
DOCUMENT RESUME

ED 392 495 JC 960 159

AUTHOR Jones, Ansleigh, Ed.
TITLE Workforce Development Institute; 1995 Summary

Report.
INSTITUTION American Association of Community Colleges,

Washington, DC.
SPONS AGENCY Employment and Training Administration (DOL),

Washington, D.C.
PUB DATE 95

CONTRACT F-4563-4-00-80-60
NOTE 93p.; For a related report on the American

Association of Community Colleges' workforce
development project, see JC 960 158.

PUB TYPE Reports Descriptive (141)

EDRS PRICE MF01/PC04 Plus Postage.
DESCRIPTORS *Community Colleges; Databases; *Education Work

Relationship; Government School Relationship;
*Institutes (Training Programs); Job Skills; *Job
Training; *Labor Force Development; Manufacturing;
Marketing; Participant Satisfaction; Partnerships in
Education; *School Business Relationship; Staff
Development; Two Year Colleges

IDENTIFIERS American Association of Community Colleges; *Contract
Training

ABSTRACT
This report provides a summary of the American

Association of Community Colleges' (AACC's) second Workforce
Development Institute (WDI), held January 18 to 21, 1995 to provide
community college workforce service providers with resources and
training. Introductory materials describe the WDI, its regional
forums, the AACC's related National Community College Workforce
Development Database, and WDI participants' response and evaluations
to the Institute. The bulk of the report then provides summaries of
the following selected WDI sessions: (1) service providers, focusing
on diversity and change in the workplace, coalition building, the

union perspective, and supplier and service training; (2)

school-to-work, including the future of school-to-work initiatives,
work-based and service learning, creating local initiatives, and
advanced technological education; (3, workforce skills, highlighting
skills assessment and standards, workplace competencies, and issues
related to basic skills; (4) marketing, focusing on tips for
effective presentations, business strategies, pricing, job analysis
and assessment, and grant writing; (5) manufacturing, highlighting
competition and cooperation in modern manufacturing, issues related
to the manufacturing industry and assessment; and (6) additional
sessions related to the role of local government and effective
contract training systems. The WDI conference invitation and program,
reports from regional forums, and the WDI evaluation form are
appended. (TGI)



tr)

U $ I DEPARTMENT Of EDUCATION
Ottsc. of Educahonal Rematch and Itnotommeni
ED ATIONAL RESOURCES INFORMATION

CENTER (ERIC)

Th(s document has cr n teoroduced as
reconded 'torn the person a organizahon
oncanahng (1

0 Mmot changes hare been made to wnbrove
,e0rOductiOn guhly

Pants of wear crt oan(ons Slated (n h...00u
rnent do not necessanly represen( of ficral
OE RI PositIon or who,

a

1 5

BEST COPY AVAILABLE
2

ee"

more

111

AI 9

-PERMISSION TO REPRODUCE THIS
MATERIAL HAS BEEN GRANTED BY

J. Gollattscheck

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC)"



--.11101r

alb

IA

DEVELOPM
INSTITUTE

1995
Summary Report

ANSLEIGH JONES, EDITOR

Sponsored by the

American Association of Community Colleges

with unport from the t Department of Labor



This publication has been

prepared under Grant No.

F-4563-4-00-80-60 from the

U.S. Department of Labor,

Employment and Training

Administrationiwarded to the

American Association of

Community Colleges.

The contents do not necessarily

reflect the views of the U.S.

Government, nor does mention

of any products or organizations

imply endorsement by the

U.S. Government.

AACC WORKFORCE DEVELOPMENT PROJECT
Lynn 13arnett. Protect Director
Ansleigh R. Jones. Pmject Consultant
Charice Morgan. Stall.A.ssistant
Desktop Design. Publications Design

WORKFORCE DEVELOPMENT INSTITUTE: SUMMARY REPORT

.insleigh R. JoneA. Editor

AMERICAN ASSOCIATION OF COMMUNITY COLLEGES

National Center for I I igher Education
One Dupont Circle. NW
Suite 410
Washington. DC 20036
(202) 728-0200

Copyright i:1995
Printed in the U.S.A.
ISBN 0-87117-290-9

® Printed on recycled paper



Table of
Contents

WORM OR( t. DI VI It )I'\lI NI IL

Introduction
Overview 1

Workforce Development Regional Forums

National Community College Workforce Development Database 4

Response 3

Selected Session Summaries
SERVICE PROVIDERS

Diversity and Change in the Workplace

The National Community College Workforce Development
Database 8

Critical Success Factors/Critical Barriers to Coalition Building .... 10

Workplace Development and the Union Perspective 13

Supplier Training 15

Workforce Development in the Workplace of the Future 16

Providing Comprehensive Services to Small and Midsized
Companies 17

SCHOOL-TO-WORK

Future of School-to-Work Transition 19

Work-Based Learning: The New Paradigm

Creating a Local School-to-Work Initiative

Incorporating Service Learning

Contracting with Business and Industry:
A Viable School-to-Work Transition 28

Advanced Technological Education (ATE) Program and
Youth Apprenticeship (School-to-Work) 30

WORKFORCE SKILLS

Assessing High-Performance Work Skills 13

Skills Standards 33

Workplace Competencies and Skills

Providing Basic Skills: Utilizing Mobile Lab and
Implementation of One-Stop Career Centers

Basic Skills in the Workplace: If You Build It (Right),
They Will Come 41

AMI RI( AN /Vim )( IAI II)N 011 Cl)NIMLINI Cott I I (.1,,



WORKFORCE DEVELOPNIENT INSTITUTE

1\IARKETING

HOW to Have Your Customers Fell Your Story 43

Effective Technical Presentations: .1-he Tell That Sells 46

\lake Your College Fhink Like a Business .47

Pricing 49

Job Analysis and Assessment 51

A How- To Approach to Grant writing 33

MANUFACTURING

Competition and Cooperation in Nlodern Nlanufacturing:
Implications for Community and Technical Colleges 54

Manufacturing Industry 56

\ lanufacturing Assessment 57

ISO 9000 58

ADDITIONAL SESSIONS

Using the Baldrige Criteria to Advance an Educational Quality
Initiative 60

Local Goyerrunent Role with Community College and Business 60

J ust-in-Time 'Fra Ming 61

Motorola Train-the-Trainer and Certification Process 61

Effective Contract Training Systems in Two-Year Colleges 61

Selected References

II



WORKFORCE DEVELOPMENT INSTITUTE

president Clinton summed it up when he said, at the -1995

.\ ACC Convention,
"It is clear that our common mission, if we want to help
people help tIwniselves and strengtIwn this country,

must he focused on a relentless determination to see that
evert/ American lives up to the JUllest of his or her

capacities. It is in our C0M111011 interest."

The President described community colleges as "at the fault line"
for education in America. "Those who have it are doing \yell. Those
who don't are paying." Community colleges, he said, must succeed for

America to succeed.

We, of course, cannot agree more. Community colleges help
individuals reach their fullest potential. More and more, community
colleges are recognized as "trainers of choice" for American workers.
The reasons are simple: instructional quality, cost-effectiveness, access,
and flexibility in service delivery. AACC is working forcefully to
ensure that community colleges reach their fullest institutional capac-

ity to help develop the human capital of this country. One avenue is
through programs such as the AACC Workforce Development Institute.

This publication summarizes most of the institute sessions. AACC
gratefully acknowledges the U.S. Department of Labor, Employment
and Training Administration, for supporting the Workforce Develop-
ment Institute. The fine leadership of Secretary Robert Reich and

Assistance Secretary Doug Ross has been unparalleled, and we sin-
cerely thank them. Within the Employment and Training Administra-
tion, we also continue to appreciate the support of Vic Trunzo. And

once again, we congratulate the fine community college workforce

development professionals who are training and re-training America's
workforce and supporting small and midsized firms across the country.

David Pierce

President
American Association of Community Colleges

April 1995



Introduction Overview

I . .

s part of a major workforce development project supported

by the U.S. Department of Labor, the American Association o

Communth Colleges (AACC) hosted its second

tVorkforce Development Institute in Scottsdale, A.rizona, on January

18-21,1995. l'he conference provided community college workforce

service providers with resources and training to meet the Ivorkforce

development needs of both employers and employees.

Keynoter Samuel Betances challenged attendees to see the value-

added dimensions of diversity in the workplace. Vic Trunzo from the

U.S. Department of Labor and AACC President David Pierce also

addressed the group.

Linde the theme Vorkforce Training: A Sound investment, ex-

perts from business, education, and government presented informa-

tion on vorkforce training methods and techniques to nearly 150

workforce specialists from 98 community

colleges and 19 firms in 48 states. Some

participants took advantage of travel schol-

arships through the AACC grant to attend

the Institute. Half of the attendees were

from rural areas, and nearly two-thirds had

primary job responsibilities in the area of

contract traininWseryice to business.

The program focused on practical

applications for improving community
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Workforce Development
Regional Forums

t a special general session at the Institute, five organizations

whose missions include %orkforce development described

their programs and services. They were: National Coalition

of Advanced 'Technology Centers (NCA IC), National Council on
Community Services and Continuing Education (NCCSCE), National
Council on Occupational Education (NCOE), National tVorkforce
Assistance Collaborative, and NETWORK. NCATC, NCCSCE, NCOE,

and NETWORK are all AACC affiliated councils.

Following the general session, participants were divided into
discussion groups by geogi'aphic regions: South, \Vest, Midwest-md
Mid-Atlantic. An AACC State Liaison for kVorkforce Development

served as the facilitator of each group as participants reacted to pre-
sentations. rhese sessions were structured to stimulate discussion of
regional issues as well as regional networking opportunities. Reports
of key state and regional workforce issues were collected and then
presented on the following day for consideration by AACC, DOL, and
Institute attendees.

The four regional groups were consistent in their concern that the
councils appear to have substantial oerlap.in goals and objectives.
They urged councils to collaborate with each other to make the best
use of volunteer time and to reduce the competition for travel dollars.

The following discussion points arose from the regional meetings:

College restructuring. Midwest and Mid-Atlantic participants
reported a need for internal community college restructuring.

Many practitioners perceive that business/industry activities are
seen with an adversarial attitude from traditional faculty. I3oth
groups stated that a focus on new organizational models would
be useful. Focusing attention on colleges that have successfully
tracked business/industry training students into credit programs
could make a contribution to college restructuring.

Funding. West and Mid-Atlantic participants reported that
business industry financial support still lags behind other activi-
ties in colleges and does not receive adequate respect from state
and local government policv-makers nor from many major



(aptains of industry. They were frustrated over the fact that too
much continuing education revenue goes to support other
college activities in spite of the fact that start-up project dollars

are restricted.
Others. Other concerns included discrepancies in the image of
community colleges as "professional" trainers; the need for
information on employee training programs; and the need for a
workforce development definition in the areas of current

workforce population, emerging workforce population,
transitional yorkforce populationand entrepreneur workforce
population.



National Community College
Workforce Development Database

his new database, developed by NETWORK in collaboration

with AACC and supported by the U.S. Department of Labor,

was unveiled at the Institute. This AACC/NETWORK public-

DEVELOPMENT domain database contains information about contract training pro-
NSTITI -TE grams and services at community colleges across the country. It is

housed with several other employment and training databases at

DOL's Training Technology Resource Center. Accessible via a toll-free

800 number and simple modem or via the Internet, the database can

meet many community college needs regarding curriculum develop-

ment and economic development. Many a ttendees saw that the

database can play a helpful role in helping community college practi-

tioners become aware of the diversity and richness of education.

training programs in other colleges. In addition, it can filter workforce

training information to community college frontline faculty.

Vic Trunzo, Employment and Training
Adminiso ation. Department of Labor.
addresses ii"orkfiwee Development
Instil te participants.

/kW:RICAN ASSOC! A II(AN /1-. COMMUNITY (7( H I I ( i S
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Response
articipant evaluations of the Institute revealed an overwhelm-

ingly positi e response to the program and interest in profes-

sional development on workforce issues. Among respondents,

98`: reported that they would recommend the Institute to someone in

a similar professional position. Overall, 55 percent rated the Institute.

as "excellent;" 37 percent, "good;" and 8 percent, "average." Findings

from the program e juation survey include:

Among the most highly rated sessions were those on diversity,

contracting, school-to-work programs, grant writing, and job

analysis assessment. Others were contract training, just-in-time

training, and future xvorkforce deveiopment needs.

Attendees identified the most pressing workforce development

problems facing colleges today, citing funding issues, competen-

cies and kill I 1 1 1eve.o. f en,ry . employees, building alliances

with business/industries and local schools, and the need for

regional professional development opportunities.

:I-he relatively small size of the Institute facilitated personal

networking, informal dialogue within sessions, and in-depth

exploration of topics.

There is an interest in continuing information on School-to-Work

and related legislation as it affects community college deliyer.Y

systems.
Suggestions for future professional development programs
included sessions on creative marketing, shared regional pro-

grams, and more in-depth training on how to begin a contract

training program.
Suggestions for improving the National Community College

Workforce Development Database, which was generally viewed

as a valuable new resource, dealt with quality control, updating

records, and the need for a.user's manual.

Regional concerns may be addressed through telecommunica-

tion as well as regional meetings at which joint strategies cnuld

be developed.
Issues related to service delivery area (i.e., rural, urban) must be

considered.
Participants stated the desire to continue the present approach of

maintaining a small conference.

1
...



Selected
Session
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SAMUEL BETANCES

Souder Betances and Associates, Inc.
Chicago, Illinois
Dr. Samuel Betances is

nationally recognized as a
motivational speaker. As
sociologist, educator, and
.professor of 20 years, he has
taught race relations, the U.S.
Latino experience, church and
society, education and reform,
and gender issues. His back-
ground and experience enhance
his creative commitment to
equity and excellence in making
diversity a plus for the bottom
line. He serves as a full professor
of sociology at Northeastern
Illinois University, Chicago.

Diversity and Change in the Work lace
Samuel Betanees

\ ital factor in the urgent agenda to create new corporate
cultures in an empowered workforce in the age of total
quality management has to be that of managing diversity.

Embracing diversity as a plus for the bottom line is the unique chal-
lenge of heterogenous societies like ours. Failure to grasp the signifi-
cance of managing diversity will cause managers to lose a competitive
edge. It is a mistake we cannot make. Corporate leaders cannot ignore
the challenge of managing diversity since the outcome could very well
be as costly to the competitive advantage as when corporate leader-
ship said "no" to the W. Edwards Deming challenge regarding quality
management and he \vent on to Japan.

Japan. however, cannot be
our role model regarding manag-
ing diversity. hat society oper-
ates as a homogeneous society.
We must operate as a heteroge-
neous society. White males, who

have done so much to build the
house of abundance and put Am-
erica at the top right after World
War II, can no longer do it alone.

Early into the 21st century,
females, minorities, and immi-
grant workers will make up more
than 80 percent of the workforce.
Thus, our traditional workforce
management must change.

We have new segmental
markets, which the new
vorkforce can help us penetrate.
Also we must hire, promote, and
mentor a very diffcrent type of
workforce for their sheer talent
and badly needed skills. But, as
long as the media is the only real

force telling us what we know
about each other, the net result is
suspicion, fear and, possibly,
intolerance, and negativism that
saps our creative energies instead
of empowering us to form a rich

workforce mosaic.

Managing diversity runs
counter to the culture of modern
corporations! We therefore need
to embrace the vision and to put
into practice the "how-to."

We must provide training to
corporate managers and to the
members of the rank and file.
This will reduce fear about
diversity, pinpoint the benefits to
the corporation, and help leader-
ship at every level to welcome
diversity as the unique strength
that will beat back the competi-
tion by bringing real democracy

into the workplace. Our diversity
is our strength. Let us embrace it!



ROBERT J. VISDOS

RICHARD ANTHONY, JR.

NETWORK
Washington, DC

Bob Visdos, co-founder of the
NETWORK employment,
training, and literacy consor-
tium, and Rich Anthony, NET-
WORK research associate,
currently serve as workforce
development consultants at the
American Association of Com-
munity Colleges. Their work at
AACC focuses on development
of the AACCNETWORK
National Community College
Workforce Development
Database, which is housed at the
U.S. Department of Labor's
Technology Training Resource
Center.

The National Community College
Workforce Development Database
Robert ,I. lisdos and Richard G. ..intlwny. Jr.

n auspicious occasion for the nation's community colleges
recently passed vithout much fanfare. On February 7,
l 995, the National Community College Workforce Devel-

opment !Database, sponsored by the Department of Labor (DOL) and
developed by AACC and the NETWORK consortium, %vent online to

the public. The database is a unique source of information for corn-
munity college vorkforce, resource, and economic development
professionals throughout the country.

By spring l995, the database
contained general information on
420 community colleges and
program information on some
1,600 private and public sector
workforce development pro-
grams. Additional programs %vill

be added in 1995-1996. The

response to the initial AACC.
NETWORK data collection

survey surpassed the first year's
project goal.

To ensure that all community
colleges yith workforce develop-
ment programs are included in
the database, the AACC State
Workforce Development Liaisons
are working with community
colleges in their respective states
to encourage those colleges to
complete the survey and return it
to the AACC. NETWORK Project

Office. Liaison follow-up efforts

should add another 200 commu-
nity colleges to the database by
mid-August.

14

Online demonstrations of the
database have occurred at several
national, regional, and statewide
meetings, including the
following:

the National Council for

Resource Development
Conference,

League for Innovation's
Workforce 2000 Conference,

AACC's Workforce Devel-

opment Institute,

the NETWORK Conference,

and

the AACC Annual

Convention.

This public domain database
is housed along with others at
DOL's Training Technology

Resource Center (ITRC). To
accessing the database, the user
sirnply dials 1-800-767-0806 and

works through a menu-driven
system to find information on

community college workforce



programs and services. DOL
expects the Internet interface to
be available May I.

A TTRC information packet

on all the databases, including a

quick, one-page reference guide
to communication software and
modem settings, is available from

the Training Technology Re-
source Center at (202) 219-5600.

For.larther inlormation on the
database, contact Bob l'isdos or Rich
Anthony in the AACCNETWORK.
A'ational Community C'ollege it'orklarce
Development Database project office at
(202) 72S-0200, ext. 210 or 253.

9
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MARY PATINO

Workforce Development
Consultant

St. Louis, Missouri

Dr. Patino led the way in
delivering the diversity training
and contract education programs
and business support services in
a cost-recovery enterprise that
grew to more than $2 million in
grants and revenues. She mar-
kets group presentation skill
materials and management
training materials.

Critical Success Factors/Critical Barriers to
Coalition Building
Mary Pathw

Encouraging and promoting the development of mutually
beneficial partnerships will determine a business and industry
center's long-term effectiveness and competitiveness in the

marketplace. For a community college to be a vehicle for a major
expansion of workforce training and a central factor in economic
development for its community, its strategic planning must involve
other higher education institutions, community agencies, corporate
partners, and industrial and professional associations. Building a
shared vision and a shared understanding of the future of the commu-
nity will lead to the college becoming an enduring regional initiative
of resource services.

Community colleges under-
stand the relationships between
job-related learning, individual
opportunity, and the competi-
tiveness of employer institutions.
This important dynamic links
training and education with
other agencies. Community
colleges understand preemploy-
ment education, job-related
learning, and small business
support services. Extensive
coalition building is necessary,
however, to enhance market
expansion and involve other
agencies in positioning the
community college/coalition
center as the critical calling point
for business support services.

