of California. Are those people more likely to show
up? Is there a recidivism, if you will?

Ms. DICKINSON. Repeat dislocated workers? Unfortunately, it
happens.

Mr. MILLER of California. I'm sure it does. But is there a distinc-
tion between those two populations?

Ms. DICKINSON. I don't have any ev: nce on that.
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Mr. MILLER of California. You don't know that. All right. Thank
you. This has been helpful.

Thank you very much for your time and for the information that
you% e given to the committee. My understanding is this may turn
out to be a series of hearings on this subject and so we thank you
for the base you've laid down today.

Thank you.
[Whereupon, at 12 p.m., the hearing was adjourned subject to the

call of the Chair.]
[Additional material submitted for the record follows:]
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MEXICAN AMERICAN LEGAL DEFENSE AND EDUCATIONAL FUND

(MALDEF)

The Mexican American Legal Defense and Educational Fund

(MALDEF) is a nonprofit organization which promotes and protects

the civil rights of Latinos in the United States through

litigation, education, advocacy, and leadership development.

MALDEF welcomes this opportunity to share with the Subcommittee its

views with respect to the unique character and needs of displaced

Latino workers and the quality of existing worker dislocation

programs. Although these comments focus upon the two programs

available to trade-displaced workers -- the Trade Adjustment

Assistance Act (TAA) and the Economic Dislocation and Worker

Adjustment Assistance Act (EDWAA) (codified as Title III of the Job

Training Partnership Act (JTPA)), programs projected to experience

greater service delivery demands if the United States enters into

a North American Free Trade Agreement with Canada and Mexico) --

they suggest broad policy concerns applicable to other worker

dislocation programs as well.

I. CHARACTERISTICS OF THE LATINO WORK FORCE

According to the latest Census estimates, Latinos now number

22.35 million and account for approximately 9% of the population.1

As a group, they are significantly younger than the non-Latino

population. About 30 percent of all Latinos are under 15 years of

I National Council of La Raza, State of Hispanic America 1.99.11
hn Overview (1992).

1



121

age, compared with 22 percent of non-Latinos.2 The median age of

Latinos (26.2 years) is 'about 8 years lower than the median age of

the non-Latino population (33.8 years).3

Latinos also constitute a rapidly growing proportion of the

work force. They currently occupy 7.6% of the labor market, or 9.5

million workers.' Their participation in the labor market grew by

36.8% from 1983 to 1991.5

Nevertheless, the positions which Latinos occupy within the

labor force, and educational achievement levels within the Latino

community suggest than many Latinos will have difficulties

adjusting to the demands of a technologically sophisticated

economy. For example, the largest share of Latino men were

employed as operators, fabricators or laborers (29 percent) in

March 1991.6 Non-Latino men were more likely to occupy higher-

skilled managerial or professional positions (28 percent).7

During that same period, only 51 percent of Latinos had

completed 4 years of high school or more.° Only 10 percent had

2 United States Department of Commerce, Bureau of the Census,
The Hispanic Population in the United States: March 1991, Current
Population Reports, Series P-20, No. 455, Washington, D.C.: U.S.
Government Printing Office, at 2.

3
AM.

4 Id., Table 2.

Id. at 2.

6
Id.

7 vaAM
a v.
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completed 4 or more years of college.9 About 13 percent of all

Latinos had less than 5 years of schooling. to

These figures suggest that many Latinos occupy the lower rungs

of the socio-economic ladder. They are disproportionally poor,

undereducated, unemployed or employed in low skilled, low wage

jobs.

II. THE LATINO EXPERIENCE WITH EXISTING WORKER DISLOCATION
PROGRAM

With low skills and inadequate schooling, many Latinos are

particularly vulnerable to ongoing structural adjustment in the

U.S. economy and to trade dislocations which may accompany the

proposed North American Free Trade Agreement (NAFTA). In fact,

Latinos occupy many of the unskilled positions in sectors such as

apparel manufacturing and food production which may be lost due to

increased competition with low wage competitors.

The Administration and Congress must be prepared to

effectively assist Latino and other workers who could be displaced

by heightened trade pressures in industries such as these.

Unfortunately, the experience of many displaced Latino workers has

been very disappointing. The Levi Strauss plant closure in San

Antonio, Texas in January, 1990, proved to be a case study in the

inadequacies of the current retraining programs. The following

information is offered both to highlight the shortcoming and to

I??
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suggest improvements of those programs.

In January 1990 officials of Levi Strauss & Co. informed city

officials and workers at its South 2arzamora Street facility in San

Antonio, Texas that it was immediately shutting down operations.

Production was moving overseas.in pursuit of lower labor costs.

What ensued Was the largest single lay-off in San Antonio history.

1115 workers, of whom 92.4% were Latino, were thrown out of work.

city officials had less than 24 hours lead time to devise a

response.

The local response to the plant closing proved to be a

nightmare for the Levi Strauss workers. No even remotely credible

system for addressing the mass layoff was in place for months. The

Texas Department of commerce's "Rapid Response" effort, initiated

several months after the plant closing, was staffed by one

individual, who met with company officials. This one man "team"

did not meet with city officials until late April or July, 1990.

Other appropriate participants -- representatives of the displaced

workers, the San Antonio Department of Economic and Employment

Development (the local JTPA administrator), the Texas Employment

Commission (unemployment insurance and TAA administrators), and

direct service providers -- were never approached'.

In the absence of a credible rapid response initiative, many

of the displaced workers were never apprised of the retraining and

trade-adjustment assistance which was theoretically available to

them. In fact, local officials only began serving the Levi workers

after they had formed a union (Fuerza Unida), staged protests,

4
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engaged in a hunger strike, and demanded the attention of city

officials. The local Private Industry Council (PIC) eventually

hired three peer counselors to notify laid-off workers of the

services to which they were entitled. Nevertheless, upwards of one

hundred workers were never contacted, and simply fell through the

seams of the EDWAA/TAA safety net.

Making services available to the workers became the next major

hurdle. An initial process was implemented to determlne a worker's

eligibility for training and adjustment assistance, assess her

needs, and then devise an appropriate service -- a daylong

undertaking. Two counselors were selected to process 1100 workers.

After three to four months had elapsed and Levi workers protested

the assessment process' snails pace, additional counselors were

hired. Nearly six months passed before workers received any

assistance outside of unemployment insurance payments.

The low educational achievement levels of much of the Levi

work force presented special challenges. A great number of the

workers had less than a high school education, were functionally

illiterate, and possessed limited ,English proficiency. Over 600

were tracked into classroom instruction in English as a second

language (ESL) and adult basic education. Most remained there, and

received no job training outside of English language and adult

education instruction.

About one hundred workers had or earned GED certificates (few

had high school diplomas) and enrolled in junior or community

colleges. The successful completion of those studies was in doubt

5



125

from the outset. Due to the many delays which Levi workers

confronted at every stage of their odyssey, their retraining

benefits began to expire before they had the chance to complete

their degree requirements.

A third group of displaced workers were channeled into

vocational training programs. Their experience was likewise

unacceptable. Training was not available in fields for which

workers had expressed a preference, and for which positions existed

within the local economy. Many were trained for occupations with

low employment prospects.

The vocational training classes were offered through local

proprietary schools, who were eager to benefit from the Levi plant

closing. However, classes did not begin until several months after

training had been approved for the dislocated workers. Even then,

trainees had to contend with a shortage of books and other

supplies, classroom space, chairs and tables.

Many of the workers requested the nurse's assistant program.

San Antonio has a large medical infrastructure which could support

new entrants into the health care field. Instead, workers were

channeled into other fields, in part because their training

benefits would not carry them through the entire course of study.

Over one hundred enrolled in a pharmacological assistant program,

although a University of Texas study showed that only five to ten

positions were available in the local economy.

Fifty workers entered a cosmetology program. Their training

benefits expired after 1500 hours of instruction, with no follow-

76-387 0 - 94 - 5
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up. Although they completed the coursework, many could not

subsequently raise funds sufficient to obtain a state license.

Other workers were steered towards clerical and hotel services

training, and minimum wage jobs.

The worker dislocation and job training system in San Antonio

was totally overwhelmed by the Levi Strauss plant closing. Given

the resource limitations of these programs and the inferior

delivery system devised to assist dislocated workers, much of the

Levi work force received no more than an illusory promise of

assistance.

Nevertheless, state and local officials failed to utilize all

available resources. Emergency funding allocated in the Spring of

1990 to address a surge in lay-offs boosted local funds from $1

million to $ 6.1 million. Federal rules, however, required that

all funds not spent within a fiscal year be returned to the federal

government. As a result, approximately $2.5 million was returned

to Washington while many workers struggled but failed to meet

mortgage and rental payments, and utility bills.

The Levi Strauss workers were offered a bitter lesson in the

inadequacies of current worker displacement and trade adjustment

assistance programs. Outside of the 30 to 50 individuals who found

jobs without the benefit of the EDWAA or TAA programs, and the 50

workers who were transferred to another Levi Strauss facility, few

workers successfully reentered the labor market. Most either never

received assistance outside of ESL instruction or adult basic

education, completed vocational training in fields with few

13;
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employment prospects, or were encouraged to pursue Associate of

Arts degrees without the resources sufficient to complete the

course of study.

III. IMPROVING WORKER DISLOCATIOM PROGRAMS

Dislocated workers must be afforded job dislocation and

retraining assistance superior to that which was available to the

Levi Strauss workers. Job market needs must be squarely addressed

in order to ensure the permanent placement of displaced workers.

Moreover, the ongoing transition in the United States economy from

manufacturing to service jobs requires retraining focused on

different skills, and an appreciation for new technologies. The

commitment of the Administration and Congress to U.S. workers can

only be demonstrated by seriously addressing the needs of the

displaced workers with effective and fully funded adjustment

programs which will allow workers to reenter the labor force at

wage levels comparable or superior to those which they had

previously enjoyed. Current worker adjustment programs are too

limited and/or function too poorly to meet current needs, much less

to respond to the substantial job shifts associated with economic

changes promoted by the reduction of trade barriers.

A. TAA ilicribilitv Standards Are Too Restrictive

Eligibility for the TAA program is extremely narrow. The

program provides benefits only to a small number of persons whose

jobs are lost directly as the result of an increase in imports:

e
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that is, only to workers who were engaged in the production of

articles of commerce directly competitive with imports themselves.

TAA does not apply where job loss results from articles composed of

imported components (e.g., consumer electronics) or articles which

are components of a finished import (e.g., auto parts). TAA

benefits are likewise not available to workers whose jobs are lost

when facilities relocate abroad.

Moreover, the program does not reach service employees and

other secondary workers such as truck drivers, warehouse workers,-

and custodial and food service employees who are not directly

involved in the production of import-affected articles but whose

jobs are nevertheless dependent upon a facility adversely affected

by imports. The service, wholesale, and retail trade industries

are the top sources of Latino employment in the United States."

In addition, TAA requires that participants have been employed

by a single employer for 26 weeks within the preceding year. This

requirement 'Lends to exclude many garment industry and agricultural

workers who are subject to seasonal employment, or whb often work

for more than one employer or ostensible employer in a year and/or

for employers who frequently do not maintain sufficient wage and

hour records to permit employment verification. Paradoxically,

workers in these industries are expected to suffer most in the

reduction of trade barriers accomplished by the NAFTA. Further,

" United States Department of Labor, Bureau of Labor
Statistics, "Annual Averages for 1991, Industry and Occupation
Tables," (unpublished tabulations derived from the Bureau of the
Census, The Household Survey, Current Population Survey), Table 2.

1 3 ,)
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the 26-week prior employment requirement allows only a limited

exception for brief sickness, injury and maternity leaves of

absence. Sickness and injury leaves are common in low-wage jobs

where there is inadequate concern for workplace safety, and the

garment industry in particular employs a high number of Latinas who

because of pregnancy prior to layoff may become ineligible for the

TAA program.

Doubtlessly because of these severe eligibility criteria,12

the TAA Program served only 25,000 persons in 1991, less than 1% of

the 2.7 million persons who were unemployed for six months or

more.13

JTPA eligibility on the other hand is much broader. Title II-

A of the program reaches all low-income adults and youth who

receive welfare benefits or whose incomes put them at or below the

poverty level. Title III -- the Economic Dislocation and Worker

Adjustment Assistance program (EDWAA) -- applies specifically to

unemployed workers who are unlikely to return to their previous

industry or occupation, workers laid off as the result of plant

closure or substantial reduction in force, the long-term unemployed

who have limited opportunities for re-employment in the same or

" Even where a worker is eligible, problems with the
Department of Labor's certification process create further
obstacles to program participation. A study by the GAO found that
faulty investigations were conducted in most (63% of the petitions
seeking TAA certification. United States General Accounting
Office, Dislocated Workers: Improvements Needed in Trade

(October, 1992).I Ss ce

13 Sheldon Friedman, Terms of Adjustment, Northeast-Midwest
Economic Review, August 1991, at 8.
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similar occupation in their geographic area, and formerly self-

employed persons who lost their businesses as the result of general

economic conditions in their community. However, while JTPA

eligibility is broader than TAA,.the JTPA program is under-fundee'

and suffers from a number of shortcomings discussed below, making

it inadequate to the needs of Latino workers who might be adversely

affected by a North American Free Trade Agreement. Indeed, despite

its broad eligibility criteria, the JTPA program in practice serves

only 6% of the eligible population."

B. Benefits are Inadecuato to Allow For Meaningful
Transition to Productive Employment

1.. Income Maintenance Is Not Provided or Is Too
asitt4

Unemployed workers require income support if they are to make

an orderly transition to new employment, particularly if, as in the

case of many Latino workers in labor intensive industries, they

will be required to progress from low-skilled to more highly

skilled jobs in a new economic structure. Under the JTPA program,

however, part!.cipants receive no support payments if they enroll in

14 The United States expends less than half the percentage of
GDP devoted to job training programs by Canada and other Western
industrialized countries. G. Hufbauer and J. Schott, Hooth
Ampri an Free Trade' Issues and Recommendations, 1992, at 113. In
1991, total JInDA '.1e II funding was $1.778 billion; Title III
funding was on

Unitt.
Partnershiv Ao
Differing Needs,

al Accounting Office, Job Training
Ad Outcomes for ParticiOants zit])

135
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classroom training. 16

The TAA program does include some income support payments, but

not at sufficient levels. Support benefits (called Trade

Readjustment Allowances) under TAA, fo.. the few who are eligible,

are the equivalent of a worker's unemployment insurance benefits

and are paid only after a participant first exhausts all

unemployment benefits. Unemployment insurance compensation however

is meager for low-income workers: the average national

unemployment benefit amounts to $168.00 per week -- far below the

poverty rate for a family of three.17 This exhaustion requirement

reflects a change in the TAA program imposedn 1981. Previously,

in order to permit successful transition to new employment, support

benefits were supplemental to and paid concurrently with

unemployment insurance in an amount up to 70 percent of a worker's

prior wages. By providing only subsistence levels of support now,

TAA subjects workers to great financial hardship and the risk of

losing housing, transportation, and other necessities, and provides

a powerful disincentive to pursue and obtain job training. This is

uo model for creating productive, highly-skilled workers in new and

contemporary capacities.

16 While paid training is available in the form of on-the-job
training, this program tends to assist only those who are currently
job-ready and does not provide participants with job skills that
improve their employment or wage prospects.

17 Shdldon Friedman, supra n.13, at 8. Adjusted for inflation,
the U.S. minimum wage has declined by one third in the last 30
years. United States Congress, Office of Technology Assessment,
US-Mexico Trade: Pulling Together Or Pulling Apart, (October,
1992), at 38, 89.
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TAA support benefits, when paid, are paid for a very short

period: approximately 26 weeks or less if no job training is

obtained, and approximately one year if the participant is

receiving classroom training. This again represents a 1981

limitation on the original duration of the TAA program. Likewise,

under the JTPA program the only means by which a ,articipant can

earn income (from on-the-job training) is limited to 26 weeks. In

order to provide adequate income maintenance and meaningful access

to job training, support payments should be available for at least

one year, and up to two years while a worker is enrolled in unpaid

job training.

2. Job Training Is Not Aimed at Providing Fundamental
. and Transferable Skills

Income support by itself, however, only encourages the natural

but counterproductive tendency of displaced workers to make use of

existing skills by seeking employment in the declining industries

from which they have been laid off.18 To permit displaced workers

to move into productive new employment, they must be afforded an

opportunity to gain new job skills.

Existing job training programs have been found to be of little

value in the acquisition of skills leading to higher employment and

income rates, especially for Latinos. A 1992 study of JTPA Title

II-A participants (low-income adults and youth) reported that the

program produced little if any income or employment gains overall

Gary Hufbauer and Jeffrey Schott, suou n.14, at 115.
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and no or negative effects for Latinos.19 After-program earnings

varied inversely with the number of employment barriers a

participant faced. That is, those most in need benefitted least.

Likewise, a study of Title II/ participants (displaced workers) in

1990 found that the average national wage rate after completion of

job training programs was only $7.80 per hour.2° In California,

the average wage rate earned after participating in a job training

program was a mere $5.75 per hour.21 While these studies were

nominally of JTPA programs, it should be expected that their

results are true for TAA participants as well, given that TAA

establishes no independent job training courses and in fact

requires coordination of job training with JTPA programs.

The Levi Strauss plant closure in San Antonio, Texas, in

January, 1990, further illustrates the weakness of current job

training programs. In the largest layoff in city history, 1,100

workers were left jobless, more than 92% of them Latino. A great

number of these workers had minimal levels of education, spoke

limited English, and suffered work-related injuries. While

theoretically eligible for job training, by the fall of 1990 only

14 of the 1,100 workers affected had fcund new jobs.

There may be a number of reasons for these results. As noted

19 Howard Bloom et al., The National JTPA Study: Title II-A

ilmacts on Earnings and Employment at 18 Months (May, 1992) at 3-4,

15-16.

20 United States General Accounting Office, Dis1ocate4

Workers: Comparison of Assistance Programs (September, 1992) at 5.

21 IA. at 35.
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above, the lack of adequate income support during training makes it

extremely difficult for unemployed workers to pursue training.

Also, training courses -- like income support where it is available

-- are limited to 26 weeks and too brief to provide meaningful job

skills, especially for participants entering the program with low

skills. And because no income support is provided, participants

usually enroll in the training for no more than 12 to 16 weeks, and

frequently less.22

Overall, displaced workers receive no or insufficient notice

of job loss. Providing such notice along with opportunities for

training before layoff significantly improves the possibilities for

enrollment in training programs, prompt re-employment, and higher

earnings.23 Currently, only firms with 100 or more employees are

required to provide any advance r ,tice of job loss under the Worker

Adjustment and Retraining Notification ("WARN") Act, and even then

only brief notice and only in the case of mass layoff. Many

employers appear to be unaware of their responsibilities under the

WARN provisions, or purposely disregarding their obligations. The

Government Accounting Office found that 54 percent of those

employers whom they had identified as subject to the WARN Act in a

recent report failed to provide advance notice of plant closures.24

22

at 33.

23

U.S. Congress, Office of Technology Assessment, supra n.17,

General Accounting Office, supra n.20, at 22.

General Accounting Office, Dislocated Workers: Worker
AdiUstment and Retraining Act Not Meeting Its Goals (February,
1993) at 5.
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About 29 percent of those employers which had provided noticed gave

workers less than the required 60 days' warning.28

Even if the WARN Act was fully implemented., it would still be

grossly inadequate. In the California apparel industry for

example, 80% of the firms employ fewer than 50 employees.26 In the

food processing industry, nearly half of the employers have fewer

than 20 workers.27 These two industries are susceptible.to NAFTA-

related trade dislocations.

By conditioning contractor payments solely on participants'

successful completion of training courses, and requiring that

training contractors initially arrange for and assume the cost of

providing additional benefits such as transportation and childcare

to participants who require them, the funding structure of the JTPA

program rewards the practice of "creaming" -- encouraging

contractors to concentrate assistance on participants who have the

fewest obstacles to re-employment, leaving those most in need with

the fewest benefits.28

Even apart from the probability of national origin

25 Id
Raul Hinojosa ojeda, sherman Robinson, Geotz Wolff, "The

Impact of a North American Free Trade Agreement in California: A
Summary of Research Project Find4ngs," Southwest Voter Research
Institute, September 1992, at 23.

27

n General Accounting Office, Job Training Partnership A t
Ra ial and Gender Dizoarities in Servi es (September, 1991);
National Council of La Raza, Falling Through the Cracks* Hisnani
underrepresentation in the Job Training Partnership Act (1989).
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discrimination in the operation of job training programs,29 many

Latinos have low levels of education and face language barriers to

more highly skilled employment. To the extent that they

participate in the JTPA, Latinos are frequently forced to exhaust

their job training benefits in the acquisition of language and

basic-skills training without obtaining occupational training. TAA

participants lose income support benefits altogether if they pursue

such training.

Basic skills and language training should be in addition to --

not in lieu of -- occupational training. More importantly, job

training programs should be viewed in the same light as youth

education -- as human resource development -- and should as far as

possible teach broad, transferrable skills which increase

productivity and offer opportunity for advancement. The 1990

federal Perkins Vocational Education Act adopts this strategy --

teaching fundamental skills, and training participants in all

aspects of an industry -- and adult job training programs would be

well served to do so as well. The average American worker now

changes occupations four-to-six times during his or her worklife."

The reduction of trade barriers accomplished by the NAFTA is

expected to accelerate economic and technological shifts and to

emphasize the importance of a highly skilled workforce with the

flexibility to respond to a changing economy. If the United States

n Id.

" National Center on Education and the Economy, Commission
on the S%ills of the American Workforce, Ameri a's Choice' Hioh
5kills or Low Wanes (1990).
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is to compete successfully in a global economy, job training and

education must be lifelong opportunities.

3. Sufficient Support Services and Other Ancillary, tO I. o
Training Are Lacking in Current Programs

Neither the JTPA nor the TAA program provides participants

with health care insurance, although the cost of purchasing such

benefits is prohibitive (amounting to nearly 50 percent of a

worker's Average weekly unemployment insurance benefitm). To

permit real access to job training, unemployed workers should not

be required either to shoulder this enormous cost or to be at risk

of catastrophic loss.

Other support services including transportation, childcare,

job counseling, job placement and relocation assistance also should

be a part of any effective program. Although a few such services

are provided to some extent under existing programs, they are

minimal or restricted, especially with respect to agricultural

workers. Transportation, childcare, and relocation assistance in

particular are essential for many low-ibcome Latinos who can be

expected to be displaced and to require job training as the result

of the ongoing restructuring of the U.S. economy and the NAFTA.

III. MAME? POLICY RECoMMENDATIONS

Latinos in the United States are the fastest growing

population group. Between 1990 and 2005, one out of every six new

workers will be Latino. But they are disproportionately poor,

31 Sheldon Friedman, supra n.17, at 8.
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undereducated, unemployed or employed in unskilled, low wage jobs.

NAFTA impact studies show that Latinos will suffer disproportionate

job displacement while failing to share equally in job gains

enjoyed by other groups. Paradoxically, Latinos also benefit least

from current job training and worker adjustment programs. Although

there are useful aspects of these programs, each falls short in a

number of important respects and taken together they are too

limited and poorly equipped to address current needs, much less the

large scale economic shifts which can be expected to continue into

the next decade. At a minimum, worker adjustment and retraining

programs must be responsive to the following issues:

Experience with the Trade Adjustment Assistance program

demonstrates the difficulty of tieing increased trade

competition directly to specific job losses. The restrictive

eligibility criteria of job training program such as TAA must

be replaced by broad ligibility standards for

disadvantaged and dislocated workers at least as

the current Job Training Partnership Act.

economically

inclusive as

Job training is clearly most effective when workers receive

advance notice of job loss and immediate access to retraining,

and the earlier the better. Sufficient notice of impending

job loss should be given to all mployees -- at least ono year

for persons working for companies with 14 or more employees

and six months for persons employed in small busi

1 4 ,
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Access to job retraining should immediately follow

notification of job loss. Notice must be given in a manner

designed to be understood, using the primary languages of the

workforce. Violation of the notice requirement should be

deterred and remedied by substantial penalties.

Job training programs are foreclosed to low income workers

and/or too brief to be effective if they are not accompanied

by income support. Adequate income maintenance requires a

living wage, or at minimum replacing a worker's former wage,

for up to two years to permit completion of meaningful job

training and an orderly transition to productive new

employment. Bridge benefits should be provided to workers

near retirement.

Participation in current training programs has not permitted

the acquisition of needed employment skills or produced income

or employment gains for low income workers, particularly for

Latinos. What is required is broad vocational, basic skills

and remedial training as envisioned by the Perkins Vocational

Education Act designed to provide transferrable job skills and

targeted to available, expanding and strategic occupations and

industries, highly-skilled jobs and self employment. Language

and other basic skills training must be supplemert, not

supplant, occupational training.

20
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The funding and benefits structure of the JTPA program biases

the provision of services to those who enter the program most

job-ready. Emphasis and incentives should be focused on

training special populations with the greatest barriers to

skilled employment, as opposed to those most easily trained.

Apprenticeship programs must likewise be encouraged.

Current adjustment program benefits are structured in a way

which undermines the goal of sound and lasting job training.

To provide a realistic opportunity to complete training,

participants and their dependents should receive comprehensive

support services, including health benefits, child care,

transportation, job search assistance and relocation

allowances.

Participation in current programs has been deterred by

bureaucracy, poor communication particularly with language

minorities and unnecessarily complicated application and

certification procedures. A working program requires

effective communication to eligible workers, active outreach

efforts and the fewest possible administrative procedures and

obstacles to participation.

Existing training programs have not been funded at adSquate

levels. An assured and adequate funding stream ia ssential

to the success of any job training program. Funds should b.

145
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targeted to workers in regions and industries most adversely

affected by job and wage loss.

Studies of existing programs have frequently complained that

the absence of detailed data on program operation has hindered

program success. Date collection and disclosure regarding

economic adjustment, employment and immigration trends and

prograr participation is required in order to alert public

policy makers where necessary to modify aspects of any on-

going program.

Current job training programs have likewise suffered from a

lack of regular and thorough federal direction and oversight,

workforce and community input and private enforcement

mechanisms including a full and responsive administrative

enforcement scheme and independent judicial review. Such

protections aro necessary to ensure fair and non-

discriminatory program access and operation. The structure of

the Perkins Vocational Education Act is a useful model for

federal, state and local involvement, provided that national

minimums and private enforcement mechanisms are included.

22
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OVERSIGHT HEARING ON DISLOCATED
WORKERS

THURSDAY, JULY 29, 1993

Houw OF REPRESENTATIVES,
SUBCOMMrITEE ON LABOR-MANAGEMENT RELATIONS,

COMMITTEE ON EDUCATION AND LABOR,
Washington, DC.

The subcommittee met, pursuant to call, at 10 a.m., Room 2261,
Rayburn House Office Building, Hon. Pat Williams, Chairman, pre-
siding.

Members present: Representatives Williams, Klink, Green, Wool-
sey, Roukema and Gunderson.

Staff present: Jan Weintraub, staff director; Fred Feinstein, chief
counsel; Gail Brown-Hubb, staff assistant; Paula Larson, staff as-
sistant; and Mary Gardner Clagett, professional staff member.

Chairman WILLIAMS. We will call this hearing to order of the
Subcommittee on Labor-Management.

I am pleased today to conduct our second hearing on the subject
of dislocated workers and economic conversion.

Our purpose today is oversight. The subcommittee is interested
in learning about several things. Let me share them with you, at
least from my standpoint.

The first is the basic ingredients for a successful dislocated
worker program; second, recommendations for legislative changes
to JTPA Title III; third, recommendations for change in the Feder-
al, State and local efforts, coordination for any new dislocated
worker design.

The next one is very important, I think, in my judgment, to the
majority of the members of the committee, the full committee and
probably the House of Representatives, and that is the type of link-
ages that would be necessary to Federal job creation efforts for in-
dividuals after they receive training.

Fifth, the design of effective rapid response efforts; next, the ex-
amples that exist regarding the successful conversion of plants to
producing new products and retraining their existing workforce;
also, the key/common elements to those successes; eighth, how
States and localities are linking their retraining efforts to industri-
al and regional economic development, including emerging technol-
ogies; and, finally, how can the knowledge gained in training
America's armed forces be used in retraining our dislocated work-
ers.

I want to say, again, what I have said in other hearings as well
as public statements, and that is, from my part, I am skeptical

(143)
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about our Nation's training efforts and their success and particu-
larly skeptical about their place in today's economic world.

Let me tell you that the members of the House I have talked to
are not interested in spending legislative time in reshaping our re-
training efforts unless those efforts are linked to job creation
through Federal investments and private investments which would
be accompanied by an upswing in the Nation's economy.

I want to thank our witnesses in advance for being with us.
Let me turn now to our Ranking Member, Mrs. Roukema.
[The prepared statement of Hon. Pat Williams follows:]

STATEMENT OF HON. PAT WILLIAMS, A REPRESENTATIVE IN CONGRESS FROM THE STATE
OF MONTANA .

I am pleased today to conduct our second hearing on the subject of dislocated
workers and economic conversion. Before we review proposals from the administra-
tion to reform these efforts we must review what our investments to date have
yielded.

At our last hearing, the subcommittee learned from Acting Assistant Secretary
for Employment and Training Carolyn Golding that, "Sixty-eight percent of Title III
program terminees entered a job when they left the program and when we followed
up 13 weeks later, 70 percent had jobs." We also learned that, "The average hourly
wage rate for these employed workers started at $8.49/hour and 13 weeks later that
wage had risen to $8.75/hour." This was a decrease from the average hourly wage
rate of the jobs from which they were dislocated which paid $9.34/hour. That is an
initial loss of 85 cents/hour at a Federal investment of $2,500 per slot. We do know
that there is a significant wage loss associated with a loss of employment. Does this
investment effectively limit this loss?

These program outcomes have occurred in the context of the dismal economic pic-
ture that the unemployed face as they approach choices open to them for retraining.
This picture is one of: [1] ever-decreasing real average hourly earnings; [2] a signifi-
cant lack of job growth coming out of this recession when compared to prior reces-
sions; [3] a structural unemployment problem in which only 14 percent of the unem-
ployed expect to get their old job back during this recession compared with an aver-
age during the past four recessions of 44 percent; and [4] 18 percent of the full-time
workforce are earning wages below the poverty rate for a family of four.

Our purpose today is oversight. This subcommittee is interested in learning more
about: [1] the basic ingredients for successful dislocated worker programs; [2] recom-
mendations for legislative changes to JTPA Title III; [31 recommendations for
changes in the Federal, State, and local roles in any new dislocated worker program
design; (4) the types of linkages necessary to Federal job creation efforts [e.g., high-
ways, environmental and energy clean-up, et cetera) for individuals after they re-
ceive training; [5] the design of effective rapid response efforts; [6] the examples that
exist regarding the successful conversion of plants to producing new products and
retraining existing workers; [7) the key/common elements to those successes; [8] how
States and localities are linking their retraining efforts to industrial and regional
economic development and emerging technology; and [9] how can the knowledge
gained from and facilities used in training America's armed forces be utilized in re-
training dislocated workers.

Let me again remind my colleagues that I am skeptical about the success of our
Nation's training efforts. Let me suggest that few members of the House that I have
talked with will not want to spend a lot of time reshaping our retraining efforts
without those efforts being linked to new job creation through our Federal invest-
ments and an upswing in our Nation's economy.

I look forward to learning more about this subject from our witnesses today,

Mrs. ROUKEMA. Thank you, Mr. Chairman. I certainly want to
welcome our panel here today, and I am, as with you, eager to hear
the testimony and the contributions that they can make to our un-
derstanding here.

I had not realized, Mr. Chairman, that you and I shared the
same skepticism and concernand it is more than skepticism, it is
concern, but I do hope this panel can help us make the linkage be-
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cause I recognize as you doand you have outlined it very well in
your opening statementthe importance of streamlining and creat-
ing a more efficient system in these programs. Some call it one-stop
shopping.

I don't know what our panelists are going to tell us about that.
But all of it will be absolutely for naught if we do not have the job-
creating elements that are necessary, whether they be dislocated
workers with low skills, medium or high skills or whether they be
the college graduates that we have been reading so much about
who have graduated with all kinds of degrees only to find that they
are at minimum wage or low skill jobs. We have a problem in this
country.

So we want not only to understand how effectively we are put-
ting together and streamlining the process of retraining but also
that has to be directly linked to economic development and job cre-
ation.

While you and I do not want to get into a renewed debate over
the efficacy of the budget processbudget programwe have there
and the relative merits ofor the relative values between cutting
spending and tax increases, my problem has always been with this
budget not so much that we have to increase taxesI am not a Re-
publican that says read my lips; no new taxesbut that I don't
think we have the proper mixture of capital investment incentives
or purposes of private sector job creation.

I want to see those jobs there for the dislocated workers and
others, and, to the extent this panel can help us link those two, I
would be happy to hear it, but we understand our primary purpose
is on the organization and streamlining and efficiency that we
want to build into the process.

So, Mr. Chairman, I thank you, and I would hope that we could
work together in a bipartisan way to see that that linkage is made.

Chairman WILLIAMS. Without objection at this point, we will
place the statements of other members who so desire in the record.

[The prepared statements of members follow:]

STATEMENT OF HON. RON KLINK, A REPRESENTATIVE IN CONGRESS FROM THE STATE OF
PENNSYLVANIA

Thank you Mr. Chairman.
I am pleased that the subcommittee is again examining training for dislocated

workers This issue relates to an area that has been a concern of mine for some
time

Sad to say, we know all about dislocated workers in western Pennsylvania. What
was once a mighty part of America's industrial heartland now faces almost 25 per-
cent real unemployment in some areas.

Unfortunately, laid-off workers often do not know where to turn. They don't know
what services are available, who is offering them, or even whether they are eligible.
Consequently, many go without training or reemployment services and face long pe-
nods of unemployment.

I am encouraged that the Clinton administration is working on a propost,l to
reform the Federal program for dislocated workers that will stress rapid outreach to
workers when they are laid off and a long-term vision of training.

I'm also happy that the administration's proposal will begin to consolidate some
of the 125 Federal employment and training programs currently on the books. This
will help alleviate the confusion workers feel when they are laid off or when they
are looking to improve their skills.

I hope that we can add something to the reform and consolidation of these em-
ployment and training programs today.
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Chairman WILLIAMS. I see that the staff has the witnesses seated
in the order in which their names appear on the witness list so let
me take you in that order.

Our first witness is the former Secretary of Energy and Chief of
Naval Operations, James Watkins. Admiral, it is nice to see you
here. Thanks for being with us.

STATEMENT OF ADMIRAL JAMES WATKINS, FORMER SECRETARY
OF ENERGY AND CHIEF OF NAVAL OPERATIONS, WASHING-
TON, DC

Admiral WATKINS. Thank you very much Mr. Chairman. I appre-
ciate this opportunity to address this subcommittee. I have submit-
ted a formal statement for the record, and I will be brief in oral
comments here.

I think this is one of the most important issues and the reason I
was quite willing to come before this subcommittee on the econom-
ic recovery in support of efforts to put our incredibly talented,
skilled workers in private jobs in the private sector and to deal
with the dislocated worker from the military which is the dislocat-
ed, displaced, military uniformed members and the civilian work-
ers affected by the downsizing of the civilian force.

I will focus my comments in the area I am familiar with and try
to give answers to some of the issues that you raised in your open-
ing statement.

Frankly, the track record in this country for strategic training
on matching skills needed in the country with the skills available,
or the retraining or reeducation of those skills to make them
match the skill needs of the country, has been abominable. It has
been that way for years.

Six or seven years ago, I was a major participant in the work of
the panel called Work Force 2000, sponsored by the Department of
Education and Department of Labor. And at that time with all the
defense buildup and the "evil empire" was still in existence, there
was a skill mismatch that was so evident because of the technologi-
cal explosion in the country that we were not ready even then
and we had plenty of unemployed then, 4 or 5 percentbut still we
needed not to have that kind of unemployment.

We had no national system to coordinate with the State, the re-
gional areas, business and industry and information exchange net-
work that could be accessed by the States to be sure we were doing
the very best we could by our workers. We have seen it in the mili-
tary as well as in the private sector.

We also were not educating our people to meet the skill needs of
exploding technological developments in the country. We were
bringing large numbers of men into the military, and we had to
put hundreds of millions more into our retraining and reschooling
of these individuals. They had high school diplomas and couldn't
read above the eighth grade level. There was a lot of that.

Now we have compounded that problem with letting the plan-
ning go adrift in what should have been efforts to prepare the
Nation for the downsizing of the Defense Department.

We beat our breast when the Defense Department is growing and
say how wonderful it is to put all these jobs out there. For exam-
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ple, say it is 10,000 jobs for white collar workers, more for blue
collar workers, for every billion dollar expenditure for defense in-
vestment.

I didn't hear the comment at any time after 1990, when it was
very clear that we were not going to need the kind of sizing of de-
fense establishment we had before, about how we were going to
manage downsizingthe Manhattan Project in reverse, if you
willand be ready for the assured economic problems that would
be generated by just letting the defense contractors go down the
tubes, let our own workers out there who were related to that de-
fense industry go down the tubes without addressing it as to how
we were going to do the cross-training.

ln my formal statement I addressed what I considered to be an
essential approach to this. I am not sure that changes to the laws
are necessary because we have not managed a system to take ad-
vantage of the existing laws well.

I think your point of asking the question for changing the law is
fine but we should not tinker with the law alone and not set up a
panel chaired perhaps by the Secretary of Defense or Secretary of
Labor to start the ball rolling and get a very visible relationship
here between the Armed Services Committee and your committee
on pulling together something with tough oversight to see that we
are carrying out existing laws well and then getting the States to
participate in that, much as we did with the National Education
Program, to come together and try to get our skills matched with
the national needs and the cross-training going.

Now, in my testimony I also raise the issue of the utilization of
the defense facilities for cross-training. We have the finest military
education and training facilities in the world for skilled worker
training in the military. There isn't anything better. The Congress
has given us the best.

We have interactive satellite linkages. We have all the computer
base support for education. We have the same skill needs in de-
fense as the private sector has, no different. But they are not locat-
ed in the right spots. But there are available resources out there,
some of which are going to be closed down, and it would be a trage-
dy to shut down these training and education facilities that are
ideally suited for skilled worker training in the private sector and
not transition them to ownership by the private entity or State
agencies.

It seems to me that is where shared funding can certainly start
out from Defense and perhaps migrate over the labor and the pri-
vate sector enterprise eventually. But it would be a crime to shut
down those defense facilities that have so many resources avail-
able, both human and otherwise.

I have pointed out examples in my testimony, also, of both the
conversion of humans in the defense area, uniformed and non-uni-
formed.

I have in my statement one rather lengthy discussion of the situ-
ation we found at Rocky Flats with 8,500 employees that had to be
reeducated and retrained to go into the private sector. Even if only
half of them could be turned around in skill training to clean up
the mess we left in Rocky Flats, who best can go in and clean up
that situation with than those skills who were forced to produce
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nuclear-related materials without attention to the environment for
so many years.

They are the best. All we need is to do is reeducate them with
some engineering or chemistry training, and we would have the
best-trained clean-up team in the world.

We went to local authorities in Colorado, worked with them at
great length, and the Governor set up the proper interactive
system to assure we did the best by tl.ose workers.

There are bits and pieces of that all over the Nation. I don't
mean to say we don't have good people trying to do good work for
displaced workers, but I don't think we have a national program to
address this issue, and we need to establish one.

I have given you the outline. If we do that, we can do it in a way
that will not only satisfy the needs to get these skilled workers
back in the workplace in a productive and meaningful job at the
earliest possible time, but we can satisfy the need that Bill Perry
laid out in a recent address before the Center of Naval Analyses on
"Shrinking the Defense Infrastructure" in which he said the main
issue is how to maintain the intellectual capital.

I believe that there is a system there that can be put into effect
to maintain the intellectual capital on unique defense systems
which doesn't seem to have the same kind of linkage with the pri-
vate sector to satisfy the defense needs as well.

So I think all this can be done. I think we have to set up a na-
tional program. We ought to have it linked with the States, good
oversight jointly between you and the Armed Services Committee
here on the Hill, to monitor. And I think we will Make a big differ-
ence, maybe more than the economic package on the Hill today, to
get our workers sensitized to the fact that the workers here in
America are the most productive workers in the world. They are
great, and we have let them down.

Thank you, Mr. Chairman.
Chairman WILLIAMS. Thank you very much.
[The prepared statement of Admiral Watkins follows:]
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THE DISPLACED SKILLIM WORICER: KEY TO A HEALTHY
INDUSTRIAL BASE WE CANNOT LOSE

Admiral James Watkins
*sip

With the abrupt ending of the cold war, a new sense of urgency was

even to the acceleration of strategic arms reduction. All new nuclear weapons

production was suspended. With this suspension came significant workforce

reduction on short notice. At the same time, rising federal investment in

environmental clean up of these same bomb-building facilities was

commencing. At the Hanford, Washington site - DOE's most contaminated -

even with the cessation of all defense related operations, skilled manpower

requirements grew and still cOntinue to grow. This became a relatively easy

management plan for displaced workers since they could be guaranteed another

job at the same site were they to accept the offer of vigorous cross-training set

up for that purpose.

At most other sites such as Rocky Flats, however, a minimum of a

one-for-one job opportunity could not be justified and dislocations were certain

to take place. This situation is more the norm nation-wide and its management

is not so simple. Furthermore, because there seems to be no comprehensive

or integrated plan attempting to match skills displaced in the state or region to

skills available (or that could be made available through cross-training) our

plans were only partially satisfying to threatened employees at most affected
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facilities. Each announced cutback was painful and filled the workforce with

fear and apprehension. This scenario seemed to cry out for a cauiderably

more effective mechanism to smooth out what appeared to be growing chaos in

the defense downsizing process, as jobs were being lost fames than the system

could respond. So what should be done?

In late May, Deputy Secretary of Defense Bill Perry addressed this

issue in his keynote address before the Center of Naval Analyv.te annual

conference by focusing on Shrinking the Defense Infrastructure." Perry

described his four strategies for downsiring then talked about each one, one of

which was the maintenance of a healthy industsial base. In defining the latter

strategy, he pointed out two different aspects. First, he said, "we get this by

making much greater use of dual-use technology and commercial specifications

in components and systems. These steps will allow us to make much better

use of the non-defense industry as we begin to integrate the defense industry

with it. We can go only so far.in that direction, though. We do not have

commercial industries that build nuclear submarines, tactical fighters, or

armored vehicles." I say the latter special casegories hc cites are relatively

small in number and lend themselves more easily to isolated addressal.

Secretary Perry then closed his industrial base strategy with what I consider to

be his most important statement, and one particularly germane to this hearing.

He said,' The main issue is how to maintain the intellectual capital. How do

151
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you maintain the skill level of the people involved...A major part of our

bottom-up review is to desczibe the actions needed to maintain this healthy

indusuial base, particularly in those areas wheze the systems are defense

unique." The degree to which the affected intellectual capital in these

'defense unique categorin is so unique that it cannot fit into the dual-use

category is problematic. My experience has been that the preponderance of

the industrial base suited for defense and commercial use is virtually the same

in both its critical human skill and general overall technological makeup. If

this is the case, then the principal challenge becomes how to develop and

manage the downsizing both for unique and dual-use systems, in order to

ensure skilled labor recall effectiveness if needed for defense mobilization. At

any rate, truly unique systems and skills can be identified in sufficient detail so

as to provide an agreed upon menu of unique defense system capabffities

(human and material) which may need a tailored approach in order to maintain

the desired healthy indusnial base.

Our question, then, is how do we construct a management system that

can: (1) place today's burgeoning numbers of dislocated skilled defense

workers front both uniformed and non-uniformed components into meaningul

and productive jobs in the private sector; and (2) at the same time allay fears

of those responsible and accountable for atsuring that the intellectual capital of

the national fecurity industrial base is maintained and ready for recall and

3
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efficient reapplication to defense rebuilding if in,d when necessary. The

uniformed component for recall, of course is vested in the Reserve.

In my opinion, the answer to this challenge is one that calls for the

construction, on an urgent basis, of an integratedpublic/private strategic action

plan to initiate such a management system. Such a system might be based on

the following concepts:

(1) Establishment, within the Executive Branch, of a high level task

force appointed by the President and co-chaired by the Secretaries of Defense

and Labor, with participation by all other affected Departments and Agencies

to coordinate Executive Branch involvement with all other affected entities

Dual-use technologies and their supporting human skills, together with their

efficient transfer to the private sector, are already becoming accepted as matter

of national policy, particularly now as response to laws recently expanded by

Congress are being more aggressively implemented. In this connection, the

Executive Branch task force should develop their managmnent plan to include

the following components:

(a) Establishment of a regional skill need/skill available

information exchange mechanism to facilitate the placement of

dislocated defense skills within the same region (best case

15:;
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scenario) or into other Statestregicas if the dislocated worker

elects to move, particularly when skills available may be in

excess of skill needs in the local region. A breakout of both

unique and generic skill losses by quantity and quality to match

the high priority geographic regions should be made a part of

this information data base.

(b) Identification of those rettons where significant Defense

investment is still planned (eg: environmental restoration and

waste management for DOD or DOD-related facilities) and

assign highest priority to determining the degree to which

existing skills (military and civilian) could be placed now or

could be reeducated/retrained to fulfill needs (eg: teaching and

training in technical areas) within that same region.

(c) Development of a 'reserve" or 'recall" incentive system

to help maintain management control over defense unique skills

who make up die departing intellectual capital. Such an

incentive system, to help ensure a healthy future industrial base,

might include establishment of a newly-defined and created

civilian defense mobilization reams cadre, not unlik its

uniformed camterpart, in order to capture their special technical

5
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skills for at least a few years after initial displacement.

Demonstration of unique sidll maintenance by some appropriate

but simple mechanism and some modest compensation for

affiliation to this mobilization reserve cadre should also be

included in the system. A related incentive might be to assure

that compensatory community service under provisions of the

p=ding 'National Service Trust Act of 1993" would include

post-college teaching assignments at qualified re-education and

retraining centers as outlined herein.

(d) Development of interagency - coordinated budget line items

for facilitating success of these objectives shared by DOD,

Labor and other participating Federal agencies in the FY 1994/5

budgets. Incentives to states, businesses, and industry to

contribute in some fair-shared fashion to the total funding stream

of the information exchange system should be included, since

they will be the major beneficiaries of the strengthened Wiled

wad= base.

(e) Development of an ownership transition plan from public to

private sector of those Defense education and training resources

now planned for closure, with priority given to the most

1 5 3
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severely impacteciregions. This is absolutely essential if we are

to avoid loss of some of the finest skill cross-training resources

in the world, both human and material. These education and

training =ten also prep= an ideal placement opportunity for

so many highly-skilled but now displaced milltsry members.

(f) Development of partnerships between public and private

entities to ensure maximum utilization of ober defense

education and training facilities that will still remain in

operation, but may be either under utilized as a result of defense

downsizing or in many cases, not used at all during evening or

back-shift hours. Most of these can be useful for displaced

worker cross-training sod reeducation programs snd as a center

for subsequent job placement, particularly those related to

activities in which considerable federal investment is still being

made, (eg. environmental restoration and wastx management of

closed defense facilities).

(2) E.stablishment of a special joint oversight committee of Labor

and Armed Services Committee leaders hem in the Legislative Branch, to help

ensure eftlective execution of the program and to provide congressiooal

interface for the aforementioned task force. This is also necessary to facilitate

7
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prompt resolution of or expedite any actions on matters that may require

legislation beyond that already enacted.

(3) Encouragement of Governors of those States particularly hurt by

Defense downsizing (and corresponding job loss) to establish their own

counterpart task forces of State/Business/Industrial elements to: help spell out

in a more comprehensive way exactly what intellectual capital (military and

civilian) is in excess and hence in need of retraining/reeducation; participate

with the Federal Task Force to harmonize regional skill requirements with

displaced workforce skill mix available or about to be made available;

determine what their priorities are by most-burdened region; and set up an

interstate information communicutiems exchange to allow exploration of

opportunities for excess local skills to move elsewhere if they so desire.

Perhaps priorities would be set by having each state establish regional criteria

on the basis of its existing or anticipated unemployment figures which are

directly tied to defense downsizing or base closure actions and in excess ot the

national norm.

Admittedly, many elements of this kind of plan are already being

pursued in varying degrees across the county, but with questionable overall

effectiveness. But if we set out to make this more of a Manhattan Project in

defense i'dA wnsizing as we did far 'upsizing,' there is little question that we

16r.)
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will do the job better, faster, at considerably less human cost and with

considerably more confidence that our future national security needs can still

be met.

Let me give you some examples from my own expetience in both the

DOE and the private sector, where selected protection of needed intellectual

capital of the industrial base has been achieved as a result of defense

downsizing

(1) Displaced Military

(a) OLD DOMINION UrINERstrY'S MILITARX TRANSITION

1galillill.2110136M

This Program was founded in 1989 with 40 students,

with focus on training xansitioning military personnel to be

elementary, secondary and special education teachers. Current

enrollment is 750. More than 60-percent of the students have

other degrees most in math and scient fields. Many of these

students have masters degrees when they enroll at ODU.

Nearly 100-percent of the program's graduates axe placed in

full-time teaching positions. The University has strong ties to

local school districts, and works to meet the schools needs.

Graduates are now teaching in 15 states, including Virginia,

76-387 0 - 94 - 6
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many having assumed leadership roles in their schools. ODU

has teaching sites in Norfolk, Virginia Beach, and in the

Hampton/Newport News region. The Virginia Department of

Education has given ODU permission to pursue distance

learning programs within the state; ODU has the capability to

take its program through distance learning to virtually any

city in the country, and many locations around the world. ODU

has been contacted by other universities about assisting them in

establishing parallel programs. The consultant firm with which

I am now affiliated here in Washington D.C. called APCO

Associates, has been active in providing support to ODU for this

program.

(b) ELQEMA_:111:1[

CAREERS IN UNDESERVED MOLL AREAS

In Florida, an innovative program has been esublished

which links the Plod& Department of Education with

community colleges, vocational-technical whoob and indusoies

where there are job shortages in the health care and trucking

indisstdes, as well as public sector jobs, particularly teaching

and law enforcement. The Second Canters program targets

military penonnel who have or will soca separate from the

10
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armed =vices and are plamting to relocate to Florida. In 1992,

this program was highlighted before the Senate Task Force on

Defense Conversion. As a result, the Second Careers

framework became the model for tranaition services in the 1992

Defense Authorimtion Act. Over 3,500 military personnel have

contacted the Second Careers office for amiatance during the

past three years.

(2) Displaced Civilians

(a) ROCKY FLATs LOCAL IMPACTS INITIATIVE

At Rocky Flats, the community leaders from the

surrounding cities and counties joined forces with other parties

interested in the future of the facility and fanned the Rocky

Flats Local Impacts Initiative. Membership is comprised of

civic and butinnt leaders, union representatives, environmental

activists, DOE and contractor staff as well as other

'stakeholders." The Department of Energy provided funding

for that poop to serve as an active participant in framing the

new Rocky Flats ooe that is smaller in size and serves a new

purpose environmental cleanup. A top priority for that group

is the future of current workers at the plant. I ask you, what

better technical work force to clean up than those who for years

11
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had been Wind to maximize ceoductioo effectiveness? They

now what the undesirable envhonmental hazards are And where

they are located. All they need now is our help to cross-train

them to apply their CUITeit technological skills in production,

retooled to those diffaent but related skills needed for

environmental clean-up.

Working as a teem with the community group, the

Departmem developed a number of approaches to providing

worker retraining or training enhancement. Just prior to leaving

the Department, I issued an order for the plant to reopen the

Rocky Flats Institute which was initially started to provide on-

site employee development training. That Institute, which draws

on instructors from local colleges, will now also provide the

courses necessary for worinm to move from work on the

defense side of the plant to work in the area of environmental

restoration and waste manage:mint.

Rocky Flats is also lading the way in teaming with state

officials to drain individuals for aiviroomental restanticm work

throughout the state not just on a site-specifle basis. Working

with Fiord Range Junior College, and the State of Colorado,

12
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Rocky Flats is providing training for environmental technicians

who will be able to work on cleanup projects federal, state

and private anywhere in the state. The Depanment plans to

use the Rocky Flats technician retraining program as a model

for other DOE sites such as Pinellas (Florida) and Mound

(Ohio).

The Rocky Flats Local Impacts Initiative is also working

with DOE to identify personnel needs throughout the state where

existing DOE workers can reasonably participate in some form

of retraining and find employment in the private sector. This

local/federal coopaative effort is essential to a successful

worker retraining effort. We need sto look at all training

resources (e.g., military) and all potential job opportunides

through a collaborative effort.

A related, very necessary activity is the effort on the part

of the Department and the community group to identify possthle

economic development opportunities for the site itself, thereby

establishing job potential on-site. There have already been

several expresions of interest on the port of the private sector

to make use of not only the buildings at RFp, but the machinery

13
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and the personnel trained to operate that equipmem. A prime

=am* is the precision waling machine shop where the

rarofitted equipment enables the technicians to manufacture

components to measurements =sower than a hair. The

*defense unique skill who run that equipment are the cream of

the crop, chosen from around the country to operate state-of-the

art, one-of-a kind equipment. It would be a mime to lose those

capabilities to the defense industrial base both equipment and

personnel. Economic development at sites being closed should

be an integral part of any worker reuaining plan.

Although each of these are isolated exaniples of succesaful defense

conversion while maintaining the intellectual capital within the industrial base,

we need to recognize that the institutional process is not well-established

nationally and needs to be brought together in an integrated and comprehensive

manner. This may take sevesal years of solid management attention, but if we

fail to start now, we will not only lose control of the induarial base foc

possible national security recall, but more importantly fail to get our good

displaced defeuse workers in productive jobs in the least possalle time.

In conclusion, then, it is my belief that vested in the world's finest

education and training factlides owned by our Depatment of Defense, we have

14
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the potential to create productive jobs for the displaced defense worker in the

commercial world. We hive the potential to maintain the intellectual capit21

needed for recall, and to create a long-needed mechanism to provide needed

nation-wide skills cross-training so as to preclude another tragic discontinuity

between changing skilled workforce requirements derived from violent national

policy swings, and the qtritt available to fin these new requirements.
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Chairman WILLIAMS. Our next witness is Gregory Bischak, Exec-
utive Director, National Commission for Economic Conversion and
Disarmament, Washington, DC. Thanks for being with us.

STATEMENT OF dREGORY BISCHAK, EXECUTIVE DIRECTOR, NA-
TIONAL COMMISSION FOR ECONOMIC CONVERSION AND DIS-
ARMAMENT, WASHINGTON, DC

Mr. B1SCHAK. Thank you, Mr. Chairman and members of the sub-
committee. I am pleased to have the opportunity to appear at this
oversight hearing to address the issue of dislocated defense indus-
try worker programs, particularly dealing with the draw-down in
defense.

I have formal testimony which I have submitted, so I will try to
give a quick overview of what is in there.

The support, broadly speaking, for defense dislocated workers is
more or less the generic supports outlined in the Economic Disloca-
tion and Worker Adjustment Assistance Program, and Title III of
the Job Training Program.

As most people know, about $225 million has been allocated by
Congress to deal specifically with dislocated defense workers. About
$150 million of that was allocated in 1991 and took over a year for
that to begin to spend out, and there was $75 million from the 1993
defense authorization bill was provided to fund another element of
this program.

By and large, most of these services are provided by the
EDWAA-style programs at the State level. We have no comprehen-
sive evaluation of these programs. There are two elements, howev-
er. One is the normal EDWAA allocation of moneys at the State
level to dislocated workers and another is a set of demonstration
programs put together to deal with the more proactive job loss
aversion element. It is the latter that I will focus on more.

But I would like to comment that our data that have been devel-
oped from analyzing the 10 years of experience in the EDWAA pro-
gram indicates that it is exactly the job profile of the dislocated de-
fense worker that is most at risk of having a difficult relocation
and readjustment period after a layoff. Their age, their long job
tenure, blue collar occupations have increased significantly their
likelihood of a long duration of joblessness.

With the Bureau of Labor Statistics projecting $1.3 million addi-
tional defense-related layoffs for the next five years, it is evident
that we need to target these particular types of workers with a
proactive measure to save jobs through an extensive and flexible
retraining program that is geared towards linking these job train-
ing programs with the real opportunities in the job market.

By and large, our experience with the EDWAA programs indi-
cate that we need to improve our early warning and rapid response
efforts. Best results are achieved when services begin immediately
at actual terminations or the announcement of terminations,
onsite, for single location counseling for workers before they dis-
perse. And this will require significant advance notice of termina-
tions for quick response by firms, local authorities and employee
representatives.
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Moreover, we need comprehensive services to meet the diverse
needs of workers about theto provide them with information
about the benefits and services available.

It is clear that partnerships and coordination are of utmost im-
portance among all affected constituents, and retraining options
must be extensive: remedial skills, university programs, community
college programs, everything from business start-ups all the way
down to advanced credentialing. These are the kind of retraining
options, including income support for long-term training.

This is clearly the biggest lack in the EDWAA program based on
the evaluations of the Office of Technology Assessment. There
needs to be more flexibility and discretion, program allocation,
stronger role for the Department of Labor andensuring rapid re-
sponse, streamlined procedures for delivering discrefr'onary pro-
grams and a greater role of labor and managemen4 .n program
design and implementation.

In large measure some of these recommendations have been in-
corporated in the 1991, 1993 legislation for defense industry work-
ers encouraging labor-management participation and speedup in
notice of application procedures for the assistance.

Indeed, 30 days after the Defense Secretary submits his budget
there is supposed to be notification provided for affected workers.
These are the recommendations that come out of the process that
has been implemented to date.

Finally, I would like to note that the demonstration programs for
the dislocated workers have much to recommend for the whole
process of planning to avert job loss. There are several very impor-
tant demonstration programs underway. I would cite only one,
given time constraints.

CALSTART, a high-technology business incubator in Southern
California is one project aimed at providing jobs at the end of the
retraining pipeline. There are workers involved in this program
that are currently employed, 300 at-risk aerospace workers, work-
ing in the emerging electronic vehicles industry, and they will
train 35 unemployed workers. This is the direct result of a $500,000
Department of Labor demonstration grant to create more proactive
measures at job creation and retraining efforts.

There are many other experiences I could comment on from the
private sector, conversion efforts, but due to lack of time I will not
be addressing that issue.

I would like to say there are several other important initiatives
in the State programs aimed at linking up emerging technology in-
vestments with job training programs. I cite in particular the Cali-
fornia Employment Training Panel program that is looking at elec-
tric vehicles, intelligent vehicle highway systems, telecommunica-
tions, command and control intelligence systems for mass transit,
fuel cells and other technologies. These are, I would argue, are the
ways to go about insuring there are job creation efforts linked to
the retraining programs.

Thank you, Mr. Chairman.
Chairman WILLIAMS. Thank you.
[The prepared statement of Mr. Bischak follows:1
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Prepared by

Greg Bischak and James Raffel

Mr. Chairman and Members of the Subcommittee:

I am pleased to have this opportunity to appear at this oversight hearing on existing

programs designed to help dislocated workers. I will address the specific topic of programs

aimed at assisting dislocated defense industry workers currently being affected by the

drawdown in defense spending.

I. Overview of Retraining Programs For Displaced Defense Industry
Workers

Support and labor market measures for defense workers have traditbnally been

more or less "generic." At larger defense firms early retirement schemes have played an

important rola because of the age structure of the defense labor force. For the rest, the
government provides normal unemployment benefits in combination with access to the

general job placement and retraining services available through the Economic Dislocation

and Worker Adjustment Assistance (EDWAA) program.

In total, Congress has allocated roughly $225 million in employment and training

assistance to displaced military workers over the last two years. Funding goes to states to

provide general services and to individual demonstration grants for new types of assistance

projects. Funding of actual projects only began in 1992 even though the $150 million

authorized for retraining projects was made available in 1991. There was considerable

delay in the transfer of this initial funding from the DoD to the Department of Labor (DoL).

Nonetheless, DoL reports that approximately $70.1 million of the original outlay has

actually been distributed to projects as of lune 30, 1993.

In thc 1993 legislation. $75 million was added to EDWAA to assist displaced

defense industry workers, but it will take time for this money to be allocated. Services for

displaced defense workers have also been provided over recent years through the pre-

existing Unemployment Insurance and EDWAA programs.

Firms can use these funds to set up programs for laid off workers if they face a loss

of 25 pacent or more of their sales or 80 percent or more of their work force as a result of

defense cuts. Workers may qualify for JTPA assistance if 100 or more workers are affected

as a group and they are deemed eligible under section 325 of the Act. Community
organizations are eligible for these EDWAA funds when they face prospective losses of

2,500 jobs within an urban area, or a one percent reduction in defense jobs for urban areas
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with work forccs of less than 250,000 or rural areas with work forces of less than

100,000. Trade unions, States, title III substate grantees, employers and employer

associations are eligible to apply for these monies.

Generic Support Services for Displaced Defense Workers

Public programs for the unemployed suffered substantial budget cuts in the 1980s,

which may explain the slow pace of allocating new funds to actual programs. The basic

unemployment insurance scheme in the U.S.(UI) is operated jointly by fe6eral and state

governments. Federal funds from taxes on employers are transferred to the states which

also provide funds, set eligibility standards and establish benefit levels. This insurance

scheme, always less generous than those offered in most OECD countries, covered only

about 40 percent of unemployed workers by the 1980s.1 Furthermore, it offers very short-

term coverage: rnost workers arc covered for only 6 months although some programsallow

extended benefits for certain categories of workers and in times of recession. The limited

coverage under UI has been a major constraint for workers who want undertake training or

more extensive job searches.

State Employment Services (ES) offices manage the UI programs and also provide

job search assistance and other services toall categories of unemployed. Workers displaced

by plant reductions can utilize these generic services. But most evaluations of ES

operations have concluded that these offices are severely over stretched and understaffed

and are unable to provide services "tailored to the needs of displaced workers."2 In

recognition of this, Congress created Title Ill of the Job Training Partnership Act in 1982

and reformed and added funding to this programin 1988 (when it was renamed EDWAA).

EDWAA is designated to serve the specific needs of displaced workers. Finally, certain

categories of workers including some defense workers have obtained services from the

Trade Adjustment Assistance Program (TAA). This is the only program that offers

significant income replacement benefits while workers are enrolled in training. It is

available for workers unemployed due to trade competition or by changes in federal policy

such as defense.

1 Office of Technology Assessment, After the Cold War:Living With Lower Defcnse Spending. pp. 74-

75.

2 Ibid., p. 75.
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Most employment and training services available to laid off defense industry
workers are provided through the EDWAA programs. It is unclear how capable the
EDWAA program is in dealing with unique problems of displaced defense workers. These
include: the peculiar industrial and occupational composition of the defenselabor force,
their age profile, and their wage rates. A recently released study of the 1981-1990 period
shows that age, long job tenure and blue collar occupation increased significantly the
duration joblessness of displaced workers.3 These arc precisely the characteristics of many
defense industry workers. Indeed, according to projections made by the Bureau of Labor
Statistics, as many as 1.3 million defense industry workers will be affected bydefense cut
backs over the next four years, with many of the projected job losses concentrated in low
growth industries and declining occupations. Hence, pro-active measures to save jobs, as
well as extensive and flexible retraining will be required to prevent defense indust-y
workers from facing relatively long periods of unemployment. The basic question
confronting policy makers is if EDWAA in its current form can meet this challenge. More
specifically, does the program need significant reforms and additional funding to cope
effectively with the problems of defense displacement?

Best Practices: Rapid Response and Comprehensive Services

The employment effects of major structural change over the last two decades led to
the implementation of programs specifically targeted to displaced workers in most advanced
market economies. The relatively long history of many of these efforts has allowed experts
to identify a clear set of "best practice" characteristics. The key determinants of
effectiveness include:

Early Warning and Rapid Response: Best results are achieved when service
delivery begins before actual terminations commence. The most successful
programs to aid displaced workers set up a package of employment services pn-sit

or at a single location before workers disperse after the layoff. This requires
significant advanced notice of terminations and a quick response by firms, state and
local authoz ides, and employee representatives.

Comprehensive Services: Services should be developed which meet the diverse
needs of displaced workers. These typically include: individualized counselling

3 See Congressional Budget Moe, Displaced Workers: Trends in the 1980: and implications for the
Future, Washington D.C.: CBI:). 1993), pp. 19-20.
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about benefits, services, retraining options; provision of information about job

openings; funding and support services for small business start-ups; and on-site

space and material for job clubs or other job search mechanisms. These have often

included unorthodox approaches such as providing consulting and business
planning services for employee ownership buyouts, or other measures to retain

employment at a specific establishment .

Partnerships 2nd Coordination: Quality programs have involved a high degree

of coordination between government employment offices, labor representatives,

enterprise management, and local educational and training institutions.
Effectiveness is measurably enhanced when these actors work together to shapc and

reshape programs to improve placement rates in new jobs or training institutions.

Extensive Retraining Options: Effective placement of unemplcyed workers
into training programs also requires special attention to the diverse needs of affected

workers. The best programs involve individuals in establishing their training needs

and preferences. A wide range of training options must be identified. These can

range from remedial skills training, to university programs, to programs on how to

start a business. Also the most effective programs in terms of placement rates and

income levels are those which provide some income support for workers enrolled in

training programs.

In the early to mid-1980s the Title III program had limited success. There were

some effective prograrns in selected states, but the funding and coverage of the program

was too small. Over the 1985-1989 years approximately 9.2 million workers were

displaced by plant closures or cutbacks and Title 111 programs were reaching only about 6

percent of eligible workers.4 Also because the program was run by the individual states,

there was a huge disparity in quality across the country. Some states such as Colorado
offered highly effective programs, while other states barely provided any specialized

services. Furthermore, the effectiveness of EDWAA, and the more comprehensive TAA

program wcre hampered by poor monitoring of the private training and placement firms

who acted as local contracting agents.

Over the last three years the performance of the EDWAA program has improved as

funding levels more than doubled between 1989 to 1992. However, in terms of meeting the

4 Ibid., p. 77.

4
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best practice criteria outlined above, performance remains extremely uneven. Perhaps most

shocking is that no comprehensive evaluation of EDWAA has beea made, so it is unclear to

what extent the program is meeting its object:iv& A just completed evaluation of the TAA

program finds little evidence that the program increased average earnings or the likelihood

of participants being employed.' Several specific problems have plagued these programs.

Effective early response to terminations has traditionally been hampered by the lack

of any U.S. law mandating pre-nodfication in cases of mass layoffs. The WARN
provisions, implemented in 1989, partially remedied this situation. It requires companies

with 100 or more employees to give 60 days pre-notification of planned layoffs above

certain thresholds. Despite certain problems, the WARN improved the early response

capabilities of the EDWAA program as a whole. The uneven response performance among

states, however, remains a major problem.7 The OTA studied the performance of EDWAA

in the case of 21 military related mass layoffs. The study revealed that in only seven cases

were EDWAA services available before layoffs began.8

In terms of the other criteria, EDWAA performan:e has also been quite mixed.The

services offered are often inflexible because EDWAA requires 50 percent of funding to be

allocated to traditional training activities. The use of the Service Delivery Areas (a local

organization of public and non-profit groups managing the program in a given region) as

the sub-state entity managing individual programs has also been criticized. These groups

also manage programs for disadvantaged youth and adults which are often higher on their

agenda. Moreover, use of SDAs precludes more involved program management by labor-

nanagernent committees.

The OTA made a series of recommendations to improve EDWAA. Among other

things they argued for more flexibility and discretion in program allocations; a stronger

role for the Department of Labor in ensuring rapid response and other best practice was

consistently applied across states; a more streamlined procedure for receiving discretionary

5 See Congressional Budget Office ,Displaced Workers: Trends in the 1980s and Implications For the
Future. p. 32.

6 Ibid.. p. 38

7 The OTA reports that in one study of 15 states only 5 had rapid 1r-sponse procedures that were well
established and working well. See Ibid., p. 79.

8 ibid., pp. 79-81.
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funds: and a greater role for labor and management in program design and
implementation.9 They also suggested that funds be allocated through other DoL programs

to encourage the retraining of still active defense workers in new skills required for civilian

production.

Some attempts were made in both the 1991 and 1993 legislation for defense
industry workers to address the performance problems of EDWAA. The legislation seeks

to speed up application and response time for EDWAA transfers, it requires the DoD to

notify firms affected by defense cuts of possible contract terminations, and it encourages

projects by labor-management committees. Thus far the rapid response provisions have

been partially blunted by the tardy transfer of funds out of the DoD.

Prenotification Requirements Under the 1993 Defense Authorization Act

Under the 1993 Defense Authorization Act the Defense Secretary was to provide

notice to contractors of programs likely to be terminated or substantially reduced 30 days

after the President submits his budget to Congress. In turn, the contractors were to notify

workers two weeks later, who were then eligible for certain benefits under the Job Training

Partnership Act. Once Congress passed the budget appropriations in the late summer, the

Defense Department would provide final notification to the affected contractors.

Congress had hoped that by providing cOntractors and workers with sufficient
advance notification of impending cuts, the affected defense films and communities could

act to promote conversion and minimize the resulting dislocation. DoD has been slow in

implementing this requirement. However, by establishing this early notification system a

critical warning process is initiated before Congress appropriates money for the defense

bill.

Administrative action by the DoD is narrowing the statutory requirements to notify

affected contractors. Provisions of Section 4219 of the 1993 Defense Authorization Act

require DoD to notify those contractors threatened with a reduction of 10 percent of their

prior yeais contracts for a particular program (or $5 million cut, whichever was greater).

The Undersecretary of Defense for Acquisition. John M. Deutch have indicated that the

DoD will only provide noticc for cuts of 25 percent or more.

9 Ibid.. pp. 78-89.

6
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Raising the threshold for notification from 10 percent to 25 percent is no small

detail since it means that thousands more workers will not be notified. A memo prepared

by the Office of Undersecretary of Defense for Acquisition indicates that as many as 82

major weapon system procurement programs may be cut by 25 percent or morc; no
comparable calculations were made public for the ten percent figure.

Our calculations reveal several significant contract reductions among major defense

contractors that would fall below the 25 percent threshold. For example, the DDG-51

Destroyer, produced by Bath Iron Works in Maine, will be cut by about 18 percent, the Air

Force's F-22 ATF aircraft will be cut by nearly 17 percent and the troubled C-17 cargo jet

will be cut by nearly 16 percent. Meanwhile the upgrades on the F-16s for the Air National

Guard will be trimmed by 11 percent. There can be little doubt that a complete list starting

at the 10 percent threshold would double or triple the number of contractors and
subcontractors that would have to be notified.

The DoD and Congress are likely opting for the higher threshold in order to reduce

the bureaucratic requirements for the Defense Department. However, while this might make

DoD's job easier, it makes conversion planning more difficult for the affected contractors

and workers.

With the prospect of an additional 150,000 defense industry workers affected this

year by cuts, and perhaps another 200,000 next year, a key concern is getting early
notification to workers and communities. Some defense contractors have argued that

further prenotification requirements are unnecessary because most people know that the

writing is already on the wall. Indeed, each year the Pentagon projects spending for each

major weapon system over the next few years, which allows the contractors to adjust their

plans accordingly. However, this informal process has failed to initiate any significant
efforts to promote job retention through conversion. Usually the workers and communities

only hear about Pentagon plans after the pink slips are.handed out.

However, by initiating a formal prenotification process at the beginning of the

budgetary cycle, many workers and communities will be in a better position to get early

intervention programs into place for workers and communities to adjust and to promote

conversion efforts. As the table of selected major weapon systems cuts makes apparent, the

regional distribution of contract dollars can be determined in advance, thereby providing

1 7 3
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businesses, workers and community leaders and planners with critical information
necessary to launch timely job retention and business development efforts (see appendix).

H. DoL Demonstration Programs for Retraining Defense Workers

Direct conversion projects are also funded through a special discretionary program

outside of EDWAA. Several very interesting demonstration projects have been started with

money from the 1991 legislation. More recently, the next round of demonstration grants

request for proposals has gone out and applications are due by August 2nd of this year.

Four examples out the 12 demonstration projects so far funded arc profiled here.10

CALSTART, a high tech business incubator in Southern California is one project

involving workers not yet laid off. This is a $1.8 million effort led by the firrIl Arnerigon,

together with state and local governments, other corporations and the International
Association of Machinists which will train 35 unemployed workers and retrain 300 current

aerospace workers for jobs in the emerging electric vehicle industry. The project received

$500,000 in DoL demonstration grant money to develop this retraining effort through the

Verdugo Private Industry Council in Glendale, California.

In hard hit St. Louis Missouri, County government received a $500,000 grant that will

offer customized worker retraining programs for managers and workers at small
defense dependant manufacturing firms. This pro-active program will seek to "convey

the skills and business orientation necessary for the firms to survive." Another St.

Louis program is using a $123,000 EDWAA grant to help displaced McDonnell-

Douglas engineers start small businesses.

Another demonstration grant went to a local group to assist Sargent Controls, a firm

which engineers and manufactures components for the recently cancelled Seawolf
submarine. This Tucson, Arizona based company is totally dependent on its Seawolf

contract. The grant of $325,000 will be used by the firm to establish a marketing
department, adapt new quality control and packaging operations, and to retrain
management and engineers in commercial specifications and documentation.

10 These cascs are taken from. The New Economy. Fall 1992. pp. 6-7. The New ':conomy is published
quarterly by the National Commission for Economic Conversion and Disarmament, Washington. D.C.

8
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The Pennsylvania Department of Labor obtained a $460,000 grant to develop an early

response program to aid the 11,000 workers due to be laid off at the Philadelphia Naval

Base and Shipyard in late 1993. The project will "use the time prior to the layoffs to

develop an employee skills inventory and occupational assessment; develop a
comprehensive training plan and establish a community based task force to oversee

implementation of the program."

One interesting feature of these small projects is the new emphasis on pro-active

efforts to retain active workers by enhancing the conversion prospects of firms. Another

advance is the fccus of these efforts on the unique characteristics of the military production

labor force. It is too early to evaluate the success of these pilot projects. It can only be

hoped that innovations will continue and that successful early experiences will be quickly

disseminated as best practice.

III. Corporate Civilian Diversification Efforts

Corporate civilian diversification strategies are actually more prevalent than widely

believed. According to a report of a survey conducted by the Winbridge Group of
Cambridge, Massachusetts of over 1.100 senior defense executives, 71 percent of thc 148

respondents said they were studying the feasibility of commercializing defense
technologies. Over one-third of the firms indicated that they had actually commercialized a

defense technology. And 81 percent of those firms that did commercialize defense
technologies indicated that they had brought the new product to market within two years.

However, many other firms reported that they were not pursuing commercialization

strategies because of the familiar barriers to moving into civilian work: the defense business

fosters high-cost, high-performance management and engineering requirements which

create obstacles for making defense technologies commercially viable; the firms lack the

appropriate staff for commercial work, particularly in marketing; and the efforts by others

firms to commercialize were discouraging."

For firms actively engaged in internal or external diversification efforts, however,

there arc few cases where this has lead to large-scale job retention. Indeed, in mc.s: eases,

these efforts do not create jobs for defense workers, especially when the firm seeks to

acquire a commercial firm to diversify its product mix and sales.

II The Commercialization of Defense Technology: A Survey of Industry Experience. prepared by the
Winbridge Group Inc. for DRI/McGraw Hill Inc, and the Fraser Group Inc.. Nov. 1991, p. 2.

1 7 3
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General Electric is an example of a top-five contractor which historically received

over 85 percent of its revenue from non-military corporate divisions. In the face of military

cutbacks it is re-channeling investment into its more promising commercial divisions. GE

restructured and then sold off its main military division, GE Aerospace. Such internal
diversification does not normally create alternative employment for workers laid off at a

firm's military divisions. The firm cut 10,000 from the payrolls of GE Aerospace before

selling the division off to Mardn Marietta in 1992.12

Some firms such as Lockheed and Martin Marietta have had some success in
expanding into closely related civilian government markets. Martin Marietta, for example,

has focused on applying its C3I technology to systems it is selling to civilian government

agencies. It was recently granted the role of lead contractor in the Federal Aviation
Administration's $16 billion program to remodel U.S. commercial air traffic control

systems.13 It is unclear if defense division workers are being shifted into Martin Marietta's

new civilian operations or if this effort involves actual conversion of military production

facilities.

Hughes Aircraft, a top-ten defense contractor is making a systematic effort to use its

technology and the skills of former military division employees to enter new civilian market

areas. Its largest foray is into technology for production of electric cars by its parent

General Motors. In the next two years the company hopes to move from having 80 percent

of its sales corning from defense to a defence dependency of 50 percent.14 It is noteworthy

that both the state and federal governments are important actors in stimulating electric car

development through both regulatory requirements and R&D support. However, Hughes

has currently set up more than 50 diversification projects and sevtral have begun to turn a

profit.13

Westinghouse Electric Corporation's Electronic Systems division has set a goal of

achieving 50 percent of its revenues from non-defense work by 1995. It began its
diversification efforts in 1989 and now reports that it has developed five separate non-

.12 See Ibid.. OTA, pp. 198 and The New York Times, p. 6.

13 Ibid.. OTA, p. 203.

14 See National Commission fix Economic Conversion and Dissemament, Successful Conversion
Experiences, Washington D.C., 1992.

