F. Office of Inspector General Accomplishments

During the past eight years there has been increased financial accountability required of
the Federal government. The Chicf Financial Officers Act, the Federal Managers’ Financial
Integrity Act, and the Federal Financial Management Improvement Act have resulted in a great
deal of emphasis being placed on the Office of Inspector General’s (OIG) audits of the
Department of Labor’s financial statements. The OIG is firmly committed to working with the
Dcpartment to improve DOL. programs and operations, and ensure that all programs are
administered in a cost-cffective manner. During the period from 1993 through 2000, the OI1G
has worked closcly with the Department on issucs such as financial management organization
structure, timeliness of financial processing, financial management systems development,
financial policies and procedures, and extemnal issucs which impacted the financial statecments
over which the Department had no control, e.g., lack of audit assurance for tax revenues for the

Unemployment Trust Fund.

In FY 1997, the O1G was pleased to report that the Department received its first “clean”
‘opinion on its consolidated financial statements and the financial statements of the Unemploy-
ment Trust Fund and Black Lung Disability Trust Fund. Further the OIG’s Report on Internal
Control reflected no material weaknesses. Stnce that time, th‘c Department has continued to
receive a “clean’” opinion on its consolidated financial statements although the OIG continues to

identify reportable conditions which need to be addressed.



Welfare-to-Work funds The Welfare-to-Work (WtW) program was intcncicd to move hard-
to-employ welfare recipients into unsubsidized employment and economic self-sufficiency.
From the beginning, the OIG believed that the success of the program \Iwould hinge not only on
the effectiveness of the Department’s stewardship and the quality of services provided, but also
on its ability to capture and report the results of its efforts on *behalf of eligible individuals.
Therefore, the OIG actively provided oversight early in the implementation process to ensure the
overall cfficicncy and effectiveness of DOL’s WtW system. Its strategy was to identify

weaknesses before they became problems, and to identify grantees needing further guidance.

Formula-funded WtW program. In 1999, following an audit of seven state formula ‘
grantees, the OIG found that a number of issues were slowing the implementation of the program
and that weaknesses in key areas could undermine the success of the program. To accelerate the
progress in implementing the WtW formula grant program, the OIG recommended that ETA seck
legislative changes to permit the Secretary to amend the length of time the states have to spend
their WtW formula funds; work with the Department of Health and Human Services to develop a
strategy that effectively integrates TANF and WtW; continue to pursue legislative changes to
simplify and expand the definition of eligible recipients; explore whether the matching
requirement 18 an issue that affects implementation; and continue to take an active role in

assisting states and local agencies that are having problems implementing the WtW program.

WtW competitive grants/non-traditional service providers. Overall, the OIG found

that, although the 35 grantees we audited possessed the capability to adequately deliver their
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WtW competitive grant programs, financial and program vulnerabilitics existed. Among the
recommendations sent o the Assistant Secretary for Employment and Training were those 1o
ensure that grantees (1) follow prescribed cash reanagement requirements; (2} comply with
applicable laws and regulations; (3) develop formal agreements with sub-recipients and service
providers; and (3) submit required documentation in a timely manner. Also, the OIG found that
some grantees were unable to administer their grants in accordance with applicable regulations,
thereby depriving more qualified applicanis from receiving grant funds. Consequently, the O1G
also recommended to ETA that two grantees be terminated. ETA generally agreed with the

findings and issued termination letters (o the iwo graniees.

Based on a congressional request, the OIG also conducted two evaluations of the
competitive grunt-making process. In the evaluution of round one, the OIG found that ETA
carricd out the grant selection process m a tmely manner. However, ETA did have problems
with the responsibility checks process of potential Federal grantees. In addition, ETA's record
storage and record trucking system was deficient and lacked adequute controls. The OIC
tﬁcammcndcd that ETA set up a process that would ensure updated information on applicant
eligibility was received before awarding grants, and that an improved record storage and tracking
sysiem be implemented. The evaluation of rounds two and three found that ETA ook steps to
improve the overall effectiveness of the grant award process based on grantee responses,
However, the OFG found that the grant processing time increased between rounds and that further
assistance could have been provided to help prospective and actual grantees. A recommendation

was made that ETA provide additional and more timely assistance to grantees by coordinating
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their relationships with state and local TANF agencies and having Grant Officer’s Techmical

Representatives respond to grantee guestions and concerns more quickly,

Y2K. Beginning in FY 1998, the OIG and the Department agreed to work together to ensure
that the Department’s 61 mussion critical compuoter systems were able to respond appmpriatcly'to
the Y2K date calculation issue. The objective of the Y2K audit efforts was 10 ensure thatin the
Department: {1} all mission-critical systems were Y2K compliant, or (2) there were acceptable
costtingency plans in place to easure continuity of operations. Through audit work, the OIG, in
agreement with the Department’s Chief Information Officer (TIO), established a Y2K baseline
developed as 2 snapshot in time of the Department’s 61 mission-critical systems, from which

departmental und agency progress was judged.

The OIG worked closely with the Deputy C1O, the Office of Internet Services and
Information Management Director and staf¥, agency YZK coordinators, and responsible Y2K
agency officials. Information related to arcas of greatest concern was shiared und discussed.
This working relationship was aligned with the spirit of the Year 2000 Partnership Agreement
between the Department’s Chief Informution Officer und the Inspector General, As aresult, the
baseline information was reported the information to the Department as purt of the "Y2K
Quarterly Progress Report to OMB.” This report was the controlling document for providing
standard, periodic, high-level reporting on the Department’s implementation of Y2K. The OIG
gathered information and performed analyses, system- by-system, in accordance with the

established Y2K priority areas. The Department’s computer systems, and the duta they contain,
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are crucial in the support and delivery of the nation’s economic data, benefit payments, pension
information, and cmployment services. The Department and the individual agencies responded
very positively to the audit reports and worked very hard to ensure the compliance of their
systems, The OIG worked closely with the Department at oll levels, As a resalt of this

cooperative effort, the Depariment experienced a successiul ¥ 2K transition,

Forfeiture of workers’ compensatien benefits. As s result of a joint Office of Inspector
General (OIG) - U8, Poutal Inspection Service study, the OIG raised concerns that some Federal
Employees” Compensation Act {FECA) claimants convigted of defrauding the FECA program
continued 10 receive FECA benefits. The OIG was also concerned that individualg incz;rceraied
for any felony offense could also continue to collect full FECA benefits while in prison. Asa
result of these concerns, the O1G recommended that individuals Cf;nvicted of defrauding the
FECA program should have their benefits terminated and that those claimants incarcerated for
any felony oftense should have their full benchits suspended during the period of time they were
in prison. The Vice President’s Nutional Performance Review adopted the OIG's
recommendations regarding needed changes to the FECA, As a result, Congress passed (two
sraportant amendments to the FECA and elevated the penaliy for FECA fraud o a felony. In
October 1993, Public Law 103-112 was enacted which prohibited individuals convicted of fraud
related o claims under FECA {rom receiving benefils under the Act. On Sepiember 30, 1994,
the President signed Public Law 103-333, which further addressed the receipt of benefits of those
convicted of fraud against the program. Specifically, the law added 2 new section to the Act

(Title §, U8, Code, Section 8148}, which provides for (1} the termination of benefits payable to
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beneficianies who have been convicied of defravding the program in violation of Title 18, U.S.
Code, Section 1920, and (2) the suspension of benefits 1o heneficiaries imprisoncd as a result of

any felony conviction,

The OIG has been aggressively continuing s investigations of alleged FECA fraud, and
reporting the resultant convictions to the Department’s Office of Workers” Compensation
Program {OWCP). Based on the reported convicitons, OWUP immediately terminaies the
benefits of those i:zéiiviéuais conviciod of FECA related fraud, resulting in the savings of millions
of taxpayers’ dollars. The OIG has alse been actively providing training in conducting FECA

fraud investigutions to numerous Federal investigative agencies.

Black lung disability program. The OIG evaluation of fraud vulnerability and
excessive medical expenditures in the Black Lung Disability Program was initiated based on OIG
“Operation Octagon” investigations which revealed substantial fraudulent billing by providers in-
the areas of home oxygen and arterial blood gas testing.  As part of the review, the OIG
conducied 8 best-practices anulysis of recent reforms enacted by the Health Care Financing
Administration {HCFA) o contain fraud and (o lower home oxygen costs. The comparison of
the HCFA and Black Lung programs showed significant disparities between the two programs in

regard to potential home oxygen allowances.

Based on OlG recommendations, the Employment Stundards Administration {ESA) has

agreed 1o implement additional internal controls and monitering to reduce the program’s
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vuinerability to fraud and excessive costs in the arcas of blood gas tests and heme oxygen. In
addition, ESA will dramatically reduce automated payment allowances for home oxygen to levels
consistent with those established by HCFA., ESA has also agreed to eliminate iis $75-per-item
payment allowance for supply costs associsied with oxygen delivery. When implemented, these

mecasures should reduce ESA’s valneralnlity 1o frand and excessive billing,

Labor yoion investigations

Laberers International Union. On January 20, 2000, the Department of Justice (DOJ)
reached i new agreement with the Laborers International Union of North America (LIUNA) that
requires the union to maintain its efforts in ousting corrup! union members and officials,
implement hiring halt reforms, and mainiain divect membership election of union officers. In
return for LIUNA’s agreement Lo continue its reform effort 1o the yoar 2006, DOJ will not
implement a signed consent decree that would huve placed LIUNA under the supervision and
oversight of court-appointed officers through the Racketeer Influenced und Corrupt
Organizations Act (Civil RICO) statute. The DOL OIG will provide information through DOJ o
assist the monitor in his efforts to reform the union. This agreement is the culmination of several
years of negotations with LIUNA. In late 1994, the governiment began negotiating with LIUNA
to compel it to nd itsell of 1ts decades-old history of corruption and organized crime influence.
Findings from criminal mvestigations conducted by the OIG and the FBI were the predicate that

supported the government’s Civil RICO complaint against LIUNA,

The seform process by LIUNA has resolted in a number of disciplinary actions against
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LIUNA officials. To date, 226 individuals, 127 of whom were alleged to have ties to organized
crime, have left LIUNA owing to expulsions and suspensions from disciplinary charges,
retirement, or resignation. In addition, LIUNA implemented reforms to eliminaie abuses in its
local hiring halls and financial corruption and mismanagement in the union. This has resulted in
the imposition of 40 trusteeships and supervisions of various District Councils and Locals, the
removal of approximately 200 officers, and the implementation of better financial management
and greater democracy in these Locals. LIUNA has also sgreed o cowrt-appointed officers to
eliminate corruption in Chicago, Buffalo, and New York City, In 1996, LIUNA held its first
direct secret ballot election for the International president and secretary treasurer. This vote was
the first contested election for the LIUNA presidency, LIUNA has umended its Constitution 1o
provide for direct secret ballot election by rank-and-file union members of all of 13 Imemational

officers, including vice presidents, beginning in 2001,

New Jersey Teamsters local. Oun February 12, 1999, the court-appointed monitor of
Teamsters Lacal S60 announced that the newly elected union officers were corruption free,
ending an | l-ycar trusteeship. During this trustecship, the conrt-appeinied monitor of the Logal .
took actions to remove corrupt officials from office, strengthen the members” pension fund, and
clect new officers. The court action came about as a vesuit of a complaint that had been filed in
March 1982 apainst the officers of the Internationad Brotherhood of Teamsiors Logal 360 of
Union City, New Jersey, known as the Provenzano Group, based on the ¢ivil provisions of the
RICO statute. This was the first time that the government used these provisions to faunch a

comprechensive attack upon a severe corruption problem within a labor prganization in an effost
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to restore union democracy. As a result of the joint DOL OIG and FBI investigation, the
complaint sought injunctive relief 16 prevent associates of the Provenzano Group from
committing further racketeering violations and sought the appointment of one or mer{; rustees §o
control and audit the assets of the union and benefit funds and conduct a general election of
officers under free and democratic conditions. Through the Provenzano Group, the Genovese
Organized Crime Family had maintained control of Locat 360 for nearly 30 years through »
patiern of racketesring activity invaolving murder and systematic use of extortion. The
Provenzano Group oversaw bookmaking, numbers, gambling, and lean-sharking activities being
cenducted by Local 560 business agents and shop stewards. Even mere lucrative was the
widespread pilierage of cargo being trucked through the State of New Jersey. Without a pass
from Anthony “Tony Pro” Provenzano, no shipment could be considered to be safe. The Il-year

trusteeship of Teamsters Local 560 was implemented by the District Court in June 1986,

New Jersey Hotel Employees local. In March 1997, a Federal judge dissolved the
monitorship of the Hotel Employees and Restaurant Emiployees International Union (HEREIU}
Local 54. This was the first ime that a union had been returned to the membership after a Civil
RICO action wus filed by the Government. A Civil RICO complaint was initially filed in
December 1990 alleging a 20-year pattern of ‘m{:ketcef’ing by the Scarfo La Cosa Nostra (LUN}
Family. Included in the complaint were allegations that the LCN took control, by foreg, of
HEREIU Local 34 in Atlantic City, New Jersey, and maintained control of the union by
threatening to kill any members who attempied to run against them in general elections. The

following April the LS. District Court appointed & moritor of Local 54, and eight officers and
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cmployees of the union were forced out of office. Open elections were held in 1993 and 1996
and an entire new group of officers with no organized crime associations were elected to run the

union,
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G.