An economic development
road map, developed over eight
years at College of DuPage,
involved four objectives that
required outreach and partner-

ship building. l'he plan included
developing connections so that
partners would become long-
term facilitators rather than
merely dispensers of short-term
information or services. The four

objectives are:

1. Foster innovation. Simpli-
fying technology transfer
and technology deployment
for modernization, innova-
tionind productivity
enhancement required
cooperation among area
businesses, community
colleges, universities,
government agencies, and
the national laboratories. In
order to foster innovation,
the college reaffirmed its
credibility with the other
agencies and businesses, .

showing that it could serve
as a positive resource and



effectively turn information
into profitable insight.

Target public resources
and efforts. This required a
clear and concise knowl-
edge of other agencies'
missions and resources,
along with an accurate view
of the district's needs and
ision for the future. For

example, the small business
development center ex-
panded into separate
centers for procurement
assistance, international
trade, and technology
transfer, development, and
deployment. Other partner-
ships involved health
agencies, police and fire
departments, postal service,
state and local chambers of
commerce, trade associ

tions, users organizations,
and professional associa- -

tions.

3. Assist small and medium-
sized businesses with the
administrative, technical,
and financial capability to
modernize and find new
markets. Grant-funded
initiatives through the state
and federal governments
and, in partnership with
local universities, provided

the abilities to counsel,
adviseIccomplish ite
audits, and review plans.

4. Assist the employment
transition process and
enhance the employability
of current workers. Some
colleges accomplish this

through community Job
Training Partnership Act
and Department of Employ-
ment Services programs,

while others enhance their
contract-training potential
with workforce develop-
ment issues.

Two developments influ-
enced the determination to
partner. Strategic alliances,
proliferating on the international
scene, offered a growing body of
research on how they work and
why they fail. Further, businesses
had personal evidence of how
partnering worked with outside
vendors and suppliers.

Researchers noted that,
among successful alliances, the
critical, overriding factor was
trust. Other significant elements
included:

shared vision, values, and

objectives,

mutual need, commitment,
dependence, and conver-
gent strategies,

shared risk, shared reward,
mutual opportunity and
win-win value orientation,

mutual vulnerability,
rcliability, independence,
and learning opportunities

cultui al compatibility,

mutual trust, and under-
standing

permeable, networked
organizations,

shared front-line informa-
tion systems, and

mutually acceptable admin
istrative practices (authori-

zation, compensation and
approval rules).

To make full use of available

resources and maximize commu-
nity impact, educational organi- .
zations and agencies must find
ways to work together. Effective
strategies require common goals,
identified desired outcomes and
benefits for each participant, and
appropriate leadership. Process is
also important, but without
confident, action-oriented leader-
ship, the coalition will have little

impact.

Building a shared vision
involves seeing patterns instead
of merely reacting to events and
forces. Peter Senge's Thc Fifth
Discipline outlines the art of
systems thinking, which sees
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through complexity to the under-
lying structures generating
change. Systems thinking helps
define variables so as to deter-
mine which issues require focus
and which need less attention.
Doing this helps groups develop
shared understanding.

How we think, what we
want, and how we interact and
learn from one another bring us
to the discipline of diahNue. This
discipline involves learning how
to recognize interaction patterns

in teams. Some interaction pat-
terns can undermine obtaining
new knowledge and insights.

While external partnering is
important, significant efforts also
need to be made for internal
partnerships with college ser-
vices, divisions, and colleagues.
Individuals in successful partner-
ship relationships have learned
how to establish the mission, goal
achievement, empowerment,
open and honest cornmunication,
positive roles and norms, team

pride, and ongoing and compre-
hensive team evaluation. Clear
focus on good planning, commu-
nication, cooperation, and re-
warding teamwork serves as a
powerful tool to generate agree-
ment and commitment to task.
The goal of all internal and
external process improvement is
shared understandingand
shared understanding leads to
enduring growth for your center,
college, and community.

AkII.RICAN AY1( XIA 1 IUN ()I CONAN/IA[1N COI 1 1 (ati
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ANTHONY R. SARMIENTO

Assistant Director, Department of
Education, AFL-C10

Washington, DC

With the AFL-CIO since 1979,
Tony Sarmiento currently ana-
lyzes a wide range of educational
issues and policy, including work
education, literacy, and school-to-
work. A published author in these
areaS, he has represented the
AFL-CIO on several national
literacy and school-to-work
advisory panels for the federal
government.

Workplace Development and the Union
Perspective
Anthony R. Sarmiento

Global policies, economic challenges, and rapid technological

advances have changed the American workplace forever. As

high skill levels and versatility become increasingly impor-
tant to worker employability, organized labor ixill continue to focus on
workplace education and training as a means of promoting the welfare
of union membersand make training issues top priority at the
bargaining table. Further, both labor and management benefit from
well-planned, innovative employee development as workers obtain a

wide range of transferable job skills, giving companies a powerful

edge in a competitive economy.

Unfortunately, government
funding programs fall short of

meeting training needs, and U.S.
companies invest far less in
employee training than do other
industrialized nations. However,
many unions have helped estab-
lish creative strategies that can
increase job security and expand
the options available to their
members. These union-manage-
ment programs tend to be more
far-reaching and effective and
involve more team-based ap-
proaches than employer-driven
efforts in nonunion companies.

Union apprenticeships and

skill-upgrading programs
increasingly enroll more women
and minorities and use a mix of

classroom study and on-the-job
training. These factors lead to a

high success rate and help

workers obtain higher-paying
employment.

Unions link workers to'some

of the most innovative educa-
tional programs available for
working adults. Some unions
have already successfully negoti-
ated with employers to provide
education funds, prepaid tuition,
release time, scholarships, worker
education programs, and on-site
training activities. Subjects
include English as a Second
Language, basic skill upgrading,
External Diploma Program,

General Educational Develop-
ment, test-taking skills, and other
programs. Worker education
programs often work coopera-
tively with community colleges
and other educational institu-
tions, and often can be the first

step to a college degree.

AMERICAN ASSM1ATION COMMIINFEY COI I
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Program results have been
positive and include promotions,
increased confidence, higher
morale, lower absenteeism, and a
sense of accomplishment. Fur-

ther, studies show that worker
education programs lower job
turnover and boost productivity
and satisfaction.

Because organized labor has
had more than a century's experi-
ence in training and education, it
has much to offer yorkforce
development. Unions will con-
tinue to seek larger roles in
government-sponsored training
efforts and reach out with new
strategies to meet workers needs.

Joint labor-management training,
education, and worker develop-
ment programs have proven
highly successful and are ripe for
more union involvement in the
future.

AMNICAN AYAKIATION OF COMMUNITY COHIGLS
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RICHARD RANDOPH, JR.

Director of Business Training
Services and Communitv
Education. Mesa Communitu
CoIkge Business and Industru
Institute

Alesa, Arizona

Richard Randolph, Jr. believe!,
supplier training offers the best
method to leverage a college's
resources and increase penetration
of the quality message. He is
program manager for Mesa's
Supplier Training Center.

JOYCE MANIGOLD

Administrative Services Manager,
SHEA Homes

Mesa, Arizona

Joyce Manigold has been in the
home-building industry since
1977. She is actively involved in
planning and implementing
Quality Management Systems at
SHEA.

Supplier Training
Richard Randolphlr. and .krce Manigold

Aquality-trained supplier base is vital to American industry
and to the country's overall prosperity. As major firms focus
more heavily on their core businesses, they seek to shrink

their base of key suppliers. Further, they expect these suppliers to
become partners in meeting rigorous quality and performance stan-
dards. 'Through its national network of ,:ommunity college-based
supplier training centers, the Consortium for Supplier Training (CST)
provides affordable, accessible Total Quality training to help suppliers
and small businesses improve the quality of their processes, products,
and services and to become more competitive.

Members provide internally
developed Total Quality-based
supplier training courses to the
programs. Initial offerings in-
clude an introduction to Total
Quality, business process man-
agement, improved manufactur-
ing, and cycle time reduction
courses.

In February 1993, Mesa

Community College joined five
other colleges as the first certified
to deliver CST training. These
schools were selected as supplier
training centers because of their
industrial outreach programs and
affordable costs.

Sponsored by Motorola, the
supplier training center at Mesa
Community College offers many
classes that are led by experi-
enced and highly trained quality
professionals who have been
certified by the course owners
and Consortium Master Instruc-
tors. These seasoned profession-

als bring extensive facilitation
experience and practical Total
Quality expertise to the training
room. Their goal is to share
techniques and skills that can be

put to work immediately to
improve quality, reduce cycle
time, reduce costs, and improve
customer satisfaction and overall

competitiveness.
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MEL COZZENS

Director, Advanced Technology
Center, Front Range Community
College

Westminster, Colorado

An accomplished CEO with
expertise in marketing, organiza-
tional development, and team
building, Mel Cozzens has influ-
enced change in corporate cul-
tures, organizational direction,
and management philosophies.
He now gears his abilities towards
developing a competitive and self-
supporting customized training
program.

Workforce Development in the
Workplace of the Future
.11e1 Cozzens

ecognizing that traditional training and education approaches
are outdated and, in many cases, counterproductive,
workforce development in the workplace of the future focuses

on a relatively new approach as the cornerstone fOr comprehensive
training interventions. This new approach examines a variety of
indicators that training organizations must consider before imposing
analysis of organizational effectiveness as a training solution. It moves
rapidly into a series of "Why" and "What if" questions and considers
ways to adopt transitional resources into a mix of training services.

Elements of this advanced
workforce development include
careful consideration of factors
which, if not predetermined, may
induce undesirable consequences.

Further factor s influencing the
successful marketing and imple-
mentation of organizational
analysis are reviewed. Ingredi-
ents of successful organizational
analysis interventions include an
emphasis on the kinds of talent,
tools, and processes in effective

involvements of this nature.

A shift occurs as the informa-
tion begins to focus on the means
used to gather and analyze data.

The actual implementation
process is detailed from the
training providers' perspective as
well as from the client organiza-
tions'and their employees"
points of view.

The results of companies who
have successfully irnplemented

this organizational effectiveness
model are contrasted and com-
pared. Then available resources
for expanding workforce prepa-
ration services are identified.



TERRIBERGMAN
Program Director, Center for

Excellence in Education,
National Alliance of Business

Washington, DC

Terri Bergman has worked in
the areas of employment and
training since 1984, researching,
writing, and making presenta-
tions. In 1993, she began as
Manager of Products and Ser-
vices for the National Workforce
Assistance Collaborative; she
serves as the lead liaison to the
community college system and is
a team leader on a study of the
delivery of integrated services to
businesses.

Si RVR I PROVIDUUS

Providing Comprehensive Services to
Small and Midsized Companies
Terri Bergman

The National kVorkforce Assistance Collaborative was estab-

lished in the fall of 1993 by the U.S. Department of Labor

through a cooperative agreement with the National Alliance of

Business and its partners. The Collaborative was created to help small

and midsized businesses adopt high-performance work practices,

become more competitive, and, ultimately, create and retain high-skill,

high-wage jobs for American workers.

The Collaborative helps service
and information providers better
meet the needs of companies in

four areas:

employee training,
labor-management rela-

tions,

work restructuring, and

workplace literacy.

During its first year, the
Collaborative achieved ambitious
objectives. It analyzed the status

and needs of small and midsized
companies and their service
providers. Tools and publications

were developed to help

businesses improve worker
performance and enhance their

competitiveness. First-year
accomplishments fall into three

categories:

1. Situational analysis, which

produced reports on the
effects of an increasingly

competitive marketplace;
the status of existing service
delivery systems for em-

plovee training, labor-
management relations,
work restructuring, and
workplace literacy; and

ways that an electronic
clearinghouse might be

used to provide information
and resources to companies,
unions, employees, and
service providers.

2. A strategic and operational

plan, which included goals
for identifying resources,
for creating and maintain-
ing a national workplace
extension infrastructure to
leverage resources, and for
developing a marketing
program for Collaborative
products and services.

3. Assistance products related

to comprehensive change

strategies, dissemination
networks, and occasional
publications for groups.

Second-year Collaborative
activities rely on active participa-
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tion and involvement of indi-
vidual Advisory Board and

Council members. ihe second-
year activities focus on four
customer groups:

workplace literacy providers,

community colleges,

manufacturing extension
partnership programs, and

small and midsized

companies.

They are guided by the three
goals in the strategic and opera-

tional plan: workplace and
workforce development tools and
information; system for accessing
tools and information, including
organizational and electronic
networks; and connections to
customer groups through publi-
cations, regional conferences,
segment marketing-ind evalUa-
tions of client needs.

To date, the National

Workforce Assistance Collabora-
tive has visited five sites, provid-

ing integrated services to:

The Baltimore Center .tOr

Port-Related Industries,

uay State Skills corporation

(BSSC),

New York's Garment
Industry Development
Corporation (GIDC),

Hartford Systems, Duracool
Division, and

Work in Northwest Ohio
INOC).

A MI RICAN /VILOCIA I ION )1 COMMIl JN I I V C01.1 I (
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MICHAEL BRUSTEIN

Bruston & Manasevit'Ittorneus
at Law

Washington, DC

An expert in education law
and regulations, Michael
Brustein has used his legal
expertise to serve in both gov-
ernrnent and private practice and
now counsels many educatiOnal
organizations. He has helped
draft several education bills,
including the 1990 Perkins Act,
and coauthored several educa-
tion-related publications.

Future of School-to-Worlz Transition
Ilrusfrin

The School-to-Work Opportunities Act seeks to end the frag-

mentation of programs that are designed to prepare young
people for high-skill, high-wage jobs. The Act is intended to

create an entire system, not simply another new program, to consoli-

date and streamline existing education and job-related training pro-
grams. Community colleges should be integral members of the local

partnerships established through the law and, as a result, will play an

important role in the law's implementation.

The Act provides federal
assistance to states to develop
and implement a school-to-work
(STW) transition system. Fhis
system's goal is to ensure that
students experience a smooth
transition from secondary educa-

tion to postsecondary education
and then obtain meaningful,
high-quality employment. This
initiative depends on significant
partnerships at the state, re-
gional, and local levels. These
partnerships will bring together
educators, business, industry,
labor, and community-based
organizations to integrate aca-

demic and vocational-technical
education and to more closely

align secondary and postsecon-
dary curricula.

One critical component of the

law, the creation of partnerships
between education and employ-
ers, seeks to include employers as
full partners in providing high-
quality, worksite-based learning
opportunities for students. By

combining academic and occupa-
ional learning, the program will
improve the knowledge and
skills of the neglected majority of
students who do not pursue
baccalaureate degrees.

The School-to-Work Opportu-
nities Act gives partnerships the
flexibility and autonomy to
design and implement their own
programs based on regional
economic and labor market
needs. While the Act does require
that programs include a few core
components and specific goals, it
does not mandate the means to

. achieve these goals. The three

main program components
include:

work-based learning,

school-based learning, and

connecting activities that
combine all elements of the

program.

The work-based learning
component will provide a coher-
ent sequence of job training and

work experiences, coordinated
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with STW activities. Workplace

mentoring encompasses instruc-
tion in general workplace compe-
tencies, such as positive work
attitudes and employability and
participative skills, and may
further include job shadowing,
school-sponsored enterprises,
and on-the-job training for
academic credit.

The.school-based component
features the following elements:

career exploration and
counseling,

an initial selection of a
career major,

a sequential program of
study with high academic
standards to prepare stu-
dents for postsecondary
education and attainment
of a skills certificate,

a program of instruction
and curriculum that inte-
grates academic and voca-
tional learning, and

ongoing evaluations to
assess progress in the
achievement of core aca-
demic and vocational skills.

The connecting-activities
component could involve activi-
ties such as the following:

matching students with
employers' work-based
opportunities,
enhancing communication
among students, parents,

teachers, school administra-
tors, and employers,

providing technical assis-
tance and services to em-
ployers and others in the
work-based and school-
based components of the
program, and

assisting schools and em-
ployers to integrate school-
based and work-based
learning along with aca-
demic and occupational
learning.

States may apply for joint
Education and Labor Department
grants to plan and develop their
statewide STW systems. States

may also apply for a one-time
grant of up to five years to irnple-
ment their STW systems. In their

applications, states must describe
how they would allocate funds to
local partnerships and include
any requests for the waiver of
federal lawS. In addition, applica-
tion development must include
collaboration between the gover-
nor, state educational agency,
state agencies responsible for
economic development, job
training, postsecondary educa-
tion, vocational education and
rehabilitation, and the individual
assigned for the state under the
Perkins Act and other appropri-
ate officials.

Local partnerships are eligible
for grants from either the state or
the federal government. To
obtain a grant from a state that
has received a state implementa-
tion grant1 local partner must
apply to the state. This applica-
tion must describe.how the
proposed program would include
work-based and school-based
learning components and con-
necting activities. The application

must also provide measurable
program goals and outcomes, an
area-wide description of srate-
gies, timetables for serving all

students, 'and a description of
plans for paid work experiences.
The process for involving em-
ployers and other groups in the
development and implementa-
tion of the STW opportunities
program must be explained.

The School-to-Work Opportu-
nities Act also authorizes the
Education and Labor Secretaries
to award competitive grants
directly to local partnerships in
states that have not received or
have only recently received
implementation grants. However,
any partnership that intends to
compete for funds under this title
must submit an application to the
state for review and comment
before it submitts an application
to the Secretaries. All applications



are subject to a peer review

process. No grants vill be made

to local partnerships unless the

Secretaries determine, after

consultation with the state, that

the local plan accords with the

appropriate state plan, if such

exists..

File Secretaries are ako

authorized to award competitive

grants to partnerships in high-

poverty areas. Any application

submitted for these high-pot erty

area grants must ako be reviewed

by the state before submission to

the Secretaries.

File School-to-Work Opportu-

nities Act provides the opportu-

nity for states to request a waiver

from several federal statutory or

regulators' provisions. The Secre-

taries of Education or Labor may

exercise waiver authority for any

federal require?' -.nt or provision

if the state or local partnership

can show clear es idence that this

requirement impedes its ability to

carry out the purposes of the Act.

States and local partnerships may

submit a waiver request to either

one or both Secretaries during

the development or implementa-

tion phase of a STW opportuni-

ties program. The waiver should

he submitted with a state's plan

or as an amendment to the plan.

Local partnerships seeking a

waiver must first submit the

waiver application to the state,

and the state in turn submits the

application to the appropriate

Secretary. Before a waiver is

submitted by a state, each local

partnership and local educational

agency participating in a STW

program must be given the

opportunity to comment on the

proposed tvaiver. Any comments

obtained from the local partner-

ships and local education agen-

cies must be included with the

application for waiver.

The Secretaries cannot grant

waivers if the waiver would:

alter the basic purposes or

goals of the affected pro-

grams,

affect maintenance of effort;

change comparability of

services,

prevent equitable participa-

tion of students attending

private schools,

inhibit student and parental

participation,

interrupt the distribution of
funds to state or local

education agencies,

alter the eligibility of indi-
vidual participants in
affected programs, or

affect public health or

safety, labor, civil rights,

occupational safety and

health or environmental

protection requirements or

prohibit construction.

The Act allows local partner-

ships to combine federal funds in

order to make optimum use of

potential resources. If a local

partnership elects to combine

funds, it is subject to the same

limitations that apply to waivers

as listed above. Furthermore, the

partnership application must

include a description of the funds

that syill be combined, the activi-

ties to be carried out with the

combined funds, and specific

outcomes expected of partici-

pants in schoolwide STW activi-

ties. Any partnership that com-

bines funds must also provide

information on the proposed

combination of federal funds to

parents, students, educators,

advocacy and civil rights organi-

zations, and the public.

