
F. Office of Inspector General Accomplishments 

During the past eight years there has been increased financial accountability required of 

the Federal government. The Chief Financial Officers Act, the Federal Managers' Financial 

Integrity Act, and the Federul Financial Management Improvement Act have resulted in a great 

deal of emphasis being placed on the Office of inspector General's (DIG) audits of the 

Department of Labor's financial statements. The OIG is firmly committed to working with the 

Department to improve DOL programs and operations, and ensure that all programs urc 

administered in a cost-effective manner. During the period from 1993 through 2000, the OIG 

has worked closely with the Department on issues such as financial management organization 

structure, timeliness of financial processing, financial management systcms development, 

financial policies and procedurcs, and external issues which impacted the financial statements 

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 DIG 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 DIG's Report on Internal 

Control reflected no material weaknesses. Since that time, the Department has continued to 

receive a "clean" opinion on its consolidated financial statements although the 010 continues to 

identify reportable conditions which need to be addressed. 
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Welfare-to-Work funds The Welfare-to-Work (WtW) program was intended 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 would 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 efficiency 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 fonnula 

grantees, the OIG found that a number of issues were slowing the implementation of the program 

and that weak:nesses 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 seek 

legislative changes 10 pennil 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 is 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 Iwmpetitive grants/non-traditional service providers. Overall, the OIG found 

that, although the 35 grantees we audited possessed the capability to adequately deli ver their 
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WtW competitive grant programs, financial and program vulnerabilities existed. Among the 

recommendations sent (0 the Assis.tant Secretary for Employment and Training were those to 

ensure th<1t grantees (I) follow prescribed eash management 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 010 found that 

some granH!CS were unable to administer their grants in accordance with applicable regulations, 

thereby depriving more quahfied applicants from receiving gmnt funds. Consequently, the DIG 

also recommended to ETA that two grantees be terminated. ETA generally agreed with the 

findings and i5sued termination leners to tbe two grantees. 

Based on a congressional request, the 0(0 nlso conducted two evaluations of the 

competitive grant-making process. In the evaluation of round one, the OIG found that ETA 

carried out the grant selection process in a timely munner. Howevcr. ETA did have problems 

with the responsibility checks process of potential Federal grantees. In addition, ETA's record 

storage and rcl;ord trucking system was deficient :.md lacked adequate controls. The OIG 

recommended that ETA set up a process that would ensure updated infonnation on applicant 

eligibility was received before awarding grants, llnd that an improved record storage and tmcking 

system bc implcmenled. The evaluation of rounds two Hnd three found that ETA took steps 10 

improve the overall effectiveness of lhe grant award process based on grantee responses, 

However, the 010 found that the grunt processing lime increased between rounds and that further 

assistance could have been provided to help prospective and actual grantees. A recommendation 

was mudc lhut ETA provide additional and more timcly assis[ancc to grantees by coordinating 
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their relationships with state and local TANF agenck:$ and having Grunt Officer's Technical 

Representatives respond to grantee questions and concerns more quickly, 

Y2K. Beginning in FY 1998, the OIG and the Department agreed to work together (0 ensure 

that the Department's 61 mission critical computer systems were able to respond appropriately to 

the Y2K date calculation issue. The objective of the Y2K audit efforts was to ensure that in the 

Department: (I) all mission-critical syslems were Y2K compljant. or (2) there were acceptable 

contingency pJans in place [0 ensure continuity of opemtions. Through audit work, the OIG. in 

agreement with the Department's Chief Infonnation Orftccr (CIO}, established a Y2K baseline 

developed as a snapshot in time of the Department's 61 mission-critical systems, from which 

departmental and agency progress was judged, 

The OIG worked closely with the Deputy CIO. Ihe Office of Internet Services and 

Information Management Director nnd staff, agency Y2K coordinators, and responsible Y2K 

agency officials. Information related to <lreas of grentesl concern was shnrcd lind discussed. 

This working relationship was aligned with the spirit of the Year 2000 Partnership Agreement 

between the Department's Chief Informution Officer and the Inspector Geneml. As a result, the 

baseline information was reported the information to the Department as part of the "Y2K 

Quarterly J>fClgrcss Report to OMB," This report was the controlling document for providing 

standard, periodic, high-level reporting on the Department's implementation of Y2K. The OlG 

gathered information and pcrfonned analyses, system~ by-system. in accordance with the 

estabhshed "'{2K priority areas, The Department's computer systems, and lhe data they contain. 
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are crucial in {he support and delivery of the nmion 's economic data. benefit payments. pension 

information. and employment services. The Department and the individual agencies responded 

very positively to the audit reports and worked very hard to ensure the compliance of lh9ir 

systems, The DIG worked closely with the Department at all levels, As a result of this 

coopcrutive effort. the Department experienced a successful Y2K transition, 

Forfeiture of workers' compensation benefit'i. As a result of a joint Office of Inspector 

General (OIG) ~ U,S, Postal Inspection Service study, the OIG raised concerns that some Fedeml 

Employees' Compensation Act (FECA) claimants convicted of dcfrauding the FECA program 

continued to receive FECA benefits, The DIG was also concerned that individuals incarcerated 

for any felony offense could also continue to collect full FECA benefits while in prison, As a 

result of these concerns, the OIG recommended thut individuuls convicted of defruuding the 

FECA progrum should havc their benefits tennlnatcd and thut those claimants incarcemted for 

any felony oilense should have their full benefits suspended during [he period of time they were 

in prison. The Vice President's National Performance Review adopted the OIG's 

recommendutions regarding needed changes to the FECA, A;-; a result, Congress passed two 

important am(~ndmcnts to the FECA and elevated the penally ror FECA fraud to u felony. In 

October 1993, Public Law 103-112 was enacted which prohibited individuals convicted of fraud 

relatcd to claims undcr FECA from receiving benefits under the Act. On September 3D, 1994. 

the President signed Public- Law 103-333, which further addressed the receipt of benefits of those 

convicted of fraud agol.inst the program. Specifically, the law uddcd a new section to the Act 

(Title 5, U.s. Code, Sec1ion g 148), which provides for (I) the termination of benefits payable to 
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beneficiaries who have been convicted of defrauding lhe progrum in violation of Title 18, U.S. 

Code, Section 1920, and (2) the suspension of benefits to beneficiaries imprisoned as a result of 

any felony conviction, 

The OlG has been aggressively continuing its investigations of alleged FECA frdud, nnd 

reporting thc resultant convictions to the Department's Office of Workers' Compensation 

Program (OWCP). Based on the reported cOlwicttons. owep immediately tenninalcs the 

benefits of those individuals convicted of FECA relatcd fraud, resulting in the savings of millions 

of taxpayers' dollars. The OIG has also been actively providing tmining in conducting FECA 

fmud investigations to numerous Federat investigative agencies. 

Rlack lung disability program. The OIG evaluation of fraud vulnerability and 

excessive medical expenditures in the Bluck Lung Disability Program was initiated bused on OIG 

"Operation Octagon" investigations which revealed suhstantial fraudulent billing by providers in­

the areas of home oxygen and arterial blood gas testing. As part of the review, the OIG 

conducted a bcst-pf<.lClkes analysis of recent refanns enacted by the Health Care Financing 

Administrdtion (HeFA) to contain fraud and to lower home oxygen costs. The comparison of 

the HCFA llnd Black Lung programs showed significant dispmities between the two programs in 

regard to potenth,l home oxygen allowances. 

Based on OlO recommendations, the Employment Slandards Administration (ESA) has 

agreed to implement additional internal controls and monitoring to reduce [he progrum's 
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vulnerability to fraud and excessive costs in the areas of blood gas tests and home oxygen. In 

addition, ESA will dramatically reduce automated payment allowances for home oxygen to levels 

consistent witn those established by HCFA. ESA has also agreed to eliminate its $75-per-item 

payment allowance for supply costs associated with oxygen delivery, When implemented. these 

measures should reduce ESA's vulnerability 10 fraud and excessive billing, 

Lahar union investigations: 

Laborers International Union. On lanuary 20, 2000, the Department of Justice (DOl) 

reached a new agreement with the Laborers International Union of North America (LIUNA) thnt 

requires (he union (0 maintaIn its efforts in ousting corrupt union members and officials. 

implement hiring haH reforms, and maintain direct membership election of union officers. In 

return for LlUNA's agreement to continue its reform effort to the year 2006, 001 wi!) not 

implement a signed consent decree that would have placed LlUNA under the supervision and 

oversight of court~'lppointed officers through the R:.lcketecr Jnfluenced and Corrupt 

Organizations Act (Civil RICO) statute. The DOL DIG will provide information through DOl to 

assist the monitor in his efforts to refonn lhe union, This agreement is the culmination of several 

years of negotiations with LlUNA. In late 1994, the government began negoliating with LIUNA 

to compel it to rid itself of its decades~old history of corruption and organized crime influence, 

Findings from criminal investigations conducted by the OIG and the FBI were the predicate that 

supported the government's Civll RICO complaint ugainst L1UNA. 

The reform process by LIUNA has resulted in a number of disciplinary actions against 
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UUNA officials. To date, 226 individuals, 127 of whom were alleged to have ties to organized 

crime. have left UUNA owing to expulsions and suspensions from discipl1nary charges, 

retirement, or resignation. In addition, LIUNA implemented reforms to eliminate ubuses in its 

local hiring halls and financial corruption and mismanagement in the union. This hafi resulted in 

the imposition of 40 trusteeships and supervisions of various District Councils and Loculs, the 

removal of approximately 200 officers, und the implcmenta{ion of bener finaneia] management 

and greater democracy in these Locals. LlUNA has also agreed to court-appointed officers to 

eliminate corruption in Chicago, Buffalo. and New York City, In 1996, L1UNA held its first 

direct secret ballot election for the (nternational president and secretary treasurer. This vote was 

the first contested election for the UUNA presidency. LlUNA has amended tts Constitution to 

provide for direct secret ballot election by rank-and-file union members of all of its International 

officers, including vice presidents, beginning in 2001. 

New Jersey Te~lmsters local. On February l2,. 1999, the court-appointed monitor of 

Teamsters Local 560 announced th.at the new\y elected union officers were corruption free. 

ending an II-year trusteeship. During this. tmstecship. the court-appointed monitor of the Loctll " 

took actions to remove conupt officials from office. strengthen the members' pension fund. and 

elect new officers. The court aclion came about as a result of a complaint that had been filed in 

March 1982 ugainst the officers of the Intcmatlon~ll Brotherhood of Tcamslcrs Lcx:ul 5(;0 of 

Cnion City, New Jersey, known as the Provenzano Group, based on the elvil provisions Ofihc 

RJCO statuh:. This was the first time that the government u~ed these provisions to launch a 

comprehensive <ltt<lck upon a severe corruption problcm witbin a Jabor organization in an effo!'t 

F·8 




to restore union democracy. As a result of the joint DOL OIG and FBI investigation, the 

complaint sought injunctive relief 10 preven1 associates of the Provenzano Group from 
, 

committing further f"'.teketeering violations and sought the appointment of one or more trustees to 

control and audit the assets of the union and benefit funds and conduct a gencml election of 

officers under free and democratic conditions. Through the Provenzano Group, the Genovese 

Organi7.cd Crime Family had mamtained control of locH! 560 for nearly 30 years through a 

patlcm of racketeering activily Involving murder and systematic use of extortion. The 

Provenzano Group oversaw bookmaking, numbers, gambling. and loan-sharking activities being 

conductcd by Local 560'5 business agents and shop stewards. Even more lucrative was the 

widesprcnd pilferage of cnrgo 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 II-year 

trusteeship or Teamsters Local 560 was implemented by the District Court in June 1986. 