15 See, "Mike Armstrong's Leap of Faith," BILLifiess Week, March 9, 1992, pp. 58-59.
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defense projects which employs over one-fourth of the division's workforce. These
diversification projects involve commercial applications of ground, air and radar
surveillance technologies, transportation automation, electronic controls for security,

electric vehicle propulsion, and bar-code mail processing. These efforts attracted a great

deal of attention on May 11, 1991 when President Clinton chose the Westinghouse facility

in Linthicum, Maryland to unveil his national conversion plan. Despite this initial success

in diversifying its defense division, the company has laid off 1,400 defense workers in

1992.16

These cases suggests that the most promising opportunities for certain large
military-oriented firms arc in civilian government markets. The experience of military firms

in designing and integrating large systems, and their expertise in bidding and carrying out

government contracts, makes them competitive in many public R&D and infrastructure

markets. Such markets, involving large complex projects and multi-year contracts, arc

more predictable and less subject to domestic and international competitive pressures than

purely private markets. Yet, the shortcoming of these strategies has been the lack of job

creation and the persistence of mass lay offs among defense industry workers.

Civilian Conversion Strategies

The strategy which holds the most promise of retaining employment for military

workers at specific locations is conversion to civilian production through new investment

or spin-off. Generally a firm can increase its civilian orientation in a number of ways

including:

Expansion of existing civilian production;

Development of civilian variants of military products or components;

Development of new civilian products out of military technologies;

Development of entirely new civilian products.17

16 See 'Companies in Profile' in IEEE Spectrum Special Issue on Conversion, December. 1992. p. 42.

17 See Michael Renner, Economic Adjustment After the Cold War: Strategies for Conversion (Geneva:
United Nations Institute for Disarmament Research. 1992), p. 29.
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Conversion within existing defense-serving establishments is actually a fairly
common phenomenon among smaller, less specialized, firms in the subcontracting chain.
Small machine shops, producers of more generic components and certain small business
service and computer software companies often find it possible to replace defense work
with new sales to civilian customers.

A number of firms such as Textron Aerostructures of Tennessee, AM. General in
Indiana, Air Industries and FrisbyAirborne Hydraulics in New York, and Curtis Universal
Joint of Massachusetts have adapted existing products or developed new products to
expand civilian business."

Through the 1980s, the Curtis Universal Joint Company of Springfield
Massachusetts sold most of its universal jointsan energy transmission device--to the
militaly.19 After the firm modified its production process and modernized its facility dunng
1989-90, however, costs decreased and quality increased. During the restructuring, it was
discovered th: : much of the firm's machinery--including its machine tools--could be
adapted to produce a commercially viable product. As a result the firm has expanded its
commercial sales to compensate fordeclining military sales.

In 1985, Frisby Airborne Hydraulics did 90 percent of its business with the
Pentagon and military-firms. Five years later, this figure was reduced to 20 percent.20 The
firm's restructuring, which included establishing complete participative management in
production and eliminating one layer of management, was accomplished without laying offany workers.

Between 1988 and 1991, Textron Aerostructures of Nashville, Tennessee, a
maker of airplane wings, turned an 80-20 percent dependence on military contracts into a
20-80 percent modest dependence. Management assigns a portion of the credit for the
success of the transition to employee involvement in the necessary changes in accounting

18 See National Commission tor Economic Ccnversion and Disarmament, 'Successful ConversionExperiences. Washinyton D.C., 1992,p. 7-10.

19 Dr. Frank Emspak, 'Clearing Obstacles to Conversion: AProcess Driven Model fcx EconomicConversion,' paper presented at the AmettanAcademy of Arts and Sciences, September 10-11, 1990
20 'CEO Reports Conversion Success Sag: The New Economy, October 1990, p. 3.
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procedures and design. The company's loss of defense contracts led to significant lay-offs:

the union work force fel/ from a peak of 5,400 to its current level of 1,200 employees. In

addition to supporting the case for conversion, therefore, this example is also a cautionary

tale, demonstrating the importance of advanced planning to avert layoffs.21

In the mid 1980s, Air Industries of Bay Shore New York sold 80 percent of its

products to several military contractors, including Grumman, Fairchild Republic and

Sikorsky. By 1991, 80 percent of the company's business had become commercial,

"much of it for Boeing Co.'s fleet of passenger planes," according to New York Newsday.

Although profit margins for commercial contracts art lower than for military contracts, the

company remains prosperous. Rerently the state's Job Development Agency loaned the

company $720,000 to expand its production facilities. They expect to hire an additional 35

to 40 workers as a result.22

The AM General facility in Mishawauka, Indiana is the manufacturer of the

"Hummer" off-road vehicle made famous by the Gulf War. As part of its strategy for

breaking out of its dependence on defense contracts, the company has begun adapting the

Hummer for use as fire trucks and ambulances in remote areas, where the vehicles' air-and

water-tight bodies will be useful negotiating bad roads. Worker participation in both the

production and testing proces.;:s are credited with saving hundreds of hours and

substantially cutting costs. In addition it has prevented further layoffs and may create new

jobs. Now the company has announced plans to produce an off-road recreational vehicle

for the domestic civilian market.

One medium-sized company,
M/A-COM luc. of Wakefield, Massachusetts

illustrates the greater flexibility among subcontractors. M/A-COM produced defense

electronics equipment, supplying microwave and RF components and connectors for the

military, and it was 90 parent dependent on military contracts in the late 1980s. But since

the downturn in defense spending, the company has moved to aggressively convert to

civilian fields where it has strong technological competence such as telecommunications

21 "TQM, Discipline, Helps Textron Aerostntclures Go Commercial; Aerospace Daily, August 13, 1991;

ECD interview October 1991.

22 lames Bernstein, `A Switch in Gears," New York Newsday, November I, 1991, p. 51.
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and cellular systems, commercial radar, and navigation systems. Success has come fast,

with new markets in cellar communication growing the fastest.23

While commercialization has worked for certain small to medium-sized firms,

recessionary conditions have severely constrained civilian market opportunities. While

many of these cases of conversion by small and medium-sized firms have succeeded in

dramatically reducing the companies defense dependency, they have, by and large, been

able to only re-employ a fraction of their work force in civilian activities.

Another channel to convert the skills and technology of military workers and

enterprises to civilian work is through employee-management buy-outs or other
mechanisms to spin-off new small firms from the parent enterprise or company. The spin-

off of small firms using technology developed under military contract for civilian
applications may not necessarily use existing equipment or facilities. But there are
numerous instances where new small firms have grnwn and created new employment in a

region by commercializing defense related technologies. For example, it is estimated that

over 50 small businesses have mccntly grown up in the region surrounding the Hanford

nuclear weapons facility in Washington State drawing on technologies first developed

within the Hanford complex.24

Lessons from Corporate Experiences

The examples of corporate efforts to move out defense and into commercial

opportunities suggest certain clear lessons. First, fums must develop a corporate strategic

plan which identifies the technological opportunities in fields that they are familiar and in

which they may possess certain market advantages. Second, they should cultivate civilian

marketing capabilities through either consultants, joint ventures or acquisitions. Cross-

licensing agreements is yet another way that firms might develop marketing and
technological partnerships. Third, and perhaps most importantly, the firms must learn how

to control costs and increase quality controls consistent with civilian market demands. Of

particular importance is the need to retrain engineers to meet the cost and quality
requirements of commercial markets. Meanwhile, managers used to dealing with only one

client, namely the Pentagon, must undergo a thorough retraining to learn how to deal with

23 See 'Companies in Profile' in IEEE Spectrum Special Issue on Conversion, December, 1992, p. 42.

24 See Myerson, Oden, Paridis and Wilson, Pannerships: The Key to Job Creation. (Paris: OECD/1LE.
1992), p. 81.
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many customers. Finally, involvement of the workforce in the continuous improvements of

the manufacturing and services connected to the firms' production and service operations
are necessary to compete in the international market. Arguably, the failure of many
corporations to engage the skills of their work force in the conversion is a principal factor

contributing the large-scale lay offs within military industry.

IV. State Programs Linking Retraining and Economic Development

Sometime this fall, the Clinton Administration is expected to announce its plan to

reform the nation's job training programs. Many of the changes under consideration
including providing income support, wage supplements and relocation allowanceswould

encourage workers to seek the long term training they may need to find employment in an

economy undergoing structural change. Yet policymakers should also consider
incorporating provisions of successful state programs for dislocated workers into the

federal effort. Unlike the federal Job Training Partnership Act, California's job training

program has a proven track record of providing assistance to dislocated workers before

they are laid off. Several states, including Texas, have incorporated elements of the
California program. In addition, California recently launched a sophisticated industrial

planning effort that seeks to use state investments in transportation and infrastructure to
create jobs. Finally, a new report detailing the experiences of workers at a Unisys plant in

New Jersey underscores the importance of nifonning federal programs.

California

California's highly regarded state retraining program, the Employment Training

Panel (ETP) emphasizes training dislocated workers as opposed to the chronically
unemployed or unskilled. Although the California economy has been hard hit by defense

layoffs since the end of the cold war, ETP nonetheless made a substantial contribution

toward insuring the state's prosperity. The agency estimates that its programs led to an

estimated $485 million increase in productivity during program ycar 1989-90, which is

equal to $7.00 in economic benefit to the state for each dollar of ETP funds invested in

training. Workers benefitted as well. Of the 40,000 workers participating in ETP programs

during FY 1991-92, most (35,000) were already employed, but were at risk of being laid

off. Unernploed workers who comp:eted the program made, on average, $7,400 more the

ycar following training as compared to their previous wage, according to ETP figures. At-

risk workers completing the program, on average, made $1,600 more the following ycar.
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ET? presently has several conversion-related aerospace projects underway. Agency

documents lists one project involving workers not yet laid off: a $1.8 million effort led by

Amerigon around the CALSTART initiative. Thisproject will train 35 unemployed workers

and retrain 300 current aerospace workers for jobs in the emerging electric vehicle industry.

El? is also involved in The California Supplier Improvement Program, which is moving

beyond its initial focus of providing training for small- to medium-sized aerospace

subcontractors to include companies involved with transportation, electronics,

communications and biotechnology manufacturing.

ETP is financed by the state's Employment Training Tax: each private, for-profit

employer in the state pays one-tenth of one percent of the first $7,000 in wages of each

employee subject to unemployment insurance taxation. Approximately $88.8 million is

available for training for FY 1992-93, a $6.2 million increase over thc previous year. ETP

awards contracts to businesses subject to the Employment Training Tax, as well as to

employers consortia, training agencies, unior-, private industry councils and other entities

to train workers; the agency itself does not operate these programs. If workers participating

in training programs are represented by a union, or if these workers are training for jobs

covered by a collective bargaining agreement, ETP requires that the union be involved in

planning the training program and sign the training contract.

For a worker to be eligible for an ET? program, the application must demonstrate

that a job actually exists to be filled aftertraining is concluded. The program requires the

workers to land a job using the new skills and hold it for at least 90 days; otherwise the

contractor is not paid. ETP often works with the state's Employment Development

Department's Labor Market Information Department, local Economic Development

Corporations and Community Colleges to survey the needs of local businesses that could

employ retrained workers. Yet in a recession, where few new employment opportunities

are likely to exist, public investment becomes critical to job creation.

The California Council on Science and Technology: Project California

ETP's annual report says that "attractting] and retainhing) businesses," is part of its

economic development efforts; the agency itself does not invest funds to create jobs.

According to El? staffers, however, the agency has worked with a state entity charged

with that mission: the California Council on Science and Technology'sProject California.
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Project California, which began operations in June 1992, is presently developing a strategy

to use the $200 billion California will invest over the next twenty years in its transportation

infrastructure to create jobs in the state's advanced transportation and ;elated
teleconununications industries. Project California also expects related regulatory initiatives,

particularly around air quality standards, to shape these emerging markets and industries.

Project California recently identified more than 700 advanced transportation
technologies. After factoring out technologies already widely available, Project California

organized the remaining technologies into 24 groups that could form the basis for an
individital firm. A market assessment analyzing current and future demand in the years
2000 and 2010 was then prepared for each of these technologies; because the market for

most of these technologies presently is uncertain, the survey considered optimistic,
conservative and nase scenarios. At the same time, Project California sponsored studies

considering the resources already existing in the state that could support these new
industries. The systems integration capabilities of the state's defense contractors was one of

several factors considered. This research agenda yielded an estimate of the market share

California firms could realistically attain in these new industries. The final research project

was to estimate job creation potential of each of these new businesses.

Project California decided to promote six technologiesElectric Vehicles,
Intelligent Vehicle Highway Systems, advanced telecommunications, Command, Control,

Communications and Intelligence systems for mass transit, Magnetic Levitation trains, and

research and development into transportation fuel cells. These technologies were selected

because resources already exist in the state that could promote the success development of

these new industries. Potentially significant dcmand exists for all of these technologies,

another fact that determined Project California's selections. Finally, Project California's

research found that these industries already employ 70,000 people in California. While that

figure could increase to 200,000 jobs by 2010 without any action, Project California

believes that with proper planning, these industries could generate 400,000 new jobs in

California. According to Project California, "the difference in jobs would be most
pronounced in the manufacturing sectors."

ETP has conducted studies regarding potential training needs of these new
industries, according to agency officials. Although many details remain to be worked out,

California appears to be moving towards linking worker retraining programs with a long-
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term economic development strategy that would generate substantial employment
opportunities.

Project California has 26 Select Panel members from labor, business, industry,

academe and government. The California Conference of Machinists and the United Auto

Workers, along with Lockheed. Hughes and Rohr are members of the panel. In February

1993, Project California sponsored focus groups to determine specific actions that would

foster development of each of the industries and related technologies slated for support.

The work of these focus groups is continuing.

Texas

The Smart Jobs Fund Program, which will take effect on September 1, 1993,
appears to borrow many of the practices established by ETP, although the regulations

governing the program have yet to be completed. The Texas program will offer matching

grants to companies interested in retraining both new workers and those at risk of being

laid off. Companies establishing operations in Texas are also eligible to participate in this

program, according to Carolyn Smith, an official at the Texas Department of Commerce.

Smith adds that the program will give priority to applications involving training for high

skill, high paying jobs. An information circular reports that the program will offer "special

assistance to finance the conversion necessary to implement workplace innovation training

for Texas companies losing defense-industry contracts," through "direct grants for defense

industry suppliers and vendors." The State's Department of Commerce will run the
program. Like ETP, the program will be funded by diverting one-tenth of one percent from

the state's Unemployment Insurance Tax fund. The state ultimately expects $50 million to

be available for training. Draft regulations detailing how the program will operate are

expected to be released in June, 1993. The state's previous job training program, The
Work Force Development Incentive Program, received $1.89 million annually from the

legislature which, during PY 1992 was fully allocated within a month, according to

documents supplied by the state.

New Jersey

A forthcoming study by the Project on Regional and Industrial Economics (PRIE)

at Rutgers University, Retraining for What? Displaced Defense Workers Come Up Against

EDWAA, highlights the need for rtfonning the nation's job training programs. The study,

18



184

which was prepared by Elizabeth Mueller and other PRIE researchers, considers the fate of

650 New Jersey workers who received a lay off notice from Unisys in December 1991.

The report found that the state failed to provide these workers with adequate rapid response

services, although efforts to provide services were complicated by the fact that the workers

were not unionized. Although the workers eventually qualified for Trade Adjustment

Assistance on their own initiative, the PRIE study found that the training providersoffered

inappropriate or inadequate services and programs. Overall, the study found that workers

were not well served by DoL's overregulated funding procedures or by the lack of

regulations covering service providers receiving these funds. The study also recommends

expanding the prenotification requirements of the Worker Adjustment and Retraining

Notification Act, streamlining DoL procedures for approving discretionary grants,
reviewing the formula basis upon which most EDWAA funds are allocated to states and

establishing "links to more direct efforts to develop lew jobs."

Missouri

Last November, the St. Louis Economic Council received a $500,000
demonstration grant through the Labor Department's Defense Conversion Adjustment
Program to help defense-dependent business develop "the skills and business orientation

necessary" to surrive the aownturn in defense spending and to offer customized retraining

programs to workers. According to Dennis Coleman, the Council has used these funds to

hire two full-time staff people who are selecting consultants with appropriate services and

expertise to help businesses with the restructuring. Mr. Coleman estimates the Council,

which administers the EDWAA program in Missouri, will be able to offer assistance to

approximately 40 to 50 businesses, about half of which will receive more intense

assistance.

The Council has also offered retraining services to the 14,000 workers laid off by

McDonnell-Douglas since June 1990, Coleman added. The Council has tracked 10,000 of

these workers and found that approximately two-thirds have been reemployed. Of the
reernployed workers, two-thirds found jobs paying about the same salary as their previous

employment, most (93 percent) remained in the St. Louis area, and two-thirds found work

outside of the defense industry primarily in the fields of generic engineering, biomedical

technologies and the chemical industry. Long-time MD production workers have had the

most trouble finding new work, according to the study.
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The Labor Department's EDWAA title III program financed most of the retraining

for these workers, according to Mr. Coleman, although he added that McDonnell Douglas

invested $2 million in cash and goods and services to support the program.

V. Recommendations

The success of future employment and training programs for defense industry

workers will depend crucially on weeding up the transfer of funds by streamlining the

application and dispersal process. One advance in the latest Clinton proposal is that all

funds bypass the DoD and are managed directly by the Department of Labor. The
administration proposes to target an average of $400 million to retraining of defense

workers over the next four years, a substantial increase over current levels. The
displacement of up to 1.4 million military inaustry workers estimated over the next five

years under the Clinton plan, added to the large numbers being displaced in other
industries, will force policy makers to consider a major recommitment to more active and

comprehensive employment and training policies.

Because many defense workers will need extensive retraining to enter quite
different occupations, extended support for long term uaining and stipends and loans for

college tuition might be considered. Efforts might also focus on developing support
mechanisms for employee buyouts, and other mechanisms to allow employees to carry out

market driven conversion and diversification of establishments even when such efforts are

not supported by the parent corporation. Some 9,900 firms in the U.S. have some form of

employee ownership. The record of firms that have been subject to such buyouts has been

quite good in the U.S.25 Supporting such buyouts with technical assistance, seed and

venture capital access, and tailored training and technology assistance could significantly

increase job retention in certain defense oriented facilities.

Early notification of workers provides an opportunity for proactive planning to

avert job loss by applying job training and economic development monies to market
feasibility studies. new product development and job creation efforts. Such an innovative

use of programs before the cuts occur allows a longer planning horizon for firms, workers

25 See, for example. Marie Howland, Plant Closings and Worker Displacement: The Regional Issues,
(Kalamazoo. MI.: Upjohn Instihne for Employmeni Research, 1988).
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and communities affected by proposed cuts. Yet, for this happen the DoD must effectively

implement the prenotification program. Moreover, ratcheting up the threshold for
prenotification only withholds information from those most affected by the cuts. It is up to

conversion activists and community leaders to ensure that this early intervention process is

implemented. Fmally, the Secretaries of Labor and Defense would do well to aggressively

implement the early intervention program through generous use of the demonstration grants

under the defense displaced worker program and the technical planning grants for
communities before cuts occur. Further foot dragging will only cost the nation another

opportunity to avert job losses through conversion.
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Appendix 1

Selected Examples
Proposed Cuts In Major Weapons Systems for FY 1994

Procurement Budget

Weapons Systems Contractors Locations $ and % Cut
Approp. vs. Req.
(FY '93 vs. Pr94)

AH-64 Apache Helicopter

EA-6B Prowler Aircraft

E-8A JSTARS

B-2 Stealth Bomber

AEO Fast Support Ship

MLRS Rocket Launcher

C-130H Aircraft

Advanced Cruise Missile

00G-51 Aegis Destroyer

V-22 Osprey Aircraft

F-22 ATF Aircraft

McDonnell Douglas
General Electric

Grumman
United Tech.

Grumman

Northrop
General Electric

NASSCO

Loral Vought

Lockheed

Hughes
McDonnell Douglas

Bath Iron Works,

Textron/Bell
Boeing-Vertol
GM/Allison

Lockheed
Boeing
Pratt&Whitney

Mesa, AZ 1
Lynn, MA J

Bethpage, NY 1
Hartford, CT J

Melbourne, FL

Pico Rivera, CA 1
Evendale, OH 1

San Diego, CA

Dallas, TX

Marietta, GA

San Diego, CA 1
Titusville, FL

Bath, ME

Dallas-Ft. Worth
Philadelphia, PA
Indianapolis, IN

Dallas-RH/oral
Seattle
Palm Beach, FL

$130m

$292m

$157m

$2,048m

$300m

$234m

$246

$51 m

$608

$636

$327

-88%

-60.5%

-30.7%

-77.3%

-100%

-91%

-81.9%

-40%

-18%

-89%

-17%

Scum Ea/ adablorn baud co a cow wriko bit* Marne 44049041kno br 1911341h S. Prmidorts Mew 19.41get rs944919% 1204. DIM
bkon Yaw to 190 Dpinby Affrooviaibb Ombra, Floymt a lboroird.rn by JO. Noel. U1derwrs1441 13444n40. 1by 20. 1003 and

Aogirsa114:W441901 Coot by 1110,90 9/41440 kw FY 1904.
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Chairman WILLIAMS. Our next witness is Mr. Al Starr, who is
Executive Director of the King County Private Industry Council.
Those of you not from the west, King County is Seattle.

It is nice to see you here.

STATEMENT OF AL STARR, EXECUTIVE DIRECTOR, SEATTLE/
KING COUNTY PRIVATE INDUSTRY COUNCIL, SEATTLE, WASH-
INGTON

Mr. STARR. Thank you, Mr. Chairman.
People in King County do not believe that is true, especially

people working in Redmond with Micro Soft.
Chairman WILLIAMS. Mike Lowry told me that.
Mr. STARR. I don't think he believes it anymore, although it had

a great deal to do with his present employment.
My testimony and, comments will be a little different than what

you heard before. I operate an EDWAA program with National Re-
serve Grants, so my comments may be more nuts and bolts and
mundane than what you have heard previously. I think the differ-
ence may be of interest to you.

You asked a series of questions. One I won't dwell on is simply
the level of funding for these programs.

I would just like to remind you that in an area of my size, 1.3 or
1.4 million people in our county, a large labor market, last year
with the former grants of EDWAA we had a half million dollar
grant. In that same time period, there were 12,000 laid-off workers
that we knew about through the WARN system, and I have no idea
how many others were below the WARN threshold. I would suggest
a half million dollars for that type of magnitude is something to
know.

We have had a very healthy economy the last several years
based on the success of the aerospace industry up until a year ago,
and we will be faced with 12,000 to 15,000 layoffs in the Boeing
Company. The last are occurring now. They will occur throughout
the year and next year. Boeing has been very responsible about the
layoffs, and they are staggering them the best they can.

Our unemployment rate will be driven up, and it could approach
double digits, though I certainly hope not.

You asked about the elements of a successful program, and we
try to define in the short-term what those are. In the testimony we
describe that.

We believe we serve a lot of dislocated workers, and we do that
one person at a time. I think it is really important. You can't ap-
proach in a mass approach with people working. They have been
laid off, and they have all kinds of needs and disabilities that they
have. We believe you have to do thorough discussions with properly
well-trained case managers or counselors.

We have to develop case-management systems that do that. A
training plan for dislocated workers has to be developed with the
client. You use the client to develop his own plan, to shop around
for schools. Those things are essential. And then comes agreement
with the case manager who becomes a broker for putting that
person into school then.
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It is because we believe so strongly around an individual ap-
proach to dealing with dislocated workers that I mentioned in the
testimony that I have real questions about vouchering programs
which would provide a dislocated worker with information in the
labor market and have him shop for himself around for schools .nd
see what training that person could need.

I think that is asking a lot for a displaced worker. I think you
need to have professional staff assist in that and it is really to
broker with schools. We see a lot of examples, and Boeing is one.
They have a $2,000 stipend for machinists that were laid off. They
end up in schools and in courses totally inappropriate to their
needs because they are fearful and want to do something quickly.

I think there is a lot of false economy in doing that. You
cannotpeople are just not well-served by that kind of an ap-
proach.

We have hundreds and hundreds of boilermakers laid off frcim
the shipyards in our area, and it is strange. Some of the communi-
ty colleges and technical schools are promoting welding as a course
for them to get into when we have this dislocation of people who do
welding for a living. But you have to be careful. That's why we be-
lieve in a rather staff-intensive effort with a displaced worker.

You asked about recommendations for changes in these systems.
One, even within EDWAA the eligibility for the program is terribly
confusing for all of us. There are different standards based on dif-
ferent situations and different layoffs, whether it is a large closure,
a substantial closure or small closure.

And I don't want to get into the details, but the whole eligibility
question seems to be based on blame, the causation of the disloca-
tion rather than the needs of the workers. I think you ought to
take time and look at that. It is not a legislative issue, but it would
be well to look at the way EDWAA interprets the laws as well as
the States.

If you look at this systemI am running out of time, and I will
be quick.

I want to talk about the connection between unemployment in-
surance and extended unemployment insurance and EDWAA pro-
grams. Everybody knows that many dislocated workers need long-
term training. That is tied to directly the length of time that they
have.

We are getting more displaced workers into longer programs be-
cause of UI extensions. UI extensions are critical if you want to put
displaced workers and middle-income people into retraining pro-
grams because, without it, they need short-term training. Other-
wise, they can't afford to support themselves.

I would encourage you to continue the system's National Reserve
Grants. We strongly support that. I think the Labor Department
ought to be encouraged about being more timely with the disposi-
tion of those in the period of approvals and modifications. These
are sensitive dislocations with large closures, and the time it takes
to get a reserve grant approved and everything and in place means
months have passed, and we have lost a lot of ability to respond
rapidly. There could be some tightening up.
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One thing, we could have the Labor Department provide more
authority to the regional office. It is not very centralized, and it
could be more expeditious if the local offic e had more authority.

EDWAA does not mandate quclity assessment and mandate the
training plan for individuals as does Titie II. You all did very good
work in the amendments to Title II around mandating elements of
the surface strategy. That is not mandated in EDWAA, and I think
you ought to consider that. You have to have quality assessment
quality and plans for the client, and xi-Kist programs do it now, but
it is certainly not mandated in the statute.

There is some confusion around definitions, because they come
up when we go to rapid response meetings with employers. It is
hard to know if they will be eligible for the program, based on the
differing standards of what constitutes a warning notice of 50. And
the regulation says, to be eligible you have to have 50 layoffs con-
stituting a third of the workforce. So it is confusing when we talk
about the UI benefits and EDWAA eligibility if we don't know if
they will be eligible as a group.

I want to spend a second on rapid response. It never is clear to
me as a local practitioner why you saw fit to provide 40 percent of
the EDWAA allocation to States for rapid response activities.
Worker dislocations take place in local areas. What happens now is
we have the State dislocated worker unit who comes and intro-
duces the employer to us and the UI people and other practition-
ers, and that is about all they can provide because we have the re-
sources. That seems to be a waste of really badly needed resources.

I thank you for your time.
Chairman WILLIAMS. Thank you very much.
[The prepared statement of Mr. Starr follows:]
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5 TAM

OVERSIGHT HEARING ON EXISTING HELP WORKERS
COMMITTEE ON EDKATION AND LABOR

SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS
JULY 29. 1993

Testimony of Alfred L. Starr, Executive Director
Seattle-King County Private IndasbY Coriticiff

I want to thank the committee for holding this hearing to solicit comments on existing programs to help

dislocated workers. Your oversight and interest in making improvements in existing legislation is

appreciated by many of us working on the local level. 1 have administered a dislocated worker program

under the Economic Dislocation and Worker Assistance Act for the past four years. My comments today

will be shaped by the experiences and challenges of operating dislocated worker program.... a changing

economy, in a recession and in a county where demand for services exceeds supply by morc than 4 to 1.

My testimony will follow the outline supplied by Representative Williams in his letter of July 19.

1) The types of dislocated worker programs that you have administered,
their funding sources, your placement rates and wages

Seattle King County Private Industry Orancil has operated dislocated worker programs under the Job

Training Partnership Title III Economic Dislocation and Worker Assistance Act (EDWAA) for the

last four years. Our formula allomtion for the program year beginning on July 1, 1993, is $783,182. In

addition, we are currently operating three National Reserve grants under EDWAA. The three National

Reserve Grants are: Frederick and Nelson $800,000 to serve 220 retail workers laid off due to the

closure of an upscale department store; Weyerhaeuser Cascade Operations $240,000 to serve 60

dislocated timber workers, laid off due '.., changes in technology, and Todd Pacific Shipyard $600,000

to serve 140 metal workers laid off due to a shortage of work at Todd and an overall decline in the

maritime industry in Seattle. Our total planned service level is 1000 people in this program year.

During the last program year we served 531 people in our formula grant. Our placement rate was 67%.

In the Frederick and Nelson National Reserve Grant we have served 210 individuals; 47 have completed

and 42 have bocn placed for a placement ratc of 89%. Average pre-program wages have been $12.42 for

the formula program, with a post program wage averaging $10.79, a wage recovery of 87%. In the

..4erick and Nelson National Reserve Grant the average pre-program wage has been $11.38 and thc post

program wage $10.01, a recovery rate of 89%.
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It has been our experience that about 65% of the people we enroll want and need retraining services

MOK o( our participants are in training for at least six months (60%), with many in programs that last up

to two years.

2). gasic ingredients for successful dislocated worker programs

Dislocated worker programs are an effective part of our country's efforts to build a high wage economy.

It is necessary to have comprehensive programs with a broad spectrum of services that meet the needs of

individual workers, local economies and the current and figure needs of our businesses.

In our experience the most basic and fundamentally important element in a successful dislocated worker

program is a strategy based on individual assessment and matching services provided to assessed needs.

We use labor market projections that tell us what the new occupations will be and as a guide in our

counseling activitiea But we also give just as much credence to the individual worker's interests and

assessed skills and aptitudes because our experience shows these factors to be important predictors of

successful placement after training.

Because of our experience in working with a broad range of dislocated workers, we believe voucher

systems or other strategies that do not involve careful and individualized assistance by an informed

advisor will fail. Time and time again we have served participants who have had tuition assistance or a

voucher for training from a company as part of their severance package. The vast majority have made

uninformed decisions about training because they did not have the benefit of vocational counseling, up-to-

date Labor market information, and a structured and assisted self-assessment. Voucher systems arc

especially ineffective in times of recession when many people are out of work and schools, especially

public schools, are full. Classes that are available may be aggressively marketed by schools to potential

students, although these classes are not stuns appropriately matched to the interests and aptitudes of the

students nor correct for the local economy. It strikes us that a voucher system may be a false economy and

will end up costing far more in terms of bad decisions and opportunity costs than the current methodolog/

which promotes informed decisions.

The basic range of services allowed under the current 'TPA Title III is comprehensive and allows for the

necessary local flexibility to =pond to the it.dividual needs of the affected workers. Key ingredients in a

successful program Include:

outreach to indivkluals displaced from firms that are below the W RN threshold,

active participation of the EDWAA service provider in rapid response activities,
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effective community collaborations with training institutions, the Employment Service
and other social and human service agencies, and

individual assessment of all potential program participants, covering:

work and educational history

transferable sk" s

occupational apitudes

learning styles. Ii ming history, learning disabilities

functional level of reading and math skills

health/physical dependency/legal concerns

transportation access to training

support needs; child care, housing, financial aid, etc.

career goals and occupational interests

work readiness (attitude and motivation)

Effective readjustment and training programs for dislocated workers must be built as a pan of a national

strategy to build a high wage economy. Program design and delivery strategies need to bc in context of

upgrading the skills of American workers for industries, companies and jobs that pay wages needed to

support families.

An additional Iccv ingredient in effective dislocatal worker programs is thc delivery mechanism. Thc

current delivery system of ITPA Title III through thc Private Industry Councils (PIC) works well. PICs

have a working partnership among labor, management, education and community organizations. They

are flexible and, because of broad based representation, able to respond to the employment and training

needs of their specific communities. Under Title II of .1TPA, the PICs have developed a highly credible

performance driven system that has also proven to be effective with dislocated workers. In building the

skills of the American workforce PICs can be an important bridge between systems, being small and

creative enough to help larger institutions, like community colleges and technical schools, change the way

they do business to respond more effectively to the needs of dislocated workers.

To maintain and expand this valuable and effective program for dislocated workers, changes in the

current EDWAA legislation, consolidation of funding and thc roles of the various octors need to be

examined.

3
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3) Recommendations for legislative changes in JTPA Title HI

Esuldius

Current dislocated worker programs are under funded. In our local area of Seattle and King County,

Washington, we am able to save less than 25% of those eligible from mass layoffs and closures who

wanted service. This does not rakes the thousands more that may be eligible and appropriate for services

from smaller closures and layoffs and the long term unemployed dislocated worker. In King County

during program year 1992, July 1, 1992, through June 30, 1993, there were approximately 12,000 joba

kit in the Seattle economy as reflected in WARN notifications. This of course does not count the

thouunds who were dislocated from smaller firms. Our dislozated worker programs could only serve 750

people du to funding limitations. We hat, to turn hundreds away due to lack of funding and staff

capacity, did no outreach comp.. s'WARN notifications, and developed extensive referral to other

less intensive services in the community. All of tbe PICs in cur State are under similar funding restraints.

A funding formula should be developed that looks at historical trends of dislocation and has an adequately

funded data collection mechanism. In our experience about 30% of those dislocated will want and be

appropriate for the kind of intensive service that EDWAA can provide. The funding formula should

provide adequate resources to fund 30% of the projected dislocated workers based on historical trends.

The funding mechanism should have some year to year stability in base funding.

Consolidated fund fOrg

There are too many different dislccated worker programs and funding sources. The funding structure

should be simplified into a single, flodble system whose funding is driven by demand. Many of the

discretionary programs are determined by the kind of dislocations, e.g, clean air or defense cutbacks.

Often the cause of dislocation is not clear. Eligibility in a consolidated program could and should be

based on dislocation of the worker, not the cause of dislocation. Funding should be simplified into two

categories of funds formula, which should be maintained at 80% of an increased total, and National

Reserve Grants for large unanticipated closures and those events beyond the scope of a formula allocation.

The consolidated program should use the currcnt delivery of .1113A Title III. It is established and has built

up an effective and efticient delivery system with documented performance. The expanded program

should also have sane of the elements of expanded service now available in Trade Act Assistance, such as

extended unemployment insurance and the ability to obligate funds for the length of an individual's

training, rather than the end of the program year. This would encourage lolger term training when

appopriate.

1 Q
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National Reseive Grants

The National Reserve Grants should be maintained, but the process for award and modification must be

streamlined. We have had to wait months for award notification and many more months after notification

to make modifications to the grants. Individuals who could have been helped in a timely fashion were

forced to exhaust all of their personal mom= whileytrg for service in the formula program.

Regional offices of the Department of Labor should have the authority to make modifications in National

Reserve Grants that do not affect the amount of funds obligated. There are much closer to the dislocation

and may have better first hand knowledge on which to base a decision. This change would also speed up

the modification process.

It is also important to expand beyond the current emphasis on company specific dislocations and promotc

National Reserve GrEnts for declining occupations, regional industry decline (for example, the maritime

indusay in Seattle), and the secondary impacts of large dislocations (for example Boeing suppliers).

Cost Catezories

The administrative level of Title II of lTPA should be incrcascd to 20% to match the real cost of

administering these promams.

The current limitation of support oasts to 25% of the total will not allow the payment of nccds related

payments or training stipends. Very few programs across the country can afford to offer these payments

with the cost limitation and within the total amount available. Other types of support are also needed. In

our arca we spend about 8% of our EDWAA resources on daymre, transportation and medical cue.

The best approach may be to create an unemployment insurance extension for training, such as is

currently available in Trade Act Assistance. In our experience, the numbcr of people in training,

especially training in excess of 6 months, increases when thcre is a national U.I. extension in place.

Without income support workers arc forced into short term training to match the period of unemployment

insurance coverage. This pattern especially threatens thc probable success of participants whose basic

skills need improvement before they can handle occupational rctraining.

Skill Enhancement

One of the most serious problems with thc current legislation for ITPA Title Ill is thc restriction against

skill enhancement. It is often prudent and efficient to upgradc thc skills of a dislocated worker for a

similar job in thc same or similar industry. This is currently not allowed. An example of this would be

our National Reserve Grant for shipyard workcrs. Wc have not been allowed to retrain former marine
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craft workers for related work in non-marine industries, even though they will not be eligible foe hire

without upgraded skills (an appeal is pending). Another example would be the inability to enhance the

computer skills for clerical workers laid off from a firm that did not keep up with technolov changes.

These individuals are not be able to compete in the current clerical labor market.

This issue of skill enhancement also affects eligibility. The criteria for eligibility needs to be changed

from 'unlikely to return to previous occupation or industry to 'unlikely to return to comparable

employment in the local labor market'.

Mandate Assessment and Individual Service Mama

There is currently no mandate to provide comprehensive assessment or to develop a training plan for

dislocated workers enrolled into EDWAA Title III programs. The best programs already do assessments

and service plans, but it should be supported by legislation. Careful planning and assessment of* person's

skills, work experience and aptitudes arc necessary to assist in making informed training choices.

Substantial Layoff

Currently the law defines 'substantial layofr as 50 or mom g4 1/3 of the workforce. There should be

legislated flexibility on this. In somc communities, and in some situations in any community, a smaller

layoff or a number of related layoffs may be significant The governor should have the authority to lower

this to the appropriate number whenever necessary. The language for participant eligibility must also

match rapid response eligibility the elkdbility for both should be 50 or more employ-es, except in

situations when the governor sets a lower number.

4) Changes in the federal, state, and local roles in any new dislocated
worker program design

The current role of the Department of Labor regional offices should be expanded to allow for

modification of national reserve grants. The regional offices are in a position to review the conditions and

reasons for the request and move quickly with a response.

Oversight is currently lodged with the State and the DOL Regional Office. Local providers get confused

about who does what. A clear division of labor would make things less confusing and more efficient

6
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5) The types of linkages necessary to federal fob creation efforts (e.g.,
highways, environmental/energy clean-up, etc.) for individuals after they
receive training

Job training elements in Federal job creation efforts should be routed through the Department of Labor's

State employment service/Private Industry Council delivery systcm. The effectivemss of this

Federal/State/Local system is measured directly by how many of its graduates find work within 90 days of

retraining, and how well their skills meet employer requirements. Routing federal dollars through this

systcm allows cach State to coordinate State initiatives with the Federal dollars and tailor the mix of

programs and services to the local situation. This ensures that the retraining dollars will be used to

develop training programs that match the skill requirements of the jobs created through federal efforts.

Consequently, if a federal initiative like NAFTA results in a federal job creation/job training response. I

would strongly recommend that the funds be routed via through the DOL Job Training Partnership Act

channel. This approach will keep the focus on getting people back to work with the skills that employers

want to buy.

Information sharing is also an important linkage that could help us at the State and local level. Federal

initiatives like the Clean Water Act create new occupational requirements. For example, implementation

of the Clean Water Act will require that a larger portion of the local water systems hire certified operators.

Full implementation of this one Act will also generate considerable public works construction. Federal

agencies sometimes do extensive research on these requirements and make detailed projections of the job

creation effects on a State-by-State basis. It would be useful to us if the JTPA delivery system were "put in

the loop and could share this kind of information. We certainly could rnake good use this kind of

information in our training plans. I recommend that Congress include information sharing requirements

in all Federal job creating initiatiwts.

One of the questions most often asked of dislocated worker programs, especially in a time of recession, is

what do you train people for. Poople only look to job creation or oconomic development activities and lose

sight of the nature of a comprehensive training program. A period of high unemployment is generally

the most opportune time to retrain people; Unemployed workers have the time to invest in upgrading

their skills and prepare for the better paying opportunities that require a highly skilled workforce. It has

often been cited that jobs are sometimes exported because of the lack of a trained and available workforce

in this country. Most of us also believe that a high wage economy requires a technically competent and

highly skilled workforce. A comprehensive federal policy that supports training and retraining of thc

workforce, including dislocated workers, is critical to this objective. Most European countries have

extensive workforce development policies as do most Japanese companies. The Commission on thc Skills

7
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of the American Workforce report, 'America's Choice, High Skills, Low Wages' stressed many of these

same Woes. Now is the time to build on what we have learned front the last four years of operating

dislocated worker programs under 'TPA Title HI, and make improvements that will have a lasting impact

cc this countr y.

6) The design of effective rapid response efforts

Under current 'TPA Title HI, the State can delegate the tasks of rapid response, but not the responsibility

of making sure it happens. This oversight responsibility is helpful, but states should be encouraged to

look at other models. Dislocations happen locally, no at ^be State level in most situations. To keep 40%

of the funds at the state level may not always be the best way to provide effective and efficient services to

people at the local level.

Rapid response is also reactive under the WARN act. We should consider nays to increase our ability to

reduce dislocations before they happen. Many states have early warning networks and business retention

programs. There should be mandated coordination among these programs legislated into the appropriate

federal departments.

The threshold for WARN should match EDWAA program eligibility. It creates enormous confusion to

have two criteria. The eliebility for both should be the WARN level definition of 50 or more employe=

being dislocated instead of the more confusing participant eligibility standard of SO and a third of the

norkforee.

For companies that do not isaue WARN notices, there should be a simple way to apply sanctions from the

Department of labor, not the civil courts.

Many local programs think WARN notification should be extended beyond the current 60 days. In our

kcal experience, the 60 days has usually provided adequate time to provide pre-layoff assistance and

begin labor management teams as appropriate. It is a very different story when an employer gives

severance pay, thereby reducing the amount of time before layoff or closure. Sixty days is also inadequate

when a National Reserve Grant is needed. For these reasons, it is pruden. to extend the notification to 120

daYs.

2 .)
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7) Any further information on serving dislocated workers that you believe
would be of interest to the subcommittee

An overriding issue with all federal programs is the need for coordination and collaboration at the

national level. Federal domestic. policy is departmentalized, by committees in the House and Senate, and

in the federal departments charged with implementing and operating the programs. A key improvement

in dislocated worker programs would be to not only consolidate the funding into one department, the

Department of Labor, but also to examine ways in which complimentary legislation, whether in business

assistance, educational reform or other elements of our overall workforce development agenda can be

woven together at the developmental, oversight and operational levels.

9
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Chairman WILLIAMS. Mr. Jerry Hanoski is Executive Director of
a PIC council, one in western Wisconsin at La Crosse.

STATEMENT OF JERRY HANOSKI, EXECUTIVE DIRECTOR, WEST-
ERN WISCONSIN PRIVATE INDUSTRY COUNCIL, LA CROSSE,
WISCONSIN

Mr. HANOSKL Yes, sir. Thank you, Mr. Chairman and members
of the subcommittee.

Thank you, Mr. Chairman, and, as a rural administrator, I really
appreciate the chance to appear before you today. I am not very
familiar with Congress and the workings of its committees, so if I
seem to be a novice here, I apologize. I am a constituent of Mr.
Gunderson out in western Wisconsin where we have more cows
than people.

Chairman WILLIAMS. Being from Montana I can relate to that.
Mr. HANOSKI. I am the Director of the Western Wisconsin PIC.

We are a nonprofit, incorporated agency that I believe truly oper-
ates within the spirit and the intent of the JTPA statute.

We have an excellent working relationship with our local offi-
cials, State and Federal officials. We have an excellent perform-
ance record by any reasonable standard, as my written testimony
suggests. Part of our success is due to a number of things, includ-
ing that all of our staff from our office are collocated with other
agencies throughout our eight-county, 6,000-square-mile service de-
livery area.

We have 10 subcontracts. Our main partner for the displaced
worker program is a vocational technical college where we send
about 400 of our trainees each year.

We also participate in Wisconsin's One-Stop-Shopping pilot
projects which are now in their third year of operation.

I am generally supportive of building upon the JTPA Title III
program. I do have some concerns.

First, I am concerned with the substate allocation of funds. I un-
derstand the need for a national reserve account and State funds,
but please understand that people lose their jobs every day. Most of
..zr employees are in small businesses, and there are dislocations

-here and there in small pieces, and they don't always make head-
lines.

We are now 29 days into this program year, and my substate
area has allocated over half of our capacity already. I recommend
that substate allocations be proportionally increased.

Secondly, I am concerned about the governance and administra-
tive structure that may evolve from a redesign of the displaced
worker program. I am concerned about the possible erosion and
loss of local decisionmaking over program governance and adminis-
tration.

My PIC has demonstrated effectiveness, and we can put a quali-
fied professional in the job for 30 percent less than a State agency.
We have not had turnover in staff in years.

As a substate grantee for JTPA Title III, the PIC can fire me if I
don't do my job. All they need to do is give me 60 days' notice. Our
organization is accountable not only to the Federal and State offi-
cials but, more importantly, to local officials and the local commu-
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nity. I personally believe that every publicly funded administrator
should be judged, hired and fired by a local board from their com-
munity. That is how you get accountability.

The local economy suffers due to a plant shutdown or other fac-
tors. It is the local officials who face the heat and people who live
in the community. They need to be in a position to direct the com-
munity's well-being.

I believe the Federal and State role could be to provide resources
and technical assistance which empower and enable local commu-
nities to meet the workforce development needs but not to make
the decisions for them.

Now, we get along well in Wisconsin with our officials as far as
bureaucracy goes. They are pretty decent, but they don't know
what is really happening in contrast to western Wisconsin in par-
ticular, for example. Our local elected officials know which persons
and which agencies perform best in their communities. And what-
ever system the Congress chooses to put into place, the local com-
munity, through its business representation and local elected offi-
cials, need to be in a determining role on the governance and ad-
ministration of these programs at the very beginning.

I am far less concerned if the Congress reconfigures PICs or
forms labor market boards or attaches the displaced worker pro-
gram to one-stop-shopping centers, but the governance and admin-
istrative structures need to be close to the customer. It is reasona-
ble for the Federal and State roles to establish criteria for program
administration, but the decisionmaking needs to evolve locally. To
hold such authority solely at the State level I believe has too great
a potential to preserve the bureaucracy.

One of my last comments is that JTPA Title III is intended to
largely provide training with limited support capacity, and in-
creased income support capacity such as merging JTPA Title III
with TAA or other support systems that would certainly prove to
beneficially serve the long-term training of displaced workers.

As my written testimony indicates, there are several other
points, but time doesn't permit me to comment on them. But those
are the major ones.

Thank you very much. ,

Chairman WILLIAMS. Thank you.
[The prepared statement of Mr. Hanoski follows:]
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f/Avest.

SUMMARY OF TESTIMONY BY JERRY RANOSKI
OVERSIGHT HEARING ON EXISTING PROGRAMS DESIGNED TO HELP

DISLOCATED WORKERS

1. The Western Wisconsin Private Industry Council, Inc. as a

substate grantee for JTPA Title III has an excellent track

record across a variety of dislocated worker programs. An

effective dislocat,.A. worker program with a proven track

record can serve A variety of dislocated worker needs. The

primary limitation is sufficient funding.

2. Successful elements include: a positive relationship

between the State Dislocated Worker Unit and the substate

grantee: a responsive, locally-based substate grantee with

demonstrated effectiveness: funds, particularly the ability

to access State discretionary funds and National Reserve

Account funds.

3. Legislative changes to JTPA Title III should include the

elimination of redundancies and consolidation of resources

into one comprehensive program to enhance the public's

understanding and to provide simplified equitable access to

'hese services. Eligibility for dislocated worker services

should be consistent with the current JTPA Title III.

National JTPA Title III should be allowed to continue to pay

for services started with State or local funds. There needs

to be an expedited process to access National funds as well

as provisions for reapplications where there are long-term

industry downturns. Substate allocations should be

increased to address the continuous need for work-to-work

transition assistance as the dislocation trend continues in

an upward spiral.

4. The roles of the federal, State and local agencies have

proven generally effective. Some efficiencies in process
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can be improved; however, these roles should remain the same

for any revisions of the dislocated worker program.

5. Linkages necessary for federal job creation efforts should

include the requirement of federal contractors listing thier

job openings with local dislocated worker programs, or

minimally the State Dislocated Worker Unit.

6. Ensure a core dislocated worker substate grantee to handle

the continual flow of dislocations and to work with the

State Dislocated Worker Unit for an effective rapid

response. Increase the substate allocation.

7. Consolidate dislocated worker programs into one

comprehensive program. Allow State and local determination

on loca) program design and operation. A single

comprehensive dislocated worker.program with a demonstrated

performance record can respond to a variety of unique needs.

2
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Mr. Chairman and Members of the Subcommittee:

sincerely appreciate the opportunity, as a local

administrator of dislocated worker programs, to discuss issues

with you on the development of a consolidated and comprehensive

dislocated worker program.

LOCAL DISLOCATED WORKER PROGRAMS

The Western Wisconsin Private Industry Council, Inc. is a

substate grantee for JTPA Title III and has administered several

types of dislocated worker programs each responding to unique

needs.

We have operated company-specific dislocated worker programs

such as a program for dislocated workers from The Trane Company

in La Crosse which is an international unionized company. We

served 110 of those workers most of whom were machine operators,

retrained and placed 87 into employment at an average wage of

$7.30 per hour. This project was completed in late 1990 and was

supported with State-administered discretionary funds which were

largely from JTPA Title III.

We are currently operating a dislocated farmer project in

consortium with two other Service Delivery Areas covering 22

counties in Wisconsin. That project in the past year has served

129 dislocated farmers about of 100 of whom are still in

retraining. We are rurining at a 100% placement rate to-date with

the 29 people who have completed training, with a wage of

placement at $6.17 per hour. This project is funded with

Secretary of Labor JTPA National Reserve Account funds as well as

JTPA Title III discretionary funds from Wisconsin.

3
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We operate a local dislocated worker program which has

served 176 individuals this past year with an 82% placement rate

and an average entering wage of $7.02 per hour. This program is

funded with the Title III allocation to our service delivery

area.

We have also conducted company-sponsored dislocated worker

assistance where the company sought us out and paid us for

assisting 40 of their displaced lumber mill workers for services

above and beyond that available through JTPA Title III.

In a combined total this past year we served just over 300

displaced workers in western Wisconsin out of an estimated 5,870

projected eligible or about 5% of the eligible population. our

selection process prioritizes service to those individuals who:

were earning low wages; possess outdated or non-transferrable

skills; and who have been unemployed the longest. We also have

an equitable provision of services system to assure that we

enroll individuals from significant segments (females,

minorities, handicapped, older workers, and dropouts) . Our

biggest obstacle is sufficient resources to respond to the need

for services.

Lastly, the overall retention rate at 13 weeks after leaving

our dislocated worker program is 89% with an average wage of

$7.28 per hour.

4
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INGREDIENTS FOR A SUCCESSFUL DISLOCATED WORKER PROGRAM

By any reasonable measure or judgment, I believe it is clear

that we have administered a variety'of successful dislocated

worker programs in western Wisconsin. We link with appropriate

industry, labor, and trade groups to to design a local response

that meets the unique needs of dislocated workers in our area. I

believe we are an example of how a further consolidated

dislocated program can respond to dislocated workers regardless

of the industry or reasons for dislocation.

There are three basic ingredients to which I attribute our

success.

A positive relationship with an effective State Dislocated

Worker Unit. We have an excellent State unit which is

supportive and responsive to our substate operation.

2. We are a responsive, locally-based substate grantee with:

A. Trained and seasoned personnel sensitive to the unique

needs of dislocated workers;

S. Political support from the Local Elected Officials;

C. Local program guidance from the private sector;

D. Accountability for fiscal integrity and program

outcomes;

E. Demonstrated track record of networking with community

resources, particularly the vocational education system

and those organizations with a unique support capacity

for the dislocated population (e.g., agricultural

support organizations for farmers); and

F. Organizational credibility in the community.

2 i
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3. Ability to access additional funds. Accessing as many
resources as we can for dislocated workers, we can serve
about 5% of the eligible population; however, our level of
service would have been far below that level had we not been
able to access State discretionary funds and National

Reserve Account funds.

RECOHMENUATIONS FOR LEGISLATIVE CHANGES TO JTPA TITLE I/I

Worker dislocation is a distressing economic threat that
appears to be on -n increasing trend line. Assisting workers in
work-to-work transition is an appropriate federal priority. In
addressing this priority the federal role should provide for
resources and principles, but not prescriptions. Understandably,
the federal role needs to demand provisions to protect the
integrity of public funds and ensure those funds are utilized
within the intent of authorizing legislation. The federal
government should strive to eliminate redundancies and

consolidate resources to enhance the public's understanding and
simplify access to these services.

There is no need to rebuild a dislocated worker program;
however, there should be consolidation into one comprehensive
program to serve dislocated workers. This would ensure equitable
service to dislocated workers regardless of the reason for
dislocation. The combination of JTPA Title III and TAA should be
a prime priority.

Eligibility for dislocated workers should be consistent with
the current JTPA Title III program. This does not preclude
targeting funds, e.g., defense workers, or other specr.fic
industries. Within Title III we need the same program

requirements to simplify the management of the funds, otherwise

6
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excess effort is invested in creating new and separate

administrative systems to manage different program requirements.

National JTPA Title III funds should be made available to

pay for continued training for individuals who start their

training on State or local funds. The current policy of not

allowing this is detrimental to local and State rapid response

and early intervention on closing and layoffs.

An expedited process needs to be developed to access

national funds. Delays of several months between plant closing

and receipt of funds often occur. Perhaps a system modeled after

the process for emergency dislocated wo_tcer projects could be

adopted or a system allowing some cost to be incurred while

specifics of the national grant are being determined.

In western Wisconsin, we face a further dilemma in that we

have accessed National Reserve Account funds to assist dislocated

farmers. That project will end this year, yet the troubles in

the farm economy in the upper midwest have been exacerbated by

recent floods. Current Department of Labor practice discourages

reapplication for National Reserve Account funds. Provisions

need to be made for contihued National Reserve Account assistance

where there is protracted long-term downturns in an i'ndustry such

as we will now be experiencing in the upper midwest farm economy.

Lastly, as I suggest in the performance record in Wiscongin,

it is not a question of whether or not a single dislocated worker

program can respond to a variety of worker dislocations for any

reason; rather it is a question of how much money can be made

available to provide the assistance. Even with access to federal

and state funds, we have been able to serve about 5% of those
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eligible in western Wisconsin. We would be much more responsive

if there were an increased allocation of dislocated worker

resources directly to substate grantees. People loose their jobs

everyday. It is not just defense workers, or General Motors, or

IBM workers who we read about in the morning headlines. In

western Wisconsin 5,000 people loose their jobs each year; a few

here and a few there. Smaller dislocations are increasingly the

trend as companies are also smaller. Increased substate

allocations would best serve the interests of dislocated workers

who loose their jobs every day.

CHANGES IN THE FEDERAL. STATE AND LOCAL ROLES IN ANY NEW
DISLOCATED WORKER PROGRAM DESIGN.

In recent years there has been an increased U.S. Department

of Labor presence not only in monitoring of program operations,

but also in capacity building activities. The federal role has

also been very supportive when we have local needs. These are

appropriate roles which should continue. I suggest no change in

the federal role.

The State role has been similar and also facilitates rapid

response. I think Wisconsin operates a model dislocated worker

program. I suggest no change in the State role.

I believe we have an outstanding series of relationships

from our local Private Industry Council through the Wisconsin

State Dislocated Worker Unit, through U.S. DOL Region V, and to

the U.S. DOL in Washington. I suggest no changes in federal,

State, or local roles.
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LINKAGES NECESSARY TO FEDERAL08 CREATION EFFORTS

I think it is reasonable that federal contractors be

required to list their job openings with the local dislocated

worker program, or minimally the State Dislocated Worker Unit;

however, I do not recommend further tinkering in the federal job

creation process with respect to quotas or similar hiring

requirments for dislocated workers.

An effective local dislocated worker program should

assist participants in becoming thoroughly knowledgeable and

competitive in the workings of the labor market. Job

opportunities made available through federal job creation

projects be made conspicuously known to the local dislocated

worker program agency and should thereby provide for competitive

access to those jobs by qualified dislocated workers.

THE DESISN OF EFFECTIVE RAPID RESPONSE EFFORTS

Beginning at the local level there needs to be an

established core dislocated worker agency . The characteristics

of this agency have been previously described. This agency

should be equipped to handle the continual flow of dislocations

that take place through the ongoing workings of the local labor

market. The local agency needs to have a demonstrated capacity

to increase response if additional dislocations occur and

increased resources become available.

The State Dislocated Worker Unit should serve as a pivotal

point in orchestrating and if necessary allocating resources for

local rapid response. WARN legislation requires notification of

the State Dislocated Worker Unit which then establishes dialogue

with the substate grantee in arranging planning meetings for

responding to dislocated worker needs.

21.A
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CONCLUDING COMMENTS

I believe redundancy can be reduced and effectiveness of

services improved under a single consolidated dislocated worker

program built upon the framework and principles of JTPA Title

Wisconsin has made a considerable investment in designing

and implementing a network of dislocated worker services. It

makes sense to build upon effective systems. The dislocated

worker program services work well in Wisconsin and could work

even better with these improvements. I further recommend States

be given sufficient flexibility in continuing effective programs

or making necessary local changes according to principles laid

out by the federal government and allowing State and substate

grantee to work out their own local prescriptions.

Mr. Chairman, this concludes my testimony. I will be happy

to answer any questions that you or members of the Subcommittee

might have.
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Chairman WILLIAMS. Our final witness is Mr. Charles Tetro,
President of the Training and Development Corporation in Buck-
sport.

STATEMENT OF CHARLES TETRO, PRESIDENT, TRAINING AND
DEVELOPMENT CORPORATION, BUCKSPORT, MAINE

Mr. TETRO. Thank you very much, Mr. Chairman. I am batting
mop-up today, and I would like to just emphasize a couple points
that have been made by other speakers and add a couple of my
own that I hope will be useful.

First of all, it was very appropriate to start with Admiral Wat-
kins because I believe we started in the right place, and we seldom
do. I would broaden his point simply to say that it is not only and
simply a matter of having failed to plan for the defense downsizing,
but it is a failure we have had, and it is endemic in our culture,
failure to look ahead at all systsmatically and plan much about
anything.

We run a TDC job training program system that spans the entire
range of activities for youth and adults funded by the Department
of Labor, and we see that manifested in people's lives, from the Job
Corps students that don't plan ahead to adults who fall into cir-
cumstances that they have not anticipated and find themselves
with very few options.

Well, that is really what Admiral Watkins was elucidating when
he talked about where we find ourselves in the defense conversion
issue. We didn't look ahead. We didn't plan ahead. We didn't face
the inevitable results of our actions so our options have been limit-
ed. And a lot of things have occurred, both haphazard and unneces-
sary, as my testimony reflects.

What does it mean now? I think the first thing it means is that
one of the problems we face and you face every dayand we face
every dayis that the, quote, system, unquote, that we have for
dealing with workforce transition and development is not a systei
at all. It is a collection of ad hoc responses that have been accumu-
lated over the years to address a variety of very compelling prob-
lems that don't add up and leave many of us skeptical, is simply
the natural result of the actions we have taken.

Where we go from here? I think we build on that understanding
and experience. It is not that we have not done many things well
as we pursued that in this country, but we certainly know that,
from the standpoint of efficiency, we cannot afford to invest in du-
plicative ways to get services delivered. And from the standpoint of
making this rationale for the public we cannot send people on the
odyssey they have to go now to find their way to the next job or
next step in the process.

That is why I think all of us look forward to the proposals that
the administration will bring to you and that you will form to come
to terms with the fact that implications of all this is not only de-
fense conversion causing displaced workers it is competitive forces
worldwide. It is overcapacity in a whole variety of industries and
service sectors worldwide. It is the influence of technology in our
everyday lives and in virtually every job all across the country and
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virtually every business. It is the changing nature of work itself,
and it is aggregate demand.

We need to come to that with a much more robust and clear
view c f what the problems are in their entirety before we are going
to have any possibility of succeeding with programmatic strategies.

I think, further, we need to have a real clear purpose defined of
what a workforce development system will do and very clearly ar-
ticulate the missions.

That leads me to the work 'that we do every day and some com-
ments I would like to make about that.

We certainly support your universal access to a flexible system.'
If we want to do long-term trainingand in some instances it is,
obviously, crucial that we dowe need to provide income support.
It is simply impossible for workers to engage in one or two years of
training without such support. It is also a reason why you see
much of the short-term training that everyone knows and every bit
of research has said does not work occurring.

Some of that occurs by design, that there is only short-term
training possible for a person. Other aspects of that occur as people
fall out of training, unable to complete longer-term training be-
cause of income support issues.

The second point I would make inthird point, actuallyis if I
were to look at existing systems structures and work with it I
would clearly move to create higher standards of quality and well-
defined standards of quality.

We have spent at least the 20 years I have been with you on
issues like this discussing governance, concerned about regulatory
requirements and frequently small mechanical issues, but we have
never spoken much at all about the nature of the service itself. We
have worked on the conveyor belt.

And now, as we look at one-stop-shopping, it is talking about con-
veyor belts, moving money and about bureaucratic streams, but it
is not talking about what is the capability that needs to exist in
every community. What are its components? Who ought it be able
to do? How ought it be able to do it? To what standards to produce
what kind of result? I think we need to do that.

Secondly, I think we need to work off something that brings co-
hesion to this, and that is a well-articulated, carefully costed serv-
ice plan. The infrastructure we need to manage this with is a solid
plan and technology to bring a whole variety of resources together
to manage that plan as we look at one-stop-shopping. That is one
stop for a very small part of what will be affected in a worker's
life. It is job training and income support pieces, but many other
aspects of what a complete plan needs to be would not be found
within that one stop as currently conceptualized.

Finally, I would say I think we need to do what Job Corps suc-
ceeds at and that is to do more careful performance modeling. It is
not enough to say this is our expectation for quality and results,
but we need to understand what we are getting, how we are getting
what we are getting, what investments work, what investments
don't work, for whom, under what conditions. Until we illuminate
that, most of ,the discussions we have will be so vague as to not con-
tribute.
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In closing, I would say this. Eight years ago, TDC created our
version of One-Stop-Shopping, a career advancement center which
is a model with all the attributes we are talking about of one-stop
shopping.

And we went further along to see what Al Starr referred to. We
created that automated case management system that he says
these organizations need. That permits us now to manage a whole
variety of resources on behalf of individual clients, resources found
all over a community in a variety of income streams, public and
private, and it permits us also to be not only accountable to our-
selves and to the person that we are serving but also to our respon-
sibility to continuously improve.

We now have the data to know what we are doing well, how we
are doing that and how we can improve. I think those are funda-
mental building blocks for any system that you contemplate for the
future.

Thanks for the opportunity, and I, as others, are pleased to
answer any questions you might have.

[The prepared statement of Mr. Tetro follows:]
STATEMENT OF CHARLES G. TETRO, PRESIDENT AND CEO, TRAINING & DEVELOPMENT

CORPORATION, BUCKSPORT, ME

Mr. Chairman, my name is Charles Tetro. I am president of Training and Devel-
opment Corporation, a national not-for-profit educational manapement, training and
consulting organization headquartered in Bucksport, Maine. TDC operates the
broadest array of Department of Labor funded programs of any single organization
nationally. I appreciate your invitation to appear before the subcommittee to pro-
vide a practitioner's point of view on the issues before you today.

The past decade has been punctuated by fundamental changes in the structure,
compeAtion, and dynamics of the American economy. The pace of change is acceler-
ating, its impact is widening, and its effects are intensifying. No sector of the econo-
my is immune. No institution, business, or worker is exempt.

The transformation of the Nation's economy has been driven by rapid develop-
ment and exploitation of information technologies as well as by differential labor
rates, working conditions, and human and capital resources found in an increasing-
ly integrated and competitive world economy. Overcapacity exists on a broad scale
throughout the world across a diverse range of industrial and service sectors sug-
gesting that the significant disemployrnent effects experienced here and abroad will
continue into the foreseeable future. In addition, fallout from a restrained domestic
recovery has produced large numbers of corporate and personal bankruptcies. State
and local governments have been forced to sharply curtail services and reduce em-
ployment and some communities are on the brink of bankruptcy themselves. Signifi-
cant demographic shifts have also occurred in recent years. Taken together, these
factors have contributed to massive job losses and a growing mismatch between the
number and nature of emerging employment opportunities and the needs and skills
of the workforce.

In this climate, dislocation resulting from the deliberate actions of government
such as policy initiatives relating to defense and the environment, or trade agree-
ments such as NAFI'A takes on an even greater immediate importance and a long-
term social, cultural, and economic significance as well. The impact of these policies
coupled with the underlying forces at work across the world economy are creating
unprecedented demands upon American workers, families, indeed whole communi-
ties, as well as companies and the research, education, and training infrastructure
which supports them.

The first casualties of the new order have been announced and more will follow
many more than need be if we were to grasp the significance of the change which is
taking place and respond appropriately. Instead, we are rushing headlong into a
social crisis rooted in a flawed conception of economic renewal. To date our actions
have been wholly inadequate, some would say reckless, certainly haphazard and de-
structive, and I would argue, largely avoidable. We have a Hobbsouian world of our
own making where our economic and social life is increasingly "nasty, mean, brut-
ish" and our careers unnecessarily short. Before we accept the inevitability of de-
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dine resulting in a two-tiered society where accidents of place compete with acci-
dents of birth to explain economic success, we should question some of our most fun-
damental assumptions about what motivates and what inhibits economic achieve-
ment. We need to reexamine our cultural myths and realign our policies and prac-
tices to support our purposes. They do not now. It is easy to imagine where our cur-
rent course will lead; we need only follow the trend lines out a few years. However,
we can look to an earlier time and a different problem to actually see the destruc-
tive potential of our approach.

We came to the matter of urban renewal in the 1950s and 1960s in much the
same manner that we are approaching economic renewal today. Across the country,
well.meaning decisionmakers concluded that major portions of out: communities had
become obsolete. The case was easy to make. Many buildings were not in productive
use. They were in disrepair and required substantial investment without any cer-
tain economic return. We bulldozed them to make way for the future. In a frenzy of
renewal, we systematically dismantled and destroyed a tremendous amount of
wealth, capacity and potentialall because we could see only what the buildings
were not.

Where urban renewal failed to get underway, we have well preserved working
assets today. Where it was most aggressively pursued, we have large holes in the
landscape. Even where it succeeded on its own terms, the results were mixed. We
have only slowly come to appreciate what was sacrificed in the name of renewal.
The economic and esthetic toll is now generally understood to have been great. But
we lost something else which we seldom explicitly acknowledge: unrecoverable,
deeply human elements of a cultural tradition binding one generation's work to the
last and nextan intangible link to our past. This failure of stewardship was the
consequence of an historical and impoverished conception of community which con-
tinues to misguide us today.

In this regard, it is instructive to reflect upon the current public response to the
flood in the midwest. There are some who argue that those who live and work there
producing food for the Nation sealed their fate when they located by the rivers; that
America is not an insurance company; and that taxpayers should be spared the
burden of aiding those whose condition is the result of their'own free will. In a very
important respect they are right. America is not simply an insurance company and
should not act like one. It is a societya community of shared interests. An insur-
ance company at its best meets the terms and conditions of the simple economic
bargain it reached with its customer, which usually seems less simple and less gen-
erous at the point of crisis than it did at the time of sale. A community, on the
other hand, confronting a crisis looks for ways to helpsacrificing individually to
contribute to a greater good knowing that others would do the same over the long
haul. Both the insurance company and the community are responding to the uncer-
tainty of the human condition and to our common interest in avoiding being wiped
out by calamitous events. Each has its place. But increasingly in nearly all aspects
of our lives, we have substituted limited, formulaic, legalistic, institutional arrange-
ments for the relationships which bind people together in communities. The alarm-
ing results are evident all around us.

Today, in the name of economic renewal, we are bulldozing hundreds of thousands
of people out of the way because they can't be employed immediately as they are.
Some have been out of bounds in the competition for a decent job for all of their
lives. They are in dauger of being shoved further out of bounds as we continue to
choose to sharply limit investment dedicated to human resource development and
economic transition and direct these meager resources away from addressing the in-
creasingly desperate situation of the urban and rural poor in favor of serving the
newly dispossessed who have better prospects for more immediate success, and who
exert substantially more political influence. And, even here, once again, the avail-
able resources are far too limited to get the job done.

For too long, we have relied upon lotteries to distribute resources and opportuni-
ties in our society. Whether we were rationing educational opportunities, training,
or health care, the success of some few gave hope to many. This technique gave the
appearance of working as long as we were distributing gains.

But in recent years, we have allocated losses in the same way with far less suc-
cess. The anger which is so pervasive in our society results in part from a wide-
spread feeling of betrayal. It is evident that there is nothing remotely fair about
how we are undertaking major structural economic transitions. The accident of
working in the wrong sector of the economy or for the wrong firm accounts for dev-
astating losses which many thousands of hig' skilled people are experiencing
across the Nation.
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Yet this message of urban renewal is this: Where we have the vision and the will
to look at things as they might become, we have a powerful regenerative capacity.

Even to begin to find solutions, we need to look at the problem differently. First,
it is not the fault of the victims nor is it the result of the normal course of economic
cnange and development. In our free enterprise system, companies and even whole
industries go out of business and new activities emerge to take their place. Workers
lose jobs and move on to new ones. We have an unemployment insurance system to
provide income support through periods of transition, and we invest in job training
to selectively subb5dize those deemed especially in need, due to economic or educa-
tional disadvantagv, or due to the macroeconomic inpacts of concentrated disloca-
tions associated with plant closings and major layoffs. But what is happening now is
not the result of a normal course of economic development but of economic decline.
The activities being lost are not being replaced by new ones that can generate com-
parable earning opportunities. Compelling economic forces are leading most firms to
adopt labor-saving technologies and practices, achieving productivity growth by
training, by replacing less skilled workers with more skilled workers, and most fre-
quently by simply reducing the overall workforce. In many cases, new workers are
found overseasas lower wage replacements doing the same work as higher skilled
workers at comparable wages, or as immigrants filling job requirements not being
met by the existing American workforce. Firms that do not restructure tend to fail
or to stay in operation only through major compensation concessions. Firms that do
restructure frequently end with smaller numbers of employees and different em-
ployees, leaving behind large numbers of dislocated workers with only dismal pros-
pects for comparable work. Wage reductions, dislocations, and the accompanying
erosion of American standards of living, are inherent byproducts of widespread eco-
nomic restructuring as it is now taking place.

It is reasonable to ask why government should act to encourage different market
outcomes. The experience of the past several years has shown that in the absence of
intervention, firm by firm decisions of the private market are producing reduced
standards of living on such a large scale that there are significant economic ef-
fectsreduced purchasing power, reduced real estate values, reduced tax bases, in-
creased demands on social services, more crime, and so forth. With capital so
mobile, American standards of living face serious challenges from employers with
more cost-effective places to produce. It will take citizen effort to alter these power-
ful market forces. This is precisely where public intervention is both appropriate
and essential.

Government must lead and invest to alter the natural course of market outcomes.
Government needs to invest to catalyze new economic activities. Firms need a varie-
ty of capital subsidies and workers need a variety of education and training subsi-
dies.

Crisis can induce paralysis or stimulate invention. In fact, there is a special prop-
erty present in crisis, an element which often permits new combinations to form
with new capabilities and new possibilities. As a Nation, our track record in dealing
with crisis is enviable, albeit leaving one with the suspicion that we are fully ener-
gized only when pushed to the wall. But as Sputnik awakened us to the implications
of foreign dominance in space, "Kaputnik," the demise of a bankrupt economic and
social structure which had been unable to genuinely meet the needs of its people yet
persisted until virtually every last energy was spent should give us pause to reflect
and to actnow while we have the wherewithal to build together into the future.

The interests of the American people will be served by taking an approach to eco-
nomic conversion and workforce development which acknowledges that we do not
know what set of strategies will work best, and that indeed, we do not yet have a
fully adequate framework to address a set of issues which are complex and only par-
tially understood. We do know that the problems of economic transition are perva-
sive, that we have never sustained a commitment to workforce development in the
public or private sectors of the economy in any substantial way, reserving what ever
slight public attention we paid episodically to the issue to a very small fraction of a
segment of society with desperate need. We know further that every institution we
might logically turn to to "do the job" is now or ought to be in the process of a
fundamental restructuring. And in this regard we should recognize that the "ought
to be" category is far more fully populated than the "is." Educational reform and
restructuring has proceeded painfully slowly in the elementary and secondary sys-
tems of the Nation. Postsecondary career and technical educational reform is barely
underway. These institutions have responded more with declarations of virtue, a
contemporary vocabulary, and signage changes than with the difficult and absolute-
ly essential transformations which are required in the way they do business if they
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are to become truly able to support the development of people in the emerging econ-
omy.

The reason that we continue to have such difficulty coming to terms with labor
market policy is that we have not come to agree on fundamental principles to frame
policy and program design. There are few aspects of our lives so central to our
being, so defining, as our work. There is little beyond the defense of our physical
security which is as important to our collective well-being as is our economic securi-
ty and vitality. Yet, this policy area has occupied relatively little of our energetic
attention and attracted very little of our direct public investment. Before we impul-
sively implement a quick fix which is so much in our nature to do, we need to do
two other things. First, we need to reason together to discover where our true
common interest is centered. And second, we need to experiment. And we need to
begin now.

The administration is in the process of advancing proposals which are intended to
reform the labor market intermediation structures of the Nation to create, for the
first time, a universally accessible, high quality, workforce development system.
Every American in every walk of life has a stake in how this is undertaken. It is
vital that we achieve success. I believe that it is a time when we should take a long
view and invest in building a solid foundation for a system which is grounded in the
belief aystem of the American people, with a clearly defined purpose and a well-
specified mission. It is not a time to rush into reform, and there is a real danger
that in endeavoring to come to terms with near term issues associated with EDWA
that we will once again put the cart before the horse and compromise our long term
possibilities by pressing ahead with hastily conceived initiatives.

I would urge the committee to lead a major congressional initiative to invest in
discovering what works best by appropriating substantial new resources dedicated
to carefully crafting major experiments nationally. Create a national competition.
Induce governments, companies, and public and private education and training or-
ganizations to collaborate to discover new frameworks, practices, and delivery sys-
tems Give workers the purchasing power to invest in their own futures with re-
sources which they can direct. Evaluate the results. Then build both a more encom-
passing policy framework and a new delivery system informed by the knowledge of
what works.

I appreciate the opportunity to appear before you this morning and welcome the
opportunity to answer any questions you may have of me.

Chairman WILLIAMS. Thank you all very much. I will withhold
my questions until my colleagues have asked theirs.

I will call on my colleagues in the order in which they were able
to arrive at the hearing, but let me begin with the Ranking
Member, Mrs. Roukema.

Mrs. ROUKEMA. Thank you. I appreciate the testimony of the
panel this morning. You have provided us with an interesting and
challenging array of observations here.

My general approach to this, while I might not agree with every
detail of the administration's proposal, as I expressed at the begin-
ning, is that it is something we can all work out in terms of the
organization of it. I think we can come very close to that.

The funding level may be another matter. I don't know about
that.

But I am interested in some of the observations. I especially ap-
preciate the fact that Mr. Tetro anticipated my own observation
that this is just not a defense industry question, this is systemic in
terms of downsizing and reorganization and technological advances
resulting in downsizing across the board, whether it is Procter &
Gamble, IBM or defense or whatever.

So it is a major economic reorganization of our economy that we
are looking at, and it is systemic.
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I believe, Admiral Watkins, that I understood you, and I just
want you to verify because I think is a useful observation, that,
in addition to the national task force that you recommended or you
observed the need for and the shared funding, you did observe that
we can presently use existing military functions and facilitiesde-
fense facilities as a focus for training. Is that not correct? And the
same personnel, et cetera? Was that not your observation?

Admiral WATKINS. We have the potential, Mrs. Roukema, but I
am not sure that we have the legal authority. I think every time
we get into where we want to share facilities we have the threat of
litigation. How can you get the buses on base with the skilled
workers so you can train them? Who will be liable if the bus runs
into a building? It goes on and on like that. It may be soan area
that needs clarification, at least for some period of time, where we
can share those facilities.

Mrs. ROUKEMA. But you would be in favor of that?
Admiral WATKINS. Absolutely. Not only are the facilities being

shut down, but those not being shut down are not utilized fully. We
are cutting down on the demands of the training which is the larg-
est organization segment in the military. In the Navy training rep-
resents a quarter of your investment.

Mrs. ROUKEMA. Are we too late or can we salvage most of it?
Admiral WATKINS. I don't think we are too late. It should be set

up as a matter of priority in the Nation permanently. I believe the
&-11 mismatch issue is going to be with us from now on.

MTS. ROUKEMA. I do, too.
Admiral WATKINS. The Department of Labor estimated that

every skilled worker will have to be retrained probably five times
if they are going to keep a jobover their lifetime.

Mrs. ROUKEMA. I hope it is not that dismal, but I agree with you
that, for the indefinite future, we will need this training.

The Rocky Flats example you gave was particularly elucidating.
I appreciate that.

But I want to ask the more general question which I alluded to
at the beginning of my statementin my opening statementand
that is, if we develop a more equitable and comprehensive dis-
placed worker program where are the jobs going to be and how do
we train them?

In your programs, those represented here, what are you doing to
find the new employment opportunities in the growth industries?
In that regard, Mr. Starr referred to the fact thathe said, it
should be done on a one-on-one basis. He didn't think that the
vouchers and the stipend approach will work.

I agree with you. I don't think it is a good approach. But can you
link the two? How do you find the jobs? How do you get the train-
ing? Does anyone just go out to any proprietary school?

That is your reference to the voucher system and the deficiencies
of that voucher system. After all, proprietary schools or even two-
year technical colleges were not necessarily the best people to iden-
tify where the training is needed without the other linkage. This is
the nub of the problem so far as I can tell.

