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LATED AGENCIES APPROPRIATIONS FOR
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WEDNESDAY, MARCH 21, 2012.

OVERVIEW—VETERANS EMPLOYMENT AND TRAINING
PROGRAMS

WITNESSES

LIEUTENANT COLONEL ISMAEL ORTIZ, USMC, RETIRED, DEPUTY AS-
SISTANT SECRETARY FOR VETERANS’ EMPLOYMENT AND TRAINING,
U.S. DEPARTMENT OF LABOR

LIEUTENANT COLONEL KEVIN M. SCHMIEGEL, USMC, RETIRED, EXEC-
UTIVE DIRECTOR, HIRING OUR HEROES, VICE PRESIDENT, U.S.
CHAMBER OF COMMERCE

JOSEPH CARBONE, PRESIDENT AND CEO, THE WORKPLACE, INC.

Mr. REHBERG. I want to thank everyone for being here.

Job creation and unemployment are the top challenges facing
Congress right now. When we are talking about job opportunities
for veterans, I think we understand the urgency with which we
need to identify and implement workable solutions.

I am fortunate to represent the entire State of Montana, where
we have the highest per capita rate of veterans in the country,
other than Alaska. With a population of a million people, more
than 1 out of 10 people who live in Montana serve their country
in the armed forces. Montanans are proud of our veterans, and
rightfully so.

For the men and women who answer the call to service, it is dif-
ficult to grasp the personal sacrifice involved. It is impossible to
fully repay it. They are asked to uproot their lives and go where
their grateful nation sends them in the cause of liberty. They must
leave loved ones at home, as well as the stewardship of the home-
land.

But in a lot of ways, this country has failed to maintain the
homeland while its soldiers were away. Today’s veterans are re-
turning home to find an economy that has no place for them. There
simply aren’t enough jobs.

And for the past 3 years, the Federal Government has been spin-
ning its wheels. Trillions have been spent, borrowed for so-called
stimulus or for bailing out big banks, bankrupt governments, and
failing companies. We have got to do better.

(1)
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VETERANS UNEMPLOYMENT

We are here today to address veterans unemployment. I believe
that one of the best ways to help returning veterans find the jobs
they need is to do what needs to be done to encourage broad eco-
nomic recovery. As they say, a rising tide raises all ships.

If our economy is producing more jobs for everyone, our vets will
have more opportunities when they come home. To that end, I am
going to keep working with my colleagues here to get this economy
back on track.

But once the jobs exist, there are still plenty of challenges to get-
ting vets integrated into the workforce. A 2010 study found that 1
out of 4 post-9/11 veterans reported having a service-connected dis-
ability. In 2011, there were more than twice as many combat-re-
lated amputations than there were in 2009.

These soldiers are literally giving their life and limb for the serv-
ice of their country. What is their country prepared to offer them
in return? I think this is one of those situations where everyone—
Republican, Democrat, public, and private—wants the same out-
come.

How can we work together to leverage this to find the best solu-
tions? I look forward to hearing from the experts on our panel.

I know there are some very promising things happening on the
private front. Microsoft’s Elevate America veterans program, for ex-
ample, helps trains vets and their spouses in high-tech training
and certifications.

On the public front, the Department of Labor oversees the Tran-
sition Assistance Program to help returning veterans reintegrate
into the private sector. I think we can do more to leverage the valu-
able skills they learn in the service to the private sector.

As President Obama winds down our efforts in Afghanistan, it
will become all the more important to ensure that our shared ef-
forts are effective and efficient. In many cases, the challenges our
men and women must overcome will last a lifetime. It is our job
to make sure that, as a nation, we are there to provide whatever
help we can for the long haul.

Sometimes the challenges we face in Congress are daunting, but
when I see a young man who needs a job after serving two tours
in the Middle East, I know we have got to find a way to work to-
gether. They handled their end of the bargain overseas. Now I hope
that we can find a way to uphold our end on the homefront.

Before turning to Ranking Member DeLauro, I would like to per-
sonally welcome the distinguished panel. Mr. Ortiz, Mr. Schmiegel,
both retired Marines who left the Marine Corps after 20 years of
service, continue to serve our country in the all-important civilian
capacity. Mr. Carbone, who brings the vast experience associated
with the Connecticut workforce system, is a perfect complement to
the panel.

I thank you all for appearing today and look forward to hearing
your testimony.

Ms. DeLauro.

Ms. DELAURO. Thank you very much, Mr. Chairman.

I apologize for being a few minutes late, but I took my grandkids
to daycare this morning.



Mr. REHBERG. Good for you.

Ms. DELAURO. I did. And I, quite frankly, don’t know how—I
don’t know how especially single women get out of the house in the
morning. [Laughter.]

Mr. REHBERG. How old are they?

Ms. DELAURO. One is 7, and one is 4%2. Very independent-mind-
ed young people.

Mr. REHBERG. I am shocked. Your grandchild? [Laughter.]

Ms. DELAURO. Right.

Mr. REHBERG. Shocked.

Ms. DELAURO. Thank you.

I want to also say thank you to you, Mr. Chairman, for convening
the hearing and to thank our witnesses.

And first, to welcome Kevin Schmiegel and Ismael Ortiz and to
thank you for your service to our country and for being here today
to share your insights and expertise.

A particular hello and a thank you to a good friend, Joe Carbone,
who is president and the CEO of The WorkPlace. And through his
hard work, thousands of residents in my State, including countless
veterans, have found better, richer, and more fulfilling employ-
ment.

Recently, Joe’s innovative efforts to target the long-term unem-
ployed were recognized nationally and spotlighted on CBS’s 60
Minutes. So we thank you, and it is wonderful to see you.

The brave men and women who serve our Nation overseas de-
serve our admiration, our grateful thanks, and when they get back,
opportunities for a good, well-paying job to support their families.
In 2011, the average unemployment rate for new veterans, those
serving since September 2001, was 12.1 percent, compared to an
8.7 percent annual average for nonveterans.

The most recent monthly reports in January and February of
2012 have been more encouraging, with last month’s unemploy-
ment figures for new veterans dropping to 7.6 percent. The first
time below the national average of 8.3 percent since August of
2010.

Despite these potentially hopeful indicators, it is clear we need
to do much more to help our veterans returning from Iraq and Af-
ghanistan find work. This is particularly true of our young vet-
erans. In 2011, the unemployment rate for new veterans aged 18
through 24 was a staggering 30.2 percent, almost double the over
16 percent unemployment faced by nonveterans in this age group.

With a projected 1 million more men and women returning to ci-
vilian life in the next 5 years, we have to be sure we are doing ev-
erything that we can to facilitate the transition from the battlefield
back to the job market.

And we must remember as our veterans are seeking work, they
are often trying to transition back into their life at home with their
families. And sadly, far too many are dealing with post traumatic
stress disorder and other combat-related challenges. These transi-
tions take time, and it is important to remember that our veterans
employment initiatives do not take place in a vacuum.
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VOW TO HIRE HEROES ACT

I am glad that despite our differences on other issues, all Mem-
bers of Congress have come to agreement on the crucial importance
of veterans employment, as exemplified by the unanimous passage
of the VOW To Hire Heroes Act last November. Under the leader-
ship of President Obama, Jeff Miller, chair of the Veterans’ Com-
mittee here in the House, Senate Veterans Affairs Committee chair
Patty Murray, Senator Tester, and others from both sides of the
aisle, this bill includes a new returning heroes tax credit of up to
$5,600 for veterans who have been unemployed 6 months or longer.

It also includes a wounded warriors tax credit of up to $9,600,
increasing an existing tax credit for firms that hire veterans with
service-connected disabilities who have been unemployed for 6
months or longer. And this bill overhauls the military’s Transition
Assistance Program to provide veterans with the baseline training
for getting work in the civilian job market. It updates job protec-
tion laws for deployed Guardsmen and Reservists and creates a job
training program for unemployed older veterans.

I hope today that we can discuss how the implementation of this
overhaul is proceeding, and how we in the Congress can best com-
plement these efforts in the 2013 budget. I look forward to dis-
cussing the impact of this new law on the needs of all Department
of Labor programs that serve veterans.

This is something I take seriously. Last Congress, I introduced
legislation expanding the opportunities under the post-9/11 GI bill
to include a benefit to support on-the-job training and apprentice-
ship programs on par with that offered through the Montgomery
GI bill. Similar legislation, though not retroactive, was included in
the post-9/11 Veterans Educational Assistance Improvements Act
that was signed into law last January.

Veterans have put their lives on the line for our safety and secu-
rity. They have been overseas, away from their families for long
stretches. The least we can do to honor their bravery and their
service is to help them to find good jobs when they get back.

No investment is more critical than investment in our human
capital. And job training and re-employment services for veterans
and, yes, for the rest of our citizens are part of the core essential
role for government, helping responsible people succeed from their
own hard work.

In any event, I look forward to today’s testimony. I welcome all
of you. I thank you for being here, and I look forward to the discus-
sion and our questions.

Thank you very much.

Thank you, Mr. Chairman.

Mr. REHBERG. Great. Thank you very much.

Colonel Ortiz.

DOL/VETS MISSION

Lieutenant Colonel ORTIZ. Good morning, Chairman Rehberg,
Ranking Member DeLauro, and members of the subcommittee. My
name is Junior Ortiz, with Department of Labor’s Veterans’ Em-
ployment and Training Service.
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Thank you for the invitation to testify today and for all the hard
work that you do on behalf of our Nation’s veterans.

I understand that my testimony will be entered into the record.
So I would like to use this time to highlight some of the important
work that we are doing at DOL.

VETS’ mission is to provide veterans, transitioning service mem-
bers, and their families with the critical resources to assist and
prepare them to obtain meaningful careers, maximize their employ-
ment opportunity, and protect their employment rights.