New Jersey Hotel Employees locul. In March 1997. a Federal judge dissolved the 

monltorship of the Hotel Employees and Restaurant Employees lnternational Union (HERElU) 

Local 54. This was the first lime that a union had been returned to the membership after a Civil 

RICO action was filed by the Government A CIvil RICO compJaint was initially filed in 

December 1990 alleging a 20-year pattern of mckcteering by the Scarfo La Cosa Nostr..! (leN) 

Family. Included in the complaint were allegations that the LeN took control, by force, of 

HEREIU Local 54 in Atlantic City, New Jersey. and maintained control of the union by 

threatcning to kill any members who attempted to run against them in general elections, The 

following Ap1i1 the U,S. District Court appointed u monitor of Local 54. and eight officers and 
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employees of the union were forced Oul 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 issues between 1993 and 2000: 

1. 	 Secretary's Order 3-2000, Delegation ofAuthority and Assiglllllcllf ofResponsibility to the 
Assistant Secretary for Occupational Safety alld lIealth, July 18, 2000 

2. 	 Secretary's Order 2-2000, u.s. DepartmclIf ofLobor /Iltemef Services, June 22, 2000 

3. 	 Secretary's Order 1-2000, AmlIorit)' alld Re,\pf)1lsibilities for Implementation ofthe 
Papenvork Reduction Act of 1995 (P.L. 104-13) llnd the Clinger-Cohcn Act of 1996 
(In/ormatio1l Technology Management Reform Act of 1996) (Divisions E ofP,L. /04- /06), 
July 28, 2:000 

4. 	 Secretary's Order 1-99, Authority alld Responsibilities jor the Regional Executive 
Committees. April 19, 1999 

5. 	 Secretary's Order 1-97, Alltliority and Resprmsibilitiesfor Implementation oft/w Chief 
Financial OjJicers Act (i 1990 and Related Legislation, January 10, 1997 

6. 	 Secretary's Order 5-96, Delegation ojAuthorities (md Assignmelll ofResponsibilities to the 
Assistallt Secretary for Employment Standards and Other Official in the Employment 
Standard.<; Administration. December 27, 1996 

7. 	 Secretary's Order 3-96, Delegation ofAuthority and Assignmelll fi Responsibilitiesfor the 
Deparrmellf ofLabor·.\' II/temal Equal Employmelif Opportunity Programs, April 17, 1996 

8. 	 Secretary's Order 2-96, Authority and Re,\ponsibiliries ofrhe Administrative Review Board, 
April 17, 1996 

9, 	 Secretary's Order 6-95, Re,\ptmsibilities oftlie Office ojSmallBusiness and Minority 
Affairs, June 7,1995 

10. Secretary's Order 5-95, The Deparlmelll riLabor's Emplo.vee Safety and Health and 
Workers' Compensatio/l Program, June 7,1995 

II. Secretary's Order 4-95, Delegation of Authority {md Assignment ofRe,\ponsibilities for 
Mille S(~rety alld Health Programs, May 31, 1995 

12. Secretary's Order 3-95, Coordinatio/l Wid Director ofDepartment ofLabor Programs 
Affecting Womell, May 16, 1995 
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13. Secretary's Order 1..95, Delegation ofAIII/wril)' and Assignment ofReJpollsiiJi/ities/or 
llllemational AjJllir,,,", April 20, 1995 

14. Secretary's Order 5..94, Pro,wrcmem and Use ofEnvironmentally Preferable Products and 
Services, August 19, 1994 

15. Secretary's Order 2..94, Redelegatioll (IfAmhoriry for Coverage Decisions Under 5 U.S.C 
8331(20) lIm/S V.S.c. MOI(17) (Retirement Coverage for lA1W Enfi,rcemenl Officers), July 
I, 1994 

16. Secretary's Order 1-94. Cum:ellotiOt! o/Secrt.!ttlry's Orders, April 11,1994 

17. Secretary's Order 6.-93. Federal CommiTtee 011 Apprentice....hip, (no date) 

18. Secretary's Order 5~93, Order ofSuccessiou to the SecreIary a/Labor and Contifluity of 
execUTive Direction ill a Nationol Emergency. October 13, 1993 
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H. Department of Labor Personnel Policies 

In udditl0n to its efforts in promoting diversity :md pUl1icipating in the Wclfare~lQ-Work 

program. thc Department of Labor (DOL) undertook a number of major human resource 

initiatives to provide DOL employees with opportunities for life-long learning. Over the course 

of fisc.tI year 1999. the Office of the Assistant Secretary for Administration and Management 

(OASAM) launched a three-pronged approach to career tr..lining and professional growth 

designed to build upon existing talent within DOL During that year, 3,943 DOL employees 

participated in a range of continuous learning and career management programs and services. a 

42 percent increase over the prior year, 

The Department also made significant strides in improving the productivity and 

preparedness I)f its stuff, DOL's- plan to revitalize and to reinvent its management and 

organi7.ittit)n wag announced in 1993 by Secretary Reich. The plan encompassed many different 

cffort!\, One efrort was the implementation of Employee Express., which offers DOL personnel 

immcdiutc Iclephonc or wcb~bu~ed access to their human resource informmion. DOL received 

the Vice~Pre,gidcnt's Hammer Award in recognition of the success of lhe Employee Express. 

DOL also received a Commuter Connections Employer Recognition Award from the 

Metropolitan Washington CouncH of Governments 1n recognition of DOL's Flexiplace Program. 

under which arrangements can be made for employees to work OUt of their homes or alternative 

satellite sites on a full or pan time basis, 
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As an important part of the Secretary Herman's goa! to establish DOL as a model 

workplace. OASAM placed a high priority on expanding employee-friendly programs. In 

addition to the Leave Bank, Leave Donation, and Leave Recipient programs. a range of other 

programs nnve been very effective in helping to establish DOL as a model workplace. For 

example, through Flextime, many Department employees have established alternative work 

schedules. thereby allowing them to better balance personal and professional responsibilities. 

And in 1999. DOL launched a ncw resource and refcrral service. Dependent Care Connection 

(DeC). Dec offers assistance to employees in a number of areas. including preontnl plnnning, 

adoption, childcare, and adult dependent care. 

Additional employee-friendly accomplishments thnt helped make DOL a model 

workplace include: (I) expanding the Department's Child Development Center to accommodate 

an additional 44 children, addressing a critical need by more than triplmg the number of slots for 

infants, and (2) increasing the lmnsit suhsidy for all DOL employees from $50 to the maximum 

level of $65, making the Department a leader in the Fedeml community both as to the scope and 

the amount provided to its employees. 

DOL also has rooked for ways to improve the safety and health of its own workforce and 

of those participating in its progrums. For example, DOL revised the Memorandum of 

Understanding between OASAM, the Job Corps, and Occupational Safety and Health 

Administration {OSHA) with respect to the safety and health program in Job Corps and put into 

full opemtioll its Abatement Tracking System, which tmcks deficiencies and abatement plans to 
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correct hazards noted in the Job Corps Progr..lm, DOL also initiated actjvtty in support of what 

will become a brOild ergonomic initiative in the Department 

Regional office improvemenl'i. DOL's regional offices also contributed to the efforts 

to improve [he effectiveness oftbc DOL workforce and its operations. Boston-New York, for 

example, Significantly exceeded its fiscal year 2000 life-long learning goal to increase the 

number of 1mining opportunities from 500 to 563 -- thus providing training opportunities to 757 

regional employees, Dallas-Denvcrcreated a pilot Web-based New Employee OJicntation 

Program. Chicago~Kansas City implemented it lockbox for all collections in Chicago, which 

should greatly enhance its efficiency in handling over 1.300 checks annually, 

Regional ofrices, like the nl.ltionul office, are committed to finding the best possible 

new employees while increasing the diversity of [he workforce, especially for persons with 

disabilities. OASAM's Sun Francisco-Seattle office, for instance, hired 207 new workers during 

fiscal year 2000; over 50 percent of the new hires were minorities and almost 9 percent of these 

hires were persons with disabilities. 

A number of regional offices also had an impact on their surrounding communities. For 

example, Chkago~Kllnsas City established a mentoring progmm with a new Chicago Job Corps 

Center involving 42 mentors, including 14 from non-DOL agencies. und have rhus farcoHecroo 

over 300 books fOf Ihe school library, 
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I. Partnerships 

One way to work smaner is to leveruge resources, The Department of Labor (DOL) has 

forged partnerships with labor. huslness and industry. community-based organizations, and State 

and local governments to develop common-sense regulations, provide services tailored to local 

needs, demonstrate a strong enforcement presence, implement new approaches to compliance 

assistance, and employ a stfl.ltegic mixture of alternative intervention tools that enable the 

DepartmenllO improve workplace conditions and advance opportunities for profitahle 

employment. In addition to the major partnership efforts discussed in the report, the following 

arc important DOL partnership initiatives, 

Bureau of International Labor Affairs (lLAB). The significance of labor issues on 

international and bilateral agendas requires the Department's cooperation and collaboration with 

other Fcdcml agencies and international organizations. For example, the Department works 

closely with the Intem.ttional Labor Organization's (fLO) International Program for the 

Elimination of ChHd Lahor to develop regional. country, and sector-specific projects to reduce 

the incidence of abusive child labor and develop educational opportunities for children. In the 

course of these projects, the Department work:;; with U.S. and foreign industry represcntalivcs 

and non-governmental organizations to ensure programs are effective and credible. The cross~ 

cutting coopemtion and coHabomtion on the international front resulted in [he negotiation of a 

new international convention on the worst forms of child labor abuses around the world. 
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ILAB has many other examples of its cooperutive and colluborativc efforts. As a result of 

participation wilh United Stutes Trade Representative (USTR) and inter-agency processes, for 

example, ILAB has secured commitments to improve worker rights in Centml American 

countries and Africa. ILAB also pluycd a significant role in the decision~muking process for the 

Caribbean Basin Initiative. African Growth and Opportunity Act and Generalized System of 

Preferences. and contributed to the negotiations at the World Trade Organization (WTO). The 

Child Labor Office hus built partnerships with interrHltionat business and labor groups through 

the ILO to provide alternatives 10 work for 120,000 children around the world. And since 1998, 

lLAB has contributed to the development of the increasingly significant work being done by 

Labor Diplomacy Officers with the Department of State. These posts were intended 10 highlight 

the Clinton Administration's promotion of core worker rights --lncluding freedom of association, 

the righl to organize and bargain coUectivcly, freedom from discrimination, and the prohibition 

of child and forced labor -- as a key component of U,S, foreign policy, 

ILAB also has had fannul working relntionships in the development of policy and 

programs with the Department of Treasury. U.S. AID, the U.S. Trade Representative's Office, 

the International Labor Organization, the World Bank, and the Asian-Pacific Economic 

Cooper.nion forum. llmong others, fLAB has worked with the Depart.ments of Commerce, 

Treasu~ and Education to cncoumge countries to improve core labor standards, and participates 

in numerous. interagency committees and groups, including the National Security Council and the 

National Economic Council. (LAB consults regUlarly with the Af'L-CIO on trade issues, and 

participates in the hi-monthly Labor Advisory Committee meetings, 
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Under the North American t:rcc Trade Agreement (NAFrA) labor side agreement, the 

National Administrative: Offices (NAO) have implemented an extensive cooperative activities 

program, which has been undenaken with the co!labomtion of organized laOOr and business, The 

~AOs have conducted over 40 programs. mostly tripartite public fora for exchanges of informa­

tion, best practices, and technk'll advice on labor issues of mutual concern. Additionally, {he 

NAO maintains a public advisory committee for direction on North American Agreement on 

Labor Coopcratton (NAALC) activities, which is composed of representmivcs from organized 

labor and business. 

