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Summary

Nearly $800 million in public funds is spent each year on 49 different

job training programs operating in North Carolina. The programs include

everything from registered apprenticeships in the Department of Labor to cus-

tomized on-site job training for new and expanding industry provided by the

Department of Community Colleges. The programs are located in eight differ-

ent agencies, but no one is sure whether there is duplication or even whether

individuals are enrolled in more than one program. While enrolling in more

than one program may in some cases serve multiple client needs, a state auditor's

report recommends program consolidation to improve accountability and ef-

fectiveness. Officials in the Department of Community Colleges, the Employ-

ment Security Commission, and the Department of Commerce say a great deal

of consolidation already is beginning to happen with Commerce embracing job

training as an economic development tool.

Communication between various programs has improved as service

providers struggle to find jobs for Work First participants who now must find a

job fairly quickly because their welfare benefits are limited. Soon, the Employ-

ment Security Commission will be able to track the entry and exit of job train-

ing program participants and evaluate job placements.

Meanwhile, industries are forming new ties with educators through

such programs as internships, job shadowing, mentoring, and youth appren-

ticeships, which teach on-the-job skills to high school students. And the state is

coming to grips with the fact that almost everyone ultimately is going to need at

least two years of post-secondary education. While some question whether the

government can ever perfectly meet the job training needs of the private sector,

a sort of public private partnership is lurching into being, with some signs of

success but still a lot of work to do if the state is to meet the skilled-labor needs

of industry in the 21st century.

n a scene that could be straight out of the
television show  Chicago Hope,  two play-
acting medical professionals hover over an
apparent patient. "Go all the way up to 160,"

Judy Taylor instructs her medical-assistant trainee.
Another instructor, Leola Barnes, plays the role of
patient, a blood-pressure device strapped onto her
arm. A column of mercury rises, then falls slowly.

"What did you get?" Taylor asks.
"120 over 80," the student says.
Taylor and Barnes respond with a few encour-

aging words to their student, Ramona Hall, an un-
employed mother of a three-year-old daughter.
Nearby, several unemployed women cluster around

a mannequin arm, practicing drawing blood with a
needle.

The scene takes place at the Center for Em-
ployment Training, a demonstration project that is
one of North Carolina's newest efforts to prepare

Ferrel Guillory, a correspondent, editor, and columnist for
The News & Observer  of Raleigh, N.C., for more than 20
years, spent 1995-96 at MDC Inc., a nonprofit research firm
that specializes in workforce and economic development is-
sues . Guillory currently is the director of the Program on
Southern Politics, Media, and Public Life at the University
of North Carolina at Chapel Hill. Mike McLaughlin is edi-
tor of  North Carolina Insight.  The authors wish to acknowl-
edge the contributions  to this analysis of Sant Scott and Tom
Faison of MDC Inc.
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citizens for the world of work. Located in a nonde-
script brick building in Research Triangle Park,
CET is part of the state's strategy to move the job-
less poor from welfare to work-and do it quickly.

"I found out about CET through the Work First
program," explains Hall, who moved from New
York to North Carolina in November 1995. "When
I moved, I took a big setback."

Jobless, she turned to the Aid for Families with
Dependent Children program. Under Work First,
Gov. Jim Hunt's version of welfare reform, she was
turned immediately toward job training. Hall
jumped at the chance, saying, "I wanted to look for
what I could do for myself."

***

Near the Harrison Avenue exit off 1-40, con-
struction cranes tower above the tree line. They
give testimony to a thriving ,  expanding business,
MCI Telecommunications Corp., the long-distance
carrier, which has a major building project under-
way next door to its Cary headquarters.

Inside, Ellen Hughes, manager of Network
MCI technical training ,  and Majella Kerr, a senior
instructor ,  escort a visitor down a long, narrow cor-
ridor. They unlock one door, then another.

The first door opens into the Interactive Dis-
tance Learning room .  It is where trainees at the
Cary  MCI headquarters receive instruction from a
trainer at MCI's Richardson ,  Texas, facility. Two
TV sets loom in front of the room, and each trainee-
station has a touch -tone key pad by which to an-
swer questions posed by the instructor in
Richardson . "Cary Moves to Light Speed," pro-
claims a poster with a drawing of a Superman-like
character.

The second door opens into a room with 13
personal computers , a TV-VCR  combination, and
an overhead projector. It is where MCI trainees
receive job training from Kerr and her colleagues.
Maj Kerr is an employee of MCI .  Wake Technical
Community College supplies the equipment in the

"Vocational education is neither

the primary focus nor a source of

pride within  the average

American high school."

-GOVERNOR'S COMMISSION ON

WORKFORCE PREPAREDNESS
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room, as well as the teaching manuals she uses.
"Most of the equipment that Wake Tech gives

us is on a lease basis," Kerr explains, as she pro-
vides an inventory of the room. "I'm not sure about
the podium. It might be supplied by Wake Tech."

Wake Tech provides instructional equipment
and supplies and pays a part of instructors' com-
pensation to MCI under one of North Carolina's
longest-standing industry-recruiting programs, on-
site customized training. Indeed, since the incep-
tion of the state Community College System, its in-
stitutions have offered customized training as an
integral part of the state's package of economic in-
centives to industry.

***

Welcome to the wide world of state-supported
job training. The CET program and the custom-
ized job training program are two of 49 different
programs administered by eight different state
agencies at a cost in state and federal funds of some
$800 million annually, according to an inventory
by the Governor's Commission on Workforce Pre-
paredness.' State agencies administering these pro-
grams are the departments of Public Instruction,
Community Colleges, Administration, Commerce,
Correction, Health and Human Services (formerly
Human Resources), Labor, and the Employment
Security Commission. Also administering job pro-
grams using state and federal funds is the private
nonprofit Telamon Corporation, which works with
migrant and seasonal farmworkers.

What kind of skills do these programs attempt
to impart? And how successful are they in placing
clients in real-world jobs that pay above the pov-
erty level and last for more than a few months? The
answers to these questions are hard to unearth, in
part because the world of job training and retrain-
ing is so vast.

