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MINUTES OF THE _senate .. COMMITTEE ON __Labor, Industry and Small Business

at

The meeting was called to order by Senator Alicia Salisbury

—1:30 amx/p.m. on February 27

Chairperson

All members were present except:

Senators Feleciano, Sallee, Oleen, Strick and Martin

Committee staff present:

Jerry Ann Donaldson, Kansas Legislative Research Department
Gordon Self, Revisor of Statutes Office
Phil Lowe, Secretary to Committee

Conferees appearing before the committee:

Charles Warren, President of Kansas Inc.

Charles Krider, Kansas University, Associate Director IPPBR

Ferman Marsh, Assistant Commissioner of Education

Jim Edwards, Kansas Chamber of Commerce and Industry

David DePue, Executive Director Kansas Council Vocational Education
Kevin Robertson, Kansas Association of Vocational Technical Schools
Connie Hubbell, Chairman, State Board of Education

Chuck Carlsen, President, Johnson County Community College

Norman Wilks, Kansas Association School Board

Bill Berry, Manhattan ATVS

The meeting was called to order by the Chairman, Senator Salisbury,
at 1:35 p.m.. She said the purpose of the meeting was to have hearings
on SB 698 concerning the Kansas existing industry training act.

The first conferee, Charles Warren, President of KXansas Inc.,
said SB 698 was introduced at their request and creates the Kansas
Existing Industry Training Program Act. The bill provides a wvehicle
to increase the availability of funding to provide training for existing
industries. Mr. Warren distributed copies of his written testimony
(Attachment I).

Charles Krider, Director of Business Research Institute for Public
Policy and Business Research University of Kansas, presented the members
of the committee with copies of his testimony (Attachment II), and
also a copy of a recent study conducted at the Institute for Public
Policy and Business Research entitled "Work Force Training: The
Challenge for Kansas". (Attachment III). He stated that the proposed
legislation addresses the needs of the current work force for retraining
and does not compete with nor duplicate the efforts of KIT/KIR programs.
The needs of many existing businesses are not being met as those firms
do not qualify for KIT/KIR aid because they are not expanding at the
specified rate.

The next conferee, Ferman Marsh, Assistant Commissioner of
Education, explained some of the training programs as they exist.
He stated the Department of Education works closely with KIT and KIR,
and with the Department of Commerce and Department of Human Resources
in their training programs. He noted that they are attempting to meet
the needs of business and industry in Kansas through an economic
development course approval process. SB 698 gives the Department the
opportunity to expand the adult training to go into partnership with
business and industries through their post secondary institutions and
offer training tailored to meet the needs of requesting companies.

Unless specifically noted, the individual remarks recorded herein have not
been transcribed verbatim. Individual remarks as reported herein have nat
been submitted to the individuals appearing before the committee for

editing or corrections. Page
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Jim Edwards, Kansas Chamber of Commerce and Industry, in his
testimony said their organization endorses the concepts of SB 698.
(Attachment 1V).

David L. DePue, Executive Director, Kansas Council on Vocational
Education, appeared in support of SB 698 and said this legislation
is a very appropriate use of economic development funds. (Attachment
V). He stated that SB 698 is important for three reasons: (1) Eighty
percent of the jobs in Kansas are in existing businesses with fewer
than 10 workers; (2) SB 698 would help many of the targeted populations,
the single parent and the displaced homemaker, as well as, the limited
English speaking and minority worker; (3) This legislation would provide
an appropriate match for federal funds, therefore, doubling the impact
on Kansans.

Kevin Robertson, Director of Governmental Affairs, Kansas
Association of Area Vocational-Technical Schools, stated that SB 698
addresses the dilemna which currently exists for AVT school
administrators - the more successful they are in promoting their schools
to deliver customized training, the more money they will lose. Under
the present system of reimbursement for AVT schools providing customized
training to business and industry, the school does not receive funding
confirmation until after the training has been provided - if at all.
Since funding is not guaranteed, it makes customized training a risky
business. If state aid is not approved, the AVT school is left with
only the 15 percent tuition paid for by the student to defray the cost
of the program. (Attachment VI).

Connie Hubbell, Chairman of the State Board of Education, stated
that SB 698 provides an excellent opportunity for community colleges
and area vocational schools/area vocational-technical schools to respond
to the needs of business and industry. (Attachment VII).

Chuck Carlson expressed the support of the Kansas Association
of Community Colleges for SB 698. (Attachment VIII).

Norman D. Wilks, Labor Relations Specialist, Kansas Association
of School Boards, noted that their association expresses its support
for SB 698 provided the funding continues to come from the Economic
Development Initiatives Fund and not from the State General Fund.
(Attachment IX).

Bill Berry, Director of the Manhattan Area Vocational-Technical
School, apeared before the committee and listed several reasons why
they support SB 698. His written testimony is (Attachment X).

Dr. Krider suggested an amendment on page 3, line 2, by deleting
the words "and expanding". He stated the intent of the Dbill was
"existing Kansas business" without the requirements of the expansion.

Staff briefed committee on SB 699 which would amend the
Administrative Procedures Act concerning the Public Employees Relations
Board. The bill was requested by Merrill Werts, a member of the Public
Employees Relations Board.

The meeting was adjourned at 2:30 p.m.

The committee will meet again Wednesday, February 28, 1990.
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TESTIMONY ON S.B. 698

by

Charles R. Warren
President
Kansas Inc.

Senate Committee on Labor, Industry & Small Business

February 27, 1990

Madame Chairperson, members of the committee, my name is
Charles Warren and I am President of Kansas Inc. I am here in
support of S.B. 698 which would create the Kansas Existing Industry

Training Program Act.

S.B. 698 addresses a significant unmet need identified in our
report on Workforce Training authored by Charles Krider of the
University of Kansas: training of existing workers, particularly
those in smaller companies.

The Kansas Inc. report was presented to our Board of
Directors. At the January 1990 meeting, the Board adopted the
following policy position: "recommends that the appropriate
legislative committees consider the policy options on workforce
training . . . to develop and implement a more responsive training
and retraining system." The Board of Directors has not had the
opportunity to review S.B. 698. It has not taken a position on
this specific bill. T should also point out that the funding
stipulated in the Bill is not included in the Governor's Budget.
In fact, this bill was prepared only a few weeks ago. This bill
provides a vehicle for the Committee to discuss the options
presented in our report to increase the availability of training
for existing industries.

One of the most important factors in the growth of business
and industry throughout the country is the availability of skilled
employees. This is particularly important for Kansas as it faces
greater and greater challenges from other states and other

countries. Jim Schwarzenberger, vice-president of WI/SE
Partnership for Growth stated in the Wichita Eagle on February 25,
that, "'This is the issue of the 90's.'" This program is designed

to address these challenges and to provide an opportunity for our
community colleges and vocational technical schools to develop and
market a training program which can help insure a strong workforce.

Approximately seventy-five percent of Kansas businesses employ
less then 10 individuals. This percentage is even nearer 90% in
the rural areas of the state. It is this significant category of
businesses whose employees are not receiving the type of training
which they need to successfully compete. Most small companies do
not have formal in-house training which is typically available in




larger businesses. As well, they do not have the capital resources
to purchase training services from private vocational institutions
or equipment manufacturers.

This program does not duplicate existing state training
activities. The Kansas Industrial Training (KIT) and Retraining
programs (KIR) are designed to help attract new industry to the
State and to assist larger companies which are expanding,
introducing new or existing technologies, or restructuring. Both
are designed to help a very specific group of businesses and are,
therefore, unable to address the concerns of these smaller,
typically rural businesses.

The training needs of these businesses are, quite often,
different then those of a larger business which may be introducing
sophisticated technologies. They, on occasion, may require
advanced technical training but most often they need upgrades in
basic technical and academic skills. These requirements,
nevertheless, are essential to the continued viability of the small
business community. This training also provides a strong
foundation from which a small company may grow and increase its
contribution to the community's long term prosperity. As Ron
Fundis, professor at Fort Hays State University, stated in this
Sunday's edition of the Wichita Eagle: "... small industries
[employing less then 10 persons] are where a rural region's Jjob
hopes lie..." (See attached article)

Community colleges and vocational technical schools have been
attempting to address these needs and concerns but are hampered by
a lack of funding. This program would further the mission of these
institutions by allowing them to effectively reach out to their
local businesses and offer assistance. The local involvement by
the community, college and vocational institution will help ensure
the successful implementation of this program because it is these
institutions which are most aware of their communities' needs.

Senate Bill 698 suggests a new focus to existing state

training programs. I hope the committee will consider this and

other options presented in our report as it continues its efforts
to ensure that the Kansas workforce maintains the standard of
excellence for which we are justifiably proud.
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INTRODUCTION

Kansas has recognized several strategic elements for economic
development: human capital, infrastructure, capital markets,
entrepreneurial environment, technology, quality of life and
institutional responsiveness/capacity. Traditionally, Kansas has
been strong in human capital and, consequently, this area has not
received priority attention in the economic development initiatives
passed by the legislature since 1986.

Training and retraining are vital parts of any effort to
improve the state’s human capital. A well trained work force makes
the state more competitive by increasing productivity, allowing
firms to lower costs of products, improve product gquality , and
increase sales.

PROBLEM

Our research at the Institute for Public Policy and Business
Research indicates that Kansas firms perceive (and expect in the
future) a moderate to severe gap between the skills of newly hired
employees and the skill levels required by the firms. Skill
requirements are rising and will continue to do so. Current
employees will need retraining to cope with the rapid technological
changes occurring in the work place.

A shortage of traditional new workers (white males) will also
require Kansas to retrain existing workers, and to bring non-
traditional workers such as women and minorities into the work
force in occupations requiring technical skills.

Adult education will become a critical issue as 75% of the

work force has already graduated from the secondary education
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system. Those adults already in the work force and those seeking
to enter will need to acquire or upgrade their academic and
technical skills. The current education system faces serious
challenges in meeting the training needs of adults who return in
increasing numbers every year.

According to the recent study conducted at the Institute for
Public Policy and Business Research entitled "Work Force Training:
The Challenge for Kansas", less than half of the firms surveyed had
used technical or vocational training within the last five years
and reported that adequate training to meet their needs could not
be found and that such training was too expensive. This suggests
that customized training is needed.

Customized training is designed and tailored specifically to
meet the needs of a particular client. Eighty-two percent of all
the firms surveyed agreed that customized training is more cost
effective than other forms of training. However, the overall level
of promotion of such training by community colleges and area
vocational technical schools is low. Sixty-five percent of
community colleges and seventy percent of AVTS have never promoted
customized training programs. These institutions, for the most
part, do not have well organized mechanisms for marketing
customized training and many actually choose not to aggressively
market them due to a lack of funding. These same institutions are
willing to provide such training programs if the support exists.
Similarly, there is a willingness on the part of business to
participate in the development and improvement of training

programs. Mechanisms to encourage meaningful participation need to

<

2 -3



be developed to facilitate business commitment and partnership in
postsecondary technical education programs. State leadership and
assistance are needed.

SUPPORT FOR SB 698

The proposed legislation addresses the needs of the current
work force for retraining. As part of the state’s cohesive economic
development strategy, SB 698 targets existing industries and the
retraining requirements of their workers. It neither competes with
nor duplicates the efforts of KIT/KIR programs. The needs of many
existing businesses are not being meet as those firms do not
qualify for KIT/KIR aid because they are not expanding at the
specified rate. This is especially true for small businesses
located in rural counties. To promote human capital investment by
small and medium-sized firms (the backbone of the Kansas economy) ,
these firms need access to external funding sources to help support
training costs. Without this support, small and medium sized firms
will not remain competitive.

While SB 698 encompasses a broad definition of training
programs and also includes expanding businesses, the emphasis

should be on customized training and existing industries.
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Kansas Inc. is a publicprivate partnership created by the 1986 Kansas Legislature. The organization, through
objective research and analysis, seeks to provide the Kansas leaders and decision-makers with policy direction that can
improve the economic competitiveness of Kansas. Kansas Inc. serves as advisor to the Cabinet and Legislature, analyz-
ing the State’s tax, regulatory, and economic development policies. It conducts rescarch and recommends actions to

produce a growing Kansas.

A Board of Directors of 15 members directs the activity of Kansas Inc. The Board is Co-chaired by Governor
Mike Hayden and M. Eric Jager of Kansas City. Board composition is defined by statute and contains a majority of private
sector membership from the following industries oil and gas, financial; aviation; agriculture; and, a value-added manu-

facturing firm. Additional
membership comes from la-
bor, the Board of Regents, the
Commanding General of the
Kansas Cavalry, the Secre-
tary of the Department of
Commerce, and holders of the
four Legislative Leadership
posts. Kansas Inc. is funded
two/thirds by the State of
Kansas and one/third
through private sector invest-
ment.

This study was
undertaken by Kansas Inc. in
recognition of the impor-
tance of the Kansas
workforce to the continued
growth and vitality of the
state. This importance will be
even greater in the coming
decade as we adjust to the new
economic challenges. ]
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INTRODUCTION -

WORKFORCE TRAINING:
THE CHALLENGE FOR KANSAS

The future of Kansas
depends on an educated
and skilled work force

The availability of a well educated, skilled work
force is crucial for Kansas’ economic development in the
1990°s The most important incentive the state can offer
companies to affect their location or expansion decisions i
5 trained work force to meet their current needs and a
training system that is responsive t0 needs for work force
training and retraining. Firms will be more likely to locate
or expand in Kansas if a suff’ icient number of employees
with the appropriate skills are available. Consequently, a
major policy objective for Kansas should be to ensure that
the technical training system remains & competitive advan-
tage for economic development in the 1990’s. The purpose
ofﬂuisreportistoasssthesu'engﬂlsandwalqwesdﬂaat
system and to identify policy options to ensure that the
training and retraining needs of business will be met in the
next decade.

The education challenge in Kansas, and in the
United States, is substantial. Basic academic skill training
must be emphasized at the primary and secondary educa-
tion levels (K through 12) so new entrants to the labor force
arrive with adequate reading, computation, COmmMunica-
tion, and problem solving skills The education system has
not given as much attention to secondary (high school)
students who do not plan to pursue a four-year baccalaure-
ate program. Not 2all jobs require 2 four-year university
degree, but more jobs in the 1990 will require higher skill
levels in reading, writing, computation, problem solving
and other basic academic skills, as well as higher levels of
technical skills Thus, the state and its educational institu-
tions that provide basic academic and technical training
must focus on meeting the needs of this population if
Kansas work force is to meet the needs of business n the

1990’s.