Mr. Starr.
Mr. STARR. Thank you. I tried to answer that
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Mrs. ROUKEMA. I took most of the time. The Chairman will be
liberal with the time since I am the only one on the minority
sidewon't you, Mr. Chairman?

Mr. STARR. The magnitude of the layoffs at Boeing are enormous.
I talked recently with a Boeing executive about utilizing and work-
ing with us as a system. He point-blank asked me what the heck I
was going to do to take 14,000 well-skilled Boeing production work-
ers who are making $17 an hour and put them out for training. To
be honest about it, I fumbled around for a while, am' I had to go
back and regroup my thoughts.

I can't answer your question directly. But what we do, we don't
think 14,000. We think of an individual, who that person is, what
their skills and abilities are and look at the array of offerings in
our community. We have 10 community colleges and vocational
schools, 50 or 60 different training activities, plus proprietary
schools, and with a staff person and the client, to research around
his needs with whatever available labor market we do have and
match that person to a particular curriculum in an existing pro-
gram.

What you hold in the future, as far as biotechnology and the
rest, I can't anticipate that, and I can't match them even if I knew
what they were. I can't match them on the bases in time. We try to
match a person with a curriculum that may be 60 or 70 different
kinds of offerings in our community.

I cannot anticipate what kind of skills are going to beI can an-
ticipate in general terms, in critical thinking skills and all the rest,
but I don't know what the exact skill requirements for an employer
in engineering will be or in genetic engineering will be. We train
in what is available.

MTS. ROUKEMA. Mr. Tetro.
Mr. TETRO. If I could add to that a couple thoughts.
One is that I think frequently, as we are living lifebecause it

all ends up back in the local or regional labor marketit doesn't
look as awesome as that.

As you described, there is a lot of activity taking place. Frequent-
ly, the fastest growing occupations don't create that many jobs, and
we need the training where most of the jobs are available. That is
not as hard because most of the jobs are not to bring in new jobs,
they are replacement jobs such as in the health care industries and
manufacturing industries and in emerging start-ups.

I think that, beyond what we currently do as a Nation, we really
ought to look much more systematically at supporting start-ups.
Typically, start-ups, where there are real possibilities for new em-
ployment to be created, are under-supported on the human re-
source side. It is usually an engineer with a good idea and some
modest capital who doesn't have the time or infrastructure to sup-
port the development of a workforce. A lot of those enterprises fail
on that basis.

I think that, as we start to see what the Federal Government
does, the State government and what local delivery systems do, we
can get at that better. If the framework is established within the
States, we can make those kinds of connections far more effectively
with a well-constructed system for delivery.
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Mrs. ROUKEMA.. Let me just ask a quick question, Mr. Chairman.I will be quick, and I think the answer is no.Do you have statistical data on the placement records?
Mr. STARR. Yes.
Mrs. ROUKEMA. If you would share that with the committee, wewould be happy to have that.
[The information referred to follows:]
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September 14, 1993

Mr. Jon Weintraub
Staff Director
Labor-Management Relations
320 Cannon House Office Building
Washington, DC 20515

Dear Jon,

Representative Roukema asked for information on the kinds of jobs that
dislocated workers find after they have received readjusbnent or retraining
services through our EDWAA program in Seattle and King County. I am
sorry for the delay in providing the information. As I mentioned in my
message so you, we spent the past several weeks loading and debugging new
software for our data system and could not enter data or produce reports.
What follows is a short analysis of our job placement experience and then,
szparately attached, a raw listing of all of the job placements that we have
made from 1990 through June of 1993.

Much of the downsizing/dispiacemait in our area has effected skilled
workers. Consequently it is not surprising that the majority of the people
we work with in the EDWAA programs are placol in xUlled jobs. Nearly a
quarter of our placements are in the professioc al, technical, and managerial
occupational classifications. Another fifth of cur placements are in the
skilled machine and structural trades, and we wed this to increase. Thirty
percent of our placements are in clerical and sales occupations. Very few of
the placements are in naval resource, processing, or benchwork
occuretions. The graph below summarizes the broad occupational
distribution of 1069 Seattle-King County EDWAA placements.
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Many of these placements are jobs that have been with us for a long time, while a
healthy sample arc die 'lobs of Tomonow or have significant new technology skill
content. For example, within the clerical sub category we are placing people in
traditional clerical job titles which now have significant computer and software skill
requirements. The same is true for many of our placements in the machine and
structural occupations; the skill content changes but the job title stays the same.
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On average our dislocated workers acquire jobs paying 86 percent of their last hourly
wage before they were dislocated. This means they are initially losing about $1.66 an
hour. This loss is understandable given that many dislocated workers leave jobs at high
wage grade levels and come into their placement jobs at low or entry wage steps. On
balance we feel that this level of wage recovery is pretty good. However, it is not clear
whether our current high level of wage recovery will persist in the face of an increasing
unemployment rate and the impending step-up in Boeing layoffs.

There is some variation in wage recovery between the gross occupational categories as
the bar chart below shows. For example, the largest gap between layoff wage and
placement after EDWAA occurs for the few workers placed in jobs in.the agricultural
and forestry category. These workers are losing $6 an hour on average but their
placement wages are still higher than our overall placement wage for this set of
dislocated workers.
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Our program has done fairly well in placing displaced workers in the professional,
technical and managerial category. Examples of PIC placement jobs in this category
include...

Quality &gin= Production director
Electrical designer Accountant
CAD drafter Punthasing officer
Tool designer Office manager
Productke scheduler Credit analyst
Water service tech Planner
Teacher

Among other things, close attention to assessment, taking the time to understand subtle
differences in the different occupallonal labor markets and just looking like eprofeszional"
placeman organization contributes to our success in these areas.

Our relative success in placing skilled workers relies on the same set of factors with an
important addition. Our experience with skilled workers suggests that the keys to helping
these displaced workers get 'tomorrow's` jobs are I), carefully identifying transferable
skills and 2), filling the individual worker's incremental skill training needs to qualify the
worker for the new and growing jobs.

I hope that this information is what Representative Roukema wanted. If she or any other
member of the committee desires further information, please didn't hesitate to ask. Again,
thank you for asking me to tear* at the oversight hearing. It was an interesting and
challenging two hours. I believe that we have put together a quality dislocated worker
program in Seattle and King County, one that we always seek to improve.

Sincerely,

Alf...r4 Starr
Executive Director

2',?3
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EDWAA PLACEMENT JOBS BY DOT AND WAGE
19-Ars-93

DOT JOB ITTLX PLAC_HRLY : PIAC_STADT:

I DESIGNER TOG SOSO 9/23/91

QUAUTY CONTROL LAB ARTCRAFT MMHG COMP 1&71 3/30P3

2 AEROSPACE ENGINEER US DEPT OF TRANSPOKT ATI $3 I.S3 7/1W90

SENIOR QUAIDY IWO TYU AIRCRAFT DC S19.16 I/19190

3 COMPUTER TECH EDO HEAD SOFTWARE $15.00 II/16/90

PARKER URVICIN $15.99 1/1092

DRAFTER ACCAR SALES NO. AMEBIC $15.50 9/S*2

ERIKA MMES $30.00 2119/92

ELECTRICAL DESIGNER BECHTEL $29.40 9/20011

ELECT/DOAN METRO TRANSIT $20.19 7/1/91

ELECTRONIC TECH LIVINOSTON $10.70 1/10,2

ENGINEER APPUED PRECISION INC $13.00 1/6/90

HOSPITAL CENTRAL IERVI $15.00 101091

WARDS PCJW40 $35.00 3/1/9 I

INSTAUING TECH E,Z INTERFACE $10.00 WW2

LEAD ELECTRONIC TECH DBA $150 12,649

1 DESIGNER JOHNSON CONTROLS $17.00 2/13/93

ENGINEER METRO MUNICIPALITY OF I $1712 5I30191

ENOINEERTOPERATOE AREUA WOOD WORKINO $12.00 11/20090

7 DRAFTER SIGNAL EQUIPMDTT $12.00 I/193

DRAFTER/CAD PUGET SOUND TEST R AWN 0.05 7/57/ri

ENOINEER TECH CITY OF MONROE $11.53 2114/1

ENGR TECH AIDE INDEX INDUSTRIES INC $ITIO 103/70

MGR TRADIEE TECHNICAL SYSTEMS INC $15.00 04.10

NC PROGRAMMER BOEING $31.00 5T492

TOOL DESIONER EWING TECH SYSTEMS 124.50 1211090

10 DEVELOPMDTT ASSOC JOHNSON MATINEE $22.02 2/491

MADTTENANCE ENGINEER NORTHWEST HOSPITAL 110.1 II 4/1/91

2R3
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DOT 301 TULE PIAQICRLY_: PLAC START:

20 SOFTWARE TESTER MICROSOFT $12.02 3/1200

SYSTEMS ANALYST HOEING COMPUTER SERVIC 020.50 1/490

22 CHEMICAL TECHNICIAN BOUND ANALync iERVICE $10.00 7/3101

29 ENVIINNENTALIST Derr OF ECOLOGY $12.74 3/7190

WA1ER INSPECTOR SEATTLE RENDERING WOE $10.00 w15/89

WATER SER TECH KING CO WATER ixrr 9107 511.06 7/191

30 COMPUTER OPERATOR POOD SERVICE GE ANERICA $11.06 110302

PROGRAMMER CALIFORNIA INSURANCE 0 $16.00 1/11050

31 SYSTEM ANALYST SEATTLE FIRST NATIONAL $13.00 603/93

40 GROUNDS KEEPER WISH LODGE 36.00 100190

41 WETLANDS coNSULTANT DIVIRONMENTAL CONCER $15.00 60492

45 COUNSELOR K. GICEDAR HILLS TREAT. $9.50 10091

COUNSELOR AID THUNDERBIRD TREATMEN $6.20 10001

71 MASSOWE DANE3U $15.00 6/1292

75 MEDICATIONS NURSE CASCA0E RETIREMENT CE $11.00 11/30091

NURSE waxan E VIELA $13.50 1/403

71 RADIOUC THERAPIST VIROINIAL MASON HOSPITA 315.86 11/1292

79 DENTAL ASSISTANT AUBURN FAMILY DENTAL C SI1.50 7/1/91

PATIENT SCHEDULER VIRGINIA MASON CLIN/C $1.47 120909

WROICAL TECH CHILDREN'S ORTHOPEDIC H 14.00 3/11/91

TRANACRIETIONIST MED TRANSCRIPTION PRN $10.00 60901

91 AUWILFIX LASER LUXAR CORP 17.75 01/90

SECONDARY TEACHER SPANAWAY SCHOOL DIST 110.00 9/490

SUBSUTUTE TEACHER SEATTLE PUHUC SCHOOLS $12.00 100190

100111/NE SCHOOL DiSTRIC 312.50 4/1/91

92 WASHINGTON WHOM $17.75 2/1193

rum( 80LE MONTEUOR1 57.111 70493

96 rot/limb. ROVE CEMENT $11.23 5/402

MARKET ILESEM0.... _C RESEARCH CENTER 36.00 120390

97 VOCATIONAL INSTRCT SOUTH SEATILE Gomm co 515.50 912102

3
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DOT JOB TM/ PLAC HRLY PIAC START:

160 ACCOLNTANT CARRIAGE HOUSE TOUR2 0 $12.30 2161

SEATILE PAINT AND DRYW $1460 3/3013

INTERIM CORP 217-1 1021/9

ACCOUNTING ASSISTANT FAMILY SERVICES 39.50 41293

TR1 GRAMM $12.02 9/7152

ACCOUNTING SLIP CHEMP1.0 S15.I6 1/1190

AMIN ASSUTANT CHAM HILL $10.21 9/1411

ASST. CONTROLLER COLORES INTERNATIONAL $10.63 6/2252

CUM-0E14 OFFICE MGR WESTERN NUCLEAR INC $13.07 6/2010

CONSULTANT ENOINEER MILAN? TECHSYTIEMS IN $13.00 3/150

CONTRACTS SPEC WA MUTUAL SAVINGS BAN $10.17 6/111/90

CONTROLLER LA &EYE LABORATORIES $24.00 3/1/30

HALDA CORPORATION $26.44 7/393

COLT/ACCD3 MOR SEATTLE SILICON CORP 630.19 3/1510

CREDIT COORDDIATOR VWR INC $10.90 2/150

FINANCIAL CLERK SWEDISH HOSPITAL $9.26 3/491

OFFICE 1111101UACCINT DATA KEEP 5t73 1/2750

OFFICE MANAGER BROWNS CARPET $12.50 6/3011

PRODUCTION ASSOC MICROSOFT 00.95 2/1311

TAX ACCOUNTANT LIIELOCAL PROCESSORS IN $13.31 3/1510

TAX MANAGER ST R LCL INTER MEC CORP 634.04 2/510

161 CREDIT COORDINATOR VAN WATERS ROGERS IN $10.30 7/2090

MANAGER-RECORC4 TENDER BRANCH POUNDAT 35.76 3/15/90

162 BROKER JOHN BOUM $10.00 3/6/91

BUYER NAVY RESALE IS SERVICES $13.53 7/210

MANAGER CITY OF BELLEVUE $14.00 6/30/91

PURCHASING ASSIST LUNDSTEAD OFFICE rum 11.30 4/280

SALES ASSOCIATE NORDSTROM $10.30 312412

163 CLASSIFIED MANAGER SENIOR SPECTRUM 311.00 4/1403

CLERK LAKESIDE MERCER DRUGS $7.94 W412

5
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DOT JOH TITLE PLAC_HRLY_: PIAC_START:

163 SALES ADMINISTRATION NORTHWESTERN IND INC 113.00 2/3190

SALES MANAGER NOUDAY INN SRA TAC $16.50 43191

STORE MANAGER OLAMPLER LEATHERS $5.00 L/11191

164 ACCOUNTANT PACIFIC HEALTH PLAN ik1.54 5/1190

INSURANCE BROKER 111.00 0/2192EASTRAC EYSTMES INC

16$ PUBUC RELATIONS EVANS KRAFT BEAN PUBU $I 1.55 3/25191

166 ASSISTANT MANAGER STERLING PARK CENTER S5.75 94492

FINANCIAL ANALYST OULI, AMERICAN PIN ANCIA $15.57 6i640

HUMAN RESOURCES MGR $16.00 5/1 IPP2BANK AND OFFICE SERVICE

SITE SUPPORT P MURPHY $I 1.00

TRAINING FACILITATOR $13.42 I I/202WASHINGTOIL /41/TAL BAN

163 COLLECTION MANAGER THE BON MARCNE $13.46 34191

CONSTRUCTION SUITE BRIDOEWAY CONSTRUCTIO 11437 4/1193

INSPECTOR MINI SYSTEMS MOOG $23.45 9/23191

SAFETY INSPECTOR NORDIC REERIOERATION $12.50 WW1 1

SR CREME COUNSELOR PACIFIC MST BANK $14.00 6117191

169 ADMEN ASSISTANT COUINS TRANSPORT 15.56 11/25191

ADMIN MET WESTERN WASHINGTON BE S5.50 4/29/01

FIRST INTERSTATE BANK $12.50 5/5112

ADMIN. ASSISTANT OREAT WEST UFE S5.65 41193

ADMDIEFIRATIVE ANT. $10.00 2/1103SOURCE ONE MORTGAGE

ADMROBTRATOR SERVIC $9.14 1113190WORKING SOLUTIONS INC

EKFCLIITVE ASSIST NETWORK CONSOUNICATIO $10311 6/15190

EXECUTIVE ASSISTANT EPILEPSY ASSOC OF W ASHI $7.52 Gum

mccAa Aurouonva INC $I 1.25 1/21193

0124111AL' OFFICE $13.00 10/1191UNITED STEELWORKERS IX

MANAMA FIRST INTERSTATE BANK S2194 1/25193

OFTICE ASSISTANT TEl STATE PUMEING COM St00 6/9/93

IMPIATCO PERSONNEL SE 10.25 VIM

DIVIII/391MENTAL CONTRA 3E00 1/22/90OFFICE MANACIElt

234
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DOT JOB MLR PIAC HRLY PLAQSTART:

10 OFFICE MANAOER SI RH MECHANIC SYSTEM 000 100G0

ST PAUL UNTIED CHURCH $10.00 1/5/32

COURTESY OIASS $10.00 4/1190

EARTH CONSULTANTS $11.01 1/30111

PACCAR AUTOMOTIVE 314.00 411093

SERVICE MANAGER INSOLATE INDUCTEES $13.47 7/23/91

STAFF ENTORT SECURITY PACIFIC BANK 31.15 SDI%

SUPPORT ENFORCEMENT WASHINGTON STATE $12.00 11491

123 BROKERAGE MANAGER KEEP AND COMPANY 312.50 2/17112

OFFICE MANAGER ThE OIXTEN CORP. $10.00 523491

PRODUCT VJTERVISOR CONTINOTTAL MILLI 315.57 0132111

114 =nom MANAGER O.T. TRUCKING 330.00 53191

MAIM DEPT SUPER ALASKAN COOPER $19.50 3/11111

MAINTENANCE >LECH CRAFTSMAN PRESS $1734 211291

RESERVATION CI.E.RX AIASKA AIRLINES 0.00 5120/31

STATION REP MEXICANNA AIRLINES 310.11 1013/01

STOREKEEPER 1 1.0DEC INC $5.14 1n500

WAREHOUSE MANAOER SYSTI-MATIC $12.50 41590

1S5 MANAMA/OWNER HAYEKS LEATHER PURNITU 530.00 1211502

111 CLEM MANAGER PACIFIC MEDICAL CENTER $10.15 I/I/92

COLLECTIONS OFFICER seaman' manc 0.23 4/1111

C01011A34CE OFFICER FIRST FEDERAL SAV & WA 314.00 411112

COMMOLIER CAYLX SOFTWARE LTD $50.19 12113110

CREDIT ANALYST WESTINGHOUSE 31011 13129110

DEPOSIT OPER RUPP SP WA MUTUAL SAVINGS BAN $13.50 1011/90

JR WAN PROCMOR TRANSCOASTOAL MORTGA $11.23 11120/3 I

LOAN DELIVERY SPEC OLD STONE MORTEN CO 1923. 5/4111

LOAN OFFICER FIRST INTERSTATE BANK 11.31 3/12113

LOAN SERVICER SECURITY PACIFIC 0.37 0/10111

PERSONAL LINE MGR 13 FIDEITY AHD GRATUTT 323.00 0/14/93

7
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DOT JOB TTILI PLAC HRLY : PIAC START:
193 CASE MANGER FAMILY COUNSELING OP I $10.13 3/1491

197 GROWER/MANAANA FLOWERS AND MENDS $10.00 41103

LARINE MECHANIC 1103U-MAI SERVICES 130.1:0 3/27191

199 WIRRAL MANAGER $12.00 6/1011WOELD CENTER TRAVEL

MANAMA MAY VALLEY MERLE NAN $00 $301

OFFICE ADIONISTRATOR OEM AND ASSOCIATES $11.00 4063

PLANNER SURFTECH FINISHES CO $8.30 WINO

RESIDENT MANAGER EEL REN.I COMP APW $12.50 I13102

201 AMEN MUST QUINTON INSTRUMDGE C 39.23 423190

ADIIDI SECRETARY OLD STONE MORTOAGE CO 816.00 9/10/10

AMON. ASST. MANLEY & ASSOCIATES $10.41 694191

ADMDI. SEcRETARY XEROX HUM= MMUS 311.77 4,12193

CLJDIJCAL MUSS BERMES $.3.00 1191191

DATA ENTRY LEOAL SENIOR ESTATE SERVICE 117.50 11912192

PDIANCIAL AID ASST. SEATTLE VOCATIONAL INS 1130 4,13193

GENERAL OFFICE SEARS VI I 3410

MEDICAL RECOODS CLRK UTAH CIENERAL MEDICAL C 17.20 9/1192

MEDICAL SECRETARY CIGNA HEALTH PLAN OF W $10.00 4/1190

NEWSLETTER COORDINAT Amos ANDrispi 30.00 2/10192

OFFICE ASSISTANT KENT SCHOOL DISTRICT 37.03 12111/91

OPPICE MANAGER WISS JANNEY ELSTNER INC $10.13 4/490

RECEPTIONIST TRIDINT SEAFOODS S7.11 WV 91

ENVIRONMENTAL HEALTH $74 3127 /II

EAGLE COPY IFIVICE $1.00 11/192

NCO DORM INC 30.00 12/1412

RECEPTIONIST/MED1CAL INTERLAKE MEDICAL CENT 17.30 7/2712

RECEPTIONISTMEC DAYSTAR AT WESTWOOD $8.00 SAPPO

SALES DM-SECRETARY EASTMAN KODAK $I 0.00 6/410

SECRETARY WEYERHAUSERnot cerr S7.00 3410

NALLEY1 PINE POOD $7.00 11/13,90

9
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DOT JOB TITLE ?LAC JOIRLY_: PLAC_START:

203 WORD PROCEUING VOLT TUCP PROCESSING $700 10121/90

WORD PROCESSOR SEAFIRBT LOAN SERVICE C S130 4/1/93

EGGHEAD SOFTWARE $9.30 6/1/92

MEC INC $10.311 2/193

205 ACCOUNTS CLERK AMER/CAN EAGLE1 INC 31730 10491

CLER1C/PARTS DEPT. NORTHWEST MARKETING 119.00 10121/91

CONTRACT SPECIALIST NO PACIFIC NUM COUNCIL $550 1213092

CREDIT ASSISTANT WESTERN CABINET $10.53 1990

CR.EDIT CCUIRK FIRST INTERSTATE U.00 2/193

GAME PLAY COUNSELOR CDT - WEST $7.25 2/2392

INTERVIEWER REACH NURSING SERVICE $6.32 11/1990

MEDICAL ON.LEC CLERK MEDICAL MANAGEMENT S 5t07 5/10,91

ORDER ENTRY CLERK PACIFIC PIPELINE $7.00 1/25193

PAYMENT PROCESSOR FIRST INTERSTATE BANK $730 11/1/91

SUPERVISOR U.S. RESEARCH $735 212792

206 FILE CLERIC US DEPT OF LABOR 36.27 11130091

PILE ROOM PERSON KENT MEDICAL CENTER $5.61 4125/90

GENERAL SPEC SECU1UTY PACIFIC BANK $7.15 4/2390

207 MICROGRAPHIC OPER. mummy HOSPITAL 35.00 211/93

200 MAIL ROOM OPER BLUE CROU OF WA /A ALAS 17.00 3/7/90

209 CLAIMS EXAMINER KING COUNTY MEDICAL 131. $6.22 11/1319

CLERICAL GREAT NORTHERN INSURE 51.25 10/11/09

CLERK TODAY'S TEMPORARY $335 42490

HIGHER EDUCATION ASSOC 57.00 I I/4/91

VOLT SERVICE CORP $7.25 4/1191

PUBUC EMPLOYEES MUTU $77.76 5/29190

CLERK GENERAL EVEROREEN CASE TOOLS 37.00 2/19190

SEATTLE SCHOOL DISTRICT 57.49 4/11191

VOLT SERVICES $7.50 3/25191

PACE NETWORK INC 31150 1211/90

11
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DOT 1011 TMA PLAC_HRLY_: PLAQSTART:

216 ACCOUNTiN CLERK WAsHINGTON NATURAL 0 $6.50 W1092

ACCOUNTINO CLERK HATCH a 1ZILIE $6.23 SI14130

PREIDIANDER! SONS LNc $7.41 75190

VALLEY CITIES MENTL ILEA 5s.041 WWI

WASHINGTON ST. CONVEN 39.00 211092

ACcoUNTS CLERK DoLLAR RENT A CAIL $6.50 122190

ACCOUNTS PAYABLE BATELL DRIKM $7.00 11/2129

NINTENDO or AMERICA $13.00 3292

ACCOUNTS RECEIVABLE MICROFILM SERVICES $9.00 9/2190

BILLING CLERK ETATIONARY DISTRIBUTOR $7.30 16/14/19

CASH APPLICATOR RYERSON lam $il 06 2/1092

cLERx NATIONAL HEALTH LABoR 36.23 4/29.90

c011EcToR11 *EMMY PACIFIC BANK 39.73 32/90

CREDIT ASSoLIATE CIsc0 POoD SERVICES $14.00 9/3092

INVESTMENTs DESK CONTDIENTAL SAVINGS BA 210.33 12/2490

/NVOICINCVSALEs CLER RAYTHEEN MARINE CO 17.115 6/1390

RATE CLERK PIE $12.50 512390

REIMBURSEMENT ASsIsT HOME HEALTH cARE $9.00 3290

STAFF ACCOUNTANT UNIVAR VAN WATERS a RO $10.09 3/1/90

MUTUAL MATERIAU 312.70 4/21*I

219 AcCOUUNTS PAYABLE SECURITY MANAGEMENT 1 $2.17 9/1090

AsSIST CLER3CAL HIOHLINE COMM CoLL MAD 12/3190

CLERK GEN office KEW/ sERvICES $6.60 12/1/90

CusTOMER SERVICE UNITED AIRLINES $520 59291

CusTOMER SERVLSE REP SEATTLE FIRST NATIONAL $9.00 1/1491

SERVICE ORDER CLERK ITS WEsT COMM 51.70 1113690

SYSTEMS MER TRAINEE TiucK a muRRAy 96.51 6/19/90

TELEMARKETER VIACOM CABLEVIS/uN t7.50 54/91

221 CUSTOMER SERVICE FLIGHT TERM SEC:MITT 94.60 12/1191

EXPEDITOR HOLLAND AMER/CAN TOUR 37.00 5/1493

2 .1
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DOT .101 MIX PIAC PLAC START:

221 PRODUCTION CNT1IL OPE LAMONT! CORP S7.70 1W13090

PIWOUCTION WORKER PREK1HT 11.47 0000

222 ACCOUNTS PAYABLEax PAY N PAX STORES DC 1/31/90

CALLER 17.00 49093COLECO non
MATERIAL HANDIER !AMC LINEN $3.50 t/790

NIGHT STOCKER. SAFEWAY S10.00 1/1292

PARTS SALESPERSON GENERAL AUTO WRECKING 0030

ROO SHOMAN SHIP/RE FENPRO 17.30 49390

PRODUCTION CONTROL A STEANNI COMPANY 99.02 11/499.

RECEIVING =RIK MD4424 117.10 2f7/t2

MERVIN'S DEPARTMENT ST SS.50 00900

SHIM* CLERK POOL AND CREW commuta 30.25 7/13192

SALMON BAY STEEL COMP 212.20 711M1

NITITING/RECEIVER HATCH IL KIRK INC 31100 427190

SHIPIRRYRECEIVINCI LEHITHOLSE POIL ltifi BUN SL39 3/290

WAREHOURE CLERIC ANTHEM ELECTRONICS SRIO 5131,91

COADIFECIAL WAREHOUSE $10.50 V2811,

WARFHOLEE CONTROL CL INDEPENDENT PACKAGE* S9.411 3125191

230 DRIVER/DELIVERY 11040SE1 SOFA FACTORY $10.00 11/1012

ns DIRECTORY ASSISTANT U.S. WEST 0014MUNICATIO 19.73 1/192

237 EXECUTIVE RECUT CH2M FEEL $10.00

PBX OPERATOR HARTFORD INSURANCE CO. U.30 10991

RECEPTIONIST MANUS TEMP SERVICE 0700 WINO

FEDERAL WAY ORTIKREDI S7.00 41193

CHIYOOA INTERNATIONAL Et 17 1/2192

0001 COMPLEX 7/2092

DR ROLAND VAN TRAMP D 310.00 109470

RECEPTIONIST MEDICAL PACIFIC MEDICAL CENTER 19.20 4/1 I/90

231 FRONT DESK CLERK GREENIVOOO HOTELREST 3000 $17210

HOTEL CLERK DOUBIXTREE INN S12.93 3/1091

15
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DOT JOB ITTLI PLAC_HRLY_: PIAQSTART:

290 SALES ASSOCIATES BON MARCHE $13.65 39693

SALES CLERK 7-ELEVEN FOOD STORE 123$ 15.50 11/1/92

VINOTIQUE $6.30 109692

EAOLE HARDWARE $9.30 4/1293

SALES REP SLEEP AIR MATTRESS $6.30 4/1293

SALESPERSON BOOK WAREHOUSE $5.00 10121.91

ME BON $9.00 3/30/91

BON MARCHE NORTHOATE $9.68 3124192

ANDERSON* CHINA $10.00 3/29193

291 DELIVERY TRIXK DR1VR FULTON POODS 57.75 7/3/90

DRIVERAELF.EMPLOYED DAR1OOLEI PRODUCTS $10.00 99691

TRUCK DRIVER SALES GAr5 FRENCH BAKERY CO 1 $6.91 12/2099

294 AUCTION COORDINATOR NARAL $7.69 4/1191

291I DEVON AND DISPLAY $10.50 114193PACIFIC RIM IMPORTS

299 CASHIER CUSTOMER SER LARRY'S SUPERETTE $6.30 4/190

CIRCULATION SUPER ME SEATTLE TIMES $16.62 SKID

CLESX OEN OFFICE AVARAY INTERNATIONAL WOO 41190

CUSTOMER SERVICE SECUR/TY PACIFIC BANK $1.04 3/1290

EGGHEAD DISCOUNT /OFT $6.23 12991

UR WEST DIRECT 51.73 19090

US WEST CELLULAL 0I1/I51 89.13 11290

HEART TECHNOIAOY $10.00 MOO

LATTAYE LABS S10.35 21190

ICI TECH INTERNAT/ONAL $13.00 6/2191

CUSTOMER SERVICE REP TAY N PAK 16.73 1118190

DELIVERY DRIVER NORM CITY 0013PATHERS 23.91 69791

PIZZA DEUVER PERSON ROUND TABLE PIIZZA S3.00 011/92

RETAIL CLERK WARS RENTON CENTER $3.00 11/190

STOCK CLERK ALBERTSON' STORE S10.30 9991

ITISMAIXSTER RESPOSUE MARXETINO WOO 12999

19
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DOT JOI TITLI PLAC_HRLY_: MAC_START:

299 TELEPHONE INTERVIEW GILMORE RESEARCH COMP 86.00 1W592

301 GARDENER CASCADE GARDEN $5.00 6/16/91

NANNY/HOME/MUER INT NORMAN C TURITLE $5.00 3/1583

302 lAUNDRY WORKER U OF W CONSOL LAUNDRY $7.94 2/1792

310 SALESCLERK PAY PP SAVE MOO 115/91

311 BANQUET WORKER RORIENTO WM. $12.75 1/17/91

courrrest pERsoN SAGA CORP/MARRIOTT 17.96 47/92

FOOD SERVICE CHARLIES RESTAURANT $450 3/193

WAFITERSON itrrz DINER $5.50 1127/ri

WAITRESS BROOK SIDE $4.75 5/6/92

ATHENIAN MN $5.00 999/2

312 BARTENDER BOGEY'S TAVERN $5.50 9/13/90

THE VIROINA TAVWEN $10.00 5113M1

313 ASST. CHEF BETAS DELI $4I 00 3/102

BAKER HORT INTERNATIONAL $6.00 12/1351

CHEF RESTAURANTS UNLIMITED SRST IV20/91

HEAD COOK PAN PACIFIC SEAFOOD SIS.73 6/14/91

PASTRY HELPER PACE MEMBERSHIP WARM $6.60 6/193

317 WRAPPER SUNSHINE BAKERY 11.64 115191

31S DISHWASHER DOUBLETEPE $5.30 3/12190

KITCHEN ATTENDANT POUR SEASONS RETTAURA $7.75 1/17/73

KITCHEN HEUER umutiorr IN HITE SERVIC 85.75 S/1292

320 DELIVERY TECH NIE/SENS WHOLESALE 17.30 6/11/93

321 HOUSEKEEPER LAURELWOOD CARE CENTE 25.25 11551/

SEATTLE SHERATON HOTS $6.50 111342

323 CLEANINO restaoN AMBER CLEAMNO SERVICE 10.50 I 1/20/90

HOUSECLEANER SHERATON HOTEL 36.30 1121/91

HOUSEPERION DOUBLETREE INN 15.25 13/1/M

346 CUSTODIAN RENTON SCHOOL DIST NO 4 T1.00 3/1,91

355 CERT NURSE ASSIST RETTORTITVE CARE cum $5.90 I61361119

20
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DOT Mt 11M1 PLAC HRLY PIAC START :

333 HEALTH CARE AID FREEMONT PUBLIC ASSOC' 471R3

HEALTH CARE PROVIDER COPES $3.39 4/21092

MENTAL HPALTH SPEC HARBORVIEW H00 $ I.n 1/1491

NURSE AUXTANT BORTEN NURSING CENTER $5.30 4292

NURSE AUDE SWIM WRIGHT ESTATES I& 10 8/30/90

359 TASUNGER SCREDIER ANDY FRAIN AVIATION SER 14.40 1/31/92

361 LAUNDRY ATTENDANT MARRIOTT RESIDENCE INN $6.50 4/15/91

362 DRY CLEANER LON BROWN INC 3919 2/19192

372 CORRECTIONS OFFICER WA ST DEPT CORRECTIONS- $9.45 5/11/90

SECURITY GUARD OLUMPIC SEMMES NC 15.50 12/390

BURNS SECURITY 15.50 9/2491

BRANCH VII1A $625 5/25/91

Como $111.40 4/3d91

375 RAMP PATROUER FORT OF SEATTLE 111.60 7123191

SERGRAN OFFICER CtTY Of TUKWILA 110.00 2/1/91

379 ALARM OPERATOR ADT SECURITY 17.00 10/2290

DISPATCHER ADT ALARM COMPANY $1.37 7101/91

VALLEY COMMUNICATION $10.40 9/4/90

I11 CUSTODIAN GROUP HEALTH COOPERAT 36.33 9/1349

FACTORY SERVICE CIA BOENG $12.00 11/7190

HOUSEKEEPER SEATTLE SHERATON DOTE 56.50 9719/91

JANITOR GROUP HEALTH COMBAT $US 3/12190

CRESCENT FOODS V2I/90

HICIHUNE SCHOOL DIST 55.90 515191

SELF EMPLOYED $14.42 4/1/90

SELF EMPLOYED $14.42 1/190

382 BLDG MATMT FACILITES TACHTERMANS INVESTWE I5.23 3/30,0

BUHL MAINTENANCE KING COUNTY $10.10

CUSTODIAN AMERICAN BUILDGEO MAIN $6.57 3/26/92

ADVENTURE 37.00 4/1102

21
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DOT JOB TITLE PLAC _HELY PLAC_START:

382 CUSTOIDIAN AUBURN ADVENFIST ACAD $o 00 1/1919I

ZION PREPATORY ACADE.1.4 S5.73 8126/91

XIANITA HIGH SCHOOL $10.21 10/791

CUSTODIAN/CO-OWNER C CLEANING $10.00 3/17191

GEN HELPER/CLEANER HONEYCHURCH ANTIQUES !SOO 6/2192

JANITOR MI BUILDING MAINTENAN $6.00 1131190

WEIMAR COMPANY INC S6.13 1113192

ALLEY JANITORIAL SERM $6.50 6/15191

EAMES FRATERNAL ORDE 14.36 1/1/90

AMERICAN BUILDING MAIN 17.30 10114/91

LAKE WA SCHOOL DIST 55.33 919/91

SOUTHEAST COMMUNITY S $10.00 V15191

JANITOR/MANAGER NORTHWEST INTERIORS $11.25 12/14/92

JANITORIAL FAIRVIEW SCHOOL DISTI1C $1.00 11/14192

319 BLDO ENGINEER MAINT STOUFFER MADISON HOTEL 55.00 7/13191

CUSTODIAN NORTHSHORE SUPPORT SE $9.00 919/91

NORTHSHORE SCHOOL DI3 29.27 812919I

NORTHSHORE SCHOOL DM $10.10 129/91

RAMP CONTROL PORT OF SEA.-SFATAC AIR? $11.00 7117/91

TECHNICIANANSPEC RID X TERMITE & PEST CON $12/30 1/2S191

405 OWNER/MANAGER H.D.LAWNCARE $10.00 411493

PLANTER BELA GREENHOUSE INC $3.32 2/2790

406 GARDENER USAF MORAL WELFARE $5.52 5/3/93

GROUND MAINTENANCE EDMONDS SCHOOL DISTRJC $13.45 1/4193

L1NDSCAPER R R J ENTERPRISES 36.50 11/1191

408 ILL SANFORD $000 4/2191

410 VETERINARY ASSIST INTERBAY ANIMAL HOSP1T $6.56 911490

441 FISHERMAN ART1C ALASKA SEAPOODS 130.00 1,2991

449 PROCESSOR/DECKHAND MIMIC ALASKA FISHERIES $10.00 3/2792

434 CHOKERMAN CCCHRAN 11300ER $15.00 3/5/91

22
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DOT JOB MT/ MAC JIRLY j ?LAC START:
620 OZN. LINE MECHAM WILDERNESS CHEVRON .7.00 7/2991

MECHANIC SOUND 'UNARM RENTON 19.00 S1190

AIN GROVE CEMENT CO. $13.50 2/1092

MECHANICS ILF.321:11. R.P. AUTO =vim um 11/30190

LV. TECHNICIAN $7111 WHEELTRAVEL HOMES $7.93 10/1491

COMPLETE LV. 39.00 3992

RV SERVICE TECH SELF-EMPLOYEDIM MPH $10.00 2/293

STATION MECHANIC ROES CHEVRON S3.50 2/15190

TtRE BUSTER EVANS TIRE 3.6.25 SIM

TIRE MECHANIC TIRE PROS 54.25 I/2792

621 AIRPLANE MECHAM 1L451CA AIRLINES $13.15 109191

AVIATION SUCH um= AIRLINES $14.46 12/17191

673 DECK HAND ENGINEER ISLAND TUOG AND BARDOE $10.00 109591

MACHINIST TODD SHIPYARD Slit IIIII189

MARINE MECHANIC MASTER MARNE $11.00 4/9191

623 DIESEL MECHANIC DEISCHALL TRUCKING $12.50 42392

MECHANIC DOC PREDIANI NC 113.00 1792

SMALL ENGINE REPAIR BALDWIN* SON 1AWN & 0 $1.00 4180

1UAQUAI0 HONDA KUBOTA SSW 6/4190

629 MANAGER. CUNT REPORT FINANCIAL SYSTEMS PROD $10.00 4/1690

630 MECHANIC TRAINEE BOWERS MACHINE $7.00 I/21191

633 COMMIES SVC TECH OFFICE COMPUTER SYSTEM $7.00 2/1190

COMPUTER TECHNICIAN HEATH TEMA AREOSPACE 19.55 79082

SERV= TECH %%CMOs. ELECTRONICS 110.00 wsin

(37 CUSTOMS* URVEICE RE 20401 L. scorr S10.00 733(100

CINTOMER SERVICE Hs $1.47 109692

HVAC TECH 'TAMA 114.00 159192

63$ CENTER SISCHANIC RET S00511240 00001 MST $14.00 11/1391

PLUT MIC0A141C AA ARAULT $12.00 7/181

MADE Uri= SALMON BAY 31134 601161

25
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DOT

632

JOB TIME

LAMINA34CE BMW/SUBARU us*

MAC..START:

taw

MAINTENANCE MECH 2001R1 MACHINERY OD IN 310.30 VIM

MAINTENANCE MECHANIC RAINIER BREWING COMPA $10.70 warm

MECHANIC RAZE MOUT& MECHANK2 $10.00 9/2080

MECHANICAL ASSEMBLY mune INC $13.00 6/19191

11ILLWRIOHT &ALMON BAY STEEL COMP 01190 5/1/91

SALMON BAY STEEL 313.00 7/23191

WRION RAY STEEL $13.00 791191

REPAIR/CONSTRUCTION NAVIN CONSTRUCTION CO 310.00 39492

TECHNICIAN PRECISION TINE $6.00 9/1E91

TOOL 113014 ATTENDANT ALASKA AIRLINES $10.00 4/3091

639 INTERIOR ASSEMBLER AIM AVIATiON
31.00 7/11191

JOURNEYMAN MECHANIC SE9LAND SERVICE. INC. 321.23 291/92

640 SECOND SEAT DRIVER C.T. EXPRESS INC 32.63 4/4190

631 MSS HELPER EMERALD CITY ORAPHICS 36.06 1120/91

PRESSMAN EAGLE WEB TREES $10.00 7/2/91

PETERSBURO PILOT $13.00 494191

652 PRODUCTION MANNIER WSW MOUNTALN MANUPA $14.42 2/3192

639 PRINT TECHNICIAN COSTOO $9.13 12/1392

660 CABINET MAKER GENERAL BUILDERS SUM $2.00 2/10/90

VIKING CONSTRUCTION $10.00 793191

667 PULLER WEYERHAUSER TIMBER CO 19.44 3/1390

669 PROJECT MANAGER MERCER INDUSTRY 112.21 6/410

679 ASBESTOS INSPECTOR. ENVIRO TECH 312.93 9/10190

CIS ZIZU OPERATOR WOODTAPE $6.00 412293

691 CABLE INSTALLER OfNERAL CON/MODCAT/0 36.22 12/24/79

PRODUCTION JAMES RIVERS CORP 37.30 1/13/90

PRODUCTION HELPER CAPITAL INDUSIIIES 37E3 4/11191

699 PRODUC11014 LED 111DONNELLIO maw= I $11.00 3/393

PRODUCTION SUP 194ERY INC 310.20 911691

2 5 -1

26
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DOT JOB MIX PLAC_HRLY_: PLAC_START:

709 Assnamra BIOFHYSICS INTL $7.00 12/1L19

709 CONTAMINATION MORO ROCKET RESEARCH SIM 5/490

14ACHINIST MACHINE LABORATORY 1111.50 3/1310

710 ASSEMBLER I HEART TECHNOLOGY 17.00 1112190

712 DENTAL TECHNICIAN PENN ORTHONDONTIC LAB $9.50 7130191

LINE INSPECTOR BIOPHYSICS INTERNATION MSG 1/100

716 CRAFTSMAN MICRO SURCECAIL TWIN $1.00 5/21190

LAB TECIMICIAN OENETIC ItYSTEMS CORP $1113 2/15190

MANAGER EVERGREEN EYE CENTER 512.911 1/210

OPTICAL TECH 3 GROUP HEALTH ADMEN SUP 14.60 419/90

TECHNKIAN ANALYTIC TECHNOLOGY $9.70 613190

722 COMMUNICATIONS SPEC METAL DIRECT OP SEATT $14.90 5/13191

PAX WAIR BELL AND HOWELL $11.00 SIM

723 APPLIANCE REPAIR SEARS $6.37 2/3010

ASSEMBLER BAXTER SCIENTIFIC PROO4I $7.60 13/1249

RERVICE TECHNICAN EVERGREEN MAYTAG S1.00 I/1113

739 ASEESIDLY INSPECTOR KORRY ELECTRONICS $7.35 1,23190

ASSEMBLY TECHNICIAN PIONEER °MURRY $315 10/11191

COMPUTER MELD TECH ROOHEAD SOTMAXE $8.50 WOO

22EC11ONIC ASSEMBLY COLOILTRONIC SILOO 01190

LEAD SERVICE TECH Dt AC010 0011ERUTER CENT $10-18 VISO

MEDICAL MINAS/MIL MO PHYSICS INTERN $9.60 VMS

PROD INSPECTINt TERRA TECHNOLOGY CORP $7.00 5/1S/19

72$ COROSITER TECHNICIAN MICROWAVE $11.00 12/411

732 ASSEMIKER RALLYE ROMMTEER ENTE $6.34 1911190

741 APPRENTICE PAINTER LONG PAINTING CO $4.00 7/16190

754 LAMINATOR HEATH TEMA 0010 3/25/91

763 ANI7Q1113 MAUR DEE A MI ANTIQUES 9900 1/113

749 WOODWORKER ARCM MARKUS $4.23 I/1/91

WOODWORM° TRAINEE O0NYEA1 WOODWORICHO 57.50 15/4190

255
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DOT JOD MI/ PLAC HRLY_: PIAQSTART:

777 MOOG. MAKER MODEL DISTIUMENT DEW SI 1.34 WS9190

710 UPHOLSTERER DURHAM UPHOLSTRY WOO 4/13/91

787 SEWER JENNY" BACX TO NATURE $3.00 6/1.93

*04 FABRICATiON SPEC DDIULATE INDIXTRIES KIS SASSO

PRODUCTION WORKER HET moos $1.43 0/34/90

SHEET METAL AMEN!. SUPERIOR AIRPREXINT HAN SSC 0/2491

S03 SNIMTTER TODD SHIPYARD $15.00 3/310

106 ASSEMBLER PRECISION AREOSPACE 36.30 1/11/93

KENWORTH SI3.10 11/1461

MECHANICAL LEAD AWE TARGET TECH DiC $6.41 12/11/89

1101.104140 MASER HERRON PLASTIC lEPO I01.30 I loom

otturrazELEC BREDA TRANSPORTATION 37.00 4/2690

I/00ER TODD SHIPYARD' $34.00 1/1393

SHIP FITTER UNDLAR SHIP 314.00 1191

SHIPPITTER MARCO SHIPYARD 314.00 4/1963

WPM° FOREMAN PAY N PAR $14.99 1 3/3091

*37 BODY REP AIRER OmutaKM TOURS 310.30 1411090

000YMA14 MACI340113 COLLISION RP) $i 1.00 0/1191

109 ASIDORER KENWORTH TRUCK CO $10.07 0/141

SCALER TOW PACIFIC SITRYARDS $17.03 9/3192

UPPER SALMON BAY STEEL S1200 11/11/1

STEEL MAKER SALMON BAY 316.21 4/1191

STEEL NVORK SUpERvis0 SALMON BAY $1TEEL $14.00 124/1

WELDERtiABRICATION pEyeg maucK1o04 moo 104/91

slo samwitioirr SALMON BAY STEEL CO 314.18 3/13/91

WEISIER 1OCRO34 MUM= *CO 1/2193

ACE T ANKEQUIPMENT !P.M N3/90

NA5 ./C0 INC SRI3 2/193

RANIER WELDINO 110.26 1/13/93

1ESSE INGINEERING $11.00 EOM

28
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DOT JOB nru PLAC PLAC_START:

1119 FITTER WELDER ORAILAM STEEL $12.50 9/15192

IdAINTENANcE %ELDER .toRGEN/IN /rm. co /1405 5/31/90

SPOT WEIDER LANG MANUFACTUR1NO 3E69 105572

WELDER CAPITAL =MIMS S645 10/11190

PACIFIC FISHERMAN SNP B $13.15 121459

TODD tHIPYARD S13.75 12552

TODD SHIPYARD $14.00 3/19/93

TRIDENT /RAMO° $1400 1051/91

TILE BOEING COMPANY $16.45 7/15/92

WELDER HELPER /NELSON CO $19.17 1113012

WELDER-FITTER CAM INDUSTRIES $10.65 6/13/90

WELDER-JOURNEY LEvEL cHo BLDG sYsTEm/ INC $15.00 711/190

WELDER/ HELPER MID MOUNTAIN CONTRACT $17.00 104052

822 CABLE MANAGER $7.00 10,22.91SCHARCH CONSTRUCTION

C0604UNRCA1IoNs TECH Us WEST COSCWONICATION 317.00 RI 3191

TECHNICAL AsszrArrr TELEFHONE ENOINEIR SEE $1210 10/2991

/23 COMPUTER TECH WEIT COmMtNICATION $17.50 65s/91

RADIO FREQUENCY TECH cELLDLAR ONE $11.00 10/22/90

am ELECTRICIAN BARBEE HILLS $13.00 9/11/91

ASHOROVE CEMENT $13.75 2/14192

BOEING $14.00 1/31/91

TODD PACIFIC SHIPYARDS 314.00 4,21/93

/UNLOCK NC $14.57 9/30191

SALMON BAY $15.00 919/91

SEA CITY WAST WATER t/T1 $15.00 3/17/92

TODDS PACIFIC SHIPYARD $15.00 3/15193

LIDYDS ELECTRONIC $13.37 11351

CD4 CORP. $16.00 5/27191

SAU4044 BAY 216.00 9/1691

LOCAL 46 1BEW ELECTR1CA 101.20 10/r7/92

19

76-387 0 - 94 - 9

2 5 7
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DOT JOB TITLE PLAC_HRLY_: NAC_START:

171 ELECTRICIAN/MARINE HARM ELECTRONICS $11.93 7/3191

ELECTRONIC MAINT $12.01 1/31MAUTOMATED RETAIL Mil

125 ELECTRICAL ASSEMBLE, BREDA TRANIPORTATION $700 2/7/90

BREDA TRANSPORTATION MOO 1/31/90

ELECTRONIC ASSEMBLER. AVETECH CORP $6.25 3/9/90

MARINE ELECTRICIAN TODD SHIPYARD $13.54 11/9192

TODD PAC/FIC SHIPYARD $14.00 1/1/93

126 DUCT METALLER MERIT MECHANICAL SK50 1/16.92

MAINT MECHANK CONTINENTAL BAKERY $14.00 1/21/92

MAJNT TECH NWT MECHANICAL $10.00 6 6/24/91

SERNICE TECH HOIUZON HEATING $10.00 1/13492

$21 ELECTRONIC TECH CM CORPORATION WEST $9.25 9/301

ELECTRONICS TECHNIC! HARRY, EIFCTRONICS SER *TO 6/11,0

FIELD SERVICE TM! ME IOCCHANCIE $6.50 12117,90

MAINTENANCE ELECTR SALMON BAY STEEL $13.00 mum

E29 FIECTIOCAL MOUNT. ROWAC MOIETIES INC. $12-50 5/29/91

S40 PAINTER TAYLORS AUBURN AL= B $11.30 ywn

PAINTER HELPER CRAFTECH INC $10.00 VIM

149 CONCRETE PUMP orm. BAUM CONCRETE CO PL! $10.00 5/15/90

151 IRRAOATION DuButr LANDSCAPE SEAM $10.00 11990

160 BOAT BUILDER HAMNER MARINE CORP. $11.50 412291

CARPENTER LYDIO CONSTRUCTION INC S11.74 6/25/90

WZYMIAEUUR 19.10 1/2007CARPENTER APPRENTICE

BRICK 1.AYER. SALMON BAY STEEL $1535 6/1/91

$62 DRIVER KEY TRUCKNO 19.00 2/1492

LABORER CITY OF KETT $11.00 5/1/93

IMPUTE& FOBS MARITIME $13.65 3/11/T3

TODDSHIMARDS $14.00 3,72193

MOORE AND COOK CONE S19.73 1/15/92

163 INSULATION WORXER BOULION INK.ILAT/ON CO $11.25 12/10/91

253
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DOT JOB TITLE PLAC_HRLY_: PLAC_STAIM

166 ROOFER ROBERTS RAPID ROOFING $10.00 2/1190

INTERSTATE ROOFING $10.00 VI2/9I

$69 BOTTLE 0. HELLEMAN BREWING CO $14.59 5/2091

CARPENTERS HELPER DEE LEE HOMES $7.50 8/11190

CONSTRUCTION WORKER REMAND CONSTRUCTIO $7.00 403190

JOHN BROWN COPISTRUCIT $10.00 9/2490

FLAMER MAX .I KUNEY $10.71 vasm

LABORER CONSTRUCTION ASSOCIAT $4.50 1/30193

COMMERCIAL antucruRes $9.10 2/2192

LABORER, STEEL COAT ACE OALVANIZJNO $1.94 99191

LABORER/CARPENTRY CACHE SYSTEMS INC $1150 5/1690

LABORER/CONST. MANPOWER INTERNATION $10.42 1009191

SHEET METAL LABORER WILMS $1.50 7/25191

SURVEYOR HELPER 0E0 DIMENSIONS $1.00 W490

191 DOCK WORKER WASHINOTON STATE FERRI $6.75 6/590

YELLOW FREKIHT SYSTEM $11.23 10/13191

MAINTENANCE GRAHAM STEEL CORP. $14.00 7/17191

599 01.00 MAIM SNOHOMISH SCHOOL DIST $9.00 111190

CHIMNEY ROOf RESTORE GREATER NW CHIMNEY SW $5.00 9/6/90

DIESEL TRUCK MECH HANSON BROS MOVING $I 1.50 9/1599

LACK & DAM OPER US ARMY CORPS OF ENGINE $11.00 6/11/90

MADITENANCE 0.1LA.N. INC $1.00 5/31191

ELUOT BAY MARINA $10.00 4992

MAINTENANCE MAN AGEE CAMP BERACHAH CHRIST. $6.92 1/1/91

MAINTENANCE PERSON ACME POULTRY 18.65 21590

SEATTLE PACKAGING CORP $11.03 7/391

MAINTENANCE REPAIR COPTTINENTAL CONDOMD4I 57.50 79192

MAINTENANCE TECH CAMPFIRE BOYS 1 GIRLS $12.50 7/591

MAINTENANCE WORKER FITIZE STAGEN AND Ca INC $10.12 6/39I

PLANT ENGINEER MERCER INT/LIMES 131.00 9/490
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DOT JOB ITIIX PLAC PLAC START:

954 GARBAGENIAN US DISPOSAL SERVICE 115.75 3/5/90

TRUCK DRIVER PHARMACUTICAL CORP OF 17.30 12/1390

DOZY AIR MIGHT $900 4191

BASZIIE METALS 39.00 1/14a1

LANG MAWFACIURINO 50.50 64,91

UNTV OF WA 111.19 12/2490

910 DRIVER COLD MOUNTAIN ABCE Ca $7.37 41491

FRI:FLINT HAND4..ER PACIFIC ALASKA FORWARD St% 4/2491

911 DECKHAND WA STATE FERRY 50.00 5/3/90

OILER NATIONAL MARMILE UNIO 110.00 10nn1

912 MAINT ENONE ALASKA AIRLINES 115.31 6/591

SR- RAMP CONTROLLER Kai- OF SEATTLE $11.00 I11191

913 HUI DRIVER LAID LAW $3.25 lonono

LAID LAW TRANSIT INC $3.23 1173191

3A/ED.1 TRANSIT 17.50 109111

GREYHOUND $7.50 S/11/90

BUS DRIVER P/T METRO $10.12 712790

DOCK/DRIVER PIE NATIONWIDE INC $13.43 4(490

DRIVER METRO TRANSIT $10.12 <aim

SCHOOL BUS DRIVER LAIDLAW TRANSIT INC 35.37 11/13119

VAN DRIVER NEIOHBORHOOD HOUSE IN $5.1, 1/1490

17.50 9/392

914 BUS DRIVER HIOHINE SCHOOL METRIC 39.50 1/1193

MACHINE OPER DARIGOLD DAIRY 115.11 4/10/92

913 1141110040 MUNTENANCE CITY Of SEATTLE 19.26 3111/90

EQUIP SER WKR METRO :10.43 311a1

PARKING LOT ATIENDAN HERTZ 13.50 S/1192

919 CLEANER RAINIER PRESSURE SERVIC 120.00 5/11/92

DELIVERY DRIVER =LI TAKE DENTAL LAB $6.50 1011292

DRIVER AVIS $4.25 9/2490
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DOT

920

JOB ITT=

ERIVEIJDELIVERY

IZAD PISMOW

SIACHINE OPERATOR*

P/A3CAGER

PIAC

MOM' SOUND ELECTRIC

ACM POULTRY

US POST OPTICS

COMO SAUSAGE CO

*43

$7.00

11530

PLAC START:

5/2992

5/1041

5/4/91

4999

comma* axe Of AIM MAO 110090

PACKAGE/ BOTTUM RADEERWREWERY $14.59 49490

PACKER DASSOCED 4/2V50

921 CHASSIE YARD LIFT DR COWTADMR CARE MC MAO 4490

CltANE OPER MINION BAY $10.41 anal

SALMON BAY 1114.00 512491

CRANE OPERATOR JORGENSON STEM COMM 12/1890

SEAPORT STEEL $14.00 7/24.9t

SALMON BAY STEEL 1115.5* 7,14/91

CRANE TECHNICIAN sera= CRAM ik HOW C $13.00 02181

PORK MT OM TAHROD INC $10.00 11/16190

PORKUPT OPERATOR MIXROW 17.50 4119191

HEAVY MACHINE OPER. NTIZE mow * 03. INC. S10.11 7110.11

HOOKTENDER MOR1ARY LOGGING CO $15.00 4/1390

WOOER-HOOK TENDER WALKER AND DAUGHTERS 515.00 1/22/91

MOIL SAFETY a HEALTH UNIVERSITY MECH CONTR 120.00 111211

RIGGIM TODD SHIPYARD $14.00 3115.93

TODD SHIFY ARD $14.00 312110113

SAW/CRANE OPER SALMON BAY STEEL $11.00 511791

3303re4o CIANE OPER SALMON BAY STUL $1134

WAREHOUSE PELIC44 MANPOWER $10.00 4125/91

THE RECTOR COWSTRUCTH $1440 5/2091

922 DOCK WORKER PAE $13.43 5/11190

DRIVEWLABORER CASCADE CONTAINER COR SCOO 5110.91

STOCKER COSTCO 00.17 7/13/91

SUPERVISOR ANR S10.75 510.90
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DOT JOB TITLE PIAC_HRLY_: PLAC_START:

922 WAREHOUSE A 0 SMITH CORP $7.59 2992

03041 FRETOHT SERVICE S9.00 4111190

HONDA OF SEATTLE $8.00 4/191

WAREHOUSE WORKER FENPRO INC $6.00 11/15119

WAREHOUSE PERSON MANPOWER TEMPORARY A S6.50 3/21/92

K & N MEATS 17.50 I/1392

HERITAGE STAIRBUILDERS 19.25 7/30191

CONSOLIDATED FREIGHT $13.05 7/11/90

ZEALAND COMPANY $14.00 3/14192

WAREHOUSE WORKER NORTHSTAR FORWARDING $10.00 4/13190

IDEAL BASIC 1NDSTRS CEM $12.00 1/1590

WAREHOUSE/DRIVER WEYEAHAUSER RECYCUN $695 12/9191

WAREHOUSEMAN PACIFIC PIPELINE $5.75 3/19190

?RECOIL 39.00 1/1291

BON MARCHE $10.00 9/3092

SEATTlE COLD STORAGE $1025 1124/92

UNITED PARCEL SERVICE $13.49 9/491

929 LABORER GUY F. ATKINSON CONSTR. $10.50 2/2392

SEXTTI.E SCAFFOUNG $13.00 7/1/91

LEADER NTIPON EXPRESS 39.50 3/1291

LOADER PORT OF SEATTlE $9.00 112291

DARIGOLD $13.00 9/2191

DARIO= $13.90 912191

LOADER-LABORER SUPERIOR FAST FREIGGHT $10.23 2/1191

MATERIAL HANDLER KENWORTH TRUCK CO $9.72 6/2390

KENWORTH TRUCKING $10.00 7/2/90

SAFE/WAREHOUSE DIR UNITED SYSTEMS INC. $10.00 3129/91

SALES ASSOCIATE WAONTS APPAREL INC $4.50 795191

STEELMAKER SALMON BAY STEEL CO $9.15 1095191

SUP. PROD. PLANNER SALMON BAY STEEL 120.00 6/20)91
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DOT JOB TITLE PLAC PIAQSTART:

929 WAREHOUSE MANAGER Malt MI, $10.90 1012990

950 BLDG MAINT MEAN VETERANS ADMIN HOW. $12.51 7/3090

BUILDING ENO/NEER HORIZON PROP MOWS $1000 4/1190

OPERATING ENGINEER MOUNT ST VINCENT NUM $14.15 3992

CAKINI HO/MAL S12.10 4/2.91

SFAVICE MANAGER COMERS HOME CENTER $12.00 011192

952 DCSMICHER SEATTLE arr LIGHT 210.11 1096/90

wermarr DUWAMISH SHIPYARD INC $12.01 10/1590

954 UTILITY WORKER METRO 512.14 2.2.93

955 MATERIAL COELECTOR NORTHWEST RECOVERY SY $6.50 129391

METER READER =HUNK WATER $10.30 46091

PLANT ATTENDANT METRO WASTE WATER WP 19.17 0124190

UMW( WORKER METRO WASTEWATER TRE 111.57 211192

WASTE WATER TECH LYNNWOOD WATER TREAT $12.09 711192

972 SCANNER OPER LME IMAGO 114.00 1/14/50

973 TYPESETTER DOUGLAS plurrreio 913.50 I/493

976 ENLARGEMENT PRINTER S9.I 5 VIMHOEING PHOTO SERVICES

LITHOGRAPHER UNION PIUNITNO 37.26 3/2190

PTIOTO FINIS/1171G ULTRAFRDIT PHOTO TAB $630 II/2192

PRINT PROOF PERSON PACIF/C COLOR. $7.00 41/90

2134
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Chairman WILLIAMS. The time of the gentlelady is expired. We
will do a second round so the gentlelady will have an opportunity
to go beyond five minutes, but for the first time let's limit the first
round to five minutes as we did the witnesses.

Mr. Klink.
Mr. KLINK. Admiral, first of all, I had to be on the floor, and I

missed your testimony. I have read through it briefly, so if I cover
something you talked about before, I apologize.

Let me ask you, one of the thingsI am from the Pittsburgh
area. We have Westinghouse Electric, and they do a lot of business
with the Navy. We have subcontractors left over from the steel in-
dustry. Not only are we concerned with job dislocation, but we are
interested in the area of skills dislocation.

What happenswhere do you find these skills once we take
these people from those jobs to other jobs? That is wl- : conversion
to me is so important. Am I off the mark with that?

Admiral WATKINS. I am not sure I addressed this earlier. I be-
lieve I did.

I certainly brought up the issue that has been in existence for
many, many years, particularly in the last decade when we began
to realize that the face of the workforce was changing in terms of
skill needs, significantly changing, and that we had to keep up
with technology and that companies were going to let off workers
due to automation, introduction of robotics and so forth, and that
we needed to take a hard look at what we were going to do to relo-
cate and retrain and educate the workers in these skills.

We talk about the air frame industry. I dealt with a chief execu-
tive officer of one of the major defense suppliers not long ago. He is
trying to determine what to do with the real estate given up due to
the close-down of a major air facility where we made defense air-
craft. The facility has $100 million liability for environment resto-
ration liability and waste management.

That is rampant throughout the Defense Department, and it is at
contractor-operated government facilities. It is just not a small
issue. It is a major growth industry. In the Department of Energy
alone, we are now spending over $6 billion a year. It is a five-year
program, so it is a total of $30 billion.

I think that is trivial relative to what is possible in the entire
defense, military industrial complex. I notice the latest estimates I
saw were $24 billion a year for defense other than DOE for clean-
up. I think that that is probably low and needs to be addressed.

So who best but the Boeing skilled workers, the Lockheed skilled
workers and others to help out in that regard? That is not a one-
for-one replacement, and I understand that. But it is a major
growth industry where Federal funds are being dedicated to this,
the Super Fund sites and so forth, and we don't have the people to
do that.

We have a lot of rhetoric and a lot of talkers, but very few people
actually know how to clean up this stuff. It is not simple. Neither
is the technology simple. So we have to retrain these workers who
are best at building aircraft to go back and say, okay, I know what
special heavy metals are. I have dealt with them. I know where to
find them. And I will help in the cleanup, but I have to be trained
and educated in that area.
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I believe that is where the military training facilities can come
into play because they have the same problem. They have to deal
with PCBs and all the other things that everyone else has to deal
with. I think there is a tremendous growth industry there.

I think the transportation sector with the new transportation
strategythe Congress passed a rathervery fine bill a couple
years ago, and it seems to me there is another area where we can
focus. What are the skills needed to carry out the various pro-
grams?

So I think there is a need to look at the growth areas. One of the
Chairman's comments earlier was we wanted to look at growth
areas in Federal spending. I believe you have two right there. Cer-
tainly the environmental restoration and waste management is
critical, and we do not need postdoctorals for that.

At Hanford, we have a growth industry there, and we are doing
no defense work. We have been shut down for tWo years. The man-
power demands are going up, and the investment is going up to
over a billion a year now. It is the most contaminated site, and we
are doing everything possible to take the skills in the Washington
region and make sure they are utilized in Hanford. First, the Han.
ford employees, but, in addition, there are going to have to be
others.

But there is a piece of good news, and that is that we are ti ying
to clean up, and we need the skills. So there is an area for defense
workers to migrate over into something very useful now.

Mr. KLINK. Conversely, Admiral, in case of a national emergency
those workers would be available and still know how to manufac-
ture aircraft and so on. That is one of my worries.

Admiral WATKINS. My worry is that, too, Mr. Klink. And what I
did in my testimony is say, look, if we have unique skills we want
to keep in what I call the industrial base reserves so unique we
have to watch them, then let's call them that.

We do it in the military. The uniformed member is in the re-
serve, and they are called up. We know who they are, how they are
maintaining skills. So let's let the Defense Department tell us what
unique skills do you need to maintain in the industrial base, at
least for a few years, have them affiliate and pay them a modest
amount. But something like an industrial base call-up reserve.

I think it can be done. I just think we need to dedicate ourselves
to it. And also those workers would appreciate that. They like to
work in defense, and my experience has been that they will want
to go back to defense work if they can.

So this will give them a place in the sun if there is something
special. They are skilled, and we are going to keep tabs on them
because they are important to us.

Mr. KLINK. Mr. Bischak, I apologize. I didn't hear your testimony
either. But one of the areas that may relate to what I am talking
to the Admiral about, how do we get this technologywe spent
these tens of billions on technology. How do we get it into the
workforce?

Again, we are dealing with a lot of iss lesNAFTA being one of
the issuesbut we realize on a wage basis we cannot compete wfth
a lot of other countries, not only Mexico, on a productivity base.
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These countries' workers can produce and be trained to producevery well.
So I believe that our technology base is the thing that will givethis Nation an edge. How do we take advantage of that as we gothrough conversion?
Mr. BISCHAK. The experiences from corporations who have actu-ally begun the kind of diversification and conversion process indi-cate that there are certain key steps that have to be taken. One isthe managers and engineers who are dedicated to defense work andhave to learn to do the work demanded in the commercial sector,the cost and quality-control norms that are prevalent in the com-mercial sector, are not similar at all to what the defense sector in acost-plus environment and performance-driven environment havebeen involved in.
One of the key things that remains unexploited in the defenseconversion package that was passed last year is to put together thekind of industry-university consortia to facilitate the retraining ofdedicated defense workers, particularly the managers who havefew occupational prospects because they have been working withthe bureaucratic requirements of the Pentagon. They have the big-gest problem, and I would be interested in about the white collarexperiences that some of the local officials have dealt with on thatfront.
But our experience indicates that those folks are going to havethe biggest problem.
On the technology end, the engineersfor example, Hughes Cor-porationhas found that engineers have to be reoriented to essen-tially engineer for cost and quality controls in the commercial

market as opposed to performance. These are absolutely key, alongwith having strategic orientation defining technology competenciesin emerging and growing markets, that the firm is not going to beentering a new environment but exploiting this expertise. Thesewill be the keys of doing the technology transfers.I think one thing missing from the puzzle is tax incentives tolower the entry barriers into commercial sectors for essentially de-fense firms trying to convert, because there are entry costs, retool-ing costs and retraining costs.
Mr. KLINK. Thank you.
Chairman WILLIAMS. Ms. Woolsey.
Ms. WOOLSEY. Thank you for this wonderful information. I haveso many questions, but what I would like to do is tell you abouttwo proposals I have.
I think, Mr. Tetro, you talked about the administration bringingus the program to help formulate all of what will go on. I have twoproposals that I hope can be part of the administration's proposal,and what I would like to do is just go over them briefly with youand have you know if we don't have time to talk about it fully

today I would likeI would like to prepare and present to each of
you our proposals and get your feedback on it.

[The inforination referred to follows:]
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103D CONGRESS
1ST SESSION. H. R. 2788

To amend the Job Training Partnership Act to provide for the establishment

of standards to ensure long-term economic self-sufficiency for participants

in adult training programs carried out under part A of title II of

that Act, and for other purposes.

IN THE HOUSE OF REPRESENTATIVES

Jinx 28, 1993

Ms. WOOLSEY introduced the following bill; which was referred to the

Committee on Education and Labor

A BILL
To amend the Job Training Partnership Act to provide for

the establishment of standards to ensure long-term eco-

nomic self-sufficiency for participants in adult training

programs carried out under part A of title II of that

Act, and for other purposes.

1 Be it enacted by the Senate and House of Representa-

2 tives of the United States of America in Congress assembled,

3 SECTION 1. SHORT TITLE.

4 This Act may be cited as the "Self-Sufficiency Stand-

5 ard Act".

6 SEC. 2. FINDINGS AND PURPOSE.

7 (a) FINDINGS.The Congress finds that

2 c3 J
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2

1 (1) the principle objective of programs under

2 part A of title II of the Job Training Partnership

3 Act (29 U.S.C. 1601 et seq.) is to move economically

4 disadvantaged adults intO permanent, unsubsidized

5 employment that pays a wage that enables such

6 adults to achieve long-term economic self-sufficiency

7 for themselves and their dependents;

8 (2) current measures of success of such pro-

9 grams do not accurately assess the degree to which

10 participants achieve long-term economic self-suffi-

11 ciency;

12 (3.) in order to ensure that such programs re-

13 sult in long-term economic self-sufficiency for par-

14 ticipants, performance standards must focus both on

15 the wage and benefits a participant receives relative

16 to the participant's family size and needs, and on

17 the duration and stability of the participant's em-

18 ployment; and

19 (4) the wage and benefits needed to achieve

20 long-term economic self-sufficiency will vary by fam-

21 ily size and local market conditions-governing prices

22 of essential goods and services.

23 (b) PURPOSES.The purposes of this Act are-

24 (1) to provide for the establishment and use of

25 local economic self-sufficiency standards tables to ac-

HR 2788 1111 ocr
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3

1 curately measure the effectiveness of adult training

2 programs carried out under part A of title II of the

3 Job Training Partnership Act (29 U.S.C. 1601 et

4 seq.); and

5 (2) to provide grants to States to develop dem-

6 onstration and exemplary programs to increase the

7 number of participants under such programs who

8 are trained and placed in jobs that yield long-term

9 economic self-sufficiency using the local economic

10 self-sufficiency standards tables.

11 SEC. 3. DEFINITION OF ECONOMIC SELF-SUFFICIENCY.

12 Section 4 of the Job Training Partnership Act (29

13 U.S.C. 1503) is amended by adding at the end the follow-

14 ing new paragraph:

15 "(41) The term 'economic self-sufficiency'

16 means the ability of an individual to meet the follow-

17 ing basic needs for the individual and such individ-

18 ual's

19 "(A) Housing.

20 "(B) Child care.

21 "(C) Adult dependent care.

22 "(D) Food.

23 "(E) Transportation.

24 "(F) Health care.

25 "(G) Work-related expenses.".

*RR VIM 111
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4

1 SEC. 4. ESTABLISHMENT OF ECONOMIC SELF-SUFFICIENCY

2

3

STANDARDS FOR ADULT TRAINING PRO-

GRAMS.

4 (a) IN GENERAL.Section 106(b) of such Act (29

5 U.S.C. 1516(b)) is amended by adding at the end the fol-

6 lowing new paragraph:

7

8

9

10

11

12

13

14

15

16

17

"(9) ECONOMIC SELF-SUFFICIENCY STANDARDS

FOR ADULT PROGRAMS.

"(A) FORMULA DEVELOPED BY TIIE SEC-

RETARY.(i)(I) Not later than 6 months after

the date of the enactment of this paragraph,

the Secretary shall develop and publish in the

Federal Register a proposed formula which

measures the minimum amount of wages and

employment benefits that a participant enrolled

in a program under part A of title II should re-

ceive after termination from such program to

18 ensure the long-term economic self-sufficiency

19 of such participant.

20 "(II) The Secretary shall provide for public

21 review and comment of the proposed formula

22 described in subclause (I) within the 60-day pe-

23 riod beginning on the date such formula is pub-

24 lished in the Federal Register. Not later than

25 4 months after the end of such 60-day period,

TIR 2788 III
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5

1 the Secretary shall develop and publish in the

2 Federal Register a final formula.

3 "(ii) The Secretary shall base the formula

4 described in clause (i) on appropriate factors,

5 which shall include-

6 "(I) the participant's family size and

7 composition, including the number and age

8 of dependent adults and children;

9 "(II) 100 percent of the average hous-

10 ing costs, which shall be based on the fair

11 market rental in effect for the market area

12 in which the participant resides, as estab-

13 lished .by the Secretary of Housing and

14 Urban Development pursuant to section

15 8(c) of the United States Housing Act of

16 1937;

17 "(III) 100 percent of the average

18 child care costs (differentiated by the age

19 of each child), which may be based on the

20 actual cost of such care established under

21 section 402(g)(1)(C)(i)(I) the Social Secu-

22 rity Act or the applicable local market rate

23 established under clause (ii) of such sec-

24 tion;

.1111 1788 111
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6

1 "(IV) 100 percent of the average

2 adult dependent care costs, which may be

3 based on local surveys or the local average

4 of such costs;

5 "(V) 100 percent of the average

6 health care costs, which shall include costs

7 incurred for full family health care cov-

8 erage (including premiums, deductibles,

9 and co-payments), and which may be based

10 on local surveys or the local average of

11 such costs;

12 "(VI) 100 percent of the average

13

14

15

16

17

18

19

20

21

22

23

24

transportation costs, which may be based

on local surveys or the local average of

such costs;

"(VII) 100 percent of the food costs,

which shall be equal to Vs of the official

poverty line (as defined by the Office of

Management and Budget, and revised an-

nually in accordance with section 673(2) of

the Omnibus Budget Reconciliation Act of

1981 (42 U.S.C. 9902(2)); and

"(VIII) 100 percent of the average

work-related costs, which shall include the

6 7 3
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7

1 cost of uniforms, tools, and other appro-

2 priate work-related costs.

3 "(iii) The Secretary shall also designate,

4 from among the needs identified through the

5 needs assessment conducted under this Act,

6 those needs which shall be used by a service de-

7 livery area to develop the summary needs table

8 under section 104(b)(14)(B).

9 "(B) LOCAL ECONOMIC SELF-SUFFICIENCY

10 STANDARDS TABLES DEVELOPED BY SERVICE

11 DELIVERY AREAS.-(i) Not later than 12

12 months after the date on which the Secretary

13 publishes the final formula in the Federal Reg-

14 ister under subparagraph (A)(i)(II), each serv-

15 ice delivery area shall, in accordance with such

16 formula, develop and submit to ,the Governor a

17 local economic self-sufficieney standards table

18 which measures the minimum amount of wages

19 and employment benefits that a participant en-

20 rolled in a program under part A of title II in

21 such area should receive after termination from

22 such program to ensure the long-term economic

23 self-sufficiency of such participant.

24 "(ii) The Secretary shall provide technical

25 assistance to States and service delivery areas

.11K 2788 III
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2

3

4

5

6

7

8

9

10

11

12

13
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8

for the purpose of assisting such service deliv-

ery areas to develop the local economic self-suf-

ficiency standards tables under clause (i).

"(C) APPROVAL AND DISAPPROVAL OF

TABLE.-(i) Not later than 30 days after the

date on which the Governor receives a local eco-

nomic self-sufficiency standards table submitted

by a service delivery area under subparagraph

(B) (i), the Governor shall review such table and

approve or disapprove such table in accordance

with this subparagraph.

"(ii) The Governor shall approve each local

economic self-sufficiency standards table only

14 i f-

15 "(I) such table accounts for the full

16 range of variations of family size and com-

17 position described in subelause (I) of sub-

18 paragraph (A)(ii);

19 "(II) such table accounts for 100 per-

20 cent of each of the costs described in

21 subclauses (II) through (VIII) of subpara-

22 graph (A)(ii);

23 "(III) the methodolou used to deter-

24 mine such costs accurately represent such

25 costs; and

HR 27M IH
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5

6

7

8

9

10

11

12

13

14 the period referred to in rubclause (III);

15 and

16

17

18

19

20

21

22

23

24
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"(IV) such table complies with all

other provisions of the formula developed

by the Secretary under subparagraph (A).

"(iii) If the Governor determines that the

table does not meet the requirements of clause

(ii) or is otherwise incomplete or unsatisfactory,

the Governor shall, before the end of the period

referred to in clause (i)

"(I) notify the service delivery area of

the reasons for the failure to approve the

table;

"(II) notify the service delivery area

that the table may be resubmitted during

"(III) permit the service delivery area

to resubmit a corrected or amended table

during the 30-day period beginning on no-

tification under this clause.

"(iv) The Governor shall review and ap-

prove or disapprove any table resubmitted

under clause (iii) beginning before the expira-

tion of the 30-day period beginning upon such

resubmission.

0
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"(D) ANNUAL UPDATES.Each service de-

livery area shall update the local economic self-

sufficiency standards table developed by such

area on an annual basis and shall submit to the

Governor a description uf the updated version

of such table.".

7 (b) CONFORMING AMENDMENT.Paragraph (3) of

8 section 106(b) of such Act (29 U.S.C. 1516(b)(3)) is

9 amended by striking "The Secretary" and inserting "In

10 addition to the standards under local economic self-suffi-

11 cieney standards tables developed pursuant to paragraph

12

13

14

15

16

17

18

19

(9), the Secretary".

SEC. 5. PROHIBITION OF INCENTIVE GRANTS TO SERVICE

DELIVERY AREAS THAT DO NOT HAVE IN EF-

FECT AN APPROVED LOCAL ECONOMIC SELF-

SUFFICIENCY STANDARDS TABLE.

