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TThhee CCoouunncciill ffoorr AAdduulltt aanndd EExxppeerriieennttiiaall LLeeaarrnniinngg ((CCAAEELL)) is a national
leader in the field of adult learning and has extensive experience assisting
both employers and educational organizations in designing workplace
learning strategies. Since its founding in 1974, under the auspices of the
Educational Testing Service in Princeton, New Jersey, CAEL has provided
individuals and organizations with the tools and strategies they need to
create practical, effective lifelong learning solutions for their education
and training needs. CAEL is headquartered in Chicago and includes over
700 colleges, universities, corporations, labor unions, associations and
individuals among its membership. 
55 E. Monroe St., Suite 1930
Chicago, IL 60603
(312) 499-2600
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TThhee HHuummaann RReessoouurrcceess MMaannaaggeemmeenntt AAssssoocciiaattiioonn ooff CChhiiccaaggoo ((HHRRMMAACC)) is
a forum for human resources leaders, practitioners, service providers, and
business executives charged with designing and delivering workforce
strategies to drive superior business performance in the organizations they
serve. HRMAC's mission is to serve as a thought leader and recognized
authority on workforce developments impacting the Chicago area busi-
ness community by providing high quality, state-of-the-art learning and
development opportunities for the human resources community; facili-
tating the development and maintenance of professional relationships
among members with a common interest in enhancing business results
through people strategies; and being the professional association of
choice for the greater Chicago area.  
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business executives to work collectively to position Chicago in the new
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and Michael D. O'Halleran, President and Chief Operating Officer of Aon
Corporation. World Business Chicago’s core mission is to assist compa-
nies in locating or expanding in Chicago and it is responsible for
worldwide marketing of the nine-county Chicago region to encourage
foreign direct investment. World Business Chicago assists prospect com-
panies to identify how Chicago's business and human resource assets can
meet their unique needs. 
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WorkforceChicago2.0 recognizes winning
employee learning and development strate-
gies at Chicagoland companies that build a
culture of high performance, productivity
and pride.

Created by the Council for Adult and
Experiential Learning (CAEL) in collabora-
tion with the  Human Resources Management
Association of Chicago (HRMAC) and World
Business Chicago, this initiative was con-
ceived two years ago to help position the
Chicagoland region as a leading talent pool in
the country. As Project Manager, CAEL organ-
ized an impressive array of Chicagoland
business leaders to join the
WorkforceChicago2.0 Business Leadership
Group. As strong advocates of employee
learning, they work to influence peers and
sustain the education and training programs
at their respective companies.

In CAEL's earlier research and con-
sulting, it documented nine inter-related
practices on how firms build exemplary
learning cultures. In 2003, we are pleased to
highlight two firms that possess these prac-
tices: Camcraft, a small manufacturing firm,
and Argonne National Laboratories, a
research lab managed for the U.S.
Department of Energy by the University of
Chicago. Both provide excellent models that
prove employee investment is a critical factor
in running a successful, thriving organization.

Special acknowledgement to The John D.
and Catherine T. MacArthur Foundation and
the Hitachi Foundation for their general
support of this effort.

Key Components of
Exemplary Practice 
in Employee Learning 
and Development 

� Leadership Vision and Commitment
The CEO and senior management are 
the driving forces in elevating the impor-
tance of learning and development.

� Aligning Business Goals with 
Employee Learning 
Top leadership adopts clear goals and 
communicates them throughout the 

organization and ensures that learning 
and development activities are aligned 
with the goals.

� Learning and Development is 
Strategically Positioned within 
Senior Management
Human Resources Leader or the 
Chief Learning Officer is part of the 
executive management team.

� Leadership Development is 
Emphasized at All Levels of the 
Organization
Management recognizes that leadership
skills are essential for employees at all 
levels and efforts are made to develop 
talent from within the organization.

� Commitment to Expanding Skills 
and Knowledge Beyond Job-Related
or Technical Skills
Investments are made to develop well-
rounded, versatile employees through 
tuition assistance programs, customized
onsite training, and personal develop-
ment options.