Because 75 percent of the work force has alrcady
graduated from the secondary education system, adult
education has also become a critical issue. Those already
in the work force or adults seeking to enter the work force
need to acquire or upgrade academic and technical skills.
The technical and vocational education system was de-
signed to address the needs of secondary and postsecondary
students (those seeking additional training immediately
after high school graduation). It was not designed to meet
the needs of large numbers of adult learners. Thus, the
system faces serious challenges in meeting the training
needs of adults who return in increasing numbers every year.

This report focuses on postsecondary technical
education that is primarily offered through community
colleges and area vocational technical schools These are
the public education institutions that are increasingly re-
quired to meet the needs of postsecondary and adult students
who need training and retraining, Their training needs go
beyond technical skill training. Increasing numbers of
postsecondary students and adults also need training and
retraining to improve reading, computation, communica-
tion, and other basic academic skills.

The demands on the technical education system
will increase in the 1990’s for several reasons 1. Demo-
graphic changes indicate that the growth in the labor force
will slow and labor shortages, not unemployment, will be
the major concern. 2. The composition of the labor supply
will change as most of the growth will come from minorities
and women. 3. The skill requirements of business have been
increasing because of technological advances 4. Changes
in management practices indicate that workers will have a
greater responsibility for how their work is performed and
for the quality of their work. 5. International competition,
particularly from Japan and Europe, will continue, and this
competition will increase the importance of technical
education in the state’s economic development efforts.

One of Kansas major strengths is its work force.
Kansas ranks higher than the national average in work
force quality. The quality of the work force is due in part ©
the quality of educational institutions and the use of techni-
cal training institutions to maintain a competitive work
force. A strong educational system that is responsive to
business needs is critical in maintaining the state’s ability
to of fer industry a well trained work force. Thus, the key
question is what should the state do over the next few ycars
to position the training system for the 1990°s? The major

s-¢ 1



WORKFORCE TRAINING

goals of this study were ta

1. Develop a database describing the current train-
ing system that could underpin policy development;

2. Propose policy options.

To achieve these goals, six broad areas of research were
undertaken:

L. An analysis of the changes in the world, US, and
Kansas economic environment and labor supply and the
implications for technical training (Chapter 2).

2. A survey of Kansas businesses assessed training-
retraining needs and determined how those needs were
being met by institutional training-retraining providers
(Chapter 3).

3 A survey of institutional training-retraining pro-
viders assessed how effectively the state’s human capital
nceds are met. This included on-site visits, surveys, and
examination of statistics collected for all state supported
educational institutions that provide vocational and techni-
cal training (Chapter 4).

4. A survey of vocational-technical institutions’
advisory committees assessed how business advisors im-
pact the systemn (Chapter 5).

5. The Job Training Partnership Act (JTPA) and
Carl Perkins Act in Kansas were examined to determine
ways that federal funding could be utilized to enhance
existing state training programs and benefit state economic
development plans. Literature reviews and interviews
provided information for this analysis (Chapter 6).

6. An assessment of other states’ training-retraining
programs examined strategies used to strengthen the im-
pact training has upon state economic development. Infor-
mation was collected through on=ite visits to key states and
review of literature describing state programs (Chapter D.

Based upon the results of the research, policy
options (Chapter 8) are proposed. These policy options do
not attempt to identify specific areas of skill shortages or to
identify what particular training programs should be ex-

panded. Rather, the policy options focus upon improve-
ments in the system that, if implemented, would enable the
state to address skill shortages on a continuing basis
throughout the 1990’s. The policy options address the
following major areas:

1. Training Programs - integration of basic aca-
demic skill training with technical skill training, compe-
tency based training;

2. Funding - modernize funding systems to provide
incentives for competency based training and encourages
program development and expansion in areas having great-
est economic development impact;

3 Customized Training - encourage mechanisms
that enable community colleges and AVTS’ to respond
more effectively to the growing need for customized train-
ing;

4. System Coordination - encourage program coor-
dination between secondary and postsecondary institutions
in the form of credit transfer and program planning, and
encourage program coordination between different types
of postsecondary institutions so a well<coordinated system
develops;

5. Business Role - encourage business-technical
education partnerships to ensure meaningful business input
in such important areas as def ining competency levels for
training, faculty development, equipment decisions, train-
ing program focus and content.
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Background

BACKGROUND:

THE VOCATIONAL-TECHNICAL
TRAINING CHALLENGE

The vo-tech training system
in Kansas must ad just
to changes in the economy

Human capital is a key element of Kansas’ eco-
nomic strategy. Kansas has recognized several strategic
elements for economic development human capital, infra-
structure, capital markets, entreprenieurial enviornment,
technology, quality of life and institutional responsiveness/
capacity. Traditionally, Kansas has been strong in human
capital and, consequently, this area has not reccived priority
attention in the economic development initiatives passed by
the legislature since 1986. There were more serious defi-
ciencies in the other economic development elements that
required immediate attention. The opportunity Now exists
to address the human capital component of the state’s
economic development strategy so that this current strength
will not erode in the 1990’s.

Training and retraining isa vital part of any effort
to improve the state’s human capital A well trained work
force makes the state more competitive by increasing pro-
ductivity, allowing firms to lower costs of products, Improve
product quality, and increase sales. Training and retrain-
ing increases the basic academic and technical skills of
workers, and provides a flexible work force that is more
adaptable to changes occurring in the work place.

The vocational-technical training system in Kan-
sas, and other states, must adjust to changes that are occur-
ring in the US. economy, particularly i manufacturing and
servioss First, products and  processes are changing rapidly
in an era of innovation based on science and technology.!
Experts predict a shift from homogeneous product, assermr
bly-line mass production to customized, job batch, human-
capital-intensive processes.? Second, increasing interna-
tionalization of the US. economy and intense global com-
petition places a high premium on productivity growth3

Third, in the context of a relative, though not absolute,
decline in manufacturing employment, remaining manu-
facturing jobs require greater skills and higher levels of
basic education and training.

This chapter will identify and explore the follow-
ing changes in the economic environment and their impli-
cations for technical training 1) the emergence of a world
economy; 2) the impact of rapid changes in technology; 3)
changes in management style and management expecta-
tion of employees; 4) the shift from goods to services; and 5)
changes in labor supply. The basic conclusion is that the
skill requirements of business are increasing at a time when
demographic changes insure increasing shortages of labor.

Emergence of a World Economy

While there still may be local markets for some
goods and services, there is only one economy: the global
economy. Kansas’ firms must compete on cost and quality
both nationally and internationally. Internationalization is
changing the very nature of political and business institu-
tions, economic policy making, and even how day-to-day
business is conducted. The United States, like other high-
wage nations, will be forced to concentrate on management
systems, technology, human resources development, and an
alignment of regulatory pressures with businesses’ ability to
operate efficiently.

Impact of Technology

Developments in science, technology, and indus-
trial organization are rapidly changing the structure of the
international economy. Developments include:

L the introduction of new products and process in the
microelectronics industry which are changing methods of
industrial production. An important example of this is
information storage and processing,

2. the establishment of high-speed global communi-
cations network enabling instantaneous worldwide com-
munication, thereby integrating markets and enabling
centralized management of globally dispersed ndustries;

3. the establishment of new patterns of industrial
organization allowing new producer/supplier relation-
ships such as just-in- time inventory Systems;
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4. the development of new advanced materials re-
placing traditional raw materials, due to the materials’
hardness, resilience, and durability;

S. bioengineering advances promising better health
and freedom from disease and birth defects and the poten-
tial for an oversupply of agricultural commodities.

Kansas’ firms must rapidly update processes and
products. Internationalization and technological change
enables Japanese manufacturers to bring new products to
market more quickly than Kansas’ manufacturers (and in
many cases with higher quality and lower costs) thereby
gaining market share. The state has already taken steps to
assist Kansas manufacturers to become more competitive
by establishing the Kansas Technology Enterprise Corpo-
ration (KTEC) to foster innovation in existing and develop-

goes responsibility. To handle the responsibility, workers
need flexible training in many tasks and are of'ten required
to work in teams or “work groups” In short, a workers’ job
provides information about what is going on “out there”
what place their position occupies within the system, and
allows the independent thought necessary to take action in
response to unusual events,

The Japanese and some US. companies have es-
tablished systems that depend on high quality human re-
sources, and require a high degree of employee involve-
ment. Taking a cue from noted quality expert W. Edwards
Deming, business thinking has begun to evolve, It is not
sufficient to find and hire good people to work in a firm.
Businesses constantly require new information and new
skills to deal with new methods of production and changes
in the work place. Investment in people through education
and training is a prerequisite for long- term planning and
survival.

ing businesses.

Change in Management Style and
Expectations

Figure 1

PROPORTION OF KANSAS PERSONAL INCOME

by industry - percentage share

Skilled employees, skillful man-
agement, and innovation must be combined

to improve productivity and quality in the Q15 -
work place. The United States has had a 014
management system that emphasized two 013+

parts - sophisticated equipment and proc-
esses - and neglected the third - workers In
the traditional mass production system,
tcchnology was stable and allowed long
production runs. Workers needed few skills
since their tasks were so narrow, often bro-
ken down into the smallest possible activity.
Management assumed that workers needed
to be forced to work and closely supervised.

The waditional mass production
system has given way to a more flexible
production system. Rapid technological
changes have created a new production
system that is characterized by short runs of
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rclatively few products. This system re-

quires workers to take initiative and solve problems. The
worker must consider not only the machine at the work
place, but also the preceding and following parts of the
process. This requires information and with information

Changes in the U.S. and Kansas Economy

Services have also become a more significant part
of the economic pie as Kansas’ economy has modernized.
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Figure 2
NINE LARGEST SERVICE INDUSTRIES
1986 - million of employees

of total employment.
In 1950, the service sector (excluding fi-
nance, retail, transportation, and public utilities)

D Daany
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accounted for approximately 9 percent of em-
ployed civilians, by 1970 for 15 percent, and by
1988, 22 percent. @ The service- producing sector,
including finance, retail, transportation and
public utilities, now accounts for 70 percent of
American employment, up from 45 percent in
1950. By 1988, the service sector in Kansas
employed 18 percent of workers, service-produc-

ing industries (includes transportation and public
utilities, wholesale and retail trade, finance, serv-
ices, government), 49 percent, and manufactur-
A ing, 15 percentX®

Many of the new jpbs fall mto unfamiliar

el Edu. Heltr Govt FIRE Rest WTL T/PU BusSe categories. This is particularly true where infor-

Services have provided an increasing portion of personal
income in Kansas (Figure 1) Services also employ many
millions of Americans (Figure 2). The proportion of
manufacturing employment t0 employed workers has
fallen from 25 percent in 1950 to 17 percent of the US total®
At the high-point of the American age, 26 percent of all
personal income was derived from manufacturing, now it
is 15 percent® Services, once les than ten percent of per-
sonal income, now excced manuf acturing,

Manufacturing will remain a significant element
of the US. economy. In 1947, manufacturing accounted for
roughly 22 percent of GINP; it still does” Part of the reason
for this success despite lower employment overall has been
increases in manufacturing productivity through the 1950s
and 1960s, as well as the later 1980s. However, for the
United States, and for a less-intense manufacturing state
such as Kansas, to rely on manufacturing as a major
provider of jobs would not be wise. Further increases in
productivity in the manufacturing sector will come at the
expense of total proportional employment. Indeed, noted
business author Peter Drucker predicts that by 2010, indus-
¢rial workers will compose no more than 5 or 10 percent of
the American work force, following the path begun in the
nineteenth century by agricultural workers®

New jobs have been provided primarily by the
service sector. While the “labor” part of much of business
is increasingly easy to automate, the jobs which require
imagination, learning ability, or interpersonal interaction
are not. Subsequently, these jobs are an increasing fraction

mation as a commodity is playing an increasingly
important role, by changing production processes and man-
agement approaches. Awkward terms such as “para-pro-
fessional” are used to designate these new, unfamiliar roles.

Changes in Labor Supply
An examination of changes in the work force

through the remainder of the century revealed that several
keyd:angesa:eoocmring First, the growth rate of the labor

—
Table 1 \
US. LABOR FORCE, 1950-2000
(in millions)
Gams from

Year LaborFarce  Previous Period

1950 622 95

1960 69.6 74

1970 828 132

1980 106.8 24.1

1990 124.6 180
\_ 2000 140.5 156 .

supply will slow for the US. (Table 1), and for Kansas
(Table 2). Thisis the result of a decline in new entranis mto
the work force. New entrants into Kansas’ work force - thoe
of ages 15-24 - peaked in 1980 (19 percent of the Kansas
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Figure 3

NEW ENTRANTS TO LABOR FORCE

(shown as percent share)

100
15

tion are not available for
Kansas Table & shows that
minorities’ participation has
increased in Kansas
Women and mi-
norities will make up 62 per-

i
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cent of the work force by
2000. Immigrants, women
and minorities will account
for 85 percent of the US.
labor force by 2000. Figure 3
shows that in 1985, native
white males comprised the
largest proportion of the la-
bor force, and the native
white females group was the
second largest. White males
will comprise only 15 percent
of the net additions to the

Native White Males
Native White Females

Native Non-White
Males

Native Non-White
Females

Immigrant Males

Immigrant Females

7T

B
© o en
©

Labor Force, 1985 Increase, 1985-2000

labor force between 1985
and 2000.

Depending upon
wornen and minorities to fill
jobs raises serious training

population) and will decline to below 14 percent of the
Kansas population by the year 2000 (Table 3) Similar
trends will also occur for the US. wark force. Already small
manufacturers report they are having difficulty f illing job
openings. Table 4 shows they are having more diff iculty
filling skilled labor and mid- to senior-level executive posi-
tions and less difficulty filling unskilled labor and clerical
positions.

To fill labor shortages caused by the decline in
white male entrants into the work force, businesses are
turning to other, previously neglected populations for new
entrants. There is a growing participation of women in the
work force. Twor-thirds of labor growth in the US. over the
last two decades has been due to women, and this growth
will continue (Table 5) Table 6 shows that women’s par-
ticipation in the Kansas work force has grown and is pro-
Jected to grow to 475 percent of the total work force by the
year 2000.

