Welcome from
The Workforce and Economic Development

Network of Pennsylvania

The Workforce and Economic Development Network of Pennsylvania (WEDnNetPA) is a consortium of
35 Pennsylvania educational institutions and is funded by the Pennsylvania Department of
Community and Economic Development (DCED).

The mission of WEDnNetPA is to strengthen the business environment of the Commonwealth of
Pennsylvania by providing a training network that is responsive to employers' workforce development
needs. We strive to help business and industry improve worker productivity through investments
in employer sponsored training programs that create “high performance” workplaces where
“continuous improvement and learning” are valued as competitive advantages.

Through the Guaranteed Free Training Program (GFT), qualified businesses can access funding for a
wide range of Basic Skills and Information Technology Training that will put your employees on the
path to peak performance. Our GFT program promotes employee development and continuous
learning as a competitive advantage for companies. WEDnNetPA also seeks to be an educational
resource for employers by matching providers of training with individual companies and assisting
them throughout the entire learning process. Our on-line training course database and employer
resource center at www.wednetpa.com is designed to help business and industry make the most of
their investments in employee development.

Our 35 Partners offer services and assistance in many areas. We help Pennsylvania Businesses...

Maximize their investments in employee development with assistance applying for and using
state job training grants to increase worker productivity and skills.

By providing planning and administrative support for implementing training and employee
development programs.

By providing implementation support for training and employee development programs
designed to assist businesses in meeting their performance goals and objectives.

By providing resources and assistance implementing human resource and training ‘Best
Practice’ programs and services.

WEDnNetPA is ready to assist you as needed to maximize your training investments. May our
collaboration build a stronger business community, state and workforce!

Sincerely,
Fred M. Baer

Statewide Director — WEDnNetPA Program
© 2002 WEDnNetPA and WORKS Partnership LLC 1 All Rights Reserved



Steps to Becoming a
“High Performance” Learning Organization

Why would a company want to become a “high performance learning
organization”? The answer lies in the simple fact that employee productivity
and innovation typically account for the majority of corporate profits. Your
employees are the only corporate assets that can appreciate in value. Investing in
your employees to help them, work to their highest level of performance is just
good business sense given the potential return on your investment.

For example, a quote from a recent Malcolm Baldrige business category winner
who has benefited from this proactive approach to training demonstrates the
value of being a high performance learning organization.

“Start with six hundred thousand dollars a year in savings, all
brought about because our employees rethought our basis
production processes. Add a 75 percent reduction in
manufacturing cycle times, followed by a two-thirds reduction
in designated quality inspections. The bottom line is, we’ve
doubled our revenue in just five years. All because of the kind
of training we’re doing. Fact is, the more training we give,
the better we get.”

Joel Marvil

CEO, Ames Rubber

Recent Malcolm Baldrige National Quality Award Winner
(Small Business Category)

We have developed a simple four-step process any company can use to
demystify the process of employee development. It has worked for hundreds of
companies and it can work for your company, too. All that is needed is a desire
to become a high performance learning organization.

Thus the purpose of this Resource Guide is to help you understand and use
training proactively, as a tool for positive change. This Guide offers a turnkey
set of processes, tools, resources and best practices for educating your employees
as a proactive strategic initiative that will impact your company’s bottom line.

This Guide outlines a simple four-step process that can turn your business into a
“high performance learning organization” that manages education as a business
initiative to maximize your return on training investments and accomplish
business goals. (See “Starting a Corporate University” best practice in the Best
Practices Tools section for more information on this concept). After all, the goal
of education is not knowledge, but ACTION. We must train with the end
result in mind to benefit from investments in worker education programs.
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A Simple FOUR-STEP PROCESS
for Becoming a High-Performance Learning Organization

WEDnNetPA recommends a simple four-step process to assist business and industry in building “high
performance learning workplaces”. Each step is matched with examples and resources that are found
in this Guide and online at www.wednetpa.com. The purpose of the guide is to give you the tools
needed complete each stage in the process. We aim to simplify the practice of developing your
employees and building “high performance learning workplaces”.