Bureau of Labor StatisUcs (IUS). A number of interagency 'work groups have been 

established to serve as a vehicle fOf coordinating and improving statistical work among 1he 

Federal statistical programs. Below are the more notable collaborative efforts to improve the 

Federal statistical system in which the BLS has participated. 

ln 1995. following the reauthorization of the PapClwork Reduction Act, the Office of 

Management and Budget {OMB) established the rnteragency Council on Slatislical Policy 

(ICSP). The JCSP is a vehicle for coordin:lting statistical work among statistical agencies, 

particularly when activities and issues overlap and/or cut across agencies: for exchanging 

information about agency programs amI activities; and for providing advice and counsel to OMB 

on statistical mutters. The BLS Commissioner is a member of the Council. 
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Another major collaborative effort has been the development of the North American 

Classification System (NAICS), which has been an international effort. NA1CS was developed 

to provide a consistent fmmework for the collection, analysis and dissemioution of industrial 

statistics. The first iteration of this new classification system replaces the 1987 Standard 

Industrial Classification System, 

There have been a number of collaborative or coordination efforts between BLS and the 

Department of Commerce. They include the Standard Occupational Classification Revision 

Policy Committee, established by OMB in 1994 and chaired by BLS and the Bureau of the 

Census, to develop a unified occupational classification structure to mcet the needs of the 21 d 

century. In July 1995, the Commissioner of the Bureau of Labor Statistics and the Dlrector of the 

Bureau of Economic Analysis established a Coordination Oversight 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 Committee on Employment Relaled Health 

Insurance Surveys was created to improve coordination of federal survey:;; that collect datu on 

employment based health covemgc. The Commissioner of BLS co-chairs the committee 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 llCt uS an advisory body to the Bureau of 
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Economic Anatysis, the Bureau of the Census, and the Bureau of Labor Statistics. Committee 

members will be called upon to analyze the issues involved in producing Fedeml economic 

statistics and recommend practices that will lead to optimum efficiency, cfft'Cliveness, and 

cooperation 'imong the agencies, 

Omce of Federal Contract Compliance (OFFCP)/ESA. The Employment Stand.rd, 

Administration's Office of Federal Contract Compliance Programs (OFeep) established an alliance 

with the National Industry Liaison Groups and the Regional Liaison Groups to mise m.varcncss and 

emphasize corporate best practiccs, The agency has undertaken partnership efforts with approximate­

ly 40 women's organizations and other community based organizations to encourage the recruitment 

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

Office or Labor Management Standards (OLMS)lESA. The Employment Standards 

Administration's Office of Labor Management Standards (OLMS) works with Ihe Fedeml 

Bureau of Inwstigation, the DOL Office of the Inspector General. Pension and Welfare Benefit 

Adminlstmtion (PWBA), and other agencies in the conduct of investigations of criminal 

violations of tile Labor~Managemcnt Reporting and Disclosure Act (LMRDA) and other 11.1\\'$ by 

union officers:, employees. or others. OLMS also works closely with the Department of Justice in 

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

OLMS maintains cooper..Hivc working relationships with thc AFL-C(O und individual 

unions at the national, inlcnncdiutc, and local levels to promote compli:.mce with the LMRDA. 
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For example, OLMS works with national and international unions to reduce the rate of 

delinquent reporting by their affiliates. The AFLMClO and interested unions are also assisting 

OLMS in the testing of electronic labor organization annual reporting fOnTIs, LM-2, LMM3, and 

LMA, that an:: currently under development. 

The OLMS Division of Statutory Programs (OSP) coordinates its activities with a variety 

of Federal, State and local government agencies and private sector trade associations as it 

administers the transit employee protection program. For example, OSP works with the 

Department of Transportation's Federal Transit Administration, with the Transportation Trades 

Department (If the AFLMCIO, 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. 

Wugl: and Hour DivisionlESA. The Wage and Hour Division, which is part of the 

Employment Standards Administration, actively solicits the views and input of unions, worker 

advocacy groups and employer associations to develop and refine its strategies - especially for 

improving compliance in targeted 10wMwage industries. The Wage and Hour Divi~ion also seeks 

to partner with these organizations to leverage its limited resources and to move more quickly 
• 

toward achieving its goals. Businesses and employer associations, for example, are partners in 

the annual "Safe Work This Summer" child labor campaign. In administering the DavisMBacon 
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Act and Service Contract Act programs, the Wage and Hour Division routinely coordinates with 

all of the various Federal agencies contmcting for COI1stl1.lctlon and services. 

Creating and mainlHining partnerships with the States is an important component of the 

Wage ,and Hour's enforcement and compliance education efforts. The agency employs;1 number 

of stmtcgics aimed at advancing the cooperative efforts between the Federal govclllmCnl and its 

State counterparts, including conducting joinl compliance seminars and coordinating 

enforcement activities in low-wage industries. The ·Wage and Hour Division has entered into a 

number of Memoranda of Understanding and joint resolutions with the Stutes. particularly in the 

area of child labor. For example. the States and Wage and Hour conducted ajoint child labor 

campaign, "Spring Into Safety," to increase public awareness of Federal and State child Jabor 

laws and their impact on safety, The campaign was an outgrowth of the joint Federal-Stale Task 

Force on Child Labor that Secretary Herman caHed for in her Safe Work/Safe Kids initiative to 

increase access to data on youth employment (including injury/fatality data) and to identify 

opportunities and uvenues for sharing infonnation and coordinating planning. 

Office or Workers' Compensation Programs (OWCP)/ESA. The Secretary of Labor 

chairs the Presidential Jnitiative. Federal Worker 2000. in recognition of the Department's 

Icadership responSibilities for improving workplace safety and health and in administering the 

Federal workers' compemmtion program. Under the leadership of the Employment S1andards 

Administration's Office of Workers' Compensation Programs (OWCP), lhe initiative has 

established several performance goals for all Fedcm! agencies to reduce injuries" speed reports of 
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injuries and compensation claims, 41nd lower the average number of production days lost due to 

job related injuries and illnesses. 

DOL worked closely with the Department of Energy (DOE) and OMB on legislation to 

provide workers' compensation benefits to certain DOE contract employccs in the nuclear 

weapons comple". An amendment to the Defense Authorization Act for fiscal year 200 I createS 

a new program entitled the Energy Employees OceupiltionallIIness Compensation Program Act 

While the eXi.lct administrative specifications llre to be determined by Executive Order. it is 

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 NUlional Economic Council to establish a filiI' and workable compensation 

program. 

Employment and Training Administration (ETA). The One~Stop Career Center 

system, authorized under the Workforce Investment Act, bas consolidated a fragmented array of 

employment and training progmms into an integrated job service dell very system. Providing 

more customer-focused services husled to the creation of new partnerships. not only with 

Federal agencies. but also with numerous stakeholders associated with the one-stop delivery 

sy:;tcm at the State and locallcvels. Key features of the system are the unified planning among 

Federal partner agencies, a menu of common performance measures with standard definitions, 

and a continuous improvement strategy to be used voluntarily by partners in the workforce 

system. 
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Occupational Safety and Health Administ....ltion (OSHA). OSHA regularly works 

wgcthcr with the National Institute for Occupational Sufety nnd Health (NIOSH), tbe Food uno 

Drug Administration (FDA). and Centcrs for Discase Control and Prevention (CDC). In the pust 

several years many issucs have been addressed colluborativcly, induding the proposed 

Tuberculosis rule. a Safety Alert on glass capillary tubes, a Hazard Information Bulletin on Lyme 

disease. a Te(:hnical Information Bulletin on natural rubber latex anergies. and information 

sharing on medical waste recycling. Additionally. OSHA consulted with FDA's Center on 

Medical Devices and Radiological Heulth on safer needle devices in connection with OS..JA's 

revised Bloodhornc Pathogens Standard Compliance Directive. 

OSHA and the Environmcnlat Protection Agency (EPA). through the Process Safcl), 

Managcment (PSM)-Risk Managcment Plun (RMP) Standing Committee, have begun discussing 

the development of a new MOU, which will address interagency coordination on PSM-RMP 

Issues. 

Like OWCP, OSHA is involved with the presidential inillulive, Federal Worker :moo, 

OSHA field staff arc promoting the initiative within their regional and arcajurisdicttons. Using 

available resources, OSHA will provide assistance to its area and region411 offices upon request. 

OSHA will conduct annual random inspections of 20 percent of the sites that were Identified as 

having high Lost Time Case Rates (LTCRs). To provide easy access to information on the 

Federal Worker 2000 initiative, a Web page is being developed. Users will be able to access data 
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regarding how well agencies are achieving [heir goals, Federal Agency Programs (FAP) will 

conduct an evaluation and provide feedback on each agency's program. FAP and the OfTice of 

Workers' Compensation Progr.J.ms willlhcn report their findings to the White House, 

•
U.S. Postal Service (USPS) injunes and Illnesses conllihute disproportionately to the 

Federal Government's injury and illness rotc: the total injury and illness rate among postal 

employees represents almost hnlf of the rate for the entire federal government, even thougb fewer 

than one-third of all federal workers are employed by the USPS, In September 1998, USPS, with 

its 850,000 employees, became subject to OSHA enforcement. Since tben, OSHA. USPS and 

the postal unions meet scverallimcs a yeano discuss issues of concern. On April 16, 1999. 

OSHA published a compliance directive detailing the enforcement policies and procedures when 

field staff <:onduct inspections ~l USPS facilities. 

OSHA and tbe National Park Servke (NPS) have entered into a flvc-ycarpartncrstup 

agreement calling for OSHA to provide priority assistance to selected parks and for NPS to 

develop and implement an effective safety nnd health program. During the firl>t year of the 

partnership, MPS saw a 4,53 percent reduction in LTCRs and the total case rate also improved 

by more than the partnership goal. OSHA's improved relationship with NPS has resulted in 

employee training and the exploration of new ways to improve their safety and health program. 

On August 7, 2000, OSHA cn(ered into" MOU with the Department of Transportation's 

Federal Aviation Administration (FAA). seuing out a process the two agencies will follow to 
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ensure safe and healthful working conditions for flight attendants. The agreement es.tablishes a 

joint team of FAA and OSHA staff thJ.t will examine whether ,md to what extent certain OSHA 

requirements could be applied to flight attendants without compromising <lviation 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 pilot progmms to co1!ect information on how extc11lal 

regulation and privatization might affcct lhe agencies involved. In the summer of 2000, a 

Federal Regi.ster notice and an MOU were ISSUed clanfying the jurisdiction and enforcement 

responsibilities for the occupational safety and health of contractor employees at DOE sites that 

have been pai11utizcd. 

The OSHA Stmlegic Partnership Program for Worker Safcty and Health (OSPP), adopled 

on November 13. 1998, is an expansion and formalization of OSHA's substantial experience with 

voluntary programs. In a partnership, OSHA enters into an extended. voluntary. coopcnuivc 

relationship with groups of employers, employees, and employee representatives in order to 

cncoumgc, 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 cOnimon 

goal. develop plans for achieving that goal, cooperate in implementation, and measure success. 

OSHA's interest in forging purtnen\hips in no way reduces its ongoing commitment to enforcing 

the requirements of the Occupational Safety and Health (OSH) Act. Individual employers who 

fail to voluntarily protect their workers continue to face strong enforcement. Both small 
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businesses and large corporations arc choosing to partner with OSHA. Many partners.hips focus 

on areas of concern addressed in OSHA's Strategic Plan such as silica and lead exposures, and 

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

Partnership can tr.1nsform the relationship between OSHA and an employer, a trade 

association or union. or an entire industry. ln OSHA's Strategic Partnership Program (OSPP), 

fonner adversaries work together to solve workphlce safety and health problems, As an added 

bonus, a partnership can be much les..'i costly Ihan stiff penalties for OSHA vjolations and rising 

workers' compensation premiums. As of OCioher 2000.1here were 86 active partnerships. 