� Informal Learning Opportunities 
Structured at the Workplace
Investments are made to intentionally 
integrate work and learning through 
team projects, cross training, rotational 
assignments and problem-solving 
exercises.

� Strategic Use of Technology for 
Meeting Learning Objectives
Innovative technologies are used to 
support and reinforce learning and to 
manage the firm's education and 
training offerings.

� Alliances with Educational 
Institutions are Central to 
Learning Strategy
Customized degree, certificate and 
non-credit programs are developed 
collaboratively to meet business and 
employee needs.

� Emphasis on Assessment of Impact
Mixture of measurement strategies is 
used to assess the impact of training 
and development investments.

Introduction
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Argonne National Laboratory is one
of the U.S. Department of Energy's
largest research centers. Managed and
operated for the U.S. Department of Energy
by the University of Chicago, Argonne con-
ducts nearly 200 research projects per year,
ranging from studies of the atomic nucleus
to global climate change research. To achieve
their goal of becoming a world-renowned lab
in advancing science and engineering, man-
agement has made a long-term commitment
to building a skilled and educated workforce.
The lab's workforce is highly diverse at
all levels: age, ethnicity, gender and levels
of education.

The organization's three-pronged
strategy to sustain a skilled workforce is to:
1) offer a generous pre-paid tuition program,
2) deliver a wide array of on-site, customized
training opportunities, and most impor-
tantly, 3) build the capacity of supervisors to
guide the development of staff.

"We are very proud of our education and
training programs, some of which have been
here for over 12 years. They are the most
robust of any national laboratory in the
country," says Harold Myron, Division of
Educational Programs Director.

FFlleexxiibbllee PPrree-PPaaiidd TTuuiittiioonn

Argonne has long provided its employees
with a generous tuition program, spending
nearly $1 million dollars each year on
tuition, books and fees. Rather than reim-
burse employees upon completion of a
course, all tuition is pre-paid ahead of time.
Pre-paying tuition is a powerful means of
encouraging employees to take classes by
eliminating the burden on the employee to
pay their own tuition and be reimbursed at a
later date. As a result, nearly 400 employees
accessed tuition funds last year. In addition,
the company pays 100% of employee tuition

Argonne 
National Laboratory

Investing in Education and
Training to Build Loyal, 
Long-term Employees

NNaammee Argonne National Laboratory

IInndduussttrryy Scientific Research
NNuummbbeerr ooff EEmmppllooyyeeeess 3000 (Illinois); 600 (Idaho & Washington DC)  
LLooccaattiioonn Argonne, Illinois; Idaho Falls, Idaho
PPrroodduucctt//SSeerrvviiccee Research Laboratory
MMaarrkkeettss Research to serve the national interest
RReevveennuueess Funded primarily by U.S. Taxpayers 
YYeeaarr FFoouunnddeedd 1946
OOwwnneerrsshhiipp U.S. Department of Energy, Operated by 

The University of Chicago

WWeebb AAddddrreessss www.anl.gov

CCOOMMPPAANNYYCCOOMMPPAANNYY SSTTAATTSSSSTTAATTSS
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costs for certificates,
Associates, Bachelors, and
Master's degrees, whether or
not they are job-related.

The positive partner-
ships Argonne has with area
educational institutions
results in many benefits for
its employees such as tuition discounts and
onsite career fairs, where a host of schools
come onsite to promote their programs and
register employees.

The laboratory also offers educational
options to children of its employees, including
four University of Chicago scholarships at full
tuition; half tuition for all children of Argonne
employees who qualify for admission to the
University; and a discount for employees' chil-
dren who attend the University of Chicago's
Lab School in Hyde Park.

OOnnssiittee CCuussttoommiizzeedd TTrraaiinniinngg

Employees can access a wide range of
training at work to help position them for
advancement, from technical math,
ergonomics, laser safety, computer training,
radiological planning, waste management,
building maintenance, crane operator and
project management. These training oppor-
tunities are especially important to Plant
Facilities and Services, its largest division,

where many of its 500 employees (custodians,
grounds keepers, mechanics, etc) are less
interested in formal degree programs. Many
of these individuals began their career at
Argonne as laborers and have since pro-
gressed to highly skilled technicians.