Programs cover everything from basic educa-
tion to pre-employment skills to on-the-job train-
ing through apprenticeships to degree and certifi-
cate programs at community colleges. And no one
knows for sure how many people are participating
because there is yet no system in place to deter-
mine who is registered for more than one program
or service. An October 1996 state auditor's report
described a fragmented system with tentacles in so
many state agencies that it's difficult to determine
the overall effectiveness of job training efforts. It
recommended that job training efforts be consoli-
dated with the Employment Security Commission
and other work force development agencies, divi-
sions, and programs? It also made a broad range
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Students get training in shipping and receiving at  the  Center for Employment
Training in Research Triangle Park - one  of 49  different job training

programs operating in North Carolina.

of recommendations to improve accountability in
the various programs.

Since the audit report was published there has
been some restructuring of the state's job training
efforts. The governor's economic policy advisor,
Rick Carlisle, has been named a deputy secretary
in the Department of Commerce with broad respon-
sibility for work force development. The Commis-
sion on Workforce Preparedness has been moved
into the department, and Commerce has gained a
greater role in encouraging industry to hire welfare
recipients in the Work First program. "It's more of
a consolidated training initiative," says Carlisle,
though he points out that job training programs are
still broadly dispersed.

Among the changes is a much larger role for
the Employment Security Commission in the Work
First program. All non-exempt Work First appli-
cants must register with the Employment Security
Commission, which will evaluate applicants and
refer them to the appropriate job training program.
ESC also will provide expanded job search services
and research on the working poor at the county
level, and will enhance its capability to track job

training program participants.
To some extent, says David Clegg, Govern-

ment Relations Director in the Employment Secu-
rity Commission, the kind of consolidation the state
auditor recommended has already occurred. "With
the passage of time, you have seen consolidation
occur on  a de facto  level under the broader umbrella
of economic development," says Clegg.

Others with major responsibilities in work
force development disagree. "In my view, the fun-
damental question about consolidation is yet to be
addressed," says Sandy Babb, former director of
the Commission on Workforce Preparedness and
now Governor Hunt's work force/education policy
advisor.

The State  of Training

Vince 1992, the Governor's commission on
Workforce Preparedness has prepared a report

that attempts to list: all the state's work force
programs; the agencies in which they are housed;
the latest available budget figures; and number
of people each program serves. The document,
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Table 1. Participation in North Carolina 's Work Force
and in Selected Job Training Programs, 1995

Approximate size of the 1995 North Carolina non-agricultural workforce: 3,459,600

Number of persons the Employment Security Commission referred to potential jobs: 512,000

Number of persons placed as a result of ESC actions: 177,000

Number of persons in vocational and technical education in the public schools: 374,000

Number of persons in community colleges' occupational continuing education: 260,000

Number of persons in community colleges' occupational education: 172,000

Number of persons in vocational rehabilitation: 53,000

Number of persons in adult Job Training Partnership Act programs: 5,500

Number of persons in JTPA summer youth programs: 4,000

Number of registered apprentices in state Department of Labor program: 6,300

Sources:  Labor Market Information Division, N.C. Employment Security Commis-
sion; "Civilian Labor Force Estimate for North Carolina," N.C. Department of
Commerce;  North Carolina's Workforce Development Inventory,  Governor's Com-
mission on Workforce Preparedness.

updated annually, served as a major resource for
the State Auditor's Office in preparing its report.

The commission's inventory makes one thing
clear: North Carolina does a lot of things in pursuit
of job training. Twelve programs serve the general
population, while others serve specific segments of
the population, such as the disabled, prison in-
mates, welfare recipients, and youth.

The inventory report declares that it is impos-
sible to provide an "unduplicated count" of the
people served by job-training and job-linkage ef-
forts in North Carolina.3 It is obvious, however,
that the numbers reach well into the hundreds of
thousands: They include: 4,000 in the summer
youth program under the federally funded Job
Training Partnership Act (JTPA), 5,500 in JTPA
adult programs, 172,000 in occupational education
in the community college system, 123,000 in com-
munity-college basic skills courses, 260,000 in the
community colleges' occupational continuing edu-
cation, 53,000 in vocational rehabilitation, 374,000
in vocational and technical education in public
schools, and 6,300 apprentices under the state De-

partment of Labor program. (See Table 1 above.)
The Employment Security Commission, which

links workers in search of jobs and employers in
search of workers, reported that, in the year ending
June 1995, it had referred more than 512,000
people to jobs and that 177,000 had been placed in
jobs as a result of ESC action.

The inventory tallied $799.3 million in gov-
ernment spending on work force development ef-
forts: $578.6 million in state funds, $216.1 mil-
lion in federal funds, and $4.6 million in local
funds 4

Of the state funds, fully 93 percent went to two
statewide education systems. Community colleges
received $336 million for training-related pro-
grams, and the public schools got $195 million.

Aside from those two state investments, much
of what takes place in North Carolina in the job-
training arena is driven by federal policy and fed-
eral funds. The state's challenge is not only to ad-
minister a variety of federal programs but also to
apply the available resources to meet North
Carolina's needs.
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"Where government -supported

training programs have

succeeded ,  they have been either

small or focused ,  concentrating on

helping people search for work, or

else they have equipped people

with basic skills. Arguably, the

closer training is to general

education  (as in Germany), the

more likely it is to succeed."

-THE ECONOMIST  OF LONDON

Is Job Training Getting the Job Done?

A s Babb suggests about the sprawling system,
performance varies from program to program.

"I think there is good news, and there is bad news,"
she says. "We're doing some things well, and
we're doing a lot of things not well enough." In-
deed, job training is a term of many dimensions.
For a university graduate, job training may mean
on-the-job instruction to learn a company's com-
puter system, or it may mean taking a few courses
in a community college to adapt to a high-tech work
environment. For a welfare recipient, job training
may mean studying for a high-school equivalency
diploma and learning job interview techniques.

One way of viewing the work force prepara-
tion stream is as a birth to retirement continuum
that begins with preschool and early childhood de-
velopment efforts, and continues through the grade
school years that impart basic skills like reading,
writing, and arithmetic. By high school, students
are already beginning to make contact with the
working world through vocational or technical edu-
cation, or they are advancing toward another ca-
reer track through college prep classes. Thus, two
streams of young people begin to diverge, but both
are ultimately headed toward the same place-a
real job in the working world.