Step 1: Understand Your Business Goals: We must train with the end result in mind to benefit
from investments in worker education programs. Assess Your Organization’s Training

Needs on a Company, Department, Team and/or Individual Basis.
(See pages 5-9.)

A good assessment starts with understanding your company’s business goals and identifying the
training needed to accomplish them. Usually goals and training needs are identified on a company
and department-wide basis. Specific individual and team training needs are usually best identified
by team leaders or supervisors via team meetings or a formal performance appraisal process.
Additional training assessments are available online at www.wednetpa.com/B&a].

Step 2: Develop Plans to Support Goals: Establish a Formalized Training Plan that supports the

Business Goals identified in Step 1.
(See pages 10-12.)

Use the business goals and needs identified in Step 1 to create a simple plan of needed training. This
step clearly identifies the training outcomes expected and links them to business or departmental
goals, timelines and budgets. The plan will keep everyone on track and in agreement with the
training goals and objectives.

Step3:  Team up with your WEDnNetPA Partner to Implement Your Plan and Use State Financial
Assistance Programs to help you Achieve your Plan.

This is the most critical step in the process. “Team-up” with community and state resources to help
accomplish your goals and implement your training programs. Use this Guide to select and contact
the “best” providers in your area.

(Use our Financial Planner on page 19 and the Education Provider Overviews section beginning on
page 20 to match needs with resources).

Step 4: Use the www.wednetpa.com Business and Industry Learning Resource Center to Support
and Manage Your Training.
(See page 88 for details.)

Our innovative Business and Industry Learning Resource Center is available FREE to all
companies in the Commonwealth. You can use the resource center to plan and organize your
training efforts, register online for training classes, find courses and classes to support your training
needs, research training best practices and download sample training documents and templates. Our
Learning Resource Center makes it easy to manage all your training needs.

WEDnetPA is here to help and makes investing in your employees
easy and profitable.

Contact us when you need help!
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A Simple FOUR-STEP PROCESS
for Becoming a High-Performance Learning Organization

Step 1. Understanding Business Needs & Goals

“Motorola estimates that it earns $30 for
every $1 invested in employee training,
while Xerox found that is has reduced
manufacturing costs by 30 percent and
halved the time needed to develop products
..... through strategic training investments.”

U.S. Labor Department Study prepared by
Ernst & Young LLP

Assess Your Organization’s Training Needs
by Linking Needs to Business Goals

Use our Planning and Assessment Tool - Part A to develop an understanding of your
organization’s training needs and how they impact your company’s business goals. It
is critical that your training efforts be linked to identified business goals to maintain
senior management support for employee training and development programs.

An easy way to accomplish this linkage to business goals is to give the Part A Planner
to key leaders in your organization and ask them what goals and objectives they must
accomplish this year. Ask them to list them and link how training could assist them in
accomplishing their goals. These leaders will be ecstatic that you can provide resources
and support to help them.

Provide each leader with a blank form and example to assist them in completing. Be
willing to meet with them to complete if requested.

Use the Planning and Benchmarking Checklist— Part B to identify potential business
areas that could benefit from training and to benchmark your organization’s
capabilities against some common human resource and training ‘best practices’ used by
other organizations. The checklist is an excellent way to evaluate the state of your
workforce development efforts and get ideas for improvement you can introduce to
your organization.

If you need assistance completing Step 1, contact your local WEDnNetPA Partner.

To download copies of these forms, visit the planning section of our Business & Industry
Learning Resource Center website at http://www.wednetpa.com/B&l.
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Link Business Goalsto Training Needs
Part A - Example

Directions: ldentify critical business goals where training is needed or could assist in accomplishing the goal.
List needs as measurable outcomes if possible and with the desired training needed (if known).

Company:

Dept:

Business Need or Goal

Proposed Training

How can training help my company accomplish this goal ?