As a Marine Corps veteran, I understand the importance of the
service we provide. I have three sons on active duty and one who
just left the service. And between them, they have 10 tours in Iraq
and Afghanistan. So I understand the sacrifice made by our service
members, their families, as well as the challenges they face when
they return home.

Secretary Solis and I believe that we have an obligation to serve
these men and women as well as they have served us. This is what
VETS does every day. But we can’t do it without the support of our
partners in the public and private sector. These partnerships are
critical to the work we do every day.

That is why I am pleased to be on the panel with Mr. Carbone
and Lieutenant Colonel Schmiegel. Mr. Carbone’s organization does
important work that VETS is proud to support. Having the head
of the Workforce Investment Board here also demonstrates the in-
tegration of our VETS programs in the public workforce system.

Thank you, sir.

VETS PROGRAMS

Mr. Schmiegel has stated in his testimony we have been a part
of the Chamber’s Hiring Our Heroes program since the beginning.
We are proud of the great work they are doing and the success of
this program.

Now I would like to highlight what VETS programs are doing to
prepare, provide, and protect our men and women who have served
our country. With more than 160,000 active duty service members
and 95,000 Reserve and National Guard demobilizing each year,
our first aim is to prepare these men and women for the transition
from military service to the civilian workforce.

As part of this transition, DOL provides the TAP employment
workshops at military installations worldwide. Over 2%2 days, we
provide them with the information and resources they will need to
succeed when they leave the military.

We teach them about job searches, current labor market condi-
tions, resume preparation, and interviewing techniques. We are
presently redesigning the TAP employment workshop in an effort
to bring more effective ways to help our service members success-
fully transition into civilian life.

Last year, over 144,000 transitioning service members and their
spouses attended one of these workshops. We anticipate that this
number will increase dramatically in the coming months.

As these men and women leave the military service and complete
their transition back to civilian life, VETS continues to provide
them with the tools they need to succeed. This is done at our local
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level with the State workforce agencies and our partners at the
Employment and Training Administration.

VETERANS STATE GRANTS PROGRAM

Through the Jobs for Veterans State Grants program, we provide
State workforce agencies with funds to hire, train, and support vet-
erans employment staff. These (DVOPs) and Disabled Veterans’
Outreach Program Specials and (LVERs) Local Veterans’ Employ-
ment Representative provide intensive service to those veterans
who face barriers to employment. They are part of the workforce
system that connects veterans to the full range of programs that
are available with a priority of service in DOL programs.

Mr. Chairman, I know you are committed to ensuring our dis-
abled veterans have the resources they need to succeed. I want to
assure you that we share the same commitment. In fact, last year,
over 330,000 disabled veterans were served by our DVOP special-
ists, and we will continue to make them a priority in our programs.

HOMELESS VETERANS’ REINTEGRATION PROGRAM

We are also committed in the goal of eliminating homelessness
among veterans. Last year, we served close to 16,000 homeless vet-
erans through the Homeless Veterans’ Reintegration Program. As
we move forward, we will continue to provide employment services
for homeless veterans, including homeless female veterans and
those with families.

VETS is not only an employment and training agency, but also
a worker protection agency. We are committed to protecting the
rights of our returning service members by enforcing USERRA and
the statutes requiring veterans’ preference in Federal hiring.

Last year alone, we investigated over 1,500 Uniformed Services
Employment and Reemployments Act (USERRA) claims and 844
veterans’ preference complaints. We will continue to vigorously en-
force these important statutes, as well as educating employers,
service members, Guard, and Reserve about their employment
rights and protections.

In conclusion, the Department of Labor’s veterans’ employment
and training program are part of a large effort to help our veterans
succeed. It 1s our job to give them the tools they need to be success-
ful in the civilian workforce.

Mr. Chairman, members of the committee, this concludes my
statement. I would be happy to answer any questions.

[The information follows:]
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MARCH 21, 2012

Chairman Rehberg, Ranking Member DeLauro, and members of the Subcommittee, thank you for
your service to our nation’s Veterans and for the opportunity to testify before you today about
what the Department of Labor’s (DOL) Veterans” Employment and Training Service (VETS) is
doing to help our Veterans and transitioning Service Members.

President Obama and Secretary Solis are committed to ensuring that the men and women who
serve this country have the employment support, assistance and opportunities they deserve. In
support of this goal, the Administration has undertaken initiatives to train, transition and employ
Veterans, including support for the Federal hiring of Veterans and working with the private sector
to increase job opportunities, especially for recently separated Veterans. These initiatives are, of
course, in addition to the core programs DOL has been administering for decades, providing
Veterans and transitioning Service Members with critical resources and expertise to assist and
prepare them to obtain meaningful careers, maximize their employment opportunities, and protect
their employment rights.

I am proud to testify today on the essential programs DOL provides our Veterans and transitioning
Service Members. [ would like to begin by providing an overview of DOL’s core Veterans
assistance programs, and then highlight some of the recent initiatives we’ve undertaken in with our
agency partners to help Veterans obtain good jobs and maintain stability.

DOL coordinates its programs to ensure that Veterans receive priority of service for various
empioyment services and other programs. Title 38 USC, section 4215 establishes Priority of
Service (POS) for Veterans. The purpose is to provide Priority of Service to Veterans and certain
eligible spouses for the receipt of employment, training, and placement services in any workforce
preparation program directly funded, in whole or in part, by the Department. To obtain Priority of
Service for a specific program, a Veteran or eligible spouse must meet the statutory definition of a
“covered person” and also must meet any other statutory eligibility requirements applicable to that
program. The Department issued regulations to implement Priority of Service in qualified job
training programs on January 19, 2009. DOL’s workforce training agencies worked in lock-step to
issue relevant guidance. On November 10, 2009, the Employment and Training Administration
(ETA) and VETS issued joint guidance through Training and Employment Guidance Letter

1
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(TEGL) 10-09 and Veterans® Program Letter (VPL) 07-09 to provide additional details on the
expectations for implementing Priority of Service for Veterans and eligible spouses under
Department of Labor-funded job training programs. Veterans receive priority of service in several
ETA programs, including, but not limited to:

«  Wagner-Peyser Funded Programs;

»  Trade Act Programs;

«  Workforce Investment Act (WIA) Adult, Dislocated Worker and Youth Programs;

« National Emergency Grants;

»  Senior Community Service Employment Program;

« Indian/Native American and Migrant/Seasonal Farm Worker Programs;

+  Projects authorized under WIA §171, including grants to smaller or grassroots entities such
as faith-based and community organizations, and grants under the Re-Integration of Ex-
Offenders Program;

«  Virtual Workforce Information Tools; and

»  High Growth Grants.

Core Programs

VETS administers five programs to promote the hiring and job readiness of Veterans:
* The Jobs for Veterans State Grants (JVSG);
e The Transition Assistance Program Employment Workshops (TAP);
e The Homeless Veterans’ Reintegration Program (HVRP);
e The Veterans Workforce Investment Program (VWIP); and
e The Uniformed Services Employment and Reemployment Rights Act (USERRA), and
Veterans® Preference in Federal Employment.

Jobs for Veterans State Grants (JVSG)

Jobs for Veterans State Grants help Veterans find good jobs through services provided at One-Stop
Career Centers, the cornerstone of the Nation’s workforce system administered by DOL, and other
locations. As you know, much of the Department’s work with Veterans and other eligible
individuals is concentrated on maximizing the employment and training opportunities developed
through VETS and the Employment and Training Administration’s (ETA) strong relationship with
State Workforce Agencies. Based on these relationships, DOL has decades of experience working
with the employer community, at both local and national levels, to recruit, train, and find
employment for Veterans and transitioning Service Members. Through the JVSG, for example,
the Department provides grants to the State Workforce Agencies in each state, the District of
Columbia, Guam, Puerto Rico, and the Virgin Islands to fund support services to Veterans through
two primary staff positions, Disabled Veterans’ Outreach Program (DVOP) specialists and Local
Veterans’ Employment Representative (LVER) staff members.

DVOP staff members have specialized in providing intensive employment services to Veterans for
the past 32 years. The primary duty of DVOP specialists is to provide intensive services to
Veterans. They may be located within the One-Stop Career Centers or co-located with other
service providers such as the Department of Veterans Affairs’ (VA) Regional Offices and other

2
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points of entry to VA’s Vocational Rehabilitation and Employment (VR&E) services to help
VR&E participants find good jobs. DVOP Specialists:

e Provide intensive services to meet the employment needs of special disabled, disabled, and
other eligible Veterans; and,

e Provide a full range of employment services to Veterans with maximum emphasis on
assisting economically or educationally disadvantaged Veterans.

LVER staff members have been providing employment services to Veterans for the past 67 years.
They are primarily responsible for conducting outreach to employers to assist Veterans in gaining
employment. LVER staff members are located in service delivery points -- such as One-Stop
Career Centers -- throughout the states. Their specific responsibilities are to:

» Conduct outreach to employers in the area to assist Veterans in gaining employment;

« Provide seminars for employers and, in conjunction with employers, conduct job search
workshops and establish job search groups for job-secking Veterans; and

«» Facilitate employment, training, and placement services furnished to Veterans in states
under the applicable state employment service delivery system.

In accordance with Title 38, United States Code (USC), chapter 41, each state is responsible for
establishing the appropriate mix of DVOP and LVER staff based upon local economic conditions
and related factors, and allocates a corresponding share of its JVSG funds to support those staff
members each year. We note that in 2011, approximately 530,000 Veterans and transitioning
Service members received employment services through JVSG programs.

Your invitation mentioned that you were particularly concerned with those individuals who have
become disabled during the course of their service to our country. The Department is committed
to supporting our disabled Veterans, and works closely with the Department of Veterans Affairs’
Vocational Rehabilitation and Employment (VR&E) program to ensure that robust employment
services are made available. DVOPs are outstationed at VR&E offices to provide employment
information to VR&E participants during their rehabilitation program, and refer them to DVOPs at
One-Stop Career Centers when the program is over. The DVOPs at One-Stop Career Centers then
provide intensive services to referred participants to assist them in obtaining employment.