(a) IN GENERAL.Paragraph (7) of section 106(b)

of such Act (29 U.S.C. 1516(b)(7)) is amended

(1) by striking "From funds available" and in-

20 serting "(A) Subject to subparagraph (B), from

21 funds available";

22 (2) by redesignating clauses (i) and (ii) of sub-

23 paragraph (D) as subclauses (I) and (II), respec-

24 tively;

HR 17116 01 2 7
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1 (3) by redesignating subparagraphs (A) through

2 (E) of such paragraph as clauses (i) through (v), re-

3 spectively; and

4 (4) by adding at the end the following new sub-

5 paragraph:

6 "(B) A Governor shall not award incentive

7 grants for programs under part A of title II to serv-

8 ice delivery areas that do not have in effect a local

economic self-sufficiency standards table approved

under paragraph (9)(C).

(b) EFFECTIVE DATE.The amendments made by

subsection (a) shall take effect 2 years after the date of

the enactment of this Act.

SEC. 6. INCLUSION OF LOCAL ECONOMIC SELF-SUFFI-

CIENCY STANDARDS TABLE AND RELATED

REPORTS IN JOB TRAINING PLAN.

(a) LOCAL ECONOMIC SELF-SUFFICIENCY STAND-

ARDS TABLE.Subparagraph (B) of section 104(b)(5) of

such Act (29 U.S.C. 1514(b)(5)(B)) is amended by insert-

ing ", including the local economic self-sufficiency stand-

ards table developed pursuant to subsection (b)(9) of such

section" after "section 106".

t.

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23 (b) ANNUAL REPowrs.Subsection (b) of section

24 104 of such Act (29 U.S.C. 1514(b)) is amended

HR 27841 IH
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1 (1) in paragraph (12), by striking "; and" and

2 inserting a semi-colon;

3 (2) in paragraph (13), by striking the period at

4 the end of such paragraph and inserting "; and";

5 and

6 (3) by adding at the end the following new

7 paragraph:

8 "(14) procedures for the preparation and sub-

9 mission of an annual report to the Governor, which

10 shall include-

11 "(A) with respect to each participant who

12 has completed training under a program carried

13 out under part A of title II in the service deliv-

14 ery area, information relating to-

15 "(i) the type and amount of services

16 provided to such participant under the pro-

17 gram;

18 "(ii) the subsequent employment of

19 the participant, where appropriate, includ-

20 ing the amount of wages and employment

21 benefits received by the participant under

22 such employment; and

23 "(iii) the degree of long-term eco-

24 nomic self-sufficiency which the participant

25 has achieved as a result of the training re-

*lilt 27/18 lB
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1 eeived by the participant under the pro-

2 gram based upon the local economic self-

3 sufficiency standards table; and

4 "(B) a summary needs table which-

5 "(i) ranks and places participants into

6 at least 4 categories of equal size based

7 upon the needs designated by the Sec-

8 retary under section 106(b)(9)(A)(iii);

9 "(ii) includes a description of the level

10 of measurements used to place the partici-

11 pants int) such categories; and

12 "(iii) includes a description of the de-

1 3 gree to which participants in each category

14 achieved long-term eConomic self-suffi-

15 ciency after termination from a program

16 under part A of title II.".

17 SEC. 7. INCLUSION OF LOCAL ECONOMIC SELF-SUFFI-

18 CIENCY STANDARDS TABLES AND RELATED

19 REPORTS IN GOVERNOR'S COORDINATION

20 AND SPECIAL SERVICES PLAN.

21 Subsection (b) of section 121 of such Act (29 U.S.C.

22 1531(b)) is amended-

23 (1) by redesignating paragraphs (6) and (7) as

24 paragraphs (7) and (8), respectively; and

'RR 2788 III
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(2) by inserting after paragraph (5) the follow-

ing new paragraph:

"(6) The plan shall include

"(A) the local economic self-sufficiency

standards table developed by each service deliv-

ery areas pursuant to section 106(b)(9);

"(B) a compilation of the reports received

by the Governor under section 104(b)(14); and

"(C) a description of goals and objectives

to assist participants enrolled in programs

11 under part A of title II achieve long-term eco-

12 nomic self-sufficiency.".

13 SEC. 8. DEMONSTRATION PROGRAMS TO IMPLEMENT

14 LOCAL ECONOMIC SELF-SUFFICIENCY

15

16

17

18

19

20

21

22 "(1) IN GENERAL.From funds available

23 under this part for the fiscal years 1996, 1997, and

24 1998, the Secretary use $1,500,000 in each

25 such fiscal year to provide grants to States to estab-

STANDARDS TABLES.

(a) IN GENERAL.Part D of title IV of such Act (29

U.S.C. 1737 et seq.) is amended by adding at the end

the following new section:

"SEC. 457. ECONOMIC SELF-SUFFICIENCY DEMONSTRATION

GRANT PROGRAM.

"(a) AUTHORIZATION.

IIR 27M IH
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8

9

10

11

12

13

14 "(c) USE OF FUNDS.

15 "(1) IN GENERAL.A State shall use amounts

16

17

18

19

20

21

22

23

24

25
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lish and carry out demonstration and exemplary pro-

grams to increase the number of participants in pro-

grams under part A of title II who are trained and

placed in jobs that yield long-term economic self-suf-

ficiency in accordance with the local economic self-

sufficiency standards tables under section 106(b)(9).

"(2) LIMITATION.The Secretary may provide

-no more than 6 grants in each fiscal year under

paragraph (1).

"(b) APPLICATION.The Secretary may provide a

grant to a State under subsection (a) only if such State

submits to the Secretary an application which contains

such informatimus the Secretary may reasonably require.

received from a grant under subsection (a) to award

grants to service delivery areas and eligible service

providers described in paragraph (3) to develop and

test strategies to train, place, and retain participants

in jobs that yield long-term economic self-sufficiency

in accordance with the local economic self-sufficiency

standards tables under section 106(b)(9).

"(2) APPROPRIATE LEVEL OF SERVICES.In

providing grants under paragraph (1), a State shall

ensure that each service delivery area or service pro-

.HR 2788 ill
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1 vider provides for an appropriate level of services, in-

2 eluding supportive services, to participants using the

3 relevant local economic self-sufficiency standards ta-

4 bles developed by the service delivery area.

5 "(3) ELIGIBLE SERVICE PROVIDERS.Eligible

6 service providers described in this paragraph are

7 community-based organizations, educational institu-

8 tions, or any other service providers in the State

9 that have a demonstrated success in-

10 "(A) providing occupational skills training

11 to participants for high-wage jobs; and

"(B) ensuring that participants receive

13 supportive services in order to successfully com-

14 plete such training.

15 "(d) ADMINISTRATIVE AND RELATED COSTS.In

16

17

18

19

20

21

22

23

24

25

any fiscal year in which a State receives amounts from

a grant under subsection (a), the State may retain an

amount not to exceed 10 percent of the grant amount to

"(1) pay the administrative costs of programs

established and carried out under subsection (a);

"(2) facilitate the coordination of statewide ap-

proaches to training and placing participants in jobs

yielding long-term economic. self-sufficiency; and

"f3) provide technical assistance to service de-

livery areas and service providers.

IIR 2788 IH 23
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1 "(e) SELECTION.In providing grants to States

2 under subsection (a), the Secretary shall consider-

3 "(1) the extent to which the State has dem-

4 onstrated that the coordination of services provided

5 under this Act with services provided by agencies

6 and organizations addressing the basic needs of low-

7 income individuals, including housing, food, trans-

8 portation, dependent care, and health care, has re-

9 sulted in the prompt and efficient delivery of services

10 to participants under this Act;

11 "(2) the extent to which the State has dem-

12 onstrated its capability to ensure the provision of all

13 needed supportive services to participants in any job

14 training program carried out in the State for the du-

15 ration of such participants' enrollment;

16 "(3), the extent of private sector involvement in

17 the development and implementation of training pro-

18 grams that increase opportunities for participants to

19 achieve long-term economic self-sufficiency under

20 this Act in the State;

21 "(4) the extent to which the initiatives proposed

22 by a State in its application supplement or build

23 upon existing efforts in the State to train and place

24 individuals in jobs that increase opportunities for

P
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1 participants to achieve long-term economic self-suffi-

2 ciency;

3 "(5) whether the proposed amount of the grant

4 to be provided under subsection (a) is sufficient to

5 accomplish measurable goals;

6 "(6) the extent to which the State is prepared

7 to disseminate information on its demonstration

8 training programs relating to training, placement,

9 and other services; and

10 "(7) the extent to which the State is prepared

11 to produce materials that allow for replication of

12 such State's demonstration training programs.

13 "(f) EVALUATION.The Secretary shall provide for

14 an evaluation of the programs established and carried out

15

16

17

18

19

20

21

22

23

24

25

under subsection (a), including evaluation of the effective-

ness of such programs in

"(1) assisting participants with varying needs

in achieving long-term economic self-sufficiency

through training, placement, and other services;

"(2) effectively implementing the use of local

economic self-sufficiency standards tables to increase

the number of participants achieving long-term eco-

nomic self-sufficiency; and

"(3) developing and replicating approaches to

assist participants with varying needs in achieving

4131. 1711 ni
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1 long-term economic self-sufficiency through training,

2 placement, and other services.".

3 (b) CONFORMING AMENDMENT.The table of con-

4 tents of such Act is amended by inserting Ifter the item

5 relating to section 456 the following new item:

"Sec. 457. Economic self-sufficiency demonstration grant program.".

6 SEC. 9. REPORT AND RECOMMENDATIONS.

7 (a) REPORT.Not later than 2 years after the date

8 on which the Secretary provides the 1st grant to a State

9 under section 457(a)(1) of the Job Training Partnership

10 Act and biennially thereafter, the Secretary of Labor shall

11 submit to the Congress a report on-

12 (1) the extent to which States, service delivery

13 areas, and other service providers have succeeded in

14 training, placing, and retaining participants enrolled

15 in programs under part A of title II of such Act in

16 jobs yielding long-terni economic self-sufficiency; and

17 (2) the effectiveness of the demonstration pro-

18 grams established under section 457 of such Act in

19 developing and replicating approaches to train,

20 place, and retain participants in such jobs, including

21 a summary of activities performed by grant recipi-

22 ents under the demonstration programs authorized

23 under such section.

24 (b) RECOMMENDATIONS.The report described in

25 subsection (a) shall include recommendations on

HR 27118

2 3



283

20

(1) the need to continue, expand, or modify the

2 demonstration programs established under section

3 457 of the Job Training Partnership Act;

4 (2) legislative and administrative changes nec-

5 essary to increase opportunities for participants to

6 achieve long-term economic self-sufficiency; and

7 (3) legislative and administrative action nec-

8 essary to institutionalize the use of local economic

9 self-sufficiency standards tables as the principal

10 measure of performance for programs carried out

11 under part A of title II of the Job Training Partner-

12 ship Act (29 U.S.C. 1601 et seq.) such that-

13 (A) the basic measure of performance for

14 such programs shall be the achievement. of long-

15 term economic self-sufficiency resulting from

16 participation in the program;

17 (B) placements are evaluated according to

18 whether the wages and employment benefits

19 meet the participant's particular long-term eco-

20 nomic self-sufficiency needs;

21 (C) both wages and the cash value of em-

22 ployment benefits are used to determine wheth-

23 er a participant has achieved the self-sufficiency

24 standard for their particular family size and

25 composition;

011R 27e8
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1 (D) in order to ensure that participants

2 with varying needs are served equitably, the

3 placements shall be equitably distributed among

4 the categories contained in the summary needs

5 table established by the service delivery area in

6 the job training plan prepared under seetion

7 104(b)(14)(B) of the Job Training Partnership

8 Act; and

9 (E) incentive grants under section

10 106(b)(7) of such Act (29 U.S.C. 1516(b)(7))

11 are provided to service delivery areas based pri-

12 marily on the extent to which such areas exceed

13 the standards under the local economic self-suf-

14 ficiency standards table for such areas.

.11H, 218 8 !LH
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103D CONGRESS
1ST SESSION H. R. 3234

To provide a comprehensive program of adjustment assistance to workers
displaced as a result of any program, project, or activity carried out
under Federal law.

IN THE HOUSE OF REPRESENTATIVES
OCTOBER 6, 1993

Ms. WOOLSEY (for herself, Mr. BROWN of California, Mr. TUCKER, Mr.
STARK, Mr. FILNER, Mr. TORRES, Mr. GIBBONS, Mr. SANDERS, Mr.
NEAL of Massachusetts, Mr. DICKS, MS. FURSE, M. ROYBAL-ALLARD,
Mr. EDWARDS of California, Mr. BECERRA, Mr. WAMIAN, Mr. BERMAN,
Mr. Famo, Mr. FARR of California, Mr. BEILENSON, Ms. PELOSI, Mr.
CONYERS, Mr. BISHOP, and Mr. Wr.-N) introduced the following bill;
which was referred jointly to the Committees en Ways and Means, Edu-
cation and Labor, and Enerav and Commerce

A BILL
To provide a comprehensive program of acbustment assist-

ance to workers displaced as a result of any prograin,
project, or activity carried out under Federal law.

1 Be it enacted by the Senate and House of Representa-

2 tires of the United States of America in Congress assembled,

3 SECTION 1. SHORT TITLE.

4 This Act may be cited as the "Displaced Worker

5 Retraining Act of 1993".

76-387 0 94 10
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SEC. 2. TABLE OF CONTENTS.

2 The table of contents is as follows:

Sec. 1. Short title.
See. 2. Table of contents.
Sec. 3. Authorization of appropriations.
Sec. 4. Definitions.

TITLE IGRANTS TO STATES TO PROVIDE WORKER ADJUST-
MENT ASSISTANCE BENEFITS TO ELIGIBLE DISPLACED
WORKERS

Sec. 101. Authorization.
Sec. 102. Application.
Sec. 103. Reports.

TITLE 11WORKER ADJUSTMENT ASSISTANCE BENEFITS

Subtitle AIncome Support

Sec. 211. Eligibility.
Sec. 212. Weekly income support.
Sec. 213. Application of State laws.

Subtitle BWage Supplements

Sec. 221. Eligibility.
Sec. 222. Weekly wage supplement.

Subtitle CTraining

Sec. 231. Approval of training.
Sec. 232. Training programs.
Sec. 233. Supplemental assistance.
Sec. 234. Payment of costs of on-the-job training.
Sec. 235. Eligibility for unemployment insurance.

Subtitle DRapid Response Assistance, Basic ReadjUstment Services,
Relocation Allowances, and Job Search Allowances

See. 241. Rapid response assistance and basic rea4justment services.
Sec. 242. Relocation allowances.
Sec. 243. Job search allowances.

TITLE IIIGENERAL PROVISIONS

Sec. 301. Fraud and recovery of overpayments.
Sec. 302. Penalties.
Sec. 303. Subpoena power.
Sec. 304. Regulations.
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1 SEC. 3. AUTHORIZATION OF APPROPRIATIONS.

2 There is authorized to be appropriated from the gen-

3 eral fund of the Treasury such amounts as may be nee-

4 essary to carry out the purposes of this Act.

5 SEC. 4. DEFINITIONS.

6 For purposes of this Act, the following definitions

7 apply:

8 (1) AVERAGE WEEKLY HOURS.The term "av-

9 erage weekly hours" means the average hours

10 worked by the individual (excluding overtime) in the

/1.1 employment from which the individual has been or

12 claims to have been separated in the 52 weeks (ex-

13 eluding weeks during which the individual was sick

14 or on vacation) preceding the week specified in the

15 last sentence of paragraph (2)(A).

16 (2) AVERAGE WEE= WAGE.

17 (A) iN GENERAL.The term "average

18 weekly wage" means the lower of-

19 (i) $1,000; or

20 (ii) Via of the total wages paid to an

21 individual in the high quarter.

22 For purposes of clause (ii), the high quarter is

23 that quarter in which the individual's total

24 wages .vere highest amor,g the first 4 of the last

25 5 completed calendar quarters immediately be-

fore the quarter in which occurs the week with

HR MOM.
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1 respect to which the computation is made. Such

2 week shall be the week in which total separation

3 occurred, or, in cases where partial separation

4 is claimed, an appropriate week, as defined in

5 regulations prescribed by the Secretary.

6 (B) COST-OF-LIVING ADJusTmENT.Ef-

7 fective December 1 of each year after the cal-

8 endar year in which the date of the enactment

9 of this Act occurs, the dollar amount in sub-

10 paragraph (A)(i) shall be increased by the per-

11 cent change in the Consumer Price Index (all

12 itemsUnited States city average) published by

13 the Bureau of Labor Statistics by the percent

14 change in the price index for the base quarter

15 of such year over the price index for the base

16 quarter of the preceding year in which an ad-

17 justment under this subparagraph was made,

18 adjusted to the nearest 1/10 of 1 percent. For

19 purpows of applying this subparagraph for the

20 first time, "$1,000" in subpaoraph (A)(i)

21 shall be treated as including an acbustment

22 made under this subparagraph in the base

23 quarter ending on September 30, 1993. As used

24 in this subparagraph

2 "
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1 (i) the term "base quarter'.', as used

2 with respect to a year, means the calendar

3 quarter ending on 2eptember 30 of such

4 year; and

5 (ii) the price index for a base quarter

6 is the arithmetical mean of such index for

7 the 3 months comprising the quarter.

8 (3) DISLOCATION DATE.The term "disloca-

9 tion date" means, with respect to a displaced work-

10 er, the last day of the week specified in the last sen-

11 ter.ce of paragraph (2) (A). Any computation under

12 this Act regarding weeks of employment before such

13 date includes the week in which such date occurs.

14 (4) ON-THE-JOB TRAINING.The term "on-the-

15 job training" means training provided by an em-

16 ployer to an individual who is employed by the em-

17 ployer.

18 (5) PARTIAL SEPARATION.The term "partial

19 separation" means, with respect to an individual

20 who has not been totally separated, that the individ-

21 ual has had-

22 (A) his or her hours of work reduced to 85

23 percent or less of his or her average weekly

24 hours in employment; and
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(B) his or her wages in such employment

reduced to 85 percent or less of his or her aver-

age weekly wage.

(6) SECRETARY.The term "Secretary" means

the Secretary of Labor.,

(7) STATE:- lie term "State" means any of

the several States, the District of Columbia, and the

Commonwealth of Puerto Rico.

9 (8) STATE AGENCY.The term "State agency"

10 means the agency of the State which administers the

11 State law.

12 (9) STATE LAW.The term "State law" means

13 the unemployment insurance law of the State ap-

14 proved by the Secretary of Labor under section 3304

15 of the Internal Revenue Code of 1986.

16 (10) SUITABLE EMPLOYMENT.The term

17

18

19

20

21

22

23

24

"suitable employment" means, with respect to a dis-

placed worker, work of a substantially equal or high-

er skill level than the worker's past employment, and

wages for such work at not less than 85 percent of

the worker's average weekly wage.

(11) TOTAL SEPARATION.The term "total

separation" means the layoff or severance of an indi-

vidual from employment.
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19

20 SEC. 101. AUTHORIZATION.

21 (a) IN GENERALThe Secretary of Labor, in con-

22 sultation with the heads of oppropriate Federal agencies,

23 shall, from amounts appropriated pursuant to section 3,

24 provide grants to States for the purpose of providing to

291

(12) UNEMPLOYMENT INSURANCE.The term

"unemployment insurance" means the unemploy-

ment compensation payable to an individual under

any State law or Federal unemployment compensa-

tion law, including chapter 85 of title 5, United

States Code, and the Railroad Unemployment Insur-

ance Act.

(13) WEEK.The term "week" means a week

as defined in the applicable State law.

(14) WEEK OF UNEMPLOYMENT.The term

"week of unemployment" means a week of total,

part-total, or partial unemployment, as determined

under the applicable State law or Federal unemploy-

ment insurance law.

TITLE I-GRANTS TO STATES TO
PROVIDE WORKER ADJUST-
MENT ASSISTANCE BENEFITS
TO ELIGIBLE DISPLACED
WORKERS

2 .)
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1 eligible disloCated workers described in subsection (b) the

2 worker actjustment assistance benefits described in title IL

3 (b) ELIGIBLE DISPLACED WORICERS.An individual

4 shall be eligible for worker adjustment assistance benefits

5 under title II if the individual has been totally separated

6 or partially separated from employment as a result of any

7 program, project, or activity carried out under Federal

8 law, as determined under criteria developed by the Sec-

9 retary.

10 SEC. 102. APPLICATION.

1 1 (a) IN GENERAL.The Secretary may not make a

12 grant under section 101 to a State unless the State sub-

13 mits to the Secretary an application in such form and con-

14 taining such information as the Secretary may reasonably

15 require.

16 (b) CONTENTS.Such application shall include as-

17 surances that-

18 (1) the State will use amounts received from a

19 grant under section 101 to provide the worker ad-

20 justment assistance benefits under title II to eligible

21 displaced workers in such State;

22 (2) the State will promptly provide written no-

23 tice through the mail of such benefits available to

24 each eligible displaced worker;

2 9S
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1 (3) the State will provide whatever assistance is

2 necessary to enable eligible displaced workers to pre-/
3 pare applications for such benefits;

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

24

(4) the State will inform the State job training

coordinating council established under section 122 of

the Job Training Partnership Act (29 U.S.C. 1532),

or equivalent agency, and other public or private

agencies, institutions, and employers, a s appropriate,

of projections of the number of eligible displaced

workers, if available, and of the needs for training

of such workers; and

(5) the State will not deny or reduce unemploy-

ment insurance otherwise payable to any eligible dis-

placed worker for any week by reason of any right

to the benefits under title II.

SEC. 103. REPORTS.

(a) STATE REPORTS.The Secretary may not pro-

vide a grant under section 101 to a State unless the State

agrees to submit to the Secretary, in each fiscal year in

which the Secretary makes payments under such grant to

such State, a report containing such information as the

Secretary may reasonably require.

(b) REPORTS TO CONORESS.The Secretary shall

submit to the Congress, in each fiscal year in which the

297
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1 Secretary makes payments under a grant under section

2 101, a report containing-

3 (1) a compilation of the information contained

4 in each report submitted to the Secretary by a State

5 under subsection (a) for such fiseal year; and

6 (2) an evaluation of the grant program.

7 TITLE IIWORKER ADJUST-
8 MENT ASSISTANCE BENEFITS
9 Subtitle AIncome Support

10 SEC. 211. ELIGIBILITY.

11 (a) IN GENERAL.Subject to subsection (b), pay-

12 ment of income support shall be made as provided for in

13 this subtitle to a displaced worker who applies for such

14 support for any week of unemployment which begins after

15 the dislocation date of the worker if the worker had-

16 (1) in the 156 weeks immediately preceding the

17 dislocation date, at least 52 weeks of employment,

18 and in the 52 weeks immediately preceding the dis-

19 location date, at least 10 weeks of employment; or

20 (2) if data with respect to such weeks of em-

21 ployment are not available, equivalent amounts of

22 employment computed under regulations prescribed

23 by the Secretary.

2 3
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1 (b) ADDITIONAL REQUIREMENTS.A displaced

2 worker shall be eligible to receive income support under

3 this subtitle only if such worker-

4 (1) is actively seeking employment while receiv-

5 ing such income support; or

6 (2) is enrolled in a training program.

7 (c) TRAINING UNDER SUBTITLE C.A displaced

8 worker who is eligible under subsection (a) for income sup-

9 port is eligible to apply for training under subtitle C.

10 SEC. 212. WEEKLY INCOME SUPPORT.

11 (a) AmouNT AND DURATION.Subject to sub-

12 sections (c), (d), and (e)

13 (1) the income support amount payable to a

14 displaced worker for a week of unemployment is an

15 amount equal to the product of the average weekly

16 wage of the worker and the appropriate income sup-

17 port factor set forth in subsection (b); and

18 (2) the maximum number of weeks for which

19 income support is payable to a displaced worker is

20 the number of consecutive weeks (commencing with

21 the week occurring immediately after the dislocation

22 date) that appear in column 2 of the following table

23 opposite the period of months in column 1 of such

24 table that corresponds to the number of months in

2 1)

4
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1 which the worker was employed before his or her

2 dislocation date:

1 Colua
litmathe of worker implement before

dislocation date Maximum masher of weeks tor
. which incense supped payable

Not /ewer than Not more than

12 18 39

18 24 52

24 30 65

30 36 78

36 42 91

42 48 104

48 54 117

54 60 130

60 156

3 No income support may be paid to a displaced worker for

4 any week of unemployment that occurs after the last of

5 the applicable maximum number of weeks specified for the

6 worker in column 2, or, if applicable, the last of any addi-

7 tional weeks resulting from the application oi subsection

8 (e). Notwithstanding the preceding table, the maximum

9 number of weeks for which income support is payable to

10 any worker-

11 (A) who is employed in adversely affected em-

12 ployment for not fewer than 12 months and not

13 more than 18 months before separation, and

14 (B) who is eligible for unemployment compensa-

15 tion for a period longer than 39 weeks,

an
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1 shall be-

2 (i) the number of weeks for which such worker

3 is eligible for unemployment compensation, or

4 (ii) 52 weeks.

5 whichever is less

6

7

8

9

10

11

12

13

14

15

16

17

18

19 (2) WORKERS WHO MAKE PROMPT APPLICA-

20 TION FOR TEAINING.The income support factor for

21

22

23

24

25

(b) INCOME SUPPORT FACTORS.-

(1) WORKERS NOT PARTICIPATING IN TRAINING

OR WHO MAKE LATE APPLICATION FOR TRAINING.-

The income support factors for weeks of unemploy-

ment for a displaced worker who does not enroll in

training under subtitle C before the 183d day after

his or her dislocation date is as follows:

(A) 60 percent for the 1st week and each

week thereafter before the 53d week.

(B) 55 percent for the 53d week and any

week thereafter before the 105th week.

(C) 50 percent for the 105th week and any

week thereafter before the 157th week.

weeks of unemployment for a displacei worker who

enrolls in training under subtitle C before the 183d

day after his or her dislocation date is 60 percent,

except that if such training is completed or the

worker ceases to participate in such training as of

3 )1



1

2

3

4

5

6

7

8

9

10

11

12

13

14
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any week occurring after the 52d week of unemploy-

ment, subparagraph (B), or both subparagraphs (B)

and (C) (as the case may be), of paragraph (1)

apply with respect to weeks of unemployment occur-

ring after the week in which such completion or ces-

sation occurred.

(C) ADDITIONAL WEEICS OF INCOME SUPPORT.If

a displaced worker enrolls in training under subtitle C be-

fore the 183d day after his or her dislocation date, the

maximum number of weeks of income support specified

in column 2 of the table in subsection (a)(2) for the work-

er shall be extended by an additional consecutive number

of weeks (but in no case more than 26 additional weeks)

that the State considers to be reasonably necessary for the

15 worker to complete a degree or certificate program under

16 such training.

17 (d) ADJUSTMENT OF AMOUNT OF INCOME SUP-

18 PORT.

19 (1) UNEMPLOYMENT ISSUANCE AND CERTAIN

20 ADDITIONAL PAYMENTS.The amount of income

21 support payable under subsection (a) to a displaced

22 worker for any week shall be reduced by the amount

23 of-
24 (A) any unemployment insurance that the

25 worker is receiving, or would receive if the

3 ) 2
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worker applied for such insurance, with respect

2 to that week, except that if the appropriate

3 State agency or Federal agency finally decides

4 that the worker is not entitled to unemployment

5 insurance with respect to such week, reduction

6 under this paragraph shall not apply with re-

7 spect to such week; and

8 (B) any additional payment to the worker

9 from any other public or private source.

10 (2) AGGREGATE RECEIPTS.-If, with respect to

11 any week of unemployment, the total amount pay-

12 ,Lnle to a displaced worker as-

13 (A) remuneration for services performed

14 during such week;

15 (B) income support;

16 (C) unemployment insurance; and

17 (D) any additional payment referred to in

18 paragraph (1)(B),

19 exceeds 75 percent of the amount of the average

20 weekly wage of the worker (or exceeds 85 percent of

21 the amount of such average if the worker is partici-

22 pating in training under subtitle C), the income sup-

23 port payable for such week shall be reduced by the

24 amount of such excess.

3 ,3
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1 (e) WAGE SUPPLEMENT OFFSET.-If a displaced

2 worker who has received wage supplements under subtitle

3 B begins receiving income support under this subtitle, the

4 maximum number of weeks of unemployment for which

5 the worker is eligible for income support under subsention

6 (b)(2) shall be reduced by 1 week for each week for which

7 a wage supplement was received.

8 SEC. 213. APPLICATION OF STATE LAWS.

9 Except where inconsistent with the provisions of this

10 subtitle and subject to such regulations as the Secretary

11 may prescribe, the availability and disqualification provi-

12 sions of the State law-

13 (1) under which a displaced worker is entitled

14 to unemployment insurance (whether or not the

15 worker has filed a claim for such insurance), or

16 (2) if the worker is not so entitled to unemploy-

17 ment insurance, of the State in which the worker

18 was totally or partially separated,

19 shall apply to any such worker who files a claim for income

20 support. The State law so determined with respect to a

21 separation of a worker shall remain applicable, for pur-

22 poses of the preceding sentence, with respect to such sepa-

23 ration until such worker becomes entitled to unemploy-

24 ment insurance under another State law (whether or not

25 such worker has filed a claim for such insurance).

3 )1
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1 Subtitle BWage Supplements
2 SEC. 221. ELIGIBILITY.

3 (a) IN GENERAL.Payment of a wage supplement

4 shall be made as provided for in this subtitle to a displaced

5 worker who applies for such supplement for any week of
6 full-time employment which begins after the dislocation

7 date of the worker if the worker meets the requirements

8 of section 211(a).

9 (b) PART-TIME TRAINING UNDER SUBTITLE 0.A
10 displaced worker who is eligible under subsection (a) for

11 wage supplements is eligible to apply for part-time train-

12 ing under subtitle C.

13 SEC. 222. WEEKLY WAGE SUPPLEMENT.

14 (a) AMOUNT.The amount of a wage supplement

15 payable under this subtitle for a week of full-time employ-

16 ment is an amount equal to the differences, if any,

17 between-

18 (1) the wage the displaced worker earns during
19 the week of fulkime employment; and
20 (2) an amount equal to 85 percent of the work-
21 er's average weekly wage.

22 (b) DURATION.Subject to subsection (c), the maxi-

23 mum number of weeks of full-time employment for which

24 wage supplements may be paid to a displaced worker

25 under this subtitle is 156 weeks. No wage supplement may

3 5
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1 be paid to a worker for any week that occurs after the

2 156th week after the week in which the dislocation date

3 of the worker occurred.

4 (C) INCOME SUPPORT OFFSET.-If a displaced work-

5 er who has received income support under subtitle A be-

6 gins receiving wage supplements under this subtitle, the

7 maximum number of weeks of full-time employment for

8 which the worker is eligible for wage supplements under

9 this subtitle shall be reduced by 1 week for each week for

10 which income support was received.

11 Subtitle CTraining
12 SEC. 231. APPROVAL OF TRAINING.

13 (a) IN GENERAL.-

14 (1) CONDITIONS FOR APPROVAL.-If the State

15 determines with respect to a displaced worker who

16 is eligible under section 211(c) or 221(b) to apply

17 for training under this subtitle that-

18 (A) there is no suitable employment (which

19 may include technical and professional employ-

20 ment) available for the worker,

21 (B) the worker would benefit from appro-

22 priate training,

23 (C) there is reasonable expectation of suit-

24 able employment following completion of such

25 training,

3 1'2)
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1 (D) training approved by the State is rea-

2 sonably available to the worker from either gov-

3 ernmental agencies or private sources (which

4 may include institutions of higher education or

5 area vocational education schools, as defined in

6 section 521(4) of the Carl D. Perkins Voea-

7 tional and Applied Technology Education Act,

8 and employers),

9 (E) the worker is qualified to undertake

10 and complete such training, and

11 (F) such training is suitable for the worker

12 and available at a reasonable cost,

13 the State shall approve such training for the worker.

14 (2) PRIORITY FOR CERTAIN TRAINING PRO-

15 GRAMS.In approving training under paragraph (1)

16 for displaced workers, the State shall give priority to

17 training programs for occupations and industries

18 that utilize new technologies, including those train-

19 ing programs described in section 232(a)(6).

20 (3) DEFINITIONS.--

21 (A) REASONABLE COST.For purposes of

22 applying paragraph (1)(F), the term "reason-

23 able cost", as applied to any undergraduate,

24 graduate, professional, or post-graduate pro-

25 gram at an institution of higher education, is a

3 "
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1 tuition cost that does not exceed the maximum

2 average tuition cost of like Programs offered at

3 the public institutions of higher education in

4 the State concerned.

5 (B) REASONABLE EXPECTATION OF SUIT-

6 ABLE EMPLOYMENT.For purposes of applying

7 paragraph (1)(C), a reasondo!e expectation of

8 suitable employment does not require that suit-

9 able employment opportunities for a worker be

10 available, or offered, immediately upon the com-

11 pletion of training approved under paragraph

12 (1).

13 (b) PAYMENT OF COSTS.The following require-

14 ments apply with respect to the provision of training under

15 this subtitle:

16 (1) If the costs of training a displaced worker

17 are paid by the State under subsection (a), no other

18 payment for such costs may be made under any

19 other provision of Federal law.

20 (2) No payment may be made under subsection

21 (a) of the costs of training a displaced worker if

22 such costs-

23 (A) have already been paid under any

24 other provision of Federal law; or

3 13
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4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22 tion.

23 (2) REPAYMENT AGREEMENT.Before approv-

24 ing any training to which paragraph (1) may apply,

25 the State may require that the displaced worker
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(B) are reimbursable under any other pro-

vision of Federal law and a portion of such

eosts have already been paid under such other

provision of Federal law.

(3) The provisions of this subsection do not

apply to, or take into account, any funds provided

under any other provision of Federal law which are

used for any purpose other than the direct payment

of the costs incurred in training a particular dis-

placed worker, even if such use has the effect of in-

directly paying or reducing any portion of the costs

involved in training the worker.

(C) TRAINING COSTS PAID FROM OTHER

SOURCES.--

(1) IN GENERAL.The State is not required

under this subtitle to pay the costs of any training

approved under subsection (a) to the extent that

such costs are paid.

(A) under any Federal or State program

other than this part; or

(B) from any source other than this sec-

3'



306

22

1 enter into an agreement with the State under which

2 the State will not be required to pay under this sub-

3 title the portion of the costs of such training that

4 the worker has reason to believe will be paid under

5 the program, or by the source, described in subpara-

6 graph (A) or (B) of paragraph (1).

7 SEC. 232. TRAINING PROGRAMS.

8 (a) TYPES THAT MAY BE APPROVED.The training

9 programs that may be approved under section 231(a)

10 include-

11

12

13

14

15

16

17

18

19

20

21

22

23

24

(1) technical, vocational, undergraduate, grad-

uate, professional, and post-graduate programs of

study;

(2) on-the-job training;

(3) training programs approved by a private in-

dustry council established under section 103 of the

Job Training Partnership Act (29 U.S.C. 1512);

(4) any program of remedial education;

(5) any training program (other than a training

program described in subsection (b)) for which all,

or any portion, of the costs of training the worker

are paid
(A) under any Federal or State program

other than this ,subtitle; or
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1 (B) from any source other than this see-

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16 (b) RESTRICTIONS ON APPROVAL.The State may

17

18

19

20

21

22

23

24

25

tion;

(6) any training program in environmental en-

gineering, environmental cleanup, advanced tele-

communications, transportation, infrastructure, and

computers; and

(7) any other training program approved by the

State.

Training programs shall be made available on both full-

time and part-time bases to meet the respective needs of

displaced workers.- The State shall prescribe regulations

which set forth the criteria under each of the training cat-

egories listed in paragraphs (1) through (7) that will be

used as the basis for approving training programs under

section 231.

not approve a training program if

(1) all or a portion of the costs. of the training

program are paid under any nongovernmental plan

or program;

(2) the displaced worker has a right to obtain

training or funds for training under such plan or

program; and

(3) such plan or program requires the worker

to reimburse the plan or program from funds pro-
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1 vided under this subtitle, or from wages paid under

2 such training prog cam, for any portion of the costs

3 of such training program paid under the plan or

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

program.

(c) DURATION OF TRAINING.The maximum num-

ber of weeks of training that a displaced worker may re-

ceive under this subtitle is 156 weeks. For purposes com-

puting such maximum number of weeks, any week (or ag-

gregate number of days that equals a week) that is not

treated as a week or day within the regular academic or

instructional year (or equivalent period) of the institution

or entity providing the training shall be excluded.

SEC. 233. SUPPLF/1ENTAL ASSISTANCE.

The State may, where appropriate, authorize supple-

mental assistance necessary to defray reasonable transpor-

tation and subsistence expenses for separate maintenance

when training is provided in facilities which are not within

commuting distance of a displaced worker's regular place

of residence. The State may not authorize

(1) payments for subsistence that exceed which-

ever is the lesser of

(A) the actual per diem expenses for sub-

sistence; or

3 .2
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1 (B) payments at 50 percent of the prevail-

2 ing per diem allowance rate authorized under

3 the Federal travel regulations; or

4 (2) payments for travel expenses exceeding the

5 prevailing mileage rate authorized under the Federal

6 travel regulations.

7 SEC. 234. PAYMENT OF COSTS OF ON-THE-JOB TRAINING.

The State shall pay the costs of any on-the-job train-

ing of a displaced worker that is approved under section

231(a) in equal monthly installments, but the State may

pay such costs, notwithstanding any other provision of this

section, only if

(1) no currently employed worker is displaced

by such displaced worker (including partial displace-

ment such as a reduction in the hours of non-

overtime work, wages, or employment benefits);

(2) such training does not impair existing eon-

8

9

10

11

12

13

14

15

16

17

18 tracts for services or collective bargaining agree-

19 ments;

20 (3) in the case of training which would be in-

21 consistent with the terms of a collective bargaining

22 agreement, the written concurrence of the labor or-

23 ganization concerned has been obtained;

3 1 3
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(4) no other individual is on layoff from the

same, or any substantially equivalent, job for which

such displaced worker is being trained;

(5) the employer has not terminated the em-

ployment of any regular employee or otherwise re-

duced the workforce of the employer with the inten-

tion of tilling the vacancy so created by hiring such

displaced worker;

(6) the job for which such displaced worker is

being trained is not being created in a promotional

line that will infringe in any way upon the pro-

motional opportunities of currently employed individ-

uals;

14 (7) such training is not for the same occupation

15 which requires the same level of skill as that from
16 which the worker was separated;

17 (8) the employer certifies to the State that the

18 employer will continue to employ such worker for at

19 least 26 weeks after completion of such training if

20 the worker desires to continue such employment and

21 the employer does not have due cause to terminate

22 such employment;'

23 (9) the employer has not received payment

24 under section 231(a) with respect to any other on-

25 the-job training provided by such employee which

3!4
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1 failed to meet the requirements of paragraphs (1)

2 through (6); and

3 (10) the employer has not taken, at any time,

4 any action which violated the terms of any certifi-

5 cation described in paragraph (8) made by such em-

6 ployee with respect to any other on-the-job training

7 provided by such employer for which the State has

8 made a payment under section 231(a).

9 SEC. 255. ELIGIBILITY FOR UNEMPLOYMENT INSURANCE.

10 A displaced worker may not be determined to be ineli-

11 gible or disqualified for unemployment insurance or bene-

12 fits under this Act because-

13 (1) the individual is in training approved under

14 section 231(a);

15 (2) of leaving work which is not suitable em-

16 ployment to enter such training; ,or

17 (3) of the application to any such week in train-

18 ing of provisions of State law or Federal unemploy-

19 Inent insurance law relating to availability for work,

20 active search for work, or refusal to accept work.

3
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1 Subtitle DRapid Response Assist-
2 ance, Basic Readjustment Serv-
3 ices, Relocation Allowances, and
4 Job Search Allowances
5 SEC. 241. RAPID RESPONSE ASSISTANCE AND BASIC READ-

6 ars TmENT sintwcEs.

7 (a) ELIGIBILNY.An individual who is-

8 (1) a displaced worker (whether or not eligible

9 for benefits under subtitle A or B); or

10 (2) an individual who-

11 (A) has received notice of impending total

12 or partial separatiOn from employment; and

13 (B) had in the 52 weeks immediately pre-

ceding the date of such notice at least 10 weeks

15 of employment;

16 is entitled to the rapid response assistance and basic read-

17

18

19

20

21

22

23

24

justment services under this subtitle.

(b) DURATION.An individual described in sub-

section (a) is entitled to receive rapid response assistance

and basic reacbustment services

(1) if applicable, on and after the date of the

notice referred to in subsection (a) (2) and before the

day after the dislocation date of the individual; and

(2) during the period of



1

2

3

4

5

6

7

8

9 (c)

10

11

12

13

14

15

16

17

18

19

20 (2) OVERSIGHT BY SECRETARY.The Secretary

21 shall oversee the administration by each State of the

22 rapid response assistance services provided in such

23 State and the effectiveness, efficiency, and timeliness

24 of the delivery of such services. If the Secretary de-

25 termines that such services are not being performed

813
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(A) the 13 consecutive weeks commencing

with the week immediately following the disloca-

tion date, in the case of rapid response assist-

ance; and

(B) the 156 consecutive weeks commencing

with the week immediately following the disloca-

tion date, in the case of basic readjustment

services.

DELIVERY OF RAPID RESPONSE ASSISTANCE.

(1) IMPENDING PERMANENT CLOSURE OR SUB-

STANTIAL LAYOFF.In a situation involving an im-

pending permanent closure or substantial layoff of

50 or more individuals, a 'State may provide funds,

where other public or private resources are not expe-

ditiously available, for a preliminary assessment of

the advisability of conducting a comprehensive study

exploring the feasibility of having a company or

group, including the workers, purchase the plant and

continue it in operation.

3 1 7
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1 adequately, the Secretary shall implement appro-

2 priate corrective action, including, where necessary,

3 the selection of a new rapid response assistance serv-

4 ice provider.

5 (d) RAPID RESPONSE ASSISTANCE AND BASIC READ-

6 JUSTMENT SERVICES DESCRIBED.For purposes of this

7 subtitle-

8 (1) the term "rapid response assistance" means

9 assistance described in section 314(b) of the Job

10 Training Partnership Act (29 U.S.C. 1661c(b)); and

11 (2) the term "basic realtustment services"

12 means services described in section 314(e) of such

13 Act (29 U.S.C. 1661c(c)).

14 SEC. 242. RELOCATION ALLOWANCES.

15 (a) IN GENERAL.A displaced worker (whether or

16 not eligible for benefits under subtitle A or B) may file

17 an application with the State for a relocation allowance

18 'under this section.

19 (b) CormrnoNs.A relocation allowance may be

20 granted only to assist a displaced worker in relocating

21 within the United States and only if the State determines

22 that such worker cannot reasonably be expected to secure

23 suitable employment in the commuting area in which the

24 worker resides and that such worker-

25 (1) has obtained-
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1 (A) suitable employment affording a rea-

2 sonable expectation of long-term duration in the

3 area in which the worker wishes to relocate; or

4 (B) a bona fide offer of such employment;

5 and

6 (2) is totally separated from employment at the

7 time relocation commences.

8 (C) RELOCATION ALLOWANCE DEFINED.For the

9 purposes of this section, the term "relocation allowance"

10 means-

11 (1) 90 percent of the reasonable and necessary

12 expenses (including subsistence and transportation

13 expenses at levels not exceeding those allowable

14 under section 223(1) and (2)) specified in regula-

15 tions prescribed by the State, incurred in transport-

16 ing a worker and his or her family if any, and

17 household effects, and

18 (2) a lump suni 2 times the weekly wage (ex-

19 eluding overtime, bonuses, or any other payment not

20 considered basic wage) received by the worker in the

21 last week of 35 or more hours of work occurring be-

22 fore the worker's dislocation date,

23 except that the aggregate of such expenses and lump sum

24 paid to any displaced worker may not exceed $4,000.

3 1 :1
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1 SEC. 243. JOB SEARCH ALLOWANCES.

2 (a) IN GENERAL-A displaced worker (whether or

3 not eligible for benefits under subtitle A or B) may file

4 an application with the State for a job search allowance.

5 Such allowance, if granted shall provide reimbursement to

6 the worker of 90 percent of the cost of necessary job

7 search expenses as prescribed by regulations of the State,

8 except that-

9 (1) such reimbursement may not exceed $800

10 for any worker; and

11 (2) reimbursement may not be made for sub-

12 sistence and transportation expenses at levels ex-

13 ceeding those allowable under section 233.

14 (b) CONDITIONS.-A job search allowance may be

15 granted only

! 6 (1) to assist a displaced worker who has been

17 totally separated in securing a job within the United

18 States;

19 (2) where the State determines that such work-

20 er cannot reasonably be expected to secure suitable

21 employment in the commuting area in which the

22 worker resides; and

23 (3) where the worker has filed an application

24 for such allowance with the State before-

25 (A) the later of-
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2

3

4

5

6

7

8

(e)

10 any adversely affected worker for necessary expenses in-

11 curved by such worker in participating in a job search pro-

12 gram approved by the State.

13 TITLE III-GENERAL
14 PROVISIONS
15 SEC. 301. FRAUD AND RECOVERY OF OVERPAYMENTS.

16 (a) LIABILITY FOR REPA3TMENT.

17 (1) IN GENERAL.--If a State, the Secretary, or

18

19

20

21

22

23

24
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(i) the 156th week after the disloca-

tion date of the worker; or

(ii) the 156th week after the date of

the worker's last total separation; or

(B) the 182d day after the concluding date

of any training received by the worker, if the

worker was referred to such training by the

State.

REIMBURSEMENT.The State shall reimburse

a court of competent jurisdiction determines that

any person has received any payment under this Act

for which the person was not eligible, including a

payment referred to in subsection (b), such person

shall be liable to repay such amount to the State or

the Secretary, as the case may be, except that the

State or the Secretary may waive such repayment if

76-.387 0 - 94 - 11
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1 such State or the Secretary determines, in accord-

2 ance with guidelines by the Secretary, that-

3 (A) the payment was made without fault

4 on the part of such individual; and

5 (B) requiring such repayment would be

6 contrary to equity and good consciAnce.

7 (2) RECOVERY.Unless an overpayment is oth-

8 erwise recovered, or waived under paragraph (1), the

9 State or the Secretary shall recover the overpayment

10 by deductions from any sums payable to such person

11 under this Act, under any. Federal unemployment

12 compensation law administered by the State agency

13 of the State or the Secretary, or under any other

14 Federal law administered by the State or the Sec-

15 retary which provides for the payment of assistance

16 or an allowance with respect to unemployment, and,

17 notwithstanding any other provision of State law or

18 Federal law to the contrary, the Secretary may re-

19 quire the State to recover any overpayment under

20 this Act by deduction from any unemployment insur-

21 ance payable to such person under the State law, ex-

22 cept that no single deduction under this paragraph

23 shall exceed 50 percent of the amount otherwise pay-

24 able.
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1 (b) FRAUD.If a State, the Secretary, or a court of

2 competent jurisdiction determines that an individual-

3 (1) knowingly has made, or caused another to

4 make, a false statement or representation of a mate-

5 rial fact, or

6 (2) knowingly has failed, or Caused another to

7 fail, to disclose a material fact,

8 and as a result of such false statement or representation,

or of such nondisclosure, such individual has received any

payment under this Act to which the individual was not

entitled, such individual shall, in addition to any other

penalty provided by law, be ineligible for any further pay-

ments under this Act.

(e) NOTICE AND HEARING.Except for overpay-

ments determined by a court of competent jurisdiction, no

repayment may be required, and no deduction may be

made, under this section until a determination under sub-

section (a)(1) by the State or the Secretary, as the case

may be, has been made, notice of the determination and

an opportunity for a fair hearing thereon has been given

te the individual concerned, and the determination has be-

come final.

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23 (d) DISPOSITION OF RECOVERED AMOUNTS.Any

24 amount recovered under this section shall be returned to

25 the general fund of the Treasury.

*RR 3334 111
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I SEC. 302. PENALTIES.

2 Whoever makes a false statement of a material fact

3 knowing it to be false, or knowingly fails to disclose a ma-

4 terial fact, for the purpose of obtaining or increasing for

5 himself or herself or for any other person any payment

6 authorized to be furnished under this Act shall be fined

7 not more than $1,000 or imprisoned for not more than

8 1 year, or both.

9 SEC. 303. SUBPOENA POWER.

10 (a) IN GENERALThe Secretary may require by

11 subpoena the attendance of witnesses and the production

12 of evidence necessary for the Secretary to make a deter-

13 mination under the provisions of this Act.

14 (b) COMPLIANCE.If a person refuses to obey a sub-

15 poena issued under subsection (a), a United States district

16 court within the jurisdiction of which the relevant proceed-

17 ing under this title is conducted may, upon petition by

18 the Secretary, issue an order requiring compliance with

19 such subpoena.

20 SEC. 304. REGULATIONS.

21 (a) IN GENERALThe Secretary shall prescribe

22 such regulations as may be necessary to carry out the pro-

23 visions of this Act.

24 (b) TRANSITION.In prescribing regulations under

25 subsection (a), the Secretary shall promulgate such rules

HR 3234 111 3
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1 and procedures as may be necessary to provide for an or-

2 derly transition to and implementation of this Act.

.14R 3234 10
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MS. WOOLSEY. Mr. Starr, I need to tell you that I was born in Se-
attle. And people accuse me of getting my good common sense from
having been a Washingtonian and not a Californian.

Mr. STARR. Yes, and I will be happy to go back and go outside to
get cool rather than come inside to get cool.

MS. WOOLSEY. That is for sure.
I introduced legislation yesterday to amend Title II of JTPA. It is

called the Self-Sufficiency Standards Act. What it does is it fixes on
the JTPA measure of success. At this point, one size fits all$6 an
hour is seen as success at the end of the program despite family
size, geographic location, special needs, et cetera.

lt makes no distinction between participants in terms of prior
education, number of dependents, transportation expenses. Nor
does it allow any regional differences in cost of living.

So what the Self-Sufficiency Standards Act would build into the
program is factors like those I just mentioned in order to measure
success so that participants could have a real shot at the economic
self-sufficiency when they were through with the program.

I want to talk to you about it later because you have been work-
ing with these programs and see how it could work.

My second bill is not finished yet, but we are crafting it, and it is
specifically related to targeted workers that have been displaced
due to public policy decisions such as defense downsizing, stronger
environmental protection laws and possible trade liberalization.

It creates a program that will truly respond to the increased
number of workers displaced in the 1990s. In doing so, it draws
from the best aspects of Title III of JTPA and the Trade Adjust-
ment Assistance Act. It goes beyond their scope, however, and I be-
lieve it corrects funding and other problems associated with them.

It combines the elements of worker retraining, income support,
relocation allowances, wage supplements and rapid response, case
management, counseling services, and it forms what I believe to be
a comprehensive package for addressing the unique problems of
people in the labor force when their jobs are being transitioned,
particularly being affected by Federal policy.

I hope what I am putting together answers a lot of what many of
you have said, and I would like your feedback on what you think
the impact will be. We have a little bit of time if anybody would
like to respond right now.

Mr. Tetro.
Mr. TETRO. Just quicklywhen I referred to performance model-

ing, it was precisely to reach the first point you made in terms of
your legislative recommendation. I think, properly constructed,
that could be a powerful addition to improving current practice
and performance of the JTPA system. I think it is absolutely cru-
cial.

So I am delighted to hear that that work is underway, and in
any way we can be helpful in that we would be delighted to.

Ms. WOOLSEY. We will start a conversation with you. Thank you.
Mr. Hanoski.
Mr. HANOSKI. If I may, I have three teenage daughters, and I

know this is a dislocated worker hearing, but the issues are not
that dissimilar from the school-to-outside-world transition. And I
talk to my daughters about what they will do when they leave high
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school, and one of the things I say is, whatever your plans are, the
job you are going into probably won't be there three to- five years
from now. And the issue is much the same for people who lose
their jobs in the present workforce.

Mr. Starr mentioned case management as an important issue. I
think that an education and retraining program needs to have case
management capacities. People need to be assessed as to what
strengths and weaknesses they may have. They need to understand
that we are living in an extremely volatile labor market.

I read where in the next 10 years over half the labor force will
be under temporary contract. One of the growingest temporary em-
ployment services in Wisconsin--and the Federal Government is
the biggest user of those, in fact.

I think we need to train people that are looking for jobs today
but help them transition into the jobs of tomorrow. So you are get-
ting at some of those things.

Ms. WOOLSEY. There is another element. We have to know what
the jobs for tomorrow are. And so there has to be some support and
some funding to make that possible so we are not training people
for jobs that won't exist by the time they are through with the
training period.

Thank you.
Chairman WILLIAMS. Mr. Gunderson.
Mr. GUNDERSON. Thank you, Mr Chairman.
First, let me welcome in particular my constituent and friend,

Mr. Hanoski, and apologize to all of you for not being here.
But I think Admiral Watkins would apprec'ate where I have

been for the last hour, the groundbreaking ceremony for the Viet-
nam Veterans Women's Memorial which was just held. And I am
proud to say the lady that began that effort was from my district
for years. She recently got married and moved to Minnesota, but I
will not hold that against her, and she insisted that I be there.

Lucky enough for me, I stopped at the laundry and picked up a
new set of :3,1-lifts because the shirt I had on at the ceremony was a
wet rag by the time I finished.

J appreciate you all being here. I have been briefed as to what
most of you have been saying.

Because a coup',. vnu focused on the defense area, I want to
say that it seems is a real disconnect between what I
hear out in the c at is going on in this building. The
country wants us ..iniversal one-stop-shopping center
for training and re poses, and, very frankly, if I read
them correctly, they v formula that determines for the
most part who is eligible from a displaced worker perspective and
another formula on who is eligible from a disadvantaged perspec-
tive.

And yet, as you alluded to in your testimony, we are in the busi-
ness of creating all these separate categoricalfrankly, defense
conversion, we are setting up the whole new separate fund for de-
fense conversion, contracting with Department of Labor to do it.
We all know we will do the same with NAFTA as a condition of
passing NAFTA.

I am, frankly, confusec' as to how we determine who really
should and should not receive benefits and who does and does not
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receive them on a fair and equitable basis when we have these sep-
arate categories.

Admiral, you may be able to enlighten me on this because I used
the example that you talk about in your testimony. Many of the
displaced workers, military, particularly on the civilian side, tend
to be well-educated, highly trained people. I have to tell you I find
a real conflict between spending a whole bunch of money on a Mas-
ter's and Doctor's degree person who is dislocated from the defense
establishment versus a person with more than one barrier to em-
ployment on the other side.

How do we reconcile all this? We have obviously not solved that
problem up here. What suggestions do you all have?

Admiral WATKINS. Well, it is very difficult for me to say, having
been in the positions I have been in, to say today how I would re-
spond to that. But I believe that we have in being out there a tre-
mendous number of fine initiatives on defense conversion locally as
best they can.

The Acts passed by tbe Congress tend to move us in that direc-
tion. But what I see here is an opportunity for the Nation, for the
President, the Executive Branch, the Legislative Branch, working
with the States and with regional and local entities, to pull togeth-
er, much as we did in the national education goal setup, for the
governors to come together and say, let's build the plan so we can
have some mechanism in being against which we can test legisla-
tive change.

I think to .;ontinue the piecemeal process we have been in gives
you the feehng up here you solved this problem but, in fact, noth-
ing really c'aanges out there. It hasn't in education.

I believe we now have some hope that there may be some light at
the end of the tunnel in that area because we all came together
and said we have a serious problem. I think this is a serious prob-
lem. I don't think we are addressing it properly just through educa-
tion alone. I think the retraining and reeducation of these individ-
uals is critical, and that is a cultural chain we have to accept.

We cannot come up with a one-for-one job replacement, I don't
believe, in the region with these highly skilled people. There are
just not enough of them there that we found in the Rocky Flats
initiative as I outlined.

Hanford was a happy situation in the sense we were growing in
demands for environmental restoration and waste management
skills when nothing was doingno defense operations at all were
in being. That was unique. So that was easy to handle.

The other one is not easy to handle. It requires an awful lot of
thought and coordination.

So I believe the partnership issue is critical. I believe the nation-
al objectives have to be set. The Congress has to have oversight by
Education, Labor and Armed Services. I don't think Labor can do it
alone. Armed Services has to be part of it.

The transitional funding has to be identified. There has to be a
variety of agencies in the government to do that. They have been
very slow I think in Defense 'in helping the States to do this. Not
that their hearts are not in the right place, but they have focused
in other areas like how to live with the defense cuts. But they are
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not focused. They are a major player in this gameor potentially
they are.

So equity and fairness will come out when we design a system,
and we say here is the system. Here are the principles that that
system will operate under. And fairness and equity has to be of pri-
mary consideration. And, certainly, how we separate the defense
worker and another displaced worker next door at a facility that
has nothing to do with defense, that has to be addressed fairly.

I am trying to focus now on defense-related downsizing and the
opportunities in the defense establishment to give us both skills
and to give us facilities that can help the private sector in doing
the necessary reeducation and retraining to make a better match
between skill demands and skills available.

Mr. GUNDERSON. Any other comments?
Mr. TETRO. Mr. Gunderson, one of the thoughts your comment

provokes to me is I think you are correct in how you say people
would want access to the system. I think it is important to try to
make it as simple as we can along those basesavailability for dis-
advantaged people against a set of criteria, availability for dis-
placed workers.

I think where we come into difficulty is when we go from the
macro to the micro. I think the way to look at perhaps a vehicle
that would work is to look at the displacement effects of things
such as defense conversion, NAFTA, environmental policy and de-
termine what region of the country they are going to affect and on
a macroeconomic basis decide what kind of investment are we
going to make as a Nation to help the transition of the economy
around this issue.

Take defense conversion and take X as the investment we are
going to make. We distribute X into regions of the country. In the
case of defense conversion, we know that California and New Eng-
land are the two regions most hard hit, and we say their economies
will be most disturbed by this particular phenomenon, and we are
going to invest in creating this transition capacity in those areas of
the country.

The decision should be the level of investment made. That comes
as you are talking about actions taking place, where Congress sits
and says, we have a problem, and we need to move resources in to
ameliorate this problem.

But once the resources are targeted to the region you should go
back to the structure and say not that we discriminate on a firm
basis, as we do now, and create a lottery among firms or create a
lottery among workers and let chance determine who gets the serv-
ices but rather say, let's make this work efficiently. And if the
PhdD from the defense plant can make a quick conversion, that
speedy ready conversion we all want to see take place, let that
happen. If next door there is someone who is displaced because of
the overall effect from a small firm totally unrelated to defense
that needs to be retrained, let that retraining dollar go there.

But if we separate the idea of where resource's are needed to aid
in transition in an economy from entitlement by virtue of either
occupation, reason for dislocation or place of employment, we are
closer to being able to get a system that will be fair and efficient.
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Then it really does become, as the Admiral is saying, a matter of
establishing the criteria.

How will we make those decisions? We need to be clear about
that. With a certain limitation on resources, here is the priority
within which we will respond in the decisiónmaking.

I think that would be a system well understood by the public,
makes sense economically, and that would, in fact, truly aid in the
kind of conversion we are talking about.

Mr. GUNDERSON. Thank you, Mr. Chairman.
Chairman WILLIAMS. Mr. Green.
Mr. GREEN. Thank you, Mr. Chairman. I appreciate the opportu-

nity to be here and participate.
The part of Texas I am from will not necessarily be hit by de-

fense conversion like California or the Northeast, but during the
mid-1980s we went through what we call not dislocation but trying
to diversify because we had a great many layoffs in the petrochemi-
cal industry in the Gulf Coast area. I don't think we did a good job
of dealing with that on an individual basis, though I can talk about
petrochemical engineers now teaching school because we altered
certification and allowed theminstead of going back to get educa-
tion hours, we used alternative education.

But the difference between a petrochemical engineer's salary and
a public schoolteacher in Texas is about half. But at least they
have that job.

We didn't do that good a job. I see what California is going
through and the New England States is what we went through.

One of the problems I hadbecause I was in the legislature at
that timewas in dealing with the 40- and 50-year-old worker
and I can see the 3ame thing happening in California and other
Statesis how do you retrain?

My son who is 17 and daughter who is 18 or your sons and
daughters recognize going into it after you advised them you may
have to retrain four or five times. But for a 40-year-old or 50-year-
old who always worked at a defense industry or, in my case, always
worked for a petrochemical or oil tool supply company, and they
have to retrain, and they are basically a blue collar worker, what
can we do for the 40- and 50-year-olds? Because they won't go
backI don't have any examples of those going backto becoming
public schoolteachers, for example.

I can see the same happening with some of our blue collar work-
ers in the defense industry. How can we address the 40- or 50-year-
olds who have 10 or 15 years left inhopefully 20in their em-
ployment life?

[The prepared statement of Hon. Gene Green follows:]
STATEMENT OF HON. GENE GREEN, A REPRESENTATIVE IN CONGRESS FROM THE STATE

OF TEXAS

Mr. Chairman, being laid-off is difficult to deal with but long-term unemployment
is demoralizing. With long-term unemployment or underemployment a person loses
self confidence. The mental and financial devastation from not only being laid-off
but knowing that you will never be called back is a crushing realization. Unfortu-
nately, it is becoming all too prevalent in the job market in our Nation.

The reason we are meeting today is to try to help the workers of our Nation try to
find alternatives in finding employment. The programs in-place to assist workers at-
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tempt to provide this help. But we must take a look at these programs and verify if
workers are actually receiving the benefits needed.

Retraining is only a small part of the equation. We must help workers not only
upgrade or learn new skills but we must assist that worker to market those skills.
The most beneficial was of providing this type of assistance is to match workers and
business in a partnership. Who knows better the skills needed in the job market
other than employers. Also, employers are the best source to find employment needs
in the job market.

In examining programs which assist workers who are permanently laid-off there
is a need to assure workers and business that this examination is for the benefit of
both.

Mr. STARR. I think you should ask easier questions is what I
think.

Mr. GREEN. We went through tough times, and I know I can see
it happening, and we can learn from how we didn't do it maybe
because I know it will happen again. Because our economy is cycli-
cal. We will surely go through it again.

Mr. STARR. You start to think about what you do with an aero-
nautical engineer. Boeing has a lot of them. How do yOu transfer to
civil engineering and environmental engineering? What is the
length of time in making the transition? I don't know the direct
answer, but I am told it is a very, very difficult discipline.

Talking about engineering, you could get into comparable things
in the growth industries like environmental engineering in terms
of clean air and the rest. And Hanford is a major source of employ-
ment, which is interesting. It was a major source of unemployment
four or five years ago.

I think, in terms of engineering and the highly skilled, a compa-
ny like Boeing will not lay many of those off. Boeing will invest in
the future. We have seen no engineers in the 5,000 or 6,000 laid off.
They are mostly production workers. They will take production
time from 18 to 12 to 6 months, and that demands a high-level,
competent engineering staff to do that.

What are left I hope do not becomeI wouldn't mind if they
became schoolteachers if they can handle the wage differential be-
cause we need the math and science schoolteachers which they cer-
tainly have. We need to explore betterand I am not competent to
do thatof transfers of skills from a first discipline to another in
engineering activities. If that occurs, we can share experiences you
had with the petrochemical engineering to help us. I think it is a
real problem.

It is a serious problem with managers, bankers and so on in
terms of getting them retrained and into a job at a satisfactory pay
scale. White collar is far more difficult in making the transference
than it is for people of blue collar types. We have had a ton of
bankers laid off in the last two years in our State, and the best we
could do was work with the displaced worker experts specializing
in the banking industry. We have been moderately successful at
that.

Mr. TETRO. Just a couple comments on that.
One of them is a matter now being addressed in coming to terms

with assessing better and determining what are we working with
and what are the possibilities?

Infrequently, I think we are looking foror imagining dramatic
changes. But lots of people in sales that have been dumped out of
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these organizations have a skill that is very applicable. And it may
be a matter of learning a foreign language and being part of an
export business that is forming. So you are not talking about total-
ly retooling but at the margin doing something.

We may be involved in many white collar workers displaced now
are really employable in the current economy today but for the
fact that they don't have highly developed proficiency with comput-
ers, that they were the people that stayed immune from that in
their own firms and delegated those responsibilities.

Those are relatively easy-to-develop capabilities that transform
the opportunity structure for that dislocated worker. We found
that you need to incubate that capability, that there is a great
deala threshold of anxiety about moving into these areas, but
you can move people through a process that gets them there and,
for a relatively modest investment, change their opportunity struc-
ture.

That is harder when you look at people coming out of blue collar
areas because of the distance that 'they are from schooling. And
yet, again, there is evidence in a lot of union and joint action train-
ing programs across the country of doing that quite well.

I think the point at the bottom of all of this, to every question we
might wonder about, there is somewhere in this country already a
solution at work, and what we have done very poorly is to develop
an understanding of where those solutions lie. We have not gone
out and benchmarked best and last practice in this field. We have
not gone so far as to say what are the standards of this industry
called job training and labor market transition, as I referred to ear-
lier.

When we start to get to the fundamentals we get more clearly
and easily to the answers to that, but I don't think there are many
questions that we would contemplate here that there is not already
underway with evidence of some efficacy, at least the beginning of
an answer, if not a total answer. We just need to get much better
at exchanging that kind of information and bringing it to the sur-
face.

Mr. GREEN. Mr. Bischak.
Mr. BISCHAK. Yes, the idea that it is just managers and white

collar workers is a problem because the blue collar workers are the
ones really facing contraction of the commercial sectors whether it
is in aerospace, in electronics and otherwise. And these are the
areas where you find this profile of worker you are talking about,
in many cases 45 to 50 years old, having a very difficult reemploy-
ment problem. And it is at a time when there is excess capacity,
not just in defense but in the commercial area. So it is not that you
will be able to shift them readily into growing commercial markets.

We face a crisis, and it is a profound crisis in both blue and
white collar sectors of employment in this area. We need to look at
some of the innovative ideasin fact, Mr. Tetro is right about the
need to look at some sort of focusing of public investmentand
along with the retraining dollars and private investment moneys to
leverage one with the other in emerging technologies that will, in
fact, create the jobs, both near term and long term.

And I think the employment and training panel in California is
looking at this in relationship with its Project California. It is a
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model worth exploring, looking at the possibilities in dealing with
subcontractor change and try to retain its viability and the employ-
ment of some of these people by looking at what is happening in
commercial electronics, and biotechnology and what job bridges can
be created to those fields.

This will take planning. This is something we have not done.
I think, in addition, there will have to be more targeting of in-

vestment. California is looking at a $200 billion commitment at re-
tention of their manufacturing base, with an objective over time of
linking up these jobs with these emerging opportunities. It is a dif-
ferent approach but one I think worth looking at.

Mr. GREEN. You might answrdepending on the Chairman
since the red light is on.

Chairman WILLIAMS. Mr. Hanoski, yes, go right ahead.
Mr. HANOSKI. Just a brief comment, Mr. Chairman.
There is no simple answer to that question. In fact, that question

crossed my mind personally with the discussion of the question of
the future of JTPA. But whenever there is a displacement of white
collar workers in the community the yellow pages in the phone
book seems to increase in the same time.

There needs to be some innovation, I think, in through the in-
depth assessment of middle-aged workers who lose their jobs to
help them capitalize on their investments. We run a self-employ-
ment program with EDWAA funds to get these people to become
entrepreneurs in their areas. That is reasonably successful. Things
like that we have to look at. I think they have been reasonably suc-
cessful.

Mr. GREEN. Thank you, Mr. Chairman.
Chairman WILLIAMS. Admiral, I know you will have to leave in a

few minutes so let me ask a question of you and, again, thank you
in advance for being with us and staying up until you are almost
late for your next appointment.

You suggested in your written testimony, and to some degree in
your stated testimony, the establishment of a regional skill-need,
skill-available information system. How would you see that model
being developed and implemented?

Admiral WATKINS. I think, to take a leaf out of the book on what
Mr. Tetro said, take the San Francisco Bay area. There are three
or four major bases closing down, probably 45,000 woi.kers will be
lost. I would move in there expeditiously with the Governor, with
business 3nd industry and the local area, and there are mecha-
nisms to do this, if I knew that we had some kind of a support
structure from the Defense Department and Labor Department
that sets some overall framework under which we could operate
and begin to move expeditiously in establishing that base. And that
base needs to be wide open and accessible to everyone. It seems to
me perhaps that is, in some way, established now, but I don't be-
lieve it is that clean.

Certainly, our experience in Colorado was that, while we could
do a good job and the Air Force working on some problem could do
a good job in an area, there was no integration. Also, there is no
integration with the State. We had no way to know how many
skilled environmental technology technicians do you need. It was
not that clear.
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We knew it was a growth industry. We knew it was going up, but
it was not that well-organized.

I would move in with the Governor and with his people and try
to put in an information system that would pull this together. We
certainly need the playersthe national players in that act. That
system does not exist today that I know. It is very local, and it is
not regional. We have to talk regions because some of these
areasobviously, the defense industry crosses over boundaries.

The NAFTA case came up. Environmental technology monitor-
iag will be a key to implementing NAFTA. That will require a lot
of workers. They can come out of Texas.

We are talking about, with the school districts, to help the
schools become engaged in that work in their schoolwork during
the summer programs to go out and take data, to become interest-
ed in becoming environmental technology experts over time. The
same could be done with the cross-training of existing skilled work-
ers.

So I think that that whole system has to be laid out, and I be-
lieve that we are on the threshold of being able to do that in the
heavily impacted areas such as California and Connecticut. If those
governors have the desire to get onto that expeditiously they want
to know, what are you talking about? Will I get supported? Do I
have to have matching funds from business and industries who are
the beneficiaries of this? What programs do you want us to estab-
lish?

Some of those guidelines could be set up on an urgent basis, but I
would go into the heavily impacted areas and try something, even
a major pilot effort to move expeditiously to get that data and see
if we can't separate the wheat from the chaff and retrain and re-
educate and encourage them to take jobs elsewhere out of the
region that are available. And we can provide that interactive net-
work to permit that to happen.

Mr. WILLIAMS. Admiral, thank you, and thanks for being with us.
I know you have to leave.

Admiral WATKINS. Thank you, Mr. Chairman.
Chairman WILLIAMS. Mr. Starr, on page 2 of your testimony you

mentioned your lack of support for a voucher system as a response
to the needs of dislocated workers, particularly in times of reces-
sion. Would you elaborate a little for us on your opposition on the
voucher question?

Mr. STARR. I think, Mr. Chairman, I mentioned a little of that in
my statement.

When a person is laid off after working 10 to 14 years that indi-
vidual knows virtually nothing about the job market, labor market,
what he needs to do, what he has to prepare himself or herself for
the future for. Simply having that individual go to a public office
and be handed a voucher and you are off to go to any school you
want doesn't do much to help that person sort out what they ought
to do in terms of what the labor market is, what their skills and
ability and background is and all the rest, what course of instruc-
tion they ought to take, and so on. That is not enough.

I firmly believe that you have to spend time with professional
counselors, case managers to help the dislocated worker. But sort
out with them, as a matter of fact, what is the best career path and
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instructional path for the person to take. It may be cost-effective,
and it involves certainly less staff to do this, but I think it is a real
false economy.

My point is we see that happen all the time. We see it happen
with companies who are well-intentioned, and they are giving sev-
erance packages that include, essentially, a voucher of $2,000 or
$3,000 per employee, and they are not well-used because there is no
care and attention to help guide them through that process.

Chairman WILLIAMS. Mr. Hanoski, you cited the need for an ex-
pedited process to apply for discretionary funds. Would you explain
that further? Would you involve Department of Labor regional of-
fices or how would you do that'?

Mr. HANOSKI. There are a couple of compounding problems when
there is a dislocation in the community. It is the local substate op-
erate or they are using local resources. From the time of that dislo-
cation until they access the availability of Federal resources can be
a matter of two or three months. Somehow, there needs to be a
much more expedited process, similar to the processes with disaster
funds with the hurricanes and flood relief.

Wisconsin got flood relief in the Title III reserve account in a
matter of days. Why can't we have a similar response when there
are dislocations in the community? The longer people are on the
street and discouraged and not having a response I think the
tougher the transition is going to be.

So my suggestion is a similar response to the natural, disaster-
type issues.

Chairman WILLIAMS. Thank you.
Mrs. Roukema.
Mrs. ROUKEMA. I have no further questions. I just want to make

the observation that it is my opinion that we obviously need more
concentrated efforts in linking the retraining programs with the in-
dustrial and regional economic development forces. I think we all
recognize that.

Chairman WILLIAMS. Ms. Woolsey'?
Ms. WOOLSEY. No, I am fine, Mr. Chairman. Thank you.
Chairman WILLIAMS. I have a couple more questions.
Mr. Tetro, in any revision made of the dislocated workers' pro-

gram, should administration of the program be separated from the
traditional Title II programs?

Mr. TETRO. Certainly not in the near term, I don't think. As we
come to decide what that future system looks like, there may be
reasons to look at how they are currently organized. But, given the
nature of the services required and the nature of the administra-
tive support required, there really isn't any reason in the. short
term to go in and change those arrangements.

Chairman WILLIAMS. What do you think we can do to improve
the rapid response'?

Mr. TETRO. I think there are a number of things. It really comes
to the matter of how we conceive of this. And we looked at worker
dislocation as a series of disasters, and they are disasters we have
not quite anticipated. We have a framework, but we don't expect
them.

What happens is that an event occurs and then a very elongated
process takes place to receive resources so that a firm has notice

333



332

something will be happening. An application is prepared. It winds
its way through a very complicated maze of reviews, and some
months later resources become available.

That simply is not a good mechanism. Whether one decides to
use regional offices of the Department of Labor to distribute the
management responsibility, whether one creates a set of criteria
that moves resources more quickly, those are steps you ought to
look at.

The last piece of it is that, with resources, the existing capabili-
ties seem to be able to move rapidly. And the only last issue I
would suggest is that, while on the surface it makes sense and is
certainlythere is a logic to having a State-level rapid response, I
think Al Starr illuminated something from across the country that
is true. The real substance comes from the local capability.

We might look at ensuring that there is that rapid response ca-
pability locally engineered to the fullest and operating as we would
wish it to be, as opposed to imagining that we have these fire
trucks heading out from State capitals across the country. As a
practical matter, what the fire trucks become are simply hospital-
ity meetings. It is an event where the public certainly understands
something more is taking place and appreciates that, but it really
is a handing of the baton in a formal and probably inefficient way,
introducing local people to local people to solve a problem. That is
probably not the most efficient construct.

Chairman WILLIAMS. I had a successful amendment to section
453 in the last Congress on capacity building. I think that would go
a long way to help disseminate best practices. We are having a
tough time getting Department of Labor to properly fund that.
They have, understandably, a limited budget and enormous need,
but it does seem to me they ought to do a better job on that.

Finally, let me make a point that Mr. Hanoski just touched on
gently and out of courtesy. Although small dislocations in relative-
ly rural areas such as where he comes from and I represent may
not make the kind of news that Boeing does with 15,000 people,
nonetheless, I think each of you has, in one way or another, men-
tioned that it isn't 15,000 people you deal with, it is one person.
And, the one person in the rural areas is as important ha,' the one
person in the urban area.

And yet I tell you that, even as Chairman of this subcommittee, I
have a lot of troubleless lately but, nonetheless, still problems
in trying to get Department of Labor to focus on individuals
throughout the country.

That raises the matter of defense conversion. For most of my life-
time defense has consumed an enormous amount of America's'
gross national product. It has also added many jobs and much
wealth to this country. But, nonetheless, it has absorbed a huge
amount of the national wealth in defense preparation.

Now that we are into one of the cyclical downsizingsI think a
necessary downsizingit is about to assume a tremendous percent-
age of the Nation's job training, retraining, dislocated worker
money. Many of us from areas who have no particular benefit from
the defense buildup and don't get a lot of attention when our little
mines or mills or smelters close down are not going to be happy
campers when enormous amounts of money are going into the
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places who had a hot time on the old town during the 1960s, 1970s
and 1980s, while we suffered during those times and continue to
suffer, and we now can't get the displacement and dislocation
worker training and retraining money.

I want to see that righted not so much because I happen to rep-
resent an area like that but because each of you have said it is the
single, lone person that counts. We have to pay attention to that
single person, whether they are dislocated from a timber mill in
Libby, Montana, or whether they are dislocated in the Bay area of
San Francisco. They have equal importance, and the Nation ought
to put its attention on them to that degree.

This has been a very good panel, I think.
MrS. ROUKEMA. Yes, it has.
Chairman WILLIAMS. As good on this subject as I believe we have

had in my time in the Congress. We are very appreciative to each
of you for your good counsel and for taking the time to be with us
today.

The hearing is adjourned.
[Whereupon, at 11:50 a.m., the subcommittee was adjourned.]
[Additional material submitted for the record follows.]
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STATEMENT OF HON. DONALD M. PAYNE, A REPRESENTATIVE IN CONGRESS FROM THE
STATE OF NEW JERSEY

Mr. Chairman, thank you for calling the hearing this morning to discuss the situ-
ation of dislocated workers in our country.

This hearing could not be at a more appropriate time, given the current number
of unemployed people, as well as the devastating effects of the recession.

A rapidly growing world trade and advances in technology have resulted in enor-
mous changes in the U.S. economy. With these efforts, the need for higher skill,
higher wage jobs for workers is imminent. If we are going to take full advantage of
these changes, Americans must upgrade their job skills and work-related knowledge.

The result of our evolving economy has deemed it necessary to find solutions for
workers who are being replaced, losing jobs, or forced to change careers.