For those who fall by the wayside, there are
second chance programs to get them to the prom-
ised land of a steady paycheck. These include
Adult Basic Education, the Human Resources
Development Program in the Community Colleges
that helps move welfare recipients toward the
workplace, various programs for high school drop-

outs, programs for displaced homemakers, and
even programs for prison inmates in the Depart-
ment of Correction.

Once a young person lands a real job, there are
programs designed to keep that person employed.
These include training resources offered by em-
ployers, private proprietary schools that offer skills
training for pay, and the community colleges, plus
workplace literacy programs and programs to help
workers displaced by foreign competition or who
for other reasons become unemployed.

While college prep has traditionally been the
route to higher paying jobs and a better lifestyle,
policymakers increasingly are paying attention to
those young people who take a quicker route to the
workplace. These young people arguably have got-
ten too little attention in the past, and it's begin-
ning to show as the competition heats up for skilled
workers. Babb refers to these young people as
"mid-kids"-young adults smart enough to hold a
good job but not going to a community college or a
four-year institution. "We're sort of casting them
out in the world, and they're just floundering."

Meanwhile, companies that need to upgrade
their technology to remain competitive are run-
ning into a work force roadblock. "Human re-
sources is cited by manufacturers across the state
as one of the most significant barriers to expand-
ing or modernizing their facilities," according to
a 1995 report by the Alliance for Competitive
Technologies.' "Companies are reluctant to
implement more sophisticated equipment or pro-
duction processes if they are unable to hire quali-
fied personnel or retrain existing employees to

"Public schools are not sending

adequate numbers of well-

prepared youth along to higher

education and the labor market.

The community colleges are

restricted in providing constant

training and retraining for adult

workers on a sufficient scale,

and many services are

fragmented and lack flexibility."

-GOVERNOR'S COMMISSION ON

WORKFORCE PREPAREDNESS
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operate advanced technology equipment. Across
North Carolina, companies consistently state that
they cannot find people with sound basic-
reading, writing, math, and problem solving-or
technical skills to help them be more competitive
in the global economy."

In a 1996 article headlined, "What works?",
The Economist  of London surveyed critiques of job
training efforts in the United States and Western
Europe.' The article begins with considerable
skepticism, reporting that "in a growing body of re-
search," scholars find "that the [government job-

training] schemes have failed to improve either the
earnings or the employment prospects of their cli-
ents." But, by the end of the article,  The Economist
reaches a more ambivalent judgment.

"Where government-supported training pro-
grams have succeeded, they have been either
small or focused, concentrating on helping people
search for work, or else they have equipped
people with basic skills," writes the international
magazine. "Arguably, the closer training is to
general education (as in Germany), the more
likely it is to succeed."'

N.C. Department of Labor carpentry apprentice competition at the
North Carolina State Fair.

i
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"in the future ,  most Southerners will need at least two years of

education or training beyond high school to ensure themselves a

middle -class standard of living."

-THE STATE OF THE SOUTH,  MDC INC. OF CHAPEL HILL

But you don't have to look beyond state gov-
ernment to find pointed criticism of public job
training programs. You only have to read some
documents issued by state government itself.

For example, the 1995-97 strategic plan of the
Governor's Commission on Workforce Prepared-
ness, titled "Building a High Performance
Workforce," argues that North Carolina has not put
its educational "infrastructure in sync with the de-
mands of the new high performance economy."8

"Public schools are not sending adequate num-
bers of well-prepared youth along to higher educa-
tion and the labor market," says the commission.
"The community colleges are restricted in provid-
ing constant training and retraining for adult work-
ers on a sufficient scale, and many services are frag-
mented and lack flexibility."

Similarly, a commission task force assigned to
the job training portion of Work First found frag-
mentation in the system as it relates to welfare re-
cipients.9 "Multiple agencies use varying funding
sources to provide comparable services," says the
task force. "Training programs are not offered fre-
quently enough to accommodate the recipient
pool's differing points of entry in the welfare
stream. Furthermore, current training programs too
often provide long-term training programs that are
not connected to labor force demands."

What's more, even the most effective govern-
ment programs face limitations imposed by the
economy. And the economy can't rely simply on
government-supported initiatives; job-training has
to be business' business, too. Buster Humphries of
National Spinning Co., Chairman of the Governor's
Commission on Workforce Preparedness, has a pat
answer for those business leaders who ask, "What
if you pay for training and employees leave?" His
reply: "What if you don't pay for training and they
stay?" National Spinning Co. has been a leader in
high school apprenticeships, with programs at all
four of its N.C. plants.

Although in its infancy here, the youth appren-
ticeship movement is gaining momentum, having
grown from 38 apprentices in 1993 to 612 high

school apprentices in 1997. Apprenticeship pro-
grams put young people to work in real jobs that
provide hands-on learning while they continue their
classroom learning as well. Apprentices typically
have the option of taking a job at the firm when the
apprenticeship ends, with options built in for con-
tinuing education. Labor Commissioner Harry
Payne, who must certify each program, likes to re-
fer to the budding new world of youth apprentice-
ships as the "university of the workplace."

The programs include: A partnership between
the German firm Siemens Energy and Automation
and East Wake High School that includes an on-
campus lab the company has built to its own speci-
fications; a partnership between Schindler Eleva-
tor Corporation and Hobbton High School in the
Sampson County town of Newton Grove; appren-
ticeships operated by the firms Daetwieler and
Blum in Mecklenburg County; and a major metal-
working apprenticeship program operated through
the Piedmont Triad Center for Advanced Metal-
work in Greensboro-one of seven youth appren-
ticeship programs operating in Guilford County.

An N.C. Workforce Preparedness Commission
study tour of apprenticeship programs in Denmark
and Germany reached the firm conclusion that
North Carolina has much to learn from this ap-
proach to vocational education. The study tour del-
egates' report notes that U.S. high schools too of-
ten celebrate the successes of college preparatory

students while neglecting students on a vocational
track.10 "One needs to look no further than the typi-
cal high school graduation ceremony to see what is
valued in most high schools," says the report.
"Typically, only one group of students is singled
out for recognition-those students who have won
scholarships for higher education. Vocational edu-
cation is neither the primary focus nor a source of
pride within the average American high school."