Besides working with job-ready Veterans, the outstationed DVOP is involved at the front end of
the VR&E process to help Veterans determine local labor market information. This interaction
facilitates the rehabilitation planning process by providing the Veteran and the VR&E counselor
with current data on salary and job outlook as well as increasing understanding of working
conditions for specific occupations. There is currently either a DVOP specialist or LVER
outstationed at least half-time in 48 of the VA Regional Offices and in 19 satellite offices.

Transition Assistance Program (TAP) Employment Workshops
The U.S. military transitions approximately 160,000 active duty Service Members and demobilizes

95,000 Reservists and National Guard Members annually. Given these figures, transition
assistance and employment services for Veterans are essential to helping our men and women in

3
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uniform reintegrate into the civilian workforce. This is especially true now that the Iraq war has
officially ended and we are winding down our presence in Afghanistan.

One important program designed to help Service Members successfully reintegrate into civilian
life is the Transition Assistance Program (TAP), an interagency effort among DOL, VA, and
Departments of Defense and Homeland Security. Through TAP, the Department of Labor brings
to bear its extensive expertise in employment services to provide a comprehensive two and a half
day voluntary Employment Workshop at U.S. military installations around the world to assist
separating Service Members and their spouses transition from the military to civilian employment.
In 2011, for example, VETS provided more than 4,200 TAP Employment Workshops to nearly
145,000 participants combined at domestic and overseas locations. This figure is only expected to
increase over the coming months as partner agencies implement the VOW to Hire Heroes Act of
2011, which will now require mandatory Service Member participation for all TAP components,
including the Employment Workshop. i

The TAP Employment Workshop is standardized so that all attending transitioning Service
Members and spouses receive the same high level of instruction. Participants receive the same
student manual, and all TAP facilitators work from the same facilitator manual (which are both
available online at http://www.dol.gov/vets/programs/tap/main.htm). Participants also receive an
individualized skills assessment and evaluation of their employability relative to the current job
market. The course curriculum provides information on a variety of topics including career
exploration, job search techniques, current labor market conditions, resume preparation and
interview techniques, as well as information on eligibility for other Veterans’ benefits. Further,
VETS requires that all Employment Workshop facilitators receive training conducted by the
National Veterans Training Institute (NVTI) at the University of Colorado in Denver.

VETS began offering TAP Employment Workshops to members of the Reserve and National
Guard returning from active duty assignments in FY 2005. VETS’ State Directors for Veterans’
Employment and Training (DVETs) coordinate closely with JVSG grantees to ensure that State
staff members are available to facilitate TAP Employment Workshops for returning Reserve and
National Guard component Service Members and their spouses. Additionally, DVETs work
directly with state Adjutant Generals and local reserve unit commanders to advertise the
availability of TAP Employment Workshops. And, during most Employment Workshops,
representatives from the VA are also on hand to provide pertinent information on VA benefits, VA
education assistance, and Post Traumatic Stress Disorder. VETS has also committed to provide
any requested TAP Employment Workshop module at the 30, 60, and 90-day Yellow Ribbon
Reintegration programs, a DoD-led effort to promote the well-being of National Guard and
Reservists, their families, and communities by connecting them with appropriate resources
throughout the deployment cycle.

Last year, in direct response to external assessments and participant feedback, VETS worked with
its partner agencies to significantly redesign the TAP Employment Workshop to make it more
engaging and relevant in light of the unique challenges facing returning Service Members as they
look to transition into meaningful civilian careers during the current economic recession. Aside
from a new curriculum, delivery methods, and student hand-out materials based on established best
practices in career transition, the redesign of the Employment Workshop also includes tools to heip
Service Members translate their military skills and training to meet applicable civilian licensing
and credentialing requirements that are required in their chosen career field. As part of this

P
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feature, Employment Workshop facilitators help transitioning Service Members to better
understand the Verification of Military Experience and Training (VMET) document provided by
DoD; the VMET certifies job skills and experiencc acquired on active duty that may also apply to
licensing and certification needed for civilian employment.

We are currently piloting the redesigned Employment Workshop at 11 test sites and plan to have it
fully implemented at all locations by November 1, 2012.

Homeless Veterans’ Reintegration Program (HVRP)

Secretaries Solis, Shinseki, Sebelius, and Donovan share a strong commitment to eliminating
homelessness among our Nation’s Veterans.

At DOL, our primary program aimed at eliminating homelessness among Veterans is the Homeless
Veterans’ Reintegration Program (HVRP). The HVRP provides employment and training services
to assist in reintegrating homeless Veterans into meaningful employment within the labor force
and to stimulate the development of effective service delivery systems that will address the
complex problems facing homeless Veterans. HVRP is the only nationwide program focusing
exclusively on employment of Veterans who are homeless. HVRP funds are awarded to eligible
entities through a competitive grant process. Thesc grantees provide an array of services utilizing
a holistic case management approach that directly assists homelcss Veterans and provides training
services to help them transition into the labor force. Grantees also provide critical linkages for a
variety of supportive services available in their local communities, including employers, In
Program Year (PY) 2010, VETS awarded 140 HVRP grants; 15,941 homeless Veterans received
services from HVRP grantees, 9,447 (59 %) obtained employment.

Veterans’ Workforce Investment Program (VWIP)

Through the Veterans’ Workforce Investment Program (VWIP), DOL awards competitive grants
geared toward focused training, re-training and employment opportunities for recently separated
Veterans, Veterans with service-connected disabilities, Veterans with significant barriers to
employment and Veterans who served on active duty during expeditions or campaigns for which
specific badges were awarded. These grants are awarded to meet the needs of employers for
qualified workers in high demand industries, particularly those occupations requiring a license or
certification. The Secretary is appearing before the Committee next week to discuss the
Department’s FY 2013 budget request, which realiocates funds from VWIP to other programs
which serve greater numbers of Veterans. We are proceeding with both option years for current
grantees and a competitive grant solicitation for the remainder of the funding in the FY 2012 bill.

The Uniformed Services Employment and Reemployment Rights Act (USERRA) and Veterans’
Preference in Federal Employment

DOL administers and enforces a host of laws that protect American workers to ensure their
workplace safety, protect their hard-earned retirement benefits, and to ensure that they are treated
fairly on the job. Among these important worker protection laws is the Uniformed Services
Employment and Reemployment Rights Act of 1994 (USERRA). Through USERRA, VETS
works tirelessly to ensure that our Nation’s Service Members and Veterans are protected against
adverse discrimination due to their past, present, or future military service obligations. VETS is
committed to protecting their employment and reemployment rights, and also works diligently to
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help ensure that Veterans receive their due preference in securing Federal employment, as
provided by Title 5 of the U.S. Code.

VETS?® professional investigative staff accepts and investigates complaints filed by individuals
who believe that their USERRA employment or reemployment rights have been violated by public
or private-sector employers. In addition, it investigates complaints brought by eligible Veterans who
allege their Federal Veterans® preference rights have been violated. VETS has established an
electronic filing capability for both USERRA and Veterans’ Preference complaints. The ability to
file electronically benefits both the claimant and the VETS investigators to ensure that timely
attention is given to complaints. The filing of complaints is available directly through VETS’
elaws Veterans’ Preference Advisor and the USERRA Advisor, both of which are interactive
systems designed to provide the user with information on the roles and responsibilities of
employees and employers under these laws.

VETS staff also provides technical assistance and informational briefings on the law to the public.
Many employment disputes arise from misunderstandings on employee and employer rights and
obligations under the law, and, as a result, VETS seeks to resolve issues at the earliest possible
opportunity.- Since September 11, 2001, VETS has received and investigated approximately 1,375
cases per year. VETS conducts thorough and complete investigations, including obtaining all
documentary evidence and witness statements. VETS also has subpoena authority and uses it
when necessary.

VETS works with the employers and claimants to achieve a satisfactory resolution. When VETS
is unable to resolve the issue, the claimant may request that his or her case be referred to either the
U.S. Department of Justice (for non-Federal employers) or the Office of Special Counsel (for
Federal-sector employers) for those agencies to determine whether they will provide representation
in Federal District Court or before the Merit Systems Protection Board, respectively. In the
alternative, the claimant may elect to pursue relief as a pro se litigant or through private counsel at
his or her own expense.

VETS is proud to lead the Department’s efforts on many of its programs, and works in tandem
with other DOL workforce training and employment protection agencies, such as ETA and the
Office of Federal Contract Compliance Programs (OFCCP), to provide essential services,
assistance, and employee protections to our Service Members and Veterans. DOL is taking similar
steps to ensure implementation of the VOW to Hire Heroes Act of 2011 — an integrated DOL effort
involving VETS and several other DOL agencies, all working to ensure that the men and women
who served our Nation are cared for when they leave the service.

Interagency and Public-Private Initiatives, Projects, Programs and Services

I'would like to touch now briefly on just some of the initiatives, both public and private
partnerships, the Department leads or supports to improve services to Veterans and transitioning
Service Members in the area of employment. On all of these initiatives, VETS provides valuable
insight and assistance to DOL agencies about the unique employment-related needs of our
Nation’s Veterans and Service Members, and also helps coordinate with our Federal partners.
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National Resource Directory and Veterans Job Bank

The National Resource Directory (NRD, https://www.nationalresourcedirectory.gov/) is a website
for connecting wounded warriors, Service Members, Veterans, their families, and those who
support them, to services and resources at the national, state and local levels to support recovery,
rehabilitation and community reintegration. The NRD is a partnership among DoD, DOL, and
VA. NRD includes information from Federal, state and local government agencies; Veterans
service and benefit organizations; non-profit and community-based organizations; academic
institutions; and professional associations that assist wounded warriors and their families. VETS is
the Department’s lead agency for this initiative.