L ean Manufacturing

Improve machine availability and operator
productivity by 5%. Achieve productivity cost
savings of $15,000 by Dec. 2002.

Jm Jones — VP of Manufacturing
2002 Strategic Operationa Goal

What training is needed to accomplish this goal ?

Train al machine operators in Lean Manufacturing
techniques, especially set-up time reduction. Reduce
set-up time between production runs by 20%.

Customer Service Training

Decrease Call Time by 25 seconds per agent. Increase
Product Knowledge of Agentsto improve their order
close rate by 5% to obtain an additional $80,000 in
new cross-sold products over the year.

Linda Smith — Call Center Director
2002 Operationa Goa

Uncertain at this time. Will explore possible ways to
fulfill training need with WEDNetPA Partner and
Human Resource Manager.

Job Cross-Training for Key Operator Postions
Improve machine availability and ability to respond to
changing customer demands. Provide one-day
turnaround on all orders based on more skilled
operators available to respond to any order type.

Joe Adams — Press Room Manager
2002 Manufacturing Operational Goal

On-the-job rotation of all machine operators with
competency testing integrated into new Pay for
Skills Program  This program should increase
employee retention rates by 25% and increase on-
time product delivery rate by 10% to 97% of al
orders.




Business Goal Planner
Part A

Directions: Identify critical business goals where training is needed or could assist in accomplishing the goal.
List needs as measurable outcomes if possible and with the desired training needed (if known).

Company: Dept:

Business Need or Goal Proposed Training

How can training help my company accomplish this goal? What training is needed to accomplish this goal?

To download a copy of this form, go to:
http://www.wednetpa.com/B&l.
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Training Needs Checklist
Part B

Company:

Dept:

Training Topic Needs Assessment
Training Topic Areas

(3, 6 or 12 months)

Need Now Future Need

Applied Math & Measurement (Blue Print Reading)

Business Operation

Communication, Employee Empowerment, Teamwork

Computer Skills

English Literacy/GED/ESL

Health & Safety

Quality Assurance or ISO Certification Needs

Product and Process Control

Supervision & Leadership

Other:

Job Apprentice Programs (internal employee development Programs)
Job Skill Shortage Area

(3, 6 or 12 months)

Need Now Future Need Not

(Where will you need skilled workers in the future)

Computer Networking, Programming

Needed

Customer Service/Call - Order Processing Center

Industry Specific Program (Plastics, Printing, etc.)
List:

Machining and Metal Working

Maintenance and Repair

Safety & Regulatory Compliance

Supervision

Welding

Other:




Training Needs Checklist
Part B cont’d

Human Resource “Best Practice” Programs

Best Practice

(3, 6 or 12 months)
Currently Using = Being Considered Not Using

A Method to Boost Productivity Per Employee
(Lean Enterprise, Set-up time reduction, etc.)

Cross Training & Job Rotation

Empowerment or Teaming Programs

Skill Pathways as an Employee Retention Tool

Pay For Skills as an Employee Retention Tool

Tuition Re-Imbursement Programs

Formal Employee Recognition and Rewards
Program as an Employee “Retention” Tool

Partner with local High Schools and Colleges for
Job Shadowing, Internship & Co-Ops

Multi-Company New Employee Hiring Pools

Other:

Supply Chain “Best Practice” Programs
Best Practice

(3, 6 or 12 months)
Currently Using Being Considered Not Using

“Strategic Relationships” with key training and
education suppliers

Participation in Industry Consortia/Cooperatives

Multi-Employee Discounts

Federal, State or Local Grant and Loan Programs

- Guaranteed Free Training Program

- Customized Job Training (CJT) Grants

- Other

ISO Certification (Key Supplier Requirement)

Other:

To download a copy of this form, go to:
http://www.wednetpa.com/B&l.
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A Simple FOUR-STEP PROCESS
for Becoming a High-Performance Learning Organization