Secretary’s Orders

The following Orders were tssues between 1993 and 2000:

l.

10.

L.

Secretary’s Order 3-2000, Delegation of Autharity and Assignment of Responsibility to the
Assistant Secretary for Occupational Safety and Health, July 18, 2000

Secretary’s Order 2-2000, UJ.S. Department of Labor Internet Services, June 22, 2000

Secretary’s Order 1-2000, Aurhority and Responsibilities for Implementation of the
Paperwork Reduction Act of 1995 (P.L. 104-13) and the Clinger-Cohen Act of 1996
{Information Technology Management Reform Act of 1996) (Divisions E of P.L. 104-106),
July 28, 2000

Secretary’s Order 1-99, Authority and Responsibilities for the Regional Executive
Commitices, April 19, 1999

Secretary’s Order 1-97, Authority and Responsibilities for Implementation of the Chief
Financial Officers Act of 1990 and Related Legislation, January 10, 1997

Secretary’s Order 5-96, Delegation of Authorities and Assignment of Responsibilities to the
Assistant Secretary for Employment Standards and Other Official in the Employment
Standards Administration, December 27, 1996

Secretary’s Order 3-96, Delegation of Authority and Assignment of Responsibilities for the
Department of Labor’s Internal Equal Employment Opportunity Programs, April 17, 1996

Secretary’s Order 2-96, Authority and Responsibilities of the Administrative Review Board,
April 17, 1996

Secretary’s Order 6-95, Responsibilities of the Office of Small Business and Minority
Affairs, June 7, 1995

Secretary’s Order 5-95, The Department of Labor’s Employee Safety and Health and
Workers' Compensation Program, June 7, 1995

Secretary’s Order 4-95, Delegation of Authority and Assignment of Responsibilities for
Mine Safety and Health Programs, May 31, 1995

. Secretary’s Order 3-95, Coordination and Director of Department of Labor Programs

Affecting Women, May 16, 1995



13. Secretary’s Order 1.95, Delegation of Anthority and Assiynment of Responsibilities for
International Affairs, April 20, 19895

14, Secretary’s Order 5-94, Procurement and Use of Environmentafly Preferable Products and
Services, Avgust 19, 1994

15. Secretary’s Order 2-93, Redelegution of Aathority for Coverage Decisions Under 3 US.C.
833120} and 5§ US.C. 8301 17} { Retirement Coverage for Law Enforcement Officers), July
i, 1964

16. Secretary’s Ovder 194, Cancellation of Secretury's Qrders, Apal 11, 1994

17. Secretary’s Order 693, Federal Convnintee on Apprenticeship, (no date)

18, Secretary’s Order 593, Order of Succession to the Secretary of Labor and Continuity of
Execurive Direction in a National Emergency, October 13, 1993



H. Department of Labor Personnel Policies

In addition to its efforts in promoting diversity and participating in the Welfare-1o0-Wark
program, the Department of Labor (DOL) underook a number of major human resource
initiatives to provide DOL employees with opportunitics for life-long learning. Over the course
of fiscal year 19949, the Office of the Assistunt Secrctary for Administration and Management
{OASAM; launched a three-pronged approach 1o carcer training and professional growsh
designed to build upon existing talent within DOL. During that year, 3,943 DOL employees
participated in a range of continuous iéming and carecr management programs and services, a

42 percent increase over the prior year,

The Department also made significant strides in improving the productivity and
preparedness of its staff. 2OL’s plan w revitalize and (o reinvent its management and
organization was announced in 1993 by Secretary Reich. The plan encompassed many different
efforts. One cffon was the implementation of Employee Express, which offers DOL personnel
immediate welephone or web-based access to their human resource informaston, DOL received
the Vice-President’s Hammer Award in recognition of the success of the Employee Express,
DOL also received a Commuter Connections Employer Recognition Award from the
~ Metropolitan Washington Council of Govermnments in recognition of DOL's Flexiplace Program,
under which arrangoments can be made for employees 1o work out of their homes or alternative

satellite sites on a full or part time basis,



As an important part of the Secretary Herman's goal to estublish DOL as a model
workplace, OASAM placed a high priosity on expanding employee-friendly programs. In
addition to the Leave Bunk, Leave Donation, and Leave Recipient programs, o range of other
programs have been very effective in helping to establish DOL as & model waorkplace. For
example, through Flextime, many Department employees have established alternative work
schedules, thereby allowing them to better balance personal and professional responsibilities.
And i 1999, DOL launched a new resource and referral service, Dependent Care Connection
(DCC). DCC offers assistance to employees in a number of areas, including prenatal plunning,

adoption, childcare, and adult dependent carc.

Additional employse-friendly accomplishments that helped make ROL 2 model
workplace include: (I} expanding the Department’s Child Development Center 1o accommodate
an additional 44 children, addressing a eritical need by more than tnpling the sumber of slotg for
infants, and (2} increasing the transit subsidy for all DOL employees from 350 1o the maximum
level of $65. making the Department 1 feader in the Federal community both as to the scope and

the amount provided to its employees.

DOL also has looked for ways to improve the safety and health of its own workforce and
of those participating in its programs. For example, DOL, revised the Memorandum of
Understanding between QASAM, the Job Corps, and Qceupational Safety and Health
Administration (OSHA) with respect to the gafcty and health program in Job Corps and put into

full operation its Abatement Tracking System, which tracks deficiencies and sbatement plans o
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correct hazards noted in the Job Corps Program. DOL also initiated activity in suppont of what

will become & broad crgonomic initiative in the Department.

Regional office improvements. DOL’s regional offices ulso contnibuted 1o the efforts
to improve the effectiveness of the DOL workforce and s operations. Bostos-New York, for
example, significantly excesded its fiscal yeur 2000 life-long learning goal 1o increase the
number of fraining opportunities from 500 to 563 - thus providing iraining opportunities to 757
regional employees. Daillas-Denver created o pitot Web-based New Employee Onientation
Program. Chicago-Kansas City implemented o tockbox for all collections in Chicago, which

should greatly enhance its efficiency in handling over 1300 checks annually.

Regional offices, like the national office, ave committed to finding the best possible
new employees while increasing the diversity of the workforee, especially for persons with
disabilities. OASAM’s San Francisco-Seattic office, for instance, hired 207 new workers during
fiscal year 2000; over 50 percent of the new hires were minoritics and almost 9 percent of these

hires were persons with disabilitics,

A number of regional offices also bad an impact on their surrounding communities. For
cxample, Chicago-Kunsas City established o mentoring program with a new Chicago Job Corps
Center involving 42 mentors, including 14 frorm non-DOL agencies, and have thus far collected

over 300 books for the school hibrary,
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I. Partnerships

One way to work smarter is 1o leverage resources. The Department of Labor {DOL) has
forged partnerships with lubor, business and industry, community-based organizations, and State
and local governments to develop common-sense regulations, provide services tailored to local
necds, demonstrate a strong enforcement presence, implement new approaches to compliance
assistance, and employ a strategic mixture of alternative intervention tools that enable the
Department to iraprove workplace conditions and advance opportunitics for prefitable
employment, In addition to the major pantnership efforts discussed in the report, the following

are important DOL partnership initiatives,

Bureau of International Labor Affairs (ILAB). The significance of labor issues on
international and bilateral agendas requires the Department’s cooperation and collaboration with
other Federal agencies and infernational organizations. For example, the Department works
closely with the Intemational Labor Organization’s (1LO) International Program for the
Elimination of Chiki Labor to develop regional, country, and sector-specific projects 1o reduce
the incidence of abusive child labor and develop educational oppertumties for children, Inthe
course of these projects, the Departroent works with ULS. and foreign industry representatives
and non-governmental organizations [ ensure programs are cffective and credible. The cross-
cutting cooperation and collaboration on the internatioaal front resulted in the negotiation of 2

new international convention on the worst forms of ¢hild lsber abuses around the world,



ILAB has many other examples of its cooperative and colluborative efforts. As a result of
participation with United States Trade Represemtative (USTR) and inter-agency processes, for
example, 1LAB bas sccured commitiments to improve worker rights in Central American
countries and Africa. [LAB also pluyed s significant role in the decision-making process for the
Caribbean Basin Initiative, African Growth and Opportunity Act and Generalized System of
Preferences, and coniributed to the negotiations at the World Trade Organization (WTO). The
Child Labor {}f;”ice has built parinerships with imtermational business and labor groups through
the ILO to provide aliernatives to work for 120,000 children around the world., And since 1998,
ILARB has contributed to the development of the increasingly significant work being done by
Labor Dip%er;wcy Officers with the Department of Stte. These posts were intended to highlight
the Clinton Administration’s promotion of core worker rights - including freedom of association,
the right 1o organize and burgain collectively, freedom from discrimination, and the prohibition

of child and forced labor -- as a key component of 118, forcign policy.

ILAE alse has had formal working relationships in the development of policy und
programs with the Department of Treasury, U.S. AID, the U.S. Trade Representative’s Office,
the International Labor OQrganization, the World Bank, and the Asian-Pacific Economic
Cooperalion forum. among others. ILAB has worked with the Departments of Commerce,
Treasury and Education to encovrage countrics (o improve core labor standards, and participates
i numerous interagency committees and groups, mcluding the National Security Counctl and the
National Economic Council. 1LAB consults regularly with the AFL-CIO on trade issues, and

participates in the bi-monthly Lubor Advisory Committee mectings.
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Under the North American Free Trade Agreement (NAFTA) lubor side agreement, the
National Administrative Offices (NAQ] have implemented an extensive cooperative sctivilics
program, which has been undertaken with the collaboration of organized lubor and business. The
NAOs have conducted over 40 programs, mostly tripartite public fora for exchanges of informa-
tion, best practices, and technical advice on labor issues of mutual concern. Additionally, the
NAO maintains a public advisory commiltee for direction on North Americun Agreement on
Labor Cooperation INAALC) activities, which is composed of representatives from organized

lubor and business,

Bureau of Labor Statistics {(BLS). A number of interagency work groups have been
established to serve as a vehicle for coordinating and improving statistical work among the
Federal statistical programs. Below arg the more notable collaborative effonis to improve the

Federal statistical system in which the BLS has participated.

In 1995, following the reauthorization of the Paperwork Reduction Act, the Office of
Management and Budget (OMB) established the Interagency Council on Statistical Policy
{(IC8P). The ICSP is a vehicle for coordinating statistical work among statistical agencies,
particularly when activities and issues overlap and/or cut across agencices; for exchanging
information ahout agency programs and activities; and for providing advice and counsel to OMB

on statistical mautters. The BLS Commisstoner 18 a member of the Coungil.



-

Anather major collaborative effort bas been the development of the North American
Classification System (NAICS), which has been an intomational effort. NAICS was developed
to provide a consistent framework for the collecuon, anulysis and dissemination of industrial
statistics. The first fteration Qf this new classification system replaces the 1987 Standard

Industrial Classification System.

There have beer; a nunibier of collaborative or coordination efforts between BLS and the
Department of Commerce. They include the Standard Occupational Classification Revision
Policy Commiitee, established by OMB in 1994 and chaired by BLS and the Burcau of the
Census, to develop a unified occupational classification structure to meet the necds of the 2 1%
century. In July 19935, the Commissioner of the Burean of Labor Statistics and the Director of the -
Bureau of Economic Analysis estublished & Coordination Gversight Group. Members of the

group work closely on measurement issues to improve the quality of the data produced by both

agencies.