The Veterans Job Bank (https://www.nationalresourcedirectory.gov/home/veterans_job_bank),
powered by NRD, provides a central source for Veterans to identify Veteran-committed
employment opportunities and for America’s employers to identify qualified Veterans. It
facilitates access to nearly one million private-sector job openings drawn from various job boards
that have posted or specifically tagged jobs for Veterans. The Veterans Job Bank, co-managed by
DoD, DOL, and VA, enables Veterans to search for jobs from thousands of military-friendly
employers worldwide based on keyword, military occupation code (MQC), and /or location.

As part of the Department’s Employment Laws Assistance for Workers and Small Businesses
(elaws) program, VETS has developed an e-VETS Resource Advisor. This Advisor integrates
with the NRD and assists Veterans, Service Members and all those who support them, to quickly
and easily navigate information and resources on a range of topics, including: Benefits and
Compensation; Education and Training; Employment; Family and Caregiver Support; Health;
Homeless Assistance; Housing; Transportation and Travel; Other Services and Resources; and
State-Specific Information and Resources. The Advisor is available 24/7.

Gold Card Initiative

The “Gold Card” provides unemployed post-9/11 era Veterans with the services they need to
succeed in today’s job market. VETS, in conjunction with DOL’s Employment and Training
Administration (ETA), has developed a suite of enhanced intensive services, including follow-up,
designed to address the barriers to employment faced by post-9/11 era Veterans. By maximizing
synergies between VETS-funded programs and the One-Stop Career Center system funded mainly
by ETA, these services, when provided under the Veterans’ priority of service, are designed to
overcome such barriers to employment and return our post-9/11 era Veterans to the civilian
workforce.'

' DOL, DoD, and VA have also collaborated on outreach to publicize several DOL products and tools to assist
Veterans, including the Veterans ReEmployment Page (www.careeronestop.org/reemployment/veterans/default.aspx);
the Key to Success Career site (www.careeronestop.org/imilitaryiransition ), which connects Veterans and transitioning
Service Members to high-quality career planning, training, and job search resources availabl¢ online and at local
OneStop Career Centers; and MyNextMove for Veterans (http://www.mynextmove.org/vets), an easy-to-use electronic
too} that enables military Veterans to enter their military occupational experience to explore related civilian
occupations and find career information, including job openings, job outlook information, salaries, apprenticeships,
and other related education and training programs. These sites also link to the National Resource Directory.
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Reemployment for Military Unemployment Compensation Claimants

VETS and ETA are working with the Department of the Army and DoD to support the rapid
reemployment of transitioning Service Members who are receiving Unemployment Compensation
for Ex-Military Members (UCX). Better reemployment outcomes for UCX claimants will help
military families in need while producing savings from the approximately $300 million in annual
UCX costs to taxpayers. The interagency UCX reemployment team’s strategies include:
facilitating more timely and aggressive outreach to UCX claimants, leveraging existing Veteran
resources and tools of DOL and the public workforce system, and supporting state workforce
agency engagement in these efforts.

Joining Forces

Joining Forces is a comprehensive national initiative, co-led from the White House by the First
Lady and Dr. Jill Biden, to mobilize all sectors of society to give our Service Members and their
families the opportunities and support they have earned. DOL is working through this initiative to
help highlight the workforce potentiai of transitioning Service Members, Veterans and military
spouses, whose moves from one community to another make it difficult for these spouses to
continue their careers or find similar jobs in new locations. This initiative will help to expand
employment and career development opportunities and help employers create military family-
friendly workplaces. VETS is the lead DOL agency for Joining Forces.

Veterans Transportation and Community Living Initiative

As co-chair of Veterans Work Group of the Department of Transportation’s interagency United
We Ride effort, DOL’s Office of Disability Employment Policy (ODEP) has played a leadership
role in developing a $35 million Veterans” Transportation and Community Living Initiative,
announced by Transportation Secretary LaHood on November 12, 2011, Grants were awarded to
55 local communities to assist newly disabled Service Members returning from Iraq and
Afghanistan, and their families, to access needed transportation supports and services, including
employment-related transportation. Secretary LaHood has recently announced the availability of
an additional $30 million for this program for a total of $65 million in this fiscal year.

United Services Military Apprenticeship Program (USMAP)

The United Services Military Apprenticeship Program is a formal military training program that
provides active duty Coast Guard, Marine Corps, and Navy Service Members the opportunity to
improve their job skills and to complete their civilian apprenticeship requirements while they are
on active duty. DOL’s Employment and Training Administration provides the nationally
recognized “Certificate of Completion of Apprenticeship” upon program completion. This assists
Service Members in earning an apprenticeship credential while on active duty that can be
leveraged toward civilian employment when they separate.

Guard Apprenticeship Program Initiative (GAPI)
To help soldiers improve their job skills and establish a lifetime career, the Army National Guard

has established the Guard Apprenticeship Program Initiative (GAPI) — a partnership with DOL’s
Employment and Training Administration in coordination with VA offices. The GAPI is an "earn

8



15

while you learn” experience, where soldiers learn new concepts and skills and also obtain national
certification in one of over 100 occupations while earning civilian wages. These skilled
occupations are mapped to 107 military occupational specialties, and eligible soldiers receive VA
educational benefits while they pursue a registered apprenticeship program.

America’s Heroes at Work

America’s Heroes at Work (www.americasherogsatwork.gov) is a DOL technical assistance and
public awareness campaign targeting America’s employers. America’s Heroes at Work focuses on
the employment challenges of returning Service Members and Veterans living with Traumatic
Brain Injury (TBI) and/or Post-Traumatic Stress Disorder (PTSD). The initiative equips
employers and military support systems with the tools they need to help these men and women
affected by TBI and/or PTSD succeed in the workplace—particularly Service Members and
Veterans returning from Iraq and Afghanistan. The program is managed by VETS, with the
assistance of ODEP and in collaboration with other Federal agencies engaged in TBI'and PTSD
programs, including the DoD, VA, the Department of Health and Human Services (HHS), and
others. As part of this effort, ODEP and VETS sit on the advisory committee for DoD’s Real
Warriors Campaign administered by the Defense Center on Excellence for Psychological Health
and Traumatic Brain Injury.

Hiring Our Heroes

VETS is also working with the private sector to increase the employment of our Veterans and
returning Service Members. The first of these initiatives is our work with the US Chamber of
Commerce. The Chamber, in partnership with VETS and ESGR, will have conducted 100 hiring
fairs exclusively for Veterans, transitioning Service Members and their spouses between March
2011 and March 2012. Through this partnership, the Chamber and its affiliates secure the
participation of employers, while the VETS team and ESGR focus on participation by Veterans,
transitioning Service Members, and their spouses. The Chamber hiring fairs have hosted more
than 84,000 Veterans and military spouses and given them the opportunity to meet with over 4,300
different employers. As a result, the effort has helped more than 7,300 Veterans and military
spouses and 60 wounded warriors find employment.

Information Technology Industry Training and Certification

Working with DOL in a liaison role, Microsoft Corporation will offer 10,000 technology training
and certification packages to U.S. military Veterans over a two-year period in five cities- Seattle,
Houston, San Diego, Jacksonville, and Northern Virginia. The technology training and
certification will be available at intermediate and advanced levels and will be delivered through e-
learning, with additional in-person support. This partnership with the One-Stop Career Center
system is an extension of the overall Microsoft Elevate America Veterans initiative, which
demonstrates a total investment of $12 million cash, product, and related support for U.S.
Veterans.

Conclusion

This testimony has outlined the Department’s considerable efforts, through both formal
government programs and a series of initiatives and partnerships that work in concert, to serve
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America’s Veterans. Each has an important role to play, and the men and women who work
within the Department, within the State and local workforce system where many of our services
are delivered, and within our grantees, all understand that no one part of the system can go it alone.
Employers want and need the skills that our Veterans can provide to their workforce, and when we
can make the connection between the job-seeker and the employer, both win.

[ am deeply humbled to have the privilege of serving our nation as the Deputy Assistant Secretary
for Veterans’ Employment and Training. Secretary Solis has been an incredible source of
guidance and support, and has made Veterans and VETS one of her top priorities. Our programs
are an integral part of Secretary Solis’s vision of “Good Jobs for Everyone,” and her commitment
to help Veterans and their families get into the middle class and maintain stability.

Chairman Rehberg, Ranking Member DeLauro, and members of the Subcommittee, this concludes
my statement. Thank you again for the opportunity to testify today. I would be pleased to answer
any questions you may have.
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Mr. REHBERG. Thank you very much.

Colonel Schmiegel, welcome. It was nice having you in Montana.
Thank you for coming to Gore Hill.

As I understand—I was there, but as I understand, the rest of
the day was extremely successful.

Lieutenant Colonel SCHMIEGEL. It was.

Mr. REHBERG. I saw the numbers and the number of people that
showed up, and it was a nice public-private combination because
there was a lot of volunteers that occurred, and a lot of people took
advantage of it. So I thank you for taking the time to come out to
Montana and being a part of that.

EXECUTIVE DIRECTOR OF HIRING OUR HERO

Lieutenant Colonel SCHMIEGEL. Thank you.

Chairman Rehberg, Ranking Member DeLauro, and members of
the committee, my name is Kevin Schmiegel. I am the founder and
executive director of Hiring Our Heroes at the U.S. Chamber of
Commerce.

Thank you for allowing me to appear as a witness and speak to
you about what the chamber is doing to help our Nation’s heroes
find jobs. The reason we are interested is simple. Many of our
members want to hire veterans and military spouses.

Even with high unemployment, we have a huge skills gap in
America that is hindering our recovery and undermining our global
competitiveness. Several weeks ago, the President of the United
States in his State of the Union address pointed to 2 million jobs
%hat aren’t being filled right now because we lack a trained work-
orce.