I hope that today, we will explore the effectiveness of various reemployment-serv-
ices for permanently laid-off workers. For example, in my home State of New
Jersey, the New Jersey Reemployment Demonstration and other Unemployment In-
surance Reemployment projects showed that certain profiling techniques were suc-
cessful in identifying those workers most in need of job services and training.

These are the kind of issues we should focus on across the country to determine
what are the best sources and services needed for workers so that we can assist
them in returning to suitable employment as soon as possible.

I would like to thank our panelists for being here today and I look forward to
hearing all of their testimony.

STATEMENT OF THE OUTPLACEMENT INDUSTRY COALITION

The Outplacement Industry Coalition PIC) appreciates the opportunity to offer
its views on programs designed to help dislocated workers. The 01C is a coalition of
outplacement industry associations, including the Association of Outplacement Con-
sulting Firms, Outplacement International, the Lincolnshire Group and the Interna-
tional Association of Outplacement Professionals. It was formed in 1992.
The Outplacement Industry

The outplacement industry consists of approximately :300 private consulting firms
that provide services to companies faced with reducing their workforces. The indus-
try, which had its origins in the early 1960s:experienced substantial growth in the
1980s as companies increasingly reorganized, repositioned and relocated in response
to technology changes, import competition, deregulation, and financial and other
pressures. Most private outplacement firms have been providing services for more
than 10 years and all of the major firms have 15 or more years experience.

Out placement services generally consist of two components:
Cimsulting to employers contemplating workforce reductions

Outplacement firms help employers address issues with respect to v;,ork-
fbrce reductions. This may be a plant closing, an across-the-board reduction
in force or counseling for individual employee terminations. Outplacement
firms help employers ensure consistency and fairness in the application of
severance policies and practices. They apprise employers of applicable Fed-
eral and State laws and the duties imposed on an employer.

Counseling for employees whose employment is terminated
Out placement services help employees plan and execute job searches to
obtain new employment at the earliest possible date. Services are pur-
chased by employers and are provided to all k-vels of employees, from cleri-
cal to executive. 'l'he services are designed to fit the needs of the individual
being outplaced.

The design of an outplacement program for employees whose employment is to be
terminated is governed by the particular characteristics of the affected individuals
Factors that are taken into account include an individual's compensation and job
history. the trade or business engaged in, the current demand for that specific trade
or businew in the current marketplace, as well as many subjective factors such as
he individual's demeanor, age, willingness to relocate, et cetera.

Specific Services Provided By Outplacement Consulting Firms
Outplacement consulting firms provide certain core services such as the following:

Assist the terminated individuals in overcoming the trauma associated with
heing terminated and in restoring their self-esteem.

IA-ad the individuals through a carefully selected series of seliassessment ex-
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Review the career background of the individuals to identify work accomplish-
ments, skills, and other attributes that would assist them in obtaining new em-
ployment.

Provide counseling in developing career objectives and in becoming oriented to
the current job market.

Refer, where appropriate, to public and private training and retraining oppor-tunities.
Assist in the development of a self-marketing strategy.
Coach the individuals in preparing a resume.
Work with the individuals in targeting specific companies and/or industries

that might have a demand for their specific talents.
Provide guidance in researching advertisements and other published sources

for available jobs. Many firms have invested heavily in libraries and data bases
that identify potential openings.

Provide assistance in preparing applications and other appropriate search let-
ters.

Provide training in how to develop networks of contacts and in using such
contacts to identify job opportunities.

Instruct the individuals in interviewing and communication techniques.
Assist in the preparation and implementation of an overall job search strate-

gY.
Advise on how to negotiate and/or properly evaluate the terms of a job offer.

Alth,ough each of the core services is common to all outplacement programs, the
services are packaged differently to meet the specific needs of different recipients.

The following is an illustration of how the core services might be packaged, based
on three categories of employees.

Outplacement Program Designed for Clerical or Hourly Employees
Individuals within this category, such as secretaries, bookkeepers, or forklift oper-

ators, generally possess relatively generic skills not limited to any specific industry.
Consequently, these individuals are most likely to find new jobs from among hun-
dreds of publicly-advertised available job openings.

These individuals conduct an almost exclusively local job search. The duration of
a job search is typically short, averaging less than two or three months. The pri-
mary emphasis of outplacement services at this level is to get the individuals "up
and running" in the job hunt as quickly as possible.

The core services provided for clerical or hourly employees are packaged predomi-
nantly as group workshops that typically last no more than three days. The group
workshops are sometimes supplemented with limited one-on-one discussions, in
person or over the telephone. Additional one-on-one counseling may be provided to
individuals who are experiencing difficulty in the job search process. Extensive as-
sistance in the preparation of a resume is commonplace. However, office support,
other than in connection with the preparation of a resume, is typically not neces-
sary for a successful job search at this level.
Outplacement Program Designed for Professional or Technical Employees

Individuals within this category are characteristically at the lower to mid-level of
an employer's workforce, and sometimes have supervisory responsibilities.

Professional or technical employees would often build a job search based on a rel-
atively narrow vocational or industry experience. The search entails developing,
evaluating, and thoughtfully approaching job leads within a narrow specialty. The
length of a search in this group is approximately four to five months, and an indi-
vidual rarely needs to relocate.

The core services for individuals at this level are packaged as a mix of group
workshops and one-on-one counseling. An outplacement program might commence
with a three- or four-day workshop that would include advice and assistance in the
preparation of a resume. In addition, the program would include a discussion of the
methodology for targeting specific companies or industries that would likely have a
demand for the individual's skills. The workshop would be followed by one-on-one
counseling, both in preparing for the market and as periodic follow-ups once the in-
dividual has commenced the job search.

Alternatively, a program for this level could begin with one-on-one counseling.
Subsequently, the individuals would meet in groups with others who share common
characteristics to discuss specific aspects of the search process, as well as to receive
follow-up counseling.

In either case, the individual would receive assistance in researching advertise-
ments and other published job openings. The outplacement firm would help the in-
dividual learn how to work with search firms and to prepare resumes, references, or
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other written communications incident to the job search. Training in the network-
ing process and in the planning and implementation of an overall self-marketing
strategy are other key components of the program. Outplacement industry studies
show that more than half of the individuals within this group ultimately find their
next job through networking.

Administrative services typically provided include the preparation of resumes and
related search letters. In addition, the use of a telephone and answering or message
service is sometimes provided. Finally, the limited use of semi-private offices is
common.

Outplacement Program Designed for Senior Management or Executives
Individuals within this category typically are in a leadership position within an

organization. Most of them have worked in a wide variety of functions as they
moved up to their current job. In general, the number of comparable job openings
for a displaced individual is inversely related to the individual's compensation and
responsibility, i.e., the higher an individual's compensation and degree of responsi-
bility, the fewer comparable jobs are available. Because of this fact, the job search
for individuals at this level is relatively protracted, complex, and difficult. A job
search will last, on average, about six months, and in over half the cases the indi-
vidual will need to relocate. It is also common for individuals to look broadly at op-
portunities in many different industries.

Outplacement firms typically provide individuals within this category assistance
in identifying and assessing their special capabilities, experience, and other subjec-
tive qualities. In addition, the outplacement firm helps these individuals in creative-
ly identifying job opportunities most appropriate to their particular talents.

The outplacement firm coaches these individuals in polishing their search tech-
niques and communication abilities, both written and verbal, and assists them in
melding such skills to create an effective self-marketing program. The individual re-
ceives help in evaluating potential employers and, in some instances, counseling on
negotiating with prospective employers.

Because of the small number of job openings available to executives, the scope of
their job search is necessarily national, and in some cases international. Conse-
quently, administrative support is essential. Outplacement firms typically provide
these individuals access to a semi-private or private office, secretarial support, and
use of a telephone.
Importance of Outplacement Services

U.S. firms are operating in an increasingly competitive environment. Continuous
innovation and new technology cause products and services to become obsolete, and
new jobs are created as others disappear. Outplacement services assist dislocated
workers in developing job-acquiring skills and minimize their perio8 of unemploy-
ment by linking workers' skills and knowledge with opportunities.

As the U.S. economy becomes more integrated with the global economy, the po-
tential for dislocations in the domestic labor market increases. The NAFI'A and
other agreements to reduce trade barriers are expected to accelerate this process
Cuts in defense spending will also lead to increased numbers of dislocated workers
Outplacement service complement government and employer training services in an
effective strategy to help workers adjust to rapidly changing circumstances.

Outplacement services help restore unemployed workers who are receiving unem-
ployment benefits to employment and taxpaying status. Outplacement services also
help employers reduce the impact of dislocation on workers, their families and the
community and help to maintain employee morale and productivity in their ongoing
operations. Finally, outplacement services can help ensure employer compliance
with applicable laws governing terminations.
Concerns about Federal Dislocated Worker Programs

The administration has called for a dramatic expansion of government-funded em-
ployment and training assistance to dislocated workers. In its fiscal year 1994
budget request, the administration asked for $1.9 billion to fund dislocated worker
programs, a $1.3 billion increase over fiscal year 1993. The House-passed appropria-
tions bill includes a $550 million increase for these programs. Existing legislation
for funding dislocated worker assistance applies generally to workers who have been
dislocated as a result of specific events such as defense industry downsizing, base
closings, the impact of the Clean Air Act and the impact of foreign trade. The ad-
ministration has announced its intention to broaden eligibility for services and reor-
ganize the delivery of services. Proposed legislation is expected to be submitted to
Congress this fall.
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Federally funded worker adjustment programs provide outplacement services to
employees without cost to their employers. Although Federal programs, such as the
Economic Dislocation and Worker Adjustment and Assistance Act [EDWAA], pro-
vide training and other services not provided by outplacement firms, there is sub-
stantial overlap. Many employers, however, currently pay for outplacement services
to help employees faced with major layoffs and plant closings find new jobs. Total
1992 outplacement industry revenues were approximately $600 million, and more
than 300,000 workers were served. The growth and broadening of the Federal pro-
grams threatens to significantly reduce employers' incentives to buy services for
their departing employees. Increasingly, outplacement firms are being bypassed by
former corporate client., who, not surprisingly, prefer to use the taxpayers' dollar to
provide outplacement services rather than their own.

There are two significant issues involved. First, it is not an effective use of gov-
ernment resources to replace private spending on outplacement services with Feder-
al funds. Second, a viable, effective private outplacement industry is endangered
when private spending is supplanted by Federal dollars. This problem is compound-
ed by obstacles to private outplacement firms' participation in government funded
programs.

Although private entities are technically eligible to receive contracts to provide
services under EDWAA programs, in practice public displaced worker funds rarely
find their way to private outplacement firms. The State and local bureaucracies
that administer these funds often have established working relationships with com-
munity colleges and other publicly funded entities that offer training and outplace-
ment services. Even when private outplacement firms have the opportunity to com-
pete, the tax-exempt status of' community colleges and other organizations often
allows these organizations to underbid even the highly competitive private firms.

If Federal programs supplant private services, the private outplacement infra-
structure will be undermined and firms that now serve corporations and their em-
ployees will go out of business. This will create a ripple effect as more and more
companies and dislocated workers become dependent on publicly funded programs.
increasing Federal spending and the burden on taxpayers.

Workers affected by plant closings and mass layoffs will be served better and
more efficiently if the private and public sectors work together and do not duplicate
efforts. In view of the predicted restructuring of the American economy during the
1990s, there are likely to be far more dislocated workers than even the most gener-
ously funded State and Federal programs will be able to serve. We believe govern-
ment should seek to maximize the use of private outplacement services so that gov-
ernment funds are used most effectively, i.e., where the private sector cannot meet
the need.

Set out below are several suggested steps to address these issues. These are aimed
at promoting the use of private outplacement services whenever possible. We look
forward to the opportunity to work with you to develop these and other approaches.

Require that a greater proportion of Federal dislocated worker assistance be
earmarked for retraining. Currently, EDWAA requires that 50 percent of funds
be spent on retraining. Increasing this percentage would focus Federal funds on
non-duplicative services

Limit use of government funds for outplacement services to employees of com-
panies unable to purchase services for workers with their own funds [e.g., for
employees of bankrupt or insolvent companies], or to areas where no private
sector outplacement industry exists. This approach would help assure that Fed-
eral funds supplement, but do not supplant private efforts.

Another approach to maintaining the effort of companies that are not bank-
rupt or insolvent would be to limit government funding to a percentage of the
total cost of outplacement services.

Require that the private sector outplacement industry receive a timely notice
of plant closings or mass layoffs l"WARN"].

Require that a certain percentage of outplacement activities funded by dislo-
cated worker assistance programs be managed by private sector firms.
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FIELD HEARING ON DISLOCATED WORKERS

MONDAY, SEPTEMBER 20, 1993

HOUSE OF REPRESENTATIVES,
SUBCOMMITTEE ON LABOR-MANAGEMENT RELATIONS,

COMMITTEE ON EDUCATION AND LABOR,
San Francisco, CA.

The subcommittee met, pursuant to notice, at 9 a.m. at the Board
of Supervisors' Committee Room 228, City Hall, Polk and McAllis-
ter Streets, San Francisco, California, Hon. Pat Williams, Chair-
man, presiding.

Members present: Representatives Williams, Hamburg and
Miller of California.

Staff present: Jon Weintraub, staff director.
Chairman WILLIAMS. I call this hearing of the Subcommittee on

Labor-Management Relations to order. This is one in a series of
hearings on the subject of dislocated workers and economic conver-
sion. I am here at the request of Congressman George Miller, who,
of course, is a valued Member of the committee and, as you can
see, is with us here today.

This hearing comes at an interesting time and in an interesting
place. We all know of the difficulty that plantor rather base clo-
suresplant closures for that matter as wellhad on the Califor-
nia economy. I read in one of the newspapers yesterday that the
unemployment is deeper and more sustained than the folks here
had thought it would be.

The hearing also comes at a time when the administration is pre-
paring what will probably be rather substantial reforms with
regard to job training and dislocated worker efforts.

Although the Nation's economy has improved during the past 10
or 11 months, we are obviously still in a period of slow growth and
the prospects are particularly dismal for the unemployed. They
face the following picture: ever decreasing real average hourly
earnings for the new job they will getif they get ita significant
lack of job growth coming out of this recession compared with all
prior recessions; a structural unemployment problem in which only
14 percent of the unemployed expect to get their old job back. That
compares to an average, by the way, in previous sessions, to 44 per-
cent of the unemployed getting their old job back. Finally, 18 per-
cent of the Nation's full-time workforce are earning wages below
the poverty rate for a family of four.

So, whether you are a worker or an unemployed person looking
for work, this recession is treating you far less kindly than any of
the others have.
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Our purpose today is oversight. Our subcommittee is interested
in learning a number of thingslet me just list them off quickly
for you. First, the basic ingredients for a successful dislocated
worker program; second, recommendations for legislative changes
to JTPA, particularly Title III; third, the recommendations for
changes in the Federal, State, and local rules in any new dislocated
worker program design.

We are interested in knowing about the types of linkages neces-
sary to Federal job creation efforts, for example environmental
energy cleanup, highway construction, or those types of training.

We are interested in how we could better design our rapid re-
sponse efforts. Of course, we are interested in the role of higher
education, as well as organized labor, in meeting the needs of dislo-
cated workers; the committee is interested in any examples that
exist regarding the successful conversion of plants to producing
new products and retaining existing workers; and we are interested
iii how States and localities are linking their training efforts to in-
dustrial and regional economic development and emerging technol-
ogies.

Finally I want to say that, as Chairman, I am personally skepti-
cal about the success of our Nation's training efforts. And, as we
move to reform or change the training efforts, I come at it as one
who does not believe that our retraining efforts worked nearly as
well as they should during these past 15 to 20 years.

Let me tell you also, as I know George can, that very few mem-
bers of the House we talked with will want to spend a lot of time
reshaping our retraining efforts unless those efforts are linked to
job creation. Training people for jobs that don't exist is, in my judg-
ment, not only a waste of taxpayers' money but worse, a waste of
that person's expectations; and it happens all across this country
all the time.

It isn't easy to change that. But I don't know any Member of
Congress that wants to take on retraining and education reform
unless we link it to job creation.

[The prepared statement of Hon. Pat Williams follows:1
STATEMENT OF HON. PAT WILLIAMS, A REPRESENTATIVE IN CONGRESS FROM THE STATE

Ole MONTANA

I am pleased today to conduct our third hearing on the subject of dislocated work-
ers and economic conversion. Before we look at proposals from the administration to
reform these efforts, we must review what our investments to date have yielded.

In these hearings, the subcommittee learned that, "68 percent of Title III program
terminees entered a job when they left the program and when we followed up 13
weeks later, 70 percent had jobs," We also learned that, "The average hourly wage
rate for these employed workers started at $8.49/hour and 13 weeks later that wage
had risen to $8.75/hour." This was a decrease from the average hourly wage of the
jobs from which they were dislocated which paid $9.34/hour. That is an initial loss
of 85 cents/hour at a Federal investment of $2,500 per slot. We do know that there
is a significant wage loss associated with a loss of employment. Does this investment
effectively limit this loss?

These program outcomes have occurred in the context of the dismal economic pic-
ture that the unemployed face as they approach choices open to them for retraining.
This picture is one of: Ell ever decreasing real average hourly earnings; [2] a signifi-
cant lack of job growth coming out of this recession when compared to prior reces-
sions; [31a structural unemployment problem in which only 14 percent of the unem-
ployed expect to get their old job back during this recession compared with an aver-
age dur:ng the past four recessions of 44 percent; arid, 141 18 percent of the full-time
workforce are earning wages below the poverty rate for a family of four.
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Our purpose today is oversight. This subcommittee is interested in learning more
about: [11 the basic ingredients for successful dislocated worker programs; [2] recom-
mendations for legislative changes to JTPA Title HI; [3] recommendations for
changes in the Federal, State, and local roles in any new dislocated worker program
design; 141 the types of linkages necessary to Federal job creation efforts (e.g., high-
ways, environmental and energy clean-up, et cetera) for individuals after they re-
ceive training; [5] the design of effective rapid response efforts; [6] the role of higher
education and organized labor in meeting the needs of dislocated workers; 17] the
examples that exist regarding the successful conversion of plants to producing new
products and retraining existing workers; [8] the key/common elements to those suc-
cesses; and 191 how States and localities are linking their retraining efforts to indus-
trial and regional economic development and emerging technology.

Let me again remind my colleagues that I am skeptical about the success of our
Nation's training efforts. Let me suggest that few members of the House that I have
talked with will not want to spend a lot of time reshaping our retraining efforts
without those efforts being linked to new job creation through our Federal invest-
ments and an upswing in our Nation's economy.

I look forward to learning more about this subject and the problems California
face from our witnesses today.

Chairman WILLIAMS. So I look forward to hearing from our wit-
nesses and want to welcome George Miller since it's his area and
he's a valued Member of the committee and an old friend and he's
one of the congressional leaders.

And, George; I am delighted to be with you here today.

STATEMENT OF 110N. GEORGE MILLER, A REPRESENTATIVE IN
CONGRESS FROM THE STATE OF CALIFORNIA

Mr. MILLER. Thank you, Mr. Chairman.
Thank you very much. I want to thank you for making the sub-

committee available to take testimony in the San Francisco Bay
Area. As you have already noted, this area has recently been hit
with a very serious round of base closures; it will experience the
largest civilian job loss of all of the base closures in the country.
We feel we are receiving tremendous attention from the adminis-
tration, from the Navy, and from others in helping our communi-
ties to come through this, including the organizational effort of
Congressman Dellums, Nancy Pelosi, myself, and Congressman
Hamburg of the affected areas. We think that this is going to be
if it is possible to talk about base closure success in terms of im-
pacts to the workersthe most successful of any of the closures
that have gone before us because of the kind of coordination that
we are receiving.

Three of our panelists here today will be going to Mare Island in
Vallejo later this afternoon to participate in a roundtable discus-
sion on job training, job placement, and worker impact. They will
also discuss what the community should expect and what it can do
to try to assimilate those workers into our local economy here in
the Bay Area.

I want to thank you publicly for agreeing to that. Mr. Nagle and
Dr. Dickinson, who will be taking over, will become part of that, as
will others in the community.

I had the privilege of riding out with the President the other day
when he came to visit NOVA. During the trip across country, the
Secretary of Labor came up and talked to Congresswoman Pelosi,
Anna Eshoo, Sam Farr, and myself reminding us that this week we
may be taking on an extension of extended unemployment benefits.
This raises a flag that something is terribly wrong in our country's
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programs to get people who lose their jobs back _into productive
economy.

While we were brainstorming with thisand obviously legisla-
tion is being preparedwe discussed how we think this whole na-
tional effort has grown up around a series of.episodic crises.

The reshaping of the steel industry brought us one form of job
training efforts, JTPA has brought us another. We went through
the automobile crisis, and we started trade assistance. We've really
put together an unusual array of programs of very mixed benefits
and usefulness to workers. I think what the Secretary was trying
to elicit from us and what we were trying to elicit from him is that
we've really got to rethink this from top to bottom. We've really
got to make an effort to put together a coordinated effort to get to
these workers early on and provide them with the kind of service
that they need to get back into our economy.

That's a very difficult charge because you are dealing with indi-
vidual human beings and all their individual circumstances at that
particular moment of crisis in their lives. I think that we will hear
this morning some examples of how that can be done. If we can get
there early and with the right advice and the right services, we can
dramatically increase our chances of getting people back into pro-
ductive society. The figures that you cited, Mr. Chairman, tell us
that we still are working off some models that just aren't current
to today's unemployment and to the unemployed workforce.

So let me also thank the panel and you, Mr. Chairman. I look
forward to your testimony and appreciate you all taking the time
to share your thoughts and concerns with the committee.

Chairman WILLIAMS. Thank you.
Let's take our panelists in the order in which they appear on our

agenda. First is Dr. Robert Corrigan, President of San Francisco
State University.

Doctor, nice to see you again and we are pleased that you are
here.

STATEMENT OF DR. ROBERT A. CORRIGAN, PRESIDENT, SAN
FRANCISCO STATE UNIVERSITY

Dr. CORRIGAN. Thank you, Mr. Chairman. It is nice being here
with you and Congressman Miller.

I am particularly pleased this morning that I have the opportuni-
ty to speak to you, not only as president of San Francisco State.
University, but also representing the whole California State Uni-
versity system, our 20 campuses.

I will focus my comments, in particular, on dislocated defense
workers since that is a population seriously at risk here in the San
Francisco Bay Area, as both you, Mr. Chairman, and Congressman
Miller have emphasized in your comments.

We know that approximately one-quarter of the jobs lost in Cali-
fornia during the current recession have been lost as a result of re-
duced military spending. This shrinkage of the defense industry
has afThcted California's economy more deeply than any other
region of the country, as you well know, and has seriously limited
the State's recovery. And as the State's recovery has been limited,
it of course has been a drag on the national economy as well.
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The expansion of employment opportunities for this dislocated
population of workers, we believe, will require a creative and com-
prehensive approach to retraining and education as well as eco-
nomic development assistance. According to the Center for the Con-
tinuing Study of the California Economy, new training programs
should include retraining, job search assistance, and temporary
income support tailored to the needs of the individual. The Office
of Technology Asuessment urges that industry and employers work
together with labor and educators in providing job retraining and
that projects offer a wide range of services to meet different indi-
vidual needs and regional and economic circumstances.

Now exactly those components characterize the project that I
will describe briefly.

In response to the devastating impact of defense conversion on
the Bay Area, San Francisco State University began more than a
year ago to develop an innovative regional job training program.
Entitled Career/Prothe name stands for The California Economic
Recovery and Environmei.zel Restoration Projectit will initially
provide training for dislocated workers in the highly marketable
fields of environmental cleanup and restoration, pollution preven-
tion, and hazardous waste management.

We see Career/Pro as a model that .is broadly adaptable to other
regions of the country with displaced worker populations.

The goal of Career/Pro is simple: design and implement a seam-
less job training and placement process that takes trainees from re-
cruitment through assessment, training and counseling to intern-
ships, job placement, and continuing education.

The strength and uniqueness of Career/Pro lie, I think, in an un-
precedented coming together of a diverse group of partners: several
campuses of the Califbrnia State University system, the University
of California extension, the local community colleges, industry, or-
ganized labor, the military, and a number of community-based or-
ganizations.

These partnerships serve several important functions. One, they
allow us to draw together many of the existing but fragmented
educational programs in environmental technology; two, they sus-
tain an innovative articulation between vocational training and
professional education; and three, industry, labor, and community
organization partners provide the critical linkage between job
training and actual career opportunities.

Now one of the many things, Mr. Chairman, that we have
learned from developing Career/Pro is how uniquely positioned are
universities, particularly community-focused urban universities
like San Francisco State, and how we can help to convene what
might be called the boundary-crossing partnerships that are so
vital to the success of such a complex program.

We have, I believe, the strongest combination of existing connec-
tions, community goodwill, educational entrepreneurship, and
training expertise that may be found.

Now recognition of the extraordinary usefulness of Career/Pro as
a national model for the solution of a vexing national problem has
come, as you well know, from your congressional colleague, Repre-
sentative Nancy Pelosi. And I would like to take this opportunity,
although she can't be here today, to thank Congresswoman Pelosi
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for her leadership and for working closely with us on this project
for introducing H.R. 1323, the National Economic Conversion and
Environmental Restoration Act of 1993.

As members of the committee know, this legislation which has
been referred to the subcommittee, provides for Department of
Labor demonstration grants directly to ICES to support education
and training in environmental restoration to dislocated defense
workers and young adults. H.R. 1323 capitalizes on the ability of
institutions of higher education to play a leading role in job train-
ing and marshaling of community resources on behalf of dislocated
workers.

And Congressman Miller, I hope that you will be pleased to hear
that your alma mater, San Francisco State, has been actively in-
volved in putting together a component of this training program
for the 5,600 civilian employees in your district at Mare Island
Naval Shipyard. And, when Congressman Hamburg comes, I un-
derstand that a number of the workers are hoping to serve his dis-
trict as well.

But, as San Francisco State University has become more and
more deeply involved with Career/Pro, we have recognized that
some components of the current dislocated worker system simply
do not work. As you consider today's testimony, we would like you
to keep in mind the major problems that we have observed with
the current system under the Job Training and Partnership Act
very briefly, from our perspective, are as follows:

One, fragmented programs. There is a lack of one-source infor-
mation about programs available for dislocated workers.

Two, programs that offer assistance only after layoff notices are
received. We can and we must anticipate the need for occupational
counseling and retraining; and both the dollar savings and the sav-
ings in human lives could be enormous.

Grant requirements that are unnecessarily burdensome or un-
productively inflexible.

And fourth, are JTPA's lack of focus on retraining of the high-
skilled, highly-paid workforce that is typical of defense installa-
tions and contractor sites.

And finally, training programs that are too costly for the dislo-
cated workers themselves who have incomes and family obligations
to maintain.

And, on the basis of the experience that we have had with
Career/Pro, Mr. Chairman, I would like to offer the following rec-
ommendations to the subcommittee:

One, establish regional employment transition centers through-
out the State, since California is obviously too large for a single,
all-State center, centers that are aimed at long-term job training
and relocation assistance that do have the resources to coordinate
existing education and training programs on an individualized
basis, much like the current rehabilitation system for individuals
with disabilities.

Two, set up onsite transition assistance for both military and ci-
vilian personnel, at every military base that is scheduled for clo-
sure, immediately after the closure announcement.

Three, allow IHEs to compete for all dislocated worker moneys
and to provide a wide range of job training service activities, in-
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eluding onsite rapid response, readjustment services, basic sills
training, and education at all levels.

Four, streamline existing cumbersome grant requirements and,
please, reduce paperwork.

Five, clarify and encourage the linking of Federal programs in
the areas of job training and education such as adult education,
Pell grants, and student loans with JTPA moneys, and specifically
with income support.

Six, encourage long-term training programs responsive to high-
skill level training.

Seven, through the Departmentof Labor, provide counseling, re-
adjustment, and on-the-job retraining programs for workers cur-
rently at risk of layoff before they are of actually notified of the
layoff itself.

Eight, through the Department of Labor, encourage the forma-
tion of consortia and partnerships between IHEs and other service
delivery agenci,s or organizations to create a comprehensive ap-
proach to services.

Reference has been made to President Clinton's trip to the Bay
Area last July. He did, while he was here, announce a major pro-
gram to speed the recovery of communities in which military bases
are slated to close. He promised rapid redevelopment and creation
of new jobs as the top goals of the new initiative.

Most of the job retraining money that will be available to these
communities will come through the Department of Labor. We be-
lieve it is critical that the Department of Labor implement new
programs and initiatives with these recommendations in mind. The
times do not allow us to continue business as usual with slightly
richer funding as the only change; we believe there is a need for
fundamentally new approaches.

Mr. Chairman, it is critical that all public agencies and organiza-
tions come together to assist these workers and their families. The
Department of Labor must be willing to work with the Department
of Defense in getting the systems out quickly to communities being
hit hard by dislocations.

And I appreciate very much, as do my colleagues, your leader-
ship and the commitment of the members of the subcommittee
today to revise current practices of the Department of Labor in
order to assist all of us involved in retraining and returning to.the
workforce, all of those good people, our nethbors, who through no
fault of their own have been deprived of the ability to return to
being productive members of the workforce.

Again, thank you, Chairman Williams, for responding to our re-
quest for a hearing in this area.

[The prepared statement of Dr. Corrigan follows:]

STATEMENT OF ROBERT A. CORRIGAN, FRESWENT, SAN FRANCISCO STATE UNIVERSITY

Chairman Williams and members of the subcommittee: I am pleased to have the
opportunity to speak about dislocated worker programs on behalf of San Francisco
State University (SFSM, one of the 20 California State University campuses com-
prising the largest four-year public comprehensive university in the country. I am
focusing my comments particularly on dislocated defense workers since that is a
population seriously at risk here in the San Francisco Bay Area.

As you well know, the end of the cold war may have brought the benefits of
peace, but it has also imposed a debilitating dislocation of thousands of defense and
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aerospace workers. Approximately one-quarter of the jobs lost in California. during
the current recession have been lost as a result of reduced military spending. This
shrinkage of the defense industry has affected California's economy more deeply
than that of other regions of the country and has severely limited the State's recov-
ery. Since 1988 California has lost 162,000 jobs because of defense cuts, and the Com-
mission on State Finance projects an additional loss of 125,000 jobs by 1997.

The expansion of employment opportunities for this dislocated population of work-
ers will require a creative, comprehensive approach to retraining and education as
well as economic development assistance. According to the Center for the Continu-
ing Study of the California Economy, new training programs should offer compre-
hensive worker adjustment assistance that comprises not only retraining, but job
search assistance and temporary income support tailored to the needs of the individ-
ual. The Office of Technology Assessment urges that industry and employers work
together with labor and educators in providing job retraining and that projects offer
a wide range of services in recognition of different individual needs and regional
and economic circumstances.

Exactly those components characterize the project I am about to describe. In re-
sponse to the devastating impact of defense conversion on the Bay Area, San Fran-
cisco State began more than a year ago to develop an innovative regional job train-
ing program. Entitled Career/Prothe name stands for The California Economic
Recovery and Environmental Restoration Projectit will initially provide training
for dislocated workers in the highly marketable fields of environmental cleanup and
restoration, pollution prevention, and hazardous waste management. Career/Pro
targets environmental technology because environmental employment at all levels
is expected to grow considerably, even in this recessionary period. Federal and State
regulatory requirements, backed by unprecedented environmental budgets at Feder-
al agencies, assure this expansion for years to come.

I see Career/Pro as a model that is broadly adaptable to other regions, with other
displaced worker populations. The goal of Career/Pro is to design and implement a
seamless job training and placement process that takes trainees frprn recruitment
through assessment, training and counseling to internships, job placement, and con-
tinuing education. It aims to overcome the pitfalls of existing training and transi-
tion programs by creating an individualized, comprehensive approach to retraining,
cutting across current department, organizational and jurisdictional lines.

The strength and uniqueness of this program lie in its unprecedented partner-
ships. Career/Pro joins several California State University campuses, community
colleges, the University of California extension system, industry, labor, the military,
and community-based organizations. These partnerships serve several important
functions. They allow Career/Pro to draw together many of the existing but frag-
mented educational programs in environmental technology. Career/Pro is working
closely with community colleges throughout the region that are members of the
Partnership for Environmental Technology Education, commonly known as PETE.
SFSU has also already developed a transfer relationship with City College of San
Francisco and has brought together five of the seven California State University
campuses in Northern California.

Partnerships also sustain Career/Pro's innovative articulation between vocational
training and professional education. Because Career/Pro involves so many educa-
tional partners, it is flexible, able to respond to a very broad range of worker needs
and educational levels. From providing basic skills training or a hazardous materi-
als certificate program at a community college, to a four-year degree in environmen-
tal technology or conservation biology at a California State University, and on to an
advanced degree in an environmental science at a University of California campus,
Career/Pro adapts to the individual's abilities and aspirations.

Career/Pro's industry, labor and community organization partners provide the
critical linkage between job training and actual career opportunities, bringing to-
gether traditional training organizations and educational institutions with those
who can provide internships, mentoring opportunities and, eventually, jobs for the
retrained workers. Career/Pro has established an industry-led advisory panel of
more than 35 executives from Bay Area environmental technology firms. This advi-
sory panel works with educators to develop individualized training programs; orga-
nize a program of internships, apprenticeships and other on-the-job training oppor-
tunities; design practical labor market surveys, and solicit financial support from
the private sector.

Career/Pro is capable of taking t.he range of employees a military baseor any
other workplaceincludes, and matching individual abilities and background with
appropriate levels of training and education in a new and economically promising
field. But Career/Pro includes more than the displaced worker alone; it is designed
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to provide counseling and other family Services to help spouses and children come
through a difficult time. We have seen what can happen without such helpin-
creases in family violence and breakdown among dislocated worker populations,
educationally at-risk children, greater demands on all elements of the social service
system.

One of the many things we have learned from developing Caree'r/Pro is how
uniquely positioned universities--particularly community-focused urban universi-
tiesare in convening the boundary-crossing partnerships that are vital to the suc-
cess of such a complex and necessarily cooperative program. We have the strongest
combination of existing connections, community goodwill, educational entrepreneur-
ism and training expertise. And among universities, The California State University
system is an ideal venue for a program such as Career/Pro because of its commit-
ment to workforce preparation, history of teaching excellence and effective partner-
ship-building experience. The State's Master Plan for Higher Education recognizes
this, noting that "Primary responsibility for workforce training, planned and imple-
mented strategically, should lie with our colleges and universities working in
tandem with employers and other public agencies."

The burgeoning environmental technology industry offers a human and economic
opportunity for the Bay Area. Billions of dollars of Federal funds have been appro-
priated for environmental cleanup, primarily at decommissioned military bases and
nuclear weapons plants. These funds will provide thousands of jobs for trained envi-
ronmental professionals and technicians in the next decade. According to Palo
Alto's Pacific Study Center, California alone houses more then 100 contaminated,
active military bases containing over 1,600 distinct hot spots. This decade will also
see high demand for employees in the fields of waste management and pollution
prevention that will continue well into the next century. This prospect has been re-
inforced by President Clinton's announcement that military bases and other Federal
facilities will be required to report their toxic releases. To meet this demand, EPA
also will need to hire thousands of environmental compliance officers across the
country. No wonder, then, that early in 1992 the Environmental Business Journal
predicted the creation of 114,000 new environmental jobs in California by 1995.

Recognition of the usefulness of Career/Pro as a national model for solution of a
national problem has come from Representative Nancy Pelosi. I would like to thank
Representative Pelosi for her leadership in working with us on this project and for
introducing H.R. 132:3, the National Economic Conversion and Environmental Resto-
ration Act of 1993. As you.know, this legislationwhich now has been referred to
this subcommitteeprovides for Department of Labor demonstration grants directly
to IHEs to support education and training in environmental restoration to dislocat-
ed defense workers and young adults. H.R. 1323 capitalizes on the ability of institu-
tions of higher education to play a leading role in job training and marshaling of
community resources on behalf of dislocated workers

Congressman Miller, you will be pleased to hear that your alma mater has been
actively involved in putting together a component of this training program for the
5,600 civilian employees in your district at Mare Island Naval Shipyard. And Mr.
Hamburg, I understand that a large number of these workers reside in your district
as well As part of the Mare Island project, San Francisco State, along with its sister
campuses at Sonoma and Sacramento, has helped to convene a consortium of North-
ern California community cullege and University of California campuses to work
with a group of labor and management representatives from the shipyard. I'm sure
that J.T. Miller will elaborate further on this in his testimony. I mention it briefly
here as an instance of the Career/Pro approach in action.

As this University has become more and more deeply involved with Career/Pro,
we have recognized that some components of the current dislocated worker system
do not work. It is clear that both California and the Nation need a comprehensive
approach to job training and education programs for dislocated workers. It is also
clear that the current system is far too fragmented and underfunded to respond to
the large numbers of dislocated workers who will soon be on the streets in this
regionand elsewhere. As you consider today's testimony, I would like you to keep
in mind the major problems that we have observed with the current system under
the Job Training Partnership Act (JTPA):

Fragmented programs. There is a lack of one-source information about pro-
grams available for dislocated workers. The result: wasted dollars and opportunities,
unnecessary strains on individuals and society.

Programs that offer assistance only after layoff notices are received. We can
and mustanticipate the need for occupational counseling and retraining, thus ena-
bling the worker to move relativeiy seamlessly from one settled work environment
to another. The dollar and human swings would be enormous.
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Grant requirements that are unnecessarily burdensome or unproductively in-
flexible.

JTPA's lack of focus on retraining of the high-skilled, highly-paid workforce
that is typically located at defense installations and contractor sites.

Training programs that are too costly for dislocated workers who have incomes
and family obligations to maintain.

I would like to offer the following recommendations to the subcommittee:
1. Establish regional employment transition centers throughout the State (Califor-

nia is too large for a single all-State center) that are aimed at long-term job training
and relocation assistance and have the resources to coordinate existing education
and training programs on an individualized basismuch like the current rehabilita-
tion system for individuals with disabilities.

2. Set up onsite transition assistance for both military and civilian personnel at
every military base that is scheduled for closure, immediately after the closure an-
nouncement. Currently, transition centers are not adequately staffed even to ap-
proach meeting the needs of hundreds, even thousands of workers facing the inevi-
table loss of their jobs. The services available at the regional centers must be offered
on the base, and offered immediately, before depression and fear set in to make
transition more difficult.

3. Allow IHEs to compete for all dislocated worker moneys and to provide a wide
range of job training service activities, including onoite rapid response, readjust-
ment services including both career and family counseling, basic sills training, and
education at all levels. This important step will enable JTPA to be more responsive
to the high-skill levels of training needed by dislocated defense workers.

4. Streamline existing cumbersome grant requirements and reduce paperwork. I
would like to see the DoL explore the possibility--on a demonstration basisof al-
lowing cooperative agreements instead of grants between itself and grantees. This
would preserve control and direction of Federal funds yet also allow for flexibility
and negotiation. San Francisco State currently is involved in two such cooperative
agreements with the National Science Foundation and they are working quite well.

5. Clarify and encourage the linking of Federal programs in the areas of job train-
ing and education such as adult education, Pell grants, and student loans with
JTPA moneys, and specifically with income support. Additional income support
should be available for those participating in Federal job training programs. It may
also be beneficial to provide day care and health benefitsshort-term grants for
long-term societal gain.

6. Encourage long-term training programs responsive to high-skill level training.
Short-term training is not effective, as I'm sure you will hear from other witnesses
today.

7. Provide career counseling, readjustment and on-the-job retraining programs for
workers currently at risk of layoff, before they are officially notified, starting as
soon as a base is placed on the closure list.

8. Encourage the formation of consortia and partnerships between IHEs and other
service delivery agencies or organizations to create a comprehensive approach to
providing services.

During a visit to the Bay Area last July, President Clinton announced a major
new program to speed the economic recovery of communities in which military
bases are slated to close. He promised rapid redevelopment and creation of new jobs
as the top goals of the new initiative. Most of the job retraining money that will be
available to these communities will come through the Department of Labor. It is
critical that DoL implement new programs and initiatives with these recommenda-
tions in mind. The DoL also must be willing to work with the DoD in getting assist-
ance out quickly to communities being hard hit by dislocation. The times do not
allow us to continue business as usual, with slightly richer funding as the only
change; we need fundamentally new approaches.

Mr. Chairman, it is critical that all public organizations come together to assist
these workers and their families. I appreciate your leadership and the commitment
of the members here today to revise current practices of the Department of Labor in
order to assist all of us in retraining and returning to the workforce being affected
by defense conversion. In so doing, we will be creating models that can work in
other communities, for workers of other backgrounds, as our Nation adjusts to mas-
sive change in its work environment.

Again, thank you, Chairman Williams, for responding to our request for a hearing
in this area, and I'd be happy to answer any questions.

Chairman WILLIAMS. Thank you very much.
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Before we move to the next panelist, we note the presence of
Congressman Hamburg.

Dan, nice to see you.
Pull the microphone over next to you. It's not like Congress

where you have to shout, around here they have high-tech.
Mr. HAMBURG. Well, you're in northern California, the high-tech

center of the world.

STATEMENT OF HON. DAN HAMBURG, A REPRESENTATIVE IN
CONGRESS FROM THE STATE OF CALIFORNIA

Mr. HAMBURG. Thank you very much, Mr. Chairman.
I really appreciate you holding this hearing and I really look for-

ward to the testimony.
I am going to submit a statement for the record but I just want

to say that I've been back in my congressional district for the last
three or four days and we need to see if these issues strike some of
the difference to local hospitals and health care providers where
workers who are being laid off are really concerned about how
their health care will be protected in the future, whether I'm going
to colleges or universities where there are lots of concerns being
raised today, talked to people who are involved in private industry
councils in the last few days and, on the one hand, there is tremen-
dous concern about the future as we transition this economy. We
need to transition this economy but, as we all know, there is a tre-
mendous challenge out there.

The other thing that I'm sensing a lot of is cooperative spirit;
we've really seen that with respect to the closure of Mare Island. I
am very glad to see workers and management, educational institu-
tions, and people coming together to try to deal responsibly and
creatively with these problems. So I think we can use this proverbi-
al crisis as an opportunity to find new ways to work together, new
ways to direct and manage our economies, and new ways to cre-
atively to move forward with what we need to do in this country.

So thanks very much, Mr. Chairman; I really appreciate your
being here.

Chairman WILLIAMS. Thank you.
Now, Mr. J. T. Miller who is with the Central Labor Council for

Napa-Solano Counties; it is nice to see you here.

STATEMENT OF J.T. MILLER, NAPA-SOLANO COUNTIES CENTRAL
LABOR COUNCIL AFL-CIO

Mr. J.T. MILLER. I thank you, Mr. Chairman, for the opportunity
to testify before the House Subcommittee on Labor-Management
Relations. I vir.sh to particularly thank Congressman George Miller
for his outstanding work in support of Mare Island Shipyard.

I also want to thank Congressman Dan Hamburg and, even
though Mare Island is not in Vallejo, he is there with us. So we
appreciate that.

I represent AFL-CIO workers in Napa and Solano Counties
which are facing a grim future because of the closure of Mare
Island Naval Shipyard. Vallejo and the neighboring communities
will experience the biggest loss in the United States of civilian jobs
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caused by the closure of military bases. In Solano and Napa Coun-
ties alone, unemployment could well exceed 30 percent.

This is further complicated by the current recession which is af-
fecting the San Francisco Bay Area.

In spite of this grim picture, the workers that I represent have
joined the efforts of the Mare Island Futures Project and are com-
mitted, together with the civic leaders and the business communi-
ty, to achieve a conversion that will become a national model to
quickly replace the nearly 6,000 civilian jobs being lost by the clo-
sure of Mare Island.

President Clinton's Five Point Plan will enhance the conversion
process of bases scheduled for closure. However, speaking as a
labor representative in the Mare Island Futures Project, we believe
that the following suggestions will further enhance and accelerate
the economic recovery of the hardest hit community:

Transition Federal workers to civilian jobs.
To minimize the suffering on the communities and on the dislo-

cated workers, we believe that programs should include the transi-
tion of Federal employees to private sector. Further, these transi-
tions must have short-term and long-term objectives. The programs
must also be flexible and able to adapt to the changes of the
market place. Rigid programs with inflexible guidelines tend to
place obstacles in the path of economic recovery.

Enact legislation that would transition Federal employees to pri-
vate sector environment, transportation, and energy projects.

This legislation would allow shipyard workers to transition to
private sector jobs by allowing them to work on private sector envi-
ronmental, transportation, and energy projects. The employee
would remain, on an interim basis, on the Federal payroll but the
private sector employer would pay its customary or prevailing
wages. This would then translate into savings to the national
budget, since the labor costs to the Federal Government would be
reduced significantly by wages paid by the private sector.

We would expect that, at the end of about five years, this em-
ployee would be off of the Federal payroll and would be a produc-
tive, tax-paying employee in a civilian job.

For example, we know that there are several proposals to build
ferry boats for the San Francisco Bay Area. Why couldn't these
boats be built at Mare Island under a private sector contractor
using the skills of Mare Island workers and under the proposed
transition guidelines?

Enact legislation that would transition Federal employees in the
public works and public safety sector to the community.

The local communities will eventually have to deliver public
works and public safety services currently being delivered by the
shipyard. Clearly, the implementation of the Re-use Plan and the
creation of the tax base will take some time. This could pose seri-
ous burdens to the local communities and result in the decaying of
infrastructures and deterioration of public safety services.

This legislation would allow Federal workers in the public works
and public safety sector to transition to the local communities.
Again, we would expect the employee would remain, on a tempo-
rary basis, on the Federal payroll about for five years. The local

35.;



351

community would, on a phased basis, contribute toward the wages
of this employee.

This transition program would ensure the delivery of these criti-
cal services. It would also ensure that the training and the develop-
ment of standards of services are, in fact, developed and imple-
mented smoothly.

Provide the priority placement program throughout the Federal
Government.

Currently, the Department of Defense offers a Priority Place-
ment Program for its displaced workers. This program is limited to
only employees within the Department of Defense. Our suggestion
would be to allow qualified separated Department of Defense em-
ployees to fill vacancies created by departing employees from any
other Federal agency.

Early retirement and Phase I incentives.
Currently the base commander must obtain approval on a case-

by-case basis for each instance where early retirement and incen-
tive for voluntary separations when the base workforce is required
to be downsized. The base commander should be given the blanket
authority to implement the early retirement plan and to provide
incentives for those employees on the base who wish to take a vol-
untary separation.

Phase II incentives.
In instances where insufficient numbers of base employees elect

to take the incentive for voluntary separation, allow the employees
from other Federal activities to accept the incentive for the base
being closed in order to create vacancies and allow a qualified base
employee to fill that vacancy.

Provide adequate funding to the environmental cleanup program
of military bases.

To ensure that the conversion of Mare Island Naval Shipyard is,
in fact, a national model, it is imperative that adequate funding of
the environmental cleanup be provided. We believe that the envi-
ronmental cleanup program must have the highest priority. We
have been informed that the Navy has placed high priority on the
maintenance and operation of its fleet.

Regrettably, the environmental cleanup program for the bases
scheduled for closure has low priority. We need your help now to
direct that the Navy properly fund the request being made by the
shipyard for the environmental cleanup. Without adequate fund-
ing, the goal of making structural changes to defense-oriented
economies will not be achieved. It also signals that the goal of
quickly replacing the jobs lost by the base closure does not have
the highest possible priority.

Mr. Chairman, again I want to thank you for allowing me the
opportunity to testify before your subcommittee on behalf of the
thousands of potential displaced workers.

Thank you.
[The prepared statement of Mr. J. T. Miller follows:]
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STATEMENT OF J. T. MILLER, NAPA-SOLANO COUNTIES CENTRAL LABOR COUNCIL,
AFL-CIO

Thank you Mr. Chairman for the opportunity to testify before the House Subcom-
mittee on Labor-Management Relations. I wish to particularly thank Congressman
George Miller for his outstanding work in support of Mare Island Shipyard.

I represent AFL-CIO workers in Napa and Solano Counties which are facing a
grim future because of the closure of Mare Island Naval Shipyard. Vallejo and the
neighboring communities will experience the biggest loss in the United States of ci-
vilian jobs caused by the closure of military bases. In Solano and Napa Counties
alone unemployment could well exceed 30 percent. This is further compounded by
the current recession which is affecting the San Francisco Bay Area.

In spite of this grim picture, the workers that I represent have joined the efforts
of the Mare Island Futures Project and are committedtogether with the civic lead-
ers and the business communityto achieve a conversion that will become a nation-
al model to replace quickly the nearly 6,000 civilian jobs being lost by the closure of
Mare Island.

President Clinton's Five Point Plan will enhance the conversion process of bases
scheduled for closure. However, speaking as a labor representative in the Mare
Island Futures Project, we believe that the following suggestions will further en-
hance and accelerate the economic recovery of' the hardest hit community by the
closure of military bases.

TRANSITION FEDERAL WORKERS TO CIVILIAN JOBS.
To minimize the suffering on the communities and on the dislocated workers, we

believe that programs should include the transition of Federal employees to private
sector. Further, this transition must have short-term and long-term objectives. The
programs must also be flexible and able to adapt to the changes of the marketplace.
Rigid programs with inflexible guidelines tend to place obstacles in the path of eco-
nomic recovery.

ENACT LEGISLATION THAT WOULD TRANSITION FEDERAL EMPLOYEES
TO PRIVATE SECTOR ENVIRONMENTAL, TRANSPORTATION AND ENERGY
PROJECTS.

This legislation would allow shipyard workers to transition to private sector jobs
by allowing them to work on private sector environmental, transportation, and
energy projects. The employee would remain, on an interim basis, on the Federal
payroll but the private sector employer would pay its customary or prevailing
wages. This would then translate into savings to our national budget (since the
labor costs to the Federal Government would be reduced significantly by wages paid
by the private sector employer). We would expect that at the end of say five years,
this employee would be off of the Federal payroll and would be a productive, tax-
paying employee in a civilian job.

As an example, we know that there are several ferry boats proposed to be built
for the San Francisco Bay Area. Why couldn't these boats be built at Mare Island
under a private sector contractor using the skills of kare Island workers and under
the proposed transition guidelines?

ENACT LEGISLATION THAT WOULD TRANSITION FEDERAL EMPLOYEES
IN THE PUBLIC WORKS AND PUBLIC SAFETY SECTOR TO THE COMMUNI-
TIES.

The local communities will eventually have to deliver public works and public
safety services currently being delivered by the shipyard. Clearly, the implementa-
tion of the Re-use Plan and the creation of the tax base will take some time. This
could pose serious burdens to the local communities and result in the decaying of
infrastructure and deterioration of public safety services.

This legislation would allow Federal workers in the public works and public
safety sector to transition the local communities. Again, we would expect the em-
ployee would remain, on a temporary basis, on the Federal payroll, say for five
years. The local community would, on a phased basis, contribute toward the wages
of this employee.

This transition program would ensure the delivery of these critical services. It
would also ensure that the training and the development of standards of services
are, in fact, developed and implemented smoothly.
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PROVIDE THE PRIORITY PLACEMENT PROGRAM THROUGHOUT THE
FEDERAL GOVERNMENT.

Currently, the Department of Defense offers a Priority Placement Program for its
displaced workers. This program is limited to only employees within the Depart-
ment of Defense. Our suggestion would be to allow qualified separated D-partment
of Defense employees to fill vacancies created by departing employees from any
other Federal agency.

EARLY RETIREMENT AND PHASE I INCENTIVES.
Currently the base commander must obtain approval on a case-by-case basis for

each instance where early retirement and incentivized voluntary separations when
the base workforce is required to be downsized. The base commander should be
given the blanket authority to implement the early retirement plan and to provide
incentives for those employees on the base who wish to take a voluntary separation.

PHASE II INCENTIVES.
In instances where insufficient numbers of base employees elect to take the incen-

tived voluntary separation, allow employees from other Federal activities to accept
the incentive for the base being closed in order to create vacancy and allow a quali-
fied base employee to fill that vacancy.

PROVIDE ADEQUATE FUNDING TO THE ENVIRONMENTAL CLEANUP
PROGRAM OF MILITARY BASES.

To ensure that the conversion of Mare Island Naval Shipyard is, in fact, a nation-
al model, it is imperative that adequate funding for the environmental cleanup be
provided. We believe that the environmental cleanup program must have the high-
est priority. We have been informed that the Navy has placed high priority on the
maintenance and operation of its fleet. Regrettably the environmental cleanup pro-
gram for the bases scheduled for closure have low priority. We need your help now
to direct that the Navy properly fund the request being made by the shipyard for
the environmental cleanup. Without adequate funding, the goal of making structur-
al changes to defense-oriented economies wili not be achieved. It also signals that
the goal of replacing the jobs lost by the base closure does not have the highest pos-
sible priority.

Mr Chairman, again I want to thank you for allowing me the opportunity to tes-
tify before your subcommittee.

Chairman WILLIAMS. Okay, Mr. Miller.
The next witness is Dr. Katherine Dickinson of the Social Policy

Research Associates in Menlo Park.
Thank you for being here.

STATEMENT OF DR. KATHERINE DICKINSON, SOCIAL POLICY
RESEARCH ASSOCIATES

Dr. DICKINSON. I really appreciate the opportunity to provide to
all of you an update on some of the research activities that we've
conducted as part of the study that we are conducting for the U.S.
Department of Labor to follow the implementation of EDWAA. The
purpose of our project is to provide you with a feedback about how
the complex provisions would be implemented and to identify areas
where States or substate areas need assistance.

As part of our study, we conducted 70 in-depth site visits of sub-
state areas in 24 different States throughout the Nation in a na-
tionwide picture of the implementation of EDWAA.

As part of our site visits, we were really struck by the diversity
both in the types of services that are being offered and also in the
quality of those services. And one of the reasons for this diversity,
as quite unplanned, and that is that a lot of States and substate
areas are developing programs in substantial isolation without a
lot of sharing of ideas about what works or experiences in what
didn't work for dislocated workers.

3
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To help break down some of this isolation and to promote shar-
ing of ideas, our latest product from this study is A Guide to Well-
Developed Services for Dislocated Workers which highlights some
of the various effective practices that we saw in many of the site
visits that we conducted.

The selected examples in this guide are based on the extent to
which they were offering services that were responsive to the dis-
tinct needs of dislocated workers. And, I want to highlight to you
the model on responsive services and then some of the evidence
that we have on the impact of responsive services and the out-
comes that are achieved for dislocated workers.

The first essential element in responsive services is early inter-
vention and that includes rapid response to provide information
about the wide range of services that are available. It also goes
beyond that, bringing workers into services as soon as possible.
And that early recruitment strategy includes onsite prelayoff serv-
ices or it can include early recruitment into the ongoing programs.

This is one of the most difficult challenges that dislocated worker
programs face; many times, dislocated workers are stunned and
disoriented or not ready to take active steps or they may not know
they need the services that are offered.

So our guide here highlights a number of strategies to do that.
The second essential element is assessment in career exploration.

Because dislocated workers may have little information about cur-
rent labor market opportunities or how to apply their existing
skills to other contexts, this is really an essential element.

The model calls for a thorough assessment of basic skills, career
interests, and aptitudes and of transferable skills, and then active
assistance in helping dislocated workers explore alternative careers
and set career goals that may be short-term and then longer-term
career goals.

This is a critical step. Dislocated workers, if they have to take
steps back on their career ladder and start a new occupation, they
are going to take substantial reductions in pay. Helping them
make this critical decision about what career they should seek,
services without training, or whether they should seek new train-
ing is an ii portant service.

The model also calls for comprehensive basic readjustment serv-
ices. We particularly want to emphasize crisis adjustment services
for dislocated workers experiencing, as I mentioned, essential emo-
tional crisis of being laid off and also financial crisis, providing
service thoroughly on how to cope with dislocation, both emotional-
ly and taking early steps to preserve financial resources are very
important.

The other services included in basic readjustment include job
search training and also ongoing assistance in helping individuals
doing job search to make sure that they are seeking out the most
appropriate kinds of jobs available.

For retraining, the key to responsive services is a wide range of
activities. Unfortunately, some substate areas really offer very lim-
ited options for retraining. They may have seven or eight different
occupational areas in which they offer retraining and that clearly
is not going to meet the diverse needs of dislocated workers who
have substantial occupations, wage rates, and interests.
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We are also calling for basic skills remediation in this model be-
cause dislocated workers at all levels may need some brush-up on
their math and skills, particularly if they are going to need retrain-
ing.

And finally, our model calls for a plan for helping dislocated
workers obtain the supportive services and income supports that
they need. Because of the tremendous demand on EDWAA re-
sources, few substate areas will provide much of that support di-
rectly. But responsive practices, include helping dislocated workers
access other programs; early recruitment is another way to make
sure that they can support themselves as long as possible, helping
dislocated workers obtain part-time employment so that they can
support themselves through retraining.

Our guide highlights that very simply. There are tremendous di-
versity in terms of strategies to meet the different criteria for good
services. There is not just one way; and it can be done in a variety
of different environments including urban and rural environment.

But, however these services are delivered, they really need to be
in place. Our evidence shows, for example: prelayoff services rr.:-
sults in higher follow-up wage rates for dislocated workers. More
responsive basic readjustment services result in higher emp.:oy-
ment rate; more responsive classroom training results in higher
wage rates. And, if you look at services over all, substate areas that
have more responsive services have higher entered employment
rate, suggesting more rapid reemployment and higher wage rate,
suggesting better wage replacement. These are clearly the goals of
the EDWAA program.

Based on these results, we strongly recommend extensive capac-
ity-building effort on the part of the States and Federal Govern-
ment to help dislocated workers develop these responsive services
which will then, in turn, be better outcomes for dislocated workers.

[The prepared statement of Dr. Dickinson follows:]
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INTRODUCTION

The Study of the Implementation of the Economic Dislocation and Worker

Adjustment Assistance Act (EDWAA) was designed to provide the Department of

Labor (DOL) with information about how states and substate areas have implemented

key features of the EDWAA legislation and to assist DOL in guiding the development

of programs for dislocated workers. As part of this study, field researchers traveled to

70 substate areas and 10 special projects in 24 different states to observe the design,

organization, and provision of services to dislocated workers.

The types and quality of services to dislocated workers varied greatly among the

areas studied. Diversity of services is expected and, indeed, desired, if the differences

arise because of differences in local needs. However, far less desirable reasons for this

diversity are that (a) many substate areas lack an understanding about the needs of

dislocated workers and information about effective program designs and (b) many states

and substate areas appear to be developing program options in isolation, without much

sharing of ideas or experiences about what works for dislocated workers.

To address the problems of lack of information about effective strategies to serve

dislocated workers and to promote the sharing of ideas, the latest product of this study

is A Guide to Well-Developed Services for Dislocated Workers.1 ThiS guide presents a

framework for substate areas to use to assess the responsiveness of their services to the

needs of dislocated workers and numerous examples of services developed by substate

areas in a variety of environments to address those needs. It is our hope that this guide

will help promote a wider dialogue about how to design, organize, and operate

effective programs for dislocated workers.

The guide is based on our model of services that are responsive to the distinct

needs of dislocated workers. To be responsive both to the diversity of experiences and

to the common characteristics of dislocated workers, EDWAA services should include

the following key elements:

An early intervention strategy. Early intervention services, which should be

provided before layoff or as soon as possible after layoff, include:

1,4 Guide to Well-Developed Services for Dislocated Workers, by K. Dickinson. D. Kogan, et al.,
Social Policy Research Associates. Menlo Park. CA. 1993.
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Worker orientation sessions, held soon after notice of layoff is
received, that inform affected workers about EDWAA
services, other community resources, and the local labor
market.

Comprehensive prelayoff services, particularly services that
address the immediate crisis needs of affected workers.

Recruitment of affected workers into ongoing EDWAA
services as soon as possible.

Development of individual reemployment plans. Dislocated workers need

assistance developing a plan for reemployment, including:

Assessment of vocational aptitudes and interests, the
transferability of existing vocational skills to other
occupations, and potential barriers to reemployment.

Assistance identifying immediate and longer-term career goals
targeting stable jobs with wages as high as possible.

A plan for services to help dislocated workers reach their
goals.

Assessing dislocated workers' progress in meeting their goals
and updating service plans as necessary.

A plan,to address the need for income support and supportive
services during participation in services.

Delivery of needed basic readjustment services. To be responsive to dislocated

workers needs, basic readjustment services should include:

Crisis adjustment services (including stress managemert and
financial management services) to help dislocated workers .

cope with being laid off.

Job readiness services to help dislocated workers acquire the
skills needed in today's workplace.

Job search training and assistance in finding appropriate jobs.
including assistance in finding jobs out of the local area, when
necessary.

11.-.ese services should be sensitive to the distinct needs of dislocated workers,

particularly their work maturity and need for reemployment at relatively high wages.

In addition, basic readjustment services should be available to those interested in

immediate employment as well as to retraining participants.

3'1)1
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Delivery of needed retraining services. Because of the tremendous diversity in

dislocated workers' previous experience, a broad range of retraining options should be

offered. These options shoiild include:

Training to assist workers with limited basic skills to gain the
skills needed in today's labor market, provided either directly
or through coordination with other programs.

Training in occupational skills for new careers, as well as
training that builds on existing skills, to prepare dislocated
workers for available jobs with high wages.

Training content and methods that are appropriate for adults
with substantial work experience.

When offered, on-the-job training in positions that match
dislocatrA workers' aptitudes and interests and that provide
training in skills needed for stable employment at wages as
high as possible.

The guide features examples of practices used in 20 substate areas with

particularly well-developed services for dislocated workers. For each service, it first

identifies the challenges that substate areas face in responding to the needs of dislocated

workers and then presents examples of strategies that substate areas have used to

address these challenges. Whenever possible, multiple examples of each strategy are

presented, often of substate areas operating in different environments.

Below we highlight some of the different strategies that substate areas used to

provide services responsive to the needs of dislocated workers. This testimony

concludes with a summary of the impact of services consistent with these strategies on

the outcomes achieved for dislocated workers.

EARLY INTERVENTION SERVICES

Strategies to Learn about Layoffs in the Local Area

As many substate areas have found, relying on WARN notices alone is not

sufficient to inform substate areas about all the layoffs or plant closings in their areas.

The General Accounting Office (GAO) estimated that half of the layoffs affecting 50 or

more workers were exempt from WARN requirements, primarily because these layoffs

3

3 S



360

affected less than a third of the work force.2 And employer compliance is often

problematiconly half of the employers with layoffs apparently covered by the

requirements submitted WARN notices, according to GAO. Further, WARN

requirements do not apply to smaller-scale layoffs, which account for the majority of

dislocated workers in many areas.

One strategy to learn about layoffs is to increase employers awareness of the

WARN requirements, through roethods such as the following: direct mailings from the

Governor describing the WARN requirements. an 800 number that employers can use

to ask questions about WARN, and employer forums held by the PIC.

A second strategy is to develop networks with the employer or labor community.

Examples of this approach include:

Relying on PIC members to identify firms laying off workers
or closing.

Establishing standing Labor-Management Committees.

Contracting with organizations that have experience working
with employers and labor.

Helping employers experiencing trouble to access state or
private resources to help them.

Using other community sources, such a state and local elected
officials, State Job Training Coordinating Council members,
and Chambers of Commerce.

A third strategy to learn about layoffs is by coordinating with other government

agencies. Most commonly, substate areas establish coordination linkages with the

ES/UI systems. Several states have used information from economic development

agencies about firms which they were working that were laying off workers.

Strategies to Obtain Cooperation and Input from Employers
and Workers

Obtaining Cooperation from Employers. Employer cooperation can be key to

providing responsive early intervention services. Substate areas have identified the

following benefits of working closely with employers:

:Dislocated Workers: Worker Adjustment and Retraining Notificauon Act Not Muting Its Goals,
U.S. General Accounting Office, Wasntngton, D.C.. 1993.

3 .;
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Identifying the affected workers.

Providing key information about the skills of the affected
workers.

Permitting on-site space and release time for worker
orientations.

Permitting on-site prelayoff services.

Providing financial assistance.

Providing assistance in placing workers.

To establish employer cooperation, typically the rapid response team holds a

meeting with the employer soon after the layoff notice is received. The strategies that

substate areas used to increase cooperation include:

Emphasizing the benefits to the employer from cooperating.

Emphasizing the flexibility of services provided.

Building trust and overcoming employers' suspicions.

Some substatc areas also worked closely with the general employer community to

make employers aware of the services offered to them and their employees through

EDWAA. Another strategy is to develop rapid response services aimed directly at the

employer, such as helping the firm obtain assistance from other agencies and training

the employer's staff in how to manage a layoff.

Obtaining Cooperation from Employee Groups and Unions. The primary

benefit of working closely with unions'or worker representativesis greater acceptance

of EDWAA services by the workers. Workers are more likely to see the information

and services as beneficial to them with strong union support or leadership from trusted

coworkers. Unions and worker representatives also can provide valuable information

about the affected workers; can help identify the skills of the affected workers and their

transferability to other industries or occupations; and can provide peer support to the

affected workers, helping them cope with the trauma of being laid off.

In addition to establishing labor-management committees, substate areas have

developed several strategies to involve unions or employee organizations in the design

and delivery of EDWAA services.

Contracting with union organizations.

involving unions and worker representatives in worker
orientation meetings.

5
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Hiring former dislocated workeis as EDWAA staff.

Involving employment organizations in the development of
EDWAA services.

Obtaining Input from Affected Workers. Many substate areas conduct surveys

of all affected employees to help plan services appropriate to the needs of workers from

a specific layoff. In addition, filling out the survey encourages workers' commitment

to services by helping them consider what services they would find helpful, and

several substate areas havc designed their surveys to be used as input to developing

individual service strategies.

Another innovative strategy to obtain input from workers is to conduct "focus

groups" with small groups of workers to obtain information about tie type and format

of services needed.

Obtaining Joint Labor-Management Cooperation. Labor-management
committees provide a vehicle to obtain cooperation of both employers and worker

representatives and thus to realize the benefits of working closely with both, as

identified above. In addition, several states and substate areas found additional benefits

to having a joint committee per se, including providing help in the following areas:

Controlling nimors, by answering questions that arise and
providing accurate information about what is happening.

Helping those "left behind," by bolstering their morale.

Reassuring the community that organized efforts are being
made to help the affected workers.

Facilitating planning of services, allowing for discussions
among the employer and workers about the appropriate
services.

Nonetheless, states and substate areas have encountered severalproblems in

establishing labor-management committees, including:

Problems in selecting worker representatives when the
workforce is not unionized. Flexibility seems the key in
establishing labor-management committees in plants without
unions. Many non-unionized plants have some type of worker
group established that can identify appropriate representatives.

Concern that anti-union sentiment in some areas is too high
and that employers would be less willing to cooperate with
EDWAA if the idea of a joint committee was introduced.

6
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Overcoming employer resistance to labor-management
committees is not easy, but the most successful approach
seems to be to present the concept matter-of-factly as "the way
that rapid response is conducted underEDWAA."
Emphasizing the b -Itits in terms of improved morale and
idiproved communication is anotherstrategy used by several
substate areas.

Concern that it is too time consuming to establish a committee
for each layoff. One approach to reducing the time required
to establish a committee is to make the selection ofa neutral
chair more efficient by negotiating agreements with several
potential chairs ahead of time. Alternatively, some substate
areas have established standing labor-management committees,
composed of community representatives from labor and
business.

Strategies to Provide Timely Information to Affected Workers
Dislocated workers need timely information to help them develop a

reemployment plan as quickly as possible. Especially when dislocated from a long-held
Job, dislocated workers may have little idea what their opportunities are in the current
labor market, how to cope emotionally and financially with being laid off, and what
help is available to them, either through EDWAA or through other agencies in the
community.

Most states and substate areas conduct general worker orientation meetings as
part of fieir rapid response activities States and substate areas that merely describe
EDWAA services in the orientation meeting, however, are missing an important
opportunity to help dislocated workers access all the assistance that they need and begin
thinking about their reemployment strategies. Several states and substate areas ,tse the
orientation meeting to provide more comprehensive information, including:

Information about a wide range of community assistance, such
as ES/U1, educational agencies. and, when appropriate,
welfare, food stamps, and charitable organizations.

Information about what to expect from being laid off,
emotionally and financially.

Presentations from former dislocated 1.4orkers who can provide
firsthand accounts of how helpful the services were in finding
reemployment, and sonic of the pittalis to avoid.

7
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Information about local labor market opportunities, especially
in situations where workers will have difficulty replacing their
relatively high wage rates.

One disadvantage of conducting a comprehensive orientation session is that it may

be long and too much information for the workers to absorb, especially if they are still

"in shock" about being laid off. Instead, several substate areas conduct multiple

meetings to help workers absorb the information better.

Several substate areas involve family members in these orientations, stressing the

importance of discussing the job loss with family members (to help cope with the

emotioual response) and of involving spouses and family members in developing a

reemployment plan.

In some cases, employers refuse to cooperate with the rapid response team. In

extreme cases, when the employer has refused to provide information about the affected

workers, substate areas have obtained that information from the UI system or from

unions or employee groups. More commonly, employers provide the substate area

with names of the affected workers but refuse to allow an on-site orientation meeting.

The following are strategies that some substate areas have used to provide information

about EDWAA services when the employer does not cooperate:

Distribute written materials.

Hold an orientation meeting in a community location (e.g., a
local school or library) or-in a union hall.

Contact the affected workers by telephone.

Mail the written materials about EDWAA and other services

to the affected workers.

Strategies to Link Rapid Response to Early Recruitment into
Services

Although the rapid response mechanisms may be in placeWARN notices,

employer meetings, worker orientationsoften these mechanisms do not accomplish

their intended goal of linking dislocated workers to services as quickly as possible.

Providing Pre Layoff Services. Providing services to workers before they are

laid off is a highly effective strategy to link workers quickly to services. Besides

receiving the prelayoff services, workers who receive prelayoff services are more likely

to enroll in ongoing services because they can find out that EDWAA services are

helpful. Further, if stress management services are provided before the layoff, workers

3
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may be better able to cope with being laid off and to seek help sooner. Other prelayoff
services that can increase the willingness of workers to seek services include financial
planningto help workers take immediate steps so that they can help support

themselves during retrainingand provision of labor market informationto help
workers confront the realities of the labor market.

One strategy is to establish an on-site center, usually in space donated by the
employer, although some substate areas have trailers that they move from one layoff to
the next. Employer cooperation is essential if the center is on the premises and

employer contributionssuch as donated space, staff assistance, and release time for
participating in servicescan substantially enhance the services available. Advantages
to providing prelayoff services through on-site centers include:

Services can be tailored to the specific needs of the affected
workers at each site.

Because it is very convenient for the workers to attend,
participation is higher, particularly for "hard-to-sell" services
such as "world-of-work" training or basic skills training.

Centers often become social centers where workers can meet
and share their experiences, providing important peer support.

An alternative to setting up a center at the affected plant is to establish a center at
a separate location. Although not as convenient, workers may be more likely to
participate at an off-site center in cases where they have substantial resentment of the
employer, particularly if the off-site center is located in union halls.

Linking Affected Workers to Ongoing EDWAA Services. The most difficult
early intervention task for many substate areas is to link affected workers to their
ongoing programs soon after the layoff. Several of the early intervention strategies

identified above can greatly assist in recruiting workers. Thus, the groundwork in
developing cooperative relationships with the employer and union or other worker
groups can pay off in terms of greater willingness of workers to seek out services.

Further, as emphasized above, providing prelayoff services can increase participation in
postlayoff services.

Its addition, substate areas have developed a variety of other ways to recruit
workers quickly into ongoing ser. ices. One stratesy is to conduct intake activities,
such as eligibility determination arta enroilment. at the orientation meeting.

9
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Another strategy is to follow up with those who attend the orientation meeting to

encourage them to apply for services, which allows workers more time to consider

whether they want to apply for services, while still actively linking them to services.

Follow-up methods include telephone contacts, letters from union or labor-managemer

committees or brochures, and enclosures with Ul checks.

ASSESSMENT, CAREER EXPLORM1ON. ANDSERVICE PLANNING

Strategies to Help Determine Occupational Interests,

Aptitudes, and Transferable Skills

Many dislocated workers can tind stable reemployment only in substantially

different occupations than those from which they were dislocated. An important

challenge, therefore, is to help dislocated workers explore their occupational interests

and aptitudes to choose an appropriate career chat will lead to siable employment and

replace their previous wages to the extent possible.

A key aspect of this challenge is helping dislocated workers identify how their

existing skills can be transferred to other occupations. To the extent dislocated workers

can find new careers that use some of their existing skills, they will require less

retraining and are likely to be able to start farther up the career ladder than those who

begin in occupations that make little use of their existing skills.

The first strategy is to conduct formal tests of dislocated workers interests and

aptitudes. The advantages of using these existing tests are that (a) most have been

developed by testing professionals and information has been published about their

validity and reliability, (b) many relate the results of the tests to sugo:sted occupational

clusters that clients can explore, (c) many are easy to administer to groups of dislocated

workers. The disadvantages of relying on existing assessment tests are that (a) some

staff and clients may overinterpret the results as definitive statements about the client's

career prospects. (b) some clients may be threatened by tests, and (c) some paper-and-

pencil tests may not be appropnate for some clientsfor example, those with low

literacy levels or limited English skills.

A second strategy to help dislocated workers explore their interests, aptitudes,

and transferable skills is through self-assessment exercises, rnost often conducted in

group workshops. Suhstate areas have identified several advantages to having clients

conduct self-assessment exercises. Specifically, these exercises can:

3 t;
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Help clients think carefully about their own interests and
aptitudes and increase their ability to identify appropriate
career goals.

Introduce clients to the concepts of work-related intcrests,
values, and aptitudes, so that clients and counselors develop a
common language to discuss appropriate reemployment plans
during service planning.

Clients in a group workshop can help each other, particularly
if many have been laid off from the same occupation.

One disadvantage to group workshops, however, is that clients with fewer skills

may feel intimidated or discouraged by sharing their self-assessment results with more

highly skilled clients. Some substate areas have addressed this problem by developing

separate workshops for workers at different skill levels.

The third strategy to assess clients vocational interests, aptitudes, and

transferable skills is through one-on-one interviews with vocational counselors.

Typically, counselors spend at least an hour, and often longer, with each client, going

over his or her work history and other experiences (e.g., hobbies, volunteer work) to

determine the skills the person has acquired that rhight be transferable, aspects of

previous work that the client liked and disliked, and aspects at which the client felt he

or she was particularly successful and unsuccessful. Although it requires more staff

time, this strategy is a highly individualized way to learn about clients' occupational

interests and skills.

Strategies to Help Dislocated Workers Select Appropriate
Career Goals

The next challenge is to help dislocated workers use the information about their

interests and aptitudes to set appropriate career goals. The extent that dislocated

workers need assistance in setting goals varies widely. Some dislocated workers have

clearly defined career goals and sound. well-developed strategies for reemployment in a

new occupation. Others are disoriented by dislocation and have unrealistic or

unfocused goal.; and no idea how to prepare for reemployment. In between are

individuals who have some ideas about occupational fields in which they would like to

work but need information about the specific Jobs available in their fields of interest.

Virtually all substate areas pro% id: dislocated workers with some career

information as part of the service planning inter\ iew. In addition, substate areas have
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developed several strategies to help dislocated workers explore careers and labor

market opportunities, including:

Using automated systems that use input on a client's interests,
aptitude and previous school experience and generate possible
occupations.

Requiring clients to conduct research abut labor market
opportunities.

Arranging for speakers or presentations about various
occupations.

Strategies to Assess Basic Skills Needs

After helping dislocated workers assess their occupational interests and determine

an appropriate career goal, the next challenge is to assess what barriers clients face to

achieving their goals. One important barrier that should be assessed is whether

dislocated workers lack the basic educational skills needed by today's economy.

Several considerations are important in designing appropriate basic skills

assessment for dislocated workers:

Their level of formal education may not be a good indicator of
whether basic skills remediation is required.

The wide range of dislocated workers skills makes it
particularly important to individualize basic skills assessment
procedures; a single basic skills test is likely to be
inappropriate for at least some workers.

Dislocated workers, many of whom have been out of school a
long ume, may be particularly threatened by basic skills
testing. Substate areas should carefully examine what
information they need and how they will use the information
generated by basic skills assessment.

Strategies to Assess Other Needs

Although most substate areas provide a core set of basic readjustment services to

all dislocated workers, some have also developed a variety of optional basic

readjustment services. Further, many substate areas systematically assess clients' needs

for supportive services and income support. These substate areas have developed a

variety of strategies to assess these needs, including the following:

A formal assessment instrument, cften developed with
assistance from a consultant.
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Systematic observation of client's behavior during a
counseling interview or during a workshop.

Structural questionnaires that ask clients about their need for

various services.

Have a specialist to assess clients, particularly about their need

for stress. management services.

Intervim checklists, which the counselor uses to guide the

discussion about other service needs during a service planning

session.

Strategies to Develop Comprehensive Service Plans

Service planning is the culminauon of the assessment and career exploration

process. Once a career goal has been selected and the barriers to reaching that goal

have been assessed, the counselor and client need to work together to develop a

practical and comprehensive plan that identities the services the client needs and the

actions that must be taken to achieve that goal.

Substate areas with more responsive procedures generally have developed

structured procedures to guide the development of comprehensive and appropriate

service plans. Service plans in these substate areas contain the following:

Clear career goals.

Planned activities that address both immediate employment

objectives and lonaer-term career goals.

Services that address ail potential barriers to employment.