But while apprenticeships may hold promise
for the future, today they share a common feature
with most job training programs-marginal impact
on the overall preparedness of the work force.
"What many people don't realize is the complexity,
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While the White House is

pleading for more job

retraining, a growing number

of critics are beginning to ask

the question , " Retraining for

what ?"...  A 1993 study by

the [U .S.] Department of Labor

found that less than 20

percent of those who were

retrained under federal

programs for dislocated

workers were able to find new

jobs paying at least 80 percent

of their former salary.

-JEREMY  RIFKIN ,  THE END OF WORK

the churning, the dynamism of the economy," says
Manfred Emmerich, the job service director of the
Employment Security Commission. "With all re-
spect to government, we impact it on the fringes."

Still, amid the self-criticism, the acknowledg-
ment of shortcomings and limitations, and debates
over financing and priorities, the North Carolina
policymaking establishment holds a deeply in-
grained conviction that state government ought to
remain engaged in the task of preparing citizens for
jobs, better jobs, higher skilled and higher paying
jobs. "We will pay a higher price if we don't-in
economic and social costs," says George Autry,
president of MDC Inc. in Chapel Hill.

Autry, who has studied work force issues for
three decades, considers North Carolina the re-
gional leader in assembling and marshaling job-
training efforts. Mississippi has a better work force
literacy program, and South Carolina has a stron-
ger customized training effort, he says. But if some
states out-strip North Carolina in certain segments
of work force development, none put the pieces to-
gether better. "On balance," says Autry, "we're
doing better than anybody else in the South."

Demography and a Dynamic Economy

A 11 in all, the North Carolina economy has put
on an  impressive performance of late. Un-

employment is down in the 4 percent range. The
state has  more jobs per 100 people of working age

than any state in the South, more jobs per 100 work-
ers than the national average. And yet, two
waves-one demographic, the other economic-
are coming together to create a swell that, when it
crashes on shore, could erode the foundations of
Tar Heel prosperity.

Population projections point to a combination
of work force preparation challenges over the next
decade or so. In 2010, North Carolina will have
more than 900,000 more people in the 45-64 age
category than it has now, according to figures

compiled by MDC Inc. This, of course, is the
Baby Boom bulge, and most policy attention has
focused on what will happen-in Social Security,
housing patterns, and the like-when this cohort
begins retiring in 15 years. But between now and
then, most Baby Boomers will stay in the work
force. These are people for whom high school
and college are long-ago experiences, and many
of them grew up at a time when the economy de-
manded no more than a high school education.
Like its sister Southern states, North Carolina
faces the prospect of massive reeducation and re-
training of many of these older workers-or they
will be left behind in the new, information age
economy.

In 2010, on the other hand, North Carolina will
have about 80,000 fewer workers in the 20-44 age
category. This reverse bulge has its own set of edu-
cation and job-training imperatives. North Caro-
lina will have fewer younger, energetic, on-the-
way-up workers than it has now, and, having fewer
workers to rely on, the state can hardly afford to
have any of them inadequately prepared for the new
economy.

Compared to only two decades ago, the chang-
ing economy puts a greater premium on brains than
brawn. And, as MDC pointed out in its  1996 State
of the South  report, in the future, most Southerners
will need at least two years of education or training
beyond high school to ensure themselves a middle-
class standard of living."

In the 1990-94 period, North Carolina saw re-
tail sales increase by 56,000 jobs, business services
by 55,300 and health services by 54,200, accord-
ing to the Employment Security Commission.
Meanwhile, the manufacturing sector grew by only
4,000, even as such traditional industries as textiles
and furniture saw net employment decline. Over
the next decade and a half, much the same pattern
is anticipated-growth in white-collar jobs far out-
distancing growth in blue-collar occupations and
many blue-collar jobs requiring greater skills. De-
spite the growth in white-collar jobs, there are still
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many more blue collar workers, so resources still
must be focused on training these workers and up-
grading their skills.

Welfare To Work

If shifts in demography and the structure of theeconomy will drive long-term job training
policy, welfare reform has begun driving short-term
policy. Gov. Jim Hunt's Work First initiative re-
quires a reorientation of public assistance, educa-
tion, and job-training programs to emphasize
speedy job placement. Social workers are having
to learn to function as job counselors. Hunt ad-
ministration officials refer to Work First as a cul-
tural change.

"The focus is on employment as soon as pos-
sible," says Peter Leousis, assistant secretary for
children, youth and families of the state Depart-
ment of Health and Human Services. Still, Hunt
administration officials know that it's one thing to
move the most job-ready welfare recipients off the
rolls quickly, but that it's another thing to confront
the difficult tasks of moving people with marginal
literacy skills, pre-school children, and no trans-
portation or child care from welfare to work.

It was at the initiative of former Secretary of

"We've made a strong effort to  be

responsive to the spirit and

requirements of welfare reform."

-CHUCK BARHAM, ASSOCIATE VICE

PRESIDENT FOR PROGRAM SERVICES IN THE

DEPARTMENT OF COMMUNITY COLLEGES

Human Resources12 Robin Britt that the Center for
Employment Training in 1995 set up a shop in the
Research Triangle Park for a two-year demonstra-
tion project aimed at getting Work First participants
ready for the job market quickly. The San Jose,
California-based CET has a reputation for offering
intensive short-term, hands-on training to low-in-
come people. Trainees punch a time clock as they
arrive and leave, with a typical day offering seven
hours of instruction in a work setting.

It costs $6,000 for a trainee to complete a six-
to-seven month CET regimen. Even its support-
ers in state government agreed that CET was more
expensive than traditional programs, though they
hoped for off-setting reductions in welfare costs.

.e
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The state funded its initial $1.3 million CET con-
tract with two-thirds federal money, one-third
state money.