Veterans can help fill that gap. They have unique leadership ex-
perience, advanced technical skills. They are team players and
problem solvers, and they are extremely reliable workers.

DoD spends millions and millions of dollars training our forces,
and it is a lost investment if we don’t repurpose those skills for the
private sector. In the President’s own words, “We have trained
these folks to nation-build abroad. Now we need nation-building
here at home.”

As a veteran myself, it is an honor to be here today. In 2009, I
retired from the Marine Corps as a lieutenant colonel. My own
transition was full of good fortune. I was lucky to have a mentor
like former National Security Adviser General Jim Jones, and I
was lucky to be hired by an organization like the U.S. Chamber of
Commerce that understands the value of hiring a veteran.

Not every veteran is that lucky, which is why in March of 2011,
the Chamber launched Hiring Our Heroes. Working with our State
and local Chambers, DOL VETS, Employer Support of the Guard
and Reserve, (ESGR), the Military Spouse Employer Partnership at
DoD, veterans services organizations, nonprofits, and the business
community at large, we have led a massive public-private sector co-
ordinated campaign to help veterans and military spouses find ca-
reers in hundreds of local communities across America.

In less than a year, we have created a movement. With hiring
fairs in 115 cities and 45 States, we have connected more than
100,000 veterans and military spouses with over 5,000 different
employers, and more than 8,500 of them have gotten jobs. And we
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are just getting started. This year, we are expanding our efforts to
400 cities across the country.

Recognizing the unique challenges that military spouses face, the
Chamber has also launched a standalone program that focuses on
job portability and career progression. It will include 20 hiring fairs
at major military installations across the country.

VETERANS EMPLOYMENT ADVISORY COUNCIL

This past Veterans Day, we also formed a Veterans Employment
Advisory Council, comprised of more than 20 of America’s biggest
employers, representing 25 million jobs in America. With this coun-
cil, the Chamber will also lead a sustained campaign to enlist the
support of the small business community. With our 3 million small
businesses that are part of our federation and 3.7 million veteran-
owned small businesses in America, we will move the needle on the
staggering rates of unemployment that Ms. DeLauro mentioned in
her statement.

We should view hiring veterans and military spouses as a na-
tional security imperative. High unemployment for post 9/11 vet-
erans, members of the Guard and Reserve, and military spouses
will become both a recruiting and a retention issue if we don’t act
now.

George Washington once said, “The willingness with which our
young people are likely to serve shall be directly proportional to
how they perceive veterans were treated and appreciated by their
nation.”

How can we expect young men and women to raise their right
hands and volunteer for service if they face higher unemployment
rates than their peers after serving our Nation? And why should
military spouses encourage their partners to make the military a
career and endure long separations and frequent moves if they
can’t achieve their own career aspirations?

Over the past year, many leaders in the public sector have called
on the business community to do more. I believe we are at the
point now where our Government must help them do just that. We
must look for innovative ways to assist transitioning service mem-
bers before they become veterans.

This includes helping them launch a small business, equipping
them to make informed decisions about employment, and improv-
ing and expediting certification and licensing. And finally, Govern-
ment programs, both existing and new, should be measured against
clear objectives and established metrics so we can focus on what is
working and stop funding programs that are not producing results.

Chairman Rehberg, Ranking Member DeLauro, and distin-
guished members of the committee, I pledge to you that the Cham-
ber will continue to do its part to demonstrate to our Nation’s he-
roes that their service is not only appreciated, but valued, namely
by helping them find jobs.

I appreciate the opportunity to testify, and I look forward to your
questions.

[The information follows:]
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The U.S. Chamber of Commetce is the world’s largest business federation,
representing the interests of more than 3 million businesses of all sizes, sectors, and
regions, as well as state and local chambers and industry associations.

More than 96 percent of the Chamber's members are small businesses with
100 or fewer employees, 70 percent of which have 10 or fewer employees. Yet,
virtually all of the nation’s largest companies ate also active members. We are
particularly cognizant of the problems of smaller businesses, as well as issues facing
the business community at large.

Besides representing a cross-section of the American business community in
terms of number of employees, the Chamber represents a wide management specttum
by type of business and locatdon. Each major classification of American business --
manufacturing, retailing, services, construction, wholesaling, and finance — is
represented. Also, the Chamber has substantial membership in all 50 states.

The Chamber's international reach is substantial as well. It believes that global
interdependence provides an opportunity, not a threat. In addition to the
U.S. Chamber of Commerce's 115 American Chambers of Commerce abroad, an
increasing number of members are engaged in the export and import of both goods
and services and have ongoing investment activities. The Chamber favors
strengthened international competitiveness and opposes artificial U.S. and foreign
bartiers to international business.

Positions on national issues are developed by a cross-section of Chamber
members serving on committees, subcommittees, and task forces. More than 1,000
business people participate in this process.
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Oral Testimony of Kevin M. Schmiegel
Vice President, U.S. Chamber of Commerce

Executive Director, Hiring Qur Heroes

U.S. Chamber of Commerce
March 21, 2012
Before the House Appropriations Committee
Subcommittee on Labor, Health and Human Services,
Education, and Related Agencies

Chairman Rehberg, Ranking Member Delauro, and Members of the
Committee, my name is Kevin Schmiegel, and I am the founder and executive
director of the Hiring Our Heroes program at the United States Chamber of
Commerce.

Thank you for the opportunity to appear as a witness before the Committee
and speak to you about veteran and military spouse employment, and what the U.S.
Chamber is doing to help our nation’s heroes find meaningful employment in the
private sector.

As you know, the U.S. Chamber of Commerce is the world’s largest business
federation representing the interests of three million businesses and organizations of
every size, sector, and region.

The reason the Chamber is interested in our nation’s veterans and military
spouses is simple. Many of cur members, which include thousands of small, medium,
and large businesses, want to hire veterans. Even with high unemployment, we have a
huge skills gap in America that is hindering our recovery and undermining our global
competitiveness.

Several weeks ago in his State of the Union address, President Obama pointed
to two million jobs in America that aren't being filled because we lack a trained
workforce. Veterans can help to fill that gap, because they have unique leadership
experience and advanced technical expertise; they are excellent problem-solvers and
they are extremely reliable.

The Department of Defense spends hundreds of thousands of dollars training
service members, and it is a lost investment if we don't re-purpose those skills to the
private sector. In the President’s words, we have trained these folks to nation-build
abroad...now we need nation-building here at home. The Chamber’s veterans
programs will continue to raise awareness across the business community of this great
pool of potential workers who can help fill our nation’s skills gap.
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As a veteran myself, it is an honor and a privilege to be hete today. In 2009, I
retired from the United States Marine Cozps as a lieutenant colonel after 20 years of
active duty service. My own transition from the military to the civilian workforce was
full of good fortune.

I was lucky to have a mentor like former National Security Advisor, General
Jim Jones, who took a very special interest in my search for a second career. I was
lucky to be at the right place at the right time. And I was lucky to be hired by an
organization like the U.S. Chamber of Commerce, whose President and CEO Tom
Donohue understands and appreciates the value of hiring a veteran. Not every
veteran is that lucky.

The Bureau of Labor Statistics’ report on the “Employment Situation of
Veterans in 2010”shows that on average there were over one million unemployed
veterans in America during 2010. While recent monthly reports from BLS show
positive signs, alarming trends for post-9/11 veterans between the ages of 18 to 24
and members of the National Guard and Reserve continue.

Data for these cohorts are even more concerning given an additional one
million service members will be leaving active duty over the next five years and tens
of thousands of guard and reservists will be demobilized and returning to the
workforce.

With the drawdown of our armed forces and significantly higher rates of
unemployment for younger Iraq and Afghanistan veterans and returning guard and
reservists on the hotizon, the Chamber is ramping up its efforts to enhance private
sector job opportunities for veterans and military spouses.

The U.S. Chamber’s Hiring our Heroes Program

In Match of 2011, the U.S. Chamber of Commerce launched our Hering our
Herves program, a nationwide campaign to help veterans and military spouses find
meaningful employment. The Chamber started the program in partnership with the
White House’s Joining Forces initiative, Department of Labor Veterans Employment
and T'raining Setvice and the Employer Support of the Guard and Reserve to improve
public-private sector coordination in local communities, where veterans and their
families are returning every day.

With our federation of business leaders, state and local chambers, and industry
associations spanning neatly every state and city, the Chamber has been at the heart of
a nationwide campaign to connect veterans and military spouses with employers.
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Working with our extensive network of state and local chambers, DOL VETS,
ESGR, the Military Spouse Employer Partnership, veterans’ services organizations,
and businesses of all sizes trepresenting all sectors, we have led the largest public-
ptivate sectot, coordinated campaign focused on matching veteran talent with career
opportunities in hundreds of local communities.

In addition to our efforts to create a movement across the country, Hiring Our
Heroes has also forged strategic partnerships in three other areas to deal with specific
populations of veterans and their unique challenges. They include: a transition
assistance program for wounded wattiors; focused initiatives to help post 9-11
veterans, to include student veterans, find jobs; and mentoring and employment
programs for women veterans and military spouses.

In our first yeat, we pledged to host hiring fairs in 100 cities, and I am proud to
report that we have already exceeded that goal conducting 114 hiring fairs in 45 states
and the District of Columbia. Since its inception, Hiring Our Heroes has connected
more than 100,000 veterans and military spouses with 5,000 different employers, and
more than 8,500 of them have gotten jobs. And we’re just getting started.

Hiring Our Heroes will significantly expand its efforts in year two. In addition to
scaling our program to conduct hiring fairs in 400 communities, we will refine our
existing programs so that a higher percentage of veterans and military spouses find
jobs at our events.