For example, on February 14.2000, OSHA and the Associated Building Contractors 

(ABC) entered into 11 partnership tbat Will become the industry model for how OSHA works with 

construction contractors with exemplary safety records.4 As a result of this agreement with 

building contractors who have exemplary safety records, OSHA will be able to spend more of its 

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

The Voluntary Protection Programs (VPP) are designed to recognize and promote 

effective sufety and health manugement. In the VPP, management, labor. and OSHA establish a 

cooperative relationship at a workplace thal has implemented a. strong program. The VPP 

concept recognizes that compliance enforcement alone can never fully achieve thc objectivcs of 

the OSH Act. Good safety management progmms that go beyond OSHA standards can protect 

workers more effectively than simple compliance. 
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vpp participants ar~ a select group of facilities that have designed and implemented 

outstanding health and safety programs.5 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 

100' " 
1991 1(, 

100J " 
199' 44 

100(, '" 
1997 (" 

100' '9 

1999 76 

TOTAL 395 

vpp activity in state-plan States6 has also swelled during this time period. In 1992, only 

one state, California, had an approved VPP program with two participants. Today, 17 additional 

States7 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 aSH Act. The policy provides that the agency will not routinely 
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request self~:ludit reports at the initintion of nn inspection, and the agency will not usc self~l.ludil 

reports as a means (.If identifying hazards upon which to focus during an inspection,S OSHA 

encourages employers to conducl voluntary sclf·audits and to promptly correct all violations of 

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

Office of Small Susiness Programs (OSS!'). On May 6, 1998, thc Dcpa!1mcnl and thc 

Small Busin(:ss Administmtion (SBA) entered into a partnership agreement whel'ehy DOL was 

given 8(a) contracting authority, The 8(41) progmm is a development progmm (named for the 

relevant provisions of the Smull Business ACI. as amended) for small disadvantaged businesses 

certified by the Small Business Administration. This MOU was renewed on September 27, 

2000, In March 1999, the Department and the SBA entered into a MOl) to increase the 

participation of womcn~owned small businesses in Federal procurement, 

OSBP leads the Department's Coordinated Compliance Assistunce for Business Pilot via 

partnerships with SBA's Small Business Development Centers and the U.S, Department of 

Agriculture's Cooperative State, Research Education and Extension Servicc. The Pilot should 

significantly help meet businesses' needs for timely and stmight-forward information on the more 

than 180 '<.IWS and regulations the Department-admjnisters. The focus is on voluntary compliance 

at carll' stages of tnteruction with lhe Department, thus helping prevent violations by new, 

growing and existing businesses, This enables the regulatory enforcement agencies to focus 

finite rcsourc~!s on repeat and serious 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 Fcdeml Executives (NAHFE). The Department hus a MOU with the 

Hispanic Association of Colleges and Universities (HACU) and the Natl0nal Association for 

Equal Opportunity in Higher Education (NAFEO). Cooperative agreements wilh various 

entities. and MOU's with minority colleges and universities and other spechtl program:;. advance 

the imercsts of the organizution, foster growth. und encourage ongoing communicalion between 

the organization and agencies within the Department. For example, an MOU between the 

Department and the American Indian Higher Education Consortium was signed on September 

25,2000, to ensure that trib:.11 colleges and universities and American Indian communities , 

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

Office of the Solidtor of Labor (SOL). The Orrice of the Solicilor, through its 

nationwide network of law offices, plays an integml part in the Department's overall enforcement 

strategy. The Solicitor's Office works closely with DOL client agencies lO focus litigation 

resources on the most serious offenders. cases of first impression, and cases in which the 

Department had a significant interest in developing the law. To carry out its mission most 

efficiently nnd effectively ~~ and thereby helping the Department to meet its goals -- the 

Solicitor's Office coordinated many of its efforts with other Pederal agencies. 

One of the most notable examples of such a cross-cuuing initiative was the President's 

Worker Exploitation Task Force. COMchaired by the Solicitor of Labor iJnd the Assistant 
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Attorney General for Civil Rights, [his task force facilitated criminal investigations and 

prosccUlions involving undocumented foreign nationals who were lured to this country llnu then 

exploited. This task force consisted of representatives from the Department of Justices' Civil 

Rights Division. Violence Against Women Ofticc, and Office of Victims of Crime. as well as the 

Federal Bux;;u of Investigation (FBI), the Immigration and Naturalization Service (I1'\S), DOL, 

and the Sr~!rc Department 

Pension and Welfare Benefits Administratiun (P\VBA). Working with partners is 

integrnl to much of the work of PWBA, PWBA continued its joint efforts with the Department 

of the Treasury tlnd the Pension Benefit Guaranty Corpomtion (PBGC) on Employment 

Retirement Income Security Act (ERISA) issues. There arc: many issues where lhe agencies' 

authority overlaps: and many others that need to be coordinated under ER1SA as the three 

agencies arc c.tch responsible for a different tille of the Act. The strcumlining of the Form 5500. 

'\ 	 the annual reJXlrt thal plan administrators file, and the crctltion of an electronic filing system, is a 

good example of how the agencies. work together to create rules and programs that benefit 

American workers and their families while helping employers in their efforts to establish and 

maintain benefit plans: This coordination also was. key to addressing a number of neW complex 

issues. One example where the Administration worked through a number of agencies was in 

addressing a sensHive pension issue ~~ cash balance plans. The Administration, through the 

Dcpurtmcnl of Labor, the Department of the Treasury. Ihe Equnl Employment Opportunity 

Commis'sion ~lnd the PBGe, worked on a number of fronls to address the various issues raised 

with respecl it) cash balance plans, beginning with the devciopment of a legislative proposal 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 Secretary Herman. The Commission consisted of both public. 

and pri vate sector representatives who worked together to develop the Consumer Bill of Rights. 

Secretary Hennan also co-chaired the Quality Interagency Coordination Task Force (QuIC), 

which grew out of the President's Commission and consists of those federal agencies involved in 

health care. Among the issues addressed by the QulC was medical errors and patient safety. 

After rcceiving a private report from QuIC, the President directed the QuIC to report to him on 

what the federal government could do to decrease medical errors and to increase patient safety. 

The QulC pre3cnted this rcport to the President in February 2000, and following the President's 

direction, began work to implement thcsc actions. 

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

participating in the White House Conferencc 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 to di$tribute pocket cards on American workers rights under the 

Mental Health Parity Act 

PWBA has made working wIth partners an important aspect of its outreach work. Key 

umong these efforts has been the creation of education campaigns on retirement and health 

education. Both campaigns arc based UI)OO working with partners to share, develop and 

distribute educational infonnation and tools. The health education campaign began with over 70 

partners from the federal and state government. uS well ,is private sector, and [he number 

continues to grow, The retirement 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. 

P~BA also works with many federal agencies in carrying out its enforcement and 

administrative responsibilities, With respect to enforcement, PWBA has seen an expansion in 

the types of issues arising with the growth of 40 l(k) plans and health plans. In investigations, . 

PWBA ofte-n works with agencies such as the Securities and Exchange Commission (SEC) and 

the federal banking agencies. PWBA also has seen <l significant ehpansion in the number of 

. 
criminal investigations where the agency works closely with the Justice Department. as well as 

the FBI and the Internal Revenue Service (IRS) Criminal Division. When their jurisdictions 

ovedap. PWBA' s efforts to provide guidance often involve working with the SEC, Federal 

banking agencies, and State banking, insurance and securities agencies. Finally, the passage of a 
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number of new health care laws
l
) 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 coordim~tion ;tmong these agencies W<lS the promu!g<ltion of the interim final rules 

under HtPJ\/\ witbin the statutory mandated date of six months from enactment A newly 

enacted provision on Qualified Medical ChHd Support Orders also led to cooperative efforts with 

HHS to develop a notice on the creation of <1 working group co-chaired by Secretary Herman. 

This working gmup consisted of Federal and State govemment representatives as well as 

numerous members of the private sector. The group developed a report of suggestions for future 

legislation. which was forwarded by Secretary Herman and Secretary Shalala to the appropriate 

members of Congress, 

PWBA has also worked with the benefits community in developing regulutions, Por 

example, PWBA utilized a negotiated rulemakilig committee to develop a proposed rule for a 

definition related (0 coltective bargaining. PWBA, cognizant of the voluntary nature of 

employee henefits, works to hear from all interested parties in developing rules that provide 

additional protections with minimal additional burdens. 

Veterans Employment and Training Service (VETS). VETS. along with the 

Department of Vetenms Affairs (V A), created and led the Federal Interagency Task Force on 

Certificaiion and Licensing of Transitioning Military Personnel. The Task Force partners with 

numerous other Fcdernillgendes to advance the interests of transltloning military personnel who 
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ure seekingjobs that require Federal licensing" Forcxamp!e, Task Force involvement led to the 

development uf <l program between the Federal Avimion AdministratiOn ~md the military services 

that will simplify tbe process for veterans to acquire airframe and power plant licenses: needed for 

employment in the airlines industry. 

VETS has also worked with the Communication Workers of Amcricn and Cisco Systems 

to develop and implement an on~line assessment and evaluution system. und has referred over 

(,200 veteran:; [0 training and over 1,000 to high-tech job opportunities. A similar partnership 

with the Microsoft Corporation referred over 1,500 vctemns to Microsoft proprietary training. 

Numerous States have joined VETS in projects to help transitioning military personnel and 

veterans translate their military training and experience into high technology jobs. Over 400 

veterans have been placed in good jobs through the ProVct Project in Tcnnc5scc, North Carolina 

and South Carolina. A program establis.hed in 2000 will help new veterans find employment in 

information tecbnology jobs through the CompTIA Project in California, Texas, Virginia and 

Florida. veTS also p.artnered with the state of Ohio on a two~year Military to Work pilot 

program that ;,aw more than 30() veterans cnter employment us commercial truck drivers, 

metalworkers, stationary engineers. and airframe and power plant aircraft mechanics. 

The Transition Assistance Program (TAP) is a coHaborallve cffol1 betwccn VEfS, the 

Departments of Defense, and the Veterans Admlnistmtion • .and since 2000. the U.S. Coast GUard. 

TAP provides scpamting mihtary service members valuable job~search preparation. The 

primary focus of TAP is employment workshops 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 fonnal 

implementation of the interagency partnership in 1995. 

Woml~n's Bureau (WH). At a White House ceremony on April 23, 1998, President 

Clinton announced the Department of Labor's Business·to·Business Mentoting 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 careers in non·traditional fields. The two 

agencies are providing girls with the opportunity to interact with role model, i.e., women 

succeeding in high·tech careers. WB and NASA arc 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 cx,tmpk, the leaders of mltional women's 

groups, women's technical associntiom; and girls' organizations joined NASA and the Labor 

Dcpal1ment in sharing new and priority initialivcs for encouraging girls (and ensuring lhe 

recruitment, retention, equal pay and advancement of women) in infonnation technology, math, 

science and e,ngineering. Participants brainstormed about ways to continue the dialogue and 

lcvcmge 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 

inferest of African American women in aU aspects of the workforce. 

The \Vomcn's Bureau has also undertaken a new initiative in coordination with the U.S. 

Department of Justice and HHS. A SulJ..CommiHcc on Victim's Assistance was implemented in 

Augus! 2000 to find effective ways for ulili7.1ng rcdcr • .iI resources to provide foreign nationals, 

who were lured to this country and then exploited. with cQunscHng. shelter, and other social 

support needed to integrate themselves back into society. The sub-committee is an outgrowth of 

, 
the Worker Exploitation Task Force, which is an intef'J.gcncy effort headed by the Departments of 

Labor and Justice. 

Under Secretary Reich's and Secretary Herman's leadership, three WB nalional inilLatives 

have resulted in ongoing partnerships with the business community. The first was in 1994. 

Through the "Working Women Count!" campaign, thc WB cstablished partnerships with 1,600 

businesses and organizations to 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 to serve as a catalyst for change in the three areas of most concern to the 

women who responded to the "Working Women Count!" questionnaire. These concerns arc pay 

and ncncfils that provide economic security, help in balancing work and family, and more respect 

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

and/or policies geared to the survey findings, 840 fol1owcd~through with their pledges. 

The third initiali \'e was the Business-to-Business ~1cntoring on Child Care initiative thut 

w<1slaullched in 1999 to promote awareness among industry leaden. that affordable and safe 

childearc {lfC top concerns for families. Through the project, businesses with existing childcare 

and family~fricndly pollcies 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 initii.ltivc. 