CET features what is known as open-entry,
open-exit-that is, trainees enter the program at any
time and may leave when they have mastered a skill
necessary for a job. "People are graduating all the
time on a daily basis," says Tyrone Everett, regional
director of CET programs. CET offers training in
such fields as heating and air conditioning installa-
tion and building maintenance, electronics assem-
bly, shipping and receiving, and medical-office
clerical. To decide in which fields to offer train-
ing, CET conducts surveys of local job markets and
consults with a local advisory board. "We will
phase out a skill that is not placing people in jobs,"
says Everett.

In addition to training for a specific skill,
CET offers remedial courses in basic math and
English. And, in a room strewn with maps, phone
books, and newspapers, trainees learn how to shop
for a job.

Though small and merely a demonstration
project, Britt's initiative in importing CET set off
some behind-the-scenes debate. To be sure, it
raises a question: Doesn't state government already
have programs designed for preparing the low-

skilled for entry-level jobs and, if so, why install
another one?

For two decades or so, the community college
system has housed the Human Resources Devel-
opment program for low-income people lacking
basic skills. (It is a program, incidentally, that was
designed by MDC with an "earn-back" index that
pegs state funding to success in placing people in
jobs.) All 58 community colleges offer HRD,
which served more than 10,000 people in the
1995-96 fiscal year.

The N.C. Center for Public Policy Research
evaluated the HRD program in 1989 along with two
other state programs-the Community Work Ex-
perience Program (also known as Workfare), and
the Job Training Partnership Act. The JTPA pro-
gram initially found jobs for nearly seven out of 10
participants, but often the jobs didn't last long, and
only one of every two welfare recipients who par-
ticipated in JTPA programs found a job. Three
months after leaving a JTPA program, only 55 per-
cent of the participants had held a steady job.
CWEP's performance was even poorer. Only 40
percent of registrants got jobs, often at the poverty
level. HRD got higher marks for long-term
progress in moving people toward self-suffi-
ciency,'1 but the Center pointed out that it was small

Tim Moore ,  director of the Triangle Center for Employment and Training.

w. ..` ..ice
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and not funded well enough to help community col-
leges take a bite out of poverty.

Of 4,621 HRD graduates in 1986-87, 82 per-
cent had jobs or were enrolled in skills training
programs 12 months later. The Center com-
mended HRD for its follow-up efforts and recom-
mended a similar approach for other state govern-
ment job training programs to assure that trainees
stay in their jobs a year
or more and get out of
poverty.14 The Center
recommended that the
state require extensive
follow-up efforts in job
training programs, track-
ing graduates for at least
a year to assure they are
still employed and earn-
ing above the poverty
level. The Center also
recommended that new
performance measures
be created to evaluate
job training success.

In interviews, Hunt
administration officials avoided on-the-record com-
ments on HRD, though the implicit message of
CET's arrival was that they sought an aggressive,
shake-up-the-system move to accompany welfare
reform. In other words, administration officials
wanted speedier job placement with less focus on
long-term training.

When the community college officials got
that message, they conducted a series of five
meetings across the state that drew 500 partici-
pants. The goal of the meetings? To seek input
on a comprehensive quick-training system for
welfare recipients. The result? Pathways to Em-
ployment-a broad new approach by the commu-
nity colleges to preparing Work First participants
for jobs.

The Employment Security Commission is the
point of entry for participants in the Work First
program. Able-bodied, non-exempt applicants for
Aid to Families with Dependent Children are re-
quired to register with the Employment Security
Commission through its First Stop Employment
Program, says Government Relations Manager
David Clegg. Applicants are evaluated and those
who are determined to need more preparation and
support are referred to the Pathways program in
the community colleges or to another appropriate
job training program. Although still evolving, the
Pathways program is intended to have welfare

recipients ready to work within 12 weeks.
Upon a referral by the Employment Security

Commission, the client can plug into any of four
training components within the community col-
leges: (1) a self-directed program of self-paced in-
dividualized instruction; (2) an instructor-facili-
tated basic skills component covering subjects
ranging from basic literacy to how to use a com-
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"There are very few places l go

where l don't see a sign that says

"help wanted ."  Employers are

looking for dependable employees

who are willing to make a

commitment ,  who they can train

and move up."

-DAVID CLEGG,

EMPLOYMENT SECURITY COMMISSION
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ers. "We've done a

puter; (3) the old Human
Resources Development
program which imparts
information such as how
to interview for a job,
how to behave on the
job, and how to be su-
pervised; and (4) occu-

pational training such as
nurse assistant training

or carpentry.
The program de-

pends upon participation
of the business commu-
nity to assure that the job
training matches the skill
needs of local employ-

lot," says Chuck  Barham,
associate vice president for program services in the
Department of Community Colleges. "We've
made a strong effort to be responsive to the spirit
and requirements of welfare reform." Barham calls
the effort a "barrier removal plan" aimed at remov-
ing obstacles to joining the work force, including
lack of training or interpersonal skills but also prac-
tical concerns such as lack of transportation or child
care.

To aid in moving welfare recipients into the
work force, the ESC is "contracting with each
county department of social services to provide
them with an expanded level of job search serv-
ices," says Clegg. He adds that it is "important
that employers in the community talk to us about
what they need" and list their jobs with the ESC.
If they do, Clegg says he's confident that there are
enough jobs to put substantial numbers of welfare
recipients to work quickly, although many will be
in entry-level jobs. "There are very few places I
go where I don't see a sign that says `help
wanted,' so, yes, there are jobs out there," says
Clegg. "Employers are looking for dependable
employees who are willing to make a commit-
ment, who they can train and move up."

While the community colleges' quick-response
employment program was not designed to replace
CET, it does serve the same purpose and should
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My occupational hazard is my

occupation's just not around.

-JIMMY BUFFETT,

"A PIRATE LOOKS AT FORTY"

cost less. The state auditor's report found that the
cost of training through the Center for Employment
and Training "appears excessive" at $6,000 per stu-
dent. The audit stated that the job training effort
could be replicated within the community college
system at one-third the cost of the CET program.15

The state's contract with CET expired at the
end of the 1996-97 fiscal year, although CET
planned to continue to provide job training services
to counties under contracts with local governments.
As these contracts were being negotiated, the flow
of referrals to the center for job training slowed to
a trickle.