Step 2: Develop Plans to Meet Business Goals

Failing to Plan
Is Planning to Fail

Vision without Action is a Daydream
Action without Vision Is a Nightmare

Authors Unknown

Establish a Formalized Training Plan

This step is critical step as it is used to obtain organizational commitment for the proposed
training solutions. A formalized plan is your stake in the ground that clearly states:

- The Need and Benefits of the Training

- The Proposed Training that will Address the Need and accomplish the benefits desired

- The Resources of Time, Money and People needed to connect the training

- The Time Frame for Completing the Training
Armed with this information you can demonstrate to the organization the benefit of the training
to obtain organizational commitment and resources needed to accomplish your plan goals. We
suggest you present your plans to senior management to obtain recognition and support for
your plans in the organization. Research has shown that the lack of a detailed concise training
plan is the single most common reason why training programs fail or are canceled.

We have created a Sample Training Plan and Blank Training Plan Template on the following
pages as a guide to assist you in developing company or department wide plans. Use the
specific goals identified in Step 1 and the general needs identified in the Planning and
Benchmarking Checklist to fill in your training plan details. Share the draft plans with the key
leaders you worked with in step one to finalize plans prior to presenting them for approval by
senior management.

The best practice section of this guide (page 13) also gives tips and information on how to
improve and use your training plans to gain organizational commitment and support for your
efforts. Share these Best Practices with key leaders to gain their interest in your programs.

To download a copy of this form, visit the planning section of our Business & Industry Learning
Resource Center website at http://www.wednetpa.com/B&l.
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Sample Training Plan

Training Plan for XYZ, Inc. - Company Wide Plan - Jan. 2003

Proposed Training
What Training Is
Needed?

Business Need
Solved
How will the
training help my
company?

Priority
Link to

Business
Strategic
Plan

Time Line
Date
Needed

Resource

Planning

In-house,
Sole Source,
WEDnNetPA

Budget &
Notes

Introduction to Work Hire 20 new machine A Jan-April In-house — Train | $9,000 Grant
Environment and Machine operators and have Part of 2003 the Trainer - from WEDnetPA
Cross Training productive as current Strategic Curriculum GFT Program.
Cross training for all new hires. operators within 120 Plan to Dev_elopment 100 trainer hours,
days. Assistance from
Improve WEDnetPA 25 Hours from
Capacity Partner WEDnetPA
S A
PC Training in MS Outlook/ Upgrade company to MIS Goal July 2002 - Proposals from $25,000 plus 50%
Office Suite Outlook /MS Office Jan 2003 Community match from CJT
. Suite College & State Funds.
Classroom training for all new
. System School.
users. Benefit — Stay
90 upgrade users
current/ software
. & 20 new users.
easier to use and
maintain
. . A
Lean Manufacturing Improve Machine Sept-Dec WEDnetPA $5,000.
s Part of 2002 $20.000 cost
Train Machine Operators in Availability & Strategic 2003 program - 20 ;
P . Productivity by 5%. 9 people for savings expected
Lean Manufacturing Techniques . Plan to o first vear in
— Set Up Time Reduction Benefit - more Improve training, 10 for Y i
P machine capacity Capaci implementation | added machine
apacity availability
. . . A
Customer Service Training Decrease Call Time Mar -June Local WEDnNetPA | $7,000
by 25 seconds per Sales and 2003. Finish | Partner
For existing Call Center Y P Marketing ' 90 employee
Customer Service Reps agent. Increase Goal by busy hours in training
' Product Knowledge season that '
of Agents to improve starts in
their order close rate summer
by 5% or $80,000 over
the year.
. . B
Job Cross-Training for Key Cross training of HR Goal as July - In-House 150 hours of
Operator Positions Machine Operators. - art of October 2002 | Program with training time,
. : Improve machine P Assistance from $6,000 for
On-the-job rotation of all s Employee
. . availability and : HR Consultant to | consultant
machine operators with g Retention ]
L response time to . create Pay for $8,000 in Pay for
competency testing integrated Strategic . .
. . change orders. ; Skills Program Skills Wage
into new Pay for Skills Program . Planning
. - Increase on-time and Cross Increases.
to increase retention rates . Goal L
delivery rate by 10% Training

to 97% of all orders.