In spring 1998, the Inter-Departmental Commutiee on Emplovment Related Healih
Insurance Surveys was created to improve coordination of federal surveys that collect data on
employment based health coverage. The Commissioner of BLS co-chairs the committce with the

heads of two other agencies and the committee has members from a dozen agencies.

And finally, on October 22, 1999, the Secretary of Labor approved the establishment of

the Federal Economic Statistics Advisory Committee to act as an advisory body to the Bureau of
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Economic Analysis, the Burcau of the Census, and the Bureay of Labor Statistics. Commitiee
members will be called upon to analyze the issucs involved in producing Federal economic
statistics and recommend practices that wilk lead to optimum efficiency, effectiveness, and

cooperation among the agencies,

Office of Federal Contract Compliance (OFFCPYESA. The Employment Standards
Administration’s Office of Federal Contract Compliance Programs (OFCCP) established an allisoce
with the National Industry Lisison Groups and the Regional Listson Groups to raise awareness and
emphasize corporate best practices, The agency has undertaken partnership efforts with approximate-
by 40 women's organizations and other community based organizations 1o encourage the recruitment

and placement of workers to further the goal of quality work places free of discrimination,

Office of Labor Management Standards (OLMSYESA. The Employment Standards
Administration’s Office of Labor Management Standards ({OLMS) works with the Federal
Bureau of Investigation, the DOL Office of the Inspector General, Pension and Welfare Benefit
Admimstration (PWBA}, and other agencies in the conduet of investigations of criminal
violations of the Labor-Management Reporting and Disclosure Act (LMRDA) and other laws by
union officers, employees, or others, OLMS also works closely with the Departraent of Justice in

the enforcement of the civil and criminal provisions of the LMRDA.

DLMS muiniaing cooperative working relationships with the AFL-CIO and individuul

unions at the national, intermediate, and local levels to promote compliance with the LMRDA,
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For cxample, OLMS works with national and international unions to reduce the rate of
delinquent reporting by their affiliates. The AFL-CIO and interested unions are also assisting .
OLMS in the testing of electronic labor organization annual reporting forms, LM-2, LM-3, and

LM-4, that are currently under development.

The CGLMS Division of Statutory Programs (DSP) coordinates its activities with a vartcty
of Federal, State and local government agencies and private sector trade associations as it
administer;; the transit employee protection program. For example, DSP works with the
Department of Transportation’s Federal Transit Admimstration, with the Transportation Trades
Department of the AFL-CIO, with individual transportation unions, and with State and local
transportation authorities and their trade associations. DSP also works closely with the
Department of Justice on cases requiring litigation of the DOL's decisions in the employee

protection program.

Wage and Hour Division/ESA., The Wage and Hour Division, which is part of the
Employment Standards Administration, actively sp]icits the views and input of unions, worker
advocacy groups and employer associations to develop and refine its strategies — especially for
improving compliance in targeted low-wage industries. The Wage and Hour Division also sceks
to partner with these organizations to’lcverage its limited resources and to move more quickly
toward achieving its goals. Businesses and employer associations, for example, arc partners in

the annual “Safc Work This Summer” child labor campaign. In administering the Davis-Bacon



Act and Service Contract Act programs, the Wage and Hour Division routinely coordinates with

all of the various Federal agencies contracting for constraction and services.

Creating and maintaining partnerships with the States is an important component of the
Wage and Hour's enforcement and compliance education efforts. The agency employs a number
of strategies aimed at advancing the cooperative cfforis between the Federal government and its
Stute counterparts, including conducting jomt complitnee seminars and coordinating
enforcemant activities in low-wage industries. The Wage and Hour Division has entered into a
number of Memoranda of Undersianding and joint resolutions with the States, particuturly in the
area of child lubor. For exarple, the States and Wage und Hour conducted a joint ¢hild labor
campaign, “Spring Into Safety,” to increase public awareness of Federal and State child lubor
laws and their impact on safety. The campaign was an cutgrowth of the joint Federal-State Task
Force on Child Labor that Sccretary Herman called for in her Sufe Work/Sale Kids initintive o
increase access 1o data on youth employment (including injury/fatality data} and to identify

ppportunities and avenues for sharing information and coordinating planning,

Office of Workers’ Compensation Programs (OWCPYESA. The Secretary of Labor
chairs the Presidential Initiative, Federal Worker 2000, in recognition of the Department’s
leadership responsibilities for improving workplace safety and health and in administering the
Federal workers” compensation program.  Under the leadership of the Employment Standards
Adrministration’s Office of Werkers' Compensation Programs (OWCP, the isitiative bus

established several performance goals for all Federal agencies to reduce injuries, speed reports of
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injuries and compensation claims, and lower the average number of production days lost due to

iob related injuries and illnesses,

DOL. worked closely with the Department of Em;rgy {DOLE) and OMB on icgisla%ien to
provide workers” compensation benefits o certain DOE contruct emplovees in the nuclear
weapons complex. An amendment to the Defense Authorization Act for fiscal year 2001 ¢reates
a new program entitted the Energy Employees Occupational Hlness Compensation Program Act,
While the exuct administrative specifications are to be determined by Executive Order, itis
expected that DOL will administer claims adjudication and benefit payments for the new
program. DOL continues to work with DOE, OMB, the Department of Health and Human
Services, and the National Economic Council to cstablish a fair and workable compensation

Program,

Employment and Training Administration (ETA). The One-Stop Career Center
system, authorized under the Workforce Investment Act, has consolidated ¢ fragmented array of
employment and training programs inte an integrated job service delivery system. Providing
more customer-Tocuscd services has led 1o the creation of new partnerships, not only with
Federal agencies, but also with numerous stakeholders associated with the one-stop delivery
system at the State and local levels. Key featurss of the system ure the unified planning among
Federal partner agencics, a menu of common performunce measures with standard definitions,
and a continuous improvement strategy to be used voluntarily by partners in the workforce

syslem,



Occupational Safety and Health Administration (OSHA). OSHA regularly works
together with the Nutional Institute for Occupational Safety and Health (INIOSH), the Food and
Drug Administration (FDA), and Centers for Discase Control and Prevention (CDCY. In the past
several years many sssucs have becn addressed colluboratively, including the proposed
Tuberculosis rule, a Safety Alert on glass capiliary tubes, a Hazard Information Bulletin on Lyme
diseuse, a Technical Information Bulletin on natural rubber lutex allergies, and informution
sharing en medical waste recycling. Additionally, OSHA consultcd with FDA's Center on
Medical Devices and Radiological Health on safer needle devices in connection with O8HA's

revised Bloodborne Puthogens Stundard Complisnce Directive,

OSHA and the Environmental Protection Agency (EPA), through the Process Safoy
Management (PSM)-Risk Management Plan (RMP) Standing Commiitee, huve begun discussing
the devclopment of a new MOLU, which will address interagency coordination on PSM-RMP

tssucs.

Like OWCP, OSHA is involved with the presidential initintive, Federal W{)t"%{crk?(%}{},
OSHA field staff are promoting the initiative within their regional and area jurisdictions, Using
available resources, OSHA will provide assistance to its area and regional offices upon request.
OSHA will conduct annual random inspections of 20 percent of the sites that were ilentificd as
having high Lost Time Case Rates (LTCRs). To provide easy access to information on the

Federal Worker 2000 initiative, 2 Web page 15 being developed. Users will be able 1o access data
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regarding how well agencies are achieving thair goals. Federal Agency Programs (FAP) will
eonduct an evaluation and provide feedbuck on each agency's program. FAF and the Office of

Workers' Compensation Programs will then report their findings to the White House,

ULS. Postal Service (USPS) injunes and ilincsses ce;;iz*ibkzzc disproportionately 1o the
Federal Government's injury and iliness raie: the total injury and illness rate among postal
employees represents almost half of the rate for the entire federal government, even though fewer
thun ong-third of all federal workers are employed by the USPS. In September 1998, USPS, with
rilS 850,600 emplovees, became subject to OSHA enforcement. Since then, OSHA, USPS and
the postal unions meet several times a year (o discuss issues of concern. On April 16, 1999,
OSHA published a complance directive detailing the enforcement policies and procedures when

ficld staff conduct inspections at USPS facilities.

GOSHA and the National Park Service (INPS) have entercd into a five-year parinership
agreement calling for OSHA to provide priority assistance to selected parks and for NPS to
develop and implement an effective safclylund health program. During the {irst yeur of the
partnership, NPS saw 4 4,53 percent reduction in LTCRs and the total case rate also improved
by more than the partaership goal. OSHA's improved relationship withh NPS has resuited in

emplovee training and the exploration of ncw ways to improve their safety and health program.

On August 7, 2000, OSHA entered into a MOU with the Department of Transportation’s

Federal Aviation Adminisiration (FAA), setting out a process the two agencies will follow to
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ensure safe and healthful working conditions for flight attendants. The agreement establishes a
joint team of FAA and OSHA staff that will examine whether and (o what extent certain OSHA,
requirements could be applied o flight attendants without compromising aviation safety. The

team reported its findings in December 2000,

OSHA, the Department of Energy {(DOE) and the Nuclear Regulatory Commission
{NRC} have participated in a series of pilof programs o collectinformation on how exiernal
regulation and privatization might affect the agencies involved. In the summer of 2000, a
Federal Regisier notice and an MOU were issued clanfying the jurisdiction and enforcerment
respensihilitics for the occupational safety and health of contractor employees at DOE sites that

have been privatized.

The OSHA Strategic Partrership Program for Worker Safety and Health (OSPP}, adopied
on November 13, 1998, is an cxpansion and formalization of OSHA's substanttal experience with
voluntary programs. In a partnership, OSHA enters into an extended, voluntary, cooperative
relationship with groups of employers, employees, and employee representatives in order (o
encourage, assist, and recognize their efforts to eliminate serious hazards and achieve a high level
of worker safety and health. OSHA and its partners have the opportunity to identify a common
goul, develop plaas for achieving that goal, cooperate in implementation, and measure suceess.
OSHA's interest in forging partnerships in no way reduces its ongoing commitment to enforcing

the requirements of the Occupationa) Safety and Health (OSH) Act. Individual ecmployers who

fail 1o voluntarly protect thoir workers continue 1o face strong enforcement, Both smatl
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businesses and large corporations are choosing to partner with OSHA. Many padnerships focus
on areas of concern addressed in GSHA's Strategic Plan such as silica and lead exposures, and

serious hazards in the nursing home, food processing, logging, and construction industries.

Partnership can transform the relationship between OSHA and an employer, a trade
association or union, or an entire industry. In OSHA'S Strategic Partaership Program (QOSPP),
former adversaries work together 1o solve workplace safety and bealth problems. As an added
bonus, a partnership can be much less costly than stiff penalties for OSHA violations and rising

workers’ compensation premiumms. As of October 2000, there were 86 active partnerships.

For cxample, on Fobruary 14, 2000, OSHA and the Associaied Building Contractors
(ABC) entered into a parinership that will become the industey model for how OSHA works with
construction contractors with exemplary safety records.” As a result of this agreement with
building contractors who have exemplury satety records, OSHA will be shie to spend more of its

resources on contraciors who do not have such excellent safety records.

The Voluntary Protection Programs (VPP) ate designed o recognize and promote
cffcctive safety and health mansgement. In the VPP, management, labor, and OSHA establish a
cooperative relationship at a workplace that has implemented a strong program. The VPP
concept recognizes that compliance enforcement alone can never fully achieve the objectives of
the OSH Act. Good safety managemaent programs that go beyond OSHA standards can protect

workers more effectively than simple compliance.
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VPP participants are a select group of facilities that have designed and implemented
outstanding health and safety programs.” Between 1992-1999, participation in. VPP has grown

from 83 worksites to 395. The following chart shows this annual growth in the Federal VPP.

YEAR Participants Added
1992 21
1993 L6
1994 55
| 1995 44
1996 62
1997 02
1998 59
1999 76
TOTAL 395

VPP activity in state-plan States® has also swelled during this time period. In 1992, only
one state, California, had an approved VPP program with two participants. Today, 17 additional
States’ have functioning VPP programs with 114 participants. Several additional States are

preparing or considering plan changes to include VPPs in their OSHA programs.