Working with the Department of Veterans Affairs (VA) and several private
sector and non-profit partners, we will establish transition workshops for veterans and
military spouses to improve resumes, connect them with mentors in the business
community, and a host of other setvices to ensure that if they don’t find a job, they at
least leave our hiring fairs better prepared for their next interview.

Recognizing the unique challenges that military spouses face in their search for
meaningful careers, the Chamber has also launched a stand-alone program for military
spouses. And we hired the very best to tun our program. As the co-founder and
Chairperson for Blue Star Families and a military spouse herself, Laura Dempsey was
the perfect choice to lead this effort.

In just four months she formed the Military Spouse Business Alliance bringing
together nine of the largest military family non-profits under one umbrella; she
launched an e-mentor platform comptised of senior executives from dozens of
Fortune 500 companies; and she organized the largest ever hiring fair for military
spouses at the Washington DC’s convention center on January 13. On the heels of
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those successes, she will lead our efforts to host 20 hiring fairs for spouses on or near
military installations across America.

Laura epitomizes the talent, strength, and resilience of the military spouse
community. As a mother of two small children, married to Army LtCol Jason
Dempsey, who is about to deploy to Afghanistan for his third overseas tour, Laura
has mowved her family nine times in 13 years and has passed the bar exam four times
in Washington State, New York, Georgia and the District of Columbia.

Working with out private sector Veterans Employment Advisory Council,
comprised of more than 20 of America’s biggest employers and representing 25
million jobs, Hiring Our Heroes will enlist the support of the small business
community in a sustained grasstoots campaign. With the Chamber’s access to 3
million small businesses and our strong relationships with the public sector, veteran
services organizations and a host of nonprofits to reach out to the 3.7 million veteran-
owned small businesses in America, thousands more veterans and military spouses
will find meaningful careers in the private sector.

Hiring veterans and militaty spouses is a national secutity imperative for our
country. High unemployment for our youngest veterans, members of the guard
and reserve, and military spouses is both a recruiting issue, as well as a retention
issue for our all volunteer force.

Our first president, George Washington, once said, “The willingness with
which our young people are likely to serve shall be directly proportional to how
they petceive veterans were treated and appreciated by their nation.”

How can we expect young men and women to raisc their right hands and serve
in the armed forces, if they face higher unemployment than their peers after serving
our nadon? Similatly, why should military spouses encourage their husbands and
wives to make the military a career and endure long separations and frequent
relocations, if they cannot achieve their own career aspirations?

Hiring Our Heroes is not about charity. Companies that hire veterans and
military spouses gain a competitive advantage. Our nation should view the imminent
drawdown as an opportunity, and there is a precedent. After WWII we saw millions
of veterans re-enter the workforce, and the massive infusion of talent that helped the
manufacturing sector to grow and America’s economy as a whole to thrive. As we
come out of this recession we need to look to sectors that are growing like energy,
healthcare, and infrastructure and hire transitioning post 9/11 veterans to help those
industries expand and our economy to prosper.
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Over the past year, many leaders in the public sector have called on the
business community to do more. I believe we are at the point now where we need the
government’s assistance in several key areas to help the private sector to do just that.
We must look for innovative ways to assist transitioning service members before they
become veterans. This includes helping them launch a small business, providing
vocational education and apprenticeships, improving and expediting certification and
licensing, and enhancing the availability of internships and mentoring programs.

I recommend that the public and private sectors come together as we have in
more than 100 cities to focus on three specific areas that will help service members
and military spouses find meaningful carecrs after serving our nation. They include:
removing barriers that impede veterans from receiving credit and applying what they
learned in the military to rapidly find jobs in the private sector; revamping the
transition assistance program; and providing private sector employers with more
access to transitioning service members before they leave the military. Together, these
actions would help military families make more informed decisions about their
transitions.

Finally and most importantly, I would suggest that all government programs—
existing and new—should be measured against clear objectives and established
metrics, so we can focus on what is working and stop funding programs that are not
producing results.

Principles for Success

Hiring Our Heroes was founded on two fundamental principles that we believe
are critically important to the success of our nationwide and sustained grassroots

campaign.

Fitst, local communities must be the cornerstone of any national program to
reduce veterans” unemployment. The reason is simple: when veterans and their
families transition from the military, an overtiding consideration for them is to get
back to a local community where they can be close to family and friends. By targeting
resources where we know veterans are... and want to be... we can be that much more
effective.

Second, we must coordinate the efforts and resources of the public and private
sectors. While there are hundreds of veterans hiring programs, it is clear they are not
working well enough. In many cases, they are duplicative, they compete with one
anothet, and they cause unnecessary confusion for veterans and their families. We
believe that the U.S. and local chambers of commerce are uniquely positioned to better
coordinate public and ptivate sector efforts in hundreds of cities across America.

7
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We believe there is an incredible opportunity to build on the momentum that
has brought veterans’ issues to the forefront of America’s psyche and take advantage
of what the former Chairman of the Joint Chiefs of Staff, Admiral Mullen referred to
as a “sea of goodwill.”

As Martin Luther King Jr. once said, “The time is always right to do what is
right.” It is clear that now is the time to positively affect veterans unemployment and
to do it right.

Working collabotatively with the public and nonprofit sectors and our own
network of 1600 local chambers of commerce and 600 trade associations, we will
continue to do out patt to demonsttate to our nation’s veterans and military spouses
that their service is not only appreciated but valued——namely by helping them find
meaningful careers in the private sector.

Conclusion

Chairman Rehberg, Ranking Member Delauto, and distinguished members of
the Committee, the U.S. Chamber of Commerce is committed to helping better
coordinate public and private sector efforts to find meaningful employment for
veterans and their spouses in local communities where they are returning every day.
Qur success will be measured by the impact our programs have on helping our
veterans and military spouses find and keep good jobs in the private sector.

[ appreciate the opportunity to testify before you today and look forward to
answering yout questions.
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Mr. REHBERG. Thank you, Colonel.

Mr. Carbone? Welcome. From Connecticut.
Mr. CARBONE. Good morning. Thank you.
Is this on? Is it okay?

ONE-STOP SYSTEM

Okay. Thank you for this opportunity to talk about how the One-
Stop system, the umbrella, I think, to broad partnerships in com-
munities all over the Nation, offers the best opportunity to bring
veterans to employment.

My region is the lower part of Fairfield County in Connecticut,
and I have got three One-Stops in my region. And about 30,000
people a year will come through our centers, and at least 2,000 will
be veterans.

We have an opportunity, given the broad partner base that we
have to basically leverage the Federal dollars that come in to sup-
port the One-Stop system and create real value added, to bring
partners that can contribute and help veterans to get beyond that.
Let me give you some examples.

The Connecticut Department of Labor, through their LVERs and
DVOPs, are present at the One-Stops. So they are there to provide
services. They have got their own area that has been identified.
They can use the normal One-Stop services and things like helping
people to create the resume, to develop skills in interviewing, to
learn about the job—actual job search strategies, dealing with
things like social media, education refreshers, be it in math or in
English or whatever it may be. There are certified teachers onsite
at our One-Stops.

At our One-Stop in Bridgeport and in Derby and in Stamford, all
three of them, we have got a community resource center. That cen-
ter is supported through dollars from the United Way, from foun-
dations, from corporations, and companies like JPMorgan Chase.

We provide financial assistance for people that need it. We pro-
vide all kinds of counseling, energy assistance. It is a location
where people can access other Government programs that can help
them while they are unemployed and in some kind of a job search.

It is also a site, what we call here a Volunteer Income Tax
(VITA) site, so they can do—get their tax preparation work done.
We do about 200 a year. About 20 percent of them are vets, and
the average return is more than $2,000.

Our One-Stop system has enabled us to make contact under that
partnership with a number of veteran residential facilities, things
like Homes for the Brave, which is a 51-bed facility in Bridgeport—
just opened one for female vets with children—and other kinds of
supportive housing operations. Again, it is value added.

We have, at the One-Stop, a disability resource center. One could
actually traverse the entire American workforce system. You can
look for jobs anywhere. You can get assistance. It is completely
staffed by people with disabilities, but it can help them to get be-
yond that disability and get to employment.

We have applied for a number of Federal competitive grants that
have helped us here with veterans, one of which will be called
Teleworks. It has been in operation for a number of years. And for



28

veterans who are looking for opportunities to work from home, we
have got a trained counselor at the One-Stop to do just that.

We buy blocks of classes at the community colleges. This is
where you can create, I think, real value added. You buy the class,
and it can be veterans and other people that can be in it. But you
will get better product for a better cost.

We have got a fatherhood initiative, you know, for the noncusto-
dial parents. We have got a coach, a mobile coach, 39-footer that
can go anywhere that needs to go. We do about five job fairs a
quarter, mostly for veterans, but for other groups as well. It is sup-
ported by private contributions.

HOMELESS VETERANS’ REINTEGRATION GRANT

And in the competitive side, we have our third Homeless Vet-
erans’ Reintegration grant. So we are actually in year 7 of doing
that, and again, Homes for the Brave and a number of other
groups are our partners.

I can go on giving you a litany of different grants that we have
put together. I think the basic message here is that you are invest-
ing in a system already under the Workforce Investment Act. It
opens doors. It puts keys in the door. You have got trained staff
that are there, offering a whole variety of services.

It is not just the issue of training. It is a lot of other things that
do contribute in a positive way to help to bring people to work.

Let us not forget that when you have been away from a job for
a long period of time, be it unemployed or being in the service,
there are other issues like emotional support needs that people
have or, basically, the motivation issues, things that will help them
to get beyond whatever barriers that they have.

I think the One-Stop, for all that it can offer, offers the best op-
portunity for value-added, better product for better cost. It is there.
It is part of the Federal budget. It works, and it ought to be center-
piece for the American veteran operation in jobs.

Thank you.