Documentation
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WELS

Training Plan for

%

Training Plan

Dept.

Business Need
Proposed Training Solved
What Training Is How will the

Needed? training help my
company?

Date:

Priority
Link to
Business
Strategic
Plan

Time Line
Date
Needed

Resource
Planning
In-house, Sole
Source,
WEDnetPA

Budget &
Notes

To download a copy of this form, go to: http://www.wednetpa.com/B&l.
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"If you can dream it, you can do it."
- Walt Disney

Best Practices

Ready-to-Use Tools to Promote Workplace Change

The following Best Practice Fact Sheets were developed to
introduce you to established proven ideas and programs that can
assist your company in becoming a high performance learning
organization. These fact sheets offer step-by-step instructions for
implementing the Best Practices and offer additional resources to
help you in the process of creating positive change for your
organization.

Use the fact sheets to introduce new best practices to your
organization by copying the sheet and sharing with key leaders and
management in your organization. Our fact sheets make it easy to
introduce best practices into your organizations continuous
improvement programs.

Best Practices Include:

1.  The Formalized Training Plan
Reviews the advantages to developing formalized, mandatory
training programs for all employees.

2.  Starting a Corporate University
A step-by-step guide to making learning and development a
‘strategic’ tool for accomplishing important business goals.

To download these Best Practice Fact Sheets and others, visit the Best
Practices section of our Business and Industry Learning Resource Center
at http://www.wednetpa.com/B&l.
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' Workplace Best Practice

The Formalized Training Plan

Introduction: How to make sure your training investments improve the bottom line

Many companies think taking time to train
employees through formalized education
hurts their productivity and profits.
However, recent Industry Week surveys have
found just the opposite. Companies investing
at least one week of training per year per
employee had significantly higher employee
productivity and lower turnover rates than
companies that invested less in training.

The Industry Week study also reported the
"best practice" of requiring employee training
and mandatory curriculum had been adopted
by the top 10% of the most productive
companies as a critical component of their
overall continuous improvement programs.

The key to making training investments pay
off in higher profits through increased
employee productivity it is critical to closely
linked education outcomes with specific
business objectives, such as continuous
improvement or measurable productivity
gains associated with specific departments or
teams.

Investments in training, if done right, can
have better ROI than investments in new
equipment or technology. Training
investments made in people usually have
immediate productivity gains and do not
require costly set-up or transition programs.
Of all the assets a business manages,
employees are truly the only ones that can
appreciate in value; all other assets depreciate
each year.

Did you know... Companies that plan in advance for their training activities typically receive thousands of
dollars annually in state funding. Formalized training plans and budget strategies allow companies to apply for
and obtain training grants that would not be available to them otherwise.

Steps to Success: Budget, Plan and Formalize the process with accountability

1. Linkall training to business

goals.

Develop a formal process for approving all training requests that describes the measurable
outcomes to be achieved from the training. If the person requesting the training can’t
document specific improvements that will happen as a result of the training, then it is likely
the training will be a waste of time and money. Requiring measurable outcomes to be
defined prior to the start of any training significantly improves the chance the training will
positively impact your business and will achieve a measurable return on the investment.

2. Budget for and plan training

activities.

Develop a budgeting process where a specific portion of your annual operational budget is
allotted for employee development. A standard benchmark is 2% of sales. Formalize this
process by segmenting the budget by departments/teams. Empower your management
team to spend the money any way they want as long as it is part of a plan that is directly
tied to business goals established for their teams. A side benefit of this process is that
companies with formalized plans and budgets had significantly lower turnover and higher
morale than those who did not. The feeling that a company is willing to invest in their
employees is a key factor in controlling employment turnover rates increasing morale.
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3. Create mandatory competency- Identify the core competencies that are critical to the success of your organization. After

based curriculum. identifying the core competencies, develop mandatory training programs that address them.
All training should have pre- and post-evaluation methods so employees who have
mastered the competencies test out of the training and employees who need extra training to
master a competency receive additional assistance.