OSHA has developed a final policy, published July 28, 2000, describing the agency’s
treatment of voluntary employer self-audits that assess workplace safety and health conditions,

including compliance with the OSH Act. The pelicy provides that the agency will not routinely
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request self-audit reports at the initiation of an mspection, and the agency will not use seif-audit
reports as a means of identifying hazards upon which to focus during an inspection.® OSHA
encourages employers to conduct voluntary self-audits and to promptly correct all violations of

the Act that are discovered in order to ensure safety and health in the workplace,

Office of Small Business Programs (OSBP). On May 6, 1998, the Department und the
Small Business Administration (SBA) entered into o partnership agreement wherehy DOL was
given 8(a) contracting authority. The 8(a) program is a development program (named for the
relevant provisions of the Small Business Act, us amended) for small disadvantaged businesses
certificd by the Small Business Administration. This MOU was renewed on September 27,
2000. In March 1999, the Department and the SBA entered inte a MOU to increuse the

participation of women-owned small businesses in Federal procurement.

OSBP leads the Departinent’s Coordinated Compliunce Assistance for Business Pilot via
parinerships with $BA’s Small Business Development Centers and the ULS. Department of
Agnculture’s Cooperative State, Rescarch Education and Exiension Seryvice, The Pilot should
significantly help meet businesses' needs for timely and struight-forward mformation on the more
than 180 laws and regulations the Department.administers. The focus is on voluntary compliance
at early stages of interaction with the Department, thus helping prevent violations by new,
growing and existing businesses. This enables the regulatory enforcement ageneies to focus

finite resources on repeat and scrious violators,
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(OSBP participates with other DOL agencies in cooperative agreements with the National
Association of Women in Construction; the National Council of Negro Women; and the National
Association of Hispanic Federal Executives (NAHFE)L The Department hus a MOU with the
Hispanic Association of Colleges and Universitics (HACU) and the National Association for
Equal Opportunity in Higher Education (NAFEO). Cooperative agreements with various
entities, and MOU's with minerity colieges and universitics and other special programs, advance
the interests of the orgamzation, foster growth, and encourage ongoing cotamunicution between
the organization and agencies within the Department.  For cxample, an MOU between the
Department and the American Indian Higher Education Consortium was signed on September
25, 2000, to ensure that tribal colleges and universitics and American Indifm communities

participate equitably in the Department’s employment, programs, services and resources.

Office of the Solicitor of Labor (30L.). The Office of the Solicitor, through its
nationwide network of law offices, plays an integral part in the Depantment’s overall enforcement
strategy. The Solicitor's Office works closely with DOL ¢lient agencies to focus Htigation
resources on the most serious offenders, cases of first impression, and cases in which the
Depantment had a significant interest in developing the law. To carry out 11s mussion most
efficicntly and effectively - und thereby helping the Department 1o meet s goals - the

Soliciter's Office coordinuted many of its efforts with other Federal agencies,

One of the most notable examples of such 4 Cross-culling initintive was the President’s

Worker Exploitation Task Force. Co-chaired by the Solicitor of Labor and the Assisumt
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Auntomey General for Civil Rights, this task force fuctlitated cnminal investigations and
prosecutions involving undocumented foreign nationals who were lured o this country und then
exploited. This task force consisted of representatives from the Department of Justives” Civil |
Rights Division, Violence Against Women Office, and Office of Victims of Crime, as well as the
Federal Burcau of Invesiigation (FEI), the Immigration and Naturalization Service (INSY, DOL,

and the State Deparntment,

Pension and Welfare Benefits Administration (PWBA). Working with partners is
integral to much of the work of PWBA. PWBA continued its joint efforts with the Department
of the Treasury und the Pension Benefit Guaranty Corporation {(PBGC) on Employment
Retircment Income Security Act (ERISA} issues. There are many issues where the agencics’
authority overlaps and many others that need to be coordinsted under ERISA as the three
agencies are cach responsible for a different title of the Act. The strewmlining of the Form 5500,
the annual report that plan administirators file, and the creation of an electronic filing sysiem, is a
good example of how the agencies work together to create rules and programs that benefit
Amernican workers and their famibies while helping employers in their efforts to establish and
mainisin benefit pluns.  This coordination also was key to addressing o number of new complex
issucs. One example where the Administration worked through a number of agencies was in
addressing a sensitive pension issue -- cash balance plans. The Administration, throogh the
Department of Labor, the Department of the Treasury, the Equal Employment Opportunity
Commission and the PBGC, worked on a number of {ronts to address the various issucs raised

with respect 1o cash balance plans, beginning with the development of a legislative propesal to
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address the need for additional and timely disclosure to the continuing efforts to address
discrimination issues. The Department also helped the many employees angered and concerned
by the conversion of their pension plans to cash balance plans. The Department of Labor acted
quickly to respond to their concerns -- meeting with the employees numerous times and
responding to their questions by putting frequently asked questions and answers on PWBA'’s
website as well as setting up a dedicated mailbox for employees to send in additional questions

and comments.

PWBA has also participated in a number of partnerships initiated by the Administration
including the President’s Advisory Commission on Consumer Protections and Health Care
Quality, which was co-chaired by Sccretary Herman. The Commission consisted of both public.
and private sector representatives who worked together to develop the Consumer Bill of Rights.
Secretary Herman also co-chaired the Quality Interagency Coordination Task Force (QuliC),
which grew out ol the President’s Commission and consists of thosc federal agencies involved in
health care.  Among the issues addressed by the QulC was medical errors and patient safety.
After receiving a private report from QulC, the President directed the QulC to report to him on
what the federal government could do to decrease medical errors and to increase patient safety,
The QulC presented this report 1o the President in February 2000, and following the President’s

direction, began work to implement (hese aclions.

Other Administration-led partnerships include the work of numerous federal agencies

participating in the White Housc Conference on Mental Health. As a result of the conference,
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DOL announced a partnership with the American Nurses Association and American
Psychological Association 1o distribute pocket cards on American workers rights under the

Mental Health Parity Act.

PWBA has r;'zad{: working with partners an important aspect of 1ts outreach work. Key
among these cfforis has been the creation of education campaigas on retirement and health
education. Both campaigns are based upon ufz}r%irzg with partners 1o share, develop and
distribute educational mformation and ools. The health edocation campaign began with over 70
pariners from the federal and state government, us well as private sector, and the number
coniinues to grow, The retiroment savings education campaign, which began with over 65
partners, continues to work with new partners to focus on the needs of different segments of the

American workforce and their families,

PWBA also works with many federal agencies in carrying out its enforcement and
administrative responsibilities. With respect 1o enforcement, PWBA has seen an expansion in
the types ol issues arising with the growth of 401(k} plans and bealth plans. In mvestigations, .
PWEBA often works with agencies such as the Securities and Exchange Compussion (SEC) and
the federal ixmking agencies. PWBA also has seen a significant expansion i the number of
criminal investigations where the agency works closely with the Justice Department, as well s
the FBI and the Internal Revenue Service (IRS) Criminal Division, When their jurisdictions
overlap, PWBA's efforts 1o provide gmdance often involve working with the SEC, Federad

banking agencies, and State banking, tnsurance and securities agencies. Finally, the passage of a
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number of new health care laws” created an overlap in the Department’s authority and that of the
Departments of Health and Human Service (HHS} and Treasury. PWBA has been working
closely with these agencies to promulgate guidance and engage in outreach. A good example of
the successful coordination wmong these agencies was the promulgation of the interim final sules
under HIPAA within the statutory mandated date of six months from enactment. A newly
enacted provision on Qualified Medical Child Support Orders also led to cooperative efferts with
HHS to develop u notice on the creation of @ working group co-chaired by Secretary Herman.,
This working group consisted of Federal and State government representatives as well as
nurnerous members of the private sector. The group developed a report of suggestions for ful_ure
legislation, which was forwarded by Secretary Herman and Scecretury Shatala 1o the appropriate

members of Congress.

PWEBA has also worked with the benefits community in developing regulutions. For
example, PWBA utilized a negotiated relersaking commitiee to develop a proposed rule fora
definition related o eollective bargaining. PWBA | cognizant of the voluntary nature of
employee benelits, works to hear from all interested parties in developing rules that provide

additional protections with minimal additionad burdens.

Veterans Employment and Training Secvice (VETS). VETS, along with the
Department of Veterans Affairs (VA), oreated and led the Federal Interagency Task Force on
Certification and Licensing of Transitioning Military Personnel, The Task Force partners with

numerous other Federal sgencies to advance the interests of transitioning malitary personnel who
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ure seeking jobs that require Federal licensing. For example, Task Force involvement led to the
development of a program between the Foderal Avintion Administration and the military services
that will simplify the process for veterans to acquire airframe and power plant licenses necded for

employment in the airlines industry.

VETS has also worked with the Communication Workers of America and Cisco Systems
to develop and implement an on-line assessment and evaluation systcm,‘und kas veferred over
1,200 veterans to training and over 1,000 to high-tech job opportunities, A similar partnership
with the Microseft Corporation referred over 1,500 veterans 1o Microsoft proprietary training.
Numerous States have joined VETS in projects 1o help transitioning military personnel and
velerans transtate their military training and experience into high technology jobs. Over 400
veterans have been placed in geod jobs through the ProVet Project in Tennessee, North Caroling
and South Carolina. A program cstablished in 2000 will help new veterans find employment in
information technology jobs through the CompTIA Project tn California, Texas, Virgimia and
Florida. VETS also partnerad with the state of Ohio on a fwo-year Military to Work pilot
program that saw more than 300 veterans enter employment as commercial truck drivers,

metalworkers, stationary engineers, and airframe and power plunt areraft mechanics,

The Transition Assistance Program (TAP} is a eolluborative effort beiween VETS, the
Departments of Defense, and the Veterans Admmstration, and since 2000, the US. Coast Guard,
TAP provides scparating military service members valuable job-search preparation. The

primary focus of TAP is employment workshaps given by VETS at more than 160 military sites.
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Since 1992, these workshops have helped over 1,200,000 veterans of the armed forces make a

successful transition to civilian employment.

VETS also has actively partnered with VA’s Vocational Rehabilitation and Employment ‘
(VR&E) Service to provide employment assistance to Title 31 disabled veterans. The agencies
work and train together to maximize the services they provide on behalf of disabled veterans and
their dependents. The ultimate goal is successful job placement and adjustment to employment
for disabled veterans without duplication, fragmentation, or delay in the services provided. This
collaboration has helped over 15,000 disabled veterans enter suitable employment since formal

implementation of the interagency partnership in 19935.

Women’s Bureau (WB). At a White House ceremony on April 23, 1998, President
Clinton announced the Department of Labor's Business-to-Business Mentoring Initiative on
Child Care. The public/private partnership was designed to increase the nation’s supply of
quality, affordable, and accessible childcare. Through the initiative, DOL also promotes
awareness among industry leaders that affordable and safe childcare is a top concern for working

families,

The WB and National Aeronautics and Space Administration (NASA) have joined forces
to encourage girls across the country to consider carcers in non-traditional fields. The two
agencies are providing girls with the opportunity to interact with role model, 1.e., women

succeeding in high-tech careers. WB and NASA are also working with women’s groups,
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women’ s technical associations, girls” organizations, and workforce development professionals
to facilitate communication and cooperation. For example, the leaders of national women’s
groups, women's lechnical associations and girls’ organizations joined NASA and the Labor
Department in sharing new and priority initistives {or encouraging girls (and ensuring the
recruitment, retention, cqual pay and advancement of women) in information technology, math,
science and engingering. Participants brainstormed about ways to continue the dialogue and
leverage each group's unique strengths. In addition, DOL, through the WB, implemented a
Memorandum of Understanding with the National Council of Negro Women to advance the

interest of African American women in all aspeets of the workforce,

The Women's Bureau has aiso undertaken 2 new initiative in coordination with the U.S.
Diepartment of Justice and HHS. A Sab-Commitiee on Viclim's Assistance was implemented in
August 2000 1o find effective ways for uithizing federal resources to provide forcign nationals,
who were lured to this country and then é%;}l;)itcti. with counseling, shelter, and other social
support needed (o integrate themselves back into socicty. The sub-commiliee is an ouigrowth of
the Worker Exploitation ”f‘ai*;k Porce, which is an interagency effort headed by the Departments of

Lubor and Justice.