In 1994, eight states received

implementation grants. The

administration hopes to award 10

to 20 more such grants in 1995,

depending on the let'el of

Congressional appropriation.
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JAMES L. HOERNER

Professor, Virginia Technical
University

Blacksburg, Virginia

Dr. Hoerner, a national
consultant, speaker, and author
on tech prep, educational reform,
work-based learning, and school-
to-work transition, has taught
vocational education for many
years. He is a carpenter, cabinet-
maker, violin maker, and wood
carver by trade.

Work-Based Learning: The New Paradigm
James L. Haffner

There has never been a more exciting time to be in education
than in the past 35 years. Facing todav's challenges and oppor
tunities can systemically change the total schooling process in

this country. In fact, only a radical change in the educational system
will allow the United States to maintain a %vorkforce that can compete
in a global economy and mantain the nation's standard of living.

l'o do so will require

educational system reform from a
content-oriented process that
lacks relevance and application to
one that encourages success,
personal applicationlnd
relevance to the real world for all
students. What rationale can
support a schooling process in
which two out of three young
people see little intrinsic value?
Research shows that a substantial
number (50 to 60 percent) of our

young people do not find the
schooling process interesting or
engaging. It is foolish to

perpetuate a system where more
than 50 percent of the nation's
young people fail or drop out of
the educational path. In fact,
America has a 25 percent high

school dropout rate and at least
half of the 50 percent of high
school graduates who start
college do not matriculate. Thus,
at least half of our young people
embark on educational pathways
that they do not complete. The
situation becOmes worse as this

50 percentill-prepared and
unqualifiedattempt to gain
employment.

The only solution for this
dilemma is to radically reform the
schooling process and develop a
new paradigm for education.
Since, in this work-oriented
society people work in order to
live (the source of wealth for most
Americans is work), the country
must develop work-based learn-
ing in its schooling process. This

means that the entire schooling
processkindergarten through
university and postdoctorate
must become learning and
experience oriented. Further, this
process must have tangible links
to a successful worker, a produc-
tive individual capable of making
a living. Knowledge is primarily
learned for application and not
just because someone says so or it

is required by a college-bound
curriculum containing little
relevance to real life. This process

would require educators to know
both the content and the applica-
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tions of the materials they teach
and, further, lo teach them in a
contextual, practical manner.

Hoerner and Wehrley (1995)
define two kinds of work-based

learning:

Learning experiences and
activities that are based on
and in some type of work
setting or simulated work
setting, i.e., apprenticeship,
co-op, on-the-job training

(OJT), career academics,
school-based enterprises,
occupational/technical labs,
job simulation, real jobs, etc.

The knowledge/learning
imparted to every student
from the beginning of
schooling that maintains a
theme or focus that people
work to live and that there
is a positive connectedness
between the schooling
process and living produc-
tive lives.

Both definitions of work-

based learning must now become
an integral part of all schooling.
First, ail teachers, elementary
through university, must con-
stantly help all learners see the
connection between what is
being learned and earning a
living some day as a productive

Sci took- I O-WORK

individual. Second, all kinds of
applications and hands-on, work-
related experiences must occur
throughout the schooling process
to provide application and rel-
evance to what is being learned.
This can happen through shad-
owing, mentoring, field trips and
simulation on the elementary
level through internships, co-op,
career academics, school-based
enterprises, OJT, work experi-
ences, occupational labs, part-

time employment, apprentice-
ship, etc., during high school,
community college and university.

As the 21st century ap-

proaches, successful schooling
can no longer solely be the
responsibility of educators.
Schooling ventures must include
integration of academic and
occupational skills along with

collaborative partnerships be-
tween educators and business
industry/labor agencies and other
community stakeholder groups.
As these groups work together,
they can develop the most mean-
ingful learning pathways for all
students, no matter what their
chosen occupations.

In l'eter Drucker's (1994) view

of the future, the knowledgeable
worker will require integrated

academic and technical learning
systems throughout life in order

to be a productive individual.
This requires lifelong learning
educational systems based on
and in work, also called work-

based learning.

Our community and teChnical
colleges have the opportunity to
be the school-to-work (STW)
transition educational agencies of
the future since 75 percent of the
workforce will need postsec-
ondary preparation of less than
baccalaureate level. Community
and technical colleges in STW

transition for the 21st century can

fill the following roles:

be the STW educational
agency for 75 percent of the

workforce,

establish partnerships
between education and the
workplace,

foster career plans and
career majors for all stu-

dents,
integrate academic and

occupational preparation,

integrate school-to-work
and work-based learning
for all students,

articulate secondary and
postsecondary programs,

AMERICAN ASSOCIATION OF COMMUNITY COLITGES
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implement applied and
contextually taught aca-
demics, and

be the leading educational
agency to establish the new
educational paradigm of
work-based learning for all

young people.

Now, the challenge is to
develop a schooling process that
includes collaboration among

educators and other stakeholder
groups to provide a relevant,
success-oriented educational
process to prepare all individuals
for citizenship and further learn-

ing and to make a successful
living as a productive individual
in a global society.

Drucker, P. "The Age of Social
Transtormation," The Atlantic
Monthht (November 1994).

Hoerner, J., and Wehrlev, I.
Work-Based Learnim: The
Keit to School-to-Work Transi-
tion. (New York: Glencoe
McGraw Hill, 1995).
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LAWRENCE T. MELLO
Coordinator, East Valley fech

Prep Consortium
Mesa. Arizona

For the past 15 years Dr. Mello
has conducted workshops and
seminars in educational settings
throughout the country. His
presentations are grounded in
current research on personal and
organizational change, effective
teaching and learning, and
leadership competency. As the
coordinator of Arizona's Tech
Prep Consortium, he provides the
leadership for a developing
regional school-to-work programs.

Creating a Local School-to-Work Initiative
Lawrence T. Mdlo

In pring 1994, a group of community leaders, educators and
business representatives in Eastern Maricopa County began laving
the foundations for a new program called the East Valley School-

to-Work (STW) Initiative. Part of a larger, nationwide movement, the
Initiative %%111 create system-wide linkages between education and

industry that Nvill prepare students for success in the workforce of the

future.

During Phase I, called Visions

and Values, the planning team
set out the broad outlines of what
will become a comprehensive
blueprint for the Initiative by
identifying and exploring:

the needs of the community
for programs and services to
help students prepare for
the world of work,

the opportunities available
for developing and imple-
menting strategies to meet
those needs,

the broad, big-picture vision
of what a program might
look like if it successfully

met the identified commu-
nity needs, and

the values, or underlying
philosophical and opera-
tional principles, that
should drive the planning
and implementation of the
East Valley School-to-Work

Initiative.

Given the workplace chal-
lenges facing American youth,

one approach that has gained
much attentionfrom business
and education and at both the
national and the community level
is that of STW transition. Jobs for

the Future offers what has be-

come a standard definition for
STW transition:

. . . a learning program

that integrates on-the-job
learning with school-
based instruction, that
bridges high school and
postsecondary schooling,
and that results in both
academic credentials and
certification of mastery of

work skills.

The School-to-Work Opportu-
nities Act, siped into federal law
on May 4, 1994, gives additional
valuable definition to the emerg-

ing concept of "school-to-work"
systems, and is the basis for
planning activities in communi-
ties across the country. The Act

calls for incorporation of three
elements: school-based learning,
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work-based learning, and con-
necting or "bridging" activities.
Arizona is currently developing a
state plan for program implemen-
tation, of which the East Valley
School-to-Work Initiative is a

part.

The East Valley School-to-

Work Initiative was shaped by
the East Valley lech Prep Con-
sortium, created in 1991 to sup-

port programs that prepare
students for high-skilled techni-
cal careers. The planning process
included several dozen represen-
tatives from education, industry,
labor and government.

The East Valley School-to-

Work Initiative planning team
began work on developing plans
for the long-term STW system.

They explored two key questions:
What are the greatest challenges,
needs or barriers our community
faces with respect to helping
young people prepare for a

successful work experience:' How
might a STW program best meet
those needs7 From these discus-
sions emerged the following five
key themes:

fundamental workplace
skills,

market responsiveness,

school. work disconnect,

lifestyle resources, and

young people and societal
attitudes.

Early on, the planning team
also identified several critical

values and principles that were
key to system success:

full ownership,

open concept of "success,"

mutual benefit,

lifelong learning,

a shared agenda,

personal and social
responsibility,

shared go ernance, ant..

an inclusive system.

Work on the InitiatiVe has

been di ided into four phases:

1. Identifying needs and
opportunities and establish-
ing ision and values;

Forming implementation
teams, recruiting partners
and defining and develop-
ing program blueprint;

Forming pilot teams and
implementing pilot
projects;

4. ModifN ingklapting, and
expanding pilot projects to
the STW system.

Phase II %vill build on the

visions and values and create a
comprehensive implementation
"blueprint." This process, and the
resulting planning document,
will lav a foundation for moving
into Phases III and IV, in which
the program will actually be put
into place, tested, refined, and
eventuallyexpanded through-
out the community.

1.

3.
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FRED GAUDET

Az,sistant Dean of Instruction,
Gate Way Community College

Plwenix4 rizona

As director of a Learn and
Serve America: Higher Education
program, Fred Gaudet is part of
the growing community service
and service learning movement
on community college campuses.
I !is current program includes
working with multigenerational
students in a heating, ventilation,
and air conditioning program.

Incorporating Service Learning
Fred Gouda

The concept of providing service to the community started at

Gate Wav Community College in 1990. The mission was to get

.,tudents in a technical skills program to participate in commu-

nity service while learning, or perfecting, a new skill. The goals were:

to provide elderly low income community members with a comfort-

able environment, to foster the desire to continue to serve the commu-

nity, to provide a skill to the students by learning to service evapora-

tive coolers, and to reflect upon the impact of helping those with a need.

An advisory committee
discussion of community service
focused on maintenance of
evaporative coolers, the common
cooling system used in the south-

west. The committee noted that
an effective program would be

one that could be conducted on a
weekend early in the spring for
those most needing helpthe
elderly on limited incomes. After
several inquiries to social service

and community-based organiza-
tions, the college partnered with
the Foundation for Senior Living.

The Foundation identified recipi-
ents, helped secure materials, and

provided liability insurance. The
advisory committee also provided

materials.

GateWay is now in its fifth

year of service to the community

in this program. Students and
local service technicians have
cleaned, repaired, and started
increasing numbers of coolers
each year. Two high schools that

have air conditioning vocational
education programs have joined

this intergenerational effort.

A key component of the
program is the reflection under-

taken by students. After complet-
ing the work, they participate in a
structured process in which they
reflect upon the impact they had

on the elderly and their feelings

of giving their time and skills.
Discussion revolves around their
service to their community, civic
responsibility, and the value of

lifelong service.

Some of these activities have
been supported by a Learn and
Serve America grant from the
Corporation for National and
Community Service. The pro-

gram has received attention for

its approach to tying a service
learning program to technical
instruction. Its implications are

important for Tech Prep and

other school-to-work initiatives.
Gate Way's experience shows that

service learning is not restricted

to traditional liberal arts pro-
gram3, but that it also can be

implemented successfully in
technical programs of instruction.
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MARY LE1SNER: STW INITIATIVE:

How AND WIN
Program Coordinator, Bali de Noc

Comm unit y College
Escanaba, Al ichigan

CAROL CHURCHILL: BENEFITS TO

STUDENTS

Director of Career Work Experi-
ence Programs, Southwestern
Alichigan College

Dowagiac, ichisa n

JOHN LOIACANO: BENEFITS TO

COLLEGES

Director of Contract Educational
Programs, Kirtland Community
College

Roscommon, Michigan

MARY JO WRIGHT: BENEFITS TO

COMMUNITY

Program Coordinator, Mid-
Michigan Community College

Harrison, Michigan

These leading practitioners
from four small, rural Michigan
community colleges have suc-
cessfully instituted CW138z1 at
their respective institutions.

Contracting With Business and Industry: A
Viahle School-to-Work Transition
Carol Churchill, Mary Leisner. John Loiacww and MaKr Jo Wright

The Clinton Administration's School-to-Work (STW)

Opportunities Act seeks a fundamental restructuring of both
,econdary and postsecondary education by adding work-

based learning to traditional school-based programs. A program called
Contracting with Business and Industry (CWB&I), which utilizes the
local business and industry complex of the community as a training
laboratory, has been doing just that for the past 18 years.

CWB&I, an interdisciplinary
program, helps ,-tudents acquire
job skills in nontraditional areas.
It also assesses their interests and
capabilities under realistic set-
tings as they learn from business
people. Businesses who contract
with the college train the student
for 384 hours for two semesters,

teaching entry-level job skills.

Tasks, duties, and expected
outcomes become performance
objectives for each training area.
These guidelines ensure quality
training for the student and well-
trained employees for the busi-
ness community. Regular evalua-
tions maintain program quality
and serve as the basis for assign-
ing the student's grade.

Students are not paid by the
business, but are awarded eight
academic credit hours per semes-
ter. They must also enroll in

related, on-campus instruction.

Each training area has its own
curriculum. Course work is
assigned on individual basis
according to job training require-
ments, past education, and
experience.

Everyone involved benefits in
this unique partnership. The
business finds itself with a poten-
tial employee on staff with no

salary investment whatsoever. In
many cases, the business hires
the student as a result of the
training experience. Students
obtain a wider variety of career
options, since they can select
from some 70 nontraditional
areas of training, among them
dental assisting, hotel manage-
ment, and newswriting. This also
results in more relevance to on-
campus course work, and they
immediately gain skills that can
transfer to the workplace.



CW138rl gives students oppor-

tunities to "test the water" with-
out too much expense, to get a
foot in the employment door,
and, generally, to obtain a job
when they're finished. The
college benefits by broadening
access for many who were previ-
ously excluded and by expanding
occupational offerings to students
of all ages without appreciably

SC 110( -1()-W()Itt.

increasing overhead. Using the
business complex of the commu-

nity as a training laboratory
eliminates the need for larger
capital expenditures normally
required to institute new pro-
gramming.

CW136zI demonstrates suc-

cessful collaboration between
postsecondary education and the
business and industry commu-

I.

nitv. It offers the three compo-
nents vital to the STW initiative
work-based learning, school-
based learning, and connecting
activities. And in these times of

budget constraints, cost-effective
and student-driven CW138zI

provides a logical, innovative
approach to educating students
as they prepare for meaningful
employment.
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jolt A. MCMILLAN
Director, Biotechnology Laboratory

Technician Program, Madison Area
Technical College

Madison, Wisconsin

With an extensive background
in bacteriology and microbiology,
Dr. McMillan is involved in
program development and
program modification for associ-
ate degrees, tech prep, and youth
apprenticeship programs in
biotechnology. She serves on
several government and educa-
tion advisory committees, and is a
principal investigator and project
manager for the National Science
Foundation Advanced Biotech-
nology Education Partnership
Project.

Advanced Technological Education (ATE)
Program and Youth Apprenticeship
(School-to-Work)
Joy A. .tleMillan

n associate-degree program in biotechnology at Madison
Area Technical College (MATC) provides the essential
education and skill training for entry-level employees in

nonmedical, nonclinical biological laboratories. Most of the target
industries would, by current definition, be grouped as research and
development companies i. oiotechnology. The companies use a
combination of technologies and applications directed toward the
development and production of molecular biology reagents, modifica-
tion of crops and other plants, modification of domestic animals, and
development of biopharmaceuticals. The state of Wisconsin deals with
small companies; the largest is Promega Corporation with 400 em-
ployees. Most companies employ between five and 50 science-trained

personnel, with a consistent demand for 15 to 25 new entry-level
positions each year.

Program graduates can fill curriculUm development based
technical positions that require a on industry input. The data
solid background in media and supplied to the state board
solution preparation, record verifies the need for technical
keeping, chemical and biological employees, looks at future trends
analysis, and quality control as as well as current needs, and
well as sophisticated applications delineates the proposed technical
of recombinant DNA techniques aspects of the curriculum.
and cell culturing. The need for Curriculum development
technically trained individuals in requires active input from the
both new and existing companies target industries. MATC used a
helps to determine whether the Developing-a-Curriculum pro-
postsecondary programming and cess, a two-day workshop where
curriculum are on target. employees and employers of the

MATC program development target industries identify the
in the Wisconsin Technical duties and tasks of entry-level
College System is guided by a employees. This process allows
process that requires a demon- the group to identify skills and
strated need for the proposed techniques that correlate to the
education and training and job function. The resulting infor-
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mation is then translated into a
formal curriculum, complete with
course titles and descriptions.
The content of the core courses
reflects the industry needs. The
process also ensures that support
and general education courses
meet basic skills and content

requirements.

Hurdles in developing and
initiating this program (as in
developing any other kind of
program) cropped up. First, the
pitfalls encountered by trying to

stack new courses onto an exist-
ing curriculum had to be avoided.
The program required a new

curriculum.
Second, starting a new pro-

gram without delay meant
finding new resources for facili-

ties, equipment, and support
staff, and other expenses. Fortu-
nately, access to grants from the
Wisconsin Technical College

System board matched the costs
of equipment purchases and
facilities remodeling. A carefully

constructed plan that included
the industry partners and exter-
nal granting appeared be the
most appropriate solution to this

dilemma.

A third problem emerged
with the incorporation of a new
program into the existing. Any

new program will, by nature,
require resources for staffing,
supplies, and other needs. Today,
establishing new activities often

means taking resources from
existing activities. This can cause

some friction within and between
departments. Staff of an existing

program can find it difficult to
accept downsizing or even
replacement of their program to
accomplish new initiatives.
However, reality demands that
programs must continually
respond to the target industry
the place where the graduates
find jobs. This response to indus-

try is critical to workforce devel-
opment. Workforce development
must recognize workforce modifi-
cation and, consequently, pro-
gram modification.

Community and technical
college response to industry
includes the need for continual
training within the target area. In
biotechnology, academic research
introduces new techniques into
the workforce. Scientists and
technicians must have access to

workshops and customized
training to develop background
knowledge and application skills.

The technical/community college
can serve as a liaison to industry

scientists. The technical/commu-

nity college system has an advan-
tage in that it offers access to
educational facilities that are
designed for teaching. For ex-
ample, laboratories have multiple
instruments because groups of
students are learning through
hands-on activities. Simply
demonstrating how to use the
equipment cheats students of a
vital part of the curriculum
hands-on lab work.

Once the program was orga-
nized, instructional materials
were assembled. Current materi-

als offered by textbook publishers
seemed inappropriate because
the content scope was too narrow
or too vast or the instructional

level was too low or too high.
Consequently, like many other

community and technical college
faculties, MATC staff drafted

instructional materials from

many sources, extracting infor-

mation and protocols from
resource manuals, company
literature, and technical books

and journals.
To increase awareness of the

programs, MATC became in-

volved in the development of a
secondary-school curriculum for

both an articulated course under
the umbrella of Tech Prep and
the development of a two-year
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school- and work-based youth

apprenticeship program. These
activities fall under the broad
umbrella of school-to-work (STW)
programs. In Wisconsin, STW

encompasses a broad range of
programs from career exploration
to a highly structured youth

apprenticeship program (YAP).

YAP involves schoolbased

instruction and on-the-job partici-
patiou for high school juniors and
seniors, culminating in a certifi-
cate of competency in entry-level
skills. Students receive high
school credit for the YAP curricu-
lum. Some programs establish a
direct link to a technical college
program, and advanced standing
through articulation is available
to the YAP participants. Funding
from NSF's Advanced Techno-

logical Education Program has
allowed MATC to develop cur-
riculum and disseminate the
model for a YAP in biotechnology.