4. Hold leadership accountable for | One of the best ways to hold individuals in leadership positions accountable for developing

developing their staff. their staff is to integrate employee development into a company-wide formal performance
appraisal system. By requiring management to report at least once a year on how they
developed their staff, senior management sends a clear signal that employee development is
important. Additionally, budgeted employee development funds should be monitored
quarterly to ensure funds are being invested on identified plans. Leaders who fail to
implement training plans or invest in their staff should be counseled.

Related Tools: Resources to help you get started

Individual Training Request and Measurement Form
Download a copy at www.wednetpa.com/B&dl.

Training Management Software
See it at www.worksware.com.

Sample Corporate & Department Training Plan and Budget
Download a copy at www.wednetpa.com/B&l.

Safety Training Outline and Plan
Download a copy at www.wednetpa.com/B&l.

This Best Practice Fact Sheet is available for download at www.wednetpa.com/B&l.

For more information or help in implementing this best practice, consult your local WEDnetPA Partner.

14




Workplace Best Practice

Starting a Corporate University

Introduction: The Corporate University— not your average training department

A Corporate University is a portal within a company
through which all education takes place. Corporate
universities link an organization’s strategies to the
learning goals of its audiences. It functions as the
umbrella for a company’s total education requirements
— for employees and the entire business chain,
including customers and suppliers.

The Corporate University philosophy is very different
from this, pulling together all learning in an
organization by managing education as a business
initiative. It has clear goals and long-term strategic
plans. Itis proactive. Most important: a corporate
university’s activities are linked to business goals.

How is a Corporate University different from a The "best practice” of creating a Corporate University
traditional company training department? By nature of can shape the culture of a company by fostering

the way each operates. Training departments tend to leadership, creative thinking, and problem solving.
deliver training in a fragmented, decentralized way — Corporate universities are designed to provide

and it is usually reactionary. Training departments employees with practical business knowledge,

usually offer a wide array of open enrollment courses, managerial competence, and task-oriented education —
but with different departments participating all aimed at making an organization more competitive.

sporadically based on their own ‘perceived’ needs.

Did you know... There are currently more than 1,600 corporate universities in the United

States. By the year 2010, corporate universities will likely outnumber traditional universities. The “\\
ever-changing nature of the job market and constant increases in needed skills is the driving force /\ "

behind the development of corporate universities. The most successful employers realize the |11 in @'
need to invest corporate resources in maintaining the skills of their employees. Establishing a ’

Corporate University is one of the best ways to manage employee development as a needed business function.

Steps to Success: Five ideas for starting a Corporate University at YOUR organization

1. Work with management | The process of starting a Corporate University is a collaborative one.
to create a long-term Gather together all levels of management at your organization and
educational vision. create a shared vision of the future. What sort of company do you

want to be? Will your core business change? What about your

employee base? Communicate your vision to the entire organization
and keep on communicating it. Let employees know about future plans
for the Corporate University and get them excited about it.

2. Link the proposed Use the vision to draft outlines of the needed employee skills and share
training strategy with with corporate leaders. Stress the need to align skills with corporate
corporate business goals. | goals and objectives. Traditionally the relationship between training

and specific business goals has been weak. Companies invest

thousands of dollars in training programs without any idea of how the
training will improve their bottom line or achieve business goals.

Aligning your company’s business initiatives with an annual training

plan is essential in creating a successful Corporate University program.
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3. Decide on your delivery
method.

Technology has enabled training to be delivered in a number of
different ways, from video-based and multimedia CD-ROM courses to
teleconferencing and distance learning. Sometimes traditional
classroom-based training is the best and most cost effective method —
sometimes not. Investigate all of your options, and think about the
requirements of your employee-base. Also consider where training will
be conducted. For example, at employee workstations, in a company
classroom, offsite, etc.