Minerities will also become a larger share of new
entrants into the US. Iabor force. Non-whites will make up
29 percent of new entrants between now and the end of the
century (Table 7). While projections of minority participa-

issues. Women and minori-
ties have composed a disproportionate share of those with
poorer quality education and skill-training. There are
major problems in the American educational system. Every
year in the United States, one million young people drop out
of high school In some inner cities, this can approach 50
pereent of all young people. Of the 24 million who gradu-
ate each year, perhaps as many as one quarter cannot read
or write at the eighth grade level - the “functionally literate”
level Indeed, most seventeen year old persons cannot sum-
marize a newspaper article, write a good letter requesting
a job, solve real life math problems, or follow 2 bus sched-
ule
But what about new entrants over the next several
decades? The Hudson Institute projects that more than
three-quarters of the nation’s new workers will have limited
verbal and writing skilks - that is their reading vocabulary
will not exceed 6,000 words, their reading rate will not
exceed 215 words per minute, and their writing ability will
not exceed writing compound sentences. Indeed, the
Hudson Institute estimates that only 22 percent of new
employees will be able to function at a level higher than
this.12

6
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The Bureau of Labor Statistics estimates that, dur-
ing the 1980s, some 2.3 million workers were displaced each
year. Approximately 30 percent of the displaced workers
lacked the most basic skills - reading, writing and arithme-
tic. Asa result about one-third of them never found new s
Others found jobs, but at much lower pay.®

At the other end of the spectrum there are ako prob-
Jerns among highly trained workers, particularly scientists
and engineers. The actual percentage of students who
choose to enter these fields has remained roughly constant.
In the past thirty years, only four percent of all 22-year oid
persons acquiring bachelor degrees chose science or engi-
neering, according to the National Science Foundation

How does Kansas compare with the rest of the
United States on the basis of educational achievement? One
can sum up Kansas' relationship to nine states most similar
to Kansas (North Dakota, South Dakota, Nebraska, Colo-
rado, Oklahoma, Missouri, Jowa, Indiana, and North Caro-
lina) as exceptional. The per-

civilian labor force; the ratio of employed adults to total
adult population; and the ratio of workers employed in ad-
vanced technologies to total employed workers. For the
comparison states, only Colorado exceeded Kansas in this
category.

Change in Labor Demand

In 1980, approximately 7.1 percent of the US ci-
vilian labor force was unemployed. At this same time, ap-
proximately 4 percent of the Kansas civilian labor force was
unemployed® Moreover, the participation rate - that is, the
number of people in the labor force divided by the total
population - has been increasing in Kansas. In 1970, 582
percent of all Kansans were in the labor force. In 1980, this
had increased to 638 percent. 1 The Kansas Business Re-
view published figures for employment in Kansas for high

technology workers.

—

centage of adults 25-64 in the Table 2 ) Between 1970 and
United States who have com- 1980, there were
pleted high school is 66.5 per- K ANSAS TOTAL EMPLOYMENT, 1950-2000 increases in the
cent. In Kansag it is 733 percent. ’ number of high tech-
Most states comparable to Kan- Year Labor Force % Gain From nology workers em-
sas rank roughly equal to or be- (thousands) Previous Period ployed. The number
low Kansas (Table 9). Kansas of computer person-
also compares well with the nine 1950 724 X ne! employed rose
comparison states in percentage iggg gg lé 4429 percent, gnd
of adults with one to three years 1980 1131 28 the number of scien-
of college. The percentage of tists rose 60.5 pcr-
adults in the United States age 1950 1338 18 cent. Employment
25-64 who have completed be- k 2000 1470 10 _J  projected from 1980

tween one and three years of
college is 319 percent. In Kansas, that figure is 342 percent
All other states except Colorado and North Dakota rank be-
Jow. For adults aged 2564 in the United States who have
four or more years of college, the US. average 5 162 percent
In Kansas, it is 17 percent

When ranking states by the educational attain-
ment of populations over the age of 25, Kansas ranked fourth
in the nation in the percentage who completed high school
(Table 10). This exceeded all nine comparison states.
Kansas also ranked thirteenth in the nation in guality of
available work force. Available work force is measured by
the percentage of adults over 25 years with a high school
education and with four year of college education; the
number of engineers and scientists as a percentage of the

to 1990 predicts in-
creases of 49.7 percent for engineers and 643 percent for
computer personnel.}”

Important challenges in the quality of labor face
the nation. More than half of all jpbs created before the end
of this century will require post- secondary education;
nearly one-third will require college graduates (compared
with 22 percent today)®® Most new jobs will require more
education (Table 11). A closer look at skills required for
employment at the end of the century shows 2 direct corre-
lation between level of skills required and the rate of growth
of employment in the occupation. The faster growing jobs
require much higher math, language, and reasoning capa-
bilities than slower growing and declining jobs¥® When
language, reasoning and mathematics skill requirements

30 '
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Figure 4 Implications for Kansas Eco-
ED JOB RATINGS nomic Development

(shown by percent of jobs in respective skill ratings) To summarize, changes are
35 underway in Kansas and the US.
Skill Ratings that have important implications for

Lawyers 52 .
30 7 Enci 51 the Kansas economy: 1. Skill re-

ngineers . . . .
Man R a“ qunements are rising and will con-
25 Teachers 42  tnuetodoso A more complex world
Construction 32 demands more complex skills. 2.
20 Administrative 29 Change is occurring more quickly.
Service 26 Because of rapid technological
15 - Machine Setters 18 change technical skills become out-
Laborers 13 dated more quickly. The work force
10 - must be committed to life long learn-
7— ing to be able to adapt to this change.
5- To be flexible, the work force must
2. have a good foundation in basic
0 - skills, must know how to learn, must
07-14 1524 2534 3544 45-54 5564 communicate effectively, think crea-
Existing Jobs [ New Jobs tively, and solve problems.

3. A shortage of traditional new

arc averaged, 4 percent of the new pbs in 2000 will be filled
by workers with the lowest level skills, compared to 9
percent of jobs requiring such low skills today (Figure 4). In
2000, 41 percent of the new jobs will require skills ranked
in one of the top three categories compared to the current 24
percent (Figure 4).

Looking at employment projctions for specific
labor groups, the most notable growth in Kansas will oocur
in the areas of skilled crafts, managers and officials, clerical
and sales workers (Table 12). The most notable decline will
occur for farmers and farm workers

Until recently, workers with limited academic
skills could still succeed in America. Many jobs simply
required motions of a regularized process or a repetitive
interaction with machines. Today, workers are increas-
ingly required to have reading, computation, and problem-
solving skills The economy of the future will not produce
or sustain high-wage, low-skill jobs The individuals with
good jobs in the future will be those who are well-tmained,
welleducated, and can be productive in a high-skill, serv-
ice cconomy. The state that prepares its work force for this
future will be more successful in maintaining a high- pro-
ductivity, high-wage economy.

workers (white males) will require
Kansas to retrain existing workers, and to bring non- tradi-
tional workers such as women and minorities into the work
force in occupations requiring technical skills 4. Because
work force shortages are predicted nationwide, 2 state’s
competitiveness will be determined in part by the policies it
adopts to deal with the shortage, particularly for skilled
employees.

Kansas can meet the demands of restructuring its
economy tc be more competitive internationally by lower-
ing wages (and therefore lowering real income) or by initi-
ating a major effort to improve management and produc-
tion systems, stimulate innovations in advanced technolo-
gies, revise outdated public policies that hamper interna-
tional competition, and above all, upgrade the skills of
workers through better education, labor adjustment poli-
cies, and job training.

Improving the guality of education (raising the
math, language, and reasoning skill levels of entry-level
workers) and retraining (giving older workers new, more
marketable skills) should be at the center of any economic
development plan for the state of Kansas Evaluating
Kansas’ ability to do this through its vocational-technical
education system is the focus of this report.

3\//
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Table 3

AGE GROUP AS A PERCENT OF THE KANSAS POPULATION

(1960-2020)
Age Group 1960 1970 1980 1950 2000 2010 2020
15-24 13.31 18.06 19.06 13.62 14.53 1399 12.33
25-44 2499 22.30 2641 3224 2929 25.89 2662
45-54 10.88 11.00 9.79 9.66 13.75 15.50 11.47
55-64 893 9.42 9.56 8.28 845 12.25 1401
65 + 11.03 11.85 12.96 1295 12.69 1301 16.77
Total* 2,179 2247 2364 2,497 2,601 2,699 2,780
* Total Population in thousands
Table 4

SMALL MANUFACTURERS REPORT OF WORKFORCE SHORTAGES
DEGREE OF DIFFICULTY FILLING POSITION

Have no

Very Fairly Not too Not pbs of No
Position difficult difficult dif ficult difficult this type TeSpONse
Unskilled labor 4% 23% 42% 19% 8% 4%
Skilled labor 35% 28% 18% 0% 5% 4%
Clerical workers 4% 27% 50% 15% 0% 4%
Mid-level executives 8% 34% 26% 5% 18% 9%
Senior-level executives 17% 22% 14% 4% 34% 9%

Table 5

THE CHANGING ROLE OF WOMEN IN THE WORKFORCE
(numbers in thousards, except for percent)

Category 1950 1960 1970 1980 1950 2000
Women in the Workforce 18,389 23,240 31,543 45,487 57,230 66,670
Participation Rate 33.9% 37.7% 43.3% 52.5% 57.5% 61.1%
Share of Work force 29.6% 33.4% 38.1% 42.5% 45.8% 47.5%
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Table 6

WOMEN IN THE LABOR FORCE AS A PERCENTAGE OF TOTAL EMPLOYED CIVILIANS

Women 1976 1980 1986 2000

US. 39.7% 42.4% 44.4% 47.0%

Kansas 39.1% 43.1% 44.6% 47.5%
Table 7

NON-WHITES SHARE OF THE US. WORKFORCE

Category ) 1970 1985 2000
Working Age Population 137.1 184.1 213.7
(16+0)
Non-White Share 10.9% 13.6% 15.7%
Labor Force 828 1155 140.4
Non-White Share 11.1% 13.1% 15.5%
Labor Force Increase
(Over Previous Period) X 327 25.0
Non-White Share X 18.4% 25.0%

Table 8

MINORITIES IN THE WORKFORCE AS A PERCENT. AGE OF TOTAL EMPLOYED CIVILIANS

1970 1976 1980 1986
United States 10.7% 10.8% 11.2% 16.4%
Kansas 5.2% 4.7% 5.0% 6.8%
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Table 9

COMPARATIVE POST-SECONDARY EDUCATION, ADULTS 2564
U.S. Kansas and Comparative States

Median High School 4 or More Ycars
State Years School Completed 1 -3 Years College College
Colorado 128 78.6 44.1 230
KANSAS 126 733 342 17.0
United States 125 66.5 319 16.2
Nebraska 126 734 328 13.5
Oklahoma 12.5 660 312 15.1
North Dakota 125 66.4 35.1 14.8
South Dakota 12.5 679 317 14.0
Iowa 125 71.5 28.6 139
Missouri 124 63.5 272 139
North Carolina 12.2 54.8 270 132
Indiana 124 66.4 246 12.5

Table 10

COMPARATIVE STATE RANKINGS, POPULATION OVER 25
Completed High School 1984 and 1985/ Available Work force 1986-1987

% of Population 25 and over who have Available Workforce *
completed High School
State 1984 1985 1986 1987
Colorado 6 6 9 6
KANSAS 7 4 16 13
Missouri 29 29 21 17
Indiana 33 30 34 25
Jowa 13 8 39 26
Nebraska 2 10 32 27
Oklahoma 26 2 33 29
North Dakota 12 9 37 38
North Carolina 43 41 29 39
South Dakota 18 17 38 40

+ Available workforce - Percent of adults over 25 with a high school education, and with four years college education;
number of engineers and scientists as 2 percent of civilian labor force; ratio of employed adults to total adult population;
and ratio of workers employed in advanced technology industries to total employed workers.

-/ 4
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REQUIRED SCHOOLING FOR CURRENT AND NEW JOBS

Table 11

Category Current Jobs New Jobs
Total 100% 100%
8 Years or Less 6% 4%
1-3 Years of High School 12% 10%
4 Years of High School 40% 35%
1-3 Years of College 20% 22%
4 Yecars of College or More 22% 30%
Median Years of School 128 135
Table 12
KANSAS EMPLOYMENT PROJECTIONS
Category 1982 1990 Percent Change
Clerical 186,670 235,030 2591%
Service 214,850 258,950 20.53%
Profcssional Technical 156,080 197,670 26.65%
Skilled Crafts 109,810 142,100 29.41%
Managers and Officials 89,450 113,070 26.41%
Sales Force 60,850 75,050 23.34%
Farmers / Farm Workers 66,480 61,940 -6.83%

12
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A Business Perspective

TECHNICAL AND VOCATIONAL
TRAINING FROM

THE PERSPECTIVE

OF KANSAS BUSINESSES

Businesses need_e f ficient training
programs to meet their
future work force needs

Introduction

Traditionally, Kansas has been strong in human
capital. Because of this tradition, developing the state’s
human capital, particularly in the areas of increasing labor
force participation rates and in providing skill training and
retraining, has not received priority attention in the state’s
economic development initiatives. Thus, the state lacks an
up-do-date strategy for developing the current and future
skilled work force. However, before such a strategy can be
developed, the needs of business and industry must be
defined. National surveys of business and industry indicate
skill requirements are rising and will continue to do so.
Because of rapid technological change, technical skills
become outdated more quickly, requiring the work force to
beoommittedtolifelongmmjngtokecppaocwiﬂxchange.
Nationally, employers are saying the work force must have
a good foundation in basic academic skills, must know how
t0 learn, must communicate effectively, think creatively,
and solve problems The demand for a more sophisticated
work force coincides with decreases in the number of new
traditional workers (white males), which necessitates using
nontraditional workers (women, minorities) in the work
force.

To determine if trends reported nationally exist in
Kansas, a survey of Kansas business and industry was
conducted. The purpose of the survey was ta 1. De-
termine how extensively Kansas employers utilize the
state’s technical and vocational training system and what
their evaluation of the system is, 2 Determine skill areas in
which Kansas work force needs improvement, 3, Deter-
mine the level of Kansas employer’s interest in customized

training; 4 Determine what the technical and vocational
trainingsystemnwdstodotonnetthet:ainhxgandretmin—
ing needs of the Kansas work force.

Procedures

Using a data base furnished by the State Depart-
ment of Human Resources, 618 f. irms completed a tele-
phone survey. The sample included businessss judged to be
more likely to utilize the technical training system. Firms
NOT included were firms having less than five employees
and firms with certain SIC classif ications (personal serv-
ices, miscellaneous retail, eating and drinking places, food
stores, membership organizations). The sample was over
weighted for manuf; acturing firms. Table 13 presents a
break down of firms who participated by number of employ-
ees, setting, and manuf: acturing/nonmanuf acturing cate-
gories.