Partnerships are needed to
link industry, K-12, and post-

secondary systems (both the
university and the technical

college systems). Without indus-
try as a partner, these projects fail
to link potential employers with

students who participate in these
projects. Success of the initiatives
depends on the commitment of
the partners and on their ability
to overcome barriers. All partners
must commit time, staff, and

other resources to the project and
must represent the full spectrum
of the educational and industrial
resources.

Barriers can include the lack
of articulation and hesitancy of
some employers to participate in
YAP. Further, the issue of "track-
ing" high school students into a
curriculum that reduces or
eliMinates choices is one of the

arguments against many of the
STW programs. Incorporating
new technologies into the K-12
system, especially the secondary
system, must be accomplished
without tracking.

The ATE project also aims to
develop instructional materials
and curriculum guides that are
useful on a larger scale. Efforts

are underway to develop instruc-
tional materials that can be used,
extrapolated, extended, and
modified to fit the needs of the

schools and regions that choose
to use them. From its industry

assessment in Wisconsin, MATC

strongly concluded that each
state or community or technical
college should assess its progam
needs before adopting any
available materials.

Wisconsin, often viewed as a
conservative state, has been
forward looking in its develop-
ment of these important pro-
grams. Implementors have
viewed the difficulties and
barriers confronted in this pro-
gram development as the checks
and balances that new ventures
require. Despite limited re-
sources, all institutions must
consider where our states and the
nation are heading. We must
meet the challenge to develop a
skilled workforceand offer all
students opportunities that
prepare them for the work world
ahead of them.
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CABOT JAFFEE, JR.

Vice Prsident, ESS, Inc.
Maitland, Florida

With expertise in industrial/
organizational psychology and
computer science, Dr. Jaffee
conducts testing, validation
studies, electronic selection,
assessments, job analysis, mana-
gerial development, performance
appraisal, and legal concerns
associated with personnel evalua-
tion. He consults for many large
businesses, has published several
articles and a book, and is an
international conference presenter.

Assessing High-Performance Work Skills
Cabot Jaffee, Jr.

Electronic Selection Systems (ESS) and Learning Resources, Inc.

(LRI) have developed an industry-validated, education-tested,

and the Secretary's Commission on Achieving Necessary Skills

(SCANS)-based system that assesses skills critical to workplace success.

Currently, North Carolina has a statewide license and makes this

program, Workplace Success Skills (WSS), available to each of its 58

community colleges.

The ESS/LRI assessment

system is keyed to employer-

confirmed, SCANS-defined,
foundational or work-prepared-
ness skills for entry-level posi-

tions in industry. It assesses
observable behaviors in the areas

of thinking skills and personal
qualities. This system is character-

ized by the following qualities:

rigorous validity of state-of-

the-art assessment
technology,

he.avy employer
involvement in system
planning, development and
validation,

ease of administration and

use,

modular structure,

realistic length,

clear and legally support-
able results, and

low-cost acquisition and

administration.

This video testing technology
plays an important role in assist-
ing American business to meet

current and future challenges

A

surrounding the entry-level
workforce. Its five distinct sec-

tionsvideo vignettes, listening,
structuring work activities,
trainability, and charts and
graphsare designed to assess
and document an individual's
unique job-related skills and

abilities. In each section, test

takers observe realistic situations
and then respond to questions
about actions and decisions
relating to these situations. The
test is accurate, fair, relevant, and
cost-effective and is also a vali-

dated program in which test
results are computer scored. The
feedback report details the skills,
strengths, and weaknesses of the
test taker. It also identifies devel-

opmental strategies to improve

any weaknesses. Students can

present this report to employers
to document their level of compe-

tence in high-performance work

skill areas.

Associate degree and certifi-

cate students in community and

technical colleges, high school
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students, adult learners, and
others need to know the extent to
which they have the Workplace
skills required by employers. This
program helps educational
institutions to counsel individuals
by identifying where school-to-
work education, training, or
experience is required to ensure
student success.

WSS can also enhance an

institution's workforce develop-
ment, business and industry, and
contract training efforts. Institu-
tions can use the system to help
firms assess the specific training
requirements of current workers

and the hiring suitability of new
employees. The program enables
firms to identify and prioritize

the training requirements of each
individual assessed.

Organizations use the system
for selection, promotion, restruc-

turing, and development, as well
as for measuring the effectiveness
of current training programs. U.S.

Department of Labor and Health
and Human Services programs,
prisons and others in the employ-
ment and training communities
should find wide use for this

program.
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MIKALA L. RAHN

Research Associate, MPR
Associates, The National
Center for Research in Voca-
tional Education

Berkeley, Cilifornia

Mikala Rahn spent the last four
years conducting research in the
areas of accountability, standards
development, and school-to-work
transition with a special interest
in the relationship between
federal, state, and local govern-
ments. She is the primary author
of two of the chapters in the most
recent National Assessment of
Vocational Education (NAVE)
report on performance measures
and standards and industry skill
standards.

Skills Standards
Maul(' L. Rahn

Under the leadership of Secretaries Robert Reich and Richard

Riley, the Departments of Labor and Education have inten-
sified their commmitment to develop a national system of

voluntary skill standards and certification. The Goals 2000: Educate
America Act underscores the need to strengthen connections between
education and employment, specifically through the establishment of

a National Skills Standards Board. This Board will ensure a framework

to develop and implement a national system of voluntary skill stan-

dards and certification through voluntary partnerships that have the
full and balanced participation of business, industry, labor, educators,

and other key groups.

Occupational skills standards
identity the knowledge, skill, and

level of ability an individual
needs for successful workplace
performance. Standards ensure
accurate communication among
employers, educators, trainers,
and workers regarding the skills
needed and the skills possessed.
Standards can be tailored to any
occupWional cluster or industry

to reflect particular needs and
economic environments, lt is a

matter of choice, however,
whether an employer requires
certification or a worker seeks to

obtain it.

For decades, America has

held the competitive advantage
in the world marketplace on the
basis of superior mass produc-
tion. Now, in a new economic
environment, this strategy no
longer ensures continued success,
with market emphasis on quality,

variety, timeliness, customization,

and convenience. Further, in-
creased mobility of capital and
technology makes it easy to

replicate production factors
anywhere in the world, with one
exceptionworkforce skills.

Our continued competitive-.
ness depends on the skills, adapt-
ability, creativity, and knowledge
of American workers. Our great-
est problem lies in the lack of
connection between skills needed

in the workplace and Ai%
imparted through education and
training. The limited range of
nationally recognized credentials
also hinders the process, since
these are usually reserved for the
college-educated with few op-
tions for the other 75 percent of
Americans. This results in in-

creased hiring and training costs,

restricted employment opportu-
nities, lack of quality assurance

and a direct challenge to our
ability to compete.
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WORKFORCE DEVELOPMENT INSTITUTE

ROBERT C. KORTE

Director, Workforce Development
Programs, American College
Testing

Iowa City, Iowa

As Director of the Workforce
Competencies and Skills Project
at ACT, Dr. Korte is responsible
for the overall management of a
project that identifies generaliz-
able work behaviors, knowledge,
and skills through a national job
analysis study. Prior to joining
ACT, he was a consultant to the
Michigan Department of Educa-
tion. He has also been actively
involved with statewide commis-
sions and governmental agencies
responsible for setting and
implementing state education
and employment training policy.

Workplace Competencies and Skills
Robert C Korte

hat skills do employers look for in workers? Since 75
percent of America's workers will not attend college or
complete a baccalaureate program, how can they obtain

the skills they, and the nation, need to successfully compete in the
global economy? How can businesses striving to become high-perfor-
mance workplaces find the skilled workforce they need? In response
to these needs, the U.S. Departments of Labor and Education and the
Office of Personnel Management formed a partnership to develop
assessment measures of Ixorkforce competencies and skills as they
were defined by the Secretary's Commission on Achieving Necessary
Skills (SCANS).

File assessment measures will
provide data about the skills of
America's current workforce and
about the skills individual work-
ers need for the nation to com-
pete aggressively in the global
economy. However, the specific
competencies and skills needed
must be determined before the
assessment tools are created.
Therefore, a National Job Analy-

sis Study (NJAS) has been de-

signed to empirically identify
competencies that are common
across occupations. After this
identification occurs, valid mea-
sures can be created to help guide
the education and training of
America's workforce for high-
performance workplaces.

An ever-changing workplace
often demands that America's
workers move from a job with its

specific requirements to a totally
different position. This new

kvork lo rce needs skills that are

common across occupations and
that are linked to employee
success in high-performance
organizations. The NJAS identi-
fies these cross-occupational skills
and will build on SCANS as it

identifies a comprehensive
taxonomy of behaviors necessary
for worker success. In addition,
three study outcomes link behav-
ior establishment as the basis for
assessment and instruction:

Construct a blueprint for
use in developing content-
valid workplace assessments.

Establish proficiency levels

for the behaviors, based
partly on the relationship
between the need for the
behaviors and time on the
job (e.g., at entry, after six

months, after one year).

Develop exploratory mod-
els of the relationships
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among all the behaviors in
the taxonomy.

NJAS vill survey job incum-

bents across a representative
sample of occupations. A panel of
experts and other outside con-
sultants will assist American
College Festing (ACT) staff in

constructing the surveys, inter-
preting the resulting data, and
assigning the behaviors to tax-
onomy dimensions. The study
will be conducted in two phases.

The first phase will identify
an initial set of core behaviors
common across occupations.
Phase Il will verify these behav-
iors, link them to high-perfor-
mance organizations, and estab-
lish their relationship with job
tenure.

The past decade has gener-
ated rising concern that American
workers lack sufficient workplace

skills to meet the challenges of
technological advances, organiza-
tional restructuring, and global
economic competition. Increas-
ingly, new jobs require even
entry-level employees to possess
problem-solving, communica-
tions, and personal skills and,
often, some computer literacy. 13v

the year 2000, continuing trends
in basic skills deficiencies will

cost American business billions of

dollars annually for remedial
training programs for new em-
ployees alone. The Work Keys

System from ACT, an innovative

response to this problem, is a
national system for documenting
and improving workplace skills.

ACT, a not-for-profit educa-

tional organization, has long
provided action-oriented assess-
ments used for educational and
career planning and decision
making. With the creation of the
Center for Education and Work
and its first program, Work Keys,

ACT has expanded its services to
better assist all learners, along
with business, industry, labor,
and education. For example, as
individuals obtain relevant,
reliable information about their
own skill levels and the skill
requirements of jobs they want,
they can make optimal career and
education decisions. Employers
can use Work Keys to identify job

skill requirements, thus helping
them select or train employeeS.

Educators can use the job skill

information to develop appropri-
ate curricula and instruction.

In conjunction with employ-
ers, educators, and experts in
employment and training re-
quirements, ACT identified
generic employability skills

skills crucial to effective perfor-
mance. in most jobs. Of these,

twelve carefully chosen elements
form the basis of the Work Keys
System. They include:

reading for information

applied mathematics

listening

writing

teamwork

applied technology

locating information

observation

speaking
motivation

learning
managing resources.

Work Keys' metric, or mea-
surement scale, can compare an
individual's employability skills

to a particular job's requirements.
Formerly, no existing metric
could measure both the generic
employability skills required for

specific jobs and those same skills

attained by the individual
workers. Work Keys' universal

metric translates skill require-
ments for individual jobs into
proficiency levels. For example,
this information will help schools

determine how better to prepare
students for the workplace and
helps businesses identify employ-
ee qualifications and design job-
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training programs. As individuals
see a direct connection between
their education and qualifications
for jobs, their persistence and
achievement should improve.

Work Keys is also a multi-

functional program with the four
following interactive components:

profiling

assessment

instructional support

research and reporting.

The profiling component
yields job profiles and occupa-
tional profiles. Job profiling

systematically identifies the tasks
most important to a specific job in
a particular company and ana-
lyzes those tasks to determine the
skills and skill levels required to
perform that job effectively.

Businesses can use job profiling
to establish standards for em-
ployee selection and other deci-
sion making. The more generic
occupational profiles identify
skills and skill levels required to
perform an occupation across
industries, companies, and
positions. Educators can use
occupational profiles in setting
instructional targets of standards.
Individuals can also benefit from
these profiles. For example,

individuals can consult occupa-
tional profiles to discover the

workplace skills necessary for
competence in particular occupa-
tional areas. Someone desiring a
specific job in a particular com-

pany can use the job profile to
determine the skills needed to
qualify for it.

The assessment component
enables individuals to identify
their personal skill levels. Work
Keys' criterion-referenced assess-

ments compare an examinee's
'performance on the assessments
to an established scale or stan-
dard (e.g., the proficiency level of
a skill that is required for per-
forming a particular job effec-

tively in a particular company).
Assessment results identify areas
that need further development in
order for individuals to effec-
tively perform the jobs they want
or have.

Work Keys' instructional

support component facilitates the
.development of appropriate
curricula and effective instruc-
tional strategies for teaching the
Work Keys skill areas. The up-

coming series of Targets for
Instruction will provide detailed
descriptions of assessed cognitive

and content skills and sugges-
tions for teaching these particular
skills-ilong with a resource list.
Secondary schools, post-second-
ary institutions, and training
programs can use this component
to supplement existing curricu-
lum to better meet workplace
demands.

The research and reporting
component forms the communi-
cations network of the Work Keys
System. The Work Keys database

contains job profiling and assess-
ment components and serves as
the basis for research and gener-
ates information for clients.
Reporting involves the distribu-
tion of information to businesses,
educational institutions, agencies,
and individuals to provide
information needed to make
career choices, plan training
programs, screen prospective
employees, and support numer-
ous other functions. A series of
standard and customized reports
ensure a convenient, accurate,
and timely means of document-
ing and improving the nation's
workforce skills.
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ROBERT MULLINS

Dean, Ral for Economic Develop-
ment, flinds Community College

Raymond, Mississippi

Bob Mullins, a 25-year veteran
of teaching and administration, is
also a certified trainer in the areas
of entrepreneurial training and
leadership. His unit promotes
economic development by
meeting the training and develop-
ment needs of business, govern-
ment, and industry and, in 1989,
established the new One-Stop
Career Center, which began to
generate a profit in 1991.

WORKFORCE Shit LS

Providing Basic Shills: Utilizing Mobile
Lah and Implementation of One-Stop
Career Centers
Robert Mullins

rrwo initiatives at Hinds Community College in Mississippi
illustrate national workforce development issues: basic skills
training delivers' at the worksite and state-legislated One-Stop

Career Centers.

Hinds' Resource and Coordi-
nating Unit (RCU) for Economic

Development was developed to
assist the region's business and
industry in becoming more
productive, competitive, quality
conscious, and profitable through
the provision of customized job
training programs and technical
support services. Its workplace
literacy program provides com-
prehensive services that include
literacy audits and basic literacy
training in order to help employ-
ees reach the GED level.

With the cooperation and
assistance of local employers,

Hinds' mobile computerized lab,
a 28-foot motor home with 10
computer work stations, offers
on-site instruction at a variety of
locations in the college's service
area. To date, the lab has served

38 companies. More than 2,500

INorkL,rs have received on-site

training at such companies as
Frito-Lay, Armstrong, Siemens,

Batesville Casket, and Interna-
tional Paper Company. Three on-

site labs have also been estab-
lished at the local industry.

Besides the mobile training
services, Hinds and others have
responded to the provisions of
Mississippi's Workforce Act of

1994. The legislation established

state and district Workforce
Development Councils and the
State Board for Community and
junior Colleges as the primary
support agency. One-Stop Career
Centers are being established at
each of Mississippi's 15 public
community colleges, with the
state providing funds for building
renovation, operational expenses,
and equipment.

The centers will provide
assessment, counseling, and
referral services, as well as basic

literacy skills training, vocational/
technical training, and short-term
skills training to individuals.
Industries and firms are not left
out. The one-stops will offer a

range of services:

job analysis, testing, and
curriculum development;
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development of long-range
training plans;

preemployment training;

workplace basic skills and
liter)cy- training;

customized skills training;

Fotal Quality Management
training; and

technology transfer
information and referral
services.

The Workforce Development
Councils %yin monitor the cen-

ters effectiveness, advise the
governor and educational insti-
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tutions, develop strategic plans,
coordinate and integrate delivery
of training, and oversee the
development of a marketing plan
to the employer community.



DONNA MILLER-PARKER

Workplace Basic Skills Coordina-
tor, State Board for Community
and Technical Colleges

Seattle, Washington

As a program administrator for
adult literacy, Donna Miller-
Parker has directed three National
Workplace Literacy projects and
coordinates the I-CANS Project, a
statewide project to integrate the
teaching of SCANS skills in a basic
skills curriculum. Before joining
the Office of Adult Literacy, she
taught Adult Basic Education,
English-as-a-Second-Language,
and General Education Develop-
ment, and she worked with Job
Training Partnership Act clients,
volunteers, and employers.

Basic Skills in the Workplace:
If You Build It (Right), They Will Come
Donna Milkr-Parker

he Secretary's Commission on Achieving Necessary Skills

(SCANS) report details foundation skills needed by all

workers for the workplace of the future. Workers are increas-

ingly being asked to make decisions and take responsibility for pro-

cesses which were prei.iously assigned to management. Working on

teams and implementing quality processes or increasing performance

measurements necessitate higher skill levels than previously required

by jobs with more compartmentalized responsibility.

Manv employers find that
workers are not prepared for
these new roles and have diffi-
culty participating in or benefit-

ing from the training that is
provided. One reason may be
reflected in the recent National
Adult Literacy Survey (NALS),
which revealed that as many as
40 percent of the U.S. population
have inadequate basic skills to
function effectively in our in-

creasingly complex society. One

can compare these statistics with

employer expectations of the
skills of workers as defined in the

SCANS report. These two studies

when juxtaposed show clearly
the enormous gap between the
workforce that exists and the
workforce that is needed.

One way to address this gap

is to provide basic skills training

in the workplace for current
employee,s. Providing skills

training in the workplace not
only makes participation more

convenient and, therefore, more
likely, it also allows for instruc-

tion to be targeted to the needs of

the workers and of the employer.

The best workplace basic skills
programs employ cooperative
efforts between the educational
provider and the employer.
Business, labor-ind education all
have goals to be met and contri-
butions to offer; the best pro-

grams focus on shared goals and

allow all partners to contribute.

Steps to creating an effective

program include:

Analyze the organizational
need and ascertain whether
this need can be met by

basic skills instruction.

Identify the important
partners and organize a
planning group at which

each is represented.

Work with this planning
group to design a program
that addresses the shared

goals.



Consider several models for
providing instruction, e.g.,
classroom, technology-
assisted, tutorial, or indi-
vidualized instruction.

Clearly explain program
structure and participant
incentives to potential
participants.

Create a curriculum that
uses authentic workplace
materials and also encour-
ages participants to apply
their new skills in a variety
of settings and situations.

Select instructional staff
who fit into the workplace

Plan for formative and

summative evaluations as
well as the evaluation of
workplace impact.

Keep all partners involved
in all phases of project
planning, operation, and
evaluation.
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RAND JOHNSON

Director, Applied Technology
Center, Salt Lake Community
CoUcg-e

Salt Lake City, Utah

Rand Johnson directs Salt
Lake's ATC, whose primary
mission is to provide customized,
quality training to area busi-
nesses. For more than 15 years,
he has been developing training
partnerships with businesses. He
currently serves as the Vice Chair
of the National Coalition of
Advanced Technology Centers.