A sequence of services, with estimated timetables for

achieving intermediate milestones.

A clear delineation of the respon..oilitiesof clients,

counselors, case managers, service providers, and outside

agencies.

Provisions to update career goals and needed services, as

necessary.

In developing service pla.is, substate areas face the challenge of responding to

dislocated workers' preferenCes for sen ices while encouraging them to participate in

appropriate services that will lead to stable employment with wages as high as possible.

Strategies that some substate areas have used to encourage dislocated workers to select

and participate in appropriate services include:

Career exploration exercises.
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Promoting active client involvement in service planning.

Counseling clients on the need for services to achieve stable
employment in high-quality jobs.

Providing for the gradual evolution of service plans,
including:

- Information from assessments.

Identification of potential barriers to employment.

- Information about labor market opportunities.

Information about training providers and available training
courses.

SUPPORTIVE SERVICES AND CASE MANAGEMENT

Strategies to Ensure Access to Needed income Support during
Retraining

Attention to the income support needs of dislocated workers is important so that
individuals without the al:dity to support themselves during retraining are not
discouraged from participating in services. Dislocated workers can benefit from
attention to immediate and longer-term needs for financial support because they can
make informed decisions about program participation; the program can benefit because
it reduces the likelihood that participants will drop out before completing services.

Providing EDWAA participants with needs-related payments or participation
allowances (often provided as allowances to cover transportation expenses) is one
strategy to help dislocated workers support themselves during training. The advantage
of providing income support with EDWAA funds is that participants can be
immediately linked to a source of income support. The lisadvantages are that (a)
providing substantial needs-related payments reduces the resources available for other
services, and (b) providing income assistance to dislocated workers, but not Title 13
participants, may be perceived as inequitable by policymakers. As a result of these
disadvantages, in most substate areas, the level of payments from EDWAA supportive
seNice funds falls short of the amount needed to cover household expenses during
retraining.

Because EDWAA expenditures for needs-related payments and supportive service
allowanceN are usually insufficient to cover participants income support needs during
retraining, most substate areas depend on coordination with other funding streams to
provide additional financial support for EDWAA participants. EDWAA vse managers

373
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are often instrumental in helping participants to apply for benefits from a wide range of

other funding sources, including:

Unemployment Insurance (UI) benefits.

Trade readjustment allowances (TRA).

State-funded benefits.

Federal or state-funded student financial aid programs.

Income support programs for dislocated workers who also
qualify as economically disadvantaged.

Another strategy to enable a wide range of dislocated workers to have income

support during longer-term training is to arrange for individuals to generate income to

support themselves by working at part-time jobs while in training or "stop-gap"

employment prior to retraining.

Strategies to Provide EDWAA Participants with Needed
Supportive Services

In addition to helping dislocated workers obtain income support during program

participation, EDWAA programs need to address other needs, which, if unmet, could

prevent participants from successfully completing retraining. These supportive service

needs include assistance with training-related expenses, such as child care, tools, and

uniforms, or personal or family needs, such as emergency food or shelter needs and

assistance with personal crises. These needs inay be met through EDWAA funds or

through coordination with other community agencies.

Strategies to Assess Participants' Progress over Time

The most basic function of ongoing case management is tracking clients status

while enrolled in EDWAA services. Regularly scheduled contact with all participants

ensures that the case manager is consistently aware of participants' activities and

progress and can intervene to help resolve problems identified by participants. Regular

contact with seivice providers or instructors is often a useful supplement to client

contacts. Substate areas with a high volume of participants or limited staff resources

may need to limit case management contacts to tracking procedures to identify

problems that need special attention. This strategy may also be appropgiate for substate

areas serving relatively high-skilled workers.

The second role of case managers is to assess participants' progress in meeting

their goals. Even if clients' long-term goals remain fixed, case managers may need to
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make changes to short-term goals or planned services, particularly when previously

unidentified barriers to employment are diagnosed. To assess participants' progress

adequately, case managers need to collect information systematically to make needed

changes in planned services.

The third role of the case manager is to provide ongoing encouragement and

support. Although most case managers fulfill this role to some extent, case managers

in some substate areas provide particularly extensive cour seling to clients throughout

their participation in services. Although not always required, for dislocated workers

who are experiencing a great deal of stress from being laid off, from searching for a

job, or from attending school for the first time in years, ongoing support from a case

manager may make the difference between success and failure.

JOB SEARCH TRAINING AND ASSISTANCE

StTategieS to Provide Labor Market Information and Training
in Job Search Methods

Almost all substate areas make some use of individual counseling to provide job

search training, but so.ne rely solely on this strategy. The ability to respond to

individual needs is the main advantage of one-on-one assistance. It is especially

appropriate for participants who already have substantial job search skills and require

only a brush-up to perform at their best. On the other hand, one-on-one counseling is

very labor intensive, often involves far fewer hours of instruction, depends heavily on

the counselor's ability and experience, and provides few opportunities for mutual

support among participants.

As another strategy, small-group workshops may be offered as either prelayoff or

postlayoff services. Stand-alone workshops are intended as comprehensive, general-

purpose introductions to job search methods, suitable for a wide range of participants.

The workshops we observed for this study varied in length from 4 to 40 class hours.

Participants in shorter workshops of 16 hours or less often found that they covered too

narrow a range of skills (focusing almost Ixclusively on job interview techniques, for

example) or tried to cover a comprehensive curriculum far too quickly. Most of the

workshops conducted by the ES were shorter-term workshops, except for a few that

were designed specifically for EDWAA participants.

Surprisingly, we found little evidence that participants in longer workshops

thought they were too long or slow On the contrary, people usually appreciated the
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chance to master a wide range of techniques at a pace that permitted extensive practice

exercises and group discussion.

An alternative to the stand-alone workshop is to incorporate job search material

into workshops covering a wider range of basic readjustment services. In acceliment-

stage workshops, job search is addressed relatively early in the service process, along

with accessment, career exploration, and/of crisis adjustment material. This approach

emphasizes the need to set personal and career goals and identify transferable skills as a

first step in planning the job search, although the timing of job search information may

be too early for participants bound for classroom training. In integrated workshops

offered just before job search, job search trainint is combined with goal setting, crisis

adjustment, world-of-work training, or communications skills.

Strategies to Provide Job Search Training and Assistance to All
Participants

Substate areas need to ensure that job search training is available for all

participants, including those interested in immediate employment and those interested

in retraining. Integrated workshops held at the assessment and service planning stage

are especially well suited to this role and are often made mandatory for all participants.

Another way to provide job search training to classroom training participants is by

requiring a job search component in occupational skills classes. In cases where most

classroom training is provided through individual referrals to community colleges or

vocational schools, a second option is to encourage participants to attend suitable on-

campus job search workshops offered by the school; such workshops are often designed

with the assistance of the substate area.

Strategies to Provide Ongoing Support for Participants during
Job Search

Effective job search assistance involves much more than monitoring the

participant's activities. Participants may need assessmentS of their current job search

'skills; referrals to the ES, continuing help with resumes, interviewing techniques and

planning the job search; emotional encouragement; and help in solving child care or

transportation problems. As in all case management, it is essential to schedule regular

contacts with the participants during their job search, including in-person visits when

needed. Without frequent contact, participants often pursue impractical job search

strategies or become discouraged.
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Some substate areas establish job clubs to provide a forum for participants to

discuss their job search experiences, share information about job leads, and prevent the

isolation and discouragement that unemployment often brings. Separate job clubs are

sometimes established for broad occupational areas, grouping together participants who

are likely to have common experiences and face similar barriers.

Some substate areas also provide logistical support for participants' job search

efforts, often taking the form of a resource center with such facilities as:

Telephones, fax Machiaes, stationery, and mailing privileges.

Word processors and clerical support for producing resumes.

A job search library with newspapers, trade journals, and
other reference material.

Access to job listings in the form of a bulletin board, binder,
or computer terminal linked to the ES database.

Counselors or job developers on hand to demonstrate use of
the equipment and answer questions.

Resource centers also support job search by encouraging networking and camaraderie

among participants in an informal but businesslike atmosphere.

Strategies to Match Participants to Jobs in Keeping with Their
Skills and Previous Wage Levels

Because job banks contain information gathered from large numbers of

employers, they can be a very efficient way for clients to learn about current job

openings. Job banks are especially helpful for participants with specialized skills and

those in large or widely dispersed labor markets.

Some substate areas have developed their own job banks, in one of the following

forms:

Small-scale systems for pooling leads identified by the substate
area's own job developers and matching them to clients.

Large-scale job listings assembled especially for the substate
area's participant population using mass mailings, telephone
surveys, or databases purchased from industry sources.

In addition, nearly all substate areas offer access to job banks indirectly, by

referring participants to ES offices. At present, practical coordination between

EDWAA and ES at the local level vanes enormously. Some substate areas indicated
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that ES services were not appropriate for many dislocated workers. On the other :and,

we also found some examples of effective coordination between ES and EDWAA,

including a number of efforts to provide direct access to ES job listings.

In addition, many substate areas conduct their own outreach to employers. This

can take the form of general job development, in which job leads are pooled for later

match to participants, or job development for specific participants or groups of

participants with similar backgrounds.

The third strategy is to conduct job fairs or have employers make presentations

about their openings. The distinguishing feature of this strategy is that employers are

brought in to meet participants. Substate areas that have organized such events find

that the) serve several purposes, including:

Career exploration. Participants have an opportunity to learn
about the duties and working conditions involved in different
occupations.

Job search training. Participants hear firsthand about what
local employers are looking for in a resume and job interview.

Job search assistance. Employers often use the job fair or
presentation to screen candidates for job openings and to set
up appointments for formal interviews.

Future job development. Employers also have a chance to
learn more about substate area services and participants. and
this often pays off in future job orders and OJT opportunities.

CRISIS ADJUSTMENT, JOB READINESS, AND RELOCATION SERvIcEs

Strategies for Providing Stress Management Services

Stress management is an important basic readjustment service for many dislocated

workers. The emotional response to losing a job is complex and can affect many

aspects of dislocated workers lives. Stress can result from financial uncertainty,

diminished self-esteem, changes in interpersonal relationships, and the process of

searching for a new job.

An important strategy to address these crisis needs is to present the typical

reactions to job loss to help dislocated workers understand their feelings. Commonly,

this is presented as the "stages of gi:et" tat dislocated workers go through in response

to the loss of a sometimes long-held job. Although there are several variants, most

commonly these stages are presented as:
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Disbelief or denial. 'This can't be happening to me.'

Anger. 'After all I've done for this company....

Depression. When dislocated workers understand the reality
of being laid off, many feel overwhelmed and hopeless.

Acceptance. The final stage is acceptance of the reality of the
job loss and the ability to start making plans for the future.
Helping dislocated workers get to this stage as quickly as
possible is the goal of stress management services.

Some substate areas also teach dislocated workers techniques to cope with stress.

Typically, this begins by teaching dislocated workers the indicators of stress and then

providing information and training in coping skills, including physical ways to cope

with stress (e.g., exercise ) and emotional ways to cope with stress (e.g., seeking out

support from family or friends).

A third strategy is to try to alter dislocated workers' behavior or self-esteem,

including:

Instruction in assertive behavior as part of stress management
services.

Services to improve dislocated workers' self-esteem.

Help in improving family relationships.

Strategies for Providing Financial Management Services

Providing dislocated workers with assistance in financial planning and budgeting

offers several advantages. First, financial insecurity is often a major source of stress

for dislocated workers, so helping them develop a realistic plan can speed up their

adjustment process and help them focus on plans for reemployment. Second, having

dislocated workers develop a budget can help the program diagnose their need and

eligibility for financial assistance from EDWAA or other programs. Third, helping

dislocated workers take immediate action to reduce their expenses will maximize their

options for services, by making it easier for dislocated workers to support themselves

during any needed retraining.

Many substate areas help dislocated workers develop budgets. Another topic

frequently covered is ways to work with creditors. Dislocated workers are usually

advised to "take the offensive" by contacting all of their creditors to inform them about

the layoff and ask for assistance in lowenng their monthly payments until they find

work. Some substate areas also provide counseling about maintaining or replacing
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employee benefits. Finally, many substate areas help dislocated workers identify

whf;ther they are eligible for other income assistance programs, such as UT, TRA

benefits, food stamps, or Pell grants.

Strategies for Improving Job Readiness

Because dislocated workers often have substantial work experience, many

substate areas have assumed that they do not need training in job readiness or world-of-

work skills. However, other substate areas have found these services very valuable for

some types of dislocated workers. For example, dislocated workers laid off from

highly structured jobs, such as assembly line production, may not have developed some

of the skills required by other industries, such as working in teams or participating in

decentralized decision-making. By learning how to better communicate with co-

workers, resolve work conflicts, and increase personal effectiveness, participants

improve their chances for success in future employment. Further, training in

organizational and communication skills can help dislocated workers in their job search

efforts.

Strategies to Provide Relocation Assistance

Substate areas typically give less attention to relocation assistance, not offering

this service at all or making it available only in limited circumstances. A large

majority of the substate areas visited for this study did not offer relocation or used it

only rarely. Some programs. however, have made much greater use of this service and

a few have made concerted efforts to promote it.

Several substate areas provided physical resources for out-of-area job search to

help workers locate appropriate jobs as part of their relocation assistance, including

major metropolitan newspapers from other regions, long-distance telephone privileges,

employer directories, and vanous listings of jobs in other regions and states. Although

out-of-area resources were less extensive than those available for local job search, they

gave relocating participants a place to start. In some cases, programs provided

assistance with either out-of-area job search or moving expenses.

CLASSROOM TRAINING IN BASIC SKILLS

Strategies to Meet the Varied Needs of Dislocated Workers
with High-Quality, Cost-Effective Services

The first strategy, refemng participants to existing basic skills trainers, offers

substate areas two distinct advantages. First, it allows substate areas to offer a wide
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range of training options to meet individual needs. Of the numerous training providers

that may be available in a substate areacommunity colleges, vocational technical
schools, volunteer literacy programs, Adult Basic Education (ABE) programs, ESL

programs, and proprietary schoolseach organization may have a very different

approach to remediation, some of which may be more appropriate for some dislocated

workers than others. The other key advantage of using referrals to existing providers is

that it reduces program costs.

There are, however, some disadvantages to using existing basic skills providers

that must be addressed. The most obvious, which often undermines the efforts of rural

substate areas, is that local resources for basic skills training may be limited. Further,

existing programs may not be geared to the specific needs of dislocated workers.

To address these potential disadvantages, substate areas have identified three

important pnnciples for arranging for high-quality basic skills instruction. First, it is

Important to know the training approaches used by each basic skill provider. Seeond,

participants need to be matched to programs whose approaches, experience, and track

records indicate they successfully train participants with similar backgrounds and needs.

Third, it is important that dislocated workers are enrolled in EDWAA while receiving

remedial training so that dislocated workers do not "fall through the cracks" and not

return for additional services through EDWAA.

The second strategy is to provide basic skills training through in-house programs.

This approach has two advantages. Foremost, it gives EDWAA programs maximum

control over nearly all aspects of basic skills instruction, including selecting

instructional staff, curricula, and materials. Second, it is easier to set up case

management procedures to monitor participant progress and to provide EDWAA

services at the same time. With maximum control, however, comes maximum

responsibility. Substate areas must bear the cost of developing and maintaining in-house

training facilities.

Strategies to Provide Basic Skills Training Appropriate to the
Needs of Dislocated Workers

Whether basic skills training is delivered through the substate area's own in-house

program or through referrals to local providers. substate areas face the important

challenge of ensuring that the training curriculainstructional topics and materials,

course organization, and training environmentare appropriate for dislocated workers.
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Traditional instruction imparts abstract knowledge rather than teaching skills
embedded in a real-life context. But educators are growing more convinced that
learning is MOSE effective when it places skills in context. One way to make basic skills
job-relevant is to integrate basic skills arid occupational skills training in a single
curriculum so that remedial work is closely linked to occupational topics. As a result,
students know exactly why it is important to learn the basic skills and how the skills
can be applied on the job. Alternatively, stand-alone courses in basic skills car provide
the fundamental math, reading, and writing skills that participants can apply to a wide
range of vocational interests. Stand-alone courses, however, must work harder to
provide basic skills using job-relevant exercises and instructional materials.

Attaining basic skill proficiency is rarely a dislocated worker's sole goal; rather,
it is a means to obtaining a job. Remedial curricula, therefore, should promote

accelerated learning. To allow dislocated workers to remediate their basic skills
quickly, basic skills programs should offer (I) open-entry/open-exit scheduling so that
participants do not lose valuable time waiting for semester enrollmentto begin their
remediation, (2) flexible scheduling so that dislocated workers can fit remediation into
their training schedule, and (3) individually paced learning, which allows students who
are better prepared or who learn faster the chance to complete their coursework

quickly., The intensity of instruction is also crucial. Basic skills programs that meet
infrequently for only a few hours a week unnecessarily slow down students' progress.

Many dislocated workers have been out of school for many years; some may have
been intimidated by their previous school experiences and never planned to return to
school; others may have dropped out of school altogether. Further, many older
dislocated workers may be fearful of the prospect of failing in front ofyounger students
in class. Substate areas must allay these fears by developing a nonthreatening

environment for learning. Some substate areas may be able to contract with schools
that have effectively addressed the nefds of older workers. Two successful approP.ches

that other substate areas have used are (a) providing basic skills rernediation to
dislocated workers in a group setting, and (b) providing special support within a
school, such as a counselor or conta" person to assist and support participants.

CLASSROOM TRALNING LN OCCIMATIONAL SKILLS

Strategies to Provide a Wide Range of Retraining Options

Substate areas that are also SDAs for Title 1I-A programs cannot assume that the

delivery arrangements for =ming economically disadvantaged adults will be
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appropriate for EDWAA participants. Particularly if Title II-A delivery systems use a

relatively small number of class-size training programs, these claws are likely to focus

on training for entry-level occupations with relatively low wages. Delivering training

to dislocated workers requires an approach that is both more flexible and more

individualized. Delivery systems for training dislocated workers need to be varied

enough to respond to the needs of all dislocated workers in the local arca and flexible

enough to adjust to shifts in the characteristics of dislocated workers over time.

Arranging Referrals to Local Educational Institutions. If the local community

offers relevant training resources, referring EDWAA participants to existing classes at

public educational institutions is often acost-effective way to provide a wide range of

training options. In arranging for the referral of dislocated workers to existing

vocational programs, substate areas should be concerned about whether the training is:

For occupations in demand in the local labor market.

Vocationally relevant.

Comprehensive enough to enable dislocated workers to obtain

jobs beyond the entry level, if possible.

Other substate areas, however, have encountered some disadvantages to using

existing programs at public educational institutions, including (a) rigid semester

schedules and generally long-term duration of training programs at public educational

institutions (e.g., 1 to 2 years), (b) requirements for general education courses and

academic prerequisites as part of a degree program, and (c) at some schools, a reliance

on lectures and pencil-and-paper exercises, rather than hands-on practice of work-

related skills. In addition, existing training classes may not be oriented to building on

the existing skills of students with related work experience. To encourage vocationally

relevant training, some substate areas relying on individual referral have worked

cooperatively with local educational institutions to improve the focus of training on the

development of practical work skills.

Permitting Participants to Select Courses. A second strategy is to permit

EDWAA participants to research and select among a number of public and private

course offerings to address the retraining goals identified in their individual service

plans. This approach may provide EDWAA participants a particularly wide range of

training options, including a variety of different occupational choices, geographic

locations, scheduling options, training durations, and course requirements.
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The potential disadvantages of this approach include: (a) the difficulty of

overseeing the quality and job relevance of the training provided in each of the

available classes, (b) the need to depend on participant initiative in researching and

selecting the desired training institution, and (c) the difficulties of providing ongoing

case management and support if EDWAA participants are attending a multitude of

different training institutions. This approach is probably most appropriate for substate

areas serving more highly educated dislocated workers who are familiar with

educational institutions and the demands of training and who are highly motivated and
self-directed. It may not work as well for substate areas serving large numbers of

lower-skilled workers or individuals who do not have a clear occupational goal.

Developing New Training for Dislocated Workers. A third strategy is to

develop new training programs for dislocated workers. This strategy is feasible whin

there is (a) a group of dislocated workers with similar retraining needs and interests,

(b) sufficient advance warning of the dislocation to design and implement a new

training program, and (c) a labor market that can absorb a group of workers trained in
the same occupation.

The development of special classes for dislocated workers offers several potential

advantages. First, participants in these classes can benefit from peer support from

other dislocated workers participating in the same training program. Second, special

classes can often be scheduled to meet the timing needs of particular groups of

dislocated workers, be designed to build on dislocated workers' existing skills from the

layoff occupation, and be tailored to the particular requirements of prospective

employers. Third, special classes can be designed to increase the vocational focus of

training by eliminating vocationally irrelevant prerequisites and emphasizing the

acquisition of practical work skills.

The experiences of the substate areas creating new training programs for

dislocated workers have been mixed. Some had difficulty finding good instructors or

developing a workable curriculum in a short period of time and placing participants at

the end of training. In addition, the costs of designing the curriculum, developing

curriculum materials, and paying for instructors can be substantial, particularly if these

costs are not shared with another funding source or agency.

Several substate areas have gained some of the advantages of developing new

training programs by working closely with public educational institutions to add courses
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particularly appropriate for dislocated workers to their general course offerings

available to all students.

Strategies to Prepare Dislocated Workers for High-Wage Jobs
in Demand Occupations

Many dislocated workers experience a permanent decline in earnings after layoff.

Workers dislocated from high-wage manufacturing jobs in areas where manufacturing

jobs are rapidly disappearing, or where non-unionized firms are replacing union shops,

are not likely to be able to obtain reemployment at wages equivalent to those of their

previous job, particularly if they have limited formal education. Nevertheless,

dislocated workers need to achieve as high a reemployment wage as possible to support

their families and meet their financial obligations.

Targeting Occupations in Demand. Detailed and accurate information about

labor markets and labor market trends is essential to success in providing retraining that

will lead to the highest-quality reemployment opportunities for dislocated workers.
Substate areas, however, have sometimes had difficulty developing workable criteril to

ensure that training is provided only in occupations with a strong labor market demand.

In some substate areas, "demand occupations" are defined somewhat narrowly (e.g.,

occupations in which large numbers of jobs openings are expected) or defined for the

state as a whole, which results in a relatively short list of occupations in which training

can be provided. Even more problematic is the fact that the identified demand

occupations are often in entry-level occupations in the clerical and service fields that

pay low wages and cannot replace the previous wages ofdislocated workers.

Two different approaches are particularly effective in ensuring that training is in

demand occupations. One approach is tr, conduct surveys of occupational demand at a

local or regional level and establish regional occupwioni demand lists in cooperation

with neighboring substate areas. Another approach requires individuals seeking

training in a particular field to document the availability of jobs in that field.

Providing Training That Builds on Existing Skills. A second strategy to

prepare workers for high-wage jobs is to build on their existing skills. The objective of

enhancing existing skills is to prepare dislocated workers for a lateral move into another

skilled job rather than beginning at the bottom of a new career ladder. DOL has

cautioned substate areas against providing skills enhancement, when individuals are

already employable in an occupation in which there is a current labor market demand.

However, when the skills of the laid-off worker are obsolete or not at the level of other
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job seekers in the layoff occupation, or when short-term training can be used to transfer

a worker's existing skills to a different occupation, substate areas have used skills

enhancement training as a cost-effective strategy.

Strategies to Encourage Dislocated Workers without
Marketable Skills to Participate in Retraining

Dislocated workers who have limited formal education or who have been away

from an academic setting for many years are often reluctant to consider classroom

retraining, because it is an unfamiliar and threatening experience for them. Yet these

are the workers whose limited skills often put them at a severe handicap in the search

for new employment.

To promote participation in retraining by dislocated workers who are fearful of

classroom training, several substate areas have developed short-term clataPs in a *safe"

setting. These clasces are usually deciz,,ied to provide some skills enhancement while

also encouraging participants to continue with additional retraining at existing

educational institutions. Peer support is a strong element enhanc:ng the effiviveness of

several of these programs.

Another strategy to encourage dislocated workers to participate in classroom

training is to provide on-campus support, such as counseling and case management.

This appicacii is generallvforkable only if EDWAA participants are concentrated at a

small number of training institutions.

ON-THE-JOB TRAINING

Strategies to Match Clients to Appropriate OJT Positions

Developing Potential OJT Positions. The first step in matching clients to

appropriate OJT positions is developing appropriate job openings. The following

approaches have been used:

Identify potential OJT positions as part of the substate area's
general job development activities.

Develop OJT positions for specific participants or groups of
workers with similar backgrounds from a particular layoff.

Have clients seek out potential OJT positions, typically using a
letter or brochure that describes OJT wage reimbursements
that can be given to prospective employers. Although this
strategy expands employer outreach efforts, the program may
have le,:s control over the appropriateness of the position.
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Assessing Whether an OJT Position Is Appropriate for a Specific Worker.

The next strp ii to agvecs whether a potential OJT position is appropriate for a specific

dislocated worker. This additional assessment involves determining both whether a

specific job is appropriate to the participant's occupational interests, skills, and

financial needs and whether OJT is needed to provide training in skills that the

participant needs to acquire to perform that job. The following methods axe used for

the assessment:

Interviewing the client to review his or her transferable skills
and determine the skills that the client will need to acquire to
perform the job.

Using a formal paper-and-pencil tests to determine whether a
potential position is a good match to the participant's interests
and aptitudes and to compare '6.e skills and proficiencies that
the participant currently has w ich those required to perform the
job.

Having the participant perform actual job tasks to determine
the participant's current proficiency and whether the job is
consistent with his or her interests and career goals.

Evaluating the Suitability of Employers. The final step in matching clients to

OJT positions is determining the suitability of the employer. Substate areas consider

several aspects of employers and their potential OJT positions, including:

Whether the wage and skill levels are appropriate for
dislocated workers. Some substate areas target higher-skilled
occupations that take advantige of dislocated workers' greater
work maturity and transferable skills.

Whether the job can provide stable employment. In addition
to general policies about providing retraining in occupations in
demand, some substate areas investigate whether the specific
company is financially sound.

Whether OJT is needed. tAs involves investigation of the
types of workers normally hired by the firm and the amount
and type of training typically provided to any new entrants.

Capacity to carry out OJT. This involves assessing the
employer's ability to provide effective training at the work
site.
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Strategies to Develop Training Plans

The training plan begins with an analysis of the skills required to perform the job.

In the past, many substate areas considered it sufficient to provide a simple description

of the tasks performed on the job. This approach was problematic because it did not

provide clear guidance about the skills needed to perform those tasks and how the OJT

was to provide those skills. Instead, the job description needs to be transformed into a

series of skills or competencies by breaking out the job into a number of discrete tasks

and identifying the skills needed to perform each task.

Substate areas with successful OJT programs generally perform job analysis in

active partnership with the employer through a structured interview with the job

supervisor to identify tasks and skills needed for the position. In addition, many

substate areas use this conversation with the employer to discuss other elements of the

training plan, such as the instructors and training methods to be used.

An essential step in preparing the OJT. training plan is to tailor it to the needs and

capabilities of the trainee chosen for the position. In some cases, training hours for

some skills may be reduced to reflect transferable skills that the specific dislocated

worker brings to the job; in other cases, hours devoted to occupational skills training

may be added to compensate for the client's specific employment barriers identified in

the assessment.

Strategies to Help Employers Provide Effective Skills Training

Although careful employer screening and a well-developed OJT training plan

provide the foundation for successful training, responsibility for day-to-day instruction

and review of the participant's work usa Ily falls to an immediate supervisor at the

work site. Many supervisors are quite competent in the role of coach or trainer, but

participants interviewed for this guide report that the quality of on-the-job instruction

varies widely. Considering that this is likely to be the single most important element of

OJT from the participant's perspective, it is perhaps surprising that so few substate

areas have addressed it systematically in their service designs.

Substate area staff will seldom be familiar with the content of skills being taught

in OJT, but they can provide resources for encouraging effective teaching techniques.

One way to accomplish this :c through formal group training for employers and line

supervisors. A second approach is through on-site monitoring of 0. r contracts to help
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employers implement successful training plans by identifying unproductive teaching
methods and communication problems and taking corrective action.

CONCLUSION

It is clear that there is not one single design for services that are responsive to the
needs of dislocated workers. Substate areas have developt ' a wide variety of
alternative strategies to provide such services. Regardless f the strategy chosen,
however, it is essential that the basic ingredients for responsive services be in place.
The results of our study show that services consistent with the model of responsive
services lead to better outcomes for dislocated workers.

Comparing the outcomes of substate areas with sertices consistent with this
model of responsive services to the outcomes of substate areas with less responsive
services, we fmd that:

Prelayoff services result in higher follow-up wages.

More responsive basic readjustment services, especially crisis
adjustment servicw, result in higher entered employment
rates.

More responsive classroom training results in higher wage
rates.

Overall, more responsive services result in substantially higher
entered employment ratessuggesting earlier reemployment
and higher follow-up wagessuggesting better wage
replacement.

As a result, we strongly recommend substantial capacity building efforts on the
part of both state and federal agencies to assist substate areas in developing services
responsive to the needs of dislocated workers.

3.13
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Chairman WILLIAMS. Thank you very much.
The next before us is Michael Curran, Director of NOVA Job

Training Consortium.
Mr. Curran, we've been reading a lot about NOVA lately and we

appreciate your accepting our invitation to be here and share your
thoughts with us.

STATEMENT OF MICHAEL CURRAN, DIRECTOR, NORTH VALLEY
PRIVATE INDUSTRY COUNCIL (NOVA) JOB TRAINING CONSOR-
TIUM

Mr. CURRAN. Thank you, Mr. Chairman. I used to have to walk
into a room and explainTV program.

Chairman WILLIAMS. It's clearer now, from the press, that you
are neither of those, ou have friends in high places.

Mr. CURRAN. NOV.ri was formed in 1983; it was located about 15
miles to the south of where we are today. It is a six-city consortium
that has approximately 450,000 residents. It also has about 525,000
jobs. It's the heart of Silicon Valley and it's a very unique commu-
nity for employment training needs.

The JTPA provided this community with the opportunity to de-
velop new mechanisms for addressing those employment training
needs and that's what I hope to be able to talk a little about today.

Over this past decade, NOVA has developed an increasingly com-
prehensive approach to worker dislocation. This is not new in the
sense but relatively new to defense conversion. When we first
formed, our canneries were closing and the food processing indus-
try, and Santa Clara Valley was moving up.

Over the past 10 years, we've had extensive experience in elec-
tronic manufacturing, as both the manufacturing has changed and
there is a lot of it that has been devastated. And most recently,
over the last three or four years, with defense conversions, brought
us a different clientele and a different set of issues.

In my written testimony, I took the opportunity to describe in
more depth the evolution in the service alternative for existing sys-
tems. Today I will use my short time before you to highlight some
of the components of the system that I believe are critical to a suc-
cessful reemployment program for dislocated workers. I also have
some recommendations for legislative changas that would augment
our capacity for

Successful dislocated worker programs are customer driven; they
are aimed at both the dislocated worker customer and the employ-
er customer. Both of these customers should actively participate in
the design and the implementation of the services.

Successful programs are results oriented. We have a clear under-
standing of what are the desired outcomes and means to measure a
program's success. Accomplishments should be rewarded, not ex-
penditures.

There is local control of the design, operation, ar d evaluation.
The NOVA Private Industry Council and the six consortium cities
are both responsible and accountable for program effectiveness.
Successful programs are, in service options, able to respond to di-
verse needs of the worker population and of the employer commu-
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nity. NOVA's programs today are different from those yesterday
and likely will be very different tomorrow.

They should have a capacity for comprehensive assessment and a
customized service strategy both for the employer and the partici-
pant. The strategies become the contract for participation. And the
program must be a catalyst to integrate the other resources for the
participant and for the employer which would serve as a gateway
for other employee training and support services.

The five legislative changes that I hope you would consider to
augment the capacity and quality of the current system, are:

To define the system in terms of what are the desired results and
not in terms of the detailed description on how the money should
be spent and, to the corollary, define local accountability for the
funds on what is performance, what occurs with the dollars, not on
cost categories.

Eligibility for the program should be widely expanded with a
wide array of Federal, State, and local services available through
one system. Participants and employers don't understand all the
nuances of a major legislation, nor should they have to.

Funding appropriation should be sufficient to achieve the desired
outcomes. The system should be set up tofrom the very begin-
ning.

And finally, legislation should promote working with employers
in situations other than layoffs to encourage workplace retraining
to avoid workforce reductions.

In closing, I have mentioned local control, customer-driven, re-
sults-oriented, comprehensive and integrated service options, flexi-
ble and accountable systems. As Dr. Dickinson described, these at-
tributes are those of many of the private industry councils across
the Nation and these PICs should be given first opportunity to
forge an expanded reemployment system for dislocated workers.

Thank you for the opportunity to comment.
[The prepared statement of Mr. Curran follows:]
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TESTIMONY

Prepared by: Mike Curran, Director for the North Valley Private Industry
Council, for PresenMion before the United States House of Representatives
Subcommittee on Labor-Management Relations on September 20, 1993

Mr. Chairperson and Members of Congress:

Thank you for this opportunity to testify before the Subcommittee on Labor Management Relations
on the subject of improving programs and services to dislocated workers. The North Valley
(NOVA) Private Industry Council (PIC) is well positioned to provide comments in this area in that
we have been actively involved in designing and delivering employment training services to a wide
spectrum of dislocated workers. We have first-hand experience on what works and, as important,
what doesn't work for our community.

Before providing specific comments, it is important to familiarize the reader with the efforts of
NOVA. The NOVA PIC was created in 1983 with the implementation of the Job Training
Partnership Act. The State of California recognized the six cities that form the NOVA consortium
(Cupertino, Los Altos, Mountain View, Palo Alto, Santa Clara and Sunnyvale) as being a unique
region of California, with unique employment training needs and opportunities. This area has
approximately 450,000 residents and 525,000 jobs. Referred to as the birthplace and heart of
Silicon Valley, it has been experiencing major workforce transition over the past twenty-five years.

When the NOVA PIC first took on its charge, it stated its commitment to provide leadership in the
development of an employment training delivery system that was customer-driven, results-oriented
and accountable for its performance. It defined its customer as not only the JTPA-eligible job
seeker but also those who hire the job seeker, the employer community. The NOVA PIC also
realized that allocated funds were not sufficient to begin to address the region's employment
training needs.

As a consequence, a strategy was adopted to identify employment training needs beyond those that
could be addressed through JTPA resources and to pursue additional federal, state and local
funding to-provide an appropriate response. In our first year of operation the first discretionary
grant that we received was funds set aside by the State of California for dislocated worker projects.
Our project was the closing of several food processing canneries. That seems like such a long time
ago for those familiar with NOVA today.

In the years that have followed, NOVA has secured a number of discretionary grants from a
number of funding sources to deal with specific closures, and with large workforce reductions in
the electronics, manufacturing and defense industries.

When JTPA Title III was amended in 1988 NOVA, along with all the other Service Delivery Areas
(SDAs)s in California, was designated the Substate Service Area (SSA). The State took this action
recognizing the diversity of community and employer needs throughout the state and the benefit of
a local, customized response to worker dislocation. Further, the State made a commitment to
promote and support rapid response activities through the local SSAVSDAs. You will fmd that
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this action has increased the local capacity of many of the private industry councils throughout
California to provide leadership and more accessible and comprehensive services to dislocated
workers.

Increasing the capacity of the dislocated worker system in California put a much higher demand on
Title III funding. The NOVA PIC alone had enough closures/layoffs to justify applications for
almost half of the States discretionary funds. (The State of California reserves 40% of the
EDWAA funds for rapid response and special projects approved on a case-by-case basis.) The
NOVA PIC, in partnership with its neighboring SDAs, approached the State with a new proposal:
a "Block Grant" to implement a more comprehensive strategy that was not limited to specific
employers, that encouraged active employer involvement, and that would be a catalyst for other
federal. State and local resources. This new service strategy was funded on a demonstration basis
for $1,800,000 and relied heavily on in-depth assessment of skills and aptitudes and referral to a
wide array of employment training solutions. It was a partnership between SDAs, between the
employment service, the NOVA PIC, the community college and the local employers involving the
collocation of staff and the commitment of financial resources. Access to the services are both at a
central location and at several employer sites. While this service delivery system is not under "one
roof' it is all under the one umbrella of the NOVA Private Industry Council. Services for the job
seeker include in-depth assessment (both paper/pencil and electronic), development of customized
employment strategies and appropriate resources to pursue those strategies. These iesources
include job development and job search assistance, the supportive services of a reemployment
center (phones, computers, job banks, support services), case management, a job network for
professionals (ProMatch). a computerized learning lab, and individual referral to on-the-job
training, vocational classroom training and internship opportunities.

Many of these same services directly benefit the employer, both those downsizing and those
hiring. In response to employers' requests, services have been offered at the employer site.

Also. under the NOVA PIC umbrella, other employer services are available. At this time these
services include workforce retraining projects to avoid layoffs and improve a company's
competitiveness, small business development assistance, employer-oriented training for
compliance with the Americans With Disabilities Act, the development of a technology transfer
center to assist defense conversion efforts, partnering with companies in proposals being
considered for Techaology Reinvestment Projects, the development of new curricula at the
community college for emerging technologies, Iccal labor market information assessing 25
occupations a year, the development of a computerized network of training opportunities
throughout the region for adult learners, and working with the consortium cities to improve the
permitting process and support systems for their employer customers.

This ycar NOVA will serve approximately 6,000 dislocated workers, up from the approximately
1,000 participants served in 1988. Total-funding for these services is approximately $6,000,000,
with a foundation being provided by the State of California through EDWAA 40% Set Aside
funds, and large discretionary grants from Secretary of Labor, the Defense Conversion Act,
California Employment Training Panel and the Wagner-Peyser Act. NOVA's Title III EDWAA
allocation for FY 93/94 is $212,000.

I have taken the liberty of sharing this background of NOVA before presenting the
recommendations to the Subcommittee because I believe that it is important to highlight that the
employment training needs and opportunities of dislocated workers and companies within our
SDA/SSA are different than rnost other regions in the country. In testimony to the strength of local
control and region's local solutions, the NOVA Private Industry Council and consortium cities
have recognized our unique opportunities and customized an employment training system targeted
to both the job seeker and the employer.
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It is also important to note that the State of California and the Secretary of Labor have invested
significant amounts of discretionary funds in NOVA. Without this investment NOVA would likely
not exist. However, given the limited amount of resources available, directing these funds to our
area has been at the cost of developing additional capacity at other SDAs. While the NOVA PIC
has been able to demonstrate a significant return on these investments, other SDAs have not had
this opportunity.

The programs and services offered under the NOVA umbrella are constantly changing. Three
years ago, the majority of our dislocated workers were individuals from the floors of closing
electronic manufacturing plants. Most were very :lathed in their skill sets and English language
ability. Today, with the reduction in defense appropriations, the closure of a naval air station and
the "flattening" of larger companies, the dislocated worker represents a much wider spectrum of
the labor force: defense contract engineers, mid-level managers, heavy equipment manufacturing
operations and semiconductor fabrication. While our programs have been modified, tvhat has
remained constant is our pursuit of how to best address the changing needs of our customers: the
job seeker and the employer.

From the perspective of an SDA/SSA, I have learned the following lessons during the evolution of
NOVA's service system for dislocated workers:

The Value of the Private Industry Council
When our local companies put their name behind the NOVA effort by joining the PIC, they
brought a credibility with the business community. They also brought a strong business
orientation that had a bottom line, a clear vision of mission and customer, and an orientation
toward measuring and producing results. The NOVA PIC has also earned the reputation of
creating a level playing field where the varying interests of service providers, entities with
geographic designations, and employment training demands that far outstrip resources are able to
be considered on the basis of where is the best opportunity for investment and where can we
produce the best benefit.

Value of Statewide Discretionary Funding
NOVA may be the best example nationwide of the inequity of funding allocations that are based on
factors other then the percentage of incidence in the overall population. Not only is worker
dislocation not directly factored into the Title III allocation eciJation, also absent is the fact that Title
III services are often delivered at the employer site which may be in a different SDA than where the
dislocated worker resides. These inequities can best be ameliorated by empowering states with the
option to dedicate supplemental funding to SDAs/SSAs when and where higher volumes of worker
dislocation are occurring.

PICs Currently Operating Systems Should Receive the Benefit of Additional
Investments
In California, the policy has been to increase the service delivery system capacity at the SDA level.
There are many outstanding examples throughout the state of customized employment training
services to divergent populations of dislocated workers. Those private industry councils that have
answered the call should receive an increased investment. Those who haven't pursued this
direction should be given the opportunity. Those SDAs/SSAs that do not wish to actively pursue
this agenda and those that fail to produce the results should hand over the responsibility to a
different local entity that has the ability to get the job done.

SDAs Currently Share "Best Practices" and the System is Improving
NOVA has directly received the benefit of the variety of different approaches to worker dislocation
by different SDAs/SSAs throughout the state. While some of our programs and services have
chartered new paths, much of what we do in day-to-day operations has been learned from other
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PICs. A good system builds upon this cooperation, does not make unreasonable demands on the
panics and puts sufficient resources on the table to fund the effort.

This year over 200 individuals will visit NOVA's services from other SDAs. In return NOVA
staff will do/site visits to learn best practices at approximately ten SDAs. This spirit of cooperation
means that the employment training dollars are not only going to train an individual for a short
period of time, but also to develop the capacity of the system to produce a larger return.

The NOVA Umbrella Covers Many Contributors
Our success has been, and is, completely dependent on our ability to forge countless partnerships.
We are a collage of partners involving participants, staff, service providers, consortium cities,
businesses, private industry council, labor, support service agencies, and the state and federal
government. Partnerships need to built upon trust that all will do what they can to produce the
desired results. Our procurement, monitoring and evaluation systems should promote this trust
and, only when performance is not acceptable, should more restrictive measures be employed.

Following are my comments and thoughts regarding the specific issues that you have identified:

1. Basic Ingredients for Successful Dislocated Worker Programs:

The capacity to respond to a dislocated worker and/or an employer needs should be
developed at the local level. Appropriate funding should be readily available from the
State for emerging needs, and from the federal government when the State does not
have sufficient capacity to respond to local requests.

The program should facilitate access to a variety of employment training resources from
the multiple funding sources under the umbrella of one system. JTPA, DCA, TAA,
and the Clean Air Act should all require common enrollment, accounting and reporting
requirements. States and local communities should be actively encouraged to
participate in this effort. What should not be pennitted is the current situation under
DCA where entities other than the local employment training system can access funds
and set up parallel, duplicative efforts targeted to produce the same results.

The programs, services, funding mechanisms and reporting requirements need to be
result-oriented and customer-driven. both to the dislocated worker and the employer
utilizing the services. Local programs should not be "micro-managed."

Integrated programs and services need to accessible to both the worker and tha
employer as soon as possible after determination of a workforce reduction. Depending
upon the location and the circumstance, this might mean a one-stop center, an electronic
network or a traveling case manager.

2. Recommendations for Legislative Changcs to JTPA Title III

Responsibility and accountability need to go hand-in-hand The federal government
should define the results it wants t.) accomplish and allow the service delivery system to
design and implement the strategies to produce those results. Ideally, there should be
no cost categories; at a minimum only administration and services/naming/other. Local
delivery systems and service providers should be evaluated on outcomes and payments
and/or renewed allocations should be directly linked to this performance.

The eligibility criteria for dislocated workers should be widely expanded. Currently,
much of the fragmentation of services to dislocated workers occurs more because funds
are highly targeted and programs axe significantly underfunded.
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Permit multi-year funding for special projects, demonstration sites and extended
employer layoff.

Allow for more active participation at the DOL review level for applications under such
funding sources as Secretary's JTPA Discretionary Funds and DCA. Currently during
the review process applications need to basically "stand on their own" and our
experience is that there is little opportunity for additional input or clarification. Also,
there should be an appeal process (not currently allowed in the case of DCA) and the
opportunity to modify an existing grant for additional resources when a particular
project has had an increase in worker displacement.

New resources should be set aside immediately to fund 15 or 20 demonstration nmjecta
across the nation. These projects would meet regularly with Department of Labor staff
to identify opportunities to improve the systems and the outcomes.

Legislation should be built on developing trust and partnership defining the results to
be produced and empowering the delivery system to develop customized strategies.
The central theme of the legislation should be how do we build a system for success,
that encourages risk and innovation not how do we avoid the small percentage of
abuse that occurs.

The paperwork process should be simplified to be more universal across funding
sources.

3. Recommendations for Changes in Federal. State and Local Roles in Any New Dislocation
Worker Program Design

Worker training efforts at the federal level should be coordinated primarily through the
Department of Labor. The service delivery system for these resources should be
through a public/private partnership with local control, flexibility and accountability.
Existing private industry councils that already provide this function should continue
with the designation with appropriate funding to perform the desired outcomes. Private
industry councils that have not yet had the opportunity to develop this capacity should
be given the opportunity and if they successfully perform, they should receive a
continued designation and funding. In those SDAs where private industry councils
have not developed appropriate service delivery systems for dislocated workers or for
those that do not intend to, an alternate service delivery system should be developed
under the stewardship of the State.

4. The Types of Linkages Necessary to Federal Job Creation Efforts (e.g., highways,
environmental & energy clean-up, etc.) for Individuals After they P.eceive Training

The linkages necessary to federal job creation efforts must be inherent in the legislation
that creates the jobs. Once the specific jobs have been identified (i.e., highway,
environmental energy clean-up, etc.), retraining efforts should be directly related to the
jobs being produced. Upon completion of participation in job creation efforts
additi anal outplacement services could be an option through the Title III system.

5. The Design of Effective Rapid Response Efforts

Rapid Response needs to be just that: rapid
to act as agents for the State provides this capacity as well as improving the employer
services offered undcr the local employer training umbrella.
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Greater flexibility needs to be allowed at the local level to provide rapid response
services to those downsizing activites that affect less than 50 individuals.

Those who provide
and for making the employer aware of additional services, resources and best practices
that might be of assistance in managing workforce transition.

The system should allowiajminimaLrawjecEbAstd_workshous as part of rapid
response. This activity would not require enrollment paperwork, but participants
should be counted and workshop evaluations submitted by participants.

v s g I 111 I 01, S. If. I

6. The Examples that Exist Regarding the Successful Conversion of Plants to Producing New
Products and Retraining Existing Workers

During the past three years NOVA has worked with FMC to develop an extensive retraining
program for the majority of its workforce. FMC manufactures military transport vehicles,
including the Bradley fighting vehicle. As early as 1990 it recognized that orders forthese
vehicles were diminishing and that its workforce would be reduced from over 4,300 to
approximately 1,800 individuals by the end of 1993.

This created several problems: individuals doing singular tasks needed to be trained in other
aspects of production so that a more limited number of vehicles could still be produced; the
production management process had to be flattened; the production methodology needed to
be changed to enable FMC to be competitive for new marketplaces; and, given the unique
machining environment at FMC which primarily use aluminum, comparable jobs were not
available for the workers who would be displaced.

In partnership with NOVA, FMC developed a comprehensive retraining strategy that
included committing $12,000,000 of compLity funds to this effort, securing $2,000,000
from the State of California Employment Training Panel fund foraspects of the retraining
effort, and utilizing NOVA Defense Conversion Act funds to develop an on-site career
transition center for individuals being displaced.

This effort is now completed. The FMC facility is fully operative with a reduced workforce.
Individuals who went through ETP training were less likely to need 'TPA resources to
secure new employment. DCA resources were only targeted to those individuals needing
additional retraining and assistance in their reemployment effort.

7. The Key/Common Elements to now Successes

The success of NOVA's efforts that are targeted to the employer are centeredon trust. The
relationships that have evolved have occurred because we were there when the employer
needed us, we are there now and the employer believes we will be there tomorrow. We have
been able to demonstrate tremendous flexibility in adjusting our systems to accommodate the
employer's needs. We have also actively pursued additional resources when JTPA dollars
have not been sufficient.

When employers evaluate our services the words most often used are professional,
accountable, knowledgeable, dedicated and available.

8. How States and Localities art Linking their Retraining Efforts to Industrial and Regional
Economic Development and Emerging Technology
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NOVA has been central to assisting our local community in regional economic development
efforts'.

First and foremost, our cities consider the retraining efforts of NOVA and our employer
orientation as being one of their primary economic development tools.

Each city uses these tools in different fashions. For the last three years, I have worked with
one city as the head of its Economic Development Task 7orce which is internal to the city,
representing various department :leads and key functions. The purpose of this task force has
been to explore ways in which city systems can be altered to better accommodate the business
customer. Findings have been shared with other SDAs to assist with their efforts.

NOVA has been very active in participating in partnerships with local defense and technology
companies to develop new enterprises. This has included working on four Technology
Reinvestment Proposals, the development of business incubators for new business start-ups
by dislocated workers, active support for the development of a NASA Technology
Commercialization Center, leadership in creating and operating a small business assistance
development center serving the region, and promoting entrepreneurial business start-ups
through NOVA's Pro Match program.

Recent efforts to promote emerging technology have involved identifying biotechnology as a
growing industry, performing labor market research on job opportunities, working with the
community college and the employer community to redefine a curriculum appropriate for
training of technical staff in this field, and working with city departments to improve the
permitting process to better understand and respond to the facility needs of these companies.

I applaud your efforts to travel out to our community to encourage our comments on how to
improve our employment training system. With one out of every four unemployed Americans
living in California, your efforts are most timely.

While it is very apparent to the NOVA Private Industry Council that the major change that needs to
occur in the Federal dislocated wprker program is the commitment of additonal resources, there are
numerous other ways that the program can be improven including the suggestions I have made.

Thank you for the opportunity to share my thoughts and experiences with you.
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Chairman WILLIAMS. Thank you.
The next witness is Mr. Thomas Nagle who is Director of the

California Employment Development Department.
Thanks for being with us.

STATEMENT OF THOMAS P. NAGLE, DIRECTOR, CALIFORNIA
EMPLOYMENT DEVELOPMENT DEPARTMENT

Mr. NAGLE. Thank you, sir.
In the interest of time, I have submitted written testimony that

goes into these issues in considerable detail and, also, in the inter-
est of not repeating what some of the other members have said, I
would like to edit my testimony.

First of all, in terms of basic ingredients as far as successful dis-
located worker programs, I would simply like to iterate that it re-
quires early intervention so that, prior to the commencement of
the actual termination, the services are provided. That they should
include program information to begin in cooperation with local
labor and management activities.

In addition, we need rapid response, that services at an employ-
er's site provide worker information on programs and services
available to them. All too often, the services are complicated and,
as Mr. Curran mentioned, it should not be a contest on the part of
the displaced worker to learn the acronyms, to learn of these pro-
grams.

Job search techniques and job search assistance should be provid-
ed to those who have jobs available.

Retraining activity should be available to give the workers a se-
lection of viable retraining opportunities. Workers should have an
assessment prior to retraining and training should be provided in
demand occupations.

When necessary, there should be income support specifically
available for those who are in long-term training activities. And I
can't stress enough about the partnerships and coordination.

The successful programs that we are aware of have a high degree
of ongoing, local-level coordination.

On the national level, in terms of distribution of the dollars, we
strongly recommend that special funds, such as the Defense Con-
version funds, be allocated from a formula to States based on the
measurement of the actual job loss. We feel that undue stress is
placed on the system in terms of attempting to compete at the na-
tional level for these dollars.

In terms of recommendations for changes, we would recommend
focus on coordination and cooperation among service providers and
that States should have the right and latitude to select administra-
tive options that best fit their needs.

We basically need single programs that service dislocated work-
ers regardless of the cost of their dislocation. We need consistent
criteria for eligibility. We need clear expectations of goals to be ob-
tained with respect to our Nation's criteria.

We need maximum flexibility with regard to the process that
services deliver and we need adequate, feasible, accessible, and eq-
uitably allocated resources to provide the needed services.
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In a broader sense, before we deal with structural reform that
comes with the nuances of particular programs, but these at the
national level of discussion are the conceptual reform to make
people move to economic self-sufficiency.

We need integration of Federal programs at the Federal level.
We need linkages to economic development. We have to have an
emphasis on company services rather than organizations for politi-
cal or for their organizational survival.

While we talk about Defense Conversion and displaced workers,
we need not forgetor we should not forgetthe vast number of
people who are structuring the program. And, if we are dealing
with limited resources, we would feel very uncomfortable with
moving those limited resources to those that require retraining
skills at the expense to those that are noteconomic reasons.

Basically, the one thing that concerns us about the discussion at
the national level from the administration is the section that the
introduction of competition is, in and of itself, something that will
reform the system. In any introduction of any new organization
into the training system without dealing with the basic reasons
why the system presently does not work is basically very short-
sighted.

We would suggest that more emphasis be stressed on the reform
of the existing delivery system and strengthening the models
rather than reproduction of a new system of delivery.

Thanks.
[The prepared statement of Mr. Nagle follows:1
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TESTIMONY OF CALIFORNIA'S

EMPLOYMENT DEVELOPMENT DEPARTMENT

OVERSIGHT HEARING ON DISLOCATED WORKERS

COMMITTEE ON EDUCATION AND LABOR

SUBCOMMITTEE ON LABOR MANAGEMENT RMATIONS

September 20, 1993

Thomas P. Nagle, Director

/n California the Employment Development Department (EDD) is responsible

for administering the Job Service (JS) , including special services for

veterans and disabled veterans; Unemployment Insurance (UI); and

Disability Insurance (DI) programs. The EDD is also the Governor's

designee for oversight of the Job Training Partnership Act (JTPA).

Within our administration of JTPA, EDD operates a Displaced Worker Unit

through which JTPA Title III programs are administered.

I would like to express my appreciation foi the opportunity to present

recommendations to improve current programs which serve dislocated

workers. We support the federal efforts to create a strong dislocated

worker program that addresses the needs of all dislocated workers,

regardless of the cause of their dislocation.
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Duying the past four years, California ha3 experienced a high number of

plant closures and substantial layoffs
which have resulted in a continued

high unemployment rate. Defense downsizipg is creating especially

significant job loss in California. California has.received

approximately 19 percent of the nation's defense contracts in the past,

accounting for over eight percent of the State's economy. Reductions in

prime defense industry contracts have resulted in the loss of

approximately 180,000 California jobs from 1988 to date. Through the

first three rounds of military base
closures, California faces the loss

of over 82,000 civilian and military jobs, 69 percent of the nation's,

total job loss resulting from these closures.

Another contributing factor to the high number of dislocated workers in

California, is envircnmental issues. Most of the jobs lost due to

environmental issues are confined to Northern California. The timber

industry provides the imqk of the economic activity and jobs in selected

counties in that part of California and there is little industrial

diversity to provide alternative employment.
Workers dislocated because

of downsizing in the timber industry have limited opportunity to obtain

comparable work unless they are willing to relocate and be retrained

My testimony will follow the general outline supplied by Representative

Williams in his letter of September 10, 1993. However, I have placed

more emphasis on re-employment services
to dislocated workers than on

conversion efforts of private defense contractors, since this is the area

in which my department is most directly involved.

BEST COPY AVAILABLE

4 2



400

EDO Testimony
Thomas P. Nagle

1. BAS/C /NGREDIENTS FOR A SUCCESSFUL DISLOCATID WORMS PROGRAM

In general, we have found that the following basic elements are

necessary ingredients in successful dislocated worker programs:

Early interventior If early intervention begins prior to

the commencement of actual termination it is a key element to

the success of dislocated worker programs. Early

intervention includes developing services in conjunction with

representatives from both labor and management. Services

should include information on available programa such as

JTPA, Job Service, UI, labor market information, educational

opportunities, and programs operated by local community

based-organizations. Early intervention may include

developing assistance for workers to deal with stress and

financial problems.

RApig response: Group or:entations at the employer's site

provides workers with information about services available to

them and how they can take advantage of them. Typically,

this includes joint presentations by staff of various State

and local offices such as the Job Service, job training,

social services, mental health, educational agencies and

local community services groups. If the workers have a

collective bargaining unit, representatives should be present

at the orientation sessions.
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JOb search techniaue- and iob sear h ossistan : Services

provided for workers who are job ready should be available as

soon as possible. This would include services provided

through Job Service programs which includes job development,

job search techniques, resume writing and development of

interviewing skills.

Retrain,ng. Where possible, a selection of viable re-

training opportunities should be developed with the

dislocated worker. This should be done through an assessment

process. Dislocated workers should be guided and assisted in

selecting the most viable training alternative. Training

must be cooreinated with local area labor market needs to

assure that training is provided in demand jobs.

Income support. Should be available for those who are in

long term training. Support might include part time

employment, UI, student aid, or Economic Dislocation and

Worker Adjustment Assistance (EDWAA) needs related payments.

Information and referral should also be provided to community

service agencies 'that can assist in providing dislocated

workers services at nominal or no cost to the JTPA program.

Partnerih I-. god ccoidivation: Effective programs involve a

high degree of ongoing local-level coordination and linkage

among the JTPA SDA/PIC, Job Service office, the employer
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community, education and training institutions, and other

human services agencies. Program quality and job placement

outcomes are measurably improved when key parties work

together to design and implement programs and services

specific to the needs of the affected workers and area job

market.

2. RECOMMENDATIONS FOR LEGISLATIVE CHANGES TO JTPA TITLE III

Funding Mechanism

Current dislocated worker programs are under funded. Mechanisms to

augment services through the use of special funds such as the

National Reserve, Defense Conversion Adjustment, Defense

Diversification Program, or Clean Air Act'are cumbersome.

Subsequently, we fail to meet the needs of many dislocated workers.

As you are aware, JTPA Title III funding is provided in a

combination of funds directly allocated to the states and funds

held in reserve to address special dislocation events. In the past

two years, California has fully obligated its Title III fund

allocation within two months of the beginning of a program year.

To augment Title III funds, we must prepare detailed and complex

grant applications.

4
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Often, available funding will not meet the needs of dislocated

workers in a given community. For example, if we attempt to obtain

funds for services for individuals directly affected by a military

base closure which is announced well in advance and has an

identifiable target group, then the development of a grant

application can be completed because the event fits the model. .It

is much harder to address layoffs from other causes such as

subcontractors dependent on bases in discretionary grant

applications. Establishing Labor/Management Councils, surveying

affected workers, and providing outreach prior to dislocation are

difficult when layoffs are widespread throughout an industry.

RECOMMENDATIONS

We recommend that special funds, such as defense conversion funds,

be formula allocated to the states based on measures of actual job

loss. These special formula allocated funds could be directed

where needed, and accessed by substate at:eas with greater

flexibility.

or,

Simplify the application process.for National Reserve Funds and

make the process less industry or base specific in order L.tat a

broader spectrum ,f dislocated workers could be served with these

funds

4
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Restrictions on skill enhancement training

Currently, regulations do not allow for the upgrade of skills in a

participant's current occupation to increase their competitiveness

for jobs. Many dislocated workers have years of experience and

training in their current occupation. Enhancement of these skills,

could make the worker more competitive for jobs in their current or

a closely related occupation. Allowing this type of training,

could reduce the need for some dislocated workers to be retrained

in a totally new occupation.

RECOMMENDATION

We recommend allowing skill enhancement training for dislocated

workers as opposed to requiring retraining.

Restrictions or upgrade training

With the exception of the Defense Diversification Program (DDP),

states are not allowed to use funds to retrain an employer's

current workforce in new skills as an alternative to layoff. Many

small employers do not have the resources to retrain their

employees. These small employers cover a wide range of industries,

and are difficult to target in a DDP application. A. a result,

small employers are precluded from upgrading the skill, of their

current workers to meet the demands of new occupations.

4
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RECOMMENDATION

We recommend allowing upgrade training for all Title III funded

programs. To alleviate concerns that employed workers would

compete with the unemployed for program funds, the use of funds for

upgrade training could be limited to a specific amount or

percentage.

Cost Limitations

Current cost limitations restrict the use of funds for activities

that are needed to Improve program performance.

Longer term training programs are being encouraged to provide

workers competitive skills to enable them to better obtain complete

replacement of their prior wage. To enable longer term training,

supportive services and needs-related payments are encouraged to

support participants while in training. However, current

regulations continue to limit support cost to no more than 25

percent of Title XII funds.

For many skilled workers, their greatest need might be in

identifying how their skills can be transferred to new occupations

as opposed to entering a retraining program. For some workers, the

cost of retraining might be covered by fund sources other than

Title III. However, current regulations still require 50 percent

4
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of the total grant amount of a Title II/ project to be slient in the

retraining cost category.

RECOMMENDATION

We recommend that cost limitations be made more flexible to allow

the type of activity needed to assist the worker become re-employed

in an occupation for which they are qualified and would provide

them economic stability.

RECOMMENDATIONS FOR CHANGES IN THE FEDERAL, STATE, AND LOCAL ROLES
IN ANY NEW DISLOCATED WORKER PROGRAM DESIGN

The focus of employment and training program reform is presently on

the Clinton Administration's "workforce investment strategy" which

consists of three elements: comprehensive dislocated worker

adjustment services, a one-stop career center system, and a

national labor market information system. The U.S. Department of

Labor (DOL) last week requested comments on a draft legislative

framework for the Administration's proposed strategy.

This strategy envisions a comprehensive program of dislocated

worker services that must be delivered through a network of either

One-Stop Career Centers or through Worker Adjustment Career Centers

(WACCs) by 1995. In general, California supports the need for a

high-qaality, customer-driven system with a foundation of clear

goals and outcome-based measures of success. Governance roles

described in this initiative do not fit the needs of all the

states. For example, we believe that states should have discretion
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in designing and implementing programs within their own

environment, needs, and existing programmatic relationships.

Specifically, whether or not worker adjustment "centers" are the

appropriate service delivery method should be an option reserved

for the states to decide.

The initiative put forth by the administration describes a method

of selecting program operators through a competitive process. It

would be more beneficial to develop a sense of collaboration among

possible program operators. Coordination of services to dislocated

workers and other 7lient groups through voluntary arrangements

among various State and local employment and training entities has

been a major focus in California. A number of innovative and

successful partnerships between EDD's Job Service program, local

JTPA SDA/PICs, community colleges and other entities attest to the

fact that programs can combine efforts in ways which benefit the

c1nts and the community-at-large.

The state should have the latitude to select the administrative

option which best fits that state's circumstances. Having a state-

level administrative entity also provides an opportunity to set

broad statewide prioriti,s and to address special circumstances.

In respect to local program oversight, responsibilities are

currently shared by DOL and the State. The DOL proposal does not

clearly define the roles and responsibilities between the state,
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DOL and the local partnerships. To clearly define the roles, the

responsibilities should follow the flow of funds.

We believe that the role of the federal government should be to

describe the basic components and desired outcomes of services, but

not the methods that the state and local administrative entities

must use to achieve them., We would prefer that the new DOL

dislocated worker proposal look more like the recently inroduced

federal School-to-Work Cpportunities Act in which state and local

roles and relationships are cooperatively worked out between all

parties.

4. THE TYPES OF LINEAGES NECESSARY TO FEDERAL JOH CREATION EFFORTS POR

INDIVIDUALS AFTER THEY RECEIVE TRAINING

We strongly support the concept of linking economic development and

job creation with employment and training programs. The ability to

link training programs to the creation of high quality jobs will

obviously increase the success rate of the training program. Often

this link is missing. For example, this link is missing from the

Technology Reinvestment Projects (TAP), contracts to do

environmental remediation on military bases, or transportation

projects. There is currently no inJentive to hire dislocated

workers in jobs created by these programs.
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S. THE DESIGN OP EFFECTIVE RAPID RESPONSE EFFORTS

The key elemelt to an effective rapid response system is early

intervention beginning prior to the commencement of actual

termination. This may,be provided on site or at a single location

before workers disperse after the layoff. Services should be

developed with the advice of a committee comprised of labor and

management representatives. The services should include

information on available JTPA activities and other training

programs; information about Job Service, DI and the local labor

market, programs offered at community colleges and other local

educational institutions. The services should also include general

workshops on crisis and stress management and persor?al financial

management.

The "California State Plan for Employment and Training Assistance

for Dislocated Workers" outlines the general statewide strategy for

respondina to plant closures and mass layoffs, including the low-

skil: low-wage worker. This plan emphasizes a team approach,

providing for State leadership in conjunction with local-level

flexibility and resource coordination. The State Dislocated Worker

Services Section (DWSS) within the EDO is responsible for

coordination of State assistance activities. The DWSS oversees

dislocated worker assistance efforts with special attention to

those having area-wide or industry-wide effects.

REST COPY AVAILABLE
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California provides rapid response services through subgrants with

SDAs acting as agents of the State. They are more aware of the

local resources and organizations that can provide assistance to'

displaced workers.

At the local level, SDAs and PICs coordinate available resources to

deal with the problems in,ways that best address local needs.

SDAs, local EDD Job Service offices, and other local employment and

training entities, work as a' team with labor and employers, to

deliver needed employment and training services to dislocated

workers in a timely and coordinated fashion.

Upon receipt of a WARN letter, the SDA representative, with

assistance from the employer will develop a specific program to

meet the needs of the employees. These programs will be4developed

to meet the diverse needs of the displaced workers. Typically,

these include individual counseling about benefits, and retraining

options. Employees also receive information about job openings,

support services for small business start-ups, job clubs, and other

job search mechanisms.

A quality program will most often be the result when a high degree

of coordination exists between the local SDA, the local EDD Job

Service office, the local employer and any local labor

organizations.

4 .! 3



1

411

EDD Testimony -14- Thomas P. Nagle

6. EXAMPLES OF SUCCESSFUL CONVERSION OF PLANTS TO PRODUCING NEW

PRODUCTS AND RETRAINING OF EXISTING WORKERS

will describe some systems and structures that California has in

place to facilitate successful conversion.

On March 4, 1993, Governor Wilson signed an Executive Order

establishing the "California Council on Defense Industry Conversion

and Technology Assessment. The Council composed of major state

organizations and institutions of higher education, is under the

lead of the Trade and Commerce Agency. The Council is charged with

developing.recommendations for a unified, proactive strategy for

assisting workers, communities and industries affected by defense

downsizing and the creation of new jobs through effective

technology transfer.

The Council identified $65 million in State and federal funds,

_ncluding JTPA Title III, that could be used as match requirements

for Technology Reinvestment Projects (TAP). As a result of

California's marketing of TRP, California led all other states in

the number of TRP proposals submitted. If we are successful in

attracting TRP funds, these funds can be used as a key element in

conversion and job creation.
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Similarly, with military base closures, we see effective reuse of

military facilities focusing on the creation of high quality jobs

to make up for jobs lost. This will be a key element in economic

development efforts for communities experiencing base closures.

Governor Wilson has established a 'Military Base Reuse Task Force'

that is currently holding hearings to identify and overcome

obstacles to effective and prompt redevelopment of these.closed

facilities.

California has also established 'Team California" which is a

network of several State agencies and economic and business groups.

This team collaborates on major projects to provide businesses

assistance in California.

"Project California" is a major initiative of California's Council

on Science and Technology and is charged with identifying emerging

industries that we feel we are in a position to develop in

California. Project California works to identify the skills needed

by employees to work in the industry and develops plans to provide

those skills.

Until the recently released regulations for the Defense

Diversification Program, retraining of current workers to

accommodate conversion efforts has not occurred. This wax not an

allowable activity under TTPA Title III. California's Employment

Training Panel ISM provides training to workers to upgrade their
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skills so they can remain employed. The ETP is funded through a

special employer tax. The ETP funds have been used to support

worker retraining in several defense firms.

7. KEY COMMON ELEMENTS TO SUCCESSFUL CONVERSION

Employers and government agencies are relative novices in the area

of converting defense related businesses. Large, publicly-held

defense companies are proceeding cautiously and seeking partners

that will bring expertise lacking in defense companies. Technology

and design skills must be combined with marketing and competitive

pricing structures for defense firms to successfully compete in

commercial markets. Employers must have ready access to

information and assistance to help them with conversion.

While we don't feel we are experts on successful conversion

strategiee, we would encourage the use of training funds to help

facilitate conversion and avert layoffs where possible. We feel

this is an area in which business and government should work

together for our mutual benefit.
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skills so they can remain employed. The ETP is funded through a

special employer tax. The ETP funds have been used to support

worker retraining in several defense firms.

7 KEY COMMON ELEMENTS TO SUCCESSFUL CONVERSION

Employers and government agencies are relative novices in the area

of converting defense related businesses. Large, publicly-held

defense companies are proceeding cautiously and seeking partners

that will bring expertise lacking in defense companies. Technology

and design skills must be combined with marketing and competitive

pricing structures for defense firms to successfully compete in

commercial markets. Employers must have ready access to

information and assistance to help them with conversion.

While we don.t feel we are experts on successful conversion

strategies, we would encourage the use of training funds to help

facilitate conversion and avert layoffs where possible. We feel

this is an area in which business and government should work

together for our mutual benefit
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B. HOW STATES AND LOCALITIES ARE LINKING THEIR RETRAINING EFFORTS TO

INDUSTRIAL AND REGIONAL ECONOMIC DEVELOPMENT AND EMERGING

TECHNOLOGY

From an econcmic development viewpoint, more needs to be done to

link employment and training activities with efforts to retain

existing jobs and create new employment opportunities. Retraining

and other human resource development cannot be effective in the

absence of job opportunities.

In the Clinton Administration's dislocated worker proposal, there

is no mention of economic development activity. We feel this

component is essential to dislocated worker adjustment programs.

An effective worker adjustment strategy must do more than just

respond to the current job supply/demand situation of the labor

market. Rather, strategies should be in place for actively using

labor market Information including the skills, knowledges and

abilities of the local labor force. Training resources should be

seen as a means to foster job growth and retention.

In California, we hav made some of our Title III funds available

for retraining componene.s of TRP proposals. We feel that if JTPA

Title III funds are part of a proposal, we help the applicant meet

the fund match requirements and assure that jobs created benefit

dislocated workers. Title III funds in the proposal will then be

used to train and hire dislocated workers. Linkages such as these
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between programs are important but often missing. Diverse

requirements among different federal programs make coordination

more difficult at the local level.

9. OTHER

Again, I want to thank you for the opportunity to present testimony

on dislocated worker programs. If you have specific questions

about dislocated worker programs in California, I will be happy to

answer them for you now.
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Chairman WILLIAMS. Thank you.
The final witness is Ms. Eunice Elton who is Executive Director

of the San Francisco PIC.
Thanks for being with us.
You didn't need to actually move that mike every time, it was

more of a test of agility to see if you can allyou failed, by the
way.

STATEMENT OF EUNICE ELTON, PRESIDENT, PRIVATE INDUSTRY
COUNCIL OF SAN FRANCISCO, INC.

MS. ELTON. I would like to summarize what I have written rather
than take time to talk about all of it.

But I do want to emphasize that the common basic characteris-
tics of a successful dislocated worker program are local planning,
decisionmaking, and delivery.

In some places, "local" may translate to "the governor's office,"
which may be true perhaps in Vermont but, in this State, with
1,000 miles along the west coast, this is not local; local is really
right where we are.

The governor, when we first went into Title III in California,
very wisely decided to set up the substate areas to be the same as
the sub-areas under the new system. So we have found ourselves,
.in California, running both the programs for the structurally un-
employed and the retraining here. And I think that has tremen-
dous advantages.

One in which we frequently find ourselves, when we start talking
about funding, thatare not eligible, moving to the other funding
source.

One of the things we don't have in San Francisco is a typical dis-
located worker set. We don't have a typical community. We don't
have a manufacturer, a great big Ford plant closing down sort of
thing. What we have is small dribbles of people being terminated
because of the economy, because of plant closures. Maybe somebody
moves the Best Foods plant to southern California and people
become unemployed but, basically, we are dealing, one by one, and
five by ten, with small numbers of people and small employers,
some 24,000 of them in a very small community.

Our biggest exposure to the base closure, of course, has been the
closing of the Presidio, which is still in process. We started out
there with 400 or 500 civilians. As somebody on the outside would
assume, you would assume somebody was in charge. Well, what we
have discovered is, everybody is in charge, because there are multi-
ple commands.

I don't know that we ever did establish how many different com-
mands there are at the Presidio. There are people who are in
charge of this and people in charge of that, but there are all these
little things that have pieces and many of the little pieces just
picked up and moved when word came that this was going to close.

We did start with 3,500 people and we thought we were going to
be doing a lot of retraining. After a year, 1,600 of those people had
disappeared, but only 87 have been laid off. The others had taken
advantage of things like the Priority Placement Program that you
mentioned, the opportunity to transfer into other Federal jobs,
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early retirements for a special $25,000 if you will retire, just a
series of things happened and the Job Service gave a lot of people a
lot of help in finding civilian jobs.

So we ended up with 87 people laid off. Twenty percent was ap-
parently about the proportion of people you end up being involved
with, even though it may be a huge termination on paper.

We've done a few things locally that will help, the creation of the
Enterprise Zones is a wonderful opportunity, but it doesn't help in
the result of a base closure. The community has economic prob-
lems, it created the Enterprise Zones hoping to reward employers
for increasing employment. One of the good things we did is make
people who are part of the JTPA program, people who will bring
those rewards to employers.

We've had problems with the Title III legislation ever since it
came along because it was not written as an augmentation of
JTPA, it was written as something else and sort of thrown in, I sus-
pect. But I do want to thank the committee particularly for your
leadership in getting a change in the law, which has saved us a
great deal of time and financial accountability.

We had a provision that said your proportions of funds you could
spend were related to the total expenditure; but you don't spend all
of your money for retraining the first day that somebody comes
into the office, you spend a lot of time in advance and then you
may not end up going into retraining at all.

So the change that you made in 1992 was very, very helpful.
One of the things that I should mention to you about the Presid-

io is that we've had a very interesting experience in that you go
out, you talk to a group of people about what we can do for you, we
can help you find jobs, we can help spend money, we can give you
retraining if that is what you need, and by the time the person gets
around to saying, "Oh, yeah, okay, now I'm ready," and you go
through the assessment process and determine what that person is
going to be retrained for, just dandy, you're out of money. And
you're out of money until somehow you can get through the maze
of getting Sacramento to process an application, which we have to
put together because one goes to Washington and Washington has
been slow.

We have a current problem with the new legislation about the
provision of purchase of training from a vendor. The provisions
we can chargethese cost categories arebenefit to us but you can
charge your premium cost to training, the whole ball of wax, if you
pay tuition as published in the vendor's catalog, but you can't
change anything and do that too. If you decided to ask the vendor
also to assure job placement, you've changed the rules, you have to
go back to full accounting for all the cost categories; and no private
employer in his right mind will stand for that. The only people
stuck with it are people like us.

If you need to add a function, you need to change a price, you
can't do it and still have the advantage of being able to charge
your training costs.

One of the things I'm facing right now, I've already been notified
by Mr. Nagle's office that, as of the middle of September, all of our
Title IIIwhat they call 40-percent moneyhas been committed.
So, from now on, the rest of this year, any time that we have to go
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in, because we get some kind of a layoff, for funds to do something
or other, that has to go in to Sacramento where it gets reviewed
and eventually approved and then it goes back to Washington and
eventually, maybe, some money comes:out of Washington.

Again, it's too slow. Dr. Dickinson has spoken about getting an
early start on these people when they first get word they are going
to be terminated, you can get an early start but you don t have any
money to do it with, to spend our time or to provide the training
for those who would like to get an early start.

I would like to see the legislation not only deemphasize the Fed-
eral role, but also the State role. I realize I'm sitting next to Mr.
Nagle here; we've been friends for the last 20 years so I guess he'll
let me say it anyway.

The Federal legislation provides that rapid response is one of
those things that's done at the State level. I hope your legislation
will permit delegation of that responsibility at some level much
closer to the people than the State level. Again, it's a matter of this
is a very large State.

It is very hard to understand the mechanics of what's happening
in the timber industry if you are raising crops in the San Joaquin
Valley. We just think a different way in different parts of the
State. And there are parts of the State you simply cannot get to
during the winter. If you have to get from Sacramento to Bishop in
the winter, good luck.

We would like very much to see all of the cost categor) reporting
go because we think it's much more important to do the job we're
there to do than to sit around accounting for, did I spend 15 per-
cent or 20 percent of my time this day on such and such an activi-
ty? But, if we have to have cost categories, we would urge you to
have the same cost categories under both the basic Title II program
and the retraining Title III program.

I am sure people will say, "But, you know you are not guarantee-
ing that you people under JTPA business will be doing the retrain-
ing"; and that's true. I mean, Congress can cut it off and hand it to
somebody else. But, even so, the training institutions are the same
training institutions and they should not have to cope with two dif-
ferent sets of laws when these people who get laid off look just like
the people who already were unemployed.

I am thoroughly confused by two provisions that I see in the doc-
uments now being distributed. One is the Workforce Investment
Board, which in many ways would be the same kind of activities
that the Private Industry Council is currently engaged in. I'm not
sure, again, why there must be two.

Even if there are two administering entities, it is going to be ex-
tremely confusing to the employer community to know whether I
will talk to the man from PG&E today or I go talk to the man from
Bank of America tomorrow because they are on different boards or
councils. And it seems like a new level of what I could call bureau-
cratese or bureaucratic nonsense.

I'm also having difficulty with the concept of the one-stop centers
and the worker adjustment centers. As I look at the material, there
are differentdifferent levels of responsibility and function as-
signed to those two and each is apparently something that can be
committed locally, bid for locally so that you could have Hughes
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Aircraft running a worker adjustment center in one community
while you have some other group, maybe a community college, run-
ning a one-stop center 25 miles away. This, to the outside public, is
just uttermaybe nonsensebut utterly confusing.