Firms were scheduled for a 30 minute telephone
interview. The director of human r€sources or the president
of the firm was interviewed in most companies. An initial
phone call explained the purpose of the survey and estab-
lished an appointment for 2 second call during which the
survey was administered. A letter was sent after the first call
confirming the survey appointment time listing several of
the more complicated survey items for the respondent to
complete prior to the appointment time.

Results
Source and Evaluation of Training

Fifty-four percent of f irms surveyed intentionally
employed community college and AVTS trainees Forty-
nine percent of the firms utilized technical or vocational
training programs to retrain (upgrade the skills) their cur-
rent employees. For those {irms investing in human capital
(retraining employees), professional association seminars,
vendor training, and community colleges were wsed by most
firms (Table 14). Firms more likely to obtain training for
their employees included large and medium size firms,
firms expecting technology impact (technology-driven
firms), and firms using customized training. Small firms
and firms who are not technology driven do not utilize the
training system as much.

Those hiring trainees from the public technical
and vocational institutions were satisfied with the skills of
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those employees (Table 15). High levels of satisfaction
would be expected of firms who intentionally hire trainecs
from these institutions, so all firms were asked to evaluate
the quality of technical and vocational training {rom all
available external sources (those listed in Table 14). On
average, firms rated all sources as adequate. The only
cxception was training of fered at local high schools which
was rated midway between “needs improvement” and
“adequate.” Manufacturers rated training received from
high schools, community colleges, private colleges/univer-
sities, and consultants/commercial trainers lower than did

that the lack of training designed to meet their needs was a
barrier to utilizing external training sources Technology-
driven firms also utilized external training sources less
because training was too expensive.

Work Force Skill Improvement

Sixty-five percent of firms surveyed reported that
technology changes will increase the level of skills needed
by their employees over the next five years Because of the
impact of rapid technological change, Kansas employers
(like employers nationally) report gaps be-

4 Table 13 O tween the skill of newly hired and existing
employees and the skill levek needed by the
FIRMS S firm.

TYPESOF PARTICIPATING IN SURVEY When asked to describe their prob-
lems in finding skilled employees, the majprity
Category Towl Manu Nondvamu of firms reported a moderate to severe gap
. between the skills of newly hired employees and
Number of Firms 618 320 298 the needs of the firm (Table 17). The problem
of finding skilled employees is serious, more
Number of Emp, serious than two or three years ago, and is
Mean 189 174 206 projected to become more severe in the near

Median &0 67 56 future,
Std Dev. 310 395 610 On average, Kansas firms perceive
L(?W 2 3 2 (and expect in the future) moderate problems in
High 7500 400 7500 finding skilled workers. These perceptions
. . were analyzed for different types of firms
Firm Size - % Probably because large firms can attract better
Smaffi (5-49) 426 394 46.0 trained employees, small and medium sized
Large (2514) 180 178 18.1 of newly hired workers and the needs of their
. businesses 1o be significantly larger than did
Setting _ large firms Overall, medium sized firms per-
No. of Counties 88 65 69 ceived a greater problem with the availability
% Rural 204 162 249 of skilled employees than did large and small
% Mid-Size 312 36.3 25.8 firms Manufactmmg firms reported a larger
% Urban 484 415 49.3 gap between the qualifications of newly hired
~— J warkers and the firm’s skill needs than did non-
manufacturing firms  Availability of skilled
nonmanufacturers. workers was a significantly greater problem for firms

For the 51 percent who did not utilize the techni-
cal and vocational training System within the last five years,
on-the-job training and in-house training programs were
most frequently used (Table 16). Manufacturers and tech-
nology-driven firms were less likely to say that their employ-
ecs did NOT need training. These types of firms reported

which were technology driven than for firms which were
not.

To further define improvements needed in the
Kansas work force, firms were asked to indicate areas in
which newly hired employees and current employees
needed improvement. Table 18 shows that Kansas f 1S,
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T~



e

A

Business Perspective

. Customized training is

like firms around the country,

their employees’

are more concerned about

basic academic skills and general work

gkills than about their technical skills. However, when
analyzed by various subgroups, improvement in technical,

customized training is needed

designed and tailored specifically to meet the needs of a
particular chient. The training may be designed to present
specific infl ormation or teach particular skills of interest

machine, and trade/craft skills were important for manu- Likewise, the training may be scheduled at times and
facturing and technology-driven firms. delivered in a time frame suited to the particular needs of the
Similar analysis for areas needing improvement client.
showed that current employees will peed retraining to COpe Thirty-six peroent of firms surveyed reported USINg
with technological changes. Again, areas needing retrain- customized training in the past five years (Table 20) More
ing were basic academic skills and general work skills  large firms (62 percent) use customized training than small
(Table 19). Manufacturers and technology-driven firms (21 percent) and medium sized firms (40 percent). Manufac-
predicted current em- turers used customized
ployees would also need Table 14 training more than non-
retraining in technical manufacturers and
and microcomputer | SOURCES OF TECHNICAL/VOCATIONAL TRAINING firms in urban and mic-
skills. sjzed counties used it
These results more frequently than
show that, ata time % of Total firms in rural countics
when work force skill Source Sample Thus, smaller firms and
requirements are in- . . . firms in rural areas did
creasing and predicted Professional a.mocxatmn semupars 76 not have access to Cus-
to increase further as Vendors (.eqmpment & system suppliers) 71 tomized training as
technology changes, the Commupity college S o4 much as other firms.
work force’s motiva- Consultants/othet oom_mcrcml trainers 62 Lack of utilization was
tion, attitudes toward Area voc.atxo?al»techmcal school 6l 1ot due to a bias agaimst
work, work habits, and State University 47 customized training.
goals are judged to need Local high school 3 Firms which did not use
improvement. Thus, the Private o'olleg»;:/ upiversity 2 customized training 1¢-
next logical question is A;?prentxocshl.p tramng 20 ported that they consid-
what should the training Private vomhonal.tech.mcal school 17 ered customized train-
system do to ensure the Pitisburg State University 15 ing to be more cost ef fec-
work force 18 prepared Other L. 13 tive than other forms of
1o meet the needs of Kan- Washburn University 10 | ¢training (Table 21).
ss’ employers. L Kansas College of Technology 10 Lack of utilization must
/e due toother variables
Work Force Training Promotion 0T
Needs marketing of customized training is one way firms f ind out
about customized training. Since community colleges and
Several issues must be addressed if the vocational- AVTS do not, for the most part, have well organized
technical training system is to meet the training needs of mechanisms for marketing customized training (and may

Kansas busines and industry.

Areas of particular concern

include customized training, funding, quality of programs,
equipment, and instructors

Customized Training.
40 percent of firms who had
training for their employees reported that {raining

tional
that met their needs

As reported earlier, nearly
not used technical and voca-

found. This suggests that

actually choose not O aggressively market due to © unding
risks involved with customized training), it is not surprising
that most firms reported they were not contacted OVer the
last three years about these institutions providing custom-
ized training, Sixty-five percent reported never being con-
tacted by community colleges and 70 percent were never
contacted bY AVTS (Table 22). Also, large and medium-

could not be
3.8



WORKFORCE TRAINING
sized firms were more likely to be called upon by Comommity ment needed improvement. In addition, 83 percent of gl

colleges and AVTS than were small £ irms,
Sources of training which have established mechg-

small firmg LargeandmediumsizeﬁnmusedJ'IPAfunds
as well as a combination of firm and public funds to 3
significantly greater extent than small £ irms. Thus, large

firms were more successful than small and medium-sized

cannot compete with large companies in operating costs.

Quality of Training. Generally, firms rate the
quality of technical and vocational education in Kansis a5
adequate, However, 22 pereent reported that programs and
courses needed irnprovemcnt, I5 percent reported instruc-

tors needed improvemcnt, and 25 percent reported equip-
16

firms agreed that it was important for community colleges
and AVTS to train using technically advanced equipment

instructors to keep up with Increasingly sophisticated
equipment. When asked what changes would increase the
likelihood of the firm using training services from commu-

Private-Public Partnership in Meeting Work F, orce Train-
g Needs
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Implications

These results indicate a willingness on the part of detected. Business and industry need training designed 10
business to participate in the development and improve- mect their work force training needs. Thoss needs have and
ment of training programs. Mechanisms to encourage will continue to MOVe toward more emphasis upon basic
meaningful participation need to be developed to f acilitate  academic skills, work habits and attitudes, and increased
business input nto the vocational and technical education technical skills. A more diversified population will need to
systen. Increased business commitment and partnership in beserved Adults will continue t0 utilize the system in in-
postsecondary technical education would ensure that the ~creasing numbers to obtain basic literacy and technical

system would be more market driven and responsive t0 skills as well as upgrade academiC and technical skills The

work force training needs. system may be on the brink of having programs, Instructors,

While firms judge the current technical education and equipment which are unable t0 keep up with the pacc

system to be adequate, Signs of strain or contradiction Were of these changes. L
Table 15

SATISFACTION WITH TECHNICAL OR VOCATIONAL SKILLS OF TRAINED EMPLOYEES

Level of Satisfaction:
Intentionally Hire: Percent Dissatisfied Percent Satisficd
Community College 9 91
AVTIS 11 39
Pittsburg State 1 ¥
Washburn University 8 92
9 91

Kansas College of Technology

Table 16

REASONS FIRMS DO NOT SEEK OQUTSIDE TRAINING

Percentage of Firms:

Reason:
88

Do on-the-job training

Developed in-house training 75
Employees haven’t needed training 41
Can't find training that meets needs 38
Training 15 t00 expensive 25
Other 13

-

17
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Table 17

EVALUATION OF WORKFORCE QUALITY AND QUANTITY

Evaluation: Percentage of Firmg
Moderate to severe 8ap between skills of newly hired employees and needs of firm 58

Moderately to cxtremely difficult to find skilled employees 51
Shightly to much more difficult to hire today than two to three vears ago 69

Slightly to much more difficult to hire in the next two to three years 70
Table 18

SKILL IMPROVEMENTS NEEDED BY NEWLY HIRED EMPLOYEES

Percentage of Subgroups
Total Group

Area Needing Improvement Percentage: Manufact. Non-Manuf, Tech, Driven*
Goal setting and personal motivation 79 77 32 84
Propert attitudes toward work & work habits 77 79 75 81
Organizationa] eff ectiveness & leadership 75 73 77 79
Listening & oral communication 72 70 74 78
Problem solving 70 73 66 76
Teamwork 70 71 70 76
Adapmbﬂity/ﬂexibﬂity 66 63 69 71
Interpersonal relations 60 57 63 63
Comprehension/understanding 60 60 60 68
Writing 60 55 66 63
Busin&cs/management 57 53 61 62
Computation 52 54 49 58
Microcomputer 47 47 48 54
Reading 43 45 42 46
Technical 42 50 32 51
Skilled trades/crafts 40 50 30 48
Mechanical 38 46 28 43
Machine operation 37 50 2 40
General Iabor 31 34 27 35
Clerical 29 25 33 32
Electrical 25 32 18 31
Mainframe computer 2 21 24 27
Other 8 9 7 9
* Technology driven f irms are those {irms that responded that technology changes will mcrease the level of
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Table 19

SKILL IMPROVEMENTS NEEDED BY CURRENT EMPLOYEES
TO G)PEWH'HTECHNOLOGICALCHANGEOVERTHENEXTFIVEYEARS

Percentage of Subgroups
Total Group
Area Needing Improvement Percentage: Manufact Non-Manuf. Tech. Driven
Goal setting and personal motivation 2 72 71 80
Propert attitudes toward work & work habits ) 70 75 79
Organizational eff ectiveness & leadership ) 72 40 77
Listening & oral communication 71 69 12 77
Problem solving 70 71 69 76
Teamwork 68 67 70 75
Adaptability/flexibility 68 67 63 75
Interpersonal relations 67 66 6 75
Comprehension/understanding 65 64 66 70
Writing 58 53 65 65
Business/management 56 53 60 62
Computation 56 63 48 66
Microcomputer 56 59 54 &4
Reading 51 52 49 57
Technical 49 45 54 53
Skilled trades/crafts 44 56 30 49
Mechanical 41 49 34 48
Machine operation 40 47 33 46
General labor 35 31 40 39
Clerical 35 34 36 38
FElectrical 33 39 25 38
Mainframe computer 30 33 27 33
Other 8 9 7 9
Table 20
UTILIZATION OF CUSTOMIZED TRAINING
Portion of Sample: Percentage of Firms Portion of Sample: Percentage of Firms
Total sample 36 By Typ
Manufacturing 68
By Sizex Non-Manufacturing 61
Small 21
Medium 40 By Setting:
Large 62 Rural 28
Mid-size 37
Urban 38
19
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PERCENTAGE AGREEING THAT CUSTOMIZED TRAINING IS COST EFFECTIVE

Total sample 82
Firms using customized training 88
Firms not using customized training 78

Table 22

EXTENT OF PROMOTION OF CUSTOMIZED TRAINING
BY COMMUNITY COLLEGES AND AVTS IN KANSAS

Twice or
Once in Once Per More Per
Never Three Years Year Year Mean Number
Community College 65% 10% 12% 13% 1.7 596
AVTS 70% 12% 10% 8% 1.6 594

Table 28

MOST FREQUENTLY USED SOURCE OF CUSTOMIZED TRAINING

Source; Percentage of Firms
Consultants/commercial trainers 25
Vendors 19
None - Developed in-house training 14
Community colleges 12
Area vocational technical schools 9
Kansas College of Technology 6
Apprenticeship training 5
Private vocational technica] school 4
Other (high schools, university, etc) 6




An Education Perspective

-

KANSAS POSTSECONDARY

VOCATIONAL-TECHNICAL

TRAINING SYSTEM:
SURVEY OF KANSAS
INSTITUTIONS THAT
PROVIDE TRAINING

Business /education cooperation
is the most important issue
facing Kansas' training system

Introduction

Kansas® postsecondary vocational and technical
training consists of 16 area vocationa! and technical
schools (AVTS) and 19 community colleges. Two AVTIS
are located at community colleges In addition, postsecon-
dary vocational-technical training programs are offered at
Pittsburg State University (PSU), Washburn University
(WU), and Kansas College of Technology (KCT). These
institutions are scattered throughout the state and each
serves a specific region. Services include: 1. Providing
complete training programs for secondary and postsecon-
dary students in technical skills (this can include basic skill
training in reading and mathy 2. Providing adult education
courses; and, 3. Providing customized training for business
and industry.

To determine how the system works, how services
are provided to postsecondary, adult, and business-industry
clients, and how well the system meets the state’s needs for
a well-trained, adaptable work force, a thorough analysis
of the system was done.