How to Have Your Customers
Tell Your Story
Rand .4. Johnson

Between 1988 and 1989, Salt Lake Community College (SLCC)

provided just over S100,000 in contract training to area busi-

nesses. Two years later, it provided more than S2 million in

contract training to business customers. Why did the amounts change

so dramatically?

The increase is directly attrib-

uted to improved marketing
techniques employed by the
college. Specifically, the college

developed a new marketing
strategy and video,

implemented business
forums, and

improved the database for
mailings to business
customers and potential
customers.

Marketing Strategy. Have

our customers tell olir story

became the general marketing
strategy of the college's Ad-
vanced Technology Center
(ATC). The college staff used this

approach when developing
marketing tools and events to
spread the word about ATC's
services and to attract more area

business as customers.

The college first tested this
marketing strategy when it
created a brief trigger film to
promote ATC training services to

local businesses. Titled The

Bottom Line, the video features
satisfied business customers
telling their stories about working
with the center. Thus, a serious
message is presented in an
upbeat and persuasive style. The
film features chief executive

officers and managers from
McDonnell Douglas, Ford, Natter
Manufacturing, and other compa-
nies who provide articulate and
enthusiastic endorsements for the
center. Their spontaneous com-
ments were so good that the
script was thrown away during

the video production.

Business Forums. Using
customers to tell the center's
story was also the strategy behind
the ATC Breakfast Forums.
Designed as a series, these 90-

minute business forums take
place six times per year. Each

forum features a spokesperson
from a partner company who
addresses an issue or practice at

his or hercompany that may be
of interest to other businesses in
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the community. Some topics
presented to date include: Build-
ing a Dynamic Corporate Cul-

ture; Meeting Business Objectives
through Employee Empower-
ment; High Productivity Work
Organizations: How We Got
Lean and Mean; and Quality Is
More than a Manual.

The college president serves
as official host and welcomes the
groupind the vice president
introduces the guest speaker.
Members of the ATC team spread

themselves among the partici-
pants and use the time to get
better acquainted with the busi-
ness people there. Intentionally,
the college has a minimal portion
of the program.

When the speakers give their
presentations at the breakfast
forums, without exception, they
address the value and quality of
SLCC's customized training
programs. These live, colleague-
to-colleague endorsements have
generated a positive impact for
the center. New contract training
opportunities have emerged
directly from all of the breakfast
forums held to date.

In addition to the breakfast
forums, the college instituted the
CEO Breakfast Roundtable Series,

which provides SLCC staff with

an opportunity to network with
top-level decision makers and to
obtain authoritative input on
immediate business training
requirements. The roundtables
are organized by industry and
are typically co-hosted by a
partner company with credibility
within the target industry. For
example, the general manager of
the local McDonnell Douglas

plant co-hosted a recent aero-
space executive roundtable.

During each roundtable, the
college president and key college
staff speak briefly about the range
of college services available to

business and industry. During
the balance of the meeting, the
group openly discusses concrete
ways the college can provide
better services to targeted busi-
nesses. At a biomedical

roundtable, the group identified
a need to conduct a training-
related needs assessment of
Utah's biomedical industry. As a
result, center staff, assisted bv
several executives who attended
the roundtable, developed such a
survey. SLCC is using survey
results to guide course develop-
ment in the biomedical field.

Direct Mail Advertising. The
college employs a full-time
graphic design and commercial

art professional who develops
promotional brochures, press
releases, and other marketing
materials aimed at the business
community. These highly profes-
sional marketing materials are
both beautiful and effective.
However, without a quality, up-
to-date database, the marketing
materials had limited impact on
generating business for the
college.

Consequently, the Advanced
Technology Center developed a
top-notch database that supports
direct mail advertising. The

database, connected to the ad-
ministrative mainframe, is acces-
sible to those with appropriate
clearance. It contains information
on both customers and potential
customers. The information is
derived from a number of
sources, including Utah's Depart-
ment of Community and Eco-
nomic Development, Economic
Development Corporation of
Utah, local trade associations, and
customers who use the college
training services. The information
is continually updated, a process
that requires commitment, time,
and resources. For SLCC, this

investment has generated signifi-
cant results, including an in-
creased awareness of programs



and courses, particularly first-
time programs that previously
required several market introduc-
tions before they were successful.

Know Your Market. One
other key to a successful market-
ing strategy is to know the mar-

ket. Marketplace assessments,
conducted in a variety of ways,
include telephone surveys, direct
mail surveys, and personal
interviews. Ihese assessments
have become an integral part of

the center's marketing system.

The college's industry part-
ners also helped to develop

MARKLTING

surveys. When administering a
survey, the center's staff empha-
sizes the college's desire to be
flexible and to respond to the
needs of the business community.
The results frequently help
identify the need for new course
offerings. .jollege staff also use
survey information when making
follow-up calls on business.

SLCC's former college presi-

dent summed it up best when he
said, "Salt Lake Community
College i. Utah's best-kept se-
cret." Without a doubt, getting
the word out to potential busi-

ness customers is a challenging
task. SLCC learned that a sound
marketing strategy can make a

major difference. Perhaps, some

of the marketing practices identi-
fied in this article can help other
community colleges promote
their regions' "best-kept secret."

[Editor's Note: Excerpted from
Section II of The Critical Link:
Communita Colleges and the
Workforce. Lisa Falcone, ed. (Wash-
ington, DC: American Association of
Community Colleges, 1994)1
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JAMES CIALDELLA

Senior Consultant, Organizational
Development Systems, Inc.

Houston, Texas

jim Cialdella, an experienced
organization, management, and
professional development
specialist, has an extensive track
record in stimulating personnel
performance and capabilities. He
has worked with management
and technical professionals in a
variety of industries, government,
and nonprofit organizations.

Effective Technical Presentations: The Tell
That Sells
Jim Cialdella

oday's business audience is asking: "How can what you're
saying impact my company's bottom line?" To be successful,
professionals, including community college business/industry

liaisons, must know how to create and deliver dynamic presentations
by integrating their message into the challenges and opportunities

facing their audience.

First, a presenter must de-
velop clear objectives to ensure
that the presentation leaves the
audience thinking, feeling, and
doing what is desired. The pre-
senter must also complete an
audience analysis in order to
understand the needs, wants,
and interests of each of the
listeners. This analysis can be
accomplished by identifying who
the audience is, tir role, and
their priorities, by assessing their
current knowledge, by under-
standing what they need to
know, by evaluating their inter-
ests, and by considering how
much to tell them.

The presentation's introduc-
tion is extremely important. The

introduction should establish
credibility, create interest, iden-
tify audience benefits, and set the
presenter apart from everyone
else. In order to effectively open a

presentation, a dramatic state-

ment, a rhetorical question, a real
question, a headline, a personal
story, a "slice of life," a prop, a

statement of the main idea,
humor, or an analogy should be
used.

A well-organized message
ensures that listeners can easily
follow key points. Several meth-
ods of organization include:
general to specific, categorical,
status report, problem/solution,
chronological or sequential, and
movement from the familiar to
the new (analogy).

A presentation's closing is as
important as its opening. The
three key parts of a closing are:
restatement of the purpose/
objectives, summary of key
points, and call to action.

Last, the message should
address the audience's needs by
ensuring that the training or
education product supports the
business goals of the customers.

AMFRWAN ASSOCIATION ()I:COMMUNITY COLIGLS



RAY C0MPAR1

Director, Business Assistance
Center, Cumberland County
College

VinelandVew Jersey

Since the inception of
Cumberland's Business Assis-
tance Center in 1988, Ray
Compari has overseen all its
operations focusing on custom-
ized training and economic
development. Ray previously
spent nearly 10 years in the
manufacturing industry dealing
with production issues and
employee training. He continues
the struggle to bring "bottom
line" business philosophies to the
academic environment.

Make Your College Think Like a Business
Ray Compari

Community colleges throughout the nation have recognized

the vital and challenging role they must play in the urgent

need to invest in the development of America's human

resources. Clearly, the same is true for New Jersey's nineteen commu-

nity colleges, which have a long history of serving their individual

communities with locally accessible, affordable, diverse, and market-

driven programs.

Today, New Jersey's commu-
nity colleges go well beyond
simply offering traditional credit
education and training programs.
They work directly with employ-
ers, workers, and employment
and training agencies to design
and offer programs and services
which respond to the rapid and
intensifying changes in the state's

economy. As New Jersey moves

from manufacturing toward
service and information process-
ing, the colleges seek to provide
the increased education and
training workers need.

Each institution has person-
nel designated to respond di-
rectly to specific local workforce

and customized training needs
and programs. Many of the
county community colleges have
established small business devel-

opment centers, business and
industry technical assistance and
technology transfer programs,
and training and outreach centers
for employed, unemployed, and
underemployed workers.

Three years ago, the Council

of County Colleges reaffirmed
this proactive role of New
Jersey's community colleges in

the economic and workforce
development of the state. Recog-
nizing the strong role played by
each institution in the economic
development of its own county,

the Council broadened its
workforce enhancement philoso-
phy. This commitment to
strengthen interinstitutional links
through shared objectives, re-
sources, and talent will enhance

colleges' collective capability to
provide business, industry, and
current and future employees
with the broadest possible range
of services, information, and

support.
Now, the next logical step has

been undertakenthe establish-
ment of the Network for Occupa-
tional Training and Education
(NOTE), a statewide resource for

human resource development.
This collaboration among New

Jersey's nineteen community
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colleges establishes a mechanism
to anticipate and address chang-
ing labor market needs. Further,
NOTE responds to those needs

ith training and retraining
programs that provide workers
with occupational competencies
required by both large and small
businesses throughout the state.
NOTE also focuses on easy access
by business and industry to the
high quality training and retrain-
ing programs ax ailable through

New lersey's community col-
leges. It fosters the exchange of

information, resources, and talent
among the colleges, business,

industry, government agencies,
and other groups involved in the
employment and training system.
NOTE is designed to accomplish
the following:

maximize the impact of
programs and services vital
to improving human re-
sources productivity,

design and/or revise cur-
riculum and programs to
respond labor market and
labor force needs,

regularly reexamine current
Occupational offerings and
services and modify them as
needs change; and

facilitate economic growth
and its resultant benefits by
promoting retraining as a
lifelong process.

The Department of Higher
Education awarded a seed grant
to Mercer County Community

College to coordinate the imple-
mentation, structure-md services
of NOTE in collaboration with
the other county community
colleges. During the first nine
months, the NOTE membership:

developed and imple-
mented alternative state-
wide strategies that vould
better inform employers
about the types and extent
of training, retraining, and
other services available
through the county commu-
nity college system;

established online access to
information about sector-
wide education, training,
retraining, and service
offerings for business and

industry, including selec-
tion by multiple variables,

e.g., subject, level, and
geography;

increased direct employer
involvement in determining
(I) barriers to training,
retraining, and other pro-
grams and services, (2)
common course offering
needs, and (3) curriculum
development needs
through the use of focus
groups;

developed the capability of
staff at member institutions
to serve as focus group
leaders and Deyeloping-a-
Curriculum facilitators to
enhance the sector-wide

capability of colleges as a
resource for increased
employer involvement in
workforce enhancement
efforts; and

established a multi-year
strategic plan to continue
and expand the efforts and
services of NOTE to the

benefit of the state's eco-
nomic development.

The NOTE membership

developed its long-range goals
and strategic plan with the direct
input of business and industry
statewide, as well as with input
from state agencies and local
representatives involved in labor
force and economic development.
Expanding on the base services

developed during the initial nine
months, the three-year long-
range plan may include: expand-
ing the capacity of the database
and user availability, expanding
the scope of programs and ser-
vices required by employers and
workers, and examining opportu-
nities for enhancing responsive-
ness to workers' job-readiness
needs.
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SUSAN VAN WEELDEN

Associate Dean, Economic
Development, McHenry County
College

Crustal Lake, Illinois

With an extensive background
in business, economic develop-
ment, and education, Susan Van
Veelden is also a certified quality
improvement facilitator. She has
published several articles on
community colleges and work-
force development initiatives.

DAPHNE STARR

International Business Expert and
Business Training Specialist

Crystal Lake, Illinois

Daphne Starr managed export
and government sales for an
Illinois firm. Active in interna-
tional business circles, she has
served on numerous councils and
currently works with McHenry
County College's Center for Com-
merce and Economic Development.

Susan I'm, n'eelden and Daphne Starr

t McHenry County College (MCC), the components of the

Center for Commerce and Economic Development.(CCED)
include the many services delivered by the Small Business

Development Center, the Procurement Assistance Center, the on-

campus Workshop and Seminar Program, and the Business Contract

Fraining Center, as well as special projects in economic development.

The Small Business Develop-

ment Center provides one-on-
one counseling for small-business

owners and managers, along
with workshops, seminars, and
roundtables. Clients also receive

help with developing business
and marketing plans, obtaining
government loans, and exporting.
The center employs one full-time
person and offers assistance free

of charge.

The Procurement Assistance
Center provides free assistance
and information about bidding
on government contracts and also

gives procurement leads. Its full-

time director, on call to McHenry

County business every day,
divides office time between two

locations.

The Workshop and Seminar

program uses industry-experi-
enced trainers and consultants
for presentations in technical
areas, sales and marketing, office

skills, cultural training, quality,

and leadership. Program offer-

ings are open to the public and
administered by a three-quarter-

time coordinator.
One full-time and two half-

time specialists oversee the
Business Control Training Cen-

ter. The Center conducts compre-
hensive needs assessments,
contract training in areas such as

technical skills, team building,
computer training, ISO 9000, and

leadership. It also helps compa-
nies write policies and proce-
dures, emphasizes quality train-
ing, and assists with obtaining
grants.

Special projects in economic
developmentstaffed bv one
full-time staff member and
involving other CCED staff

membersinclude:
partnerships with organiza-
tions and companies to
increase and enhance
training and support capa-

bilities;

economic development
projects, such as the
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yorkforce de% elopment
symposium;

training in grant assistance,
funding sources, etc.;

alliances and consortia to
leverage resources; and

networking and legislati% e

activities on local, state, and

national IC% els.

A useful tool in MCC presen-

tations includes a business case
study approach that emphasizes
the pricing structure and the
diversified programs required for
a single company.

Factors related to pricing
include hiring appropriate
instructors, specific strategies,

collaboration with occupational
education, and coordination and
adminktration of grant funds.
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KIMBERLY D. BARGER

Coordinator of Technical
Organizational Development,
Madisonville Community
College

Madisonville, Kentucky
Kimberly Barger has responsi-

bility for implementing the Work
Profiling System and assessment
center activities for fourteen
colleges. She administrated the
state's first Behavioral Assess-
ment Center and has helped
develop several other such
centers. In addition, she has
developed and delivered many
training programs for industries
and organizations throughout
Kentucky.

MARKLTING

Joh Analysis and Assessment
Kimberly D. Burger

1
n November 1993, the University of Kentucky CommunitY
College S stem (UK CCS) launched a new program to fill the
organizational development needs of Kentucky's businesses and

industries. A few colleges in the community college system had begun

to aid industries in the selection of employees.

.1-hese colleges used a beha%

ioral assessment method to
screen potential employees for
companies on a contract basis.
The behavioral as:essment
process involves creating and
customizing situational exercises

that allow potential employees'
behaviors to be observed and
analyzed. Only job-relevant
behaviorssuch as, problem
solving, communication, team
building and leadershipare
assessed. Although the behav-
iora l. assessment method effec-

tively screens applicants for hire
and is still available to clients, it

can be expensive and time inten-
sive.

UK CCS began to look for

other cost-effective and produc-
tive ways to meet its clients'
assessment needs. As a result,
UK CCS purchased a technologi-

cally advanced computer system,
the Work Profiling System (WPS),

from Saville Holdsworth Ltd.

WPS offers a structured
approach to analyzing jobs using
standardized questions and
expert computer system technol-

ogy. It provides detailed informa-
tion about job content and con-

text, personnel requirements, and
a suggested assessment regime.
WPS uses psychometric prin-
ciples to assist the decision maker
by accurately providing complex
information in a comprehensive
format. Housed at Madisonville
Community College, it is oper-

ated by the Technical Organiza-
tional Development (TOD)
Office. This office serves all 14

Kentucky community colleges

and coordinates behavioral
assessment programs in addition
to the WPS services. A coordina-

tor, in cooperation with the
business and industry liaisons
and continuing education coordi-
nators at each college, operates
the office. Since its inception, the

program has expanded from
selection and screening services
to clients using the WPS and
other methods, to become a full-
service human resource consult-
ing system.

The TOD program at
Madisonville Community College
has an extensive role. The coordi-
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nator works w ith each of the

colleges in performing job analy-

ses using the wrs method. Me

study identifies and collects

essential job information, such as

job tasks, job context tactors, skill

and ability requirements of the
job, and other organizational

information. Ihis job analysis can

be performed at any organiza-

tion, regardless of its size or type,

and can be used to collect infor-

mation about managerial, clerical,

service, manual, professional,

technical, or administration

positions. Ihe completed job
analysis can be used to develop

screening processes to select new

employees, to promote emplo% -

ees from within, or to identify an

individual's training needs.

These selection processes can

include beha% ioral assessment,

ability testing, personality testing,

structured interviewingmd
other factors. The job analysk

information can become the

foundation for restructuring an

organization's persannel s\ stem

through the development of

performance appraisals, training

and development plans, job

descriptions, team development

plans, process improvement

projects, reengineering plans,

and job evaluation and compen-

sation projects.

Fhe computer system is

maintained at one location to

enable the LK CCS to create and

maintain a database of the jobs in

the state and corresponding skill

and ability requirements..Fhis

database provides information

that will strengthen the colleges'

ability to pro% ide appropriate

training, retraining, and credit
programs that will fill the needs

of employers throughout
Kentucky.



ROBERT J. VISDOS

President, NETWORK
Washington, DC

Bob Visdos cofounded NET-
WORK: America's Two-Year
College Employment, Training,
and Literacy Consortium. With an
extensive background in those
fields and in communications and
grantwriting, he served as assis-
tant dean for resource develop-
ment at Cuyahoga Community
College and has consulted for
over 50 different organizations.
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A How-To Approach to Grant Writing
Robert J. lixdos

he subjects of grant-writing and grantsmanship are near and
dear to the hearts of many of the nation's community college
workforce development practitioners and adininistrators.

Major elements of grant-
writing and resource develop-
ment are:

1. Identify the project.

2. Develop the initial proposal.

3. Identify appropriate fund-
ing sources.

4. Develop the proposal.

5. Write the proposal.

6. Prepare the budget.
7. Obtain internal review and

approval.

8. Follow up with the funding
source.

9. Receive notification of the
successful bid/award, or

10. Receive notification of the

unsuccessful bid/award.

11. Negotiate the contract.

Workforce development
funding can also be obtained
through a number of federal
programs, including:

U.S. Department of Labor

(Job Training Partnership
Act, Economic Dislocation

and Worker Adjustment
Assistance Act, Trade

Adjustment Assistance Act

and Defense Conversion),

U.S. Department of Educa-

tion (school-to-work, Tech
Prep, and adult/vocational

education),

U.S. Department of Health
and Human Services (Job
Opportunitites and Basic
Skills Program and Job

Opportunitites for Low
Income Individuals), and

U.S. Department of Hous-

ing and Urban Develop-
ment (family self-suffi-
ciency and comprehensive
grant programs).

Some grant-writing tech-
niques enhance the funding
potential of specific activities.