A source of pride for many Argonne
employees is the lab's onsite remediation
programs. One is a literacy tutoring program
where employees volunteer to help others
learn to read and write. This program,
ongoing for more than a decade, was devel-
oped in response to some employees having
difficulty completing essential safety courses
because of a lack of literacy skills.
Employees who have been a part of this
program have been able to rise through the
ranks and obtain better jobs. The second is
a tutoring program for English as a Second
Language, geared toward Argonne's
numerous foreign researchers who often
struggle with speaking and writing English.

To help employees stay abreast of the
organization's wealth of educational options

and for management to have more
control over employees' career goals,
Argonne designed an electronic
learning management system that
contains individual training profiles.
This sophisticated, easily-accessed
system tracks all employee training
activities, recommends essential
courses, allows employees to register
online and reminds them of the
dates and times of courses.

Success stories of employees
working their way through the ranks
are prevalent at Argonne, from the
custodian who earned his bachelor's
degree and MBA through Argonne
educational programs, eventually
becoming the laboratory's Chief
Operating Officer, to the dozens of
Argonne scientists who began their
research careers as undergraduate
research interns.

""AArrggoonnnnee''ss pprriimmaarryy mmiissssiioonn iiss ttoo ppeerrffoorrmm oouuttssttaannddiinngg sscciieennccee.. 

TToo ddoo tthhaatt,, wwee nneeeedd ttoo eennssuurree tthhaatt oouurr eemmppllooyyeeeess eexxcceell.. TThhaatt mmeeaannss 

wwee mmuusstt pprroovviiddee ooppppoorrttuunniittiieess ffoorr eemmppllooyyeeee eedduuccaattiioonn aanndd ddeevveellooppmmeenntt..

AArrggoonnnnee''ss ggrroowwtthh aass aa llaabboorraattoorryy iiss lliinnkkeedd ttoo oouurr eemmppllooyyeeeess'' ggrroowwtthh..""

-- HHeerrmmaannnn GGrruunnddeerr,, PPhh..DD..,, DDiirreeccttoorr,, AArrggoonnnnee NNaattiioonnaall LLaabboorraattoorryy



MMaannaaggeemmeenntt’’ss RRoollee iinn DDeevveellooppiinngg
EEmmppllooyyeeeess

While offering learning opportunities for
employees is key to sustaining a skilled
workforce, its impact would be limited
without substantial supervisor support.
Therefore, in addition to building the
capacity of supervisors, Argonne holds
supervisors accountable by linking their
compensation to how well they develop their
staff.

The newly created onsite supervisor
training is viewed as being particularly
effective and comprehensive. It includes
legal and financial management training,
along with topics such as working effectively
with unions, how to conduct meaningful per-
formance reviews and career discussions,
mentoring, diversity awareness, sexual
harassment, and motivation techniques.

Argonne evaluates each manager's con-
tributions to the learning environment by
making them part of every performance
appraisal, in which managers state their
specific activities related to human
resources, diversity and employee develop-
ment. Similarly, as part of their performance
appraisals, employees are evaluated on their
accomplishments for the previous year and
collaborate with their managers on develop-
ment goals for the year to come.

"We have created an environment of
respect, nurturing and mentoring," says
Mike Derbridge, Chief Operations Officer.
"As a result, employees are promoted and
have lengthy careers at the laboratory."  

Argonne National Laboratory
9700 S. Cass Avenue
Argonne, IL 60439
Phone: (630)252-2000
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In 1950, Camcraft was a two-man
machining operation. Today, it has grown
into one of the most respected precision-
machined part manufacturers in the
country, serving a worldwide customer base
that includes companies in North America,
South America and Europe.