Procedures

Because of the size and complexity of the voca-
tional-technical education system in Kansas, information
was oollected from all institutions through written surveys
and on-site visits to obtain enrollment, budgetary, and
curriculum statistics. Each institution was asked to com-
plete written surveys 0 be returned by mail or during on-site
interviews.

Results
Programs:

The 19 community colleges of fer 297 training
prograims in 76 oocupatioxial or career areas. Some pro-
grams are off ered by only one college and other programs
(eg, office education) are of fered by as many a5 18 colleges.
The 16 AVTS' offer 439 training programs in 98 career
areas. Thus, a total of 736 programs ar¢ available. This
diverse range of programs provides training for most busi-
ness and ndustry sectors.

The vocational education system offers a wide
range of programs designed to train the work force for jobs
in each institutions’ service region. In this regard, the system
is meeting its mission of providing access to opportunities
to acquire skills that will lead to employment Key points
regarding programs include:

o Programs are market driven. Student demand is
the greatest determinant of what is offered

o Business and industry influence the system by
providing input into curriculum

o Programs serving the service sector have grown
and now comprise 68 percent of programs of ered. Less
growth has occurred in manuf acturing-related programs,
which now comprise five percent of programs of fered.

o} More programs were added than dropped in five of
the last six years.
o Educators think their programs arc keeping pace

with changing job skill requirements.

0 Educators think they need to improve their pro-
grams by producing more graduates, increasing business
input, and improving customized training

o Technological changes are predicted to increase
technical skills and academic skills (reading, communica-
tion, math, reasoning, problem solving) required of stu-
dents.

-

2-2 ¢



WORKFORCE TRAINING

Funding

Program Fundine. Area vocational and technical
schools rely on state and f; ederal aid programs, payments by
school districts on behalf of secondary students, student
tuition for postsecondary students, and local resources for
their support. The formula that provides unding from
school districts for secondary students is driven by enroll-
ment and measures of need which include local ability to
pay (assessed valuation per pupil), percentage of low in-
come families, and unemployment rate. The formula for
postsecondary students is alsp enroliment driven and is
prescribed by state statute, State aid is distributed to schools
on the basis of bostsecondary student enrollments, com-
puted at 85 percent of the local cost per instructional hour
of vocational students (Student tuition charged is equal to
15 percent of the local cost per instructional hour) The local
cost per enrollment hour is determined separately for each
institution by subtracting area vocational technical school
program aid and capital outlay aid from the operating
budget and dividing the result by the total number of
enrollment hours®  Allocation of state funds is based upon
actual student attendance. Amount of state funds distrib-
uted to an institution decreases if Students are absent from
dassordmpoutofapmgmm Thus, the amount of state aid
can decrease although the cost of delivering the program
(eg, instructor salary, equipment, etc) remains stable, This
practice makes it imperative for AVTS to keep students in
class for the duration of a program and makes it impossible
for them to reward and release exemplary students who
achieve competency prior to the completion of training
(competency-based training). Competency-based training
combined with open entry/open exit, under the current
funding practices would result in decreased state aid Fight
AVTS’ have no access to supplemental funding. If enroll-
ment exceeds levels planned for in the budget process,
AVTS cannot apply for supplemental f unding from the
state. Instead, AVTS must go to the local school district for
additional funds,

Community colleges rely mostly on property taxes,
state aid, and student tuition for suppart. Formulas for state
aid to community colleges are linked to credit hours of
enrollment. The current rate of state aid for approved
vocational programs is 1.5 times higher than that of aca-
demic programs because of the recognized higher cost of
vocational programs. Community colleges receive
$39.375 per vocational credit hour in state aid for all

vocational programs. This amount is not affected by stu-
dent absences Two community colleges which operate
arca vocational schools (Cowley County and Pratt Commu-
nity Colleges) receive credit hour state aid at 20 times that
of academic courses ($52.50). Community colleges are
reimbursed at the academic credit hour rate ($2625) for
remedial courses Reimbursement is limited to 18 hours of
remedial training per Student, with a limit of 12 hours per
category (e.g, math, English, etc.).

These multiples are not based upon specific pro-
gram costs  No verification of these weights based on an
analysis of actual costs has been done. Based upon instruc-
tional program cost data received from Johnson County
Community College, the average cost per credit hour for
vocational-technical Programs was $141.85 (without capi-
tak; $14639 with capital) for FY 1987-88 Program cost per
credit hour ranged from $3548 (Business Administration)
to $376.52 (Nursing). Based upon these data, the state’s
$39.375 covers approximately 28 percent of the $141.85
average oost per credit hour. With the state aid equal to or
only slightly less than the cost of some programs {cg.
Business Administration, Pamalegal, Accounting), colleges
experiencing financial difficulties may feel some incentive
to of fer less costly programs and not add more costly, highly
technical programs (e, Biomedical Equipment Technol-
ogy, Computer Systems Technology, Metal Fabrication,
Manufacturing Technology, etc) that would benef it local
industry.

Out-district state aid is paid to a community col-
lege whenever a Kansas student enrolls who lives outside
the college’s district In addition to out- district state aid, the
out-district student’s county of residence must also pay the
community college at the same rate per credit hour, State
and local administrators expressed strong dissatisfaction
with this method of £ unding, and would like it eliminated,

The vocational education capital outlay aid pro-
gram funds maintenance and instructional equipment.
Funds appropriated for it are distributed on the basis of
State Board of Education priorities. These funds are not
always available, Since 1982, funds were appropriated for
only three of the last eight fiscal years During interviews,
institution administrators emphasized the need for a stable
or predictable funding base to allow planning for capital
improvements and equipment purchase.

Eight institutions, or about 24 percent, felt that
equipment needs were being met with Carl Perkins grants,
capital outlay, and local £ unding. However, as one institu-

22
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tion mentioned: “.in the future with the growth of high
technology and demand by industry for highly trained
employess, problems will become evident. Present equip-
ment will become obsolete at a2 more rapid pace, and the
demand to replace present equipment will cause budgeting
protierm’[‘hcstatcwilllnvctoincr@scfundingfor equip-
ment through larger capital outlay expenditures”

Key Findings. To summarize, key findings regard-
ing funding include:
o StatcaidtoAVIS’iscomputedatSSpcromtd’ﬁ:e

local cost per instruction hour. Schools lose state aid when
students are absent or drop out, even though program oosts
remain constant.

o] Competency-based training requires an AVTS
funding system that recognizes skill acquisition in addition
to enrollment or attendance.

o} State aid for community college vocational pro-
gxamsissctataﬂatrate,re@xdlesofprogmmmst Highly
technical programs ar¢ more expensive to offer. The current
funding formula makes it difficult for colleges to offer
programs that serve highly technical industries that are so
important to the state’s economy.

0 Out-district tuition creates tensions between
community colleges and their neighboring counties and
should be eliminated.

o Capital outlay appropriations are used for main-
tenance and equipment. Appropriations have been t00
sporadic to allow schools to do long-term planning.

o} Schools believe training equipment is adequate,
although they are struggling to maintain adequacy. Rapid
technological changes are likely to strain the system’s
ability to provide adequate equipment. Funding will be a
critical issue in the near future.

Expenditures

Kansas ranked twentieth in dollars spent per
capita for education and twenty-third in dollars spent per
$1,000 of personal income. Audited expenditures for edu-
cation increased 407 percent from 1983 to 1987 and voca-

tional education expenditures at AVTS and community
colleges increased 27.6 percent. However, vocational
education expenditures at AVTS’ and community colleges
decreased from 424 percent of total expenditures in 1983 to
384 percent in 1987.

According to administrators, equipment budgets
are low. The Kansas Technology Enterprise Corporation
(KTEC) equipment grant funds ($250,000) are viewed as an
excellent way to provide funds for programs which have
economic development impact and which support jobs in
new and/or existing business and industry.

Key Findings Key f; indings regarding expendi-
tures include:

o Kansas ranks twentieth in dollars spent per capita
for education.
o Vocational education expenditures as a percent-

age of total education expenditures have decreased in recent
years.

o KTEC Equipment Grants have the potential to be
an important source of funding for programs that contrib-
ute to economic development.

Enrollment

Vocational-Technical Programs. System wide,
enrollment from 1983 to 1988 in vocational-technical
programs increased 63 percent AVTS had large enroll-
ments in services and strong enrollment in manufacturing-
related programs Community colleges main strength was
in service related programs, with strong growth also occur-
ring in manufacturing related programs.

A dramatic increase occurred in the pumber of
adults enrolling at AVTS’ and community colleges from
1984 to 1987 (Table 24). Adult enrollment increased
dramatically across all program areas. Adult enrollment
increases were particularly large in program arcas where
the rural economy was depressed (e.g agriculture, con-
struction) or where the economy as a whole showed growth
(services) AVTS had large enrollments in construction,
business, and service areas. Community colleges also had
large enrollments in business and health- education-social
service areas.

Table 25 shows combined postsecondary and

23
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adult enrollment by career area. Total enrollment nearly
doubled from 1984-85 to 1987-88 for schools whose pro-
gram enrollment data were obtained. Areas that accounted
for the largest percentage of total enrollment (services)
showed little changeinﬂlepmporﬁonorperocntage of total
enroliment In service areas, health-education-social serv-
ice programs showed the greatest change across time (135
percent). Other areas (mining, construction, manufactur-
ing) showed large changes, but they comprised a much

grams are currently being piloted using federal funds at
Southeast Kansas AVTS and Liberal AVTS. Remedial
credits do not count toward graduation. More than 3,000
students enrolled in remedial math, almost 2,500 took a
remedial English course, and more than 1,400 enrolled in
remedial reading  About 28 percent of all entering voca-
tional student require remedial and developmental courses
according to the survey.

smaller percentage of Key Findings.
total enrollment. ( Table 24 ) Because more students
Kev Findings, are entering postsecon-
Key findings about en- AREA VOCATIONAL-TECHNICAL SCHOOL AND dary institutions under-
rollment in vocational- COMMUNITY COLLEGE ADULT ENRCLLMENT prepared for the training
technical programs occurring there, reme-
were: 1984-85 1987-8%3 % Change dial training has become
a very important issue.
0 Enrollment in Key findings include
vocational-technical | AVIS 4,256 16,165 280%
programs has increased | Community Colleges 590 10,763 172% o The number of
63 percent from 1983 to students requiring reme-
1988. i‘otal 4,846 26,928 456% ) dial training in basic
academic skills (read-
o) Programs train- ing, math, writing, etc.)
ing skills used by the service sector have the largest enroll-  is increasing.
ments at AVTS’ and community colleges.
o The largest proportion of under-prepared students

0 Manufacturing-related program enrollments
represent a very small percentage of total enrollments,
Manufacturing is a key industry in the state, yet enrollment
represents only 2.8 percent of the total,

0 Adult student enrollment increased dramatically
across all programs, creating a significant shift in the
population served by vocational education institutions.

Remedial Training

In addition to providing technical training, AVTS
and community colleges provide training in basic aca-
demic skills for under-prepared students These courses
provide students with the basic reading, writing, and com-
putational skills necessary to develop the higher order skills
needed for survival in a changing and highly technical
society. Currently, AVTS’ do not receive state reimburse-
ment for remedial education courses, although two pro-

are young. Twenty-cight percent of entering students need
remedial training and over half of them are 18 to 21 years
of age.

o Most institutions of fer remedial training and
generally encourage (but rarely require) under-prepared
students to enroll in remedial courses.

o Lack of funding discourages schools from requir-
ing remedial training.
0 Eighty percent of the vocational education institu-

tions rank entering students command of basic academic
skills as fair to poar. Fifty-five percent rate exiting students
as only having fair command,

o Basic literacy training for existing work force is a
need that vocational education institutions are £ acing.

24
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Customized Training

Customized training is designed and tailored spe-
cifically to meet specific needs of @ particular client Train-
ing that is customized is available only to the client or
business contracting for the service and is not open for
enrdllment to the general student population. Thus, if a firm
pays for its employees enrollment in regularly scheduled
programs Or COUrses (eg, word processing), that training 1
not customized.

Customized training provided employees of busi-
ness and industry has grown substantially. Growth in this
area has been rapid for some institutions, and the need to
develop training quickly enough to meet the needs of busi-
nesses has strained the system. To provide the system with
thcmcdxanismtobcmemmivctomcnwdforcmtom
ized training, the State Board of Education recently ap-
proved the Department of Education’s request for a Busi-
ness and Industry Training Program for each institution.
Under this program, schools can submit requests for cus-
tomized training, be assured of quick processing by the
Department of Education, and, with approval, gain state
aid for all customized training. Funding is f requently
obtained through supplemental funds approved by the
legislature. Community colleges ar¢ assured of receiving
state aid for customized training through supplemental
appropriations, while AVTS are not. AVTS’ do not have
access to supplemental £ unds, making customized training
a financial burden since f unding is not guaranteed.

The most frequently used customized training
marketing method is @ reactive one - 97 percent of the
institutions responding to the survey said they respond to
company requests. Only 15 institutions, or 48 percent of all
institutions responding, have a business and industry coor-
dinator position. However, often the person responsible for
coordinating business and industry is also responsible for
continuing education, instruction, and/or admissions.

Key Findings. Customized training is a cost effec-
tive form of training for business and industry. Vocational
education institutions aré struggling to provide customized
training Key findings regarding custornized training in-
clude:

0 Amount of customized training has increased,

especially at community ocolleges

o The recently approved Business and Industry
raining Program provides and excellent mechanism for

meeting businesses need for customized training This
program allows for efficient oversight by the Department of
Education, making state aid available for approved
courses.

o} Few institutions have a person dedicated to organ-
izing and promoting customized training resources at voca-
tional education institutions. Although most recognize the

need for such a position as interest in customized training
increases, few have resources available for funding.

o Wwith increased interest and demand for custom-
ized training, institutions are not always able to meet the
demand due to difficulty n obtaining resource (staff, space,
equipment).

Faculty Recruitment and Faculty Development

Key Findings. The key to quality vocational-
technical training is well- trained faculty and instructors.
Key findings regarding faculty recruitment and faculty
development include:

0 Seventy-scven percent of the vocational education
institutions have had some difficulty attracting adequately
skilled faculty and instructors, especially in disciplines
where industry salary levels and/or work force shortages
exist.

0 Faculty development (retraining and skill upgrad-
ing) is voluntary at 73 percent of the institutions, largely
because little or no funds are available to support f: aculty
development.

0 An important faculty development mechanism 15
summer employment in industry. Industry can play an
important role i subsidizing faculty development, espe-
cially in fields experiencing rapid technological change.