[The information follows:]
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Statement of Joseph M. Carbone
President and CEO, The WorkPlace
(203} 610-8502, jcarbene@workplace org
Before the Subcommittee on Labor, Health and Human Services, Education and Related Agencies,
Committee on Appropriations
United States House of Representatives
March 21, 2012

Good morning Chairman Rehberg, Ranking Member Delauro and Members of the Subcommittee.
Thank you for inviting me to testify about Veterans Employment and Training Programs. My name is
Joseph Carbone, and 'am CEO of The WorkPlace, a 30-year-old, Fairfield County, Connecticut
nonprofit. The WorkPlace acts as the Workforce Investment Board for scuthwestern Connecticut and is
responsible for the operation of three One Stop Centers in our region, serving an average of 30,000
individuals each year, including over 2000 Veterans. | appreciate the opportunity to discuss the array of
employment-related services available to our returning veterans through America’s workforce
development system.

The One Stop system and its network of partners is the foundation of the American workforce
development structure. This system is designed to deliver and provide access to a host of services to
help people gain employment. The WorkPlace works closely with a vast number of provider partners
and employers as well as the Connecticut Department of Labor’s Office for Veterans Workforce
Development and its Local Veterans Employment Representatives {LVER), and its Disabled Veterans
Outreach Program {DVOP) to ensure the delivery of an array of veteran-specific services through the
One Stop delivery system. Through the One Stops in southwestern Connecticut, veterans can receive
access to a variety of employment readiness workshops, skills training, technology classes, job search,
education refreshers and language skills as well as case management and job placement support.

At the WorkPlace, we understand that the needs of the unemployed and the underemployed in
today’s economy require us to seek ways to enhance the traditional One Stop services to help support
individuals as they seek employment. in an effort to provide value added services in the One Stops we
conceptualized, designed, created and sought private funding for a Community Resource Center (CRC).
The center is the hub of supportive services in the One Stop and is supported by corporate and
foundation support. With these private dollars, veterans receive financial assistance to help with food,
utility bills and security deposits as well as purchase special equipment or tools, immunizations,
licenses, and car repairs to obtain or retain employment. The CRC also houses partner agency staff to
help veterans obtain energy assistance, rental assistance, and foreciosure prevention services in
addition to financial counseling, literacy, as well as help with non-custodial parenting and child support
modification assistance.

1)Page
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Our One Stop is a VITA {Volunteer income Tax Assistance) site in additional to being an Employment
Network to serve people with disabilities. Our Disability Services unit provides specialize employment
services for those with disabilities, specifically veterans. Our One Stop has all the adaptive technology
that one with a disability would need to seek work, in addition to trained staff who participate in case
conferencing with staff from the Vocational Rehab agencies to ensure coordinated services. Our
telework website was designed specificaily to help people with disabilities explore and prepare for
telework opportunities.

We have been fortunate to leverage the infrastructure of the One Stop to obtain competitive grants to
provide specific services to veterans. These grants inciude three, 3 year Homeless Veterans
Reintegration grants over the past decade, a three-year incarcerated Veterans Transition Program
grant, and a three-year grant providing green sector-based training and employment services to
recently separated veterans. Each of these grants has “filled a gap” by providing additional
opportunities to help veterans and their families regain their footing.

Our Homeless Veterans Reintegration program (HVRP) provides homeless veterans services to assist
their reintegration into meaningful employment. The HVRP is important because it is an initial step in
providing employment solutions to the ever increasing number of homeless servicemen and women.
Through the HVRP program, we have cultivated partnerships with the Veterans Administration,
transitional housing programs {Homes for the Brave and Columbus House) and organizations that
provide mental health and addiction services. Veterans in this program receive intensive case
management and classroom training, as well as supported job placement and retention services. The
employment statistics and retention cutcomes for this grant have been stellar, with over 60 homeless
veterans entering employment each year and a nearly 70% retaining employment after 180 days.

The Incarcerated Veterans Transition Program (IVTP} is a statewide program which provides
incarcerated veterans at risk of homelessness with options for stable housing, as well as employment
services {which begin prior to release). IVTP program staff work with veterans to develop transition
plans which include housing, employment and other work supports. Our goal is to reduce the
likelihood of recidivism by fostering a stable situation for our veterans. The WorkPlace collaborates
with veteran-serving organizations through IVTP and work closely with the State of Connecticut’s
Department of Corrections, along with its Division of Parole and Office of Probation to coordinate
activities following release. We have been successful in securing housing for formerly incarcerated
veterans and employment in a variety of industry sectors. We have an 86% retention rate in
employment for these vets and an average wage at placement of $12.00 per hour.
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Our Sector-Based Veterans Program provides green classroom and on-the-job training to recently
separated veterans. Through this program we offer training which provides stackable credentials in the
green and renewable energy sector. By working with veteran-friendly employers, The WorkPlace has
been abie to secure several on-the-job training opportunities that have led to permanent empioyment
for veterans. This grant serves 200 veterans per year and has provided veterans with sustainable
careers in green,

Funding for ali three of the programs discussed above was competitively awarded by the United States
Department of Labor, Office of Veterans Employment Services.

The success of these programs is due to the combination of grant-funded services with additional
services leveraged through the One Stop infrastructure. Effectively meeting the unique needs of
veterans requires an array of flexible programming. Neither element by itself is sufficient to ensure
that all of our veterans receive the necessary assistance to return to employment. A combined effort is
required for two reasons.

First, the current workforce development system was created by the Workforce investment Act (WiA)
of 1998 and was designed against a background of a 4.5% national unemployment rate and projections
of labor shortages. its focus was on short-term, pre-vocational workshops and training. Under WiA,
veterans receive priority for services through the One Stop system—services ranging from pre-
employment workshops to career management counseling to skilis training to enhanced educational
opportunities. These services are available to all populations, including veterans as well as low-income
adults, TANF recipients, dislocated workers, at-risk youth, and persons with disabilities. They must be
delivered in the context of local unemployment which is nearly double the rate at the system’s
creation, in the face of dramatically increasing employer demand for skills, and while serving muitipie
populations.

Second, veterans also present a host of challenges similar to those facing the long-term unemployed—
chailenges which extend beyond employment, into emotional, behavioral, and financial issues.
Veterans have spent years outside the civilian workforce, and the effects of years of service and the
transition back to civilian iife are often similar to being out of work for a significant period of time. Seif-
confidence falters, concerns {legitimate or not} grow that employment skills have atrophied, and basics
such as housing and food hinder progress. Many veterans can achieve long-term success returning to
employment only after these fundamental needs have been addressed.

in southwestern Connecticut, we have successfully addressed many challenges interfering with
veterans and/or their family members as they prepare to re-enter the workforce. The WorkPlace

leverages WIA dollars to support additional training required by employers and bring in partners to
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provide access to other support services. We have built a solid network of partners and employers that
support male and female veterans and their families, so veterans coming to our One Stops are not
looking for work in isolation of other issues they experience. These are critical wraparound services
that support a veteran through the search for employment.

Unfortunately, it is common for programs outside the employment system to deal with some of these
issues, only to refer veterans to the unemployment system much later. Similarly, many veterans get
pure employment assistance without the other services necessary to provide the stability that enables
them to hold a job over the long term.

There are two key steps that will significantly enhance the workforce development system’s capacity to
offer coordinated services to veterans. First, any resources for veteran’s employment and training
should be allocated through the One Stop system. One Stops are already designed to provide multiple
services, with capacity for case management, assessment of needs and coordination of programming.
With more resources focused on veterans’ needs, One Stops can enhance the services offered directly,
or through local partners, to address challenges beyond the existing scope of workforce development.

Second, to increase employer engagement and raise the profile of employers who are committed to
the employment of veterans, Workforce investment Boards should be required to have a minimum of
10% of the business members of the Board of Directors come from employers who have an established
culture of hiring and promoting the hiring of veterans. These veteran employer champions could
educate their peers on the benefits of hiring veterans and serve as model community leaders. They
would also serve a key role in engaging partners to provide more comprehensive services through the
One Stop delivery system and raising awareness of veterans’ employment challenges.

The American workforce system is uniquely positioned to adapt and align its programming to meet the
needs of veterans. Providing a more comprehensive array of programming through the nationwide
One Stop infrastructure will create a more streamlined, comprehensive and effective approach to
serving our veterans, as we honor their service.
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Mr. REHBERG. Great. Thank you all.
EMPLOYMENT CHALLENGES FOR VETERANS

I appreciate mostly hearing about your success or the programs
you are working on. If I could get you to dwell on the challenges,
what are the barriers? What are the problems? Are they private
lsector;“ problems, Government problems? Are they financing prob-
ems?

When I went to the job fair at Gore Hill, I am trying to remem-
ber the two rooms and all the various people that were involved in
it and the type of people that were coming. I don’t remember if
there were any public colleges. I know there were a lot of for-profit
colleges there, at least four or five. I know the Forest Service was
there, BLM.

So I know the kind of people who are looking for jobs, but I don’t
know where the problem exists between the veteran and getting
the job. The logical answer would be things like sometimes our
schools are training them for jobs that don’t exist.

I don’t know if that is something that sticks out in your mind.
I just throw that out to start the conversation. So why don’t we mix
it up and start with you, Colonel, and then we will go that way and
that way just for something different.

Lieutenant Colonel Schmiegel. Sure. I should start by saying we
are all going to look at this through a different lens, obviously, in
our roles. Junior has got a very important role from the Govern-
ment perspective. I will provide my perspectives based on the
strong relationship we have with the administration, with the Gov-
ernment agencies, but also just to be an honest broker in terms of
what the private sector would like more help with in order to be
more helpful to veterans that are transitioning.

I think the main issue, to sum it up in one word, is access. The
private sector does not have access to service members before they
transition. This is apparent in a number of different programs that
are currently underway.

TRANSITION ASSISTANCE PROGRAM (TAP)

I think if you look at the Transition Assistance Program, we
know that the Government is working hard to improve that. But
they need a private sector eye.