The Women's Bureau has also established international parlnerships. For example, the 

WB has acti vely pal1nered with the Bureau of International I..abor Affairs in working with the 

Costa Rican Ministry to help reduce the incidence of gender discrimination, sexual hamssmcnt, 

and pregmmcy discrimination in Costa RIcan workplaces. Women's Bureau provided technical 

assistance and training to the Costa Rican Women's Office in the Ministry of Labor. 
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1n addition. the WB continues its work with Northern Ireland. This p;.u1ncrship began in 

M:ly 1999 with a Northern Ireland Employers' Study Group lour to Kansas City. The Group was 

interested in learning how Amcric.m cmptoycrs make (heir workphlccs famtly~fricndly< The 

latest report from Northern Ireland indicates thaI, as a direct result of their employers' visit to 

Kansas City, two employers have implemented on-site childc41fC, 
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J. National Skills Summit 

As discussed in Chapier IV, on April 11,2000, Secretary Hennan and Federal Reserve 

Chairman Alan Greenspan joined corporate Cf-:Os, smtlll business entrepreneurs, Ic:ldcrs of 

organized labor, disability and community-based organizations, trade as.sol,;jation representatives, 

academics, workers, and government officials for u Nutionul Skills Summit. The duylong 

Summit was held to exchange innovotivc, practical, and cost~effective strategies, and to develop 

partnerships that would satisfy employers' immediate needs for skilled workers. The following 

arc some of the success stories from the National Skills Summit. Additional tnfonnation can be 

found in the November 2000 DOL public.dion, "Building Skills for the New Economy: 

Innovative Initiatives," 

Cisco Systems and the Communic;Jtlons Workers of America (CWA) have been using the 

Internet to test, evaluate, and refer interested mllitary'veterans to telecommunications companies 

or help them enter (raining programs 10 learn high~tcch skills. Now telecommunications 

companies such as AT&T, Lucent Technologies, US West. and numerous smaller cable, security. 

and alann companies are tapping into this readily available pool of experienced workers. CWA 

reports that more (han 200 veterans have been placed in jobs .and most have starting salaries of 

about $14 per bour. At the end of four years, many veterdns will be making the top craft rate of 

about $56.000 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 open its multi-million-dollar training 

.centers to people with disabilities. A leam made up of Bell Atlantic employees, NCP employees, 

communit), advocates, and independent contractors designed a unique program that allowed 

persons with disabilities to use BelJ Atlantic's Multi-Media Learning Center in Albany side-by­

side with Bell Atlantic employees. The pilot program trained 100 people in various computer 

softwurt! applications -- and 90 of them went on to incfCased wages or upgrades in their current 

positions, Bell Ath.mtic absorbed the $75 per-student per-day expense for the Train for 2000 

pilot program. The pilot in Albany proved so successful that the Train for 2000 program will be 

extended 10 the Bell Atlantic location in Long Island, 

Women Unlimited, a non~profil trade and technical training organization that prepares 

women Ii ving in Maine for non4raditional jobs. joined \vith the Maine Department of 

Transportation to recruit, train, and place women in highway, bridge, or mass transit construction 

jobs. Construction compunies in Maine arc among the employers looking for new workers and 

Women Unlimited trJins women to fill those jobs. This 14-week program includes certified 
, 

hands-on skiillraining, weekly job shadowing, and job readiness training, The Women 

Unlimited Job Bank connects graduates to more than 80 employers. In 1999. 96 percent of the 

122 gmduates went on to tmde 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.) 
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Civic: Works is a City of Baltimore 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 DcpUltment of Recreation and Parks. the 

Maryland D(~partment 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 arc high school graduates or dropouts, and half have some experience in college. 

The program recruits through high school and college career fairs, community organizations, and 

service fairs. Civic Works organizes community improvement teams to tum vacant lois 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 SlOnn, fire, or other disaster strikes. Other teams rehabilitate houses that arc then sold or rented 

to low- and moderate-income families. 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 Athletic Centers. 
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U.S, Department of Labor 

Alexis M. Herman 
Secretary of Labor 


Opening RelDllrks 
National Skills Summit 


April II , 2000 


Good morning and welcome to the first National Skills Summit. 

We are innnensely gratified by the reeeption we have received from all of you, leaders ofbosiness, 
IaboT, education and community organizationsl 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 selflessly 
to confront COtIUDOn concerns. 

I convened this Skills Summit to seek your belp in confronting an unprecedented cballenge our nation 

races today. 


President Clinton commented recently that it is not only in times of adversity tbat we are challenged. 


Prosperity, too, can test us, 


As Chairman Greenspan noted at the White House last week, todays economy· with its record length 

ofexpansion, its far strOnger than expected ecooomic growth, and its subdued inflation despite the 

tightest labor rn.:1fkets in a generation -~ is without precedent. 


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


Where, in todays rapidly shrinking pool of available workers, are we to find the new talent we 

urgently need for continued growth? 


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


Because, as I have often said, we do not have a 'WOrker shortage, we have a skills shortage. 


There is an important difference. 


To say there is • worker shortage is to say the people we need don't exist. 


But they do exist. I bave met them and so have you. They are people who bave bills to pay, children to 

raise, and dreams 10 pursue, just as you and I do. 

What they lack are the skills demanded by loday's economy. 
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Some ofthem are young people who left school without a skilt 


Some are workers whose factory has closed, or whose company has switched to • new techoology, 


Some are coming off welfare, or are Americans wiab disabilities, 


All of them must be brought into the mainstream ofour information-based economy, wbere ",hat you 

know determines howfor you go, 


But bow are we to impart skills to all those who need them? 


Both the President and Vice President believe that the federal government cannot and should not sclve 

every problem Thai is why the Clinton-Gore Administration bas so ollen entered inlO partnerships 

with others - leaders like yeu - who share our commitment to a better America, 


We know that corporations, unions, community organizations, foundations and educatiooal 

institutions have often joined forces, You have invested significant resources not only in providing 
training but in rr.aking sure there is a job wailing for the trainees at the end ofthe day, 

All ofyou here today represent a vast amount ofexperience and creativity and good will, and we want 

to leverage those priceless resources for the benefit ofall America, 


We will hear today about many innovative strategies that yeu and others have employed, 


We will discuss what works and what doesn!t. and how problems can be overcome. We wilt focus on 
best practices and new strategies to find and train tbe skilled workers our nation needs, 


Some innovative programs we have identified are described in tbe best-practices booklet you have 

been given, and others will be included in the oook we will prepare as a foUow.up to this meeting. 

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

The three serviees have come together to certifY the National Apprenticeship Standards. They will 
register J07 military occupation specialties under standards recognized by tbe Department of Labor. 
We will work together to ensure that private sector employers recognize these standards, This will 
speed the transition oftens oftbousands of skilled military persOlmel into civilian employment. 

My thanks and congratulations to the Navy. the Marines and the Coast Guard for this innovative 

strategy that will benefit both their persOlmel and our national economy, It is truly in the national 

interest. 

We have a OOBY day abead and many outstanding guests, I'm so pleased that myoId mend. former 

Secretary .fLabor Ray Marshall, is here from the University ofTexas, 


And we are hononed thai Chainnan Greenspan will be our keynote speaker, 

We also have with us a number .fworkers who will describe their experiences with the realities of 
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today's economy. I thank you for being here. You are what this gatbering is all about. 

These worken; may help us knock down some stereotypes about tbose who are not employed. So will 
some figures the Department ofLabor compiled on the more than 13 million Americans who were not 
working last y.... -.tbose who are looking for worle, those who are not looking but want to work, and 
those who are working part-time but want. full-time job. 

I hope wellleam 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 -- I have lived it -- but that dream is 
tarnished wheu miltions ofour feDow citizens still tive in the sbadows, excluded from the sunshine of 
today's prosperity. 

So let this be tbe start ofa new national partnership in which we join hands to make the promise of 
America tbe practice of America. 

Thank you and God bless you, 

~OOL !:lome Pa!!!! I : Top of Document I ~ TOR ofList 
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Reserve Board 

Remarks by Chairman Alan Greenspan 
The evolving demandfor ."kills 
At tbe U.S. Department of Labor Natio ••1 Skills Summit, Washington, D.C. 
Aprllll, 2000 

I am pleased to have the opportunity to be part oftodays National Skills Summit and 
appreciate tbe hospitality of Secretary Herman, President Swygert. and Howard University. 
In my remarks., I would like to offer a macroeconomic perspective on the evolving 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, significartt changes in the workplace. A number of technologies with their roots in the 
cumulative innovations oftbe past half.-century have now begun to yield dramatic cbanges in 
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, Jabor, education, and public potiey must have ifwe, together, are to be 
successful in meeting the rising demand for skilled workers and realizing the polenli,llh't 
lechnological change has 10 enhance living standards for a large majority of Americans. 

The process ofinnovation is, of course~ never ending. Indeed, the substitution ofpbysicaJ 
capital that embodies new technologies for manuallaoor is simply an extension ofa trend that 
began more than a «nlary 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 tbe job. But when work subsequently moved to more automated 
continuous-.-processing and batch-processing manufacturing and electricity was introduced, 
new skills were demanded ofworkers who had to interact with an increasingly more complex 
stock ofcapital. 

More recently, the development ofthe transistor after World War II appears in retrospect to 
have initiated a special wave ofcreative synergies. It brought us the microprocessor, the 
computer, satellites, and the joining oflaser and fiber-optic technologie •. By Ihe I 990s, these 
and a number oflesser but critical innovations had fostered an enormous new capacity to 
capture, analyze, and disseminate information. Indeed, it is the proliferation of information 
technology throughout the economy that makes the cWTent period unique. The remarkable 
coming together of technologies tltat we label IT ltas allowed us to move beyond efficiency 
gains in routine manual tasks to achieve new levels ofproductivity in routine information­
processing tasks that previously depended upon other facets ofhuman inpot--computing, 
sorting and retrieving information, and acting on pieces ofinfonnatlon. As a result, 
information technologies have begun to alter. fundamentally, how we do business and create 
economic value, often in ways that were not readily foreseeable even a decade ago. 

The essential contribution Qfinfonnation technology is the expansion ofknowledge and its 
obverse, the reduction of uncertainty. Before this quantum jump in infonnation availability, 
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businesses had limited and less timely knowledge ofcustomers' needs and of the location of 
inventories and materials flowing through complex pruduction systems. rn that environment, 
decisions were based on infonnation that \vas bours, days. or even weeks old. Businesses 
found it cssentia~ although costly, to carry sizable backup stocks ofmaterials and to keep 

additional persons on their payroUs for making the necessary adjustments to tbe inevitable 

miscalculations and Unanticipated shifts in demand for their products and .emces. _. 


At the macroeconomic level, the major contribution of advances in lnformation technology 
and their incorporation into the capital stock is to reduce the number ofworker hours 
r"'luired to produce the nation', output, our proxy for productivity growth. Echoing a debate 
that is as old as Adam Smith, some viev.t the investment in new capital or the introduction of 
innovative production processes as athreat to our economy's capacity to create new jobs. 
However, because te<:hnological change spawns SO many opportunities for businesses to 
expand the runge and value oftheir goods and services, the introduction of new efficiencies 
has not led to higher unemplo}menl. Ratller, the recent period oftechnological innovation 

hns created a vihraot economy in which opportunities for new john and businesses have 

blossomed. . 


U.S. hnsinesses and workers appear to hnve benefited more from these recent developments 

tban their counterparts in Europe or Japan. Ofcourse, those countries have also participated 

in this wave ofinveotion and innovation, but they appear to have been .lower to exploit it. 

The relatively inflexible and, hence, more costly labor markets of these economies are a 
significant part of the explanatioD. Businesses in Europe and Japan race higber co.ts of 
displacing workers and reallocating labor to more productive uses, Because the high rates of 
return offered by the newer technologies are largely the result of a reduction in labor cost, 
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 countenanced both by law and by culture. Because our 

costs ofdismissing workers are lower, the potential costs ofhiring and the risks associated 

with expanding employment are less. The seeming result of significantly higher job dismissals 

has been, courrterintuitively, a dramatic decline in the U.S. uneruployment rate in recent 

years. 