Articulation Agreements

The State Board of Education has promoted ar-
ticulation of students from one level of education to another.
The primary motivation isa ooncern far the student and an
interest in allowing students to progress toward educa-
tional goals. Articulation agreements between postsecon-

Triing g oioe et e W
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dary institutions exist at the community college-regent in-
stitution level and at the ares vocational technical school-
community college level, Although most community col-
leges have an articulation agreement for at least one pro-
gram with an AVTS, competition for students, differences
in program quality, and differences in fi unding formulas
were cited as barriers to cooperation,

Articulation agreements also exist at the secon-

move through the system without undue repetition of course
work. The key findings included:

o Kanss has prepared the foundation upon which ©
develop a well-coordinated vocational-technical educa-
tion system by establishing guidelines for articulation
agreements  Attention must now focus upon encouraging
more coordination across institutions to expand student

access to advanced training with

( ) minimum course duplication,
Table 25
AVTS AND COMMUNITY COLLEGE ENROLLMENT e o D0rdination i critical at
e seoondary—postseoondary level
NI?Y CY‘ \F LEEEDi ARE{} o as well as at all levels of postsecon-
POSTSECONDARY AND ADUL COMBINED dary training
84-85 87-88 o Pilot tech-prep programs
% Total % Total % Change are underway to breaden the soope of
Career Area No.  Enroll No. Enroll. 1984-87 secondary vocational education by
integrating technical, technologi-
Agriculture 974 425 1,008 222 3 cal, and academic training.
Mining 16 0.07 75 0.17 369
Construction 895 390 3,788 8.34 323 o State leadership is needed
Manufacturing 403 176 1273 2.80 216 to promote cooperation and coordi-
Transp,/Utilities 896 391 1298 2.86 45 nation among secondary institu-
Retail 402 1.75 624 1.37 55 tions who currently compete for stu-
Financial/Ing 475 207 363 0.80 -24 dents.
Business Services 8,510 37.10 16,829 37.07 28
Health/Ed/Soc. Serv 4918 2144 11552 2544 135 Conclusion
Legal Services 217 095 315 0.69 45
Other Services 4060 1770 6,395 14.09 58 The vocational education
Public Admin, 981 4.28 1,735 3.82 77 schools in Kansas ranked access and
Others 191 0.83 146 0.32 24 cooperation with businesses as the
most important issue £ acing them,
Total 22,938 45,401 98 This was followed by recruiting and
( Mean 1,764 3492 ) attracting quality students and bet-

dary-postsecondary level. Technical preparation pro-
grams help bridge secondary technical training with
postsecondary training by broadening the scope of techni-
cal and academic skill training Tech-prep programs often
include courses in applied math, applied science, principles
of technology, as well as specific skill training The benefit
to students is a more rigorous program linking secondary
and postsecondary education.

Kev Findings  Articulation agreements are im-
portant in enabling persons wishing to obtain training to

ter funding for vocational education,
For the future, these educators would like to see a better
relationships with their busines community. They also see
the nature of the vocational student changing from the
traditional student to the non-traditional adult student who
seeks training to enter the work force or retraining to
improve skills Those seeking retraining to improve basic
academic and/or technical skills will be served through
Customized training with increasing f requency. O

26
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Advisory Committees

THE ROLE OF
ADVISORY COMMITTEES
IN VOCATIONAL EDUCATION

These committees are institutions’

most import link
to business and_industry

Introduction

Every approved vocational-technical training
program has a committee of technical advisors to provide
input on isSues pertaining to each program. In addition,
some vocational education institutions also have an institu-
tion-wide advisory committee. These technical advisors
are recruited from regional business and industry to meet
with program f: aculty/instructors to ensurc that programs
train students to meet the needs of regional businesses.
Advisory committee members should have considerable
influence on vocational curriculum, since they were iden-
tified by vocational administrators and educators as the
most important link between the business community and
the educational institutions® To determine if advisory
committee members are providing this critical link, their
role in advising vocational programs was evaluated.

Procedures

To determine the role and impact of advisory
committees on vocational and technical training programs
of fered in the State of Kansas, a survey was sent to a
randomly selected sample of 325 advisory committee

members Surveys were returned by 116 committee mem-
bers for a 36 percent response rate.

Results
Organization and Role 0 f Advisory Committees

Program advisory commiittee members are se-

lected from persons employed in the industry in which
program graduates seek employment Comrnittec mem-
bers are generally nomi tedbymeoffourmuro&scurrent
advisory committee members, school administrators, pro-
gram faculty/instructors, or business and industry. About
50 percent of the committee members surveyed were nomi-
nated by faculty. Over half of the advisory committee
members reported that their committee met either quarterly
or semi-annually, with less than 9 percent meeting annu-
ally.

To determine major areas of responsibility, com-
mittee members were asked to rate their committee’s cur-
rent level of responsibility in several areas The majority
reported having some t0 considerable responsibility in the
following areas course/program change, course/program
design, course/program review, suggest new equipment,
and course/program evaluation. The majority reported
having little or no responsibility for equipment fund raising,
faculty evaluation, Or observing teaching in progress Most
would Iike to see their level of responsibility increase n most
areas except equipment £ und raising, faculty evaluation,
and observing teaching Most wanted little or no responsi-
bility in those three areas

Members were asked to rate their current level of
influence on decisions pertaining © several aspects of the
programs they advised (Table 26). The strongest area of
influence was in type of courses/programs of fered. How-
ever, 18 percent reported they had little or no influence.
When asked to rate the amount of influence on individual
course and program content, 37 percent reported having
considerable or full influence, while 29 percent reported
they had little or Do influence. Forty percent of the comrmit-
tee members reported they have little or no influence in
determining equipment needs.

When asked what they think their level of influence
should be in the future, the trend was toward considerable
influence in most areas. The majority believe their role
should be increased so they have considerable influence in
courses or programs of fered, program content, job place-
ment, and equipment purchase. They also indicated that
they could assist in student and faculty recruitment.

Ttnn@ctamcfoormnmﬁlemrveydealtwiﬁxﬁle
current level of involvement in equipment decisions and
course and program content. Thirty-two percent of pro-
gram advisory committee members reported that they &
view more than 50 peroent of all new equipment proposals
(Table 27). Almost 30 percent reported they review less
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than 50 percent of the new equipment proposals, and an
additional 30 percent review none. New equipment propos-
als are rarely initiated by committee members and commit-
tees rarely raise funds for equipment. Course/program
changes are often not reviewed by advisory committees
Over half reported they did not review a majority of the
proposed changes. Course/program changes were also
rarely initiated by committees Thus, committees initiated
or reviewed less than half of all equipment proposals and
course/program changes, but reported that their recom-
mendations, when given, were often implemented.
Sixty-four percent of all members reported their
level of involvement in program activities was about right,
while 33 percent s3id they had too little involvement (Table
28). Community college program advisors were less satis-
fied with their level of involvement than AVTS advisors
Fifty-nine percent of respondents would like to see
the role of their committee increased, while 40 percent
would like to see involvement stay the same (Table 29). In
addition, many committee members commented that they
felt their committee existed merely to fulfill a requirement.
Many respondents commented that business and industry
should become more involved as program advisors.

Quality of Programs

Advisory committee members evaluated the qual-
ity of the program they advised on several dimensions Most
rated the content of their program’s courses and training as
good (Table 30) Nineteen percent of community college
committee members felt courses and training needed im-
provement. Instructors were rated good by the majority of
members surveyed.

Adequacy of equipment was an isue that was very
important to business and industry and to vocational insti-
tution administrators. Advisory committee members also
reported that it was very important to train on the most
technically advanced equipment. Over 75 percent of all
members surveyed reported the equipment used by the
program they advised was good or adequate. Again, a
sizeable proportion (22 percent) of community college
members said equipment needed improvernent.

Quality of Students

Committee members were asked if students should
be evaluated on their skill or competency level with busines

and industry participating in developing the standards.
Ninety4wo percent of the respondents favored business and
industry’s participation in the setting of standards Seventy
ﬁvepexwmofmnbcxsamatleastsat'sﬁed or very satisfied
with the skill level of students completing the programs they
advise, and only 174 percent were dissatisfied or very
dissatisfied When asked if committee members would hire
agraduateoft}eprogmmﬂleyadvise,@peroentresponded
yes

To determine exactly what deficiencies exiting
students have, committee members were asked to rate the
degree of improvement needed in many areas. A substantial
pereentage (24 percent) reported no improvement needed in
technical skills while a similar percentage reported gradu-
ates need considerable improvement in writing (28 per-
cent), listening and oral communication (22 percent), prob-
lem solving (21 percent), goal setting and motivation (29
percent), organizational effectiveness and leadership skills
(22 percent), and work attitudes (25 percent). These results
indicate that vocational education institutions face consid-
erable challenges in providing students with job-related
skills that go beyond technical skill training.

Summary

Program advisory committees perform a critical
function in the vocational education system. These commit-
tees are the most important link that institutions have to
business and industry. Key findings from the survey of
committee members are:

L Program advisory committee members are util-
ized primarily to review program and equipment needs.
Most reported they have some or considerable influence in
these areas,

2 Even though oversight of programs was reportedly
their primary function, committees of ten do not review
program changes and equipment proposals.

3 Committees would like to be utilized more eff ec-
tively. They would like to be more involved and have more
responsibility and influence in program design, review, and
change and in equipment decisions,

4. Quality of instructors and programs was generally
rated good, although 19 percent of community college

28
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members reported that programs needed improvement.

5. Almost all committee members (87 percent) be-
lieve training should occur on the most technically ad-
vanced equipment. Over 75 percent rated training equip-
ment adequate to good. Twenty- two percent of community
college members said equipment needed improvement

6. Advisory committees strongly favor competency-
based student evatuation, with business and industry par-
ticipation in defining competency standards

7. Students exiting programs were described as hav-
ing some deficiencies in technical, basic, academic, and
other work- related skills (€8, teamwork, problem solving,
etc.).

8. Programs were rated as generally accessible in
geographic and scheduling terms Accessibility must be
maintained, since employee access to retraining will be im-
portant over the next three to five years. Retraining needs
will be driven by the substantial impact of technological
change. U

Table 26

CURRENT LEVEL OF ADVISORY COMMITTEE INFLUENCE

(shown as percentage)
Full or Litte or
Area Considerable Some None Dor’t Know
Course/Program Of ferings 39 38 18 5
Program Content 37 31 29 4
Faculty Recruitment 6 11 67 16
Student Recruitment 10 29 53 8
Job Placement 21 34 39 5
Equipment Purchase 28 26 40 5
Table 27
DEGREE OF UTILIZATION OF ADVISORY COMMITTEES
(Shown as percentage )
100% >50% <50% None Don’t Know
Equipment Proposals Reviewed 10 25 29.5 29.5
Equipment Proposals Initiated 1 13 41 34 11
Equipment Funds Raised 1 2 17 2
Proposed Course Change
Reviewed 15 27 38 15 5
Proposed Course Change
Initiated 0 i5 4 23 8
Committee Recomendations
Followed or
Implemented 5 45 31 4 15
29
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Table 28

INVOLVEMENT OF ADVISORY COMMITTEE IN PROGRAM ACTIVITIES

(shown as percentage)
Involvement Comm. Colleges AVTS All
Too Little 42 18 33
About Right 57 75 64
Too Active 1 7 3
Don’t Know 0 0 0
Table 29
SEE A CHANGING ROLE FOR ADVISORY COMMITTEE

(shown as percentage )

Comm. Colleges AVTS All
Greatly Decreased 0 2 1
Slightly Decreased 0 C 0
Stay the Same 35 48 40
Slightly Increased 45 48 46
Greatly Increased 20 2 13

Table 30
CONTENT OF COURSES/TRAINING OFFERED

(shown as percentage)
Rating Scale Comm. Colleges AVTS All
Very Poor 4 0 25
Needs Improvement 19 9 15.5
Adequate 21 18 20
Good 50 73 59
Don’t Know 6 0 3




Job Training Partnership Act

THE JOB TRAINING
PARTNERSHIP ACT

The competitiveness of Kansas
depends on a strong economic development/
worlk force development link

Introduction

The federal Job Training Partnership Act (JTPA)
has been designed to provide employment assistance to the
economically disadvantaged and the unemployed. Iis pri-
mary goal is to educate and train the disadvantaged and
unemployed for productive participation in the work force.
Because the pool from which business and industry draws
a significant portion of Iabor will grow slowly in the 1950%s,
JTPA will play an increasingly important role as states
utilize all resources available to prepare the disadvantaged
to meet business and industry work force requirements
Unfortunately, there are many disparities between the
present educational and vocational condition of the disad-
vantaged and the projected needs of business and industry.
Nevertheless, today’s disadvantaged can overcome barriers
to employment through education and training to become
tomorrow’s work force.

To determine how JTPA contributes to work force
training and economic development in Kansas, two issues
were examined: 1. The extent to which JTPA emphasizes
short-term versus long- term placement of trainees - in short
the extent to which JTPA invests in human capital; 2 How
JTPA i coordinated with the rest of the work force training
system in the state.

JTPA Background

JTPA was started in 1982. In establishing JTPA,
Congress’s intent was to invest in human capital and to
increase employment opportunities for disadvantaged
groups. States were given primary responsibility for man-

aging the funds and services allocated and outlined in the
act. Federal involvement was limited to evaluation of
states’ programs? This approach provides states with the
opportunity to use federal funds to achieve state economic
development and human capital objectives. JTPA funds
can be used by each SDA far remedial education, onrthe-pb
training (OJT), customized training, classroom training
(CRT), coordination projects with other social, training
and education services, and a variety of special projects

Procedures

Information concerning the state’s utilization of
JTPA funds was obtained through interviews with officials
in each service delivery area (SDA) in Kansas, as well as an
examination of Kansas state publications. Training and
placement data were callected from each SDA and from the
state Departments of Human Resources, Education, and
Commerce. Communication with persons in other states, at
the National Alliance of Business, and the National
Governor’s Association, as well as a literature search pro-
vided information concerning JTPA administration in
other states. State overview reports were examined to
collect data from SDAs outside of Kansas.

Findings
Short-Term vs. Long-Term Employment Goals

Federal evaluation of state JTPA programs have
emphasized the short-term goal of job placement This
emphasis obscured the need to consider long-term goals
such as earnings and long term employment opportunities
Because of the changes occurring in the work place, pbs in
the 1990’s that will of fer long- term employment and ad-
vancement opportunities are those that will require higher
skill levels Those that hold jobs will need to have good
technical skills, basic academic skills (reading, computa-
tion, communication, problem solving, etc), and the moti-
vation and ability to continue to learn and be trained. Thus,
the strategy for long term gain in JTPA participation should
be an emphasis on basic academic skills and the develop-
ment of both academic and technical skill competencies.