Under Secretary Reich’s and Secretary Hermun's leadership, three WB national nitiatives
have resulted in ongoing partnerships with the business community. The first wus in 1994,
Through the “"Working Women Count!” campaign, the WB cstablished partnerships with 1,600

businesses and organizations o help launch a questionnaire asking working women about their
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workplace concerns. In 1995, the second initiative, “Working Women Count!” Honor Roll, was
launched by the WB 1o scrve as a catalyst for change in the three areas of most concern to the
women who responded to the “Working Women Count!” guestionnaire. These concerns are pay
and benefits that provide economic security, help in batancing work and family, and smore respect

and opponunity on the job, Of the 1,300 employers and organizations who pledged programs

andfor policies geared to the survey findings, 840 followced-through with their pledges.

The third initiative was the Business-to-Business Mentoring on Child Care initiative that
was launched in 1999 10 promote awarencess among industry leaders that affordable and safe
childeare are wop concerns for families. Through the project, businesses with existing childcare
and family-friendly policies and programs mentor employers interested in implementing similar
workplace options for their employees, More than 120 employers have completed their
workplace innovations. Many of the employers who participated in the “Working Women

Count!™ Honor Roll participated as mentors in this initiative.

The Women’s Bureau has also established international partnerships. For example, the
WB has actively partnered with the Bureau of International Labor Af_ fairs in working with the
Costa Rican Ministry to help reduce the incidence of gender discrimination, sexual harassment,
and pregnancy discrimination in Costa Rican workplaces. Women's Bureau provided technical

assistance and training to the Costa Rican Women's Office in the Minisiry of Labor.
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In addition, the WB continucs its work with Northern [retand. This partnership began in
May 1999 with a Northern Ireland Employers” Study Group tour t0 Kansas City. The Group was
interested in learning how American employers make their workplaces family-fricndly. The
Jatest report from Northern Ireland indicates that, as a direct result of their emplovers’ visit to

Kansas City, two emplayers have implemented on-site childeure.
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J. National Skills Summit

As discussed in Chapter 1V, on Apnil 11, 2000, Scorctury Herman and Federal Reserve
Chairman Alan Greenspan joined corporate CEOs, smull business entreprencurs, lcaders of
organized labor, disability and community-based organizalions, trade association representatives,
academics, workers, and government officials for a National Skills Summit. The daylong
Summit was held to exchange innovative, practical, and cost-effective strategies, and to develop
parinerships that would satisly employers' immediate needs for skilled workers. The following
are some of the success stories from ghc National Skills Summit. Additional information can be
found in the November 2000 DOL publication, “Building Skilis for the New Economy:

innovative Initiatives,”

Cisco Systems and the Communicuations Weorkers of America (CWA) huve been using the
Internet 1o test, evaluate, and refer interested military veterans to telecommunications companies
or help them enter training programs o lcarn bigh-tech skills. Now welecommunications
companies such as AT&T, Lucent Technologies, US West, and numerous smailer cable, se:c;arity,
and alarm comparnies are tapping into this readily available pool of experienced workers. CWA
reports that more than 200 veterans have been placed in jobs and most have starting salaries of
about 514 per hour. At the end of four years, many veterans will be making the top craft rate of

about $36.000 per year.
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Northeast Career Planning (NCP), a not-for-profit New York agency that helps people
with disabilities join the workforce, asked Bell Atlantic to epen s multi-million-doliar training
centers to people with dicabilities. A team made up of Bell Atlantic employees, NCP employees,
- community advocates, and independent contractors designed a unique program that allowed
persons with disahifities (o use Bell Atlantic's Mulu-Media Learning Center i;z Albany side-by-
side with Bell Atlantic employees. The pilof program traimmed 100 people in various computer
software applications — and 90 of them went on 1o mmcreased wages or upgrades in their current
positicoms, Bell Atluntic absorbed the $75 per-student per-day expense for the Train for 2000
pilof program. The pilot in Albany proved so suceessful that the Train for 2000 program will be

extended 10 the Bell Atlantic location in Long Island.

Women Unlimited, a non-profit trade and technical fraining organization that prepares
women lving in Maine {or non-traditional jobs, joined with the Maine Depaniment of
Transportation to recruit, train, and place women in highway, bridge, or mass transit construction
jobs. Congiruction compunies i Maine are among the employers looking for new workers and
Women Unlimited traing women to fill those jobs. This Id-week program includes certified
hands-on skill training, weekly job shadowing, and job readiness training. The Women
Unlimed Job Boank conneats graduates to more than 80 employers. In 1999, 96 percent of the
122 gradustes went on to trade or technical employment, with an average starting wage of $8.70

per hour. {The average starting wage in private industry was $9.50 per hour.}



Civic Works 1s a City of Baltimorc program helping young people develop work skills
through community service. Partners in this program include the Baltimore Department of
Housing and Community Development, the Baltimore Department of Recrcation and Parks, the
Maryland Department of Natural Resources, the Police Athletic Leagues, and the Baltimore
Public Schools. Civic Works offers training to young people between the ages of 17 and 25.
About half are high school graduates or dropouts, and hal{ have some experience in college.

The progrim recruits through high school and college carcer fairs, community organizations, and
service fairs. Civic Works organizes community improvement teams to turn vacant lots into
parks and gardens, provides landscaping and other services to public housing developments,
builds trails in Baltimore County, and provides physical assistance to community residents when
a storm, fire, or other disaster strikes. Other teams rehabilitate houses that arc then sold or rented
to low- and modcrate-income familics. Education and mentoring tcams, which recruit youth with
at least two semesters of college, provide tutors to work with children and teens after school at

Police Alhletic Centers.
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@ 1.5, Department of Labor
Alexis M. Herman

- Secretary of Labor

Opening Remarks
National Skills Summit
April 11, 2608

Good morning awd welcome to the first National Skills Summit.

We are inunensely gratified by the reception we have recerved from all of you, leaders of business,
labor, education and community organizations, as well as from individual workers who are here today.

‘This is America at her finest, when people like you, from many backgrounds, come together seiflessly
1o confront COMmmon concems.

I convened this Skills Summit to seek your help in confronting an unprecedented challenge our nation
faces today.

President Chinton commented recently that it is not only in times of adversity that we are challenged,
Prosperity, t0o, can test us,

As Chairman (Greenspan noted at the White House last week, today's economy - with its record length
of expansion, s far stronger than expected economic growth, and its sulxiued inflation despite the
tightest labor markets in a generation - 15 without precedent.

We are in uncharted territory, The very fact of four percent unemployment creates new challenges.

Where, in today's rapidly shrinking poo! of available workers, are we to find the new talent we
urgently need for contimued growth?

Most urgently, where are we to find the skifled workers we need?

Recause, as [ have often said, we do not have a worker shortage, we have a skills shortage.
There is an important difference.

To say there is a worker shortage is to say the people we need don't exist,

But they do exist. | have met them and so have you. They are people who have bills to pay, children to
raise, and dreams to pursue, just as you and I do.

What they Iack are the skifls demanded by today's economy.
http:iwww.dol govidol/_sec/public/media/speeches/G0041 1ah b . e 1BG272000
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Some of them are young people who left school without a skill,
Some are workers whose factory has closed, or whose company has switched to a new technology.
Sopw are coming off welfare, or are Americans with disabilities.

All of them must be brought into the mainstream of our information-based economy, where what you
know determines Aow far you go.

But how are we to tmpart skills to all those who need them?

Both the President and Vice President believe that the federal government cannof and should not solve
every problem, That is why the Clinton-Gore Admmistration has so often entered info partnerships
with others - leaders like you ~ who share our commitment 1o 2 better America.

We know that corporations, unions, community organizations, foundations and educational
nstitutions have often joined forces. You have invested significant resources not only in providing
training but in making sure there is a job waiting for the trainees at the end of the day.

All of you here today represent a vast amount of experience and creativity and good will, and we want
to feverage those priceless regources for the benefit of all America,

We will hear today about many innovative strategies that you and others have employed.

We will discuss what works and what doesn't, and how problems can be overcome, We will focus on
best practices and new strategies to find and tram the skilled workers our nation needs.

Some innovative programs we have identified are described in the best-practices bocklet you have
been given, and others will be included in the book we will prepare as 2 follow-up to this meeting,

And speaking of mnovations, it is my pleasure to report to you on the signing just a few minutes ago
of a new agreement between the Department of Labor and the U.S. Navy, Marires and Coast Guard,

The three services have come together to certify the National Apprenticeship Standards. They will
register 107 mulitary occupation specialties under standards recognized by the Department of Labor.
We will work together to ensure that private sector employers recognize these standards, This will
speed the transition of tens of thousands of skilled military personnel into civilian employment.

My thanks and congratulations 1o the Navy, the Marines and the Coast Guard for this innovative
strategy that will benefit both their personnel and our national economy. It is truly in the national
interest,

We have a busy day ahead and many outstanding guests. I'm so pleased that my old friend, former
Secretary of Labor Ray Marshall, s here from the University of Texas.

And we are honored that Chairman Greenspan will be our keynote speaker,

We also bave with us a number of workers who will describe their experiences with the realiiies of
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today's economy. 1 thank you for being here. You are what this gathering is all about.

These workers may help us knock down some stereotypes about those who are not employed. So will
some figures the Department of Labor compiled on the more than 13 million Americans who were not
working last year -.those who are looking for work, those who are not looking but want to work, and
those who are working part-time but wamt g full-time job,

1 hope we'll learn more today about these potential workers and how they can be brought into the
workforce. Because we need them just as much as they need us,

Let me say in closing that [ believe in the American Dream -- | have lived it -~ but that dream is
tarnished when millions of our fellow citizens still live in the shadows, excluded from the sunshine of

today’s prosperity.

So let this be the start of 3 new national partnership io which we jom hamds to make the promise of
America the pracifce of America.

Thank you and God bless you.

¥ DOL Home Page ! = ‘Top of Document | “ Top of List
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Remarks by Chairman Alan Greenspan

The evolving demand for skills

At the U.S. Department of Labor Nationsl Skills Summit, Washington, D.C.
April 11, 2000

I am pleased to have the opportunity to be part of teday's National Skills Summit and
appreciate the hospitality of Secretary Herman, President Swygert, and Howard University,
In my remarks, I would like to offer 2 macroeconomic perspective on the evelving demand
for skills in our economy, That process has been set in motion by the accelerated expansion
of computer and information technologies, which in turn has brought, and will continue to
bring, significant changes in the workplace. A number of technologies with their roots in the
cumulative innovations of the past half-century have now begun to yield deamatic changes n
the way goods and services are produced and in the way they are distributed to final users,
Your discussions today are an important element in the ongoing dialogue that our nation’s
leaders in business, 1abor, education, and public policy must have i we, together, are 1o be
suceessful in meeting the rising demand for skilled workers and realizing the potential that
technological change has to enhance living standards for a large majority of Americans,

The process of innovation is, of course, never ending. Indeed, the substitution of physical
capital that embodies new technologies for manual labor is simply an extension of 4 trend that
began more than a century ago when work in craft shops shifted to factories, then to
assembly lines. In the initial stages, these shifts required little change in the types of skills that
workers used on the job. But when work subsequently moved to more automated
continuous-processing and batch-processing manufacturing and electricity was introduced,
new skilis were demanded of workers who had to interact with an increasingly more complex
stock of capital.

More recently, the development of the transistor after World War 11 appears in retrospect to
have iitiated a special wave of creative synergies. It brought us the microprocessor, the
computer, satellites, and the joining of Taser and fiber-optic technologies. By the 1990s, these
and a number of lesser but critical innovations bad fostered an enormous new capacity o
capture, analyze, and disseminate information, Indeed, it 13 the proliferation of information
technology throughout the economy that makes the current period unique. The remarkable
coming together of technologies that we label IT has allowed us to move beyond efficiency
gains in routine manual tasks to achieve new levels of productivity in routine information-
processing tasks that previously depended upon other facets of human mput--cotputing,
sorting and retrieving information, and acting on pieces of information. As a result,
information technologies have begun to alter, fundarmentally, how we do business and create
economic value, often in ways that were not readily foreseeable even a decade ago.