One important lesson we have learned while living through de<:ades of technological advance 
is that we cannot anticipate with any precision how Innovations will be incorpOrated into our 

economic syst(;:ms~~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 

occupational employment for 1995, it correctly foresaw rapid gains in computer-related 

occupations, broadly defmed. 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 assume tasks previously performed 

by progranuners, 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 demaud for new computer applications will no doubt continue to spur dentand for those 

with tbe creativity and the higher-level conceptual skills that wiG enable us to increasingly 

harness technology to produce greater economic value. To be sure, e~commerce is already 
becoming a potent force ""thin and among businesses and between businesses and 
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consumers. Perhaps more intriguing are those as yet unrealized opportunities for computers 

and infonnation technology to further imptove the accunu:y ofmedical diagnoses and to 

complete the mapping ofthe human genome, or still unimagined opportunities for expanding 

our scientific knowledge mere generally. 


The potential coniributi~llS ;;rhi~';"-le~el researchers in the co;nputer and iIifofmation-' 

technology fields for improving the quality oflife are exceptional And they likely will 

continue to include contributions that raise the productivity ofless-skilled jobs and less­

skilled individuals. 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 ofoptimal use. In retailing, the development ofbor­

coding and Sl)llIlJljng has improved the efficiency ofsaJesperscns and cashiers while processes 

that link the information 1x1'ween the checkout counter, shelves ofinventories. and the 

factory fk>or have reduced businesses' uncertainty about customers' needs and shortened the 

lead times in satislYing 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 turn has lowered the costs ofprQviding a wide range of 
business services, 

Clearly, technological advances make some wholly manual jobs obsolete-for example, 
switchboard operators and tenders of typesetting machines. But even for many other 
workers~ a rapidJy evolving work environment in which the skill demands oftheir jobs are 
changing canl"ad to very real anxiety and insecurity about losing their jobs. Despite the 
tightest labor markets in a generation, more workers currently report to a prominent 
sampling flfID 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 to remain intense because I see nothing to suggest tbat the trends 
toward agreater conceptual content ofour nation's output and. thus~ toward increased 
demand for conceptual skills in our workforce will end. The rapidity of innovation and the 

unpredictability of the directions it may take imply a need for considerable investment 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 in the wOTkplace, 
Workers must be equipped not simply witb technical know-how but also with the ability to 
create, analyze, and transfonn infonnation and to interact effectiveJy with others. Moreover, 
that learning will increasingly be a lifelong activity. 

The heyday when a high-school or conege education would serve a graduate for a lifetime is 

gone. Todays recipients ofdiplomas expect to have many jobs and to use a wide range of 

skills over tbeir working lives. Their parents and grandparents looked to a more stable future­

-even ifin reality it often turned out otherwise. 


However one views the uncertainty that so many in our workforce are experiencing in their 

endeavor to advance, an economist can scarcely fail to notice a marketplace working 

efficiently to guide our educational system, defined in its widest sense, toward the broader 

needs ofour economy. But this is not new. The history ofeducation in the United States 

traces a patb heavily influenced by the need for a workforce with the skills required to 
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interact productively with the evolving economic structure. 

Early last century, advances in technology began to require workers with a higher level of 

cognitive skills, for instance the ability to read manuals, to interprct blueprints, or to 

understan<l formulae. Our educational system respouded: In the 19205 and 1930s, high­

school enroUment in tliis country expanded rapidly, pulling youth from rural areas, where 

opponunities were Umitcd, into more productive occupations in business and broadening the 

skills of students to meet the needs of an advancing manufacturing sector. It became the job 

of these institutions to propane students for work life, not just for a transition to college. In 

the COntext ofthe demauds ofthe economy at that time, a high-school diploma represented 

the training needed to be successful in most aspects of American enterprise. The economic 
returns for having a high-scbool diploma rose, and as a result, high school enrolhnent rates 
climbed. 

At the same time) our system ofhigber education was also responding to the advances in 
economic processes. Although many states had established land grant schools cartier, their 

suppon aceelemted in the late nineteenth cenlury as those whose economies specialized in 

agricullure and mining sought 10 take advantage ofnew scientific methods ofproduction. 

Early in the twentieth century, as the educators at Howard doubtless experienced, the content 
ofeducation at an American college had evolved from a classically based curriculum to one 

combining the sciences, empirical studies, and modern liberal ans. Universities respooded to 

the need for the application of science-panicularly chemistry and physics--to the 

manufacture of steel, rubber, chemicals, drug., petroleum, and other goods requiring the 

newer production technologies. Communilies looked 10 their instilutions of higher learning 

for leadership in scientific knowledge and for training of professionals such as leachers and 

engineers. The scale .ud scope of bigher education in America was heing shaped by the 

recognition Ihat research--the creation afknowledge-complemented teaching and training­

the diffusion ofknowledge.ln broad terms, the basic structure ofhigher educati.on remains 

much the same todsy, and it has been one that has proven sufficiently flexible to respood to 

the needs of. changing economy. 


Certainly, ifwe are to remain preeminent in transforming knowledge into economic valut\ the 
U.S. system ofhigher educalion must remain the world's leader in generating scientific and 

technological breakthroughs and in prepuring workers to meet Ihe evolving demands for 

skilled Iahor. However, the pressure to enlarge Ihe pool of .killed workers also requires that 

we strengthen the significant contributions of other Iypes 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 todsy can be crafted 10 fully suppon the requirements of one's lifework 

has been challenged. We need to foster a flexible educa.ion syslem--one that integrates work 

aod training and thaI serves the needs hoth ofexperienced workers at different stages in their 

careers and ofstudents embarking on their initial course of study. Community colleges, for 

example, have become insponant providers ofjob skills training not JUSt for students who 

may eventually move on to a four-year college or universily bul for individuals witbjobs­

panicularly old,,,. workers seeking to retool or retrain. The increasing availability ofcourses 

thaI can he "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 bave long argued that a significant proportion ofthe work knowledge that one 

acquires in a lifetime is produced on the job. Several decades ago, much of thaI on-the-job 

training was ucquired through work experience; today, businesses and labor unions are 

placing greate'!' emphasis on the value of formal education and training prograrns--ranging 

from corporate universities to pal1nerships with conunurnty colleges and other provlders:.-as 

weD as relationships with public agcncie:s~ including welfare-to~work and school·to-work 

programs. These efforts recognize that technologically advanced learning mu,t be grounded 

in real-world curticula that are relevant to changing business needs and that it be provided in 

lIeXlble venues that open access to development of skills to as many workers as possible. 

Clearly, investing in human capital to complement physical capital is perceived by many 

businesse, as adding to shareholder value. 


We are experiencing an extraordinary period ofeconomic innovation and have witnessed its 

d)1lBmic 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 

increase. in the inflation-adjusted value of their wages. Real wage gains have picked up for 

workers with less than a college education. These recent gains have not reversed the rise in 

W'dge inequality that occurred during the 1980s and early 1990s between workers with a 

coUege education and those with a high-scbool diploma or less. Nonetheless, the leveling off 

in that disturbing trend is an encouraging sign ofwbat we can achieve ifwe can maintain 

strong and flexible labor markets accompanied by low inflation. 


To reiterate a point that) mede last week at the White House conference on the new 
economy, it is not enough to create ajob market tbat has enabled those with few skills to 
finaUy be able to grasp the first rung of the ladder ofacbievement. More generally, "" 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 tbat enlarge the scope for competition and innovation and tbereby foster greater 
opponunities for everyone. In such an environment, the efforts ofbusmesses, labor leaders, 
educators, and workers to create practical solutions to the pressing need for skilled labor are 
most likely 10 ~Jcceed. I trust that your discussion, today will further tbat goal. 

To comment on this site, please fiU out our feedback fonn. 
Last update: April 11, 2000, 12:30 PM 
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A Skills Shortage, Not a Worker Shortage 

Employers are shouting from the economic hilltops of America, They call 
from high-tech suites in Silicon Valley. from manufacturing hubs in the 
MidweSt, and from the concrete canyons of Wall Street: We need workers! 
We need workers! 

I hear them and I share their concerns, But we do flot have a worker 
ShOrtage in America. We have a skills shortage. Even at our lowest 
unemployment in 30 yeafs, there are sil{ million Americans who are 
unemployed and looking for work, Four million more have stopped looking 
but want to work, Another three million are working part-lime but want a 
full·timejob, That's 13 million people. 

The time has come to read! out to these untapped pools of workers - in our 
c;ties aoo rural areas, on our Native American reservations, or coming out 01 
our high schools and commuruty colleges - and give them the skills to 
succeed, 

We are testing innovative solutions to ski!! shortages all around this country 
The examples that follow in this booklet illustrate what we can accomptish. 
I hope they will inspire you. as they have me. 

Building on these examples IS not only the right thing to do, it is the smart 
thing to cb It's smart, because without a supply of skilled workers our 
economic boom cou!d run out of gas. And it is morally rigl1t to invest in our 
vvorkers because America's core values demand equal opportunity and 
w;-dely-shared prosperity, 

Thank you for joining me at this first ever National Skills Summit. I lock 
forward to working with you to turn America's skiUs Shortage into a 
skills abundance. 

Alexis M. Herman 
U.S, Secretary of Labor 

us, Department of l.abor 

Alexis M. Herman. SlKretary 
Washington. D.C. 20210 
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INNOVATIVE iNmATIVES 

The Challenge 

Partners 

The Story 

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

The technology and telecommunications industries' overvII'helming demand for 
quatified workers, 

Communications Workers of America, AFl:CIO, the largest 
telecommunications union In North America, representing more than 630,000 
workers in the U,S. and Canada. 

Cisco Systems, a giant in the telecommunICations industry. speCializing in 
interactive software and information services. 

A week after sending her resume to the CommunlcatJons Workers of America, 
Navy veteran Maria Daloia had a terrific job in the high-tech industry. She is one 
of the many veterans taking advantage of the ~Military to WOrk" project, which 
li:tks experienced veterans with employers or helps them get the training tlley 
need to lap!) goodJobs. 

Cisco Systems and CWA use the Internet to test evaluate, and refer interes.ted 
military veterans to telecommunications companies or help them enter training 
programs to learn high·teCh skills. Now telecommunications companies sum as 
AT&T, Lucent Technologies. US West. and numerous smaller cable, security, and 
alarm companies are tDpping into this rcad11y available pool of experience<i 
workers. 

CWA reports that more than 150 veterans have been placed in jobs and most 
have starting salaries of about 514 per hour. At the end of four years. many 
veterans wi!1 be making the top craft rate of about S56,000 per year. 

Secretary Herman is especially pleased that veterans are being rewarded for 
their service by having the opportunity to become new workers in the new 
economy, 'Our veterans are some of the best workers 3 company couki want 
and they deserve the bes.t opportunities: the secretary said. 

This year, Stanly Community CoHege in North Carolina jOined tr.e prqiect to 
provide app,icants with long-distarce learning in certified skill programs. Cisco 
is ptoviding adtiitionallab equipment to meet the growing demand from 
veterans, Fourteen labS will be installed in CWA facilities In Florida, New York, 
New Jersey, Washington, Ohio, North Carolina. Texas, and the Midwest 
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Contacts Morton Bahr, President 
Ccimmunications Workers of America 
501 Third Street, NW 
vvashington, ,~~ 20001 202·434·1100 (phone) 202·434·1252 (fax) 

Steve Hill, Employment and Training Administrator 
Communications Workers of America ' 
501 Third Street NW 
Washington, DC 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) 

r 
3 

J 0013L 



NATIONAL

SiKILLS 

UMMIT 

BUILDING SKilLS 
\~: NEW ECONOMY 
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The Challenge 

Partners 

Th. Story 

Knowbility and Powershift Group: 
Accessibility Internet Rally IA.LR. Austin) 

Make the Internet more accessible to people with disabilities and introduce 

high·ted1 companies to the potential of employees with disabilities. 