If the separation is really so artificial, I have trouble reading it
and figuring out what this is that has been proposed. I think the
whole area needs to be re-thought as to whether there should be
two kinds of centers or one kind of center. I would like to see some-
body start out by saying, "What kind of a center is really needed?
What kind of functions? Who should be part of it? And are we will-
ing to pay the bill to do the job that needs to be done?"

I think that is a highly questionablewe have never yet paid the
bill for more than 5 percent of the people who are structurally un-
employed; I doubt very much if we will be able to get a commit-
ment for enough money to run the one-stop centers. And then, to
put it up for rebid and competition every four years pretty well
guarantees that you won't have experienced workforce.

There is much too much specificity. There is even a provision
that the Secretary shall recapture funds annually. I thought we
had just gotten over that oneback in, recaptured funds annually.

We really would like to see the displaced worker program com-
mitted to local decisionmakingand I mean local, despite my
friend Mr. Nagleoperated in conjunction with Titles II and IV,
with the Private Industry Councils as presumptive deliverers of
service.

I would like to read a quote from one of my coworkers who said-
"But the only ones who understand the local are the local elected

officials and the local business and education leaders who live and
work there. All the Federal initiatives in the world will not work if
the local folks are not allowed to design and operate the product. Tv
people don't like JTPA, then fine, change the name, spell out the
desired results, save those parts of the current system that do
work, turn it over to local leadership, and get out of the way."

There are a couple of things I would just like to add to respond
some to what I've been hearing.

Mr. Williams, you spoke about the need for this economic devel-
opment effort to be tied in closely. And we certainly believe that
this is the case W Pve a little appalledagain back to those cost
categoriesto 're no longer permitted to charge time
to what they c -it=generating activities," which, trans-
lated the other ic development.

Dr. Corrigan sj., ie Career/Pro program and we've met
with some of his sta1 and hope to see it move forward. At
the same time, there is sort of a similar parallel effort going out of
the Livermore Lab. And we have met with those people and would
be glad to see them go forward. The thing that is particularly inter-
esting to me is that there are four Federal agencies involved in
that solicitation, none of which is the Department of Labor.

Dr. Dickinson spoke about the need for joint efforts. And I had
occasion recently, when a number of us service-delivery area types
who are with defense closures got together to suggest that some-
body might find a way to do one application for funds for those
East Bay areas and Treusure Island rather than each of us making
a separate application for funds. I was shot down right on the spot,
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"This doesn't fit the system." Again, that is part of what's wrong
with the system.

A very interesting process, getting an early start is just great but
it is extremely hard to get them to start because first they deny
that it's ever going to happen, and this seems to be the standard
reaction. "It isn't going to happen to me, they wouldn't let this
happen to me." And then there is the period of being furious,
which isn't very productive. And, after you get past all that, then
they start beginning to think about, "Well, what am I going to do
when I have to pay the mortgage?" So getting a start is very diffi-
cult.

We were happy on the defense establishment to see they recently
changed the rules so that we can start serving people the minute
the announcement hits the press. I think that it was a very con-
structive change. Originally, we had to be within six months of a
layoff and we didn't always know who was going to be laid off
when.

And finally, I think probablysince I shouldn't talk foreverI
should join Mr. Nagle and his concern about the structurally un-
employed. They are very numerous in our community. This is a
community of some 750,000 people, depending on which figures you
use. Of those, 12,000 to 13,000 families on Aid to. Families with De-
pendent Children, which means an unemployed person somewhere
close to those families.

There are another 12,000 or 13,000 people receiving general as-
sistance, perhaps maybe 25 percent of those people are employable,
but 25 percent of 12,000 people is a lot of people. So I don't want to
see us throwing out the funds for the structurally unemployed in
order to cope with the problems of the retraining candidates who
are better qualified.

Thank you for letting me ramble on; but it was fun.
[The prepared statement of Ms. Elton follows:]

STATEMENT OF EUNICE ELTON, PRESIDENT, PRIVATE INDUSTRY COUNCIL OF SAN
FRANCISCO, INC.

The essential, common basic characteristics of a successful dislocated worker pro-
gram are local planning, decisionmaking, and delivery. The participants at all levels
must vary with the local situation. While "local" may translate to "the Governor's
Office" in Vermont, it does not in a State that is 1,000 miles long, has differing local
economies and political organizations, has cities at sea level and at 6,000 feet eleva-
tions, and enjoys widely varying climates.

The Governor, when Title III first came along very wisely determined that the
substate areas in this State would be congruent with the service delivery areas
under the Job Training Partnership Act. This has given us flexibility in serving
people, using either funding most appropriate to serve a given individual. This, in a
sense, was the start of the one-stop-service now being advocated by the Federal ad-
ministration.

We have added to that, in San Francisco and some other localities, Assessment
Centers, making a full range of counseling and career planning services available to
all residents, regardless of economic or social status. In our case the Assessment
Center. financed by JTPA money through the Private Industry Council, is attached
to S.F. City College, since that facility handles both credit and non-credit adult edu-
cation for this entire area, and is the single local institution with the greatest
number of practicing professionals in assessment roles.

We have had a range of experiences with Title ITT (and Defense Conversion Title
III-typel efforts. What we don't have is the "typical manufacturing plant closure.
Even though approximately 30,000 jobs are reported to have disappeared from San
Francisco over the last two years, our dislocated workers come in comparatively
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small batches (50 to 100 is typical), with wide ranges of occupational histories. We
are a community of 24,000 mostly small employers, with emphasis on health service
and business service industries.

Our only big layoff experience is with the base closure of the Presidio. We started
with 3,500 civilians to be terminated in about two years. We've done all the reasona-
ble things, like holding orientation meetings with those being terminated, and pro-
viding a lot of services through a Resource Center on base. It looked like a huge
operation for us. One year after the start-up, employment had dropped by 1,600, but
only 87 people had been laid off. This appears to reflect a general pattern; people
retire, move away, transfer to related establishments, find jobs (frequently with the
help of the Job Service). Twenty percent seems the usual proportion of layoffs. Our
scorecard of successes does not reflect what we do.

San Francisco, like many other communities, has created an Enterprise Zone, to
take advantage of various State and Federal tax benefits. What we have done that
is different is to create San Francisco benefits as well, and writing in Title III par-
ticipants as persons whose hiring brings those benefits to the employer. If the Fed-
eral Empowerment Zones are finally created, there should be a similar priority for
people being trained with Federal funds, whether JTPA, refugee, or any other of the
63 presently relatively uncoordinated training programs.

The present Title III legislation gives us some of our worst problems, and changes
are needed. But first I want to thank you for a recent change in the law. No longer
is the amount of money which can be spent on any category of costs determined as
a percent of the total Title III expenditures in that program year. The 1992 change
to "percent of available funds" makes Title III accounting equivalent, at least to
that limited extent, to Title II accounting, and is getting us off the brink of catastro-
phe.

I. We have problems related to the purchase of training from a "vendor"; to
charge those tuition costs to the retraining category, we cannot modify what the
vendor has published as price and curriculum. We need to be able to add both func-
tion and related money in contract negotiations. An example is the need to reward
the trainer for job placement; another would be the ability to accept an offer of a
reduced price. To be stuck with a commitment only to "offer job search assistance,"
which is what is usually in the published brochure, isn't good enough. But to re-
quire a detailed budget, and detailed reporting by cost categories of a for-profit
training institution is just too unrealistic.

2. We need more flexible criteria for eligibility. While we believe the administra-
tion's proposal is for broad eligibility, we fear that congressional action may again
tie this down as the present specificity does.

3. We would like to see the legislation deemphasize the State role. The processing
of requests for funding is too slow. While it may be argued that this is an adminis-
trative problem, not the result of legislation, it really is both.

A part of the proposal being discussed is for "one-stop-service," along with cus-
tomer satisfaction. We have always tried for the latter. We believe in the concept of
one-stop-service, and there have been some small beginnings. But for the one-stop-
service, the components being suggested are only a fraction of the list of those who
should be involved. The Director of the Employment Development Department,
Thomas Nagle, has pointed out clearly that there are 23 employment and training
entities in this State. In the proposed lists, where is the Veterans' Employment
Service (a Department of Labor activity)? where is the Veterans Administration?
where are those refugee training services? the agencies training the developmental-
ly disabled? and so on.

We have been notified that California's "40 percent Title III money" for the full
12 months of this year is as of mid-September, all committed, and that any proposal
we submit to Sacramento for retraining money will be reviewed and processed
there, and will be sent on to Washington for consideration from the Secretary's re-
serve. Our experience with that is "slow." We would like to see the Secretary alio-
cate to California additional funds, recognizing California's special present economic
circumstances, and let the Sacramento-level of review and determination be final.

To be accessible to people would require branch operations (this is a huge State).
It would also require language capabilities to meet local needs; in San Francisco we
would require English, Spanish, Cantonese, Mandarin, Korean, Tagalog, Vietnam-
ese, and Russian, at minimum.

Federal legislation at present puts rapid response at the State level, and I believe
that is carried forward in the proposals. But in California that just isn't feasible.
The legislation should permit assignment of that activity to the administrative
entity for the substate area, by agreement with the State. You should try to get to
Bishop from Sacramento in the dead of winter!
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We would very much like to see the elimination of all cost category reporting,
believing that doing the job is more important then detailed bean-counting. But if
we must have cost categories we would like them to be the same as those in use for
Titles II and IV. There will be those who respond "Title HI will not necessarily be
administered by the Title II grantee." But even if that becomes the case, the deli-
verers of services will be the same training institutions in many cases, and what
they don't need is the present differences in both definitions and cost categories.

The proposed legislation would add a Workforce Investment Board for Title III,
leaving the PIC for Titles II and IV. It appears the WIB would be prohibited from
being the administering agency. But in our case our success is, in part, attributable
to the fact that the PIC is the administering agency for JTPA. In our opinion this
prohibition presents a new level of bureaucratic nonsense, and is an example of the
micromanagement being protested by California's SDA administrators.

I am totally bewildered by the proposal that there be both one-stop-centers and
Worker Adjustment Career Centers, with differing levels of services to the public.
This separation is so artificial that one has trouble keeping track of the subject
when reading the written material. And what good would a one-stop-center be if it
offered only career exploration, without helping the individual to reach his conclu-
sion?

Having two kinds of centers, perhaps at 25 mile intervals, will bring major confu-
sion since our populations are very mobile. "You can get this service in Long Beach,
but not in San Fernando."

This whole area needs to be re-thought. There should first be a decision: are we
interested enough in one-stop-service to invest the money to make this happen? Are
we interested enough to fight the turf wars to bring this about? If not, let's limit
what is proposed to what we are willing to try to accomplish.

Further, opening the door to changing administrative entities every four years
guarantees that there will be staff members inadequately prepared to perform these
functions. And what kind of career does this provide an employeeor managerof
the Center?

There is much too much specificity as to functions of one-stop-centers or WACCs;
much too much of the "workers are to be enrolled by tl-e 13th week" sort; if that
doesn't fit your community colleges' teaching schedule, what then? Specific require-
ments for wage supplements, too, me "too specific."

There is a threat, too, in the provision that the Secretary should recapture un-
spent funds annually. Workers do not necessarily become unemployed in a time
frame that fits the "unspent funds in a program year" idea. Recapture needs to be
tied to unobligated funds, if recapture provisions really are needed at all.

Finally, let me ask that in mandating the locally-based independent and flexible
entity I've been describing, that your legislation also direct all the others who
should participate to do so.

We would like very much to see the displaced worker program committed to local
decisionmaking (not State), operated in conjunction with Titles II and IV with the
PICs as presumptive deliverers of services. Let me quote one of my peers in the em-
ployment and training world:

"but the only ones who understand the local level are the local elected officials
and the local business and education leaders who live and work there. All the Fed-
eral initiatives in the world will not work if the local folks are not allowed to design
and operate the product. If people don't like JTPA, then fine ... change the name,
spell out the desired results, save those parts of the current system that do work,
turn it over to local leadership, and get out of the way."

Chairman WILLIAMS. Thank you.
We will go first to Mr. Miller for questions or comments.
Mr. MILLER. Thank you very much.
This has been very helpful, and I think we would all do well to

take the written testimony that you have submitted and your com-
ments and use them as a critique for the administration's proposals
to see whether or not they are advancing or walking in circles. Mr.
Williams and I have been through a number of these rediscoveries
of the need for job training and have become concerned whether or
not we are, in fact, improving this model as we go along. I think
that the examples that you have posed provide us some help.
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Let me ask you something just in general to comment on some of
the things you said.

Ms. Elton, my first question is on the Title HI application when
you stated the money is now committed and in order to reallocate
it you would have to go to Mr. Nagle and Mr. Nagle would have to
go to Washington. Is it not possible that we can make an assess-
ment of what our expectations are, certainly with respect to base
closures, over the next year or 18 months or whatever period of
time, and make a joint application for the Bay Area?

Ms. ELTON. I would hope so. I think
Mr. MILLER. Is that allowed. Mr. Nagle?
I mean, can a State go until we insist that they be impacted in

the following way and, therefore we are now asking for these funds
so we will be ready for this?

Mr. NAGLE. Well, we would still have to have some specificity.
Part of the difficulty is we have base closures, we have plant clo-
sures. So there is a number of disruptions that occur during the
course of the year.

It is possible to put it together but it does require a degree of
specificity that normally we do not have. That is why we suggested
a formula share so that, during the course of the year, we, along
with the locals, could make the decisions as the situations

Mr. MILLER. The point I'm raising is that the base closures have
been announced but most of the unemployment has not yet oc-
curred. We are starting to see schedules developed by the Navy,
both with respect to Alameda and with respect to Mare Island, on
what job loss rate they anticipate. You then have all your ongoing
problems with closures and dislocations from various employers in
the area. So the job loss from base closures is additive to your an-
ticipated workload of a year ago.

Mr. NAGLE. Yeah.
Mr. MILLER. Why is it we cannot say, "As a result of these base

closures, we think we are going to need X-percentage of additional
moneys to service the Bay Area community for this purpose?"

Mr. NAGLE. That is quite possible. The issue has always been the
amount of resources available both by formula share as well com-
petitive and then the length of time it takes for the review and the
approval.

But, to answer your question, it is possible and we do work withthe locals in putting that
Mr. MILLER. One of the things that has emerged with respect to

the base closures is an inordinate amount of cooperation among the
congressional delegation. Mr. Dellums' committee and my commit-
tee are sharing information.

I spent the other morning at Alameda looking at their proposals.
Mr. Hamburg and Congresswoman Pelosi share workers with me.
The representatives of the Bay Area have made a decision as a del-
egation that we are all in this together.

I think that will allow some new ways to coordinate this across
the East Bay or across the Bay Area that maybe we haven't done
in the past but that we ought to think about doing at this point. I
think the delegation is fully prepared to go to the Department of
Labor and say "Look, this is our best guess-estimate from our local
PICs, from our job training people from the State, of the initial re-
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sources we need to have in place." This way, as people start to
come out of Mare Island, Alameda, Treasure Island, and elsewhere,
we can start to service them up front and not scramble for services
after they give us their name and their problem.

Mr. NAGLE. NO, we would
Mr. MILLER. In a participatory effort.
Mr. NAGLE. No, we would be very much in favor of that type of

approach.
Historically, the Department of Labor has not been responsive to

that broad a based submission. They have always wanted to be far
more specific and often we are put in a position, in effect, of com-
peting with local entities because the way it is structured now, the
local entities submit them to us for our recommendation to the
Federal Government and, for the most part, we have recommended
everything.

Mr. MILLER. Well, let's test this Department of Labor because
we've never had a Secretary that's so deeply involved in the issues
of worker training and retraining, an issue that he's written about
for a series of years. But we need your input. We need the local
PICs to start cooperating and sharing the information on the an-
ticipated workload from this episode of base closures. There may be
other issues but I just don't

Mr. Curran?
Mr. CURRAN. Mr. Miller, I have been a customer of Federal as-

sistance having done a number of Federal grants. I can give you a
little reflection on what it's like from the other side of trying to
match the partnerships and filling the expectations of resources
being made available and how much our credibility we have in
there.

We, last year, with the notification of the Naval Air Station at
Moffitt Field closing, put together a grant application for Defense
Conversion fund, the first time wefor those.

Recognizing also
Mr. MILLER. That's the NOVA Tech.
Mr. CURRAN. That's the NOVA T. -Threcognizing also the diffi-

culty of doing a grant for a single employer or single event and
how much things change with that, we actually joined with about
five other core companies that were all defense-related companies
that had experienced significant downsizing.

That grant application, and the advantage of DCA grant applica-
tions, is that, if it is long-term, you can do six months. It's meant to
be there for the full nine yards.

And so we sat down with the company and then had to specifical-
ly state every individual that was going to be unemployed and
when; what their job skill steps were; were they going to be em-
ployed some place else; were they going to retire; is there a job in
the community for them; if there isn't one, needing an on-the-job
training contractor that would train them 21/2 years down the line;
and, knowing Silicon Valley, that company would probably not be
in business anyway.

We put all that information together, how, I don't know. We sub-
mitted that application for $3.5 million. That application actually
was rather kindly reviewed. Our experience in the past had been
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nine and ten months at the time, with the Secretary of Labor; that
was down to about 21/2 months at the time, I believe.

The funds were made available with some contingencies that
took us about a month, month and a half, but they werewhat I
found here is that they were not as partners. We were going
through a process of showing that we could jump over all the
hoops.

In particular, at the eleventh hour, when it is being reviewed by
the Secretary, a statement came out, "Well, the Naval Air Station
is going to be taken over by NASA so all those people will get
work." Okay?

Now, essentially, everybodythe $3.5 million should be $2 mil-
lion; okay? And, since you have less money, you only have 18
months to spend the dollars you get at 36 months. So now what I
have is the exact time, I have another application that they had
submitted because the Naval Aii Station is still closing down and
I'm out of money and I'm out of time.

There is not a sense of partnership and not a sense of interac-
tion. There's not even an appeal process because"Well, wait a
minute, let's talk about it." Once you hand it in, it has to stand on
its own.

Parallel with that, the Secretary of Laborthat we had for two
companies that have experienced more downsizing than they origi-
nally experienced, they originally anticipated. So we have now
used all those funds up.

I called up last week and said, "These are the same companies,
these are the same folks, these are the same layoffs on your sched-
ule, what can we do to increase the term or increase the amount of
the money spent?" "You can't." You start all over again.

The system isn't made to help us, the system is to protect
Mr. MILLER. That's unacceptable. That's just not acceptable. And,

if we had this option in this go-aroundI mean, as an elected offi-
cial, and I stress "elected," that's just unacceptable.

That is not the service that the government should be rendering
to individuals who are trying to take care of our constituents when
they fall upon economic hard times. I mean, that's just unaccept-
able. So we will have to figure that out.

All I am trying to stress for the moment here is that I think you
have a very unusual situation in the Bay Area. I think even within
the State we need a high level of cooperation and coordination
among the delegations so we are not trying to steal out of one an-
other's efforts. We will try to recognize the uniqueness of what's
going on in Silicon Valley, what's going on in the East Bay, what's
going on in the north coast, and what's happening down south with
respect to defense industries. People are trying to figure this out.

I think this gives us an opportunity to push the curve. If you get
rebuffed, you come back and say "This is the problem we're
having." Let's see if we can blaze some new ground that can later
be reflected in the legislative approach along the lines of the sug-
gestions that many of you have made here.

With Mare Island and Alameda, we do have some notice allowing
people to start to reflect on that in the community. The contractors
to those Federal facilities now who will start thinking of what per-
centage of business they are going to lose, are going to start look-
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ing for workers elsewhere but, at same time, they are starting to
think what that means to my workforce. Do I lay off five or six?

I think we've got to start gathering that information now. As Dr.
Dickinson pointed out, you've got to go to the employer who may,
in fact, already be laying off people and talk to that person about
that.

Unemployment, historically, is looked at as shame, and we've
just got to break out of that. We've got to get people to come for-
ward. As we get a list of the contractors and start to see how that
industry is going to be diminished, we've got to go to those employ-
ers and say "What's the impact on your workforce?" They can
report "I'll be fine," "I won't be fine," "I'm going to lose half," or
"I'm out of business."

That is the process, and I think we need to go to the Department
of Labor with that kind of request for anticipatory funding because
we want to be there the day or before the day that person walks off
that job and their economic foundation just falls away from them.

I mean, that's the goal to go to those workers and see if we can
retrain them over that period of time. That's the goal of what Dr.
Corrigan is doing with his effort.

Enough said on that, I've got a couple of other questions and I
don't want to use all my colleagues' time here; they won't let me
anyway.

What do we know about the quality of people who are involved
in your industry, if I can use that term, in terms of their abilities
to deliver skilled resources to the potentially unemployed or the
unemployed? In most human service agencies, one,of the things we
don't really invest in is the training of the personnel of the people
who deliver the service, whether it's child care, teacher education
and training, or another service.

What about in this case? Is there a great range between the
talent of personnel within the PICs and in their training and their
understanding? What are we doing on this?

Dr. DICKINSON. Let me justI'll get out of here and then I'm
sure t he PIC directors can speak more specifically.

But, indeed, there is a great range. And some places have really
put a lot of effort into hiring a staff and putting together inhouse
staff training programs, things like assessment, bringing in mental
health counselors to help people who are dealing with dislocated
workers, understand some of their emotional responses.

And it was mentioned, it is a fairly predictable pattern and they
need to be on theto understand why people are reacting the way
they ar6. There are various ways of doing it.

they also hire outside consultants. Small areas have tried to le-
verage and working with existing community resources in order to
enhance their own staff. So then, on the downside, there are places
where they've had the people doing the job for years and that's
how they do their job and they are bureaucratic and not very flexi-
ble so they haven t looked for some of the needs skills that they
need to know in order to serve the dislocated worker population.

So, indeed, a broad range with what we have currently.
Mr. MILLER. Yes, Mr. Nagle.
Mr. NAGLE. It was like under the law of JTPA and the State, I'd

like, at least, to comment.
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We have 52 service delivery areas in the State of California. It's
a very uneven system. You have some that are very good, very pro-
fessional, very forward looking in terms of integration beyond their
own scope. And, at the other end, you have those that will just do
what the letter of the law says and make no attempt to reach out
beyond the strict confines of JTPA.

They do not see themselves in the employment development busi-
ness, they see themselves in the JTPA aid business, which is very
narrowminded.

Also, the structure of the PICs, they are very uneven. It gener-
ates usually on the individual interest of members so, in any
system, if you have a very aggressive, involved group of highly
placed, motivated employers, you have a very good PIC.

In many cases, you have retired individuals who are "consult-
ants," or leaders of businesses that are not necessarily involved,
such as the Chamber of Commerce, or the tax associations, or labor
movements, or whatever.

Mr. MILLER. It's not the first thing on their agenda every day
Mr. NAGLE. And it's a backwater and it becomes very a self-serv-

ing part of the bureaucracy as opposed to a facilitating mechanism,
very inconsistent.

Mr. MILLER. Should we try to change that?
Mr. NAGLE. Not having laid the groundwork, it's hard for me tosay
Mr. MILLER. I don't know if there is some alternative. That may

be just the way it is. You're asking the question of people who, at
least the people that I know, are very involved, very busy

Mr. NAGLE. Yes.
Mr. MILLER. [continuing] with their own jobs and livelihood.

You're asking them to take on this responsibility. Should it be rel-
egated like that or is that model not good in every case. We say we
want these people's involvement in this process. You gave me a
statement of facts. I don't know if it's possible to

Mr. NAGLE. Well, I can offer you an opinion and then, obviously,
I would like to hear what some of my colleagues say.

First of all, I thought it was a mistake with the JTPA legislation
to simply suggest that, because the system was going to be "turned
over to the private sector," that that, in and of itself, was going to
make things better.

I think, inherent in that, it requires technical assistance, as well
as to PIC members. They should be held to a fine degree of expec-
tation. There should be some uniformity in the way of their train-
ing and broadening of their perspective. I don't think that has sys-
tematically been done.

So the system can be reformed and improved but, if left on its
own, as with anything else, it will find its own level of competence,
which is very uneven.

MS. ELTON. May I?
Mr. MILLER. Sure; I don't think I could stop you.
Ms. EuroN. It's not possible.
Certainly, there is a great variation of ability.
One of the problems, I think, in this State isand I've been

quoted beforethe State Job Training Coordinating Council. This
is a mechanism which is advisory to the government. It is primari-
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lythe department heads who are members don't come, they send
representatives, which gives you an idea of where that stands.

They see role as JTPA, they have not forced the coordination of
the education system, the Department of Commerce, the other ac-
tivities that I think they could probably force if they would stand
up and really push it to people.

The Marketing Committee of the State Council puts on all kinds
of activities, all promoting JTPA. And every time I see it, I get irri-
tated because, in our community, we not only administer JTPA
funds, we administer JTPA funds, we administer local funds. I
have all kinds of needs for publicity and promotion but it's not for
JTPA, it's for a range of services.

So I would urgeI think when we first started hearing about
Human Resource Council, we said. "Ah-ha, we need to get rid of
this thing." And maybe that's the answer.

Mr. MILLER. Thank you.
Chairman WILLIAMS. Mr. Hamburg?
Mr. HAMBURG. Thank you very much.
It's really interesting and informative to listen to all of you. I'm

a former director of an agencythe CAPP agency, a community
action agencyand so I'm familiar with a lot of the training pro-
grams deaiing with bureaucracies on the State, Federal, and local
level. It's really interesting to me that so much of what you say
sounds a lot like what I hear when I go to Chambers of Commerce
and hear people in the private sector talking about excessive red
tape, excessive attempts to control the process from these overlords
of the system Who are so concerned that there is going to be abuse
to the system that they create a system that really is choked and
won't work.

Many of you voice the same concerns and put out the same
vision of what a workable system would be like. I kept hearing
clear eligibility pressure and earlier intervention, rapid response,
flexibility, and above all else, maybe local control. I think what you
said is just absolutely right.

How we can get these other levels of government to let go of
their hold and let you do the job that you know needs to be done, I
think, is a big challenge.

Mr. Nagle, you talked about looking at competition as a solution
rather than coming up with new solutions to the job retraining. I
didn't quite understand what you meant by that and I'd like you to
elaborate a little bit.

You also mentioned that we need more emphasis on reform of
the existing system and I'd like you to comment on that also be-
cause it seems to me that the existing system is so cumbersome, so
confused, so overlaid with levels of bureaucracy that I just wonder
if we can get there from here.

Mr. NAGLE. Well, specifically to answer your question about my
earlier comment, we have been led to believe, from reading some of
the drafts of legislation which the Federal administration is consid-
ering, and not yet introduced, but considering, that there are ele-
ments of that that basically stress a competitive model. And that's
what Ms. Elton was referring to before.

And, instead of incentivizing the existing system, instead of play-
ing to the strengths of what's been done well and eliminating what
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has not been done as well, it would appear that the general concept
is, if you introduce a new set of actors or actresses so that the ex-
isting bureaucracies would have to compete, and therefore that, in
and of itself, will mean improved service.

If, indeed, that is the motivation, I believe that's extremely short-
sighted because what we are then doing is taking existing, limited,
inadequate resources and introducing new components to deliver
those resources. And those will be components that will be drawn
to the dollars as opposed to improvement in the service.

Mr. HAMBURG. Right.
Mr. NAGLE. So that was to more highlight what I think I was

trying to say. And we would be concerned that, in thinking compe-
tition alone, rather than a reform of the systemand, by reform,
we believe in collaborative models.

What we've attempted to do is say that there are no presumptive
roles. We don't think that the State Employment Service should
have the lead in everything. What we are saying is, play to the
strength of the local community.

Mr. HAMBURG. Right.
Mr. NAGLE. Now, money should be made available to facilitate

that. The State Employment Service should play its appropriate
role, Private Industry Council, it, the community college, it, rather
than segmenting the dollars and pitting us against each other.
That was my point about funding services as opposed to organiza-
tions. Because, once you fund the organization, you have a political
structure, identity, and whatever.

So, again, as my colleagues have said, we have to step back and
say what is it we re trying to do and then how is the best way
to

Mr. HAMBURG. To results.
Mr. NAGLE. [continuing) rather than to tinker around the edges

by saying, the best way to change the system is to add more organi-
zations into the system.

Mr. HAMBURG. Right.
Mr. NAGLE. That's crazy, in my opinion.
Mr. HAMBURG. Yes.
Ms. Elton, did you want to comment on that, as well?
Ms. EuroN. Just basically, the answer is to say "Me, too."
We do have a need, I think, probably, for more training. I think

one of the great things we are able to do is purchase training
where we aren't competent to deliver it ourselves. But there is no
question that the complexity of what we have, the fact that, as Mr.
Nagle has identified, there are 23 train, ig systems, training and
placement systems in this State and we don't know even who all of
them are. We aren't always on good terms with all of them, al-
though we try.

But there is basically no vehicle for many of these things to
work.

Dr. CORRIGAN. If I might comment really more as a layperson
than anything else, having had some experience with PICs in
Boston and then serving on PICs here and looking at the quality of
time that board members are supposed to devote, the quality of the
people that presumably are selected, and then what they are asked
to do.
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I've spent my whole career, really, in the public sector. Frankly,
I have seldom seen anything as confused, technically oriented, and
bureaucratically driven in terms of the meetings themselveswith
all due respect to Eunice and to her staffthe meetings themselyes
are seldom involved with the kind of policy decisions that we
should really be involved with because there is so much technical
material that has to get through.

And I think that I have a reasonable good command of technical
language and processes, having worked in these bureaucracies, but
I must say that this is a level of bureaucracy that even leaves me
aghast.

And I wonder to the extent to which people are singers of
peoplerepresentatives precisely because of the facts thatyou
know, the head of PG&E or the Bank of America is going to find
his or her time not well spent. And I think we want those people
involved.

Mr. HAMBURG. So, with JTPA, we tried to create the system and
we brought these private industry people in theoretically because
we wanted their expertise and their ideas and we bog them down
with so much technical jargon

DT. CORRIGAN. Right
Mr. HAMBURG. Mr. Miller, if I could just ask: My experience with

the JTPAs up in Mendocino and Lake Countieswhich doesn't
have much organized labor is that except people who have been re-
tiredI didn't see a lot of participation by organized labor and I
personally feel very strongly that there needs to be that participa-
tion.

I would just like to ask you what role you see organized labor
playing in the context of the PICs and in the context of this worker
retraining for defense workers?

Mr. J.T. MILLER. I'm glad you finally asked me something; I was
getting bored sitting over here.

But toand I hope those retired people up there in your neigh-
borhood are retired union people.

Mr. HAMBURG. Well, I'm from Lake County, lots of farmers.
Mr. J.T. MILLER. That's right, yeah.
Now, to be honest with you, and I've found this out recently, that

I know, in Napa and Solano County, PIC has been very low profile
with labor. I've been with the Labor Council since 1988, an officer,
I heard very little about Private Industry Councils up until about
two months ago.

And just like everybody is talking Mout regulations, I literally
read the Federal Register, Volume 57, Volume 58, like the Title II,
part of the Title III bylaws of the Napa PIC and the bylaws of the
Solano PIC. The outcome of me reading those: I've been appointed
to both councils.

I shouldn't have done that.
But, when you get into the moneys like JTPA moneys, DDPs and

DCAs and emergency funds--and I'm going through and going
through and I got a hold of the Chair of the Napa and the Solano
PICs and we had to kind of sit down and we've had some discus-
sions. Also to the futures committees, our subcommittees.

The way I started looking at it, and it seems likewe have met a
couple of timesis the idea of what we were going on, as I tried to
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figure this all out and do it all, that, first of all, is what we did, we
just identified especially what we need. And we started working
kind of, maybe, backwards on the regulations.

We met with Wendy Farrian of Solano County and said, well,
right now we need planning money for displaced workers, so many
over here, within what we call the Mare Island 1,000, the 1,000
workers being the first of the year.

So we just started identifying that and figures, now how can we
get planning money. Can we use JTPA money? Can we use DDP
moneys? Or DCAs, and all these other acronyms. That's the way
we've been working.

It is tough; it's tough. But I couldn't figure out any other way
and neither could anybody else to get around that. So, yeah, it
would be nice to streamline it but then, again, we have to have a
certain amount of checks and balances; it is tax dollars.

We'd all like to just say, well, yeah, you know, give me money
and we can do it. But, yeah, I think it would be nice to streamline
a little bit, but I couldn't really, at this point, tell you how.

But I'll tell how we're working at it, we're identifying short-term
and long-term needs and if this is emergency money, we'll go
through it. And a lot of phone calls at night. And support now,
we're getting a lot of support with the labor unions and Private In-
dustry Councils and that.

Mr. HAMBURG. Well I think that the accountability for Federal
money is real important. Is it an accountability for making sure
hundreds of pages of forms are constantly filled out, or is it ac-
countability that we get the results out of this

Mr. J.T. MILLER. Right.
Mr. HAMBURG. [continuing] that the legislature originally in-

tends. Sometimes those things really get in the way of each other.
Mr. J.T. MILLER. I just was trying not to say that the Members of

Congress are doing a bad job.
Mr. HAMBURG. There's always a lot of room for improvement.
I wanted to ask: Ms. Elton, you talked about these one-stop shops

and worker adjustment centers. I don't think you were saying that
they are necessarily a bad idea but I think you were wondering if
I think your words were, "Are we willing to pay the bill?" I think
that's a really valid question to ask.

We have a huge task ahead of us. And several of you have talked
about structural unemployment and that we don't let this current
effort somehow take dollars and take resources away from what we
already have to do.

I guess I would just like to ask you to elaborate on that point; do
you think that, in light of the scarcity of funds, perhaps we should
not look to establishing these kinds of centers and we should work
in other ways.

MS. ELTON. Well, I guess first I should say I believe in one-stop
centers where, if a member of the public needs something, each
member of the public can find the right place to go to get theit
would be a little difficult in many cases.

The reason I guess I. was raising questions, I read an analysis of
the proposal that describes both the one-stop centers and the work-
force investmentsomethinghad slightly different roles. One had
a complete role which would take a displaced worker all the way
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through to result in a career choice. But a one-stop center which
would make information available and then perhaps test some
things and then stop. This makes no sense to me at all.

As I say, I had trouble reading the material and really under-
standing it.

I think it would be absolutely great if somebody could come in to,
whether it's my office or some other office, and get information
about what services are available for the rehabilitation for those
disabled persons, what services are available for someone who is
homeless. What about the person that comes into my office and
doesn't speak any English at all; we have a fantastic English lan-
guage problem in this community.

The one-stop service would be very hard to put together. In little,
dinky San Francisco, and we are very small, we have to have
branch operations that specialize by language, if nothing else. It's
difficult and yet people are entitled 'to that information. They
really are entitled to better service than they are getting.

Mr. HAMBURG. It is largely a matter of whether the resources
are going to be there in terms of dollars. I mean, these ideas sound
wonderful but to implement them requires a level of financial com-
mitment that I haven't seen in Washington yet.

I really applaud the administration for being much more ener-
getic on this score. And Robert Reich, I think, really sees the abso-
lute importance of worker retraining, with or without Defense Con-
version. Just looking at my congressional district in the north part,
we have a timber economy that's falling apart and we have tre-
mendous needs for conversion from our own sort of resource-based
industries to ones that are really changing the way we work in the
woods.

With the whole area of Defense Conversion, when President Clin-
ton announced about a $20 billion package over five years, that's
not going to go all that far. I think we need a strong commitment.

Mr. Nagle, I just *ant to go back to you just for a second.
You mentioned the need of conceptual reform of what it takes to

move people to economic self-sufficiency. I just want to hear a few
more sentences on that because I know I agree with you, but I just
want to get it on the record in your words.

Mr. NAGLE. The problem, I think, is that all too often employ-
ment and training programs have been looked upon as an end in
themselves. And, frankly, the programs are a sophisticated form of
welfare unless they are linked to some type of economic develop-
ment. So, therefore, if we are just focusing on retraining, without
linking that to other available Federal resources that are going to
be invested in the area for transportation, the natural resource de-
velopment, or whatever set of purposes, that's the type of coordina-
tion and leadership we would like to see at the Federal level be-
cause we are challenged.

Again, as I said, in JTPA we have perhaps resources for 5,
maybe 10 percent of the eligible people who walk in the door. So
the answer is not so much access. And if we restructure to increase

. access, all we are doing is burdening the system.
If we set up a two-tier system whereby the educated, the skilled,

and yet long-term income support and the unskilled, unemployed,
long-term, not only will individuals that do not, we are basically
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restructuring a two-tiered economic system perpetuating the prob-
lems that we have now as opposed to improving them.

So, in effect, that's what I'm talking about. We need to rethink
what does it take to move people into jobs as opposed to what does
it take to keep organizations doing what they have historically
done. And we would like to see some leadership at the Federal
level in linking Federal departments and programs through voca-
tional education and job training, widen our employment training
programs in thedevelopment area, Department of Commerce, De-
partment of Labor, Department of Education.

It is very difficult for us at the State and local level to any type
of coordination activity when rules and regulations and funding
sources go back to the Federal Government and there really is no
incentive at the local level to coordinate.

So, againI don't mean to talk around the issuebut, in terms
of conceptually deciding what is it that we, as a country with limit-
ed resourcesand they forever will be limitedhow do we wish to
invest that in our workforce of the future? And I don't think that
debate or discussion has taken place at the national level.

Mr. HAMBURG. I think it is, on one hand, an organization debate
and how do we create a system that works with bureaucracies that
actually function; but it's also a question of how serious we are
about this in terms of the financial commitment of the country.

As one elected official, I think our commitment is too shallow
and, when you talk about the 10 percent of people who actually get
services that they need, some of that is a need to do more outreach
and have more people out in the communities telling people what
is available. But a lot of people who come in the door, there's just
not enough to go around. I think that's wrong. I'm going to work
on directing more resources to this problem of economic conversion
that I think exists throughout our society.

The Defense Conversion is an important piece of it here in the
Bay Area but, as I mentioned, in my district, it's much, much
broader.

Thank you, Mr. Chairman.
Chairman WILLIAMS. Along with what Dan is saying, my district

is all of Montana and we have the same kind of conversion difficul-
ties that Dan has in part of his district with regard to timber.

Let me, at the risk of angering my two colleagues, and particu-
larly my old friend George, tell you what some folks in my dis-
trictand in Arizona where I just came from two days ago talking
about much of the samesay about the Bay Area with regard to
the tens ofthe hundreds of millions, if not billions of dollars that
might have to be spent in areas like this with regard to base do-
sures.

In the 1970s and 1980s, constituents in the rest of the country
say billions of dollars by the tens flooded into those areas, Federal
taxpayer dollars. Whether one agrees or disagrees with the defense
buildup, particularly the extraordinary buildup of the 1980s, areas
like thisand there are only a few othersprofited enormously by
it.

Now the question is, of course, these same taxpayers now say
"You mean we are going to have to put a huge share of the dislo-
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cated worker money into the same areas now that there are base
closures going on?"

That's what I hear in Arizona, it's what I hear in my own State
of Montana. You could go to 25, 30 States in this country and that's
what the taxpayers would ask.

And I know you recognize the problem. I recognize, as Chairman
of the committee, the dilemma; I think you need help. And the
committee and the Congress and the President is committed, along
with the Secretary of Labor, to providing that help.

You have to understand out here, though, the great sensitivity
that this problem is creating among taxpayers in the country, par-
ticularly with the current deficit and particularly with the other
conversion, economic conversion problems such as Dan spoke
about, which also affect the State, just in a different part of it.

One of the things I heard in Arizona, Dr. Corrigan, was from a
couple of major American industries who said, "We can't contract
with public education, we can't contract with four-year institutions,
postsecondary institutions either private or public, because their of-
ferings are so rigid that they cannot solve the problems, in either
our in-service training problems for our own workers or the prob-
lems of our dislocated workers." For example, you are on a semes-
ter system, while dislocated workers need help right now, they
need open entry, open exit.

How does higher education change, if it has to change, in order
to meet those kind of needs?

Dr. CORRIGAN. Well, Mr. Chairman, in the first place, higher edu-
cation has to change. Secondly, higher education is not monolithic
and my suspicion is that the criticisms may be more appropriately
made of traditional research universities than places like San
Francisco State, for example, which are urban-oriented, communi-
ty-oriented, which the research that goes on is applied regionally
and locally applied.

We have our own bureaucracy and our own ways of doing things.
You know, I think, Mr. Chairman, that Career/Pro developed out
of our urban institute and we structured the urban institute pre-
cisely because it alleviated the mechanism within the university
that could be more responsive on a timely fashion so that we could,
in a sense, premise the resources that we had outside of traditional
departments and allow them to be focused as need be when it came
to community issues.

I think that, increasingly, we will see institutions like San Fran-
cisco State, with its strong connections to the community, trying to
break out of the old patterns of doing things.

You know, we are in UC country right now. Clark Kerr came up
with a model many years ago that getting a faculty to change a
curriculum is like moving a cemetery. Well, we are, in fact, trying
to do that in places and our institutions are much more responsive.

The other point I'd make in passing is that people keep on rais-
ing this issue of university involved in what are vocational or
training issues forgetting, for example, that Harvard University
was founded as a vocational institution, it was to train ministers;
that San Francisco State was founded to train schoolteachers; that
the great land grant institutions that some of you are familiar with
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were founded and developed precisely because the economic en-
gines of their communities depended upon higher education.

I mean, the Wisconsin model that became the land grant model.
And I think we need a return in higher education to a concern

for how it is that the resources of higher education are put, not
only in the classroom, but outside of the classroom. And we are
trying very hard to reach out, particularly in community colleges,
to establish this relationship and with community organizations so
that we can provide, let us say, the expertise that is necessary to
help to put together these programs, not always will we be the de-
livery system.

But I think, frankly, the people that you spoke to in Arizona did,
in fact, have a point, that we suffer from rigidity as well and we
have to break out of that.

Chairman WILLIAMS. Maybe Mr. Miller and Dr. Dickinson both
want to answer this, and that is, regarding plant closing legisla-
tion, WARN: Do you have any recommendations about changes
that might make WARN intervene early and more successfully?
The administration is suggesting that we eliminate the one-third
workforce requirement.

What do you think?
Dr. DICKINSON. I think a recent JAR study on WARN certainly

highlighted that there were many problems, both in implementing
the current legislation and with coverage with the current legisla-
tion. And I agree, the one-third workforce rule seems nonsensical
when there are hundreds of factory workers, that theywhether
it's a large international corporation or a large international corpo-
ration and it's not going to affect one-third of their workforce.

So I think I would strongly support that, especially since rapid
response is often linked to whether it's one eligible, in which case,
the EDWAA resources don't come in because of that particular po-
sition.

I think, also, implementation of the existing legislation is really
important; and that takes a lot of leadership at the Federal and
the local levels in order to make employers aware of the require-
ments and also the benefits that can accrue to them from compli-
ance. And a lot of places have worked at both providing informa-
tion and then working with their economic development efforts in
developing a better relationship with their employer's community
so that they are seen as a resource and not as a compliance agency.

Chairman WILLIAMS. Mr. Miller?
Mr. J.T. MILLER. Yeah, I'm not real familiar with this one-third

workforce to comment a lot on it.
I'm assuming that that's when you are depleting your workforce,

you know, by at least one-third in that region or area. So I just
don't know. Am I correct on that?

Chairman WILLIAMS. That's right. Have your members taken ad-
vantage or found useful the WARN legislation?

Mr. J.T. MILLER. Yeah.
No, I'm not really to familiar with that.
Chairman WILLIAMS. Dr. Dickinson, let me ask you another ques-

tiun. From your experience in reviewing multiple strategies for dis-
located workers, what do you think of the administration'sas far
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as you as know about it, what do you think of their one-stop center
approach?

I know you spoke of
Dr. DICKINSON. Yeah. Well, I think the general idea is hard to

refute. I mean, the idea that customers can come to one place and
get the information and begin to start on the right path towards
getting direct services is certainly, you know, a worthy goal.

I think some of the specific mechanics and governance in the
current proposal, I think, is more problematic. I think I would hate
to see some cookie-cutter approach being imposed upon this really
good idea because there are many ways to do it. And it can be a
place where people start and then get good referrals and appoint-
ments elsewhere so then they know where to go next; or you can
have this concept of no wrong door so you can start anywhere in
the system and get somewhere else to where you really need to be.

So I think there are lots of ways that people have put together
and tried to implement this goal and I think they need toI think,
perhaps, more input and alternative strategies for that would be
advised before locking into any one way to go about it.

Chairman WILLIAMS. Okay.
I want to limit the time now to five minutes each for a second

round of questioning; and we need to do that because of airplane
schedules and having to return to Washington.

So after Mr. Miller comments on this, we will go to this Mr.
Miller and Mr. Hamburg, back to myself, and then we will adjourn.

Mr. Miller did you want to comment?
Mr. J.T. MILLER. Yes, I just want to make this quick, Mr. Chair-

man.
I am not familiar with that WARN legislation but I guarantee

that, if I have an opportunity to be in front of you again, I will be
familiar with it.

Chairman WILLIAMS. All right.
Mr. J.T. MILLER. The difference on your statement, on page 5,

you raised the issue of obtaining the cooperation of employee
groups and unions. This afternoon, when you visit the Mare Island
community, this is a highly unionized facility that is being tenni-
nated and closed at this point, and I just wondered what kind of'
additional concerns that might raise when you're talking about the
retraining or the reemployment of those individuals.

Do you know anything historically about that in terms of going
out into other employers and bringing people who are out of the
organized sector and trying to place them elsewhere and how do
you work to mitigate that?

Dr. DICKINSON. Let me think more about that in specifics but. I
think, in general, that having the union imolvement is really criti-
cal and can be very helpful in terms of making the services more
available to the individual, providing some peer support and peer
recruitment, and also they can be very useful in identifying alter-
native employment opportunities because of the knowledge about
how those skills can be used in different occupations.

But, clearly, the issue about replacing wage rates becomes very
difficult and is particularly more difficult in more unionized sectors
where those wage rates may no longer be available in alternatives.
So it does become very difficult in that-
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Mr. MILLER. I am wondering, over the last, you know, decade, es-
pecially in the Bay Area, if there's really been a great deal of expe-
rience in placing, providing training, referrals, and information to
this sector.

This shipyard is a heavy industry. It's pipe shops and electronics
shops and welding and sheetmetal. This is different than we have
experienced over the last decade. As we've watched industry, the
impact has been in the service industry. The most of the recent
layoffs, outside the defense industry in southern California, are not
something that people are that familiar with. It forces a person to
make a kind of a dramatic change, possibly, in his or her career.
These are highly skilled workers in terms of the machinery they
have used, the tolerances that they have been expected to work to,
and the quality controls that they have had to work under.

I am just trying to anticipate, over the foreseeable future, how
you market these individuals.

The welder who is working on composites and titaniums and all
the exotic materials at Mare Island is not somebody who is just
slapping two pipes together. It goes throughout the system; they
are working with some of the most exotic technologies and materi-
als at that facility that exist in the world today.

So these people clearly have the ability to acquire those skills.
They are also highly organized. They belong to the industrial
unions and governmental unions. They've worked under v;ork rules
and those kinds of arrangements.

Again, we think of this in terms of our retraining and environ-
mental remediation legislation such as Congresswoman Pelosi's leg-
islation that provides the money to the consortium to do that.

Congressman Dellums' committee took our amendment which di-
rects the Navy to use these people to the greatest extent pos3ible
and yet, when that's done, we still want to transition those people
into the private sector. That part of the private sector that hopeful-
ly, if we are successful with the consortium transitioning to it, is
not organized. It just doesn't lend itself to that_in most instances.

What I know about the environmental cleanup, from my experi-
ence with the refineries in my district and elsewhere, is that it is
not an organized sector of our economy.

So we've really got to take people from one distant place in our
economy and be able to move them through this job retraining
service organization and out, possibly through temporary employ-
ment and training for the cleanup of these facilities. Then they will
move on to the private sector and that's no small hat trick.

Dr. DICKINSON. No, indeed not. And it involves retraining in
workplace skills, where they are used to highly structured, union-
ized organizations, and producing, as you say, high quality but
small numbers of products and suddenly they have to find them-
selves working in a more open or perhapsthe high performance
workplace skills, such as total quality management, where they
may be actually be making some of the decisions that they have
i m posed.

Mr. MILLER. Just ask the PIC directors here, would your model
currently accommodate that kind of workforce?

Mr. CURRAN. Not only accommodate it, it would improve it.
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And I will give you an example; at FMC, which is highly special-
ized welding of aluminum in the middle of Silicon Valley, which
doesn't use big things and doesn't do things in 10-year timeframes,
it doesn't have that level of decision required to throw out 20 per-
cent of the stuff that they make.

We have been involved with the Employment Training Council
of the State of California doing somethingand that was when the
company wao going to go upthey retrained a major part of the
workforce for the last two years. But the workforce that's left is
able to use the statistical control, use the total quality manage-
ment, new production lines, more people participating, and moreflexible

Mr. MILLER. Is that model transferrable to the Solano County
PIC or the Napa County PIC? I mean, is this kind of information
readily available to be shared and other in-service training for
those offices? I mean, that is

Mr. CURRAN. It is at that point, they are just finishing and one of
the components of it was, the study, was that people moved into
jobs quicker. People went in to JTPAthey get higher wages. That
report went to the Employment Training panel this week and it's
expected, hoped, that it will be shared with the whole JTPA com-
munity on how to try to make a different kind of funding mecha-
nism work for an employer that is currently trying to reduce work-
force.

Mr. MILLER. Thank you.
Chairman WILLIAMS. Mr. Hamburg?
Mr. HAMBURG. I wanted to just ask: Are there services available

to workers who are forced to relocate? Some of these people are
going to be able to integrate into local private economy and some
aren't.

How broad is our reach in terms of knowing what opportunities
that people might have outside of the immediate area, with respect
to the Bay Area workers?

Mr. CURRAN. The Bay Area, up until two years ago, we probably
had little to no relocation assistance. And that's not the financial
side, that's the information where jobs are, because they believe
that people have a chance of getting a jobin the area.

Now we do fairly limited in the sense of availability of phone
banks and job announcements, but it's very, veryI think, prob-
ably, maybe a prejudice is how do we reinvest the money in our
communities so that our communities stay vital rather than look-
ing at the more national picture.

And, right or wrong about that, you don't take another commu-
nity where this human resource may contribute a lot to another
community. Our focus is very limited resources and too many
people waiting for the services in the first place, of having people
staying with the jobs that are here instead of someplace else.

Chairman WILLIAMS. Yes'?
Mr. NAGLE, If I may?
A non-JTPA activity through our own job service, the Employ-

ment Service, we have a computerized system called Job Match,
which means, employers who list their job openings with usit's
totally apart from training, it's a labor exchange, matching pro-
gramwe can tell you, if you walk into an office in Eureka what
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are the jobs that you're looking for in San Jacinto. So it is a state-
wide system.

We also use that for those leaving the military and vie provide
our information to military bases overseas, to people mustering out
in California so that they are aware of job openings.

So we do have a capability statewide to provide opening informa-
tion from those employers who do list, voluntarily, their jobs with
the Employment Service. But that is not related to training.

Chairman WILLIAMS. Yes, J.T.?
Mr. J.T. MILLER. Yeah. On Mare Island, they've established job

clubs and a form of job match, a computer system. And most of it,
at this pointthe last time I toured itand it was mainly for Fed-
eral jobs. However, my understanding with all the PICs, we are
going to get the two counties' PICs to move an office in that same
building and then expand it. It's a fully computerized system.

Mr. HAMBURG. That is available in both Napa and Solano Coun-
ties?

Mr. J.T. MILLER. Yes. It's just what we have.
Moving expenses, if you do change jobs, another job out of the

State or wherever within a certain distance, the Federal Govern-
ment does have a system set up where there's a certain amount of
relocation money; that's for displaced Federal workers alone.

Mr. HAMBURG. The only other thing I want to mention is, I vis-
ited Solano Community College over the last couple of days and
there's a lot of enthusiasm about this HAZMAT training program
that's being initiated through the college. I see Mike Nolan in the
back; it's good to see you.

There is quite a bit of concern about the commitments that the
community collegesboth Napa Valley and Solanoare making at
an upfront level, before they know that funding is going to be
available to cover the services that they are initiating.

Is there any way to deal with that, Dr. Corrigan? Do we just
need to get the Federal Government to be more proactive as we
talk about with regards to that?

Dr. CORRIGAN. Well, I think we have some of the same problem
that was being described by our colleagues from the PICs, the De-
partment of Defense, as you know, tends to contract rather than
provide grants, given that kind of situation.

You know, we, ourselves, do hazard with some of our own re-
sources. One of the reasons that we raise money from private funds
is to kind of prime the pump, hoping that the Federal dollars will
be coming.

But, yes, the overwhelming answer is that the extent to which
there could be some money early on for the planning-implementa-
tion process, particularly when you're a community college. Essen-
tially, the only dollars available to them are instructional dollars.
So this is quite significant.

Mr. HAMBURG. Yes, they seem to be real stretched.
Dr. CORRIGAN. Yes.
Mr. HAMBURG. They want to do what community colleges are

really best at, which is responding to immediate problems and deal-
ing with the stresses in the local economy. But this is a diverse
stretch, and I'm sure you know that.

Mr. Miller?
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Mr. J.T. MILLER. Some of the hazardous material in moving and
training, the laborers' union does have schools down in San
Ramon, California.

I took a tour through them. Of course, it's not big enough to
train the number of people we have. And it's really a nice-struc-
tured setup. And the community college, I planned on getting you
members or your staffers to go through that; I haven't had a
chance to do it. But it gives you a structure. And it's something
that the community collegesof course, you've got to get the
moneycould possibly take off from that.

And of course, with the laborer's union, are definitely willing to
work. Operating Engineers have also a school in Sacramento. So
those are options.

Whether we use them through training money to hire them to do
it or we make our own, we already do have something in place and
it's really a fascinating school.

Our minimum requirements of a journeyman, whether you're a
machinist, an electrician, or a rigger, you are three units short of a
two-year degree. So just for the doctor here, for your information,
most of our journeymen over thereor I should say journeyper-
sonshave two-year degrees, believe it or not; and there's a lot of
them that happen to have four-year degrees. That's just part of our
training.

Solano Community College is used to working with the Federal
Government in training employees. Just information.

Mr. HAMBURG. Thank you.
Thank you, Mr. Chairman.
Chairman WILLIAMS. Mr. Curran, what percentage of your enter-

ing participants end up with employment and how are those wages
compared to the wages of their previous jobs?

Mr. CURRAN. Overall, over the last three years, we are about 73
percent.

Chairman WILLIAMS. That's entering participants?
Mr. CURRAN. Pardon me?
Chairman WILLIAMS. And that is 73 percent of entering partici-

pants?
Mr. CURRAN. Of all participants entering a job that come in con-

tact with our programs. Over the last three years, the number of
dislocated workers we served has gone from 1,000 to about 6,000.
The last year, with the lower wage to enter, it formulated to about
67 to 68 percent.

I think we have learned for the first time it wasn't just the train-
ing, we had to develop jobs because the jobs just weren't there.

At probably three years ago, the average was about $2.00 an
hour higher when people came in. Last year it was about equal;
this year, it's about $1.50 lower. Our average rate is about $15 an
hour.

Right now, production, electronic manufacturing, up tacontract
engineersthe individuals that make up that universe.

Chairman WILLIAMS. Thank you.
Mr. Nagle, what percent of clients in retraining in California re-

ceive income support?
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Mr. NAGLE. I wouldn't have that figure here immediately avail-
able to me but I would think there would be very few. Income sup-
port has not traditionally been a component of training.

The old CETA program which ended in the early 1980s did have
what they called stipends, basically support while one was in train-
ing. But historically, income support has not been part of the train-
ing.

Chairma n WILLIAMS. Let me ask youlet 'me give you some
equal time here.

As you know, Ms. Elton mentioned having a connection between
the local agencies and the PIC folks and the Federal Government,
which she thought might not be in keeping with your thinking.

Would you like some equal time here before we close to tell us
why that's good or bad?

Mr. NAGLE. Well, if I may, just two very brief points and one is
aif you forgive me for interjecting.

The one-stop shop concept, I want to make a comment, if I may.
Chairman WILLIAMS. Yes.
Mr. NAGLE. The concept is good but, in this area, we have to

think, as Mr. Curran suggestedthere needs to be a one-stop elec-
tronic access. The concept of physically locating every conceivable
service in one location, number one, is impractical and, number
two, we couldn't even make the space in time to deliver the service.

So I am suggesting we need to move our minds to the modern
age of, we need to provide this information not just the service pro-
viders, but the libraries, community colleges, computer networks.
In effect, we have to broaden our access through the electronics
system.

In terms of the role of the State, as I said, we very much favor
collaborative efforts. We feel there is a role for the government and
the State in terms of overall policy, working collaboratively with
the local entities.

If the JTPA system alone is given the money, then we are con-
cerned about what linkages that can create with other State pro-
grams or the Federal programs. So it's less important to us who
runs it as it is what inherently is the mechanism for collaboration.

So I would really rather stress that than to say there is a pre-
sumptive role the governor or local elected official for a

Chairman WILLIAMS. Ms. Elton, you suggested that collaboration
wasn't, in fact, taking place at the State level.

Ms. ELTON. I think a lot of collaboration does take place, a lot of
it locally. I think you will find my written material has a very
quiet little sentence there, however, that says, "If you want this
collaboration, please tell the other agencies that they are supposed
to work with us, as well as telling us to go out and develop coordi-
nation."

It is one of our real problems is that the other participants in
this multi-headed monster we are supposed tojust don't know
that they are required to be a part of the system. Each of us has
his own turf; we are all busy protecting that turf. Our turf happens
to say that you have to get along with the other people. Nobody
else's requirement says that; and it would help us very much if it
did.
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Chairman WILLIAMS. Let me, on behalf of my two colleagues,
thank the panelists for their counsel and advice. You have given us
great testimony.

I want to particularly thank Dr. Corrigan and San Francisco
State for making the initial invitation, even before George and Dan
asked me to come out. Fellows, as usual, the constituents are a
little bit ahead of us on these things.

But we appreciate that invitation and are particularly apprecia-
tive of all of you being with us.

The hearing is adjourned.
[Whereupon, at 11:20 a.m., the subcommittee was adjourned.]
[Additional material submitted for the record follows.]
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KATHERINE P. DICKINSON, PH.D., SOCIAL POLICY RESEARCH ASSOCIATES, RESPONSE TO
WRITTEN QUESTIONS FROM SUBCOMMITTEE

1. What changes in WARN are necessary for more successful early intervention? The
administration advocates eliminating the "one-third of workforce" requirement. Do
you agree?

The recent GAO report highlights that currently many layoffs are not covered by
WARN and that, even when covered, employer compliar.:e is low. We recommend
improvements in both areas.

We concur with the recommendation to eliminate the "one-third of workforce" re-
quirement. Currently, large firms can layoff several hundred workers without any
advance warning. This creates inequities between workers in large and small firms
that do not seem to be related to the ability of firms to plan for layoffs (that is,
large firms are probably better able to plan for layoffs than small firms).

We also recommend more active efforts to inform employers about the require-
ments of WARN and to encourage compliance. Our study found wide variation in
the extent that States and substate areas have (a) tried to make employers aware of
the WARN requirements, and (b) have worked with the employer community to
make them aware of the benefits to the firm of providing advance warning and ini-
tiating EDWAA services as soon as possible.
2. From your experience in reviewing multiple strategus for dislocated workers, what
do you think of the administration's "one-stop centers'? Is this too proscriptive a
structure for all areas? (Re: your conclusion on p. 30)

We are in strong agreement with the intent of the new "one-stop centers": in-
creasing coordination of DOL-funded services for dislocated workers and increasing
the public awareness of such services.

We are concerned, however, about some of the specific provisions. First, we are
concerned that one-stop centers would substitute ES-type services for most basic re-
adjustment services for dislocated workers. As discussed in our ansWer to the next
question, in many cases, EDWAA basic readjustment services are more intensive,
more tailored to the distinct needs of dislocated workers, and more appropriate for
higher wage workers than services that ES currently provides to all job seekers.
Substitution of ES-type services for EDWAA-specific services, therefore, could sub-
stantially reduce the responsiveness of basic readjustment services available to
many dislocated workers.

Second, many States and substate areas have developed other variants of the
"one-stop center" that facilitate coordination not just among DOL-funded programs
but with programs funded by other agencies as well. We hope these alternative ap-
proaches to accomplishing the intent of one-stop centers can be continued.

Third, some of the most responsive services we observed were provided through
onsite career centers and other prelayoff services. It is not clear how these "plant-
specific" services fit into the administration's proposal. We would like to see these
approaches encouraged and facilitated by any revisions to legislation for dislocated
worker services.
.1. Your testimony fails to highlight a specific role for the Employment Service. Is
there a message here? You do not mention the ES until pages 16 and 17.

Many States and substate areas have well-developed coordination linkages with
the ES that have enhanced services to dislocated workers. For example, in many
areas the ES provides referrals to EDWAA services, provides critical labor market
information to help identify occupations in demand, and provides information about
job openings in the community.

In cases where the ES was the direct provider of services, however, the coordina-
tion was less beneficial. In part because of the substantial decline in ES funding
over recent years, the ES tends to offer short., inexpensive services with substantial
emphasis on self-help. Further, regular ES services tend to be oriented to lower-
skilled positions. In cases where the ES provided their regular services to EDWAA
participants, therefore, the resulting services were quite short and were not tailored
to the needs of dislocated workers, many of whom may need to seek reemployment
in entirely new occupations. Thus, "business-as-usual" ES services did not stand out
as examples of responsive services.

As an alternative, some substate areas have contracted with the ES for more ex-
panded services for dislocated workers. For example, one substate area contracted
with the ES to provide a two-week job search workshop designed specifically for dis-
located workers. These contracted services use the expertise of ES staff but are
more intensive and more tailored to the needs of dislocated workers.

4.17
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4. You outline a comprehensive and sophisticated approach to serving dislocated
workers. How do you balance that with the need to serve a maximum number of
workers?

Although we agree that there is often a tradeoff between providing intensive serv-
ices and serving large numbers of workers, in fact the programs highlighted in our
guide were not more costly than average: their average cost per participant was
under $2,225 while.the national average was over $2,900 per participant in Program
Year 1991.

One reason that these more responsive services were not more expensive is that
some aspects, such as arranging for a broad range of retraining options, may involve
resources initially to establish provider relationships but do not entail higher ongo-
ing costs. Second, many servicessuch as crisis adjustment servicescan be offered
in group workshops or through referrals to community agencies, resulting in low
per participant costs to EDWAA. Third, some characteristics of responsive serv-
icessuch as assessing workers' existing skills and need for retrainingnot only
help the workers but also help the program make good choices about using their
scarce retraining dollars
5. On pages 24 and 25, you discuss the use of existing institutions and individual
participants selecting or shopping for courses versus designing special open-entry,
open-exit courses. Can you comment on the dilemma of the public dollar supporting
parallel systems? Can existing institutions be leveraged to be more flexible?

By far the most common way of delivering retraining is through the use of exist-
ing systems. In some cases, however, substate areas have developed specially tai-
lored vocational classes in response to a specific layoff. Even in these cases, howev-
er, existing training institutions, such as a community college, are usually the pro-
viders of these new classes.

As an alternative to adding classes specifically for dislocated workers, many sub-
state areas that we observed have worked with their providers to make existing pro-
grams more responsive to the needs of dislocated workers. Examples of such
changes include allowing job experiences to substitute for some academic prerequi-
sites, providing at least some common courses on an open-entry/open-exit basis, and
adding new vocational classes in occupations in demand, which are available to all
students, not just dislocated workers.

Other substate areas have not brought any changes. In some cases, substate areas
have not attempted to influence offerings because they were not aware of problems
in existing programs. Other substate areas have found their providers unwilling to
make any changes, even in cases where EDWAA funding was substantial.

It is clear there is a need for greater flexibility among some vocational schools
and community colleges to respond to the needs of older students who may have
acquired skills through job experience and who need to return to the labor force as
soon as possible.

76-387 0 - 94 - 15
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THOMAS P. NAGLE, DIRECTOR, CALIFORNIA EMPLOYMENT DEVELOPMENT DEPARTMENT,
RESPONSE TO WRITTEN QUESTIONS FROM SUBCOMMITTEE

I. How much of the rapid response services is provided by the State versus local Serv-
ice Delivery Areas (SDAs)?

Due to the geographic size of California and the magnitude of Worker Adjustment
and Retraining Notifications received, the State contracts with SDAs and the Em-
ployment Development Department's (EDI)) Job Service field offices to perform
rapid response services. In California, most onsite rapid response services are pro-
vided by the local SDAs in conjunction with local Job Service offices. The State has
oversight responsibility and uses a system of case management to assure the effec-
tive delivery of rapid response services throughout California.

2. What percentage of clients in retraining in California receive income support?
Information on the number of clients receiving income support is not readily

available through our management information system. A fraction of Title III funds
have been spent fur needs related payments in California since the inception of the
Job Training Partnership Act (JTPA). For example, in Program Year 1992-1993
California spent $120,000. or .2 percent of its total Title III funds available on needs
related payments. During Program Year 1991-1992, of the 1.5 million unemployed
insurance claimants in California, 16,538 were participating in the California Train-
ing Benefits ICTB) program and 2,139 were receiving assistance from the Trade Ad-
justment Act (TAM. There are no figures available to identify the number of claim-
ants who were dislocated workers that were participating in either the CTB or TAA
programs.

.3. On page 6. you recommend simplifying applications for discretionary dollars. How
would .N7)/ do that? Should Department of Labor regional offices be involved?

We recommend a two-step grant process with the first step occurring soon after
notification of the closure or significant layoff. This would be an abbreviated appli-
cation limited to demonstrating the need for funds. Upon concurrence from the
grantor, Department of Labor (DOD, that a need exists, a portion of the total grant
amount would be awarded to provide early intervention services and cover the costs
of developing a more complete plan for service.

The DOL regional offices would be involved in the process. To assure quick access
of funds, the DOL regional office review of the application would be concurrent with
review by DOL's national office. Once there is concurrence that funds are needed,
the DOL regional office would work with the State or grant applicant to jointly de-
velop a complete service plan and budget. With such a collaborative effort, there
should be little need for changes or modifications of the grant. Should changes be
necessary, DOL regional offices would be involved in the development and approval
of grant modifications.
4. Would the other members of the panel favor Mr. Nagle's recomniendations regard-
ing permitting skill enhancement as opposed to Only retraining and allowing skill
upgrading for small employers? (Page 7.)

In general discussions with California's SDA administrators and our SDA adviso-
ry group, there is widespread agreement on this point. We have not had an opportu-
nity to poll the other members of your panel for their views on skill enhancement
training.

Currently, the only option available to training providers is to retrain dislocated
workers in a new occupational area. There is widespread agreement that skill en-
hancement training in programs such as Defense Conversion and JTPA should be
allowed. This is particularly true when an individual has the potential to gain reem-
ployment in their current occupation through skill enhancement training. If labor
market conditions indicate that prospects for gaining reemployment are poor, then
skill enhancement training would not be appropriate.

Employers would benefit if skill upgrade training were an available activity on a
broader basis. Conceivably, employers would be able to prevent :ayoffs and accom-
modate conversion if they could upgrade the skills of their current workers to meet
new or different occupational requirements. Skill upgrade training is an allowable
activity under the Defense Diversification Program (DDP), which targets large
worker dislocations. In general, small employers do not lay off enough employees to
qualify for a DDP grant. Therefore, they are not able to get assistance to retrain
their employees.
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5. If we permit flexibility in cost categories rather than a minimum of 50 percent for
retraining, how do we prevent this from becoming an income transfer program?
(Pages 8 and 9.)

If flexibility in cost categories were permitted, this would be part of the grant ap-
plication. Grant applicants would have to show a need for the funds to be used in
categories other than retraining and, if allowed, the proposed outcome. In addition,
regular fiscal and program monitoring would be in place to assure workers were sat-
isfactorily participating in programs designed to assure their reemployment. Pro-
gram outcomes would continue to be used to measure the effectiveness of programs
as a guide to funding future grants.

Permitting flexibility in cost categories would empower program operators to use
funds in ways that would best meet workers' needs. If a significant number of af-
fected workers are job ready and they only need skills assessment or job search as-
sistance, it would be more efficient to spend a higher percent of funds for basic read-
justment rather that retraining. If long-term training is needed to make workers
employable, the option of allowing income support beyond that supplied in a pro-
gram such as unemployment insurance should be allowed without regard to cost
categories. Allowing program operators the flexibility to allocate funds among cost
categories would not result in participants receiving a greater percentage of funds
in income support. The amount of money received by an individual, through needs
related payments, is not as great an incentive as the wage replacement that is cre-
ated by becoming reemployed.
6. You mention the administration's proposal imposing a structure of "worker adjust-
ment centers" for every area of every State. What roles should be given to States and
localities in designing this new system? (Pages 10 and 11.)

Delivery of comprehensive worker adjustment services through Worker Adjust-
ment Centers (WACCs) would be mandated if the Clinton administration's proposal
is enacted. There are parts of the proposal which should be improved upon to assure
that an effective system of service delivery is developed and implemented. Several
specific issues regarding the roles of States and localities must be addressed before
this proposal is finalized. These issues include:The proposal calls for designation of
the WACCs via a competitive bid process. We believe States should retain the abili-
ty to designate substate areas and locations for WACCs. In places where cooperative
relationships with existing local entities have been developed, States should be al-
lowed to retain the flexibility to build upon those relationships in a collaborative
approach to service delivery through the WACCs. Plans should be developed and
prepared 'jointly by the State and local area entities for the substate area. States
should have a role in designing State program policy and delivery, and be involved
in developing a State plan which outlines State priorities.

States should retain the role of developing a methodology for fund allocation to
substate areas and WACCs. In the administration proposal, substate areas would be
allowed to distribute funds to WACCs based on local formulas which could create
inconsistencies and inequities with regard to services. Also, States should be given
the authority to recapture unused substate funds as opposed to having substate
areas do so. This would allow the State to redistribute unused funds to other sub-
state areas which have experienced unexpected economic downturns. In this
manner States would be able to direct funds to the most needy substate areas.

A vital role in designing the delivery system includes the establishment of per-
formance criteria and program outcomes. States should have oversight responsibil-
ity for the WACCs and be responsible for developing performance criteria and meas-
uring programs and outcomes of the WACCs. Localities would be responsible for op-
eration and maintenance of the centers and providing input on service delivery and
performance measures.
7. How would you link dislocated workers with Federal job creation? Incentives? Set-
asides? Or? (Page 11.)

One way of linking dislocated workers with Federal job creation would be to in-
clude a provision to set aside a portion of funds to train dislocated workers to per-
form tasks specific to proposed Federal projects such as toxic clean-up. Workers
would then be used in projects under Federal supervision. Also, to boost the mono-
my within enterprise zones, a certain level of Federal projects would be awarded to
employers within the zone where presumably dislocated workers are in abundaace.

Linkage to jobs would occur if provisions were introduced to allow local entities to
propose economic development projects that target dislocated workers. These provi-
sions would give local entities the flexibility to develop jobs and train workers for
those jobs.
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Another example would be to allow potential Federal contractors preference if
they include a provision for hiring dislocated workers in their contract bid. Conceiv-
ably, this concept would be used in Technology Reinvestment Projects, Federal con-
struction and transportation projects and other Federal projects which have job cre-
ation potential.
8. C'an you provide this subcommittee with information regarding the success/benefit
of your training tax? (Pages 15 and 16'.)

Enclosed are materials that illustrate the types of programs and their outcomes
operated through California's Employment Training Panel. For additional informa-
tion, please contact Mr. Gerald Geismar, Executive Director of the Employment
Training Panel. Mr. Geismar can be reached at (916) 654-9072.
Is there a statewide computerized job bank in California? Is there a support system
for intrastate job relocation?

California has a statewide network of 200 Job Service offices throughout the State
linked by an automated system called Job Match. This automated system electroni-
cally matches qualified job seekers with job openings placed by employers. This
statewide network provides employers with quick access to a large pool of job ready
applicants.

Through the Job Match system job seekers can apply for jobs throughout Califor-
nia but they are not provided financial assistance to help them relocate. Relocation
expenses are paid for qualified unemployed insurance claimants participating in the
TAA program. Displaced defense workers qualifying under Title III of the JTPA
who are participating in the Defense Conversion Act or DDP may be provided relo-
cation assistance.
10. When does California run out of State discretionary moneys each year?

The last two years, California has obligated all Title III Governor's discretionary
funds by September 1. On July 1 of this year. California had $16 million in requests
and approximately $4 million in discretionary funds available.

During the year, funds may become available because projects close or funds are
disencumbered. At mid-year a review is conducted to check project implementation
and progress. As a result, funds may be shifted to maximize use of resources on a
timely basis.

I hope you find the responses to these questions helpful. Should you need further
clarification or have other questions please contact me at (916) 654-8210. Again, I
appreciate the opportuinity to testify before the subcommittee.

4 'A



mo*

TO:

449

PRIVATE INDUSTRY COUNCIL
OF SAN FRANCISCO. INC.

MEMORANDUM

JON WEINTRAUB DATE: OCTOBER 6, 1993

FROM: EUNICE ELTON

( 1 t

SUBJECT: YOUR QUESTIONS ABOUT PROPOSED TITLE III.

I'm sony about the delay in responding; I've been out of the office six days and totally snowed under when

there.

1. You asked how we have responded to small-employer layoffs.
Many employers (not all) do send WARN notices; the business sections of the major papers carry lay-

olf information;our friends in organized labor give us information and refer people to us; the Chamber
of Commerce and the Mayor's Office refer questions and people to us. And stories in the press (as the

one attached) reach a lot of individuals.

We contact the employer, if that is our source, fill them in, offer to meet with the potential "victims"and

do meet, generally. Those meetings also include the employment security people, who discuss job
search and referrals, and unemployment compensation. At this stage the workers tend to be more
interested in paying the mortgage than in occupational skills. We give them our location and phone

number, and a basic written description of services available.

Some eventually come in, and we take it from there.

2. You refer to my suggestion of a placement priority for persons being laid off.

On page 2 I used the term "priority', and that really was a poor choice of terms.

The Enterprise zones are areas in which an employer locales or expands, and gets variousbenefits,

such as exemption from sales tax on purchase of new machinery, or low income loans.

One of the major benefits, (federal, State, and local), is a tax credit (against payroll taxes) for hiring an
individual who (1) is eligible for the federal Jobs tax credit, or (2) is or has been a JTPA participant, or (3)

is a welfare recipient. Eligibility Is certified by (1) the Job Seivice, (2) those of us in the JTPA "system'.

or (3) the wetfare department. It is very simple.

What I should have urged is: any legislation for Empowerment Zones should provide benefits based

on the hiring of JTPA padicipants or public assistance recipients. I'd also like to see that extended to

the hiring of refugees or veterans trained with federal funds.

3. The cost category problem is really eating up our Increased administrativecost allocation.

I've put together, for our Council. a summary of a simple case of buying a typewriter, which results in

the accountant, after fact finding, having to record those purchase costs in five places in his books,

(copy attached Attachment A).

Here is an example based on the work of a small CB0 manager of how lime must be allocated. At this

time, with all our costs being charged to Program Year '93, his salary will be divided, each day, on a

cost allocation sheet, as follows:

1049 MARKET STREET, 4TH FLOOR SAN FRANCISCO, CA 94103-1634 (415) 621-6853
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_ hours minutes spent on non-JTPA activities

hours minutes spent on administration of his HA basic contract.

hours minutes spent on administration of his RC contract.
hours minutes spent on training costs, the IR contract
hours minutes spent on training costs, the RC contract

hours minutes spent on training-related costs, the IIA contract

hours minutes spent on training-related costs, the IIC contract

hours to other cost categories, such as time to go to tile dentist.

The law is specific in saying you can't just make an allocation based on the proportion of dollarsin the
contract; no. Time must be charged specifically to the function that will benefit from his activities that
day.

If this COO manager takes on also a commitment to serve "HA Older Workers', he has three more
places to enter his time.

Soon we will know how much unexpended Program Year '92 money we can carry forward. We can
parcel that out as HA and IIC money for this CBO, but it can't be added into his PY'93 money. No,we
get two more contracts (IIA and IIC) and he has a choice of at least 6 more places to allocate his time
because expenditures must be recorded by year of appropriation.

Our basic time reporting sheets is attached as Attachment B. It includes some grants other than JTPA
(Refugee and City and County of San Francisco, primarily.) But complex as it is, there is no place on
here to record PY'92 charges; next comes the 15" time sheet.

Yes, I do recommend getting rid of the cost categories. We spend an inordinate amount of time
completing these records, correcting mistakes, adding and allocating costs.

We could live with a two-part allocation:

% for central administration

the balance for program, whether spent by Central Administration or by program operators,
regardless of function.

And we'd love to get rid of "accounting (forever) for expenditures by year of appropriation' that
doubles, and could triple, our accounting detail.

4. My number 2 point on page 3 really refers to the fact that some people who are laid ott fall through the
cracks in the present Title III eligibility criteria. If the administration's bill replaces the present language I
won't anticipate problems; if it just adds more limitations we'll continue with the present problems.

The present difficulties lie in the several variables unlikely to return to this occupation laid off etc.
etc.

The two-yuar tenure screen will surety offer us trouble-someone will have 103 weeks, of course. But
I'm not fighting that one until I see it In final form if it is Included.

5. On page 3 I suggest a diminished role for the State; that reflects a lot of present dissatisfaction. I've
discussed, at the bottom 01 the page, the delays that result from having quality review twice once at
the state level, and again in Washington.