Purchased by the Bertsche family in
1986, the company is still run today as a
family business and considers its nearly
200 employees a part of the family. This is
exemplified in the firm's written commit-
ment to employees in its mission
statement, and the company's long-term
investment in employees' training and
development. The company's onsite
training department has grown substan-
tially over the years and in times of
economic decline, rather than decrease
training, the company uses it as an oppor-
tunity to increase its development efforts.

"Business is fighting for survival from
foreign competition," says Michael
Bertsche, President. "We deliver critical
parts for diesel engines and they are very
difficult to make and must be perfect. We
can't do this without highly trained people.
You cannot buy an internal quality system,
we have to build it from within by investing
in our people." 

DDeemmoonnssttrraattiinngg aa CCoommmmiittmmeenntt 
ttoo EEmmppllooyyeeee LLeeaarrnniinngg

Bernard Bertsche, CEO, started
Camcraft's onsite training department many
years ago when he could not find qualified
instructors or resources outside the
company. Demonstrating the Bertsche
family commitment to its employees, Mr.
Bertsche asked CNC operator Don Slawiski,
if he would build up the department while

Camcraft, Inc.

Sustaining a Culture 
That Values Employee Development 

NNaammee Camcraft, Inc.

IInndduussttrryy Manufacturing
NNuummbbeerr ooff EEmmppllooyyeeeess 190 full-time 
LLooccaattiioonn Hanover Park, Illinois
PPrroodduucctt//SSeerrvviiccee Precision Machined Components
MMaarrkkeettss Auto, Hydraulic, Off-the-Road Vehicles
RReevveennuueess $35 million
YYeeaarr FFoouunnddeedd 1950
OOwwnneerrsshhiipp Private, family-owned

WWeebb AAddddrreessss www.camcraft.com

CCOOMMPPAANNYYCCOOMMPPAANNYY SSTTAATTSSSSTTAATTSS

®



the firm continued to help pay for his pursuit
of an Associates Degree at the College of
DuPage (IL). After nine years with the
company, Don now manages the department.
In the past five years, Don obtained his
Master's degree in Adult Education and has
transformed the small training department
to a one-stop training center that performs a
multitude of functions to help employees be
successful in their current job and prepare
for future opportunities. Its functions
include:

� Delivering a comprehensive employee 
orientation.

� Administering a variety of assessments 
to determine employee skill and knowl-
edge levels.

� Delivering a broad array of customized 
technical courses and interpersonal 
skills development — all of which are on
company time.

� Oversight of employees' individual 
learning development plans.

� In conjunction with HR, oversight of the
firm's tuition reimbursement program 
where employees are reimbursed 50- 
80% for a variety of certificate and 
degree programs.

� Developing strategic partnerships with 
area educational institutions

� Brokering of specialized leadership 
courses for supervisors and top 
management.

� Management of an onsite computer 
center where employees build an array 
of computer skills and online training,
including English as a Second 
Language tutoring.

As in many work environments,
employees are apprehensive about taking
tests. To respond to this concern, while con-
tinuing to encourage continued learning,
employees' actual test scores are never
shown to management. Rather, Don's reports
indicate whether or not the employee met
the standard or not. If the employee did not

meet the standard, and if he/she is motivated,
he/she will receive one-on-one tutoring and
then be allowed to re-take the test.

"We care most that they learn the mate-
rial, not that they pass the exam," says Jerry
Benish, Director of Human Resources.

Core to Camcraft's philosophy is that all
employees should have a basic under-
standing of the organization's business
fundamentals. To that end, the training
department delivers courses on eight core
competencies, including safety, math, quality,
statistical process control, metrology, basic
English skills, and "People Skills," which all
employees must complete. One course, People
Skills, a course taught by a senior manager,
stresses the need for tolerance and under-
standing of different cultures and the need
for constructive communication.

" I have worked at other companies so I
can compare," says Mike Hill, a machinist
with 25 years of experience — ten of which
were spent at Camcraft. "Camcraft has a
great number of knowledgeable people that
work on the production floor." 