‘The gssential contribution of mformation technology is the expansion of knowledge and its
obverse, the reduction of uncertainty. Before this quantum jump in information availability,
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businesses had limited and less timely knowledge of customers’ needs and of the location of
inveniories and materials flowing through complex production systenss. In that environment,
decisions were basod on information that was hours, days, or even weeks old, Businesses
found it essential, although costly, to carry sizable backup stocks of materials and 10 kerp
additional persons on their payrolls for making the necessary adjustments to the inevitable
miscalculations and unanticipated shifis in demand for their products and services,

At the macroeconomic level, the major contribution of advances in mformation technology
and their incorporation into the capital stock is to reduce the number of worker hours
required to produce the nation's output, our proxy for productivity growth, Echoing a debate
that is as old as Adam Smith, some view the investment in new capital or the introduction of
mnovative production processes as a threat 1o our economy's capacity to create new jobs.
However, because technological change spawns 50 many opportunities for businesses 10
expand the range and value of their goods and services, the introduction of new efficiencies
has not led to higher zmempwym&n{ Rather, the recent period of technological mnovation
has created a vibrant economy in which a;;;mrzmxes for new jobs and businesses have
blossomed.

U.S. busmesses and workers appear to have benefited more from these recent developments
than their counterparts in Europe or Japan, Of course, those countries have also participated
in this wave of invention and Innovation, but they appear to have been slower to exploit 18,
The relatively mflexible and, hence, more costly labor markets of these economies are a
significant part of the explanation. Businesses in Europe and Japan face higher costs of
displacing workers and reatiocating labor to more productive uses, Becanse the high rates of
return offered by the newer technologies are largely the result of a reduction in labor costs
per unit of output, the rates of return on investment in the same new technologies are
correspondingly less there than in the United States. In the United States, labor displacement
and reallocation are more readily counienanced both by law and by culture. Because our
costs of dismissing workers are lower, the potential costs of hiring and the risks associated
with expanding employment are less, The seeming result of significantly higher job dismissals
has been, counterintuitively, a dramatic decline in the U.S. unemployment rate in recent
years.

One important lesson we have learned while Hving through decades of technological advance
is that we cannot anticipate with any precision how mnovations will be incorporated into our
economic systems--what new forms of capital, new processes, and specific skills will be
required to apply them. For example, in 1984, when the Bureau of Labor Statistics projected
gcecupational employment for 1995, it correctly foresaw rapid gams in computer-related
occupations, broadly defined. However, what it failed to predict was the extent to which
advances in hardware and software would make technology so much more versatile, cheaper,
and easier to apply that computer users would be able to assurne tagks previously performed
by programmers, computer operators, and data entry workers. The detailed professional
occupational category with the largest underestimate of employment, not surprisingly, was
computer engineers, computer scientists, and systems analysts,

The demand for new computer applications will no doubt continue to spur demand for those
with the creativity and the higher-level conceptual skills that will enable us to increasingly
harness technology to produce greater economic value. To be sure, e-commerce is already
becoming a potent force within and among businesses and between husinesses and
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consumers. Perhaps more intrigumg are those as vet unrealized opportunities for computers
and information technology to further improve the accuracy of medical diagnoses and to
complete the mapping of the human genome, or still unimagined opportunities for expanding
our scientific knowledge more generally.

The potentiai contnbutions of higher-level researchers in the computer and information
technology fields for improving the quality of life are exceptional. And they fkely will
continue to inclade contributions that raise the productivity of less-skilled jobs and less-
skilled mdividuals. Systems engineers, for instance, can design robots that replace human
hands in many routine tasks, though such robots cannot as yet, for example, drive trucks.
However, sophisticated satellite communications are now used to make truck drivers more
efficient in moving goods to destinations of optimal use. In retailing, the development of bar-
coding and scanning has improved the efficiency of salespersons amd cashiers while processes
that link the information between the checkout counter, shelves of inventories, and the
factory floor have reduced businesses’ uncertainty about customers’ needs and shortened the
lead times in satisfying those needs. Office clerical workers have seen an abundance of clever
software improve their ability to effectively carry out their scheduling, recordkeeping, and
communications tasks, and this in tumn has lowered the costs of providing a wide range of
business services.

Clearly, technological advances make some wholly manual jobs obsolete--for example,
switchboard operators and tenders of typeseiting machines. But gven for many other
workers, a rapidly evolving work environment in which the ski#fi demands of their jobs are
changing can lead to very real anxiety and msecurity about losing their jobs. Despite the
tightest Jabor markets in a generation, more workers currently report to a prominent
sampling firm that they are fearful of losing their jobs than similar surveys found in 1991, at
the bottom of the last recession. Our education and training systems have been feeling the
pressures of a great number of these workers striving to keep up.

Those pressures are likely 1o remam mtense because I see nothing to suggest that the treads
toward a greater conceptual content of our nation's output and, thus, towand increased
demand for conceptual skills in our workforce will end. The rapidity of tnnovation and the
unpredictability of the directions it may take imply a need for considerable mvestment in
human capital, Workers in many occupations are being asked to strengthen their cognitive
skills; basic credentials, by themselves, are not enough to ensure success i the workplace.
Workers must be equipped not simply with technical know-how but also with the ability 1o
create, analvze, and transform mformation and to interact effectively with others. Morcover,
that learning will increasingly be a lifelong activity.

The heyday when a high-school or college education would serve a graduate for a lifetime is
gone. Today's recipients of diplomas expect to have many jobs and to use a wide range of
skills over their working lives. Their parents and grandparents looked to a more stable future-
~even if in reality it ofien turned out otherwise,

However one views the unceriainty that so many in our workforce are experiencing in their
endeavor to slvance, an economist can scarcely fail 1o notice a markeiplace working
efficiently to guide our educational system, defimed m s widest sense, toward the broader
needs of our economy. But this is not new. The history of education m the United States
traces a path heavily influenced by the need for a workforce with the skills required to
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mteract procuctively with the evolving economic structure.

Early last century, advances in technology began to require workers with a higher level of
cagnitive skills, for instance the ability to read manuals, to interpret blueprints, or to
understand formulae. Our educational system responded: In the 1920s and 19303, high-
school enroliment in this country expanded rapxﬁy, paiimg, yanih fram rura} areas, where
opportunities were limited, into more productive occupations in business and broadening the
skills of students to meet the needs of an advancing manufacturing sector. 1t became the job
of these institutions to prepare students for work life, not just for a trangition to college. In
the context of the demands of the economy at that tire, & high-school diploma represented
the training needed to be successful in most aspecis of American enterprise. The economic
returns for baving 4 high-school diploma rose, and as # result, high school enrollment rates
climbed,

At the same time, our system of higher education was also responding to the advances in
economic processes. Although many states had established land grant schools carlier, their
support accelerated in the late nineteenth century as those whose economies specialized m
agriculture and mining sought 1o take advantage of new scientific methods of production.
Early in the twentieth century, as the educators at Howard doubtiess experienced, the content
of education #t an American college had evolved from 3 classically based curriculum 1o one
combining the sciences, empirical studies, and modem hiberal arts. Universities responded to
the need for the application of science~particularly chemistry and physics--to the
manufacture of steel, rubber, chemicals, drugs, petroleum, and other goods requiring the
newer production technologies, Communities looked to their institutions of higher learning
for leadership in scientific knowledge and for training of professionals such as teachers and
engineers. The scale and scope of higher education in America was being shaped by the
recognition that research--the creation of knowledge—~complemented teaching and training--
the diffusion of knowledge, In broad terms, the basic structure of higher education renains
mch the same today, and it has been one that has proven sufﬁuﬁaﬁy flexible to respond to
the needs of & changing economy.

Certainly, if we are to remain preeminent in transforming knowledge into economic value, the
U8, system of higher education nust remain the world's leader in generating scientific and
technological breakthroughs and in preparing workers to meet the evolving demands for
skilled labor, However, the pressure to enlarge the pool of skilled workers also requires that
we strengthen the significant contributions of other types of training and educational
programs, especially for those with lesser skills.

The notion that formal degree programs at any scholastic level or that any other training
program established today can be crafled to fully support the requirements of one's lifework
has been challenged. We need to foster a flexible education system--one that integrates work
and training and that serves the needs both of experienced workers at different stages in therr
careers and of students embarking on thew initial course of study. Community colleges, for
example, have become important providers of job skills training not just for students who
may eventually move on to a four-year college or university but for individuals with jobs-—-
particularly older workers seeking to retoo! or retrain. The increasing availability of courses
that can be "taken at a distance” over the Internet means that learning can more easily occur
outside the workplace or the classroom, :
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Economists have long argued that a significant proportion of the work knowledge that one
acquires in a lifetime is produced on the job. Several decades ago, much of that on-the-job
traiing was sequired through work experience; today, businesses and labor unions are
placing greater cmphasm on the value of formal education and traming programs--ranging
from corporate universities to pmnersh}ps with community colleges and other providers--as
well as relationships with public agencies, including welfare-to-work and schooldo-work
programs, These efforts recognize that technologically advanced learning must be grounded
in real-world curricula that are relevant to changing business needs and that it be provided i
flexible venues that open access to development of skills to as many workers as possible.
Clearly, mvesting in human capital to complement physical eapital is perceived by many
businesses as adding to shareholder value,

We are expenienicing an extraordinary period of economic innovation and have witnessed its
dynamic effects on productivity, real income, and job creation. During the past several years, |
workers across the wage distribution--not just at the upper end--have seen noticeable
mcreases i the inflation-adjusted value of their wages. Real wage gains have picked up for
waorkers with less than a college education. These recent gains bave not reversed the rise in
wage inequality that occurred during the 1980s and early 1990s between workers with 2
college education and those with a high-school diploma or less. Nonetheless, the leveling off
in that disturbing trend is an encouraging sign of what we can achieve if we can maintain
strong and flexible labor markets accompanied by low milation.

Ta reiterate 2 point that 1 made last week at the White House conference on the new
economy, i is oot enough fo create a job market that has enabled those with few skills to
finally be able to grasp the first rung of the ladder of achievement. More generally, we must
ensure that our whole population receives an education that will allow full and continuing
participation in this dynamic period of American economic history.

At the policy level, we must work to configure monetary policies that will foster a
continuation of solid growth and low inflation. And we, as a nation, must persevere in
policies that enlarge the scope for competition and mmovation and thereby foster greater
opportunities for everyone. In such an environment, the efforts of businesses, labor leaders,
educators, and workers to create practical solutions to the pressing need for skilled labor are
most Hkely 1o succeed. 1 trust that your discussions today will further that goal.
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A Skills Shortage, Not a Worker Shortage

Empioyers are shouting from the aconomic hilitops of America. They call
from highrtech suitas in Siticon Valley, from manufaciuring hubs in the
Midwest, and from the concrete canyons of Wall Street: We need workers!
We need workers!

I hear them and | share their concerns. But we do not have a worker
shortage in America. We have » skills shortage. Even at our lowest
unemployment in 30 years, there are six million Americans who are
unemployed and looking for work.  Four million more have stopped looking
bt want 1o work, Antcther three million are working part-time but want a
fuli-time job, That's 13 million people.

The time has come {0 reach out 1o these untapped podls of workers - inour
ciies ard nural areas, on our Native American reservations, of coming out of
our high schools and Commuinity colleges — and give them the skills to
succead,

£

Wa are testing innovative solutions to skilf shortages all around this country.
The exampies that follow in this booklet ilfustrate what we carr accomplish,
Fhope they will inspire you, as they have me,

Buiiding on these examples is ot onty the right thing to do, it is the smart
thing to do. It's smart, because without a supply of skilled workers our
economic boom could run oul of gas. Ard R is morsily right 1o invest in our
warkers because Ammrica’s core values demand equal opporiunity and
widely-shared prosperily,

Thank you for joiring me at this first ever National Skills Surnmit. | lock
forward to working with you te turn America’s skilis shortage inte a
skills abundance.

%/@Q%W

Alexis M. Herman
LS. Secretary of Labor

ULS. Department of Labor
Alexis M. Herman, Secretary
Washington, D.C. 20210
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The Challenge

Partners

The Stary

Communications Workers of America
and Cisco Systems: Military to Work Project

The technoiogy and {2lecomimunications industries’ overwhelming demand for
qualified workars,

Communications Workers of America, AFLCIO, the largest
telecommunications union in North Americs, represerting more than 630,000
workers in the U8, and Canada,

Cisco Systerns, a giant in the telecommunicaticns industry, spaciatizing in
interactive software and information services.