4. Partner with training
vendors and traditional
colleges for maximum
results.

Partnering with outside sources of education is a great way to get the
most out your training dollars to create dynamic training programs.
Calling on assistance from local community colleges, universities, and
outside training organizations can open the door to innovative
educational solutions. For example, a large Call Center and their local
Community College teamed up to create an associate’s degree program
in customer service — benefiting the company and the college.

To potentially save money, choose specific ‘key’ learning institutions to
partner with to deliver your long-range training. If you partner with
just a few training vendors they will get to know your organizations
needs better and most likely will provide you extra services if you treat
them as a strategic partner. Consider including them in your annual
training planning process.

5. Prepare a funding
strategy and budget.

Because funding a Corporate University can be very costly upon
startup, some companies expect that the Corporate University will
become self-funded or even generate income. How? By setting up
training programs like a traditional university and charging tuition to
their internal business clients, as in the ‘fee-for-services’ strategy.
Another way to create a self-funded Corporate University is to
copyright and market your in-company training programs to your
outside customers and suppliers. Your local WEDnNetPA Partner can
assist you with this type of planning.

Of course, a well thought-out preliminary budget will determine what
funding initiatives your organization needs to pursue. And if your
training programs meet the company’s business goals, the Corporate
University will pay for itself many times over in increased profits and
employee morale and well being.

Related Tools: Resources to help you get started

Online;

http://corpu.com

http://www.learningestore.com/corpu

http://www.traininguniversity.com/
This Best Practice Fact Sheet is available for download at www.wednetpa.com/B&al.

For more information or help in implementing this best practice, contact your local

WEDnetPA Partner.
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A Simple FOUR-STEP PROCESS
for Becoming a High-Performance Learning Organization

Step 3: Team Up To Accomplish Your Plans

"Even if you are on the right track,
you'll get run over if you just sit there."

- Will Rogers, American humorist

Link your Plan to
Financial Assistance Programs

and the WEDnNetPA Education Institutions
who can Help you
Implement your Plan

Our Financial Assistance Planner provides a quick
overview of the many state programs available to help you
implement your plan. Contact your local WEDnetPA
Partner listed in this Guide for more information on these
programs. The guide lists the programs for which each
Partner has experience.

The second part of this section lists the experience,
capabilities and resources of the networks of PA
Educational Institutions located throughout the state of
Pennsylvania. These institutions can provide you
assistance in applying any of the strategic workforce best
practices and programs outlined in this guide. WEDnNetPA
strives to work collaboratively with Business and Industry
to build a strong workforce through training and
education to create “high performance learning
organizations”.

Use this section to choose specific WEDnNetPA Partners

with whom you want to partner with to accomplish your
training goals.
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Step Three: Link your plans with job assistance programs

Financial Assistance Planner

Planning and Financial Assistance Programs

Guaranteed
Free Training

(GFT) Program*

Cost

Free From WEDnNetPA

Customized Job
Training*

Free Application to
DCED

Workplace
Foundation
Skills
Program

Free From PAWin

Strategic
Partners
Program

Free From WEDnNetPA
Partners

Trade
Adjustment
Assistance
(TAA)

Free from Department
of Labor

Program Elements

Basic Skills: $450 per
eligible employee.
Front line supervisor
positions and below
employees are eligible.
Focus is on basic skills.
Can include internal
training.

Not for retail.

Information Technology:
$700 per eligible
employee. Professional
& Technical ITT
workers are eligible
(not ITT users).
Advanced IT programs
only, can include
Programming
Networking, Servers
CAD, PLC & CNC
skills. Can include
internal training.

Not for retail.

Creation of 2 year
training plan to
support business
expansion or move into
the state.

If accepted by state,
grant can pay 50% to
70% of training costs.

1st Line Supervisors &
Production Workers
only.