Collaboration with community-
based organizations, other com-
munity colleges, business and
industry, and vocational/second-
ary education are all ways to
increase the funding potential of

proposed projects.

Obtaining specific informa-

tion about particular proposals
and their development can help
individuals enhance their grant-
writing skills and increase the
fundiUg potential for institutions.
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BRIAN BOSWORTH

Principal, Regional Technology
Strategies, Inc.

Cambridgeklassachusetts

With 30 ,,ears' experience in
economic and business develop-
ment, Brian Bosworth now directs
research, design, pilot testing , and
evaluation of technology-based
strategies to accelerate regional
economic development. He served
overseas with the Agency for
International Development; in
Indiana he was the Governor's
executive assistant and chief
operating officer of the Depart-
ment of Commerce. He has
consulted independently for
several years.

Competition and Cooperation in Modern
Manutacturing: Implications for
Community and Technical Colic 0.s
Brian Boswonl,

Under-resourced ,,mall manufactureN ,,truggle to compete in
high-value international markers, which offer the greatest
returns. Inexperienced at accessing public resources, they

find too many single-solution providers for multidimensional prob-
lems. Community colleges must adjust their mission, capabilities, and
delivery systems to remain relevant.

kVhy? Fundamental changes

are taking place in the manufac-
turing economy. Markets, prod-
ucts, technology, and business
structures are all undergoing
change. Markets must adapt to
segmentation of demand and
intense foreign competition;
situations are volatile. Products
are moving from standardized to
customized and are being made
with higher levels of skill and
technology. The more customized
a product, the more value it has.
Regarding technology, the rou-
tine is evolving into the flexible.

Technology must accommodate a
wider variety of customized

products for shorter-lived niche
markets, and there are economies
of scope, not just scale. Changes

in business structure include
organizational decentralization,
"hollowing out," specialization
among supplies, and overall
agility.

Seven critical dimensions of
change face modernizing firms:

installing advanced
technology;

using advanced business
practices;

understanding segmented
high-value markets;

managing credit and
capital;

upgrading the skills of
workers and managers;

reorganizing work; and

cooperating with other
firms.

Collaboration among firms

becomes increasingly important
as the basis of competitive advan-
tage shifts from issues strictly
internal to the firm to issues of
external relationships among
firms. The more successful high-
value firms understand this and
are learning from each other
rather than from outside "ex-
perts." Modernization means

AMERICAN ASSOCIATION OF COMMUNITY COLLEGES



getting very good at high-value-
added manufacturing, but it is

most of all about being good at
learning. Firms can collaborate by

formal or informal cooperation,
through membership organiza-
tions structured on the basis of

sector or region. through cus-
tomer or supplier networks, or
through interdependent net-
works of firms.

MANUFMTURINA:

The message for community

colleges is to "walk the talk."
Colleges should form consortia

with other institutions, specialize,
and optimize mutual comple-
mentarities. They should see a
regional economy as a whole and

focus on relationships among
firms rather than just individual
cornpanies. In short, community
colleges should (I) provide

comprehensive services across all

areas in which firms need help;

(2) combine technical assistance
with training; (3) create training

and technical assistance net-
works; (4) link customers to their
suppliers; and (5) become service

"hubs" for area firms.
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SCOTT W. MOON

President, RES lanufact urins
Milwaukee, IVisconsin

Scott Moon served as director
of the Young President's
Organization Manufacturing
Project and helps promote
manufacturing excellence,
quality practices, and skill
development. He helped
establish a Quality and
Education Initiative that united
16 education, government, and
manufacturing groups. He is a
marketing and management
expert.

Manufacturing Industry
Scott III oon

In 1987, RES Manufacturing made a fundamental, long-term

decision to develop its \vorkforce skills. Initial plans called for a
company-wide skills assessment. RES' management was shocked

to find that much of their \vorkforce lacked e \ en the most basic of
;kills. However, their local \ ocational college indicated that the basic
skills level at RES was comparable with most of American industry.

l'he company chose a course
of action for skill development
that entailed strong definition of
cultural values, intense engage-
ment of community resources,
and setting high expectations for
;kills improvement. Direct out-
of-pocket expenditures were
negligible and the company did
not pursue any government-
funded support.

By 1991 RES had made signifi-

cant gains in workforce basic
skills and began to undertake
more advanced skill development

related to technical skills and
quality improvement. The com-
pany began to see siteable busi-
ness gains in sales growth and
profitability.

It became evident that the
skills issue was fundamental to
the ability of associates to create
value for customers and in turn,
improve their own standards of
living. Associate skill develop-

ment at RES had nurtured a
strong sense of pride, involve-
ment and customer commitment.



JAMES BROWN

Coordinator, Northwest Manufac-
turing Outreach Center,
Wisconsin lndianhead Technical

College
Shell Lake, Wisconsin

Jim Brown has worked for 15

years at Chippewa Valley Techni-
cal College in a variety of supervi-
sory and training positions. In
addition to his work in education,
he has worked extensively in
industry, most recently for
Amoco Foam Products Company
as an automation engineer. He
directs a National Institute for

Standards and Technology (NIST)

manufacturing grant.

Manufacturing Assessment
James Brown

Manufacturing is a key contributor to Wisconsin's economic

health. Companies that excel respond to customer

demands for high quality, low prices, and product avail-

ability. However, of its 7,500 small to midsize manufacturers, only 20

percent have adopted the latest modernization strategies or fully

implemented new technologies. The other 80 percent face consider-

able "competitive risk" that threatens jobs and local economies. Lack of

awareness, isolation, minimal assistance, regulations, and funding

challenges all contribute to this risk.

In response, the Northwest Beginning with an understand-

Wisconsin Manufacturing Out- ing of todav's manufacturing

reach Center works with regional environment, and strategies to

manufacturers in a comprehen- respond effectively to change,

sive technology transfer. This assessment analyzes the gap

economic development process between a company's present

helps improve productivity and position and that of its best

includes: competitors.

on-site needs assessment;

assistance in implementing

new strategies, technology,

and processes;

organizational, technical,

and training assistance;
selection of appropriate
technology; and

a one-stop reference and

referral service.

The assessment process
identifies the company's level of

modernization and either offers

direct assistance or refers it to the

appropriate organizations.

A plan of technical assistance

and training helps the company

to close the gap. This plan in-

cludes Just-in-Time production,

Total Quality control, appropriate

technology, and employee in-

volvement that includes problem

solving as part of the job descrip-

tion. In essence, it offers a road

map for positive change and

continuous improvement to meet

the demands of today's competi-

tive markets.
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DENNIS KELIA

Associate Director of Audit
Programming, Center Pr
Intermitional Standards and
Quality. Georgia lii-ztitute of
Technology

Atlanta, Georgia

Dennis Kelly, senior research
engineer, RAB Certified l.ead
Auditor, and registered Profes-
sional Engineer, has helped
more than 100 companies
implement ISO 9000. He
provides industrial engineering
assistance and conducts work-
shops on TQM, ISO 9000,
military quality systems, micro-
computers, and related subjects.

ISO 9000
DennA AeIIt

Most small and midsized companies do not have .a docu-

mented, demonstrable quality management system. Many
managers erroneously believe that quality is achieved

through strong admonitions to "do it right the first time." Excellent
product and service quality, however, don't just happen. They result
from a defined and implemented plan to manage all aspects of the
business. The ISO 9000 series of international quality standards pro-
vides a structure on which to build an effective quality management
system.

The ISO 9000 series of stan-

dards k a family of documents
developed by technical commit-
tees of the Geneva-based Interna-

tional Organization for Standard-
ization (ISO). The objective of the
ISO series is to establish interna-

tionally acceptable quality system
standards that (1) provide a
management guideline to main-
tain desired quality at optimum
cost-efficiency, and (2) through

compliance, create customer
confidence in the company's
ability to consistently deliver the
desired quality performance. ISO
standards are generic in that they
apply to a wide variety of enter-
prises. They are not process,

product, or industry specific.
Management has great latitude in
designing the most cost-effective
system to meet ISO requirements.

An American standard is

being developed by the American
Society for Quality Control

(ASQC) for education and train-

ing institutions (ANSUASQC

71.11). When completed, this
document will put the ISO
contractual standards in language
that is commonly used in the
education arena. This may pro-
vide a basis for registering educa-
tional institutions to the ISO 9000
standards.

In addition to implementing
ISO as a means to improve the
quality of education, many
colleges, universities, and techni-
cal centers could assist local

companies to become aware of
what ISO can do for them. The

unique relationships between
education and industry provide
many opportunities to convey
this knowledge.

For example, the Georgia

Institute of Technology in Atlanta
has established the Georgia Tech
Center for International Stan-
dards & Quality (CISQ). Using

linkages established between
local firms and regional industrial



assistance service providers,
CISQ provides a broad arra of

services for companies in Georgia
and throughout the Southeast. It
offers a complete series of open-
enrollment and in-plant training
courses. Experienced CISQ

engineers also provide baseline
quality system audits and assist
in evaluating a firm's approach to
ISO 9000 compliance. A subscrip-

tion referral service, called
SQUIRE, provides access to the

latest information available on

IA( II RIM,

European Economic Community
standards, regulations, and
product directives. Along with a
major utility, Georgia Power
Company, CISQ has also played a

key role in establishing an ISO
9000 user network where firms
meet regularly to exchange infor-
mation about ISO implementation.

ISO 9000 provides a good

framework for compaizies to

manage quality. This car: have a

strong positive impact on com-
pany profits, even if formal

registration to ISO 9000 is not a

company goal. Education provid-
ers with credible outreach pro-
grams and expertise in ISO 9000

can improve the economic future
of companies in their service

region.

[Editor's Note: Excerpted from
Section II of The Critical Link:
Commtinitu Colleges and the
Workforc(', Lisa Falcone, ed. (Wash-
ington, DC: American Association of
Community Colleges, 1994)]

AMERICAN ASSOCIATION OF COMMUNITY COLLEGUS
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TRICIA ELEN

Occupational Pro:zrams Specialist,
Alaricopa Communal/

Phoenix. ri zo na

BETSY HERTZLER

Social Science Faculty and North
Central A:-41cratton Co-chair.
Mesa Community College

Alesa,Arizona

SHARON KOBERNA

Total Quality Management
coordinator, Rio Salado
Communal/ ColleKe

Phoemv. Arizona

DEBRA L. REED

Economic Development Consultant.
City of Burbank

Burbank, CA

Using tile Baldrige Criteria to Advance an
Educational Quality Initiative
Tricia Euen. Betv ilertzler. and Sharon koberna

Thk interactive session introduced the new Malcom Baldrige
National Qualik Award for F.ducation. The award's underly-
ing philosophy equires recipients to incorporate total quality

principles into total quality learning. l'he session examined a case
study of the accreditation process neLessary to earn the award. The
Baldrige criteria offer an excellent system to obtain meaningful
change. *Utley use ten core values and concepts to obtain student'
stakeholder-driven quality, leadership, continuous improvement, full
participation, fast response, design quality, and prevention, long-
range outlook, management by fact, partnership de% elopment and
public reTon.ibilitv. Measuring student outcomes, the latest trend in
assessment and accreditation, ties directly to this system.

Local Government Role with Community
College and Business
Debra L. Reed

Local government can often help business and industry identify
needs and sources of assistance. One city's office of economic
development surveyed its community, often alerting citizens

to services available through local community college programs and
personnel.

AMERICAN ASSOCIATION OF COMMUNITY COLLEGES



DENNIS BONA

Director, Regional Manufacturing
Technology Center, Kellogg
Community College

Battle Creek, Michigan

RUSSELL HAMM

Vice President for Instruction,
Arapahoe Community College

Littleton, Colorado

JUDY WALDEN
Motorola Cons ultent
Phoenix, Arizona

ADDITIONAL SESSIONS

Just-in-Time Training
Dennis Bona

Kellogg Community College has taken advantage of a local

partnership with industry and government to develop a
training program that truly responds to customer needs. It

features tailored curriculumavailable every day, \;ear roundand
total scheduling flexibility.

Effective Contract Training Systems in
Two-Year Colleges
Russell Hunun

This interactive session analyzed the role and philosophy of

two-year college contract training and presented a strategy

for conceiyi.ng and establishing a contract training/business

service center. It also introduced a series of specific issues, including

marketing strategies, partnerships, internal college relations, "hot"

new training opportunities, and more.

Motorola Train-the-Trainer and
Certification Process
Judy HUlden

Motorola has become a national leader in workforce training

and quality work environments. The company's train-the-

trainer and certification process has greatly contributed to

Motorola's success.
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Workforce Training:
A Sound Investment

January 18-21, 1995
SunBurst Hotel and Conference

Center
Scottsdale, Arizona

Sponsored by the
American Association of Community Colleges

with support from the U.S. Department of Labor
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Welcome!
The American Association of Community Colleges welcomes you
to its second Workforce Development Institute in Scottsdale,

Arizona, January 18-21,1995. This conference will better equip you,
as community college professionals, to advance the workforce train-
ing services in your local community.

About the Institute
D esigned as a comprehensive program for community college-

based workforce service providers, including both faculty and
administrators, the institute will provide participants with resources
and training to meet the workforce development needs of both
employers and employees.

The Theme
T Tnder the theme Workforce Training: A Sound Investment,

experts from business, education, and government will present
the most up-to-date workforce training methods and techniques. The
program focuses on practical applications for improving community
college workforce services. Hands-on sessions allow participants to
interact with presenters and each other.

Accommodations
The SunBurst Hotel and Conference Center is the site of all
conference activities. Convenient to downtown and Old Town

Scottsdale, it also offers fine dining, entertainment, swimming,
tennis, and golf. Direct your questions about local activities, includ-
ing trolley and van pickups, to the hotel concierge.

Location of Sessions
Al sessions and events are held on the ground level of the hotel.

Conference Hosts
The Workforce Development Institute is sponsored by the
American Association of Community Colleges (AACC) with

support from the U.S. Department of Labor, and with the gracious
assistance of the Maricopa Community Colleges.

, 71



7:30 T1L

8:30

8:30 T1L

10:00

SCIII:Dt 'II:

Me= 3:00-7:00 P.M.: REGISTRATION

Thursday, January 19
CoNTINENTIL BREIKEtsT

GENEkIL SESSION: #1

Welcome
Introduction
Keynote Address:
Embracing Diversity as a Plus
in the Workplace

10:00 BREAK

10:15

TIL

11:45

NOON

TIL 1:30

1:45 TM

3:15

MoRNING: SESSION #2

Diversity in the Workplace
Future of STW Transition
Pricing
National Community College
Workforce Database
Critical Success Factors and
Critical Barriers to Coalition
Building

GROUP LUNCHEON

SPEAKER: David R. Pierce

liFTERNOON: SESSION #3

ISO 9000 (continues next session/
Manufacturing Industry
Assessing High Performance
Work Skills
Work-Based Learning

, Motorola Train-the-Trainer and
Certification Process

3:15 BREAK

3:30 In.
5:00

AFTERNOON: SESSION #4

, ISO 9000 (continued)
Competition and Cooperation
in Modern Manufacturing

, Skills Standards
Workplace Development and
the Union Perspective

, Supplier Training

EVENING GROUP SOCIAL

Friday, January 20
CONTINENTAL BREAKFAST

MORNING: SESSION # 1

Just-in-Time Training
Effective Technical Presentations
Effective Contract Training
Systems in Two-Year Colleges
Workforce Development in the
Workplace of the Future
Workplace Competencies and
Skills

BREAK

GENERAL SESSION: #2

Networking Workforce
Development Providers and
Organizations

GROUP LUNCHEON

SPEAKER: Vic Trunzo

AFTERNOON: SESSION #3

Providing Basic Skills
, Manufacturing Assessment

How to Have Your Customers
Tell Your Story

, National Community College
Workforce Database
Make Your College Think Like
a Business

BREAK

AFTERNOON: SESSION #4

Local Government Role
Providing Comprehensive
Services to Small and Mid-
Sized Companies

Basic Skills in the Workplace
Creating a Local STW Initiative
and Incorporating Service
Learning

5:00-7:00 P.M.: RECEPTION

Saturday, January 21
CONTINENTAL BREAKFAST

MORNING SESSION': #1

How-to Approach to Grant
Writing
Contracting with Business and
Industry
Advanced Technological
Education (ATE) Program and
Youth Apprenticeship
Job Analysis and Assessment
Using the Baldrige Criteria

BREAK

CLOSING SESSION

Workforce Development
Services in a New Era

3
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Brealzfast
Start your day with a continental breakfast. served
Thursday, Friday. and Saturday mornings from 7:30

until 8:30.

Thursday Luncheon
THE VIEW FROM WASHINGTON: WHAT'S NEW IN

WORKFORCE DEVELOPMENT?

SPEAKER

DAVID R. Pio=
Dr. Pierce serves as president and CEO of

the American Association of Community
Colleges, a national organization that
represents more than 1,200 community,
technical, and junior colleges. He began his
career teaching mathematics at the high
school and community college levels, then
served as educational chair, academic dean,
and administration. Dr. Pierce has extensive
experience at the local, state, and national
levels in postsecondary education.

Thursday Dinner
litloin Scottsdale's renowned

Cowboy Dan at Reata Pass,
the Original 1882 Steakhouse,

for a fun-filled western dinner
and live country music.
Shuttle leaves the hotel at 6:00.

arrives at Reata Pass at 6:30.
Dinner begins at 7:00. $20 per
person. Cash bar.

Friday Luncheon
THE ROLE OF COMMUNITY COLLEGES IN THE

EMPLOYMENT AND TRAINING ADMINISTRATION'S

WORKFORCE DEVELOPMENT STRATEGIES

SPEAKER

VtC TRUNZO

Vic Trunzo directs the DOL's Office of
Trade Adjustment Assistance (OTAA). This
$300 million project provides reemployment
services for workers dislocated because of
foreign trade, including those covered under
the Trade Act of 1974 and the new NAFTA
Transitional Adjustment Assistance Program.
He previously served as Acting Chief of the
Training Policy Unity within the Office of
Work-Based Learning where his responsibili-
ties included policy development on emerg-
ing initiatives such as the School-to-Work
program and efforts to enhance the invest-
ment in worker training by small and mid-
sized U.S. firms. His academic background is
in economics and international marketing.

Friday Dinner
On Your Own

A list of suggested restaurants and shops are
included in your bag or may be obtained from
the concierge.

5



8:30-10:0

Keynote Speaker
SAMUEL BETANCES

Dr. Samuel Betances is nationally recognized as
an outstanding gifted, inspirational, and motiva-
tional speaker. His insights and commitment to
workforce diversity rank him as invaluable in
empowering leadership in private corporations,
schools, universities, social service agencies, and

community
groups. As
sociologist,
educator, and
professor of 20
years, he has
taught race
relations, the
U.S. Latino
experience,
church and

society, education and reform, and gender issues.
His national and international travels, media expo-
sure, sense of humor and bilingual/bicultural roots
Featly enhance his creative commitment to equity
and excellence in making diversity a plus for the
bottom line.

Dr. Betances serves as a full professor of sociology
at Northeastern Illinois University, Chicago; his
specializations include education and reform,
media and society, race and ethnic relations, sociol-
ogy of religion, and divorce and the family. He also
is a partner in a consultant firm. Articles by Dr.
Betances include "African-Americans and Hispan-
ics/Latinos: Eliminating Barriers to Coalition Build-
ing" and "My People Made It Without Bilingual
Education, What's Wrong with Your People?"

171 .