Tim Moore, who succeeded Everett as direc-
tor of the Triangle CET, says the program indeed
does cost more than community colleges because
CET does not have an existing infrastructure and
revenue stream to subsidize its operation. All of
its revenue must come from tuition, which is paid
by local, state, and federal government and by
private entities.

In addition, Moore says the comprehensive
CET program provides a broader array of services
and support to individual participants than the com-
munity colleges typically have provided. This leads
to greater employability and self-sufficiency for
those who need extra help in getting on their feet.
Moore points out that the tuition amounts to about
$5 for each hour spent in training. On the whole,
Moore says, the program represents "a good value."

Moore says the program is cost effective be-
cause it provides a very high return on investment.
CET places its enrollees in good jobs with pay that
averages about $7.50 an hour and often with ben-
efits. The program follows up at 30, 60, 90, and
180 days to make sure its clients are still employed.
"We have an 80-plus percent six-month retention
rate, which is very strong, and a high percentage of
ex-participants earning above the poverty line and
becoming self-sufficient," says Moore.

Moore's claims about CET's retention rates
were documented in a study by the Jordan Institute
for Families at the University of North Carolina at
Chapel Hill. Of particular significance was this

finding: "The six month job placement rates for
CET were over 80 percent, yielding a much higher
percentage than was true for comparison counties.
This job placement rate was higher than for any
other program we have reviewed to date. Similarly,
the mean earnings for six months of those placed
in jobs was $4,755. This was also significantly
higher than the Work First programs in the coun-
ties from which they drew their participants." 16

Because CET was funded as a demonstration
project, Moore doesn't mind if its features are cop-
ied. In fact, he wants them to be copied. The se-
cret to CET's success, he says, is that the training
simulates a real job, and the agency provides or ar-
ranges for accompanying support services so the
trainees can succeed. "That's the difference in get-
ting in on the bottom rung and then climbing out,"
says Moore.

The Old Amid the New

At the same time that it launched Work First asits welfare reform strategy, the Hunt adminis-
tration also reached important decisions about the
state's economic development strategy. It decided
that North Carolina would compete more aggres-
sively with its sister states to lure business and in-
dustry through the use of tax incentives and direct
financial grants.

Amid the arrival of such new strategies, sev-
eral old, hardy job training programs hang in there.
One is the customized training offered to new and
expanding industries by community colleges.

Joe E. Sturdivant, the now-retired director of
business and industry services of the Community
College System, says that at any time the state
has about 100 customized training programs, like
the one at MCI, in progress. Under the program,
the state pays instructor salaries and travel costs,
buys classroom supplies and materials and shares
the cost of custom-designed training manuals
with the company. The state also provides stan-
dard equipment for training and, while a plant is
still under construction, furnishes temporary
space for training.

"We do it for any company that is creating new
jobs," says Sturdivant. "We don't tie it to any qual-
ity of jobs.... We have never had to tell a com-
pany, sorry, we can't handle your training needs."

The budget for customized training, which
held steady at about $6.1 million for five years,
got a $4 million boost in the 1997 General Assem-
bly, though the funds are non-recurring. "It is in-
grained in the community college system now,"
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says Sturdivant. "It almost forces the colleges to
form an association with these businesses that are
coming in."

So why should the state finance training on-
site for a company, instead of having that company
bear its own training burden? Customized training
is "just another form of public education" not un-
like engineering schools at universities, says
Sturdivant. "All we're doing is mostly addressing
the blue collar worker, the production worker."

Also aimed largely at blue collar workers is the
time-tested adult apprenticeship program. At last
count, North Carolina had 769 workplaces with reg-
istered apprenticeship programs in trades ranging
from prison guards to machinists, from loom fixers
to locksmiths.

"Apprenticeship is the pearl that I found" upon
entering the office, says state Labor Commissioner
Harry Payne. "I don't have to worry about an ap-
prentice not being employable."

It is not a large program, and yet it illustrates a
difficulty surrounding much of job training: how
to keep abreast of an evolving economy. As one
business executive put it, providing up-to-date job
training requires hitting a moving target. Technol-
ogy changes and associated changes in labor mar-
ket requirements make knowing what type of train-
ing to provide a major challenge. Apprenticeships
are one way to meet the challenge because trainees
are already in the workplace. Thus, the training
should evolve with the needs of the employer.

School To Work

Tech Prep is the school-based part of the school-
to-work movement. As originally conceived

and pioneered in Richmond County, it aims to in-
sert higher standards into the public school curricu-
lum and to form a tight connection between the lo-
cal high school and a nearby community college.
To participate, students must take physical science,
plus three advanced math courses, and four techni-
cal courses. The idea is to prepare students for
more advanced job training and preparation at the
community college level. "We are integrating cur-
riculum and technical courses and creating path-
ways for students that are truly seamless," says Ann
Doty, associate director of work force preparation
at the community colleges. Currently, 45 commu-
nity colleges operate tech prep programs in part-
nership with local high schools.

The new term of art is school-to-work. The
state's activities are driven by the federal initiative,
embodied in the School-to-Work Opportunities

Act. During the negotiations over federal job train-
ing block grants-which had state policymakers
waiting and watching anxiously but which eventu-
ally fell apart-President Bill Clinton sought to
maintain the school-to-work law as an independent
source of grants to states.

North Carolina's response to the law is an ini-
tiative called "JobReady," administered by the
Governor's Commission on Workforce Prepared-
ness. The commission has awarded implementa-
tion and planning grants totaling $12 million to 94
counties.

JobReady is still a work in progress. As Babb
points out, it is not a job training program but rather
a system built around the school-to-work concept.
Under JobReady, an array of local partnership
councils are formed with representatives of the lo-
cal school system, a community college, and em-
ployers, who get at least 51 percent of the member-
ship. There currently are 71 such partnerships,
some serving more than one county.

"It's really a way for communities to take a
look at what programs they have in place-particu-
larly for youth-then use the school-to-work fund-
ing to help fill in the gaps," says Kelly Foley, as-
sistant director for school-to-work in the
Department of Commerce. "That allows the local
community to tailor JobReady to meet their needs.
One community might feel they have an excellent
youth apprenticeship program in place. They may
want to expand career exploration for middle grade
students-or career development for teachers."