Because of changes occurring in demographics,
the labor force of the 1990’ will have to rely more heavily
upon the most disadvantaged portion of the labor force (eg,
minorities, women, hard core unemployed). These groups,
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more than other groups, need training in basic academic
skills as well as technical skills JTPA, as part of the state’s
Jjob training system, needs to focus upon and train these not
served by other segments of the system - the economically
disadvantaged and unemployed. JTPA should focus upon
providing the economically disadvantaged with basic
academic and technical skills Once competency has been
demonstrated, JTPA participants can then be referred to
other parts of the training system and to employers for
further training (e.g, classroom training at community
colleges and AVTS’ and on-the-job training)

On-the-Job Training Most on-the-job training
served adults who were not on welfare. This suggests that
on-the-job training is a short term mechanism that focuses
on preparing those who are essentially job ready.

Classroom Training. Classroom training is the
largest segment of JTPA funded training in Kansas There
is somie feeling among JTPA administrators that educa-
tional services - not JTPA - should be addressing the prob-
lems associated with the disadvantaged. They favor the
short term emphasis that would use JTPA to put people to
work, not through school. Because putting people to work
can no longer be separated from educating people, Kansas
is presently involved in the Project of the States pilot pro-
gram, which is an encouraging step toward work force
improvement. Because those with the most barriers to
employment of ten pessess the least number of skills, JTPA
should focus on developing competencies so that employers
are assured of a labor force which possesses an adequate
level of basic academic and vocational skills. JTPA can
insure that every participant has achieved adequate read-
ing, computation, reasoning, and technical skills if the
program uses demonstrated performance standards, not
attendance records or placement quotas.

SDAs I and V (both administered by the state) are
making a concerted effort to use competency-based train-
ing to improve the skill level of JTPA clients SDAs II and
V are using the educational system to provide remedial
types of education for their clients. More than just a training
provider, the system is used o link remedial education with
practical job skills in these two SDAs

Competency-Based Training
Competency-based training is an important ele-

ment in guaranteeing that the work force is prepared to
perform the jobs required by business and industry, because

such training focuses on outcome rather than on process
The Kansas Department of Education is moving vocational
and technical training institutions toward competency-
based training and JTPA sponsored training needs to be
included in this movement. One way that Kansas is moving
JTPA in the direction of competency-based training is
through participation in the Project of the States. The
Project of the States is a national demonstration project
conducted by the Center for Remediation Design and the
Center for Human Resources at Brandeis University in
association with select state and local Job Training Part-
nership Act entities® Participating states include Califor-
nia, Connecticut, Kansas, Michigan, Nebraska, Oregon,
and Washington. The Project of the States has four goals
1. To develop criterion-referenced basic skills assessment
tools and curriculum management system, using the crite-
ria of the work place, in collaboration with the Comprehen-
sive Adult Student Assessment System (CASAS);, 2. To
build and enhance the capacity of the state and Iocal staff o
provide training and technical assistance; 3. To restructure
the way services are delivered to youth and adults in JTPA
service delivery areas; and 4. To establish partnerships
between employvment and training, education and welfare
which result in common identification of indicators of
employability and common assessment approaches.

Development and implementation of assessment
strategies which define an integrated approach to instruc-
tion between work-related skills and basic skills are needed
if Iabor market needs are to be met. The Project of the States
is based upon the belief that traditional basic skill assess-
ment tools do not work in assessing functional literacy,
because they focus on processes not outcome. The purpose
of this demonstration is to develop appropriate assessment
tools and a curriculum management system which can be
used by the employment and training system to restructure
service delivery. The program focuses upon those basic
skills needed by the “generic worker,” ie, the skills needed
by all entry level workers which are similar across various
mdustries but within a specific job market

Interagency Coordination

JTPA should not be regarded as a self-contained
program but as part of the state’s overall strategy to prepare
workers for skilled positions. Thus, interagency coordina-
tion is needed to ensure that JTPA is part of the state’s

32
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human capital strategy and to leverage state funds to ac-
complish state objectives

Coordination With KIT. New and expanding
firms are eligible for KIT grants to fund training To
encourage these firms to hire disadvantaged workers,

JTPA funds can be added to KIT grants JTPA can subsi-

diszOperomtd’adiml’ssalaryforuptosixnnnﬂsd‘on—
the-job (OTJ) training. The company gains financially and
ﬂxedi:advama@dgajnaooestojobsinmwandemanding
business, where job retention and advancement may be
more likely. All five of the SDAs in Kansas reported some
JTPA/KIT coordination in the past The limited involve-
ment of JTPA (through OJT) with new business in Kansas
may in large part be due to the overwhelming task of
coordinating the increasing number of Kansas Industrial
Training (KIT) contracts Kansas employs one person t0
perform the linkage between economic development and
JTPA, while other states employ entire off. ices of personnel
to perform this coordination.

To summarize, the overwhelming success of the
KIT program has overshadowed the importance of involv-
ing the disadvantaged in Kansas as part of an economic
development plan. JTPA was first designed to aid 1n the
placement of the disadvantaged. It is therefore understand-
able that Kansas’ SDAs emphasize placement. Most of the
cffoﬁincverySDAisdirectedtowardsarrangingon—the—
job training for clients The effect has been that in order to
meet the needs of new and expanding businesses, KIT assists
those who are job ready or nearly so; in order to link into
economic development JTPA has provided assistance to
the same population. The result has been that the hard-core
disadvantaged are being placed in less attractive positions,
or are not placed at all Federal amendments to the JTPA
may mandate a narrower targeting of JTPA clients as well
as more competency-based training and educational serv-
ices.

Other Government Agency Coordination. Section
102(a)(2) of the Job Training Partnership Act requires that
“representatives of educational agencies {representative of
all educational agencies in the service delivery area).”
mmtserveonﬂxchivatelndtsu'wancﬂforﬂlcparﬁaﬂar
SDA. While coordination occurs throughout the state,
SDAs I and V, those administered by KDHR, have a higher
degree of coordination between JTPA and other social
service, training, and placement programs than in the other
three SDAs. SDAs I and V also coordinate efforts and
services more of ten with the Kansas Department of Educa-

tion, as well as the Kansas Department of Commerce. Inan
effort to reduce service overlap and to create a “onestop”
situation for the client, many states are encouraging and
sometimes mandating coordination between education,
human resources, labor, and commerce sections of govern-
ment and private services and funds

Educational Institution Coordination. JTPA
coordination with community colleges and AVTS' is im-
portant ’IhemrposcofJ'I'PAistomecttheuainingneeds
of the disadvantaged. More and more, those needs include
the correction of basic educational deficiencies. By using
community colleges and AVTS, these needs can be met.
These schools are designed to provide remedial and occu-
pational education. Rather than “reinvent the wheel,” as
one SDA official put it, JTPA staff should make use of these
services to help the disadvantaged populations. Coordina-
tion with educational institutions opens avenues for ad-
vancement by showing clients how to develop a real career
path through more advanced training opportunities

Assessment and Tracking

Because there is a serious shortage of client track-
ing data in Kansas, it is difficult to determine if JTPA
participants are indeed being placed in long- lasting jobs.
While there is an abundance of client information available
on JTPA participants, little is collected on whether employ-
ment of participants was a result of JTPA’s intervention or
what specific types of jobs were obtained following comple-
tion of training. All JTPA staff interviewed indicated that
data collection, exchange and coordination by the various
Kansas agencies involved will need to improve before
placement and retention statistics are known.

Trerds in Other States

The situation of JTPA in other states is varied and
complex, although general trends are emerging, Almost all
the states which were studied recognize the importance and
necessity of incorporating disadvantaged populations into
the work force. Mot states are beginning to understand and
addrcsﬂlcneedtoasistmcdisadvamagedwgrmntsofthe
population through education and competency-based pro-
gramming, Whether federal dollars are used throughout or
not, most states have instigated some type of client-based,
intake-to-placement approach. In other words, the client
hasﬂxcopporumityﬁoprmcdfmmixﬁﬁalsystcmintake
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and assesment 0 employment without constantly re- enter-
ing the system at each step. Most states are beginning to
encourage, if not mandate, coordination between service
providers to reduce the amount of service and funding
overlap. Finally, all the states which were studied have
developed written plans for economic development which
address the strengths and weakness of state resources,
including human resources,

Implications

Kansas’ administration of JTPA is successful as
indicated by performance reports which consistently ex-
ceed federal standards However, discrepancies were ob-
served between the various approaches the SDAs took in
providing services; between the needs of business and the
skill and education level of Kansas’ disadvantaged; be-
tween the state trend towards placement and the federal
trend towards preparation; and between the coordination
of state as opposed to local services. If Kansas is to remain
a competitive contender for its share of business and indus-
try, economic development and work force development
must be linked The disadvantaged must be a viable part of
the state’s work force because they will be an important
source of new employees for business and industry in the
near future. If Kansas is to gain cost efficiency in delivery
of training and services, it must better coordinate the efforts

it

of the wide variety of training service providers available [tf]




Other States’ Programs

INNOVATIVE PROGRAMS
IN OTHER STATES

Leadership at the state-level is
a kev element in the development of
efficient and innovative training programs

An analysis of the vocational technical training
system in Kansas would not be complete without some
comparison to what other states are doing. Therefore,
several states were targeted to help identif'y options for
Kansas policy, and to gather information on work force
training and retraining programs. States visited were:
Ilinois, Michigan, California, Missouri, Nebraska and
Oklahoma.

Innovative Funding Approaches

California. The Employment Training Panel
(ETP) in California is a program that provides funding for
retraining and is financed by unemployment insurance.
ETP represents the first use of unemployment insurance
funds for a purpose other than providing benefits to the
unemployed. This program is different from other govern-
ment retraining efforts in that it primarily focuses on expe-
rienced workers who are either unemployed or socon-to-be-
displaced, rather than on training the hard-core unem-
ployed and new entrants to the work force. Panel member-
ship represents labor and management and has two
charges 1) to reduce unemployment insurance costs by
providing funds to retrain currently employed workers who
are threatened by displacement and to train employment
recipients or recent “exhaustees” for existing jobs and 2) to
foster economic development by helping businesses train
workers in the skills demanded by new technologies.

Several criteria exist for participation in the pro-
gram. Employers are eligible if they pay the Employment
Training Tax of their state Unemployment Insurance and
employ persons covered by the Unemployment Insurance
system. To qualify for training, new applicants for employ-

ment must be receiving unemployment insurance or have
exhausted unemployment insurance benefits and remain
unemployed. Current employees must need retraining to
cope with technological changes in work environment,
introduction of new work methods, required changes in job
duties, or possible layoff should training not be instituted.

Ilinoés. Tlinois has differential funding for voca-
tional education courses The community colleges’ eight
ocost centers include: 1) baccalaureate transfer courses; 2)
technology; 3) business; 4) health; 5) remedial; 6) general
studies; 7) adult basic education; and 8) adult secondary
education. The Illinois Board of Community Colleges
caleulates the actual average cost of producing a credit hour
in each of the oost centers If it costs more to produce a credit
hour in technology, then there is a higher credit hour grant
from the state. The actual costs of each program arc uscd
in determining the credit hour reimbursement. There is a
two year lag in this process, because the determination of the
credit hour cost is quite complicated and involves consider-
able time.

Illinois also has an economic development grant
program in which the state provides $3 million te the
community colleges for economic development purposcs.
The program funds business assistance centers to provide
services for business and industry. Each recipient commu-
nity ocollege creates a business assistance center and staffs it
with at least one person. Each community college is
awarded a minimum grant of $30000. Additional {unds
are dependent upon how many credit hours are generated
in vocational education courses. The average college
received approximately $60,000 per year.

Michigan. Michigan has a new program called
the Michigan Training Initiative Fund (MTTF) that started
operation in 1989. This program assists firms with training,
but goes beyond the traditional manufacturing base that
historically has been the target of training programs in
Michigan. The program docs not target a specific industry;
service companies as well as manufacturing companics
may participate. The intent is to use state funds as an
incentive for companies to invest in training. MITF uscs
state funds to cover the interest on bank loans that are used
for company training programs. The state will pay up to the
prime rate for no more than five years. This program uscs
an interest subsidy rather than grants because the statc
wants to have employers view training as a standard cost of
business that the company should pay for. Morcover, the
state does not have sufficient funding to give grants to {irms
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in all Michigan industries The long-term objective is to
have training be part of the regular budget process of firms

Innovative Customized Training Efforts

Michigan. Quik Start is a Michigan Department
of Education program that uses Carl Perkins funds for a job
training program. This program is operated separately
from other departments, but there is close cooperation with
state- funded training programs. A company will contact
the business training office at 2 local community college. If
the college cannot help the company, the college will refer
them to a different community college or possibly the Quik
Start program in Lansing Eighty percent of the Quik Start
{unds go to community colleges. It is estimate that Quik
Start funds less than 20 percent of the community colleges
customized training Most of the training in Michigan is
paid for by the companies

Missouri. The most interesting aspect of
Missouri’s Customized Training program is the amount of
money that Missouri is spending on customized training.
Based on interviews with staff at the Department of Elemen-
tary and Secondary Education and the Department of
Economic Development, which jointly administer
Missouri’s Customized Training Program, in the upcoming
year Missouri has budgeted $5 million for customized on-
the-job training through the Department of Economic
Development and another $5 million for classroom skill
training through the Department of Elementary and Secon-
dary Education (this does not include JTPA money for on-
the-job training or local PIC money). These agencies
subcontract to each other if a business’ customized program
utilizes both aspects of customized training A company is
eligible for Missouri’s Customized Training Program if: 1)
the business is new or expanding and creating new jobs in
Missourt; 2) the business needs to retrain existing employees
as a result of substantial new capital investment; and 3) the
business needs to retrain existing employees without sub-
stantial new capital investment, but as a result of the
introductions of new products or services or to upgrade
quality and/or to improve productivity.

Oklahoma. The Training for Industry Program
(TIP) in Oklahoma is a state- wide program that provides
training for new/expanding industry. All training costs are
paid by the state, as part of the state’s effort to get business
to locate in Oklahoma. TIP training provides both techni-
cal and basic skills training Basic skills training is not

general, rather it focuses upon actual reading and math
required for the job. When management training is re-
quired, courses designed by private vendors are usually
used.

Oklahoma’s strength in their customized training
program is in using vocational technical education as an
incentive for businesses to locate in Oklahoma. Vocational
education is part of the negotiation team for business
recruitment. The vocational-technical system in Okla-
homa can play any role in the employment picture - assess-
ment, instruction, accessibility, and follow-up support.
They are versatile.