Knowbility, a national non-profit organization providing educational 8;;Q 

employment opportunities in information technology to people with disabilities. 

Powershift Group, a technology venture developer buitding sustainable 
companies by providing management involvement and expertise, financing, and 
a global network of resources that increase the opportunity for success. 

JOSh and Amanda, 18-yeti"-old blind stL:dents, worked together as an Internet 
research team and were lookIng for experie'lce in Austin's high-tern industry, 
After attending the Accessibility Internet Rally -- now dubbed "A.J,R Austin"-­
they ended up with internships at a Powershift Group affiliate. In fact 
Powershift executives were so impressed by what they saw at A.LR. Austin 
they pfan to hire more young people with disabilities thiS summer, 

Powcrshift Group, Austin-bused high-tech companies, and Knowbility stage<! Ul€: 

first Accessibility Internet Rally two years ago so high· tech companies could 
learn about making the Internet accessible to people with disabilities and widen 
their employee pool to include people with disabilities. The rally gave Web 
deslgners and local high-tech firms a half-day of training on Internet accessibility 
teChniques. On the following day, teams of company personnel and non-profit 
staff and volunteers competed to design accessible Web sites, Last year they 
created 22 Web sites in one day, The event costs about $30.000 and includes 
corporate sponsors Mitsubishi, Electric America Found3tion, tBM, Applied 
Materials, and Infatec, 

"AS co-rnair of the President's Task Force on the Employment of Adults with 
Disabilities, I understand how important technology is to people with 

, disabilities,' Secretary Herman said, 'TeChnology not only rrakes their jives 
better. it offers tremendous opportunities for them to succeed in the workpl{lce. 
Adults wtth disabilities are a wonderful source for closing the skills gap: 

Knowbllity is planning similar accessibility rallies in Dallas and Denver. 

r 
4 

J 0014 



Contacts Steve Guengerich (Member, KnowbiHty Board of Directors) 
Agillion. Inc, (an affiliate of Powershift Group) 
Vice President of Program Management 
7600 8, North Capita! ofTexas Highway, Suite 220 

·AUstin. TX 78731 512·682:S'34Ip"one)·· 512-306-7331 If3x) . 

$tlarron Rush 
Execlltlve Director 
Knawbility 
PO. Box 684671 
Austin, TX 78768 512-478.4596Iphonelfax) 
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BUILDING SKIlt5 
I\: NEW ECONOMY 

INNOVATIVE INIT1ATlVES 

The Challenge 

Partners 

The Story 

Bell Atlantic Corporation and Northeast Career 
Planning: Train for 2000 

The InformatIon technology industry's need for high-skilled workers. 

Bell Atlantic Corporation, a leading-edge telecommunications company 
providing telephone, cellular aDd Internet services to customers from Maine to 
Virginia, 

Northeast Career Planning, a not-for-profit New York agency tht?t helps m'ore 
than 1.500 people with disabilities jOin the workforce annuaUj\ 

.In F(1bruory 1999, Northeast Career Planning asked Bell Atlantic to open its 
muiti·mm:on·dollar training centers to people with djS~lbiljtjes. Ben Arl8ntic 
accepted the challenge. 

A team made up of Bea Atlantic employees, NCP employees, community 
advocates, and independent contractors designed a unique program that 
allowed persons with dlsabilitres to use Bel! Atlantic's Multi·Media Learning 
Center tn Albany side.by·side with Bell Attantic employees, The pUot program 
trained 100 peopte in various computer software applications -- and 90 of them 
went on to increased wages or upgrades in their current positions. Bell Atlanhc 
absorbed the $75 per-student per-day expense for the pilot program of 'Train 
for 2000', The pilot in Albany proved so successful that "Train for 2000· will be 
extended to the Bell Atlantic location in long Island, 

6 
.10016 



Jaquelyn Gates 
VR Ethics, Compliance, and Diversity 
Bell Atlantic 
1095 Avenue of the Americas 
New YorK, NY 10036 212,395·2121 (phone) 212·395·2124 (fax) 

Contacts 

Marion MitUer, Director, Community Affairs, Northeast 
Bell Atlantic 
158 St<lte Street 
Albany, NY 12207 518·396·1052 (phone) 518·471-6640 (fax) 

. .. .. .. . 

7 ,, , 
r 
, JOOl7 .__ ._. -'" 




BUILDING SKilLS 
j~ NEW ECONOMY 

INf\OVATIVE L'lI11ATlVE5 

The Challenge 

Partners 

The SwtY 

Turner Jobs Corps Center and Albany State 
University: EXPECTS SUCCESS 

The technology indusuy"s overwhelming need for skilled workers. 

Turner Job Corps Center, one of the largest Job Corps Center in the United 
States. provid:ng employmen~. vocational. academic, and social skills training to 
disadvantaged youth ages 16 to 24. 

Albany State University. 8 university in Albany, Georgia, offerfng undergraduate 
and graduate degree prog~ams and community outreach, 

Albany State University developed the EXPECTS SUCCESS program to help 
young students and unemployed youth to gain long-term employment, hJgher 
entry-level wages, and life skills training. Ead1 year the program serves 300 
youth and young adults between the ages of 14 and 21 In addition to middle 
and high school students. ttlis innovative program serves young adults between 
the ages of 18 and 21 from Turner Job Corps in an on-campus computer 
technology laboratory, The Georgia Department of Labor ~s funding the three­
year pilot program. 

The five·week Microsoft. Office Certificate training program is offered in four 
sessions throughout the year, To date tne program has trained two classes For a 
total of 30 Turner Job Corps graduates. An additional 30 students are currentiy 
enrolled in the third $OSSlon. Two corporations - ;;lrocter & Gamble and Bank of 
America - have streamlined their application process to graduates, Mer 
graduation. stuoents are assigned to work·based learning sites for ongoing 
training and development and are then eligible fOf possible employment at the 
assigned sites. 

The EXPECTS SuCCESS program offers additiol"'-al benefits: 7.5 Continuing 
Education Units {CEUs). eligibility for SCholarships to continue their education, 
and u streamlined admissions process into ASU. 

8 [ 
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Contacts Wendy Boyd, Center Director 
Turner Job Corps Center 
2000 Schilling Ave, 
!llbany, GA.31"~05"1524 92,2.432.1178 (phone) 912.434.0383.(fax) 

Or. Carolyn Williams, Director 
Albany State University 
5000 College Dr. 

Albany, GA 31705 912·430·4600 (phone) 912·430·1606 (fax) 

(Fax) 912·430·3836 


Portia Holmes Shields, President 
Albany State University 
5000 College Dr, 
Albany, GA 31705 912·430·4605 (phone) 912·430·3836 (fax) 

( -­
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The Challenge 

Partners 

The Story 

Women Unlimited and the Maine Department 
of Transportation: Connecting Women to Jobs 
in Construction. 

The Maine construction Industry's urgent need for skilled workers, 

Women Unlimited, a non-profit trade and technical training organization that 
prepares women living in Maino for non·traditlonaijobs, 

Maine Dc"partment ofTransportation 

After years of adversity, Rose Higgins-Brown, former hairdresser and mother of 
twQ, signed up for Women Unlimited's training program at the Kennebec Valley 
Technical College. Rose W'dS 50 successful that even before she completed the 
program, which included surveying, nuid-poweI technology, and blueprint 
readipg, the Maine Department ofTransportation hired her About 18 months 
iater. a private compa;)y recruited Rose and later sponsored additional training at 
the Asphalt Institute at Auburn University in Alabama, Rose now own.s Western 
Maine Paving Company. 

Construction companies in Maine are among the employers shouting from the 
hilltops for new workers, Wo~n Unlimited knows that women can fill those 
jobs, The organization runs programs to prepare women for nontraditionaljobs. 
including truck driving, cmpentty, basic construction, auto teChnology, drafting 
and design, electlical wiring, masonry, materials testing, and many others. This 
program Includes entry·!evel and advanced training, Women Unlimited formed 
a partnershIp with the Mairle Department of Transportation to recn..:it, train, and 
place women for highway. bridge, or mass transit consuuctionjobs, 

The fourteen· week program includes certified hands-on skill training. a ropes 
course, weekly job shadowIng. and job readiness training. The Women 
Unlimited Job Bank connects graduates to more than 80 employers, 

Last year, 96 percent of graduates - a total of 122 - went 0.'1 to trade or 
technical employment, with an average starting wage of S8,70 per hour. (The 
average staftjrg wage in private industry was $9,50 pel h;)ur.) 

Karen Dresser is another of Women Unlimited's success stories, Karenjoined 
the Women Unlimited training program ot Eastern Maine Technical College and 
was qUickly hired at the Maine Department ofTransportation as a temporary 
engineering aide L working in materials testing. She was promoted recently to 
engineering aide II and accepted as a permanent employee. Thanks to Women 
Unlimited she enjoys a feeling of independence and teels that She' is a better 
role rnOdel for her two girls, Karen has also been hired by Women Unlimited on 
two occasions to instruct other women in materials testing. 
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Contacts Martha Piscuskas. Executive Director 

Women Unlimited 

71 Winthrop 51. 

<Augusta, ME 04339 207<623<7576 (phone) 207-6237299 (fax)- .. 
Jane Gilbert HR Director 

Maine Department ofTransPQrtatian 

State House Station #16 

Augusta, ME 04333-0016 207-287-3551 (phone) 

Gary Fitts, NE HR Manager 

Cianbro Corporation 

Hunnewell Square 

PIttsfield< ME 04967 207·487·3311, x237 (phone) 

Robin Wood, EEO Officer 

Reed & Reed 

WooIWIch< ME 04579 207-443.9147 (phone) 


Ken Christopher, EEO O:"ficer 

Crooker & Sons 

PO Box 5001 

Topsham< ME< 04066·5001 207·729<3331 (phone) 


ISEW Loca! 587. Don 8erry_ 800<698<8974 

ISEW Local 1253, Harry Lyons, 207-634-3088 

Carpenters Union 

Ironworkers Union 

Laborers Union 
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BUILDING SKILLS 
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INNOVATIVE INI11AID'ES 

The Challenge 

Partners 

The StQ1Y 

Home Builders Institute, National Association 
of Home Builders Women's Council. and Pozzi 

~~Window .Co.: Cornerstone. Project 

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

Home Builders tnstitute, the nat:on's leading source for education and training 
programs serving the home bdld ng ,ndustry, tr81'1lng skilled workers in 
residential construction. 

National Association of Home Builders Women's Council, a resource for 
women in reSidential construction, helping women develop careers in building. 

PozziWindows/JElO·WEN, Inc" is a division of JELO·WEN. a leading 
manufacturer of doors, 't"lnoows, and specialty millwork. loc;~ted in Klamath 
Falls, Oregon. 

Women make up only 10 percent of construction industry employees - and are 
an untapped pool of potentia! workers. After workiflg on a two-year program, 
funded by a Labor Department grant of $254,000. to increase opportunities for 
women in the building industry. the Home Bullders Institute collaborated wlth 
Pozzi to form an innovative mentoring program, called ·Cornerstone.~ 

By pairing experienced women in the industry with protegees, the partners 
hope to increase recruitment of women into the building industry to help meet 
the noed for workers. Cornerstone is funded by $300.000 in corporate 
donations. The prograf11 has doubled since it started in 1998 and continues to 
expand, with 40 nevv mentoring pairs matched already in 2000, 

Cornerstone partners produced several guides, a recruiting video and manual, a 
brochure, and a newsletter to help businesses establish mentoring programs, 

As a former director of the Women's Bureau, Secretary Herman is especjally 
Interested in seeing women enter non-traditional occupations. "This mentorlng 
program is about wom~n helping women'succeed, and 1n fields that many may 
~evcr have t~O.Jg1t possiole,' she said, "Non-traditional Jobs - and especially 
those in the building trades - pay a lot more and allow women to be successful 
and self-sufficiem,' 
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Contacts . Dernis Tarbeu, WANTO Project Coordinator 
Home Builders Institute 
1090 Vermont Avenue, NW, Suite 600 
Washington" Qc;, 20005 ,,~202,371,0600 /ph.',"e) 202,898,7777 (fax) 

Laura Ive)' 
Home Bullders Institute 
1090 Vermon~ AVBnue. NW. Suite 600 
Washhg:on, DC 20005 800,795,7955 (phone) 202,861,2170 (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 

JELDWEN, Inc, 

3250 Lakeport BlVd 

Klamath Falls. Oregon 97601 541,B50,2606 (phone) 
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ELTECH Systems Corporation: 
Cross-Training FulJ-Time Employees 
-to Create a More Flexible Workforce 

ELTECH's need For a stable workforce with lower employee turnover, increased 
productivity. and less need for temporary workers. 