. . ,

4b4L
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Thursday Morning #1
GENERAL SESSION: #1

WELCOME

Lynn Barnett, AACC

INTRODUCTION

James F. McKenney, AACC

KEYNOTE ADDRESS: EMBRACING DIVERSITY AS A

PLUS IN THE WORKPLACE

Samuel Betances
Diversity is one of the most urgent issues facing

the public and private sector. Embracing diversity
as a plus in an effort to create effective teams is
the unique challenge facing heterogeneous
societies like ours. In a dynamic and motivational
presentation, Dr. Betances will engage conferees
in a discussion that addresses the following:

Defining the value-added dimensions of
diversity while comparing how workforce
diversity differs from affirmative action
Perspectives on how AACC colleges can use
diversity as a team-building tool to create
coalitions of interest and not coalitions of
color
Enhancing communication among team
members.



PRESENTERS

SAMUEL BETANCES, KEYNOTE SPEAKER

Souder Betances and Associates, Inc.
Chicago, Illinois

MICHAEL BRUSTEIN

Brustein & Manasevit, Attorneys at Law
Washington, DC

An expert in education law and regulations. Michael
Brustein has used his legal expertise to serve both in
government and private practice and now counsels many
educational organizations. He has helped draft several
education bills, including the 1990 Perkins Act, and
coauthored several education-related publications.

SUSAN VAN WEELDEN

Associate Dean, Economic Development
McHenry Count College, Crystal Lake, Illinois

With an extensive background in business, economic
development, and education, Susan Van Weelden is also a
certified quality improvement facilitator. She has pub-
lished several articles on community colleges and work-
force development initiatives and presents at conferences.

DAPHNE STARR
International Business Expert and Business Training Specialist;

Crystal Lake, Illinois

Daphne Starr, a native of England, managed export and
government sales for an Illinois firm. Active in interna-
tional business circles, she has served on numerous
councils and currently works with McHenry County
College's Center for Commerce and Economic Development.

ROBERT J. VISDOS AND RICHARD ANTHONY, J.
NEIWORK, Washington, DC

Bob Visdos, co-founder of the NETWORK employment,
training, and literacy consortium, and Rich Anthony,
NETWORK research associate, currently serve as
workforce development consultants at the American
Association of Community Colleges. Their work at AACC
focuses on development of the AACCINETWORK National
Community College Workforce Development Database,
which is housed at the U.S. Department of Labor's Tech-
nology Training Resource Center.

10:15-11:45

Thursday Morning #2
DIVERSITY IN TI1E WORKPIACE: TEAM BUILDING,

COMM UNICITION

MARY PATINO
Workforce Development Consultant, St. Louis, Missouri

Dr. Patino led the way in delivering the diversity train-
ing and contract education programs and business support
services in a cost-recovery enterprise that grew to more
than $2 million in grants and revenues. In addition, her
small business markets group presentation skill materials
and management training materials.

Dr. Samuel Betances
Organizational change requires team building

to create effective new work environments.
Regardless of personal factors, team building can
help people to think and act differently and work
better within a diverse workforce. Discover ways
to work together during times of organizational
change, create effective communication strategies,
and motivate people to become an effective team.

IMIFUTURE OF SCIMOL-TO-WORK TRANSITION
Michael Brustein
This session discusses the implications of a

workforce consolidation bill and Perkins reautho-
rization on the school-to-work transition effort;
recent developments in Washington, DC, on
school-to-work funding; and the most salient
issues community colleges face in school-to-work
implementation.

alPRICING
Susan Van Weelden and Daphne Starr
This interesting session presents an overview of

McHenry County College's Center for Commerce
and Economic Development and in-depth infor-
mation on the CCED's Contract Training Center.
Learn more about costing and pricing of contract
training and join in the discussion.

THE NATIONAL COMMUNIn' COLLEGE

WORKFORCE DEVELOPMENT DATABASE
Robert I. Visdos and Richard Anthony, Jr.
Experieace a hands-on demonstration of this

new AACC/NETWORK database and discover its
capabilities for workforce development services,
economic development, and resource develop-
ment initiatives. Attendees can review current
database information from their colleges.

CRITICAL SUCCESS FACTORS AND CRITICAL

IIIBARRIERS TO CatLITION BUILDING
Mary Patino
Mutually beneficial partnerships enhance an

organization's effectiveness and marketplace
competitiveness. Learn ways to form these
coalitions and see how the community college
can serve as an important vehicle to build this
critical support network, along with how strategic
planning helps form a shared vision and defines
ways to overcome barriers to coalition.

7



1:45-3:15

PRESENTERS

DENNIS KELLY
Associate Director of Audit Programming
Center for International Standards and Quality
Georgia Institute of Technology, Atlanta. Geoigia

Dennis K-ly, senior research engineer. RAB Certified
Lead Auditor, and registered Professional Engineer, has
helped more than 100 companies implement ISO 9000. He
provides industrial engineering assistance and conducts
workshops on TQM, ISO 9000, military quality systems,
microcomputers, and related subjects.

Scan W. MOON
President, RES Manufacturing
Milwaukee, Wisconsin

Scott Moon served as director of the Young President's
Organization Manufacturing Project and helps promote
manufacturing excellence, quality practices, and skill
development. He helped establish a Quality and Education
Initiative that united 16 education, government, and
manufacturing groups. He is a marketing and management
expert.

Thursday Afternoon #3
flISO 9000 (CONTINUES THRO(TGH NEXT SESSION)

Dennis Reny
Learn what ISO 9000 is and is not, what it aims

to do, along with its limitations and myths.
Compliance with ISO 9000 offers a number of
benefits, and certain international contracts
require ISO registration. Industries in your
community are affected by this important audit-
ing and quality-assurance management system.

CABOT JAFFEE, JR.
Vice President, ESS, Inc.
Maitland, Florida

With expertise in industrial/organizational psychology
and computer science, Dr. Jaffee conducts testing, valida-
tion studies, electronic selection, assessments, job analysis,
managerial development, performance appraisal, and legal
concerns associated with personnel evaluation. He consults
for many large businesses, has published several articles
and a book, and is an international conference presenter.

JAMES L HOERNER
Professor, Virginia Tech, Blacksbuzg, Virginia

Dr. Hoerner, a national consultant, speaker, and author
on tech prep, educational reform, work-based learning, and
school-to-work transition, has taught vocational education
for many years. He is a carpenter, cabinetmaker, violin
maker, and wood carver by trade.

JUDY WALDEN
Motorola Consultant, Phoenix, Arizona

Judy Walden has trained and consulted for Motorola
University and other high profile corporations in business
improvement disciplines since 1980. She helps clients
implement company-wide initiatives to produce high
quality, environmentally safe products and services, and
reduce costs and cycle time. Her areas of expertise include
team building, organizational and process mapping, corpo-
rate strategic planning, and statistical process control.

8
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Scott W. Moon
When Res Manufacturing decided to develop

its workforce skills, a company-wide assessment
showed an astounding lack of basic skills, sadly
typical of American industry. Radical action has
resulted in sizeable gains to both workers and
business. Learn how methods that change cultural
values will foster worker skills and discover the
subtle benefits of a skilled workforce.

MASSESSINV HIGH PERFORMANCE WORK SKILLS
Cabot Jaffee, Ir.
What do employers want? Industry-validated

assessments of critical SCANS skills. Industry
uses video-based assessment to effectively allo-
cate training resources, to document workforce
development needs and to provide feedback that
allows for continuous course improvement.
Discover how education can use this technology
to assess high performance (SCANS) skills.

IMWORKBASED LEARNING
James L. Hoerner
In America people work in order to live; thus

our educational system must connect the school-
ing process to making a living. Discover ways to
shift from content-oriented learning to applied,
work-based learning for all students and to
eliminate the dualisms of career-bound versus
college-bound studies.

MOTOROLA TRAINCTIIE-TRAINER AND

CERTIFICATION PROCEss
Judy Walden
Motorola has become a national leader in

workforce training and quality work environ-
ments. Find out how the company's train-the-
trainer and certification process has contributed
to Motorola's success.



PRESENTERS

DENNIS KELLY
Geo igia Institute of Technology, Atlanta. Georgia

BRIAN BOSWORTH
Principal, Regional Technology Strategies. Inc.
Cambridge, Massachusetts

With 30 years' experience in economic and business
development, Brian Bosworth now directs research, design,
pilot testing , and evaluation of technology-based strategies
to accelerate regional economic development. He served
overseas with the Agency for International Development; in
Indiana he was the Governor's executive assistant and chief
operating officer of the Dept. of Commerce: and he consulied
independently for several years.

MIKALA L. RAHN
Research Associate, MPR Associates
The National Center for Research in Vocational Education
Berkeley, California

Mikala Rahn spent the last four years conducting research
in the areas of accountability, standards development, and
school-to-work transition with a special interest in the
relationship between federal, state, and local governments.
She is the primary author of two of the chapters in the most
recent National Assessment of Vocational Education (NAVE)
report on performance measures and standards and industry
skill standards.

ANTHONY R. SARNHENTo
Assistant Director, Department of Education. AFL-CIO
Washington, DC

With the AFL-CIO since 1979. Tony Sarmiento cur-
rently analyzes a wide range of educational issues and
policy, including work education, literacy, and school-to-
work. A published author in these areas, he has repre-
sented the AFL-CIO on several national literacy and STW
advisory panels for the federal government.

RICHARD RANDOPH, JR.
Director of Business Training Services and Community

Education, Mesa (Arizona) Community College Business and
Industry Institute

Richard Randolph, Jr. believes supplier training offers the
best method to leverage a college's resources and increase
penetration of the quality message. He is program manager
for Mesa's Supplier Training Center.
JOYCE MANIGOLD

Administrative Services Manager, SHEA Homes, Mesa Arizona
Joyce Manigold has been in the home-building industry

since 1977. She is actively involved in planning and
implementing Quality Management Systems at SHEA.

3:30-5:00

Thursday Afternoon #4
IS() 0000 (c.( wn.vt 'En Fkom PREvint's sEssloN)

Dennis Kelly

Compomoy AND CoopERATIoN IN MODERN'

MAN -1-1'"(71'RIN":
1MPU"nONS MR Commuvn.

AND E(7INICAL COLLEGES
Brian Bosworth
Under-resourced small manufacturers struggle

to compete in high-value international markets,
which offer the greatest returns. Inexperienced at
accessing public resources. they find too manv
single-solution providers for multidimensional
problems. Community colleges must adjust their
mission, capabilities, and delivery systems
accordingly in order to remain relevant.

SKILLS STiND.IRDS
mikala L. Hahn
To make headway through the murky waters of

skill standards efforts requires a sound conceptual
framework. Explore a system of industry skills
and their potential impact on secondary and post-
secondary institutions; the recently developed
federal standards and other initiatives; the differ-
ences between various standards; and steps to
take now and those that should wait.

WORKPLICE DEVELOI'MENT AND TIIE UN/ON

PERSPECTIt'E
Anthony H. Sarmiento
Partnerships involving unions, employers, and

educational institutions are flourishing in a wide
range of industries and communities. What
lessons do these exemplary partnerships provide,
especially when budgets for public education are
tight? Examine recent efforts involving unions in
school-to-work and workplace redesign.

SUPPLIER TRAINING
Richard Randolph, Ir. and Joyce Manigold
The National Consortium for Supplier Training

model offers many benefits to both suppliers and
colleges. This presentation explains the model
and showcases an example of effective supplier
training that is being implemented at the local
level.

9



8:30-10:00

PRESENTERS

DENNIS BONA
Director. Regional Manufacturing Technology Center
Kellogg Community College, Battle Creek, Michigan
Dennis Bona has been involved with occupational

education for the past 15 years, both as a teacher and an
administrator. He was named the director of the Regional
Manufacturing Technology Center in 1990 and currently
chairs the Michigan Educators Apprenticeship and
Training Association.

JAMES CIALDELLA

Senior Consultant, Organizational Development Systems. Inc.
Houston, Texas

Jim Cialdella, an experienced organization, manage-
ment, and professional development specialist, has an
extensive track record in stimulating personnel perfor-
mance and capabilities. He has worked with management
and technical professionals in a variety of industries,
government, and nonprofit organizations.

RUSSELL HAMM
Vice President for Instruction
Arapahoe Community College, Littleton, Colorado

Russ Hamm has published an AACC text titled Doing
Business With Business, which describes the process for
establishing a contract training and business service
component in two-year colleges. He has served as director
and dean of a business center that gassed in excess of
$1.4 million annually. He has served as the president of
the National Council for Occupational Education.

MEL COZZENS
Director, Advanced Technology Center
Front Range Community College, Westminster, Colorado

An accomplished CEO with expertise in marketing,
organizational development, and team building, Mel
Cozzens has influenced change in corporate cultures,
organizational direction, and management philosophies.
He now gears his abilities towards developing a competi-
tive and self-supporting customized training progam.

ROBERT C. KORTE
Director, Workforce Development Programs
American College Testing, Iowa City. lowa

As Director of the Workforce Competencies and Skills
Project at ACT, Dr. !Corte is responsible for the overall
management of a project that identifies generalizable work
behaviors, knowledge, and skills through a national job
analysis study. Prior to joining ACT, he was a consultant
to the Michigan Department of Education. He has also
been actively involved with statewide commissions and
governmental agencies responsbile for setting and imple-
menting state education and employment training policy.
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Friday Morning #1
TRAIN'ING

Dennis Bona
Kellogg Community College has taken advan-

tage of a local partnership with industry and
government to develop a training program that
truly responds to customer needs. It features
tailored curriculumavailable every day, year
roundand total scheduling flexibility. Warning:
This presentation is not for those who resist change!

EFFECTIVE TECHNICAL PRESENTATIONS: THE

EITELL THAT SELLS

lames Cialdella
Today's business audience asks: "How can

what you're sayin6 impact my company's bottom
line?" Learn how to create and deliver dynamic
presentations that integrate your message with the
challenges and opportunities of your audience. In
addition to The Integrated Model©, create interest
with practical, easy-W-use tools and techniques.

EFFECTIVE CONTRACT TR.AINING SYSTEMS IN

Two-YEAR COLLEGES
Russell Hamm
join in the discussion as this session analyzes

the role and philosophy of two-year college
contract training; presents a strategy for conceiv-
ing and establishing a contract training/business
service center; and introduces a series of specific
issues, including: marketing strategies, partner-
ships, internal college relations, "hot" new
training opportunities, and more.

WORKFORCE DEVELOPMENT IN THE WORKPLACE

INIOF THE FLIT-LIRE

Mel Cozzens
This advanced workforce development ap-

proach has become the cornerstone for compre-
hensive training interventions. Explore how to
use transitional resources, avoid pitfalls, and
make the best use of tools for successful organiza-
tional analysis interventions; examine the imple-
mentation and effectiveness of this model for
workforce preparation services.

FigWORKPLACE COMPETENCIES AND SKILLS

Robert C. Korte
Learn about the DOL-funded National Job

Analysis Study (NJAS) and the Work Keys
System, which can match individuals' skills to a
particllar job. The NJAS empirically identifies
com:non workplace behaviors that link to em-
pioyee success in high-performance organiza-
tions. It builds on the work of the SCANS report.

P,



PRESENTERS

Lynn Barnett, A.ACC's Director of Community Devel-
opment in Washington, DC, will preside at this

session. The groups and their representatives are:

NCATC: NATIONAL COALITION OF ADVANCED

TECHNOLOGY CENTERS (MCC AFRLIATE)

Rand Johnson, Salt Lake Community College, Utah

NCOE: NATIONAL COUNCIL ON OCCUPATIONAL EDUCATION

(AACC Affiliate)
Russ Hamm, Arapahoe Community College, Colorado

NCCSCE: NATIONAL COUNCIL ON COMMUNITY SERVICES

AND CONTINUING EDUCATION (AACC Affiliate)

Jack Wismer, Lake Michigan College, Michigan

NATIONAL WORKFORCE ASSISTANCE COLLABORATIVE (DOL

sponsorship)
Terfi Bergman, National Alliance of Business,
Washington, DC

NETWORK CONSORTIUM
Robert J. Visdos, NETWORK, Washington, DC

STATE LIAISONS FOR WORKFORCE DEvaanterrr (AACC,
DOL sponsorship)
James F. McKenney, AACC, Washington, DC

10:15-41:45

Friday Mornin #2
ETWORKINC; WORKFORCE DEVELOPMENT

PROVIDERS AND ORGANILITIONS
MCC Councils. State Liaisons, and Others

First, this general session will present brief
descriptions of the work of five community
college-based organizations whose missions
include improving workforce development
services.

Next, attendees will break into discussion
groups by geographic regions. An AACC state
liaison will serve as the facilitator of each group
as participants react to what they have heard from
the presenters above. The session will be struc-
tured to stimulate discussion of regional issues as
well as regional networking opportunities. Re-
ports of key state and regional workforce issues,
including special challenges, will be collected for
consideration by AACC and DOI, as well as by
WDI attendees on Saturday.

11



1:45-3:15

PRESENTERS

ROBERT MULLINS

Dean. RCU for Economic Development
Hinds Community College, Raymond. Mississippi

Bob Mullins, a 25-year veteran of teaching and
administration, is also a certified trainer in the
areas of entrepreneurial training and leadership.
His unit promotes economic development by
meeting the training and development needs of
business, government, and industry and, in 1989,
established the new One-Stop Career Center
which began to generate a profit in 1991.

JAMES BROWN
Coordinator. Northwest Manufacturing Outreach

Center, Wisconsin Indianhead Technical College
Shell Lake, Wisconsin

Jim Brown has worked for 15 years at
Chippewa Valley Technical College in a variety of
supervisory and training positions. In addition to
his work in education, Jim has worked exten-
sively in industry, most recently for Amoco Foam
Products Company as an automation engineer. He
directs a National Institute for Standards and
Technology (MST) manufacturing grant.

RAND JOHNSON

Director, Applied Technology Center
Salt Lake Community College, Salt Lake City. Utah

Rand Johnson directs Salt Lake's ATC, whose
primary mission is to provide customized, quality
training to area businesses. For more than 15
years, he has been developing training partner-
ships with businesses. He currentlyserves as the
Vice Chair of the National Coalition of Advanced
Technology Centers.

ROHANI' J. VISDOS AND RICHARD ANTHONY, JR.

mawomc Consortium, Washington, DC

RAY COMPARI

Director, Business Assistance Center
Cumberland County College, Vineland, New Jersey

Since the inception of Cumberland's Business
Assistance Center in 1988, Ray Compari has
overseen all its operations focusing on customized
training and economic development. Ray previ-
ously spent nearly 10 years in the manufacturing
industry dealing with production issues and
employee training. He continues the struggle to
bring "bottom line" business philosophies to the
academic environment.
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Friday Afternoon #3
PROVIDING BASIC SKILLS: I'TILIZING MoTOR

HOME AND IMPLEMENTATION OF ONE-STOP

1111CAREER CENTERS

Robert Mullins
This two-part presentation reviews first how to

implement. develop, and profit from basic skills
programs in multiple industry locations. It then
explains how to implement One-Stop Career
Centers, such as those defined in the Mississippi
Workforce Act of 1994.

INALINITACTI'RING ASSESSMENT
lames Brown
The assessment process begins with an under-

standing of today's manufacturing environment
and strategies to respond effectively to change.
Companies that excel respond to customer
demands for high quality, low prices, and product
availability. Assessment analyzes the gap between
a company's present position and that of its best
competitors. A plan of technical assistance and
training helps the company to close the gap.

low TO HAVE l'oUR CUSTOMERS TELL YOUR
111STORY

Rand A. Johnson
This workshop provides detailed information

on how Salt Lake Community College built a
52,000,000+ contract training business. Market-
ing strategies, which involve having your custom-
ers promote your core services, will be discussed.
This lively workshop will have an interactive
format.