Foley says the partnerships have given em-
ployers, educators, and parents the opportunity to
exchange views about the needs of the commun-
ity in work force preparation. "That has made a

In a 1994 report ,  the Census

Bureau released figures showing

that the percentage of Americans

working full time but earning  less

than a poverty level income for a

family of four-about $13,000 a

year-rose by 50 percent between

1979 and 1992.

-JEREMY RIFKIN,

THE END OF WORK
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difference," she says. In Guilford County, for ex-
ample, the partnership has set a goal of having
1,000 youth apprentices by the year 2000.

The Guilford partnership has developed youth
apprenticeships in seven different fields: metals
manufacturing; chemicals and process manufac-
turing; banking and financial services; heating,
ventilation and air-conditioning; electrical trades;
medium and heavy duty vehicle systems technol-
ogy; and automotive industry. Some 150 appren-
tices are participating, says Deborah Torain,
manager of work force development for the
Greensboro Area Chamber of Commerce. Upon
completion of the program, participants get the
opportunity for financial help with at least a two-
year degree, or they can continue working with
the option of pursuing more education during their
off hours, says Torain.

In Nash County, a partnership has set up a sum-
mer institute to give teachers exposure to the work-
place. "They develop a lesson plan based on some-
thing they've seen or learned in a business," says
Foley. "One kindergarten teacher was placed at
Centura Bank. Her lesson plan was based on the
value of a penny."

A key advantage of the program is that it has
raised the level of communication between busi-

ness and educators, Foley says. "Business people
often complain that the public schools don't give
them what they need, and while the schools are not
letting business dictate curriculum, having the lines
of communication open provides resources for
business, students, and educators."

Students may finally get an answer to that age-
old question, "Why do we have to learn this?" says
Foley. "The entire career awareness effort allows
students to begin thinking early on about what
courses they might need to take, what options they
have, rather than graduating from high school or
college without any idea of the next step."

When JobReady is fully implemented, plans
call for every high school student to have the
opportunity for at least one work-based learning
experience before graduation. Every high school
is to have a job-broker to serve as a contact with
employers. Youth apprenticeships and tech prep,
as well as career major internships, will serve as
components of the school-to-work system.

JobLink Career Centers

I
n addition to JobReady, the Hunt administration
also has JobLink Career Centers. The work
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force commission has awarded more than $6 mil-
lion in grants-from federal funds-to counties to
coordinate job training information and activities.

"What we're really doing is bringing the vari-
ous work force development programs together lo-
cally under one roof," says Roger Shackleford, co-
ordinator of the JobLink Career Center initiative.
Governed by 25 regional Work Force Development
Boards across the state, the centers are intended to
create a more user-friendly environment where both
job seekers and employers can find programs to
meet their needs.

Representatives of six state agencies or pro-
grams with a piece of the work force development/
job training puzzle-called key partners-are
housed at each career center. The six are: voca-
tional rehabilitation; the community colleges; the
public schools through JobReady; the Employment
Security Commission; the Work First program; and
JTPA programs for disadvantaged youth and adults
and for displaced work-
ers. In more urban set-
tings, private, commu-
nity-based organizations
like the Urban League
and Goodwill Industries
also might be repre-
sented. "This is the first
real collaboration I've
seen," says Shackleford,
"and it's from the bottom
up.

At the Wake County
JobLink Career Center,
for example, job seekers
browse for leads via 12
personal computers that provide instant Internet ac-
cess. At the touch of a keyboard, users are taken to
the Employment Security Commission home page
to begin a digital odyssey through state and even
national job listings. A resource person and two
career counselors stand ready to assist anyone who
walks through the doors, which are open Monday
through Friday with extended hours on Tuesdays.

Visitors can use the resources of the center to
seek a job on their own with limited staff assistance,
participate in group services such as classes on
resume writing and interview skills, or they can
seek one-on-one help from a career counselor, who
will assess the needs of the individual and try to
make an appropriate referral. The jobless can also
get help with filing unemployment insurance
claims. Employers may use the center to list indi-
vidual jobs or seek a pool of applicants, besides

working with the agencies housed at the center.
"We have two groups of customers," says Polly
Hathaway, the center's coordinator. "The first
group is job and training seekers. The second is
employers."

In tight labor markets like Wake County, this
second function-serving employers-can be im-
portant. American Airlines, for example, is work-
ing with vocational services representatives housed
at the JobLink center to help staff its reservations
operation at Research Triangle Park.

And part of the center's function is to help re-
move barriers to employment. In some instances,
customized training may be required to prepare the
workers for jobs. In others, transportation net-
works might need to be worked out to get people
without cars to jobs that are not on the bus route.
Or a prospective worker might need help with ar-
ranging child care. Child Care Resource and Re-
ferral Services provides

By the mid-decades of the

coming century ,  the blue collar

worker will have passed from

history, a casualty of the Third

Industrial Revolution and the

relentless march toward ever

greater technological efficiency.

-JEREMY RIFKIN,  THE END OF WORK

on-site assistance once a
week. "We're trying to
add resources as we go,"
says Hathaway.

The center is equip-
ped with phone banks,
fax machines, interview
rooms, and even voice
mail so prospective em-
ployers can leave mes-
sages with job appli-
cants. A small library
provides additional re-
sources for job seekers,
and the facility will soon
be equipped for the

hearing impaired.
Hathaway says the push to provide one-stop

career centers had its roots in the privatization
movement and the movement to provide better
quality services. "This is far more customer ori-
ented than what we've done before," says
Hathaway. "The idea was to get more services
under one roof so job seeking would be easier for
people to deal with."

What  Next for Job Training?