For firms who do not qualify for the TIP program
(not new or expanding), customized training is defined as
industry specific training that is not open to general enroll-
ment, with costs paid by the employer, not the employee.
The state reimburses AVTS $15 per class contact hour for
each class offered under Industry Specific Training. The
State Department of Vocational Technical Education uses
money to provide AVTS incentives for marketing Industry
Specific Training The state pays for one-half of the Indus-
trial Coordinator’s position at an AVTS if the school gen-
erates 600+ hours of industrial specific training Industrial
coordinators are trained and certified by the state to ensure
good service to the business Thus, 24 industrial coordina-
tors are out in the field contacting business and recruiting
customized training contracts

Innovative and Integrated Information Systems

Michigan. On January 31, 1989, Michigan
launched a pilot test of the Michigan Opportunity Card.
The intent of the Opportunity Card is to make the training/
education system user friendly. The Michigan Opportunity
Card is a “smart” card, a wallet-sized plastic card embed-
ded with a computer chip that stores and retrieves informa-
tion. Information about a person’s skill levels, employment
history, aptitude test results, participation in previous pro-
grams, eligibility screening for funding and personal career
goals is stored on the card. The card enables service
providers to guide customers to the most appropriate pro-
grams services within the System,

A companion initiative to the Michigan Opportu-
nity Card is the Automated Resource Directory. This
directory provides easy access to information on a wide
array of programs available in the job training/adult edu-
cation area. The program will operate like an automatic
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teller at a bank; it is actually an IBM compatible computer
with information on a hard disk. Two systems will be placed
in each county - one at a public location, such as a commu-
nity college or JTPA office, and one ata private location,
such as a shopping mall, drug store, or a union hall The
program directory will have information in four categories
1) education; 2) job training; 3) job placement; and 4)
supportive services.

Oklahoma. The Oklahoma State Department of
Vocational Technical Education has a division called
Supportive Services which provides data-based planning
They provide all schools with demographic data so they can
provide training to fit the needs of their population and
business in their area. The state also works with local
community leaders, giving them demographic inf ormation
and analysis of training required to help with local eco-
nomic development problems and establish goals.

Ipnovative Curriculum Development Efforts

Illinois. Under a new Illinois plan called Educa-
tion for Employment, the state will provide funding for
vocational schools only if they offer programs in job areas
where workers are needed. They have invited companies to
look at curriculum and it has resulted in many obsolete
courses being dropped.

Michigan. The Department of Education in
Michigan is developing an innovative program to asscss
eligibility skills of high school graduates. Included will be
such areas as the student’s ability to solve problems, to work
as a team member, or to have management skills. Ulti-
mately, these assessments will be integrated into the Michi-
gan Opportunity Card.

Odahoma. The State of Oklahoma takes a strong
Jeadership position in curriculum development. Their view
is that teachers do not have the time to develop curriculum
so the state has curriculum development staff working with
industry experts to produce curriculum. Industry does the
task analysis to identify the skills needed to do a job. The
state staff then create the training materials (manuals,
videos, tests, etc). All training is competency- based, indi-
vidualized, teacher facilitated-student centered, and media
supported.

Interagency Coordination

Michigan. A Human Investment Fund was
formed and its board appointed by the governor as a “joint
venture of state agencies committed to integrating the
state’s job training and adult education programs into one
coordinated system. The board has 14 members and in-
cludes the top person in each state agency with operational
responsibilities in education or training Thus, the Super-
intendent of Public Instruction, Director of the Department
of Labor, and the Director of Social Services are members.
There are also representatives from the SDA’s, community
colleges, and five businesslabor-public members. A sepa-
rate board above the Human Investment Fund does the
technical work, while the fund board members operate at
the policy level

The board will be the driving force behind
Michigan’s efforts to coordinate and reshape the 70 job
training and adult education programs to meet state policy
objectives The board is a strategic planning policy group;
it does not operate programs. The group is chaired by the
Director of the Office of Management and Budget, who
reports directly to the Governor.

Conclusion

To summarize, several interesting ideas or con-
cepts were obtained from visits to other states. While states
take different approaches to meeting their work force train-
ing needs and developing an integrated delivery system, the
clement common to all innovative programs is that of
leadership from the state. When the state is willing to try a
new approach and back it with commitment - commitment
through funding and commitment through high-level lead-
ership - those approaches lead the way to innovation. While
the states provided leadership, the programs of ten relied
upon partnerships. The partnerships generated were part-
nerships between the private and public sectors, business
and education, or management and labor. Working part-
nerships resulted in synergism, a cooperative action of
discrete agencies such that the total effect is greater than the
sum of the effects taken independently. O




 WORKFORCE TRAINING

POLICY OPTIONS
FOR CONSIDERATION AT
STATE AND LOCAL LEVELS

The future of the Kansas work force

depends on effective leadership
at the state and local level

Basic Academic Skill Training

GOAL:

All students in pestsecondary vocational-techni-
cal programs should acquire basic academic skills as well
as technical skills.

POLICY OPTIONS:

L Vocational-technical programs should
integrate training of basic academic skills, such as reading,
computation, communication, reasoning and problem
solving, with technical skill training.

Rationale; The skills that employees must have
are changing as the work place changes. Because the time
it takes for half of a worker’s skills to become obsolete is
short {perhaps as short as one year), business and industry
must have workers who are able and willing to learn new
skills. However, many workers do not have the basic
academic skills essential for acquiring more sophisticated
technical skills needed to adapt to the demands of increas-
ingly complex jobs. Emplovers want employees with a
bread set of work place skills or at least a strong foundation
of basics that enables them to learn on the job as technology
and products change.

Foundations in basic academic skills should be
formed at the elementary and secondary level. The impor-
tance of this for work force preparation has been abun-
dantly documented by numercus surveys of job skill require-
ments and business work force needs. These surveys also
document the serious deficiencies that currently exist in
these areas in today’s work force. State and national data
clearly support the need for improved basic academic skill
training. A 1989 national survey of small manufacturers

conducted by the National Association of Manufacturers
revealed that those surveyed were having difficulty with
their employees’ education and training in the following
areas ability of employess to understand math concepts (37
percent), ability to understand, read and write English (30
percent), ability to be trained in operations (25 percent), and
ability to resolve problems independently (50 percent). A
survey of Kansas business and industry conducted for this
report revealed areas in which many firms reported employ-
ces need improvement reading (43 percent of firms),
writing (60 percent), computation (52 percent), listening
and oral communication (72 percent), problem solving (70
percent), comprehension/understanding (60 percent), in-
terpersonal relations (80 percent), teamwork (70 percent),
goal- setting and personal motivation (79 percent), adapta-
bility and flexibility (66 percent), work habits (77 percent).
These results strongly support the need to integrate basic
academic skill training with technical skill training.

Since 75 percent of the work force that will provide
Iabor n the 1990's has already entered the work force, the
problem extends beyond elementary- secondary education
into postsecondary and adult education. If students enter
the postsecondary level or adults re-enter the training sys-
tem under prepared in basic academic skills, the voca-
tional-technical programs must address the problem by
incorporating training in basic academic skills in the tech-
nical skill training

2 Students entering vocational-technical
programs should be tested on basic academic skills at the
time of entry and at the time of completion of their program
Certain predetermined competency levels should be dem-
onstrated by students prior to entering a program and prior
to obtzining a degree or certificate.

Raticnale: About 80 percent of the institutions
rated students’ academic skill performance level as poor o
fair upon entry in postsecondary vocational- technical
programs and 54 percent rated them as only fair upon
completion of programs. To ensure that instructors have
students who are ready to learn, students must enter voca-
tional-technical programs with certain prerequisite aca-
demic skills To ensure that employers are hiring emplovess
with reading, computationzl, communication, reasoning,
and problemesolving skills, competency should be demon-
strated before a degree or certificate is issued. By testing for
and requiring basic academic skill competency for accep-
tance into and completion of vocational-technical pro-
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grams, work force quality and adaptability will improve.

Requiring students to demonstrate competency in
basic academic skills decreases the dichotomy between
vocational and academic programs. High school teachers,
counselors, students, and parents will recognize that voca-
tional- technical training students must be better prepared.
Requiring the students to be better prepared academically
will also broaden their options for postsecondary training
upon graduation from high school or ata later date when
skill upgrading or career goals make re-entry into the
educational or training system necessary.

3. Students who do not meet course of pro-
gram prerequisites in basic academic skills, particularly
reading, computing and communicating, should be placed
in a remedial education program.

Rationale: Ninety-four percent of vocational
education institutions of fer remedial course work and 58
percent feel that students should be required to demonstrate
minimum competency in basic academic skills for entry
into programs. However, students who demonstrate defi-
ciencies are strongly encouraged but not necessarily re-
quired to enroll in remedial programs. Deficiencies should
be corrected before students begin training in vocationai-
technical programs.

AVTS do not collect state funding for the time
students spend in remedial training. The State Board of
Education encourages remedial education at community
colleges by allowing state reimbursement for up to 18 hours
of remedial training per student. Because community
colleges have a funding mechanism and academic disci-
plines to cover remedial training (e.g, English and math
faculty), AVTS should enroll their students in remedial
coursss at community colleges rather than setting up their
own programs to minimize duplication of programs.

4. Adults in all Kansas communities should
have access to open-entry/open- exit basic education in
literacy, math, and communication.

Rationale Adults already in the work force and
those wanting to enter the work foroe are finding that skill
requirements are increasing and that they must return for
training to upgrade literacy, math and communication
skills to obtain or retain jobs, or to obtain promotions This
trend will continue as technological changes and other
changes in the work place force workers to adopt a strategy
of life-long learning Basic adult education in Kansas is

grossly under funded, with one million dollars in federal
funds and $50,000 from the state. The support needs to be
increased to meet the literacy and basic academic skill
needs of the adult population.

Secondary Technical Skill Training

GOAL:

Secondary vocational-technical students should
learn the principles of technology, applied math, applied
science, etc. in preparation for occupational training at the
postsecondary level

POLICY OPTIONS:

1. Technical Preparation Programs should
be established and funded in secondary schools to provide
secondary vocational-technical students with more rigor-
ous training in principles of technology, applied math, and
applied science.

Rationale Tech-prep programs do not replace
existing vocational education programs, but rather
broaden the scope of vocational education by preparing
students in at least one mechanical, engineering, industrial,
or practical field; providing students with a high level of
competence in mathematics, science, and communication
through applied courses in these areas, and making students
more employable. Broadening vocational-technical train-
ing at the secondary level to include basic academic skills
(math, communication, etc) provides students with skilis
pecessary to survive in an age where rapid technological
and product changes make workers skills obsolete quickly.
Thus, it makes sense to provide 17 year old students with
skills that will enable them to Jearn new technical skills
quickly. Teaching narrow, job-specific skills introduces the
risk that those skills will be obsolete by the time the student
is 20 years old. For example, a program in North Carolina
shows students the relationship between printing technolo-
gies and math and science skills Using an offset printing
press requires mathematical computations to align layers
of images printed, and the composition of inks used involves
chemistry. Students must also figure how many sheets of a
cermmsizcofpaperczﬂbecutfmalargersheetandmust
calculate the cost per page A reszarch project on the history
and production of paper teaches them scientific informa-
tion and how to develop that information into a good
written form.
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Technical preparation programs may soon have
federal support through amendments to the Carl D. Perkins
Vocational Education Act The state has one pilot program
underway that should be evaluated and expanded if it
broadens the scope of training as described above. Implem-
entation of programs should be supported by the Depart-
ment of Education in the form of curriculum development,
teacher training, equipment, and materials.

2. Technical Preparation programs should
be coordinated with postsecondary technical programs at
community colleges or AVTS by providing acceptance of
credits or advanced placement in programs.

Rationale: Tech prep programs should link the
final two years of secondary education with the first two
years of postsecondary education, giving students an option
to obtain a two-year degree or certificate. Jobs of the future
will require workers at all levels to be engaged in lifelong
learning. While it is unrealistic to expect everyone to
graduate from high school and then complete two to four
years of postsecondary education in the traditional uninter-
rupted sequence, the educational system must encourage
people to enter and leave according to their needs. The
system must be flexible without compromising academic
standards.

At one tech-prep program in North Carolina, the
public schools, local community college and business
community joined together to prepare students The curric-
ula were planned jointly by the public school system and the
community college, with heavy input from the business
sector. This approach makes secondary training a part of
the advanced technical training system, and makes it easier
for students to move toward more advanced training as the
need arises.

Postsecondary Technological and Technical Skill
Training

GOAL:

All students in postsecondary vocational-techni-
cal programs should demonstrate competency in technical
skills and underlying principles of technology specified by
business as appropriate for the particular occupation.

POLICY OPTIONS:
1. Technical courses/programs should be

based upon the demonstration of competency in the prin-
ciples of technology underlying a discipline or field and
competency in technical skills, rather than the accumula-
tion of credit hours or clock hours

Rationale: The State Board of Education favors
performance-based curricula and evaluation systems
(competency-based training). The Department of Educa-
tion has developed occupational profiles for vocational-
technical programs. These profiles list skills needed for
each oocupation and encourages schools to use the profiles
to guide instruction. This is an important step in the
direction of competency-based curricula. Training and
evaluation based upon performance of job skills are more
responsive to business needs and produces students who are
Job ready.

Because rapid technological changes render
workers’ skills obsolete within a few years, programs
should provide students with an understanding of principles
of technology underlying 2 discipline or field as well as
providing specific technical skills. Training that is directed
toward a broader discipline or ficld rather than toward
narrowly focused job-specific skills produces a work force
that is more adaptable to technological- and market- in-
duced changes in job requirements. Programs must prepare
students who are ready to do jobs today and who can adapt
to job requirements in the future,

While the Department of Education can encour-
age technical education institutions to move toward com-
petency-based training, a change in state funding methods
is needed before training can be truly competency-based. As
long as state funding is based upon student clock hours at
AVTS, training cannot be competency-based without
creating financial difficulty for AVTS. If a student finishes
a program early or stops attending, the AV'TS receives less
state support, even though the cost of offering the program
remains constant Competency-based training should al-
low for more individualized instruction where students
progress through and complete programs based upon
demonstration of skills, with funding also tied to demon-
stration of skills Thus the exemplary student should be able
to complete training in less time than the average student.

2. Competencies for each program/course
should be based upon skills identified by business and
industry that are needed today, as well as upan the develop-
ment of capacities that will enable students to adapt both in
the job and among similar jobs gver time.
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