There are delays which are the result ol State administrative problems, but there aro also these:

2 October 6, 1993
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the so-called "8% coordination money is managed by the Department of Education in
cooperation with the Employment Development Department. They use separate forms, separate
boilerplate, and have yet to got their planning instructions to us prior to the start of the Program
Year. Because they are written into the legislation, nobody has the power to force them into line.

the State Jcb Training Coordinating Council sees its role as overseers of JTPA. They do not
promote coordination with the other 22 employment and training programs in California; nor do

they see a "big picture" role in economic development, or assimilation of immigrants and

refugees.

My list of complaints is very long; it was easier dealing with DOL in the CETA days.

6. You asked how I would like to see California's allocation of discretionary money incteased.

I can't support a lomiula" allocation by DOI. since San Francisco has been deprived for years by the

use of an unfair and discriminatory DOL-sponsored unemployment rate computation. We've
screamed and yelled; we've pointed out that DOL supports two separate unemployment rate
computation systems; and the one used for San Francisco is the low one. No action. So my trust level

is ;ow.

I believe, however, that the state should be able to present a case for California, one time, since
everyone recognizes our special current economic difficulties, and get some $s (in the millions)
awarded for Sacramento to parcel out in its wisdom to local operators. It should not be necessary for
everyone of the SDAs with a crisis to write the same full-scale justifications and respond to the
"conditions' attached from Washington. Let Sacramento fight the argument once, inste Ad of 30

SDAs.

7. Rapid response funds (page 4) could be allocated by formula. Or they could stay in .iacramentO,

subject to requests from the SSGs. We're having to operate now under the fiction that the State does

rapid response. It should not have to be a fiction, with reality prohibited in the legislation.

8. It is true that we are thoroughly fed up with micromanagement of JTPA from DOL, the law itself, or from

the State. I'd like to see the law specify policy 'there shall be maximum effort to provide a lull range of
informed services and information provided to the unemployed by the SDA administrative entity'.

Then ask the PIC to flesh cut the policy, and arrange for administration.

Please, what should not be In the law is operating detail.

9. Finally, in response to your questions, we see present duplications the veterans' administration, for
example. Discretionary grants are made routinely by the State and DOL, duplicating services already

available through the SDA or Job Service, without requiring even coordination.

Now I see the Department of Education about to put out an RFP to solicit proposals for Youth
Employment Centers and their advance notice In the Federal Register doesn't even mention the

Department of Labor or SDAs. Many of the worst duplications are at the State level. But there are

employment components funded by HUD, for example.

If the SJTCC were doing its job, many of these components could at least be speaking to each other.

3 October 8, 1993
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Jon, Since you opened the door, I'd like to shove in two more complaints.

1 Title III and DCA funds can serve the same people. As we've noted, getting DCAmoney is slow. The
logical thing to do would be to start funding the training with whatever funds we can local funds, Title
III, or whatever.

But if we do we ant not allowed to transfer those costs (and accomplishments) to DCA when the
DCA grant finally comes in. We can miss the start of a training class or a semester, or we can use up
our EDWAA monies trying to be fair to people.

2 As my final attachment, #C, there is a summary of what the present Title IIC law and Interim Final Rules
have done to on-the-job training for youths.

OJT is our most effective training best placement rate, best retention rate; best consumer
satisfaction. We've kept it clean and honorable.

But it's practically "our for a 21-year-old, though OK and only loosely constrained for a 22-year old.

Jon, please fix.

cc Ray Holland

455
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ATTACHMENT A

The Jimmy Crickets company trains clerical workers using JTPA funds primarily, but also has a contract with
OCD. They buy a typewnter for $300.

1. Part is allocated to the OCD contract, based on 1/6 usage for OCD. $50.

2 The remaining $250 in charges are JTPA costs.

a. What is year of appropriation of the money being spent? PY '93, all of it.

b. Which JTPA contract draws these costs? About 10% of persons served are youths, but since
they have to learn typing from scratch, and adults frequently have typing skills, we'll assume 20%
($50) is to be charged to IIC contract, and $200 to IIA, the basicprogram.

c. The typewriter will be uSed for training (both youths and adults), but also for administration of the
program, when things must be typed. Taking the $200 for serving adults, the director's best
guess is that half of its use is for training ($100 cost category charge to training. IIA basic contract),
another $100 to administration. in IIA basic contract.

d. The $50 chargeable to the IIC (youth) contract would then be $25 to administration and $25 to
training.

in sum, in this simple case this one typewriter is charged against 3 contracts (OCD, IIA and IIC JTPA),
and in the JTPA contracts each has charges to 2 cost categories. There are 5 bookkeeping entries
and several sets of Informed guesses" about how the equipment willbe used.

3 If. in our initial planning, we ask them to take on a Title IIA OlderWorker component, then there is
another set of allocations to administration and training.

4 In November there could be an allocation of PY '92 monies. This won't affect the costs already
recorded for purchase af the typewriter.

But if we're renting (space, equipment, or anything with recurring charges), then the assumption of
any additional grant or contract changes all the monthly entries, particularly those related to the actual
functioning of Jimmy Cricket such as Staff costs.

By now personnel in this example can be charged to:

IIA Basic Administration
IIA Basic Training
IIA Older Worker Admininstration PY '93
IIA Older Worker Training
IIC Youth Administration
IIC Youth Training

IIA Basic Administration
IIA Basic Training
IIA Older Worker Admininstration
IIA Older Worker Training
IIC Youth Administration
IIC Youth Training

We're up to 12 entries, not including any services to Dislocated Workers under Title III.

PY '92

And the rule is that you can't lust set a pattern. Time is to be charged by staff specifically to the grant,
year. and activity that "benefits° from it.
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DEFINITIONS

.ITFA ACP (Administrative Cost Pool). Activities related to the overall management and administration
of ALL JTPA programs. including program coordination, planning. contracting, monitoring, managing
information. personnel, accounting, payroll, purchasing, ctc.

JTPA Title 1I-A 78%, 8%. 6%, 3% IntakettrainIng. The "Old Rule. Old Money" activities associated
with the participants carried into PY'93 in the "old" 78%. 8%. 6%, and 3% grants.

8% SECG Assessment Center (SFAC). Reception. Intake, eligibility determination. pre-assessment
coordination, counseling activities. etc.. performed in support of the CCSF Assessment Center

JTPA Title Il 77%, 5%. 82%, 8% training Related. Thc "New Rule. New Money" activities associated
with the participants enrolled after 7/1/93. These activities include outreach to participants and employers,
intake and eligibility determination, supportive services coordination, job search, job developtnent jobplacement
services. follow-up. etc. Time spent supervising these activities should be charged here too.

JTPA Title III General Rapid Response (RR). Orientations, seminars. etc.. associated with any group
of displaced workers.

Title 111 EDWAA Basic Readjustment (BR). Service to any individual suchas outreach, intake.
readjustment planning and assistance, vocational counseling, testing, orientation, assessment. occupational skills
determination, job placement assistance, job search, job clubs. job development, pre-layoff assistance, programs in
cooperation with employers or labor organizations to pros ide early intervention in the event of closures of plants or
facilities. '92 refers to participants enrolled prior to 7/1/93; '93 refers to those enrolled after
7/1/93.

DCA Presidio Basic Readjustment (BR). Same as above except limited to services to Presidio of San
Francisco civilians only.

MOCYF Children's Fund Pic Administration. Administrative activities associated with any of thc
MOCYF contracts (Mini-STEP, Arts, etc I.

PROP. "J" MINI-STEP SYS Mentor/Tutors. PIC payrollcd employees assigned to the SFUSD to
assist 13 year olds enrolled in the STEP program.

STEP JTPA (11-A "6%") SYS Mentorautors. PIC payrolled employees assigned to the SFUSD to
assist 14-15 year olds enrolled in the Summer Training and Education Program (STEP) program.

STEP JTPA (111-A/C "8%") SYS Mentor/Tutors. PIC payrolled employees assigned to the SFUSD to
assist 14-15 year olds enrolled in the Summer Training and Education Program (STEP) program.

Labor Market Info. ("State-Local Cooperative III"). All activities associated with the third LMI
contract.

Refugee TA-Targeted AssLstance. All activities associated with the Refugee Targeted Assistance Programs,

Refugee RESS. All activities associated with the Refugee Employment Social Services grant.

Refugee MAA All activities associated with the Mutual Assistance Association incentive r.:fugee grant.

Other: Other write.in projects to be completed only at the direction of your supervisor.

Admin. Unit PC Hours. To be completed only by the staff of the PIC Administration Unit,

4 9
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ATTACHMENT C

MEMORANDUM

TO: GEORGIA LEE, SJTCC DATE: SEPTEMBER 27, 1993

FROM: EUNICE ELTON, PRESIDENT

SUBJECT: YOUTH OJT.

At the SJTC( 'outh Committee hearing I commented that the law and regulations are almost prohibitive,

with respect to OJT for youths. This memo is intended to explain my concerns.

1. Problem: A youth OJT commitment must pay a wage at least as high as the average wage paid under

Title IIA in the previous year, and have career advancementpotential.

Comment: On the lace of it, it seems ludicrous to expect every youth to start at a wage as high as the

wage paid, on the average.

Let me present the San Francisco case. The current year goes like this:

The average wage in PY'92 (the only complete prior year) was $6.84 an hour in Title 11A. 11A in

PY'92 included both adutts and youths.

But $6.84 an hour is above the usual starting wage for a youth.Our contractors are experiencing

difficulty in developing contracts at that rate of pay.

Next year, with the average IIA wage including only wages paid to adults, the cut-off will be well above

$7.00 an hour. Unless inflation goes into very high gear, that wage will be totally out of sight for

youths.

2. Problem: The legislation specifies that the training to be given in OJT for a youth must include, not

just vocational or other skills required on the job, but also remedial education and world of work.

Comment: Almost all of our OJT contracts are with smallemployers (smaller than 50 employees) or

even smaller ones, (fewer than 10 employees). Employers of this size do not have training or
personnel staff equipped to do remedial education and life skills education.

But they are where the hiring is and where job potential lies.

3. Problem: OJT for a youth who has not been graduated from a high school or earned a GED must

require that youth to enroll in an educational institution.

Comment: While this is a dandy do-good idea, it is not always feasible because of school schedules,

personal problems, or physical locations to work that out. It is just one more obstacle that makes this

disadvantaged youth even more disadvantaged. (No such time-consuming requirement is placed on a

youth in a classroom training situation or on an adult.)

You will find all this stuff in the law, Title II, Sec. 264, c, (3)(C) and In the Interim Final Rules 628.804, (j)(1)

and 628.803 (b).

It is just as though the intent were to deny on-the-job training to anyone younger than 22.

4 ')
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EMPLOYMENT TRAINING PANEL

Mission Statement

The Employment Training Panel provides Ands to train eligible unemployed or
potentially unemployed California workers in job related skills training. By

coordinating its efforts with business, labor, other state agencies and local
government, ETP training programs are designed to:

-Respond to emerging business and economic trends;

-Provide California business and industry with workers who have the
transferrable skills necessary to obtain or retain a good job at a
reasonable wage;

-Assist California workers to obtain skills that provide careermobility

and long-term job security;

-Attract new business and industry to California and encourage
existing companies to remain in the state and to expand;

-Encourage business to sustain and improve a skilled and productive
workforce;

-Strengthen the California economy by helping employers to become
more productive and to maintain their competitive edge in the global

marketplace.

4S?,
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The Employment Training Panel

Ted W. Dutton, Chairman

Elinor Glenn, Vice Chair

Stephen J. Mack, Member

Yvonne Nix, Member

James L. Qui Ilin, Member

Pat Williams, Member

Gerald G. Geismar, Executive Director

Dolores Mangine, Assistant Director

Peter G. De Mauro, General Counsel

Pete Wilson, Governor
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ETP: A Brief History

In 1982, the California State Legislature
created the Employment Training Panel
(E113) as a cooperative business-labor
program to retrain workers. It was created
in a year of rising unemployment and
declining resources for employment training
and vocational education. ETP was to fund
training that meet the needs of employers
for skilled workers and the need of workers
for good, long-term jobs. It was also
created out of a recognition of the critical
role that retraining can play in mitigating the
impact of an economic transition on both
workers and employers.

This employer-supported training is used to
better the economic climate by training new
workers for employers and by retraining
workers in danger of being displaced as a
result of the recession, technological
advancements in the workplace.

New legislation re-authorizing the ETP
program, effective January I, 1994,
places more emphasis on training for
companies facing out-of-state competition,
those striving toward a high-performance
workplace and training frontline workers.
Once signed by the Governor, the law
will extend ETP through January 1, 1997.

A Job at the End of Training: A
Must

No funds can be earned until and unless
training is completed, the trainee is hired
in the job for which he or she was
trained, and is then retained in that job
for at least 90 days.

461

ETP Today: The Panel's Challenge

The ever changing California economic
environment continues to challenge the
Panel as it strives to contribute to the
economic health of the state by funding
critical job skills training. The Panel faces
many new demands as California confronts
its economic reaJities: (1) a continuing rise
in unemployment among aerospace and
defense workers; (2) military base closures
throughout the state, (3) mergers in the
financial services industry that will displace
thousands of' employees; (4) large
businesses down-sizing; and, (5) a

heightened awareness of the critical need for
basic literacy skills throughout the
workforce.

TABLE-A
CHANGE IN AVERAGE ANNUAL
EARNINGS BEFORE AND AFTER

PANEL TRAINING

New Hirt

*Earnings *Earnings
Mtn:

Percen
Charm

Completers $12,057 $19,456 +61

Drops $12,442 $10,153

Rdrainst

Completcrs $26,706 $28,321 +6

Drops $26,369 $24,223 -8.1%

*Ma pia. in wrings Awns ars adjunssil amino linsl meson* increase
herrn Maim This is particularly mistakable 0011111ms la Cali
%serge wars wars fain *wig th. pasindl.
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Funding

ETP programs are funded by the
Employment Training Tax. Each private,
for-profit California employer pays one tenth
of one percent (0.1%) of the first $7,000 of
wages of each employee subject to
unemployment insurance taxation which
translates to an annual maximum of
$7.00/employee. Approximately $95 million
is available for training during fiscal year
1993-94. (A summary of what the Panel
approved for Fiscal Year 1992-93 is on page
6.)

Effectiveness of ETP Funded
Training

Two major studies on the effectiveness of
the Employment Training Panel were
conducted during the 1991-92 fiscal year.
The focus of the first evaluation was to
comply with the statutory requirement for an
impartial, independent evaluation of the
extent to which ETP and its programs had
met its stated goals, and to assess the
efficiency and effectiveness of the Panel's

administrative and organizational process.
The second study was initiated in response
to a legislative directive that the Panel
evaluate the effectiveness of ETP funded
training in increasing employment security,
increasing workers' wages, and improving
the California economy.

The findings of the studies confirmed that
ETP has provided both direct and indirect
benefits to California business and workers

ETP has had a significant impact on
the earnings of both new hire and
retrainee completers. (See TABLE-A
for a summary)

ETP training reduced the likelihood
of unemployment for both new hires
and retrainee completers.

ETP has had a substantial impact on
California's economy, beyond the
increased earnings of participants
(See TABLE-B)

TABLE-B
BENEFITS TO CALIFORNIA'S ECONOMY,

BUSINESSES & WORKERS

Estimated total impact of $71 million-S1.1 billion in first year after training

UI payments reduced by about $5 million in first year after training

Estimated $172-257 million in savings related to the value of jobs that would have
been temporarily lost due to lack of training

Increased productivity of $66 million as measured by changes in earnings

Each $I Invested by ETP generated an annual return of $7 in economic activity

4 9/8/93



Leadership and Administration

The seven Panel members are appointed by
the Governor and the leadership of the
Legislature, and have backgrounds in
business or labor. The Panel programs are
administered by an Executive Director who
is also appointed by the Governor.

Eligible Contractors

To be an eligible contractor, an employer
must be subject to the Employment Training
Tax. The Panel also contracts with groups
of employers (a consortia), training
agencies, joint apprenticeship training
committees, unions, foundations, private
industry councils and regional occupational
programs.

TABLE-C
TOTAL PROGRAM PERFORMANCE

as of Sept. 8. 1993

ontricts Approved 1.711

mount Earned $379.2 nulhon
rainee3 Hired 169.05
verage cost per person
trained $2.238

463

Eligible Trainees

Eligible trainees are persons who are
unemployed and have established
unemployment insurance claims or who have
exhausted their benefits within the previous
24 months and are currently unemployed.
Current employees, can also be eligible, if
they are covered by unemployment insurance
and are in danger of layoff during the next
two years.

Employers and Unions

If there is a collective bargaining agreement
covering the employees, unions must be
involved in the design of the training
program. The employer and the union often
work together to determine who will be
trained, how the training will be conducted
whether in a classroom, on the job or in a
laboratory setting or a combination of these.
The employer also decides who will conduct
the training, and they are free to select any
qualified training vendor which might be
public or private school, a consultant, union
trainers or in-house trainers.

For Information:

For further information or assistance, call or
write to:

Employment Training Panel
800 Capitol Mall, MIC-64
P.O. Box 826880
Sacramento, CA 94280-0001
(916) 653-1530

5 9/8/93
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PROJECT COMMITMENTS SUMMARY
Fiscal Year 1992-93

233 contracts approved
$91 million approved kr training

52,000 persons targeted for training
3,900 new hire trainees

48,100 retrainees
$1,750 average cost per trainee

CONTRACTS

154 contracts (66% of all contracts) target primarily small employers (fewer than 250
employees).

49 contracts are directly with small businesses.

55 are consortia contracts. Consortia contracts are designed to serve
multiple,primarily small, businesses.

Approximately $55 million or 60% of the funds approved targets small
businesses.

TYPES OF TRAINING

Most frequent types of vocational trainit,g approved are:

1. Total Quality Management, Statistical Process Control, and Manufacturing
Resource Planning

2. Management Skills

3. Office Automation

4. Customer Service

JOB-LINKED LITERACY TRALNING

54 Contracts with a Literacy Component Approved
$2.8 Million Committed

2,700 Trainees in VESL for $2,400,000
2,300 Trainees in Basic Math for $400,000

6 9/8t93
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THE NEW YORK TIME NATIONAL FRIDAY. NOVEMBER 27. 1992

California Leads Way in Retraining
Workers With Dated Skills

By PETER C. ElLSORN
srmaw nww...rwi

SANTA CLAR/.. Calif. For almost
four years. Mac* H. Johnson was a
chemical technician for a microfilm
ounpany, done skilled work that peed
WM a good salary of DOOM year But
dm three shifts were cut to two, and he
was on the third. Soon he landed an-
other skilled iob paying $31.000. as a
Inghepeed manias mechanic. But a
seer and half later production liras
alt, sod with n Mr. Johnson.

So aeon ftve years ago. Mr. John=
Rend the ranks of the underemployed,
seedlig for a series of low-war lobs
became his talents were no longer val.
tied enough to assure him a secure and
well-paid poem=

Ramon hy Retraining
nOvt. at 37 years of ay. Mr.

John.= has found the nen cot, ma-
diking, a hal cart for manufactunng
endustnes. What resmed him was an
amovative renaming program that the
State of California offers to tens of
thouunds of workers eath year.

Abase one million expenenced wort-
era nationwide are laid off every year
as the economy =dentees a fund.'
aerial restructuring and finds itself
needing employees nth newer and
more sophisticated skiS., President.
elect Bill Clinton has made lob createon
and retreating central elements of lus
plane for menomm growth. Among
those nmehrig neW sObs are workers
with emanated Mulls like Mr. Johnson.

IS an !mum la to stand up to enema.
Lineal competition, experts say, the

eiemewiy needs more *Med meters.
Row they add, rnael state and Federal
Pmerents intended to help them wrth
wend, Walla are small or ineffective

- Swoons le Caliendo
Callornta seems co be an exception.

as Mr. Johnson and IMMO other met-
en hem found over the le mars nnee
the Nen Leglelatun onahlithed the
nerething pagans.

I. Mak Mr Johnson went to work for
WNW Enaprisee, thriving mak
deems Mop of 23 employees at tha
reemekthmere 3ll Valin town. He
maned at N en hour. Now he man
ill. er MOM year, 8nd he can aspire
to MAN, the salary of McNeal's top
medilelet.

hthaeants make pieces of madams
wed whole mechme, that make ma.
d ims They feed= the model of in.

dustry's new products. along with the
toots and molds to produce them. On
the lob. Mr. Johnson shapes f tst.smed
chunks of clear plastic into the core compo-
nents of medical devices, like blcod analysts
muniments used in testmg for AIDS.

"It's good work." he said. "les clean work.
It makes you think. You work with number,
all the urne Deven. Cern...Indices. All
Moth of numbers. You're actually creating
something. Tot look at Minor= and make
it nes what the blueprint calls he-

ll* fee de Skilled
ne California Legislature created the

Employment Tranvia Panel tor experienced
+porters like Mr John.lan. Int the chronically
unemployed or the =skilled youth that other
programs help with more basic taming.

Some ocher states, like New York, Mimes,
Meryland. Delaware and Alaska. have re-
trainee% agencies, but they are much smaller
and leas comprehensive, lust ths year. New
Jersey started a program intended to ap-
proach the scope el Uhl:in.'s. And thrcracth
the Job Training Partnership Act the Fed-
eral Government also tries ma retrarn laid-off
worken But California has acheeved the
mat Impressive reoults, experts my.

The program gams wtth a hard-road as-
'umpteen that reverses the msdom of the
10701 and early Ors. It does not try to turn
middleaged blast furnace operators into ad.
vanced compater programmers. Some pee-
pie like Mr !down are taught completely
nen skills, but only after palming aptitude
tests. More often. the progrem tries to ten
up the workers' exoung skills long before
they lose their lobe.

"Interestingly, the most effective mamma
ta for mode who are working," said Anthony
P. Camera* did enininealet of the Amen.
caa Sedety far Tatham and Development,
an ansituatim 01 tralMat prehnionals.

The Overview

Skills Change
With Economy

As the AtiferKin economy evolves, there la
endesprend agreement that if GOVVenrrient
wants to create mon employment opportune.
hes for everyone it must do a better lob of
retrainam experienced workers whom gills
have grown less valuable Unlike the old
dam, when an auto or steel worker knew his
abilities would be needed through hts work.
mg life. now few businesses stand sull, and
Amtncans who do net master new dolls are
at the mercy of foreigners who do.

We have a rapidly changing economy
where workers' skills have been getung out
of date." Said Evelyn Gartzglass. director of
employment and social poticy studies at me
National Governors Assocouch.

A result is the erns= of the standard of
living that Mr. Clinton repeatedly mentioned
in his campaign. Workplece skills are not the
only problem. thattenove corporate manage.
mom Federal economic policy lnd the gen-
eral maleness of the economy affect the
nation's compeutrveness. too. But the huge
deficit in foreign trade is m large part a
measure et the deficit in workplace skills By
learning new skins, employees raise their
productivity. Much means they produce
more and better goods and services without
working harder.

'We mot to step us to train people to be
more peeductiv wink they ara wetting.
Ms. Gams** mit .11aet'S Mir Mg aim, and
the bad of tram^ *a worts Ma.-

*Weft INN =Mac
Ot 117 make months Americans. it is

hard a say Wm MINI Med rIlraining.
*MO certaaely dee tra still= employees
whom wanna useheelen he so each year
ought to be carted :dr. Carrovele also esti.
mates that SI =Ill= mane still on the lob
need additional truing In factones. ma.
chum operators need to master computerized
equlprtallt, and office workers need to learn
the everywomen' Malan ot dem comput.
era

Goverernent now der Mt* to meet those
needs. The ferret Fader* program. the Job
Tatung Partnere* Act falls well short
experts say, orreries me training lor em.
prayed workers Vita do net fact immoient
layoffs and reading <wry 31 percent of the
one millet ple whe do bee their lobs to
plane endless slid perfumes layoffs each
year. For dark It Nye firr ranee of seam.
dread taring magnum ph ceumehns and
unempleywom tewrks.

Astassaws the prograa's performance is
*Moak. Tb. Goer* Accreiredng Office
hard this TI prow et Ole eaters who
entered me pert et a II MN lien Le new Mtn
*days Later, easping es rano of $S 44 an
haw. Woe It coal est latilrlarn bar that
compered with dr pay a Me* fernier lobs

holt CP*. a pielleptiley mealy* at Boston
laid the Federal anima Is man ef fective
when administreaere get unsaved at cam.
pony before pleat clues. Rut Linda G
/dorm director for education and employ.
ment lawns at the insamtlite Wire, said the
programs county do net reach workers until
three or four months idler they loft their
tOb.

BEST COPY AVAILABLE
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Solectron Corporation

Trainir* Workers
For Better Results

Sales of the So lemon Corporation. near
Santa Clara in Milpitas. have soared right
through the ,ecession. from 193 rnilliOn ri
1966 to 1407 woman in ine i992 !meal year.
atvd its profits have climbed even more
Staiesulnioued retraining is a good pan of
the reaann. executives there say Without it
they might have had to lay off some workers

Solectron 5 1.501 employees assemble
printed circuit bOards. MIMI, are sold to
firms like I kM and Apple

In 1966. as the quality of its products
slipped. Solectron suffered a 13.2 million Loss
and ordered a large layoff Management
decided that to survive, the company needed
a more reliable production system. known as
statotical process control. To learn it. the
workers would need special training.

We used to have a buddy system.- Said
Ricnard W. Allen, the company', director of
quality assurance. -You would sit with some-
one and wawa, what they were doing. That's
how you would learn what to do.'" But as the
complexity of the boards increased, employ.
ees were noc able to do the lob properly 'We
calld have hired otner people." he Said 'In-
stead we chose to tram our own.

Toward that end, the state provided SI 4
million to suosidue a twolear training
prolect for about 600 emP50Y,ts That one
has been completed. and with aso.000 more,
it is training another 600 The subsidy is less
this time because Me training panel expects
the company 10 assume all ws training costs
eventually

I'
' .1! . I

;,' I,
I 1.1 4
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At work stations along the production hoes
compliers continually sample the wort and
print out their measurements so operators
can see instonth when something has gone
awry They can then adjust the rnachinery to
prevent mass produc tan of defect ive boards

Anna Ramos. 35. a graduate of the intro.
ductorv course Sits al the ePd 01 a line that
makes hoards for computer tape dnves She
is a quality inspector

'I inspect for soldenng. the height al parts.
the values of the pans." she sad, stemma
confident of her contribution to Solectron.

A chart near rier tenting bench shows why
In early July it says, when the company
hegan producing the rapednve bonds 3 000
parts per million were defeCtive By Aug.
the rate had dropped to 3713

Machining School

Out of Work,
But Optimistic

.Vorkers who Mse their mbs are Use hard-
ell to help. Living on only their unemploy.
ment benefits typically half their former
pay most of meal spend their davs looking
for another mh. leaving them with hide time
for retraining clsses.

But ab011t 1000 apply eaCh Yee, far the
four.montri courses at Mr Johnson's alma
meter, the naming center of the Nacional

.47

it' 011
, 1,

Ted If meell.11 can pet hen 0.n of tha dwiteessad bworwaseI driveng wrairy ovvierne.
*win. Ithleh allow@ I7Tt to.ot how S COrniteriaert IgIlita In One ammlera

and how la go in re1.60.1 b etre vienporanta.

v_

Tooling and Machining AssOCIalVel In Santa
Clara Ben li Shuster, the executive ehrec
or says acout 100 are accepted.

The current class is crossuection of the
state s unemployed. Some are young. but
mop are skilled older waiters John Coyle.
02. was laid of f Isom one engineering :cas that
catd 136.000 a year and then tram another
paving 115.000 John Kovalski 46, was a
technical support manager paid 151.000 until
he was lad off And Nancy Nista.. 41

earned &bean 130.000 as a survey Map
and structural derigner in the now.monhund
construct., industry

Now all of them i.e mcniton.g as their
best hope for hobs paying more than ate
roinimuin wage. Mr Kovalskrexpects that in
four or five years. he will be be earnmg spin
514 an hour. just over half his former earn.
ings Still. al a machintst, at least he expects
to survive recessIon,

management is not a good place
to be." he satd.

For all these students. California's retratn.
ms program could pay off -We're in
desperate aittlattOrt.- SayS BOb L McNeal
Mark .1Ohnsco's boas and president of
McNeal Enterprises. "There's not enough
young on.. I just ran an ad for maohinist.
plastics labncator I ran 0 lor II days. I had
65 applicants. Eleven I fed I could talk to
Two were quelled !hired we."

< .

4

COV.?
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December, 1992

The Employment Training Panel has completed its ninth year of operation, and is pleased to

share its 1991-92 Annual Report with you.

The continued rise in unemployment, businesses moving out-of state or closing their doors, and

the fundamental restructuring of the State economy demand a more skilled workforce to improve

California's business productivity, competitiveness, and viability. ThisAnnual Report describes

the Employment Training Panel's activities and accomplishments during fiscal year 1991-92, in

funding training to improve California businesses productivity and competitiveness while

promoting job security for workers.

ETP actions during the report period reflect an increased effort to: 1) approve more money for

training; (2) increase the amount of funding for job-linked literacy training; and, (3) continue
prioritizing contracts seeldng to serve small businesses. The result of these efforts include the
approval of 231 coetracts for a total amount encumbered of $82.6 million, compared to 93

contracts for $52.3 million in fiscal year 1990-91. Forty-thousand individuals are targeted for
training with these funds, 35,182 retrainees and 4,818 new hires. Funding of training for small

businesses increased by 67 percent, and for job-linked literacy training by over 60 percent from

the previous year.

The Report also includes the findings and recommendation from two major program evaluations.

The studies found that Ell, has had a significant impact on increasing the earnings and reducing
unemployment for trainees. Earnings after completion of training increased by $7,400 for new-
hire trainees, and $1600 for retrainees likely to be laid off without retraining. In addition, for

every $I dollar invested in ETP training funds, the State receives an annual return of $7 in
additional economic activity generated by the increased earnings of Panel trainees. The Panel

is pleased with the findings of the studies which validate the effectiveness of the ETP program

in achieving its legislative mandate.

A high priority for the Panel is to distribute its funds in an effective and efficient manner.
During 1991-92, the Panel focused on refining its funding priorities, operatiocal procedures and
internal processes. Ell, will continue to impmve its operatiom to be more responsive to the

business community needs for a skilled and productive workforce.

The Panel remains committed to its effective role in sustathing and improving California's

economy by working proactively with business, labor, and other government entities.

Ted W. Dutton
Chaionan

Gerald G. Geismar
Executive Director
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Prepared by the Planning and Rexarch Unit Staff:

Ada Carrillo, Manager
Carroll Miller, Analyst
David Guzman, Analyst
Juvencia Rorno, Analyst
Ka= Tsuda, Analyst
Elizabeth Slape, Secretary
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Employment Training Panel.

EXECUTIVE SUMMARY

The mounting numbers of unemployed workers, and businesses moving out-of-state or closing
their .doors, during fiscal year 1991-92 challenged the Employment Training Panel (ETP) to
increase its role in contributing to the economic health of the state by funding job skills training
that provide business with the skilled workforce necessary to stay viable and competitive. ETP
responded to this fonnidable challenge by refining its funding priorities, application process,
proposal approval processes, program policies, and increasing its coordination with otherstate
and local agencies.

The 1991-92 Annual Report describes the Employment Training Panel's training activities and
program accomplishments for that fiscal year. ETP contracts approved during one fiscal year
can span up to 24 months. Therefore, training contract activity for one fiscal year can only be
accurately measured and represented by reporting on: (I) Panel actions during 1991-92; (2)
contracts completed; and, (3) contracts still active.

In addition to the training project information, this report summarizes program revenues and
expenditures, changes in policy and operations, and the findings and recommendations of two
major program evaluations.

PANEL ACTIONS

Revenues & Expenditures
ETP's total revenue for fiscal year 1991-92 was $194,408, 381. This total included the annual
appropriation of $82,628,277, a carryover of $71,329,113 and prior 'year dis-encumbrances of
$40,450,991.

Non-Trang Expenditures
Prior to ascertaining the amount of funds available to ETP for training, a total of $33,446,328
in revenues were transferred to the Employment Development Department (EDD) and
Department of Industrial Relations (D1R) to supplement their functions or for services provided
to the Panel. Expenditures for Erp administration of $8,354,132 (approximately 9.5 percent)
were well below the 15 percent allowed by statute. In addition, Panel action transferred $20
million to EDD to assist with the economic recovery of South Central Los Angeles. Funds
committed for training totaled $82,626,006, leaving a balance of $49,783,741 to be carried
forward to fiscal year 1992-93.

Annual Report, 1991-92
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Employment Trainktg Panl

Training Fund Commitments
El? establishes allocation categories to serve as broad funding targets that focus funding on
projects that are consistent with the Panel's legislatively mandated priorities. Four of the nine
allocation categories, and the amount to be spent for each category, are mandated by the
Legislature: Upgrade Training, Demonstration Projects, programs for Newly Legalized
Individuals or Seasonal Farmworkers, and Greater Avenues to Independence (GAIN) projects.
The remaining categories and the percentage of funding allocated is determined by the Panel.

The Panel attributes a significant increase in total trainirg expenditures for fiscal year 1991-92
to having established flexible and effective allocation categories as targets for funding.

In addition to effective allocation categories, the Panel attributes the substantial increase in funds
approved for training to the following program improvements:

1. The streamlining and excediting of the application for funding and proposal
review process;

2. An increase in the use of the Fixed-Fee Cost Guide;

3. The implementation and refinement of the funding priorities and operational
procedures required by the Legislature in 1990; and

4. Increased coordination with other agencies.

Project Commitments
ETP's actions during the fiscal year reflect an increased, program-wide effort to: (1) approve
more money for training; (2) increase the amount of funding for job-linked literacy training; and,
(3) continue to give priority to contracts seeking to serve small businesses. The results of these
efforts include:

231 training projects approved compared to 93 approved in fiscal year 1990-91.

$82.6 million approved for training; $56.3 million was approved in fiscal year
1990-91.

Legislatively Mandated Priorities
Included in the mission of the Panel to provide funds to train the labor force and strengthen the
California economy, are areas specified as priorities for funding. Two priority areas mandated
for Panel resources are: (1) serving small businesses; and, (2) funding job-linked literacy
training.

Annual Report, 1991-92
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Employment Training Panel

ETP continued its excellent record of serving small businesses. The Panel defines a small
business as employing 250 or fewer workers. During fiscal year 1991-92, 126 contracts were
approved to serve small businesses for a total of $44.6 million. This is a 67 percent illaCase
over last year.

There was a significant increase of projects that contained a job-linked literacy component.
Funding for training in job-linked literacy skills increased from 24 contracts for $1.4 million in
1990-91 to 44 contracts for over $2.1 million in 1991-92. This increase is a result of the
Panel's efforts to encourage the development of contacts containing a job-linked literacy
component.

To be funded by ETP, literacy training must be tied to job-specific training, aad needed to
obtain or retain employment. The Panel defines literacy training to include, but not limited to,
math, reading/language comprehension, writing, and Vocational English as a Second Language.

Policy Changes
During fiscal year 1991-92, significant policy changes were made in the areas of allowable
training costs, new hire training incentives, retrainee enrollment, double enrollment, and
structured-on-site training. The changes were based on recommendations by task forces that
included repreaentatives from the contractor community, Employment Development
Department's Audit section, and the California Department of Education. The new or revised
polices were instituted to better respond to the training needs of California workers and
bvidnesses.

Evaluations of the Panel
Two major studies on the effectiveness of the Employment Training Panel were conducted
during the 1991-92 fiscal year. The focus of the first evaluation was to comply with the
statutory requirement for an impartial, independent evaluation of the extent to which ETP and
its programs had met its stated goals, and to assess the efficiency and effectiveness of the Panel's
administrative and organizational process. The second study was initiated in response to a
legislative directive that the Panel evaluate the effectiveness of ETP funded training in increasing
employment security, increasing workers' wages, and improving the California economy.

Major findings of the studies include:

1. The Panel has implemented many of the 1990 Legislative Directives.

2. ETP has provided direct and indirect benefits to California business and workers:
Direct Benefits

Training was provided for over 140,000 employees and Ul Recipients.

Employers received the benefits of $305 million in training.

Annual Report, 1991.92
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Indirect Benefits

An estimated $485 million increase in productivity in one program year (1989-
90), this equals roughly $7.00 (seven) in economic benefit to the State for each
$1.00 (one) of ETP funds earned for training.

3. ETP has had a significant impact on the earnings of both new hire and retrainee
completers.

$1....J0 (retrainees).
a justed earnings for trainees of $7,400 (new hires) and

4. ETP training reduced the likelihood of unemployment for both new hires and retrainee
completers.

Panel training reduced Ul payments by about $5 million in the first year.

5. ETP has a substantial impact on California's economy, beyond the increased earnings of
participants.

Increased productivity as measured by changes in earning, accounts for an
additional impact of over $64 million.
Estimated value of savings of jobs that would have been temporarily lost due to
lack of training is between $166 million and $248 million.

The findings and recommendations in these studies will form the basis for the development of
future ETP policies, regulations, and legislation as the Panel seeks to better meet the training
needs of workers and business in California.

CONTRACTS COMPLETED

During fiscal year 1991-92, 76 training contracts completed earning $35.1 million in training
funds. A total of 16,205 persons (1,632 new hires and 14,573 retrainees) received training at
an average cost of $2,240 per trainee. The average hourly wage paid to new hires after training
was $8.11 and for retrainees, $14.65. The most common types of training provided were Total
Quality Management, Office Automation, Management and Customer Service.

In addition to vocational skills training, 634 trainets were trained in job-linked literacy skills:
math, reading/language comprehension, writing and Vocational English as a Second Language.
$796,887 was earned for hien 'y training in contracts completed within fiscal year 1991-92.

Annual Report, 1991-92
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The planned trainee enrollment of 5,227 new hires and 22,721 retrainees resulted in actual
enrollment of 3,241 new hires and 17,722 retrainees. Of the trainees carolled, 50% (1,632) new
hires and 82% (14,573) retrainees were employed and retained in employment for at least 90
days.

Trainee demographic data indicates that Panel funded training focuses on established worken.
The average ETP new hire trainee is a minority male, aged 20 - 34, with a high school
education or less. The average retrainee is male, aged 25 - 44, with a. high school education and
some college.

According to trainee completion records, the Panel funded training for a total of 1,589
businesses. Seventy-eight (78) percent of those businesses were small or had 250 or fewer
employees. Using the Small Business Administration definition for small business as having less
than 500 employees, 85 percent of the total businesses served by ErP were small businesses.

ACTIVE CONTRACT SUMMARY

Forty-six contracts remained active as of July 1, 1992 for $36 million in committed training
funds. These contracts plan to provide training for 15,507 individuals, and 46% of these
contracts are primarily targeting small businesses. The types of training most frequently
represented in these contracts are Total Quality Management, Statistical Process Control, Office
Automation, Management Skills, Customer Service, and Production Techniques.

Annual Report. 1991.92
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I. OVERVIEW

The mounting numbers of uoemployed workers, and businesses moving out-of-state or closing
their doors during fiscal year 1991-92 challenged the Employment Training Panel (El?) to
increase its role in contributing to the economic health of the state by funding job skills training
that provide business with the skilled workforce necessary to stay viable and competitive. El?
responded to this formidable challenge by refining its funding priorities, application process,
proposal approval processes, and increasing its coordination with other state and lccal agencies.

This report describes ETP's activities and accomplishments during the 1991-92 fiscal year. To
put this report into perspective, it must be noted that El? training contracts approved during one
fiscal year can span up to 24 months. Consequently, a complete picture of Panel activity for
one fiscal year can only be accurately measured and represented by reporting on: (1) Panel
actions during 1991-92; (2) contracts completed; and, (3) contracts still active.

PANEL ACTIONS DURING 1991-92

This section of the report summarizes the Panel's accomplishments as reflected in a review of:

Non-training fund expenditures;

Trends evident in the approval of training contracts;

Compliance with legislative mandates;

New policies institutcd during the fiscal year; and,

Results of two program evaluations.

Annual Report, 1991-92
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CONTRACTS COMPLETED DURING 1991-92:

This section provides a statistical summary of the actual performance of the 76 contracts that

completed during fiscal year 1991-92. Information presented in this section includes:

The number of trainees enrolled and employed.

Number and size of businesses served.

Distribution of ET? funds by industry sector; and

Demographic information on trainees.

ACTIVE CONTRACTS AS OF JULY 1, 1992:

A number of contracts approved before 1991-92 were still active, as of July 1, 1992. To

complete the picture of Panel funded training, a summary of these active contacts is included.

/

Annual lawn, 199142
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IL PANEL A CTIONS

The Panel actions during thc fiscal year reflect an increased effort to: (1) approve more money
for training; (2) increase the amount of funding for job-linked literacy training; and, (3) continue
prioritiimg contracts seeking to serve small businesses. The result of these efforts include:

231 training projects approved compared to 93 approved in fiscal year 1990-91.
$82.6 million approved for training; $56.3 million was approved in fiscal year
1990-91.
$2.1 million approved for job-linked literacy training in contrast to $1.4 million
approved during fiscal year 1990-91.
$44.6 -Anion approved in fiscal year 1991-92 to serve small businesses,
compared to the $26.7 million approved during the previous fiscal year.

The Project Commitments Summary on page 9, 'a a synopsis of Er? training projects funded
during fiscal year 1991-92.

During this fiscal year, significant policy changes were approved in the areas of allowable
training costs, new hire training incentives, retrainee enrollment, double enrollment, and
structured-on-site training. These new or revised polices were instituted to better respond to the
training needs of California's workers and businesses and are further described under Policy
Changes on page 11.

Annual Report. 1991-92
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REVENUE & EXPENDITURE REPORT
FIscaI Year 1991-92

(See dm follow* page for additional detail oe ::on4raildag expenditures.)

MERU

Yearly Appropriadoa $82,628,277

$ Carried
Reward (from prior years) $71,329,113

Prior Year
Dis-eocumbraneca $40.4%591

Total Revenge $194,4011,361

IMPENDTTURF

Mandan:

EDD State/Local Leber Parket Information ($3,088,664)

EDD Tax Co/lectioss Brands ($3,014,870)

EDD Employment Service 90% Center Program ($26,042,794)

Department of Industrial Relations 441-142.040.1

Total Transfers ($33,44023)

MA laiskatirm ($8,354,132)

Iraisiaaisaat
gamma: ($882,626,006)

Allocated to Economic Recovery, South Central L3e Angeles MUM=
IslasssiCartkLEimelsa
DiaLX111.1223131 $49,783,471
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NON-TRAININ. G EXPENDITURES

The 'Employment Training Fund (ErF) generates the monies to administer and fund
employment training programs. The following is a brief description of: (1) funds transferred
from El? revenue; and, (2) ETP administrative expenditures:

TRANSFERS: Funds were transferred as provided by the Budget Act to support other agencies
and their functions or for services provided to the Panel:

EDD/State/Local Labor Market Information program produces and has access to a
variety of information on industrial/occupational employment data.

EDD/Tax Collections administers the collection of the ELF for the. Panel.

EDD/Employment Service 90% program helps at the local level with reemployment
services to the unemployed.

Department of Industrial Relations for administrative support of the Division of
Apprenticeship Standards.

ADMINISTRATIVE EXPENDITURES: The Panel may use up to 15% of the EIT for
administration. (Marketing and Research expenditures are not included in this limitation).
Approximately 9 112% was spent for administration during 1991-92. These funds pay staff
salaries and benefits; expenses for supplies, travel and equipment; and, miscellaneous contracted
services.

Personnel Expenses: The Panel utilized a total of 101.5 Personnel Equivalents (PE's).
Of those, 89.8 PE's were Panel staff and 11.8 PE's were Employment Development
Department (EDD) support personnel. The Panel expended a total of $4,971,983 in
salaries and benefits.

Operating Expenses: Operating expenses totaled $2,732,502. Included in this total are
equipment, supplies, travel expenses, and contracts for miscellaneous services.

Marketing and Research Expenses: $113,708 was spent in contracts for marketing and
. $422,232 was spent for research activities.

%ea pehlra, keleofe Califoreie employer peye ea-WA of ono roma (0.15)a Gm S7.1103 a the view of oult asir orep4opm
embie.t I. nervierserg leeremee realm, erielelt wrier Ye ea rowel mien $7.00 per eenployee.
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TRAINING FUND COMMITMENTS

How a program allocates and subsequently spends its funds should mirror its commitment to the
program's mission. The .mission of the Pa..e.1 is to enhance the employment security of
California workers, help business become more moductive accl competitive, and strengthen the
State's economy. The Panel's allocation of funo t reflects a commitment to this mission.

The ETP Annual Plan submitted to the Legislature for 1991-92, establishes allocation categories
setting out the planned distribution of funds for that year. The allocation categories serve as
broad funding targets that focus funding on projects that are consistent with the Panel's
legislatively mandated priorities. Four of the nine allocation categories, and the amount to be
spent for each category, are mandated by the Legislature: Upgrade Training, Demonstration
Projects, programs for Newly Legalized Individuals or Seasonal Farmworkers, and Greater
Avenues to Independence (GAIN) projects. The reinaining categories and the percentage of
funding allocated is determined by the Panel. During fiscal year 1991-92, approximately $152
million was available for training.

The Panel attributes a significant increase in total training expenditures for fiscal year 1991-92
to having established flexible and effective allocation categories as targets for funding. The total
training funds approved increased from $56.3 million in fiscal year 1990-91 to $12.6 million
in 1991-92, an increase of 47 percent. In addition, the number of contracts approved in fiscal
year 1991-92 also increased significantly from a low of 93 in 1990-91 to a high of 231 in 1991-
92, an increase of 148 percent. See Appendix A for details on allocation categories.

These s-ostantial increases are also attributed to:

I. The streamlining and expediting of the ETP application for funding and proposal
review process;

2. An increase in the use of the Fixed-Fee Cost Guide;

3. The implementation and refinement of the funding priorities and operational
procedures required by the Legislature in 1990; and

4. Increased coordination with other agencies.

SMEAPALINING AND EXPEDITING ME PROCESS

Determining priorities for funding is only the first step. The funds must then be clistributed in
an effective and efficient manner. Efforts by the Panel and it's staff to improve the process of
distributing funds into the community is a high priority. Therefore, activity and
accomplishments in 1991-92 were concentrated in the following areas:

Annual Report, 1991-92
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Simplifying the Funding Application
The ETP funding application was re-designed during fiscal year 1991-92. The new application
clarifies and limits information requested to what is necessary to determine the applicant's
eligibility and to begin the training proposal development process.

Technical Assistance
ETP field office staff assist potential applicants in completing the application, and the
development of a budget and subsequent proposal.

Streamlining the Proposal Review Process
During 1991-92, an extensive examination of the training proposal/agreement development and
review process was conducted. Elimination of unnecessary or duplicate steps, and the
streamlining nf 'h josal review process was initiated during this period.

Expanding the Fixed-Fee Cost Guide
The Panel continues to encourage the use of the Fixed-Fee Cost Guide to simplify and expedite
the contract development process. The Cost Guide establishes a per hour rate for the Panel's
most frequently approved skills training categories. Five new categories were added to the Cost
Guide during the 1991-92 fiscal year (Certified Nurses' Assistant, Sales Techniques, Computer-
Assisted Numerical Control, Basic Math Skills and Vocational English as a Second Language
(VESL)) for a total of 14 training categories.

The Fixed-Fee Cost Guide rates were used in 12 percent of the contracM approved during fiscal
year 1991-92, as compared to only 46 percent of the contracts approved in 1990-91. Proposals
that do not use the Cost Guide rates require detailed itemized budgets. The rates allowed in the
Cost Guide are based on historical ETP training project data. A goal is to continually review
types of training and add new categories to the Guide whenever possible.

Establishing Funding Priorities and More Efficient Operating Procedures
During fiscal year 1990-91 the Panel's ability to expend a significant amount of its funds was
limited by the considerable amount of staff time needed to fully operationalizt the numerous
legislative mandates contained in the January 1, 1990 amendments to ETP's law. With the
development of program regulations, operational procedures and allocation categories, ETP
able to devote more of its time and resources during 1991-92 to the development and funding
of training programs.

Increased Coordination with Other Agencies
Fiscal year 1991-92 was one of increased coordination with various other agencies to achieve
ETP goals. ETP has worked actively with the Department of Commerce to leverage and
maximize the funds available for economic development, to attract and retain businesses, and
to promote the availability of ETP training funds throughout the state. The Panel has
collaborated with the Employment Development Department's Job Training Partnership Division
(TTPD) and the Department of Social Services to increase training and employment programs

Annuli Report 1991-92
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for individuals that have multiple barriers to employment. The Panel is also a major contributor
to the California Manufacturing Technology Center, via the Chancellor's Officeof the California
Community Colleges, as well as to the California Supplier Improvement Program (9aISIP) 'o
provide training for small and medium-size aerospace manufacturing suppliers. In short, ET?
has demonstrated its ability and commitment to working with other agencies toward the
development of an integrated ind statewide strategy for the provision of employment and training
services.

Thnely Response to Critical Proposals
In recognition that certain projects are, by their nature, so critical to the California economy that
they must be expedited, the Panel has established a process to identify these prriects for timely
processing and implementation.

The Executive Director determines which applications/proposals are given immediate attention
and mobilizes raff to expeditiously develop, process, and monitor these proposals.

Annual Report, 180142
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PROJECT COMMITMENTS SUMMARY

231 contracts approved
$82.6 million approved for training
40,000 persons targeted for training

4,818 new hire trainees
35,182 retrainees

$2,065 average cost per trainee

CONTRACTS

126 contracts target primarily small employers (fewer than 250 employees).

98 contracts are directly with small businesses.

28 are consortia contracts. Consortia contracts are designed to serve multiple,
primarily small, businesses.

Approximately $44.6 million or 54 percent of the funds approved target small
businesses.

TYPES OF TRAINING

Most frequent types of vocational training approved are:

1. Total Quality Management, Statistical Process Control, and Manufacturing
Resource Planning

2. Management Skills

3. Office Automation

4. Auto Repair

JOB-LINKED LITERACY TRAINING

44 Contracts with Literacy Component Approved
828 New Hire Trainees

1,723 Retrainees
$2.1 million

Annual Report, 1991.92
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LEGISLATIVELY MANDATED PRIORITIES

Priorities for funding included in the mission of the Panel are to train the labor force anci to
strengthen the California economy. Two priority areas mandated for Panel resources are: (1)
serving small businesses; and, (2) funding job-linked literacy training. Below are figures
showing how these priorities were met during fiscal year 1991-92:

SERVDIG SMALL BUSINESS

126 contracts to serve small businesses
$44.6 million approved for training for small businesses

67 percent increase over last year

As the data above shows, the Panel approves a substantial amount of its funds to meet the
training needs of small businesses throughout California. ETP defines small businesses as
businesses with 250 or fewer employees. Fiscal Year 91-92 data demonstrates a significant
increase in funds approved for training to serve small businesses as compared to the previous
year. It is expected that about 1,400 small businesses will be served with these funds.

TRAINING FOR JOB-L1NKED LITERACY SKILLS

44 contracts had a literacy component
828 New Hire Trainees

1,723 Retrainees
$2.1 million

Projects with a literacy component have increased significantly. Funding for training in job-
linked literacy skills has increased from 24 contracts for $1.4 million in 1990-91 to 44 contracts
for over s2.1 million in 1991-92. See Appendix B for list of contracts with a literacy
component approved in Fiscal Year 1991-92.

This increase is a result of the Panel's efforts to encourage the development of contracts
containing a job-linked literacy component. To be funded by ETP, literacy training must be tied
to job-specific training, Ind needed to obtain or retain employment. The Panel defines literacy
training to include, but not limited to, math, readingilanguage comprehension, writing, and
Vocational English as a Second Language.

Support for literacy training is not limited to projects for those entering the labor market. Many
currently employed workers lack the necessary literacy skills to advance in the job or to merely
keep pace with the requirements of new technologies affecting their current job. Consequently,
Panel-funded training programs have included a large number of currently employed persons
(retrainees) needing job-linked literacy training.

Annual Report. 1991-92
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POLICY CHANGES

During the 1991-92 fiscal year, the Panel established policy task forces to review, refine and/or

develop policy recommendations in the areas of new hire training, consortia retraining, double

enrollment, structured on-site training (SOST), and mandated target groups. In addition to ETP

staff, the task forces included representatives from the contractor community, Employment
Development Department's Audit section, and the California Department of Education.

NEW HIRE TRAINING PROGRAMS

The specific charge of the new hire task force was to identify the policy impediments to
successful completion of New }rue training contracts. The group identified two significant

regulatory problem areas needing revision: allowable costs and new hire training incentives.

Allowable Cods
The Panel has not been able to reimburse contractors for the true costs associated with new hire

training. The costs incurred for recruitment, assessment, and placement of new hire trainees

can be considerably more than for training current employees (retrainees). Using the JTPA

allowable training cost defmition as a model, the task force recommended allowing
reimbursement of staff salaries, fringe benefits, and travel costs associated with:

Recruitment of training participants;
Trainee intake and assessment to determine eligibility;

Job development; and,
Job search assistance and placement in specific jobs.

The Panel approved policy changes to address these issues, and regulation changes to implement

them have been initiated.

New Hirt Training Incentives
A simplified way to reimburse contractors for the added risk involved in training new hires was

approved by the Panel and is being pursued through the amendment of ETP regulations.

Reimbursement will include incentive payments and inducements to contractor who create job

opportunities for the unemployed.

RIP programs to train the unemployed for jobs have not been as numerous Ls retraining

programs for the currently employed. The limited number of new hire training proposals is due,

in part, to the higher risk inherent in those projects.

The amended regulation will permit a new hire contractor to recover all training costs for a

trainee if a 60 percent placement and employment retention rate is achieved. The revised

regulation will also allow contractors to earn additional incentive payments based on exceeding

the 60 percan employment retention rate.

Annual Report, 1991-92
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CONSORTIA RETRAINING

Consortia training has proven to be the most effective mechanism for small business to accessEl? training funds. However, consortia
contractors assume a much greater risk than do directemployer contractors since the consortia is trying to meet the needs of multiple businesses andhave no real control over trainees employment retention. In addition, consortia contractors mustconstantly market their program to new employers.

Consortia Employer Liaison Costs
ET? initiated revision of its regulations to allow for the reimbursement of reasonable staffsalaries, fringe benefits and travel costs associated with consortia-employer liaison activitiThese activities may include recruitment of potential employers and assessment of employerspecific job requirements.

Retrainee Enrollment
Consortia retrainee contractors assume greater risks than a single employer contractor inensuring that a trainee completes the training. The task force found the Panel's policy of
allowing retrainee consortia contractors to enroll no more than 20 percent over the planned
placements too restrictive. The policy has been revised to allow retrainee contractors to enrollup to 30 percent over planned placement.

DOUBLE ENROLLMENT

To ensure the integrity and equity of its retraining programs, the Panel approved a revised policyregarding double enrollment. The new policy allows contractors to enroll trainees whocompleted a prior El? training program am( retention period more than three yeats prior tothe start date of the current trainingproject without requiring any notification to, or approvalfrom ETP.

However, to enroll any trainee that has completed their training and retention period within thethree years prior to the current training program, a contractor must request advance written
approval from ETP. The request must include evidence that the training to be provided in thesubsequent El? training program is substantially different from the prior training. Also,contracts with double enrollments exceeding 10 percent of the total number of trainees under theagreement will only be reimbursed for 50 percent of the cost stated in the agreement for eachdouble enrollment. Concurrent enrollments are not allowed.

STRUCTURED ON-SITE TRAINING

Structured On-Site Training (SOST) provides for the acquisition of sMIls on-the-job followingclassroom instruction. The SOST task forcewas initiated to clarify ETP's policy and establish
the parameters for funding and monitoring SOST as a component of a training program.

Annual Report, 1991-92
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The policy directive adopted requires that SOST be supervised by an individual(s) who has a
demonstrated competency in the subject area and is not simultaneously enrolled in the same
training group. SOST must follow a detailed plan for the delivery of job tasks and specify the
minimum competencies to be gained. Generally, ETP will allow a maximum of two hours of
SOST for every hour of classroom and/or laboratory instruction.

SPECIAL TRAINING PROGRAM

Greater Avenues to Indepmdenee Program
The 1991-92 Budget Act language that established the Greater Avenues to Independence (GAIN)
program allocation permitted the Panel tc waive the HIT trainee eligibility requirements and to
fund training support services such as child care and transportation. However, GAIN training
contractors were required to meet all other ETP placement and retention requirements to earn
GAIN training funds.

Due to the high risk perceived by training contractors, no applications for GAIN training funds
were received. New language contained in the 1992-93 Budget Act permits the Panel to waive
specific statutory requirements when deemed necessary to meet the special needs of GAIN
participants. The new language allows for greater flexibility in funding training projects for
GAIN participants with multiple barriers to employment, such as no work history, poor basic
skills, poor work habits, and/or limited proficiency in English.

Annual Report. 1991.92
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EVALUATIONS OF THE PANEL

Two major studies on the effectiveneu of the Employment Training Panel were conducted
during the 1991-92 fiscal year. The focus of the first evaluation was to comply with the
statutory requirement for an impartial, independent evaluation of the extent to which EIT and
its programs had met its stated goals, and to assess the efficiency and effectiveness of its
administrative and organizational process. The second study was initiated in response to a
legislative directive to evaluate the effectiveness of ET? funded training in increasing
employment security, increasing worker's wages, and improving the California economy.

The findings and recommendations in these studies will form the basis for the development of
future policies, regulations, and legislation as the Panel seeks to better meet the training needs
of workers and business in California.

PROGRAM EVALUATION

Chapter 926, Statutes of 1989, mandated that ETP contract for an importial evaluation of the
Panel and its programs. Applied Management & Planning Group (AMPG) was awarded the
contract to evaluate ETP as a result of a competitive `Request For Proposal* process conducted
by the Auditor General.

The following is summary of the major findings and recommendations cited in AMPG's final
report submitted to the Legislature on July 24, 1992 and entitled: An Evaluation of the
California Empioyment Training Panel.

Major Findings:

1. The Panel his implemented many of 1990 Legislative Directives:

Annual Plans containing funding allocation objectives were prepared and
submitted to the Legislature in 1990 and 1991.
To expedite the funding process, the Panel developed an application form and
implemented an applicant tracking system to follow applicants through. the process
of applying for ETP funds.
A Fixed-Fee Cost Guide with flat per hour rata for specific types of training was
adoPted.
The Executive Director was delegated the authority to approve proposals up to
$50,000.

MINN,
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2. El? Yes provided direct and indirect benelia to California business and workers:

Direct Benefits

Training was provided for over 140,000 employees and Ul Recipients.
Annual increases in ablated earnings for trainees of $7,400 (new hires) and
$1,600 (retrainees).
Employers received the benefits of $305 million in training.

Indirect Benefits

An estimated $485 million increase in productivity in one program year (1989-
90), this equals roughly $7.00 (seven) in economic benefit to the State for each
$1.00 (one) of El? funds earned for training.
The majority of employers served by El? would not have provided any training
or at least not to the same extent without EI? funding.
The Panel has been very successful In serving large numbers of small
businesses thmugh the consortium approach.

3. Legislative Directives Yet to be Fully Implemcnted:

Identification of Priorities for Training Funds (i.e. specific industries, production
or quality control techniques or Regions of State);

Status: ET? has contracted with various entities for research that will
provide ETP with additional data to help further define priorities
for funding.

Adoption of New Hire Cost Reimbursement System;

Status: The Panel has approved a new hire reimbursement policy and the
regulatory process has begun to adopt the policy as a regulation.

Coordination with Other State Programs, in particular, with TTPD; and,

Status: With the appointment of new executive staff, En, has been
aggressively working with other Ole programs to leverage its
funds and better coordinate the training and employment services
available to California's workers and businesses.

Funding Allocation Goals for Upgrade Training, Demonstration Projects, Newly
Legalized Residatts or Seasonal Farmworkers (IRCA), or Greater Avenues for
Independabce (GAIN).

Annual Rsport, '1991-92
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Status: MT is supporting research to determine existing barriers and
possible incentives to encourage Upgrade Training. With the
expansion of the Demonstration allocation category to include
economic development, it is expected that the demand for
Demonstration funds will exceed the amount allocated.

New language in the 1992-93 Budget Act allows ETP the authority
to waive specific program requirements when necessary to
accomplish employment training funded for GAIN recipients. The
Panel will seek adoption of similar language and flexibility for
IRCA programs recipients.

4. Consultants/Subcontractors are providing administrative functions for ETP Contractors
because of perceived difficulty with the Panel's application process, lack of marketing,
and technical assistance.

The funding application has been simplified. An applicant workshop is being
developed to assist potential applicants in completing the form. Field office snff
continue to be available to assist potential applicants.
ETP has created a Marketing Unit and assigned staff to develop and implement
a statewide marketing and outreach effort to actively target funding priority areas.
The Marketing Unit will also coordinate the Panel's effort to provide additional
technical assistance.

5. Applications to ETP have not kept pace wi:h the amount of fundirg available.

The new Marketing Unit will develop a strategy to increase both the visibility of
ETP training programs and the technical assistance available to potential
contractors.

Recommendations:

ETP should be the cornerstone of a coordinated statewide program for job training and
retraining in support of economic development efforts.
If EIT) is unable to commit funds for training at a level commensurate with the amount
of revenue raised by the Employer Training Tax, then the tax should be reduced.
MP should establish a limited set of clearly defined funding priorities. Programs that
do not meet the established priorities, or other eligibility criteria, should be denied.
ETP should enhance its marketing efforts to potential users in established priority areas.
Erp should retain the 90-day on-the-job plamment requirement for both new hire and
retraining programs.
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The Panel should delegate to the Executive Director authority to approve contracts up to
$500,000 and focus their efforts on priority setting, policy development, review of large
program applications, and promotional activities.
ETP should separate the standards of accountability from the performance base
requirements of its training contracts.
ET? should relax the program requirements for demonstration projects, and increase the
amount cf ftmding for demonstration projects.
ET? should continue to streamline the application process and paperwork required of
contractors in other program areas.

STUDY OF ETP TRAINEES

A June, 1992 study released by California State University, Northridge researchers entitled:
Does ETP Training Work? An Analysk of the Economic Outcomes of the California
Employment Training Panel validates the substantial impact ETP has had in raising the
earnings of trained workers and in improving the California economy as follows:

An incrase in earnings of $7,400 for new hires and $1,600 for reuainees in the
first year after oompledon of training.
ETP's investment of $65 million obtained a $172 million to $1.1 billion zeramt
in higher productivity, lower unemployment, and higher wages for California.
Unemployment declined by more than 7 weeks for those completing ET?
training.
The earnings and economic impact of ETP-funded training is unmatched by any
job training program in the country.

The study examined the recoeds for a period of one year before and alter training of 46,946
trainees enrolled in 187 contracts that completed between July 1, 1989 and June 30, 1990. The
study used official Employment Development Department (EDD) wage and employment records.

Major Findings: (See Tables 1-A and B in Appendix for detailed data)

I. SIP has had a significant impact on the earnings of both new hire and retrainee
complete's.

Adjusted for inflation, sew kke completers earned annually over $9,9811 more
than drop outs, and retrainee eampleters earned over $3,50 more than
dropouts.
When controlled for demographic and programmatic differences the estimated
impact of training was over 97,701 for sew Wes and retrainees 14,100.
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2. BTP training reduced tile likelihood of unemployment for both new hires and retrainee
completers.

Training completers experienced significantly less unemployment atter training
than dropouts.
Panel training reduced III payments by about $5 million in the first year.

3. ETP has a substantial impact on California's economy, beyond the increased earnings of
participants.

Increased productivity as measured by changes in earning, accounts for an
additional impact of over $64
Estimated value of savings of jobs that would have been temporarily lost due to
luk of training is between $166 million and $248 million.

Recommendations:

Maintain the stringent 90-day employment requirement for earning training funds.

Researchers attributed the significant results of training to ETP's stringent
performance-based contract that allows contractors to earn payment only after
each trainee completes the training and employment retention period of at least
90 days. This performance-based standard has a powerful impact on earnings and
thus on the overall economy, due to its strong incentive for placement and
employment retention.

Develop policies that will augment technical assistance and incentives for increasing
trainee completion rates.

Since the bulk of benefits to both the individual trainee and the economy as a
whole come from completing the training program, increasing the proportion of
completers will enhance the impact of the program.

Develop targeting strategies that will lead to the greatest impact on the California
economy. Priority should be given to training programs that:

-Are tightly focused, well-planned and clearly increase productivity.
-Clearly enhance the competitiveness of California businesses relative to
domestic and international competitors.

-Train new hires for occupations in which the demand is growing at a
relatively fast rate.

-Retrain to reduce the probability of layoff.

Annual Report, 1991-92
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III. CONTRACTS COMPLETED
DURING 1991-92

This section of the report details the actual results of training completed, funds earned and
trainees retained in employment during fiscal year 1991-92. Of the 76 contracts that ended in
1991-92:

38 were approved in 1989-90
35 were approved in 1990-91
3 were approved in 1991-92

The information in this section provides an indepth analysis of ETP-funded training programs
and includes a summary of completed contract data and information on the following:

Size of Businesses Served
Characteristics of Panel Trainees
Types of Training Most Often Funded
Enrolled versus Employed
Industries Served

A list of each individual contract with contract data is in Appendix C.
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COMPLETED CONTRACT SUMMARY

76 contracts completed
$35.1 million earned

16,205 persons trained & employed
$2,240 average cost per trainee

CONTRACTS

57 direct employer contracts

27 were small employers (fewer than 250 employees).
30 were large employers.

19 consortia contracts (served multiple employers).
An average of 80 businesses served per contract.

BUSINESSES SERVED

Total businesses served: 1,589

Total small businesses: 1,233 (78%)

Contracts serving primarily small businesses earned approximately $14 million (40% of total
funds).

756 small business= (61% of the small businesses, and 48% of all businesses) employed fewer
than 50 employees.

TVPES TRAINING

The most frequent types of training funded:

1. Total Quality Managernent
2. Office Automation
3. Management Skills
4. Customer Service

634 trainees were trained in job-linked literacy skills in addition to vocational skills.
$796,887 was earned for literacy training (see Appendix B-2 for a complete list of contracts)

Annual Report, 1991'92

4 'r? 3

20



497

trainirmarn Training Pang

'TRAINEES

New hires emplord: 1,632
Retrainees employed: 14,573

Small businesses employed 44% of all new hires.

1/3 of all trainees were employed by small businesses.

The average hourly wage paid to new hires after tra; ing was $8.11 and for retrainees, $14.65.

ENROLLED VERSUS IlIPLOYED

TYPe of
Trainee

Planned
Enrollment

Actual
Euro Vont

Number
Employed

% ol Enrolled
Employed

NEW HIRES 5,227 3,241 1,632 50

RETRAINEES 22,721 17,722 14,573 82

The above summary provides information on completed contract performance by type of trainee.
It compares planned enrollment, with actual enrollment and die subsequent employment and
retention of trainees for at least ninety days.
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INDUSTRY COMPARISON

The following provides a graphic representation of all contracts completed during fiscal year
1991-92 by major industry sector in California compared to the California WorkForce data. The
Panel provides funding across all major industries in California, but the majority of contracts
were for the manufacturing sector.

SERVICES
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CHARACTERISTICS OF PANEL TRAINEES

A summary of demographic data indicates that Panel funded ttaining focuses on established
workers. The average Panel new hire trainee is a minority male, aged 20 - 34, with a high
school education or less. The average Pawl retrainee is node, aged 25 - 44, with a high school.
education and some college.

The chart on the following page compares the characteristics of Panel trainees to those of the
total California employed and unemployed labor face.

nnuli Naps% 110142
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. FTP SERVES SMALL BUSINESSES

The Panel continued its excellent record of serving small businesses. As in the past, the Panel
funded training that benefitted mote small businesses than large businesses. The Panel defines
a small business as employing 250 or fewer workers. According to trainee completion records
for all contracts completing during Fiscal Year 1991-92, the Panel funded training for a total of
1,589 businesses, 78 percent of those businesses were small. Using the Small Business
Administration definition for small business as having less than 500 employees, 85 percent of
the total businesses served by ETP were small businesses.

A total of 16,205 persons (1,632 new hires and 14,573 retrainees) received training through
Panel funding. Forty-four percent of the new hires (721) and 31 percent of the retrainees
(4,550) were employed by small businesses. And, approximately $14 million was earned by
contracts serving primarily small businesses, these are contracts in which at least 75 percent of
the businesses served were small.

Most of the Businesses ETP Served were SmIl Businesses

Total Businesses Served: 1,589
Total small businesses: 1,233 (78%)

51-101
E-BIllatsiSeresvetT1 14 5 1-50

I of Employets
Mashie's she)

1-50 756 471r-

51-100 230 101-250

101-250 247 15 5 251+
22.4'

251 -500 120
>500 236

Annual Report, 1991.92

76-387 0 94 17
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The Panel served small businesses in two ways:

I. By contracting directly, 27 small businesses were assisted in meeting their
mining needs.

2. By means of a consortia ccetract which is designed to WPM multiple businesses
and primarily small businesses: A consortia could bea group of businesses with
similar training needs, a training agency, a joint apprenticeship training
committee, a foundation, a union, or a regional occupational program: 1,206
small businesses were assisted through 19 consortia contracts. In addition, over
300 large businesses also were served through these same contracts.

BUSINESS SIZE COMPARISON

In California, small businesses (less than 250 employees) comprise the majorityof all businesses.
The majority of the businesses served by Ell,' were also small. Acanding to an independent
evaluation of the Employment Training Panel program, 'The Panel appears to be successful in
serving large numbers of small businesses through the consortium approach. We could find no
compelling reasons for the panel to alter any of its performance or other program requirements
to serve small businesses."2

% Businesses
Served By All Calif.

110sincalizc ETP n alegn).

0 - 250 71 99.4

251 - 500 7.5 0.3

500 + 14.9 0.3

(1) Data based on placements for cnntracts completed during Fiscal Year 1991-92.

(2) 3rd Quarter 1991, California Unemployment Insurance Survey Reporting Units by size,
Industry and county, Labor Market Information Division (LMID), Employment Development
Department.

SOW PI.NWS O. hly 24, IM...
Armual Roport, 1991-92
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IV. ACTIVE CONTRACTS

The following summary covers contracts that were approved prior to fiscal year 1991-92 and
were still active as of July 1, 1992.

ACTIVE CONTRACT SUMMARY
As of July 1, 1992

46 contracts
$36 million approved

.15,507 trainees planned to train and employ

46% of contracts target training primarily to small businesses

TYPES OF TRAINING

The following are the types of training most frequently rt.presented in these contracts:

1. Total Quality Management

2. Statistical Process Control

3. Office Automation

4. Management Skills

5. Customer Service

6. Production Techniques

7. Just-In-Time

Job-linked literacy training is included in 13 of the active projects. Training represented is
reading, math, business eaglish, and Vocational English as a Second Language (VESL).

Annuli Report, 1991-92
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V. APPENDICES

This Section includes the following appendices:

A. Allocation of Training Funds

B-1. Job-Linked Literacy Training Approved

B-2. Job-Linked Literacy Training Completed

C. Contracts Completed

D. Tables I-A & I-B

Annual Report, 199192
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APPENDIX A

ALLOCATION OF TRAINING FUNDS, 1991-92

ALLOCATION
CATEC<IRY

AMOUNT
COMMITTED

INUMBER OF
CONTRACTS4

3Upgrade a/ $1,197,408

Demonstration a/ $995,648 3

Newly Legalized Individuals
or Seasonal Farmworkers a/

$407,520 1

Gain a/ $27,600 2

Economic
Development/Business
Expansion

$7,745,362 12

Productivity
Improvement/Workforce
Retention

$32,362,901 126

Consortia $27,554,347 37

Regional Economic Impact $9111,699, 42

Apprenticeship $3,223,521 5

TOTALS $82,626,006 231 .

The preceding table oummarizes the Panel's actions for each established allocation category during Fiscal Year 1991-
92. Below me definitions of these categories:

a/Legislatively-Mandated Allocation Categocies

Upgrade: The law directs ET? to manually allocate $2.7 mition to retrain individuals in skills for which theme is
a demonstrable shortage. Such training must allow for career advancement; mid, once the trainee moves tram ihe
sew, advaseed poeifion, the vacated position must be filled by m uaemployed individual.

Densonstratios: llaa law allows DTP to tee up to $2.7 million to try various approaches designed to reach divan
sod difficult to serve populatioas under current ET? standard eligibility critemia. Legislation has incresacd the
ellocaticm and expends its scope to include economic development Weaning in fiscal you. 1992-93.

Annual Report, 1991-92
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Newly Legs Ithed thelividaris aad Sawn& Parmomerican: The Budget Act of 1991-92 establisisd a $5 Milks
allocation to hdp most di. traioing sad employment nods of seMy thealiad individialssod seasoml thenrworthare
mama mite the Immigration Reform mad Control Act (IRCA) of 1996.

Gain: The Baden Act of 199142 established an allocation calmory of 92.7 millionto train sad employ participants
in Pis Gratin Avenues lo Indepersimes (GAIN) program or recipients of Aid to Families of Dependent Childres
(AFDC).

Pawl Eslablithed Caspian

In order to focus the funding of ET? monies beyond the mecifically mandated categories And to meet other
legislative initiations, the Panel established the following allocation angoras:

Ecomemak/Esminem lEspaissioat: These funds were intended to be used to attract businemes to Califoinia, prevent
businesses from relocating out-of-stete, met minmlate the expansion of existing businsmes. This category targets
companies locaied in Enterprise Zoos. sad Ec000mic Incentive Ames.

Productivity Improrinseat/Worleforce Retention: This cateeory addreesed tho retrainingneeds of businemes to
enhance the productivity of their entreat workers and thereby their competitiveness.

Camomile: Although any size business may participate in a consortia training moject, them fun& are primarily
intendod to meet the needs of mall burineenes unable to agonize individual training projects. Consortium
contractors may be community colleen, job apprentioothip training commitles's (IATC's), employer associations,
private induatry councils (KC's), co private training agendas Sat wrath. trainingprograms for several employers
with similar Mining need..

Regional Ecoacaik Impact: Mining funds in this allocation category focusedon training in growth and emerging
=Avalon. and employment in regions of the state having high levels of unemployment.

Apprenkothip: This category vna intended to supplement funding for training in slmcific apprenticeship skills
related to new or edvanced technology, methods, processes, or equipmeat which is not otherwise currently included
in the curriculum of an apprenticeship program.

Annual Report, 1991-92
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118

APPENDIX B-1

JOR-LINKED LITERACY TRAINING APPROVED DURING 1991-92

44 contracts had a Job-Linked Literacy component
CIS new like trainees

1,723 retrainees
$2.1 million approved

VESL was tbe most frequently funded training
Training for production workers most often contained a Literacy component

Basic Math skills was most frequently provided with Statistical Process Control (SPC)

A list of the 44 contiacts follows.

Annual Roport, 1091.92
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Employment Training Panel

APPENDIX B-2

JOB-L1NKED LTTEItACY TRAINING COMPLETED DURING 199141

14 contracts had a job-linked literacy component
634 trainees were trained in job-linked literacy skills

6796,U7 was earned

A list of these contracts follows.

Annual Report. 1991-92

41
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TABLE I-A3

EARNINGS A YEAR BEFORE COMPARED TO A YEAR APTEJLTRAINING

Pre-Training Post-Training Change in % Change
Earnings Earnings Earnings

UNADJUSTED:

Retrainees

Completers $24,641 $28,538 +$3,897 +15.8%

Dropouts 24,263 24,623 +360 +1.5%

New Hires

Completers 11,095 19,358 +8,263 +74.5%

Dropouts 11,483 10,218 -1,265 -11.0%

ADJUSTED:

Retrainees

Completers 26,706 28,321 1,615 +6.0%

Dropouts 26,369 24,223 -2,146 -8.1%

New Hires

Completers 12,057 19,456 +7,399 +61.4%

Dropouts 12,442 10,153 -2,289 -18.4%
The gains in earnings shown under Adjusted earnings represent increases in earnings beyond inflation.
Ibis is particularly remarkable given that in California average wages were actually falling during this
period. To account for the impact of inflation, the earnings for all participanuwere adjusted for inflation
into 1990 dollars using the Consumer Price Index for California (CPI) and thee recalculated for an
average change in earnings.
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TABLE I-04

COMPARISON OF UNEMPLOYMENT PAYM&NTS AND CLAIMS

Average UI Claims Average UI ClaimsChange in

before Training after Trainingul Claims

FUNTainees
Completers .32
Dropouts .60

New Hires
Completers 9.79
Dropouts 9.28

.77 + .45
1.73 +1.13

2.34 -7.44
7.65 -1.62

Average UI Payments Average UI PaymentsChange
before Training after Trainingin tiE Payments

Retrainees
Cornpleters $40.58 $117.86 + 77.28

Dropouts 77.66 265.61 +187.95

New Hires
Completers 1,236.78 310.65 -926.13

Dropouts 1,121.71 982.55 -139.16

For new hires, the data indicates that both dropouts and completers received some benefit from
training. Both dropouts and complemrs experienced nine to ten weeksof unemployment before training.

After training, unemployment declined for both groups.

For retrainees, both completers and dropouts experienced a slight increase in unemployment, although,

as expected, the increase was almost three times as large for dropouts. The increase in unemployment
after training is probably due to the overall increase in unemployment throughout the state and nation

during the period studied.
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