Because of Camcraft's commitment to
education and training, in 2001 Camcraft
became the first manufacturer in the State of
Illinois to become certified to deliver tech-
nical training aligned with the National
Institute of Metalworking Standards (NIMS)
that lead to an Applied Associate's degree. To
date, Camcraft has graduated 13 "NIMS cre-
dentialed" apprentices from its program; 14
more employees are currently in training.

MMeeaassuurriinngg IImmppaacctt

Never a firm to rest on its laurels,
Camcraft continually evaluates and
improves all educational efforts. Senior man-
agers and supervisors across departments
routinely review effectiveness of courses,

test results and employee
evaluations. Ineffective
courses are eliminated and
new courses are added or
updated based on these eval-
uations.
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""WWee vvaalluuee oouurr ppeeooppllee aanndd iinnvveesstt iinn tthheemm.. 

WWee bbuuiilldd lloonngg tteerrmm rreellaattiioonnsshhiippss wwiitthh oouurr eemmppllooyyeeeess 

wwhhoo iinn ttuurrnn hhaavvee aann iimmppaacctt oonn bbuuiillddiinngg rreellaattiioonnsshhiippss wwiitthh 

iimmppoorrttaanntt ccuussttoommeerrss aanndd ssuupppplliieerrss.."" 

- MMiicchhaaeell BBeerrttsscchhee,, PPrreessiiddeenntt  



Camcraft's commitment to long-
term investments in employee
education has paid significant divi-
dends in both financial and human
resources terms. Camcraft's profits
were up 14% last year and soared
40% this year, despite a difficult two-
year period for manufacturing in
general. In addition, Camcraft has
posted record lows in returns (.05%)
and lost workdays, and has delivered
parts to customers on time 96% of the
time. Its average workweek remains
at 45 hours per employee, and the
firm consistently has among the
lowest turnover (6%) and absen-
teeism rates in the industry according
to the Precision Machining and
Products Association. Last quarter
120 employees (out of 190) had
perfect attendance.

Camcraft, Inc.
1080 Muirfield Drive
Hanover Park, IL  60133
Phone: (630) 582-6000
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WorkforceChicago2.0 gratefully acknowl-
edges the contribution of the Business
Leadership Group. This group is responsible
for fostering new models of collaboration
between businesses, labor unions, and edu-
cation and training institutions.

Business Leadership Group Co-Chairs:

Phil Condit
Chairman & CEO 
The Boeing Company

John W. Rowe
Chairman & CEO 
Exelon Corporation

Business Leadership Group:

Robert Blackwell
President & CEO
Electronic Knowledge Interchange

James Cabrera
President
United Building Maintenance, Inc.

Andrew Filipowski
Chairman & CEO
Divine Interventures

Dale Gifford
Chairman & CEO
Hewitt Associates LLS

Rich Jernstedt 
CEO
Golin/Harris International

Pamela Lieberman
President & CEO
TruServ Corporation

John McCarthy
President
Continental Airport Express

Raymond F. McCaskey
CEO
Blue Cross Blue Shield of Illinois

Michael H. Moskow
President & CEO
Federal Reserve Bank of Chicago

Patrick Ormsby
President
Bimba Manufacturing Company

William A. Osborn
Chairman & CEO
The Northern Trust Company

Thomas M. Patrick
Chairman, President & CEO
Peoples Energy Corporation

Michael Riordan
President & CEO
University of Chicago Hospitals

James C. Tyree
Chairman & CEO
Mesirow Financial

WorkforceChicago2.0 has recognized many
leading firms for their exemplary employee
learning practices including: Allstate
Insurance Company, Bank One, Bimba
Manufacturing, Dunlee, Ernst & Young,
Golin/Harris International, Motorola, S&C
Electric Company, The Northern Trust
Company, TruServe Corporation, and the
University of Chicago Hospitals.

Pamela Tate, President & CEO
Charles Clutter
Gabi Kupfer
Ivy Posada
Nicole Quakenbush
Diane Stoneman
Cathy Swigon

For more information, visit the
WorkforceChicago2.0 web site at 
www.workforcechicago2.org
or call (312) 499-2637.
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Past Honorees

The Business
Leadership Group

CAEL Staff
Contributors
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