Much of the North Carolina work force is em-
ployed in vulnerable jobs-that is, in indus-

tries likely to lose employment in the near future.
At issue is whether the state will marshal its edu-
cational and job training resources in concert with
an economic development strategy that focuses not
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simply on job quantity but more on job quality.
Here is a summary of job-training policy issues

likely to face North Carolina over the next six
years:

  Consolidation of job training programs-
In its report to the General Assembly's Government
Performance Audit Committee (known as GPAC),
the management consultants of KMPG Peat
Marwick recommended shifting the Employment
Security Commission, JTPA, and other training
programs into the state Labor Department. But it
was a stillborn recommendation. Neither the gov-
ernor nor the legislature had much interest in con-
solidating so much program management-and
thus power-into the Labor Department. For one
thing, Labor is headed by an independently elected
statewide official and is not under the governor's
control. For another, business, which is regulated
by the Labor Department, has friendlier relations
with the Department of Commerce and probably
wouldn't favor Labor having all the job training
programs.

The state auditor's report recommended con-
solidation in a single independent agency consist-
ing of the Employment Security Commission and
other work force development  agencies , divisions,
and programs. Babb, the former Workforce Pre-
paredness Commission director, endorsed the idea
in a letter to the state auditor. "I would like to ex-
press my support for the recommendation that the
General Assembly consider consolidating a num-
ber of federal and state work force development
programs and activities," Babb wrote. "In light of
diminishing federal resources, how is an appropri-
ate time to consider this step in order for us to fo-
cus more directly on meeting the needs of our cus-
tomers, increase flexibility at the local level, and
avoid unnecessary duplication and excessive ad-
ministrative costs.""

The Workforce Development Commission has
been moved into the Department of Commerce
from its former stand alone position as an indepen-
dent commission under the Office of the Governor.
And ESC technically is an agency of the Depart-
ment  of Commerce, thus, giving formal recogni-
tion of the importance of work force development
to building the state's economy. ESC ultimately
will  have the capability to track job training pro-
gram participants and determine whether individu-
als have been successfully placed.

Still, eliminating duplication and coordinating
disparate job training efforts remain  an issue-a
critical issue, indeed. One-stop centers represent
a certain consolidation at the grass-roots. But,

while the state has many assets, North Carolina
still has not pulled them into a genuine statewide
system. Other states have tried.

In 1990, Kentucky created a Cabinet for
Workforce Development as an umbrella agency for
adult education and training agencies, but the Ken-
tucky Long-Term Policy Research Center reported
earlier this year that "consolidation of programs
... remains incomplete." Texas has sought to
gather scattered work force programs into a Texas
Workforce Commission, an agency with more
power and control over money than the governor's
commission in North Carolina, and what happens
in Texas will bear watching for what works and
doesn't. Michigan, too, has been a leader in pro-
moting work force development.

  Decline in  federal funding-For  much of
the past two years, state policymakers kept their
eyes on Washington,  awaiting  passage of  legisla-
tion to convert almost all federal job training pro-
grams into a block grant to the states. The  legisla-
tion, however, stalled in a congressional conference
committee, and block grants appear on hold for a
while. Welfare reform has replaced block grants
as the prime pressure point at which federal policy
is influencing state action.

Whether in the form of block grants or wel-
fare reform, the future trend in federal funding will
likely be more down than up. Such a trend would
lead to more questions than answers: Could the
state target what it has more precisely, or would it
still do the same things, just with less federal
money? Would devolution from federal govern-
ment to state government actually result in more
flexibility? Would the state put up more of its own
money to offset federal budget cuts and prepare
North Carolinians for higher quality jobs?

  Community  Colleges-The  funding mech-
anism for the state's community college system
currently is under study with an eye toward
increased flexibility to meet economic development
needs. Now, community colleges are mostly
funded according to what are known as FTEs-the
number of full-time equivalent students. The up-
shot of the formula is that community colleges have
greater incentives to offer courses that are widely
popular than to provide  training  in more expensive,
cutting-edge endeavors. Is this formula likely to
change? How does that affect the mission of the
community colleges?

  The 13th and  14th "grades"-In  his
May 1996 commencement speech at Princeton
University, President Clinton declared, "I believe
the clear facts of this time make it imperative that
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our goal must be nothing less than to make the
13th and 14th years of education as universal to
all Americans as the first 12 are today." Clinton
proposed and Congress passed a tax credit of up
to $1,500 for two years to pay for post-secondary
education. In addition, employers eligible for job
creation tax credits also have access to tax cred-
its for job training provided to workers.

Should the state do more to encourage North
Carolina workers to pursue education beyond a
high school diploma? What about the 25 percent
of the state's high school students who drop out
before even receiving a degree? How will the state
organize its community colleges and universities to
respond to an increased demand for post-second-
ary education? If the economy increasingly de-
mands workers with education beyond high school,
the economy requires not only the federal govern-
ment but also the state government to examine their
policies toward universities and community and
technical colleges.

  Job training  for welfare recipients-The
state must also examine the impact of Work First
to determine if the focus on quick job placement is
at odds with the work force needs of the new
economy. Will these "last-hired" former welfare-
recipients be first fired when the economy sours?
A focus on short-term job placement over longer
term skills development may ultimately prove to
be short-sighted.

  Language and other cultural  barriers
for immigrants-North  Carolina's rising Hispanic
population has become a ready source of labor in
entry level service jobs and in low-wage produc-
tion jobs such as poultry processing. These work-
ers too need to upgrade their skills if they are to
become full participants in the new economy.
And aside from child care and transportation, they
need additional support such as education in En-
glish, citizenship, and civil rights and liberties.

  Evaluation  of job training programs-As
the N.C. Center for Public Policy Research found
in its 1989 look at job training, there remains a
strong need for evaluation of how well programs
prepare participants for the world of work. Getting
a trainee into the workplace is one thing; keeping
that individual in a job that pays above poverty-
level wages is yet another. At the least, job train-
ing programs should be able to place the majority
of their participants in jobs that pay above the pov-
erty level-and these workers should keep their
jobs at least a year. If these minimal standards can't
be met, the program really isn't worth very much-
to the employer or the trainee.

  A task force  on consolidation-In  the
end, the governor may need to appoint a task
force to explore these many issues, with a par-
ticular focus on evaluation and on the pros and
cons of consolidating job training and work force
development programs in a single agency. As
the importance of work force preparation in-
creases in the new economy, so does the impor-
tance of a focused effort to raise overall quality.
Ultimately, it's up to the governor to provide the
leadership  on this issue. fu Ali
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