Not for retail.

Assistance developing
and delivering entry
level employability
skills. Topics include
ESL, Basic Math,
Reading & Writing.

Any company may be
eligible for up to $5,000
in grants, based on
need.

Grants can cover
training and/or
curriculum design
costs.

Creation of knowledge
supply chains with key
training providers.
Obtain cost savings
and outsourcing
advantages by
partnering with local
vendors.

Providers provide
additional services for
companies. Such as
strategic training,
multi-employee
discounts, training
record keeping or
admin support when
they are included in the
training planning
process. Companies
must form a strategic
partnership with key
training suppliers.

TAA is federal
programs that assists
workers who lose their
jobs or hours are cut as
aresult of increased
imports.

Affected employees
can receive allowances
for Job Retraining, Re-
employment and
relocation.

Program Benefits

Reduced costs and
more training for same
budget.

Reduced costs and
more training for same
budget.

Training targeted at
improving skills of
entry level employees

Better cooperation and
administrative support
as well as reduced costs
through better
coordination.

Eligible employees and
displaced workers
receive job retraining
funds.

Application and
Approval Process

Easy - simple 3 page
application.
Qualification is known
immediately.

Complex - state must
approve
comprehensive training
plan.

Must define basic skills
training needed in a
training plan

None - must complete
simple training plan
and share with key
suppliers.

Apply through local
job center or Team PA
CareerLink.

Timeline for Approval

14-21 days after
submitting application.

Varies - several weeks
to months to write
proposal and 60-120
days to gain approval
after submitting
application.

Varies - several weeks
to months towrite
proposal and approve

Immediate

Varies.

Typical Value
Applying for Program

Average Award is
$5,000 to $50,000 or
more per year.

Average award is
$50,000 to $150,000 per
year.

$1,000 - $5,000.

Varies - $1,000 to $5,000
per affected worker.

*Employees must be residents of PA, Make 150% of minimum wage and be Full Time Employees. Other GFT program restrictions may apply.
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A Simple FOUR-STEP PROCESS
for Becoming a High-Performance Learning Organization

Step 4: Stay connected with www.wednetpa.com
A Learning Resource Center Designed Just for Business & Industry

WEDnetPA maintains a free state wide Workforce Information Portal and Resource Center located at
www.wednetpa.com for use by anyone interested in workforce and training issues.

The www.wednetpa.com information portal contains hundreds of pages of information and links to
assist companies in developing their workforce. The portal is organized into 5 subject areas to simplify
searching and locating information. The subject areas are:

1. Job Training Grant Programs — Learn
about WEDnNetPA Guaranteed Free
Training Program that provides Job
Training Grants to Business and Industry.

Srfmizeean Ll e and emin
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2. Training Courses & Programs — Search
our on-line database of thousands of
training courses from training providers
throughout the state. You can even
request custom training programs.

3. Application, Registration and Log-on
SmartForce Information — Apply on -line for a

R e training grant or your company can enroll
in an on-line training program.

ez ik here!

4. Contact a WEDnNetPA Partner — contact
names and addresses are available for the entire WEDnNetPA Educational Institution network.
Finding a resource to assist you with training and workforce development was never so easy. Help
is just a phone call or email away.

5. Business & Industry Resource Center — We have created a special section of our web site just for
business and industry to provide training, human resource and workforce information and
assistance and services. Through this section you can request a copy of our printed Training &
Education Resource Guide, take free online assessments and surveys, downloadable HR forms and
access to the O*Net database of over one-thousand job descriptions. Find in-depth information on
training best practices, links to hundreds of HR & workforce resources and sign up for our e-mail
newsletter. You can even search our database for past contract information or access our Workforce
On-line Resource Knowledge System.

6. Contact Us - Information about the Business & Industry Learning Resource Center. You can sign
up for our email Newsletter, view past newsletters or tell us what you think of our program.

Our www.wednetpa.com Information Portal is free to all and an excellent resource.
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