A week after sendling her resume 1o the Commiunications Workers of America,
Navy veteran Maria Dalola had 2 ternific job in the high-tech industry. She is one
of the many veterarns taking advantage of the "Military to Work™ project, which
firks experienced velarans with empioyers or helps them get the training thay
need 10 lang good [obs,

Cisco Systems and CWA use the Internel to test, evaluate, and refer interested
military veterans 1o telecommunications companies of help them enter training
programs to learn high-tech skills. Now telecommurnications companies such as
AT&T, Lucent Technologies, US West, and numercus smaller cable, security, and
alarm companies are tapping into this readity available poot of experiencad
WOrkers.

CWA reports that more than 150 veterans have been placed in jobs and most
have starting salaries of abowt $14 per houy, At the end of four years, many
veterans will be making the lop craft rate of about $86,000 per year.

Secretary Herman is especially pleased that veterans are being rewarded for
their service by having the opportunity 10 become new workers in the new
econarrty, "Our veterans dre some of the best workers 3 company coulkd want
and they deserve the best opportunities,” the secretary said.

This year. Standy Community Coliege in North Caroling joined the project to
provide applicanis with long-distance learning in certified skill programs. Cisco
is providing sdditional i2b equipmert to meet the growing demand from
vaterars, Fourteen labs will be installed in CWA facilities in Florida, New York,
New Jersey, Washington, Ohio, North Carciing. Texas, and the Midwest,
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Contacts

Morton Bahr, President

Communications Workers of America

501 Third Street, NW

Washington, DC 20001, 202-434-1100 (phone) 202-434-1252 (fax)

Steve Hill, Employment and Training Administrator
Communications Workers of America

501 Third Street, NW

Washington, 2C 20001 202-434-1228 (phone)
John Morgridge, Chairman of the Board

Cisco Systems

© 170 West Tasman Drive

San Jose, CA 95134 800-250-4800 (phone}

Barbara Beck, Senior VP Human Resources
Cisco Systems

170 West Tasman Drive

San Jose, CA 95134 800-250-4800 (phone)
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The Chatlenge Make the Intemet more accessible 1o people with disabilities and introduce
high-tpch companies 1o the potential of employees with disabilities.

Partners Knowbility, a national non-profit srganization providing educational and
employment spportunities in information technolagy 10 people with disabilities,

Powershift Group, a technology veniure developer bullding sustainable
companias by providing managament involvernent and expertiss, financing, and
a giobal network of resources that increase the opportunity for success,

The Story Josh and Amands, 18-yearold blind students, worked 1egather as an internet
research team and were looking for axperience in Austing high-tech industry.
After aerding the Accessibiity Internet Rally - now dubbed "A LR, Austiry -
they ended up with internships al 3 Powershift Group affiliate. In fact,
Powershit. executives ware $o impressed by what they saw at A.LLR. Austin
they plan to hire more young people with disabilities this summer,

Powershift Group, Austin-hased high-tech companies, and Knowhility staged the
first Accessibility Internet Rally twi years ago so high-tech companies coukf
lgarn about making the Internet accessible to people with disabilities and widen
thelr employee pool to include people with disabilities. The rally gave Web
designers and local high-tech firms a half.day of raining on lndomet accessibility
techinigues. On the following day, teams of company persannel and non-profit
staff and volunteers competed to design accessible Wab sites. Last year they
created 22 Web sites in one day. The event costs about $30.000 and includes
gorporate sponsors Mitsubishi, Electric America Foundatiorn, 1BM, Applied
Materials, and Infotec,

"As co-chair of the President’s Task Force on the Employment of Adults with
Disabilities, | understand how important technalogy is 10 people with

. disahilities,” Secretary Herman said. “Technology not only makes their fives
better, # ofers vemendous opporiunities for them 1o succeaed in the workplace.
Adults with disabilities arg s wornderful source for clasing the skills gap”

Knowbility is planning similar accessibility ralfies in Dallas and Denver.




Contacts Sreve Guengerich { Memiber, Krowblity Board of Directors)
Agition, fnc. {an affiliste of Powershift Group)
Vice President of Program Mansgement

7800 8. North Capital of Texas Highway, Suite 220
Austin, TX 78737 512-682-8134 {phone} ~ 512-306-7331 (fax] ©

Sharron Rush

Exscitive Director

Knewbility

£0). Box 684671

Austin, TX 78768 512-478-4506 {phonefax)
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The Challenge

Partnersg

The Story

Bell Atlantic Corporation and Northeast Career
Planning: Train for 2000

- - i - * oy

The information technology industry’s need for high-skilied waorkers,

Bell Atlantic Corporation, 2 leading-edge telecommunications company
providing wiephone, celiular and Internet services 10 customers from Maine to
Virginia, -

Northeast Career Planning, s not-farprofit New York agency that helps miore
than 1,500 people with disabilities join the workforce snnually,

In February 1999, Northeast Career Planning asked Bell Atlartic to open i{s

it rrilion-dofiar training centers 1o people with disabilities, Bed Atantic
sceapted the challenge, '

A team made up of Bell Atantic employees, NCP employees, community
advocates, and independent contraciors designed a umigue program that
allowed persons with disabiiities t¢ use Belt Atlantic's Multib-Media Learning
Center tn Albany side-by-side with Bell Atlantic employees. The pllot program
trainad 100 peopte in various computer software applications — and 50 of them
went on to increased wages or upgrades in their current positions. Bell Atlantic
shsorbad the $75 perstudent perday expense for the pilot program of "Train
for 2000°. The pilot in Albany proved so successful that "Train for 20007 will be
sxtended o the Bell Atlantic location in Long Island,



Cantacts

Jaguelyn Gates

Y2 Ethics, Compliance. and Diversity

Bell Atlantic

108% Avenue of the Americas

New York, NY 10036 212.395.2121 {phone) 212-385-2124 {fax}
Marion Mittler, Director, Corrmunity Affairs, Northeast

Bell Atlantic

158 State Street

Albany, NY 12207 518-396.1052 {phone) 518-471-6640 {fax)
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Partners

The Siopry

Tumer Jobs Corps Center and Albany State
University: EXPECTS SUCCESS

[P oy [ T

The technelogy indusiry's overwhelming need for skilled workers,

Turnier Job Corps Center, one of the largest Job Corps Center in the United
Siates, providing employment, vocational, acadamic, arkd social skills training 1o
gisadvantaged youth ages 16 to 24,

Albany State University, 5 university in Albany, Georgia, offering undergraduaze
and graduate degree programs and community outresch,

Albsny State University developed the EXPECTS SUCCESS program 1o help
young students and unemployed youth 10 gain long-term emgloyment, higher
entry-level wages, and fife skills training. Each ygar the program sorves 300
youth and young adults betwesn the ages of 14 and 21. in addition to middie
and high school students, (his Innovalive program Serves young aduits between
the ages of 18 andd 271 fromTurner Job Corps in #n on-campus computer
technology laboratory, The Georgia Department of Labor is funding the three-
year pilot program.

The five-week Microsoft Office Certificate training program is offered in four
sessions throughout the year, 1o date the program hias trained two classes for a
totel of 30 Turner Job Corps graduataes. An additional 30 students are currantly
enollad i the third sossion. Two corporations - Proctar & Gamble and Bank of
America - have streamlined their spplication process to graduates. Alter
graduation, students are assigned to work-based learning sies for angoing
training and development and are then eligible for possible employment at the
assigrad sites,

The EXPECTS SUCCESS program offers additional benefits: 7.5 Continuing

Education Units {CEUs), eligislity for schotarships to continue their education,
and a streamiined admissians process into ASLL
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Contacts

Wendy Boyd, Center Director

Turner Job Corps Center
2000 Schilling Ave,
Albany, GA 31705-1524

912432-1178 (phone) 912-434-0383 (fax)

Dr. Carolyn Wiilliams, Director

Albany State University
5000 College Dr.
Albany, GA 31705

{Fax) 912-430-3836

912-430-4600 (phone} 912-430-1606 (fax)

Portia Holmes Shietds, President

Albany State University
5000 College Dr.
Albany, GA 31705

912-430-4605 (phone) 912-430-3836 {fax)
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Women Unlimited and the Maine Department
of Transportation: Connecting Women to Jobs

in Construction. ,

The Maing construction industry’s vrgent need for skilled workers,

Women Unlimited, a non-profit trade and technical training organization that

prepares wormner living in Maine for non-traditionai jobs.

Maine Department of Transportation .

After years of adversity, Rose Higgins-Brown, former halrdresser and mother of
two, signed up for Women Unlimited’s uaining program at the Kennebec Valley
Technical College. Rose was $o successiul that even before she completed the

program, which included swrveying. Nuid-power technoiogy, and blueprint
reading, the Maing Deparimernd of Transportation hired her. About 18 months

iater. a private company recruited Rose and jater sponsorad additional training at
the Asphalt Institute st Aubum University in Alabama, Rose now owns Western

Maine Paving Company.

Canstruction companies in Maine are among the employers shouting from the
hilitops for new warkers, Wormen Unlimited knows that wormen can fill those

Hobs. The organization runs grograms to prepare woman {or nontraditional jobs,

including truck drivirgy, caiperiry, basic constiuction, auts iechnology, drafting

and design, alectrical wirlng, masoryy, materials testing, and many others, This

program includes entry-level and advanced training. Women Unlimitad formed

g partnerstip with the Maine Department of Trangportation to recruit, train, and

place women for highway, Bridge, of mass ransi construction jobs.

The fourtesrsweek program includes certified Rands-on skill

trainiryg, a ropes

course, weekly job shadowing, and job readiness training. The Women
Uniimited Job Bank connects graduates to more than 80 employers.

Last year, 86 percent of graduates - a wtal of 122 - went on o trade oF
technical emplaymerd, with an average starting wage of $8,70 per bour, (The
averane starting wage in private industry was $8.50 per hour)

Karen Dresser is another of Women Unbimited's success stories. Karen joined
the Women Unlimited fraining program ot Eastern Maine Technical College and
was quickly hired at the Maine Department of Transportation a8 a temporary

engineering aide |, working in materials testing. She was promoted recently 1
engineering aide I and accepted as a permanent employee, Thanks to Women

Untimited she erjoys a faeling of independence and feels that she'is a better

role modet for Ber two girts, Karen bas also been hired by Women Unlirited on

two oceasions to instruct other wormnen in materials testing.
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Corntacts

Martha Piscuskas, Executive Director
Women Unlirmndted
71 Winthrop St

Augusta, ME 04330 207-623.7576 {phonie) 207-6237209 {fax)

Jane Gilert, HR Director

Maine Department of Transportation

State House Station #16

Augusta, ME 04333-006 207-287-3551 {phone)

Gary Fitts, NE HR Manrager

Cianbro Corporation

Hunnewell Square

Pittsfigid, ME 04867 207-487-3311, x237 {phone)

Robin Woad, EEQ Officer
Reod & Reod
Woolwich, ME 04579 2074439747 {phone)

Ken Christopher, EEQ Officer
Crooker & Sons

PO Bax 5001
Topsham, ME. 040865001 201.729.3331 {phone;

IBEW Locat 567 Don Berry, 800-696.8974
IBEW Locat 1253, Harey Lyons, 207-634-3088
Carpenters Union

fronwarkers Linion

Laborers Urdon
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Home Builders Institute, National Association
of Home Builders Women’s Council, and Pozzi
--Window .Co.: Comerstone. Project .

The intense demand for skilled workers in the booming home building industry,

Home Builders Institute, the riation’s leading source for education and training
programs serving the home buillding industry, training skilled workers in
residential canstruction,

National Association of Home Builders Women's Council, a resowrce for
wormen in residential comstruction, helping women develop cargsrs in buliding.

Pozzi Windows/JELD-WEN, Inc,, is 4 division of JELD-WEN, a leading
rmanufacturer of doaors, windows, and specialty millwork, located in Klamath
Falis, Oregon.

Women make up only 10 percent of construction industry employees - and are
an urtapped pool of potential warkers. ARer working on a two-year program,
funded by a Labor Departmers gram of $254.000, 1o increase opporunities for
weimen i the bullding industry, the Home Buliders Institute collaborated with
Pozzi to form an innovative mentoring program, calied ‘Comersione.”