THE NATIONAL COMMUNIn' COLLEGE

MIWORKFORCE DEVELOPMENT DATABASE (REPEAT)

Robert 1. Visdos and Richard Anthony. 1r.
Experience a hands-on demonstration of this

new AACC/NETWORK database and discover its
capabilities for workforce development services,
economic development, and resource develop-
ment initiatives. Attendees can review current
database information from their colleges.

IIIMIKE. ) ()('R COLLEGE THINK LIKE A BUSINESS
Ray Compel-a
Learn some of the programs, strategies, and

techniques used by Cumberland County College
and the community college system in New Jersey
to become more responsive to the workforce
training needs of business. The New Jersey
statewide network will also be explained.

8 I



PRESENTERS

DEBRA L. REED
Economic Development Consultant. City of Burbank
Burbank, CA

Debra Reed serves as a consultant for economic devel-
opment for the City of Burbank, where she acts as a link
between local government and business. Prior to her
work in Burbank, she was director of the California
Environmental Business Resources Assistance Center
housed at Fullerton College.

TERRI BERGMAN
Program Director, Center for Excellence in Education
National Alliance of Business, Washington, DC

Terfi Bergman has worked in the areas of employment
and training since 1984, researching, writing, and making
presentations. In 1993, she began as Manager of Products
and Services for the National Workforce Assistance
Collaborative; she serves as the lead liaison to the commu-
nity college system and is a team leader on a study of the
delivery of integrated services to businesses.

3 :30-5:00

Friday Afternoon #4
LoGit ChWERNMENT ROLE WMI CaVAIIWITY

DONNA MILLER-PARKER
Workplace Basic Skills Coordinator, State Board for Commu-

nity and Technical Colleges, Seattle. Washington
As a program administrator for adult literacy, Donna

Miller-Parker has directed three National Workplace
Literacy projects and coordinates the I-CANS Project, a
statewide project to integrate the teaching of SCANS skills
in a basic skills curriculum. Before joining the Office of
Adult Literacy, she taught ABE, ESL, and GED, and
worked with JTPA clients, volunteers, and employers.

Debra L. need
Often local government can help business and

industry identify needs and sources of assistance.
Learn how one city's office of economic develop-
ment surveys its community, often alerting
citizens to services available through local com-
munity college programs and personnel.

PROVIDING COMPREHENSIVE SERVUTS TO SMALL

1111AND MID-SIZED COMPANIES

tem Bergman
The DOL-funded National Workforce Assis-

tance Collaborative helps community colleges
better meet the needs of small and mid-sized
companies. Get acquainted with the Collaborative
and its early research on comprehensive services
and discuss the implications of this research for
the community college delivery system.

LAWRENCE T. Mmo
Coordinator, East Valley Tech Prep Consortium
Mesa, Arizona

For the past 15 years Dr. Mello has conducted work-
shops and seminars in educational settings throughout the
country. His presentations are grounded in current
research on personal arid organizational change, effective
teaching and learning, and leadership competency. As the
coordinator of Arizona's Tech Prep Consortium, he
provides the leadership for a developing regional STW.

FRED GAUNT
Assistant Dean of Instruction. GateWay Community College
Phoenix, Arizona

As director of a Learn and Serve America: Higher
Education program, Fred Gaudet is part of the growing
community service and service learning movement on
community college campuses. His current program
includes working with multigenerational students in a
heating, ventilation, and air conditioning program.

BASIC SKILLS IN THE WORKPLACE: "II: YOU

IMBUILD Jr (RIGHT),.THEy WILL COME"
Donna Miller-Parker
Forty percent of the U.S. population have

inadequate basic skills to function effectively in
today's increasingly complex society: this lack
hinders worker training on new technologies.
Learn how to develop a basic skills program that
addresses the needs of both employer and em-
ployee: determine needs, build partnerships,
design programs, provide incentives, and evaluate
and assess program impact.

CRESTING A LOCAL SCHOOL-To-WORK INITLiTIVE

AND INCORPORATING SERVICE LEARNING
Larry Mello and Lyvier Conss
This session describes the efforts of a local

Tech Prep consortium comprised of five commu-
nity colleges and 20 secondary schools to expand
and create a community-based STW initiative.
Ways to incorporate community service/service
learning activities in technical programs will be
presented.

0 11
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8:30-10:00

PRESENTERS

ROBERT J. VISDOS
President, NETWORK. Washington, DC

Bob Visdos co-founded NETWORK: America's Two-
Year Co lege Employment, Training, and Literacy Consor-
tium. With an extensive background in those fields and
in communications and grantwriting, he served as assis-
tant dean for resource development at Cuyahoga Commu-
nity College and has consulted for more than 50 different
organizations. He also holds a certificate in Rehabilitation
Workshop Management.

MARY LEISNER: STW INITIATIVE: How AND WHY
Program Coordinator. Bay de Noc Community College
Escanaba, Michigan

CAROL CHURCHILL: BENEFITS TO STUDENTS
Director of Career Work Experience Programs
Southwestern Michigan College, Dowagiac. Michigan

JOHN LOIACANO: BENEFITS TO COLLEGES
Director of Contract Educational Programs
Kirtland Community College, Roscommon, Michigan

MARY JO WRIGHT: BENEFITS TO COMMUNITY

Program Coordinator, Mid-Michigan Community College
Hanison, Michigan

These leading practitioners from four small, rural
Michigan community colleges have successfully instituted
CWB&I at their respective institutions.

JOY A. McMulAN
Director, Biotechnology Laboratory Technician Program
Madison Area Technical College
Madison, Wisconsin

With an extensive background in bacteriology and
microbiology, Dr. McMillan is involved in program
development and program modification for associate
degrees, tech prep, and youth apprenticeship programs in
biotechnology. She serves on several government and
education advisory committees, and is a principal investi-
gator and project manager for the NSF Advanced Biotech-
nology Education Partnership Project.

Saturday Morning #1
EA 110W-TO APPROACH TO GRANT WRITING

Robert I Visdos
Receive hands-on training in preparing grant

applications and in responding to requests for
proposals (RR's) from government agencies. The
presentation will concentrate on workforce
development, employment, and training and
literacy proposal development.

Continues on next page
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CONTRACTING WITH BUSINESS AND INDUSTRY

(CW13(?): A VIABLE SCHOOL-TO-WORK (STW)
1101TkINSITION PROGRAM

Carol Churchill. Mary Leisner, John Loiacano. and
Mary lo Wright
Follow CWB&I from its early history in rural

Michigan to its present-day success stories. While
the School-to-Work Transition Opportunities Act
seeks a fundamental restructuring of both second-
ary and post-secondary education by adding
work-based learning, CWB&I has used local
businesses and industry as a training laboratory
for the past 18 years. CWB&I was selected by the
National Association for Industry Education
Cooperation as recipient of its "Utilization
Award," recognized by the Practitioner's Hall of
Fame, sponsored by Nova University, and re-
ceived an AACC College-Businessandustry
Partnership Award. Some 15 colleges across the
country have adopted the concept.

ADVANCED TECHNOLOGIGIL EDUCATION (ATE)

PROGRAM AND YOUTH APPRENTICESHIP (SCHOOL-

ED:ITO-WOW

loy A. McMillan
Biotechnology integrates basic science research

and technology and will continue to impact
traditional industries as it creates new ones.
Educational programs that partner with industry
will best meet the demands of both the workforce
and business. The growth of school-to-work
activities helps prepare students as they learn
basic applications of biotechnology, participate in
industry, and link to post-secondary programs.

Continues on next page



PRESENTERS, cavrnvcrED

KIMBERLY D. BARGER
Coordinator of Technical Organizational Development
Madisonville Community College
Madisonville, Kentucky
Kimberly Barger has responsibility for implementing

the Work Profiling System and assessment center activi-
ties for fourteen colleges. She administrated the state's
first Behavioral Assessment Center and has helped
develop several other such centers. In addition, she has
developed and delivered many training programs for
industries and organizations throughout Kentucky.

TRICIA EUEN
Occupational Programs Specialist, Maricopa Community

Colleges. Phoenix, Arizona

BETSY HERTZLER
Social Science Faculty and North Central Association Co-

choir, Mesa Community College, Mesa, Arizona

SHARON KOBERNA

Total Quality Management Coordinator, Rio Salado Commu-
nity College, Phoenix, Arizona

These presenters have all had extensive experience in
adapting business principles to educational settings.
Accomplished facilitators, they bring a variety of educa-
tional perspectives to this session.

PRESIDING

JAMES F. MCKENNEY
Director of Economic Development
AACC, Washington, DC

lajOR ANALYSIS AND ASSESSMENT
Kimberly D. Barger
Job analysis and assessment has become an

integral part of the development of the workforce
in Kentucky, where community colleges can serve
organizations as full human resource consultants.
Overview job analysis as it leads to skill assess-
ment, performance appraisals, targeting training.
and development plans, personality and/or
behavioral assessment, job evaluation and com-
pensation. and other applications.

CONTINUES

USING THE BALDRIGE CRITERIA TO riDVAN('E AN

INEDUCATION:AL QUALITY INITIATIVE

Tricia Euen, Betsy Hertzler, and Sharon Koberna
This interactive session introduces the new

Malcom Baldrige National Quality Award for
Education. The education criteria will be ad-
dressed and a draft will be made available.
Participants will understand the underlying
philosophy requirements and benefits of this
award, which incorporate total quality principles
into total quality learning.

Closing Session
10:15-11:45

WORKFORCE DEVELOPMENT SERVICES

IN A NEW Eltif

This closing general session is key to AACC's
and the Department of Labor's next initiatives in
the area of workforce development. Reporters
from the regional breakout meetings will share
issues that surfaced in earlier sessions, and
participants will address perspectives on specific
needs that can be addressed by the National
Workforce Assistance Collaborative, the National
Community College Workforce Development
Database, or AACC's State Liaisons for Workforce
Development.

(An informal brunch buffet will be available.)
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Reports from the Regional Forums
AACC's Workforce Development Institute

Scottsdale, Arizona, January, 1995

WORKFORCE DEVELOPMENT SERVICES IN A NEW ERA

SOUTH

NATIONAL WORKFORCE ASSISTANCE COLLABORATIVE (NWAC)

There is a need for information on employee training programs. NWAC could play a useful role
by being a conduit for information on model programs and trends.

NATIONAL COMMUNITY COLLEGE WORKFORCE DEVELOPMENT DATABASE
(AACC/NETWORK)

This new resource can play a very helpful role in helping community college practitioners
become aware of the diversity and richness of education/training programs in other colleges.

The overview of services was very helpful. There is a sense that a completed system will be very
powerful tool for faculty and administrators.

There was a strong feeling that AACC could use this instrument to help target educational
services to both industry and government.

AACC can use the database, the State Liaison Network, and the Institute as one means to filter
workforce training information to community college frontline faculty. There is some frustration
that information targeted to college presidents rarely filters down to the rank and file. Further,
frontline people are in great need of training and support.

AACC COUNCIL PRESENTATIONS

There was some frustration that the councils appear to have substantial overlap in goals and
objectives. This was particularly frustrating with respect to national and regional meetings.
Councils were urged to consolidate efforts to facilitate the best use of volunteer time and to
reduce the competition for travel dollars. There was a strong feeling that collaboration on
meetings and service activities would strike a responsive chord in the field.

1



WORKFORCE DEVELOPMENT INSTITUTE

Roundtable discussions would be a useful addition to the conference format as well as a good
way to build the network formally and informally.

WEST

AACC COUNCIL PRESENTATIONS

Councils appear to overlap and be in competition with one another. Collaborationon some
issues would be a better use of resources. Them was also some fear that some council efforts
might cancel out the efforts of others and that some of this might lead to confusion. This was
especially alarming on issues where councils might choose to exert influence on Congress. Many
participants felt travel funds were too limited for these various councils to try to run their own
individual yearly conferences. Collaboration of workforce conferences was seen as a desirable
objective. Californians indicated that just such concern had led to the bundling of several state
conferences for 1995 in Long Beach.

FEDERAL INITIATIVES

Them is some concern over the integration of several federal initiatives at the local level. Many
were confused by the interface between Tech Prep and School-To-Work Transition. Further,
many were apprehensive about the integration of national skill standards. There was a major fear
of high expectations being laid on the colleges; yet there appeared to be very little coordination
of these major initiatives at the national level.

WORKFORCE DEVELOPMENT DEFINITION

There is substantial confusion in business and industry over the definition of workforce training.
Participants spotlighted four areas that could use some defmitional assistance:

a) Current workforce population
b) Emerging workforce population
c) Transitional workforce population (dislocated)
d) Entrepreneur workforce population

NATIONAL COMMUNITY COLLEGE WORKFORCE DEVELOPMENT DATABASE
(AACC/NETWORK)

The database was enthusiastically received. Participants were pleased with the results and the
potential. However, there was great concern that the colleges were too slow to adapt to the
communication potential surrounding the Internet. It was felt that no college could afford to be
behind the information curve that would be provided through Internet

2



FUNDING

Many feel that funding to do topnotch training is lacking in the community college world. There
was also a sense that the effort still does not receive adequate respect from state and local
government policy-makers nor from many major captains of industry.

MIDWEST

REGIONAL COALITIONS

There is a need to build regional collaborative coalitions to actas resource centers. Community
colleges desperately suffer from their decentralized organizational structure. The colleges
should move toward a systems approach for problem solving. Wisconsin's removal of district
funding barriers was cited as a more rational approach, resulting in a direct benefit to
business/industzy. Also, the challenge of contract training for industries across state lines could
possibly be mediated through regional agteements.

Investigate ways to share resources and develop more collaborative ventures such as cuniculum
and databases. The issue of development cost reimbursement was raised as one impediment to
community college resource sharing.

INTERNAL COMMUNITY COLLEGE RESTRUCTURING

There is a need to focus on the present community college structure that has evolved owr time to
meet new missions. The question was raised as to how well the original organizational structure
serves colleges. A focus on new organizational models would be useful.

College personnel could use continuous program evaluation models in much thesame way that
manufacturers have adopted total quality management procedures.

Colleges should reassess the continued use of the Carnegie Unit as the yardstick measuring
college course completion. There was some sense that such a reassessment was a proper activity
fo- AACC.

MID-ATLANTIC

BUDGETING/FUNDrNG

Business/industry financial support still lags behind other activities in the college. Some
frustration appears over the fact that too much continuing education revenue goes to support
other college activities. This is in spite of the fact that start-up project dollars are very restricted.

3
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IMAGE

Many college professionals continue to encounter business leaders who do not see the colleges as
a source of "professional" training.

INTERNAL COMMUNITY COLLEGE RESTRUCTURING

Many practitioners continue to perceive that Business/Industry activities is seen with an
adversarial attitude from traditional faculty.

It is desirable to focus attention on model programs that grow traditional faculty participation in
business/industry training. This activity is especially difficult, but crucial, on unionized
campuses. Further, increasing attention should be directed to the disparity between adjunct and
full-time facalty.

Focusing attention on those colleges that have successfully tracked business/industry training
students into credit programs would make a contribution to college restructuring.

There is a tremendous need to spotlight faculty/professional development and training. This
training should be aimed at both "content and contextual training".

AACC COUNCIL PRESENTATION

There is a perceived overlap between some of the councils with respect to mission and
conferences. It is suggested that joint conferences and collaboration on issue briefs be an
objective of the councils. AACC should work to coordinate a partnership approach between
those AACC councils that share a workforce development mission.

WORKFORCE DEVELOPMENT INSTITUTE

Future Institutes should incorporate roundtable discussions as a strategy to enhance more sharing.
Conference planners should continue the present approach of maintaining a small conference.
The linkage with federal workforce development policy should be retained and the inclusion of a
futurist speaker is desirable.
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AACC Workforce Development Institute
Scottsdale, Arizona
January 18-21, 1995

EVALUATION FORM

Please help us improve future events and services of this nature by completing this form and
offering comments where appropriate. Thanks.

1. In what area do your primary job responsibilities lie?

Contract training/service to business School-to-Work/Tech Prep
Displaced workers Other (specify)

2. What is the nature of your service area? urban rural suburban

3. What is the most pressing workforce development problem facing your college?

4. Which parts of the institute did you fmd most valuable?

a.

b.

C.

5. What additional topics or activities do you wish had been incorporated into the institute?



WDI Eval - 2

6. What topics were not useful to you?

7. What kind of follow-up would be useful to you?

8. Were you able to participate in one of the demonstrations of the National Community
College Workforce Development Database?

yes no

If yes, please indicate any suggestions you have about improving its usefulness:

9. Please offer any comments you have about how best to address regional concerns.

10. Would you recommend this institute to someone in a professional position similar to
yours?

yes no

11. Overall, what was your impression of the institute?

Poor Fair Average Good
2 3 4 5

12. Please give us feedback on the sessions you attended:

Excellent



WDI Eval - 3

THURSDAY MORNING
KEYNOTE

Poor Fair Avg. Good Excellent

Diversity in Workplace (Betances) 1 2 3 4 5

Diversity/Team Building (Betances) 1 2 3 4 5
School-to-Work (Brustein) 1 2 3 4 5
Pricing (Van Weelden) 1 2 3 4 5
National CC Database (Visdos/Anthony) 1 2 3 4 5
Coalition Building (Patino) 1 2 3 4 5

THURSDAY AFTERNOON
ISO 9000 (Kelly) 1 2 3 4 5
Manufacturing Industry (Moon) 1 2 3 4 5
Motorola Train-the-Trainer (Walden) 1 2 3 4 5

Competition/Cooperation in Mfg. (Bosworth) 1 2 3 4 5
Skills Standards (Rahn) 1 2 3 4 5
Workplace DevJUnions (Sarmiento) 1 2 3 4 5
Supplier Training (Randolph/ManigGld) 1 2 3 4 5

FRIDAY MORNING
Just-in-Time Training (Bona) 1 2 3 4 5
Technical Presentations (Cialdella) 1 2 3 4 5
Contract Training (Hamm) 1 2 3 4 5
Workplace of Future (Cozzens) 1 2 3 4 5
Workplace Competencies/Skills (Korte) 1 2 3 4 5

Networking Providers/Orgs. (AACC) 1 2 3 4 5
Regional Meetings 1 2 3 4 5

FRIDAY AFTERNOON
Providing Basic Skills (Mullins) 1 2 3 4 5
Manufacturing Assessment (Brown) 1 2 3 4 5
Tell Your Story (Johnson) 1 2 3 4 5
National CC Database (Visdos/Anthony) 1 2 3 4 5
Think Like a Business (Compari) 1 2 3 4 5

Local Govt. Role (Reed) 1 2 3 4 5
Se1vices to Business (Bergman) 1 2 3 4 5
Basic Skills: Build It (Miller-Parker) 1 2 3 4 5
School-to-Work/Service Learning (Mello/Gaudet) 1 2 3 4 5

SATURDAY
Grant Writing (Visdos) 1 2 3 4 5
Contracting/STW (Churehill/Leisner/Loiscono/Wright) 1 2 3 4 5
ATE/Youth Apprenticeship (McMillan) 1 2 3 4 5
Job Analysis/Assessment (Barger) 1 2 3 4 5
Baldrige Criteria (Euen/Hertzler/Koberna) 1 2 3 4 5
Workforce Development Services (McKenney) 1 2 3 4 5
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