ELTECH Systems Corporation, a leader in the marvfactunng 8r.cJ marketing of 
electrocnomistry tec.'>-Jnology and related products, 

ELTECH's Challenge was to build its V,fOrkforce from within, something 
Secretary Herman has encouragc(J en"lployers lnat rely on part·time or 
temporary workers to do. ELTECH thought it had a labor shortage. but when 
management officials decided to solve the problem internally they learned that 
they could have a stable, more flexible workforce by using current workers in 
ways that benefitted the company and t'1€ vvcrkers. 

By cross-training its full-time employees, hiring more full-time wmKers, training 
supervisors, and developing a team-based work environment. ELTECH 
eliminated the need for a large temporary \.VQrkfon:c. frequent training. and high 
turnover 

The company upgraded its training and developed more etficient work 
processes. It now has a stable workforce. 
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AI Barnes, Plant Manager 

ELTECH Systems Corp. 


Contacts 

464 Center Street 
C~ardon, 01:144024 ._i~O:385.0126 (phono) 

John Van Riper, Vice President of Operations 
ElTECH Systems Corp. 
464 Center Street 
Chardon,OH 44024 440·285-0126 (phone) 
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Intemational Association of Machinists and the 
Boeing Co.: Quality Through Training Program (QTTP) 

A rapidly dlangmg 'J'JOfkplace that can increase the number of dislocated 
workers, 

International Association of Machinists-(IAM), AFI..:CIO, machinists union 
representing workers in 200 basic industries. 

Boeing Company, the largest aerospace company in the wOrld. manufacturing 
commercial jetliners and military aircraft, and the largest NASA contractor 

Afk.>r eight years working at Boeing, worker Vicki Kramer was afraid she would 
have a hard t!me finding a newjob. Then she heard abOut the "Quality Through 
Training Program~ and Signed LID ror computer. blueprint reading, and precision 
measurement classes. Now she's worki:1g on a computer as an expeditor at 
Boeing's Harbor Pointe facHity" She says that Qnp gave her ·self·esteem and 
self-confidence to learn something new,~ Vicki is continuing her education in 
psychology with tuition assistance through QTTR 

Qnp is part of the collective bargaining agreement between Boeing and lAM 
to provide lAM-represented workers educalion assistance, career counseling, 
and personal development. The program helps lAM-represented employees at 
seven Boeing sites upgrade their skills to meet new demands in the workplace 
ard helps U:em cope wittl workplace changes, WorkerS can get profeSSional ' 
caroor counseilng and ski,]s .assessment to help them meet their goals, QTTP 
covers tuition at local community and technical schools_ 

Booing funds the program at $14 million a year. IncreaSed layotfs in recent 
years created greater demand for these fe-training and employment services, 
OTTP continues to evolve and grow. by linking 'NIth other companies and 
continually updating its services. An excellent example of labor-management 
cooperation, Qnp helps hundreds of workers keep pace In a rapidly changing 
workplace 
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Sandee Baker, Communicatfons 
lAM/Boeing Joint Programs 
6840 Fort Dent Way Suite 100 
Tukwila, Washington 98188 425·477·0007 (phone) 

Contacts 

Gary Jackson, onp Co-Director 
lAM 
6840 Ft. Dent Way, Suite 250 

Tukwila, Washington 98188 425-477-0010 (pIlone) 
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The Story 

City of Baltimore, Maryland and Civic Works: 
Community Improvement Teams 

~~--~-------------

To prepare today's young people for the workfOfce of tomorrow. 

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

Baltimore Department of Housing and Community Development 
Baltimore Department of Recreation and Parks 
Maryland Department of Natural Resources 
Police Athletic leagues 
Public Schools 

In the fall of 1997. James Harrison went to Civic Works looking for a stable job 
and an opportunity to earn his GED. He earned the GED, became a crew 
leader, was promoted to assistant supervisor on the public works team. and 
went to night classes at Baltimore City Community College. He is V\f{)rking 
towards his associate's degree in mental health and plans to get a bachelor's 
degree in psychology. 

CiviC Works offers training to young people between tr.e ages of 17 and 25, In 
199B, 14Q young men and women participated, About half were high school 
graduateS or dropouts and half had some experience in College. The program 
recruits through high school and college career fairs, community organizations, 
and service fairs, 

CiviC WorkS organized community improvement teams to tum vacant lots into 
parks and gardens, provide la1dscaping and other services [0 public housing 
developments, build trails in Baltimore County, and previde phYSical assistance 
to community residents when a storm, fire, or other disaster strikes. Another 
team rehabilitates houses that are then sold or rented to low- and moderate­
lr)Come families. Education and mentoring teams, which recruit youth with a1 
least tvvo semesters of college. provide tutors to work with children and tCCrlS 
after School at Police: Athletic Centers. 

Young people make visible and valuable contributions to the community, not 
only building work skills but also building theIr self·esteem, citizenship, and 
sense of connection to others. 

·One of the features I like best about Civic Works is that it introduces young 
people to the values of public service,' Secretary Herman said. ~8alrimore IS 
shaping future community leaders as we:1 as workers." 
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Dana Stein, Executive Director 
Civic Works 

. 2701 St. Locust Dr. 
Baltimore, MD 21213 410·366·8533 (phone) 410·366·1831 (fax) 

Contact 
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WomenVenture, Minnesota Teamsters Service 
Bureau and Auto Dealerships: Increasing Women's 
Representation in Automobile Service Jobs 

The high demand for Skilled workers in auto mechanics and auto service jobs, 

WomenVenture, a Twin ClUes non-profit organization tllat helps women move 
toward economic self.sufficiency. 

Minnesota Teamsters Service Bureau, provides training and workpface 
transition servlces for union memberS, serving thousands of vvorkers, 

WomenVenture and the Teamster ServIce BureaLJ are working with the Greater 
Metropolitan Automobile Dealers Association to establish apprenticesllips for 
Women. Women are under·represented in automobile and truck service, parts, 
and bOdy repair jobs. . 

WomenVenture and the Minnesota Teamsters Service Bureau wi!1 provide 
technical assistance with personnel policies. recruitment, and apprenticeship 
pOlicies. and will help identify skilled women who are available to work in the 
industry. Their goals are to get at least five auto dealerships to create 
apprenticeships and to break dovvn barriers to women working in the auto 
repair Industry. 

This prQ.iect is funded by a U.S, Department of Labor WtJmen in Apprenticeship 
and Nontruaitione! Occupations (WAN TO) grant or $7B.000. 

( 

20 
.10030 



Tene Heidelberg, President 

WomenVenlure 

2324 UniversIty Ave. 

SL Paul, MN 55114 651-646·3808. x 104 (phone) 651·641-7223 (fax) 


Contacts 

Jean Dunn. Executive Director 
Minnesota Teamsters Service Bureau 
3001 University Aven~e 
Minneapoi:s, MN 55114 612·676-3700 (phone) 612·676-3746 If,,) 
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UPS, State of Kentucky, University of louisville, 
Jefferson Technical College, and Jefferson 
Community College: Metropolitan College Program 

UPS's demand for workers in order to expand its WMdwide Air Hub 
in Louisvillo. 

UPS. the WOIid's largest package distribution company, transporting more than 
three billion parcels and dOCuments annually, 

State of Kentucky 
University of Louisville 
JeffersonTechnical College 
Jefferson Community College 

UPS needed to expand its Worldwide Air Hub in Louisville but COUldn't find 
enough workers. So the company created a new workfOfce by offering college 
students part-time jobs and a free education. Created in 1998, the 
'Metropolitan College Program" now has 1 .zOO students enrolled in the 
University of Louisv:Ue, Jefferson Technical College, and Jefferson Community 
COllege. That's also 1.200 part-time 1NOrkers for UPS. 

The students get a free education at any of the three schools, plus a housing 
subsidy, along with the jOb. which includes health benefits and a 401 (k) 
retirement plan, They also have mentors. The student·workers may get their 
degrees in any SUbject are not required to work for UPS when they graduate, 
and wi!! get help findi'1gjobs. 

The program Is runded with a $2 million gr.::nt from the state of Kentucky, 
$625,000 from the city of lo~isvit!e arid Jefferson County; and S100,000 from 
Greater lOUisville, Inc. UPS pays .about $4 million in tuition fees, contributed 
$l,'.mi!!iaJ) in classroom facilities, and $1.5 million in eqUipment. 

l 
,
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John Kinney, Workforce Developmef1t ManagerContacts 
UPS 
1515 Fern Valley Road 
LOuiSVIlle, Kentucky 40213 502·359·7309 (phone) 

Dan Ash, Executive Director 
Metropolitan College Program 
1000 Community College Drive 
Louisville, Kentucky 40292 502·935·1244 (phone) 
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Paraprofessional Healthcare Institute and Home 
Care Associates of Philadelphia: Training and 
Retention Program 

The acute shortage of skilled healthcbre paraprofessionals· home health aides, 
ce.1;if1oo nursing assistants, and personal Bttendar.ts. 

Paraprofessional Heatthcare Institute, a non-profit organization in New York, 
which dev€'lops worker-owned cooperatives that offer training and retention 
programs tor healthc3re paraprofessionais. 

Home Care Associates of Philadelphia, a worker-owned home health care, 
agency providing paraprofessIonal jOb tr31rlng and employing 70 home health 
aides serving more than 200 clients .'11Ol1thly. 

Yvette Beatty has gone from welfare to a seat on the board of directors at 
Home Care Associates. She has been with HCA for six years, having first 
trained with them as a home health aide, She is higrly valued by her cHeots as 
well as '"ler supervisors, Yvette was recently elected by her sister worker­
owners to HCAs Board of Directors, She and other HCA employees hold the 
majority of seats on tile Board, which makes all the business decisions for the 
company, 

TM£} shortage of home health aides, certified nursing aSsistants, and personal 
care attBr<lants Is so severe that agencies too often must tLfn patie'lts away 
Paraprofessional Healthcan? Institute and Home Care Associates developed a 
four,v'Ieek training pIogram to inCfcase the number of skilled workers and also 
cteated better jObs for them, hoping to reduce turnover, which runs 40 to 60 
percent for the Industry. 

HCA unl;ke most agencies, offers its employees full·:ime work, ful! benefits, 
opportunities for aav.:mcement. and the opportunity to serve on the company's 
board of directors. HCA also provides transoortation .• a problem for many 10\1'.1­

income \NOfkers, HCA has ten cars, wtlich ajdes can use to get to and from 
wrn'k, Foundations fund the $3,100 p¥ person cost of training th~ aides. 

'You can't get on the road to SiJccess unless you can first get on the road," 
Secretary Herman said, "J commend Home Care Associates for including 
transponation as part of their program,' 

( 
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Contacts Andy Van Kleunen. Director of WorkJorce Policy 
PHI 
349 East 149th Street, Suite 401 
Bronx, NewYock 10451 718-402·7766 (phone) 

Stcfanie Fine. Prosident 
Home Care Associates of Phila<lelphia 
1315 Walnut Street. Suite 832 
Philadelphia, PA 19107 215·735·0677 (phone) 
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