By pairing experienced women in the industry with protegees, the partners
hope to increase recruitrment of women into the budding indusiry to help mest
the need for workers. Cornerstone is funded by $300,000 in corporate
donations. The program has doubled since it started in 1998 and continues 1o
expand, with 40 new mentaring pairs matched already in 2000,

Cornerstong partners producad several quides, a recruiting video and manual, &
brochure, and a newsiaiter 1o hely businesses establish mantoring programs.,

As a former directar of the Women's Bureau, Sewretary Herman is especially
intarested in seeing womaen anter non-iraditional occupations, “This mentoring
orogram is about warmen helping womenrsucceed, arid in figkds that many may
never have thought possibie,” she said. "Non-wraditional jobs - ard especially
those in the building trades - pay a ot more and aliow women o be successful
and self-sufficient.”
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Lontacts

"Dermis Torbets, ‘s’%iﬁ%?{} Praject Coordinater

Home Buiiders institule
000 Vermont Avenue, NW, Suite 800
W_‘a_s_{zingzcm,‘ g}jg 2@%5 *“+2{}2«3?‘¥‘{}6§Q {p?zgm) ?3{}%:8@8'?}’?}* {fax}‘

Laura vey

Home Buiiders Instiuts

1080 Varmont Avenuz, NW, Suite 800

Washington, DC 20005 800-795-7958 {phone} 202-8681-2170 {fax]

Carmel Nayman

National Association of Home Builders, Women's Council

15th and M Streets, NW

Washington, DC 20005 202-822-0200 or 800-368-5242, ext. 433 (phone]
202-861-2170 (fax} -

Teri Boring
JELD-WEN, inc,

3250 Lakeport Bivd.
Klarnath Fails, Oregon 87601 5418502608 (phone)
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ELTECH Systems Corporation:
Cross-Training Full-Time Employees
to Create a More Flexible Workforce

ELTECH's need for a stable workforee with lower employee tamover, increased
produciivity. and less need for temporary workers,

ELTECH Systems Corporation, a lepder In the manufactunng and marketing of
glecirochemistry technology and relsted products.

ELTECH's challenge was to buiid s workforce from within, something
Secretery Herman has encouraged empioyers that rely on parttime of
temporary workers to do. ELTECH thought it had a labor shortage. but when
management officials decided (o solve the problem interally they learnaed that
they could have a stable, rore Tlexitie workforce Dy using cument workers in
ways that benefitted the comparny and the workers,

By cross-training its full-time employees, hiring more fulltime workers, fraining
supervisors, and developing a tearm-based work ervironment, ELTECH
eliminated the need for a large temporary workfarce, frequent waining, and high
nirnover.

Tha company upgraded its training and developed more efficient work
pracesses. I now has a stable workforee.

14



Contacts

Al Barmes, Plant Manager

ELTECH Systerms Corp.

464 Center Street \

Chardon, OH 44024 _440-285.0126 {phene)

John Van Riper, Vice President of Operations
ELTECH Systems Corp.

464 Center Street

Chardon, OF 44024 A440-285-0128 {phone}
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international Association of Machinists and the

Boeing Co.: Quality Through Training Program (QTTP)

[y M J—— g v ] PURT—— . e

A rapidly changing workplace that can increase the number of dislocated
workers,

International Association of Machinists {AM), AFLCID, machinists unlon
representing warkers in 200 hasic industries.

Boeing Compiany, the largest aerospace company in the world, manufacturing
comimercial jetliners and military aireraft, and the largest NASA contracior

After eight years working ot Boeing, worker Vicki Kramer was afraid she would
have a hard time finding a new job. Then she heard about the "Quality Through
Training Program” and signed up Tor compuier, blueprirt reading, and pracision
measurement classes. Now she's working on g compuler as an expeditor at
Boeing's Harbor Pointe faciity. She says thet (TTF gave ber “seif-estesm and
seif-confidence to leam something new” Vick! is contineng her education in
psychology with tuition assistance through QT TE

QTTR is part of the collective bargaining agreamant between Boeing and 1AM
to provide IAM-rapresanted workers education assistance, career counseling,
and personal devetopment. The program helps IAMTepresented employees at
seven Boeing sites upgrade their skills to meet new dermands in the workplace
and helps them cope with workplace changes. Workers can get professionat
carger counsaling and skills assessmant to help them meet their goals. QTTP
covers twithon at local community and technical schools.

Boeing funds the program at $14 milion g year. Increased layoffs in recent
years created greater demand for these re-raining and employment services.
QTTF continues to evahlve and grow, by linking with other companies and
continually updating #s services. An excellent example of labormanagement
cooperation, QTTP helps hundreds of workers keep pace in a rapidly changing
workplace,
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Contacts

Sangdee Baker, Communications
|AMBoeing Joint Programs
G840 Fort Dent Way Suite 100

Tukwila, Washington 98188 4254770007 {phonej

Gary Jackson, GTTP Co-Drsctor

1AM

6840 Ft, Dent Way, Suite 260 .
Tukwila, Washingion 898188 425-47 10010 {phone}
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City of Baltimore, Maryland and Civic Works:
Community Improvement Teams
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To prepare today's young peopie for the workforce of tormomow.

Civic Works, a City of Baltimore program helping young people develop work
skillg through community service.

Baltimore Department of Housing and Community Development
Baltimore Department of Recreation and Parks

Maryland Department of Natural Resources

Police Athletic Leagues

Pubtic Schools

In the f2ll of 1997 James Hardson went to Civic Works looking for a stabla job
arrd an opportunity 1o eamn his GED. He earned the GED, became a crew
lpadier, was promoted to assistant supervisor on the public works team, and
wernt to right classes at Baltimore City Community College.  He is waorking
towards his associate’s degree in mental heaith and plans 1o get a bachelor's
deqgrag in psychology.

Civic Works offers training to yourg people between the ages of 17 and 25 In |
1588, 140 young men and wormen participated, About half were high school
gradugtes or dropouts and half had some experience in college. The program
recruits through high school and college career falrs, community organizations,
andt sgrvice fakrs,

Civic Works organized comrmunity improvement teams 1o tum vacant 1ots into
parks and gardens, provide landscaping and other services to public housing
developrrents, build trails in Balimore County, and provide physical assistance
10 corpnunity residens when g storm, fire, or other disaster strikes. Another
team rehabilitates houses that are then sold or rented to low- and moderate.
weome famities. Education and mentoring tearms, which recruit youth with at
ieast two semesters of callege, provide trors o work with children and teens
after school at Police Athlstic Centers,

Young people make visible and valusble contributions (o the community, not
anly building work skifls but aise building their saif-esteam, citizenship, and
sense of connection 1o others.

“‘Cine of the Teatures | ke best about Civic Works is that it introduces young

peapie 1o the values of public service,” Secretary Herman said. "Baltimore s
shaping future community leaders as well as workers.”

18 i



Contact

Dana Stein, Executive Director

‘ Civic Works
2701 St Locust Dr,
Baltimore, MD 21213 410-366-8533 (phone) 410-366-1831 (fax)
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WomenVenture, Minnesota Teamsters Service
Bureau and Auto Dealerships: Increasing Women’s

Representation in Automobile Service Jobs

The high demand for skifled workers i auto mechanics and auto service jobs.

WomenVenture, 3 Twin Ulties non-profit organization that helps women move
toward economic seif-sufficiency.

Minnesota Tearnsters Service Bureau, providss training end workpiace
transiion servicas for uron members, serving thousards of workers,

Womenventure and the Teamster Service Bureau are working with the Greater
Matropolitan Autemobile Dealers Assaciation 1o estabiish apprenticeships for
wamen. Women are underrepresented in automaohite and {nugk service, parts,
and body repair jobs, -

WomenVerture and the Minnesota Teamsters Service Bureau will provide
techitical assistance with personne! policies, recrutment, and apprenticeship
policies, and will help idenufy skitled women who are available to work in the
industry. Thei goals are to get at least five suto dealerships © create
apprenticeshigs and 1o break down Darriers 1o wormen working in the auts
repair indusyry,

This proet is funded oy a US, Department of Labor Womer in Apprenticaship
and Nontraditional Qccupations VANTO) grant of $78,000,

20



Contacts Tere Heldelberg, President

WomenVenlure

2324 University Ave,

St Paul, MN 55114 651-646.3808. x 104 {phone) 651-841-7223 (fax)

Jean Durn, Executive Director

Minnesota Teamsters Service Bureau

3001 University Avenue

Minneapolis, MN 55714 612.676-3700 {phone} 612-676-3M8 (fax)
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UPS, State of Kentucky, University of Louisville,
Jefferson Technical College, and Jefferson
Community Coliege: Metropolitan College Program -

UPS’s demand for workers in order to expand its Worldwide Air Hub
irt Louisville,

UPS, the workd's largest package distribution company, transporting more than
three hillion parcels and documents anmaally,

State of Kentucky

Liniversity of Louisvilie
JeffersonTechnieai College
Jefferson Comununity Coliege

UPS needed to expand its Worldwide Air Hub in Lowisville but couidn’t find
encugh workers. So the cormpany created a new workforce by offeting college
students part-time jobs and a free education. Created in 1898, the
‘Metropolitan Collsge Program” now has 1.200 students ervolled in the
Univarsity of Louisville, Jefferson Technical Coflege, and Jefferson Community
Cailege. That's aisa 1,200 part-time workers for UPS.

The students get a free education at any of the three schools, pius a housing
subisidy, along with the job, which includes health berefits and a 401{k]
rexiremient plan. They also have mentars. The student-workers may get their
degrees in any sublect, are not reguired 1¢ work for UPS when they graduate,

and will get help finding jobs.

The program is funded with a $2 milfion grart from the state of Kentucky,
$625.000 Form the City of Louisvilie and Jefferson County; and $100,000 from
Greater Lovisville, Inc. UPS pays abag $4 rdliion in waition fees, contributed
1. million in classroom faciiities, ard $1.5 million in equiprment.,
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Contacts

Jotw Kinney, Waorkforce Development Manager

UrPs

15815 Fern Valley Read

Louiswiie, K{:ntudcy 40213 502-353-7300 {phorwe}

Dar Ash, Executive Director

Matropoiitan College Program

1000 Comrunity Coliege Drive

Loufoville, Kentucky 40292 £(2-835-1244 {phone)
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Paraprofessional Healthcare Institute and Home
Care Associates of Philadelphia: Training and
Retention Program ‘

The acute shortage of skiled healthcare paraprofessionals - home health aides,
certified nursing assistants, and personal attendants.

Paraprofessional Healthcare institute, a non-profit organization in New York,
which develops workerowned cooperatives that offer training and ratention
programs for healthcare paraprofessionals.

Home Care Assoriates of Philadelphia, 2 workerowned home health care,
agency providing parsprofessional job training and emplaying 70 home health
aides serving more than 200 clienls monihty,

Yvette Beatty has gane from welfare to a seat on the board of disectors at
Home Care Associates. She has been with HCA for six years, having first
tralned with them s a home health aide, She is highly vatued by her clients as
well 85 her supervisors. Yvette was recently elected by her sister worken
awners to HOAs Board of Directers, She and other HOA employees hiold the
majority of seats on the Board, which makes all the business decisions for the

COMPany.

The shortage of home health aides, certified nursing assistants, and personal
care altendants 1S 5o severe that agencies (00 often mMuSt Wirm patisnts away.
Paraprafessional Healtheare Institute and Hornie Care Asgociates developed g
fourweek (raining program 1o increase the nurmber of skilied workers and also
created better jobs for them, hoping to reduce turmover, which runs 40 to 60

percent for the ndustry,

HCA, uniike most agencies, offers its employees fulltime work, full benefis,
opportunities for advancement, and the opporunity 1o serve on the company's
board of directors. HCA also provides transpeitation - a problem for rmany low-
intomes workers, HCA has ten cars, which akdes can use 1o get te and from
work. Foundations fund the $3,100 par person cost of training the aides.

“You can't get on the road to success unless you can first get on the road,”

secretary Merman said. ! commend Home Care Associates for including
transportation as part of thelr program.”
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Contacts Andy Van Kleuner, Director of Wori:;f‘orce Palicy
PHi
349 East 149th Street, Suite 401
Bronx, New York 10451 718-402.7766 {phona}
Swefanie Fine, President
Hore Care Associates of Phitadelphia
1315 Walnut Street, Suite 832
Philaceiphia, PA 19107 215-735-0677 (phone)
25
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