Listen, I was a Marine for 20 years. I was not in a position, when
I was a lieutenant colonel leading Marines, to give them informed
advice about what they can expect in the private sector. And we
need to be a little bit more creative and allow the private sector
into that process.

There is a Veterans Employment Task Force that is comprised
mostly of Government agencies. There is not a seat at the table

Mr. REHBERG. How soon before they become discharged would
you do that—weeks, months, years?

Lieutenant Colonel SCHMIEGEL. Well, we spend 13 weeks taking
someone from jeans and t-shirts and putting them in a uniform.
We should spend at least 13 weeks to bring them out of a uniform
and put them in a suit or a pair of coveralls.

So I would look at a 4-month minimum. I think we should start,
in my opinion, as soon as they come in the military. We should
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start helping them with their personal brand and start helping
them think about transition.

At the end of the day, 3 out of every 4 Marines are leaving after
their first 4 years. We have a fundamental responsibility to start
preparing them from the moment they put on the uniform because
the argument that it disincentivizes them to make a career is moot.
If 3 out of 4 are going to leave anyway because our manpower sys-
tem directs 3 out of 4 to leave because we want to keep a young
force, we certainly have a responsibility to make sure they are bet-
ter prepared.

Mr. REHBERG. Mr. Carbone.

Mr. CARBONE. Yes, I would say that they are facing the same
kind of challenges that other long-term unemployed people face.
When you have been unemployed for 2 years or you have been in
the service for 2 years and you have been certainly distant from
the civilian workforce, I think you are facing a challenge in terms
of emotional issues and other kinds of things like motivation and
things of that sort. That if they can be addressed in the part of
their comeback here with respect to job search, they would be a lot
better prepared.

I mean, let us understand that business is still making I think
very, very great demands in terms of what they require for work-
ers. Even businesses

Mr. REHBERG. Does what Colonel Schmiegel say

Mr. CARBONE. I'm sorry?

Mr. REHBERG. Does that make sense? The same——

Mr. CARBONE. Yes, it does. I think it does make sense. I think
but once they come into the job sector or the job search sector,
those kinds of services need to continue, in fact, even intensify.
That is the moment, I think, that they need to get prepared for
what business is going to be demanding.

Even if you can get the most accommodating businesses, and we
have got a bunch in our region, when the person comes for the
interview, that employer has to know that that person could do the
job as well as anybody else. So let us understand. I mean, that
when they come to us, they are suffering from things like long-term
unemployment issues.

Mr. REHBERG. Colonel Ortiz.

PREPARING OUR VETERANS

Lieutenant Colonel ORTIZ. You know, I tend to agree with what
both Kevin and Joe have said in the sense that preparing our vet-
erans to do what needs to be done is very important, even from the
moment they walk into the service and they go out.

I think it is important that we teach them what their value is
when they get out because, as Joe has said, the biggest thing that
happens when these young men and women come in is being able
to sell themselves to the companies. At the same time, the edu-
cational piece of teaching the companies of how to ask the right
questions.

Because sometimes, sometimes, you know, the person that you
are looking for is right in front of you, except you are not asking
the right questions.

Mr. REHBERG. Yes. Well, thank you.
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One of the things I have recognized over the years, having been
involved both with veterans and the Department of Defense, is the
Department of Defense’s lack of a desire to recognize that anybody
is ever going to leave them. And so, you especially see that in vet-
erans medical where if you do anything to encourage veterans, the
Department of Defense is all over you, saying, oh, you are trying
to steal our best and brightest, and you want them to quit.

So you are probably up against institutional bias in not wanting
to recognize that 3 out of 4 are leaving the service after their first
tour of duty. So it is the right answer. It just will be interesting
to see how that occurs.

Ms. DeLauro.

NEWLY DISCHARGED VETS

Ms. DELAURO. Thank you, Mr. Chairman.

Colonel Ortiz, in that vein of continuing this conversation some-
what, what type of labor market information do newly discharged
vets receive when they exit the military? What connections are
made with the One-Stop centers upon discharge in order that vets
have the best opportunity as quick as possible to look at how they
may regain civilian employment?

Lieutenant Colonel ORTIZ. Well, ma’am, I think, as Kevin already
alluded to, I think it starts once they are in the service. I think our
biggest thing that helps our young men and women do this is going
through the employment workshop. In other words, understanding
what it is that they are going to face once they get out.

Understanding

Ms DELAURO. And that is happening at the end of their service
now’

Lieutenant Colonel ORTIZ. Yes, ma’am. Yes, ma’am.

And it all depends, ma’am. It depends on if you are retiring, it
is up to 2 years prior to retirement that you go through the TAP,
the TAP program.

Ms. DELAURO. Right.

Lieutenant Colonel ORrTIiZ. Up to a year if you are separating
from the service. The idea is to get as much information to these
individuals, which we try to do with the TAP employment work-
shop, teaching them how to write a resume, present themselves, be
able to dress the correct way, learn the different culture of the ci-
vilian side of the house, ma’am, because that is very important.

I mean, we are in a culture for 4 years that have taught us to
be very successful in everything we do. We have to teach them how
to be able to go out there and do the right job.

THE EDUCATION OF THIS GENERATION’S VETERANS

Ms. DELAURO. Isn’t it true, and I will just ask all of you this
question, that as I read the background material and the literature
here that in terms of education, education levels, and the kinds of
preparation that you are talking about, this generation of veterans,
if you will, has less education, less training, not military training
they have, but other kinds because they are a younger population?
They are coming in at a younger age into the service, and they are
coming in with less education than we have seen in the past.
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I think that that is right. I think that that is what I have read.
So I am just trying to gauge between because I think there is a
great mix here of Federal, of private, of Chamber, and of the again
public sector, but working both as to how we take these young men
and women as to where they are and are not imposing something
that is top-down with a set of skills that are not there. But building
from the bottom-up on skills that they need to have, whether that
is educational or work skills.

And, yes?

VETERANS UNDER AGE 25

Lieutenant Colonel SCHMIEGEL. So, if I may? You hit the nail on
the head. The population that is suffering the most are veterans
under the age of 25.

Ms. DELAURO. Twenty-five, right.

Lieutenant Colonel SCHMIEGEL. So most of them are sergeants
and below, enlisted troops that have served for 4 years and have
left the service.

The fact is that the TAP program, the Transition Assistance Pro-
gram, is a 3-day program. It is very general in nature, and it is
not specific. It is not pointing service members to a pathway to a
direct program where there are jobs.

Service members are not making informed decisions when they
leave the military. The TAP program does not prepare them in a
way that shows them there are companies across America that
have a skills gap. If you go to this community college and get a 1-
year credential, you can get a job in this company making X dol-
lars, and the jobs exist.

Service members that are leaving make a decision of the heart.
They go to a geographic location, and they are not thinking about
what they are going to

Ms. DELAURO. But when Mr. Carbone spoke, he talked about
working with community colleges and providing that kind of serv-
ice and training that is necessary. So I am trying to figure out the
link that is going from your piece of training, then I am making
a presumption that it goes—there is some sort of a pathway to the
One-Stop center, which has these kinds of services that are avail-
able that then move into working together with industry here.

And you are dealing with almost the credentialing side of this
thing in some way. Is that right, Mr. Carbone?

Mr. CARBONE. Yes, we are. And I think we are dealing with other
issues as well. But I think most of the veteran organizations in our
region eventually make the referral to the One-Stop.

So the One-Stop, in my view, at least in my part of Connecticut,
is providing the search for a job, education, training, whatever it
takes to get there. It is coming from the One-Stop.

I think the important thing here is that they have been away for
2 years, and there has been a transformative change in what busi-
ness requires. So whatever they might have done before may not
have any relevance at this point. And if they are younger, they are.
They are missing education credentials that you have to deal with,
all right?

But I think the important thing here is that if you work with
businesses closely, you can sometimes make that match, and busi-
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nesses are willing to give them a chance and to accommodate. So
that part of it is important.

Lieutenant Colonel SCHMIEGEL. The only add-on in that is triage.
It is not being proactive. It is being reactive. So I continue to say
access earlier.

Ms. DELAURO. Thank you, Mr. Chairman.

Mr. REHBERG. Mr. Alexander.

Mr. ALEXANDER. I am surprised he called on me. He told me yes-
terday I needed a haircut. [Laughter.]

Ms. DELAURO. No way.

Mr. ALEXANDER. He made a good colonel in the Marine Corps.

THE TAP PROGRAM

The TAP program, I understand how important it is. But I am
concerned maybe about the length of training time. We have got
men and women that have been in the service or in uniform 5, 10,
15, 20 years. Are 2V2 days enough to properly train them for what
they need to be doing?

Lieutenant Colonel ORTIZ. Sir, as a person who runs a TAP em-
ployment workshop, sir, I mean, it is a basis, as Kevin alluded to.
It is a way of preparing them. It is a way of being able to give them
the fundamental tools so that when they do, in fact, get out, they
have a basis of what needs to be done.

Understanding how to write a resume, what should be in there,
what is the business—what is it going out there, what is the econ-
omy like, and things like that. Then being able to hand them over,
if you will, almost like a warm handoff, to what Joe and his crew
do as far as the One-Stop centers throughout the country.

That is the force multiplier. That is where the individual comes
in and actually gets the aid that they need in order to be able to
be successful to find a job.

Mr. REHBERG. Mr. Alexander, if you would yield for a minute?
Maybe you could expand upon it?

As I understand it, it is only mandatory for Marines, though. It
is not mandatory for Army and Navy?

Lieutenant Colonel OrTIZ. Well, sir, if I may——

Ms. DELAURO. It is now mandatory.

Lieutenant Colonel ORTIZ. Mr. Chairman, the VOW Act has
made it mandatory now.

Ms. DELAURO. Right. Mandatory, yes.

Mr. REHBERG. For all?

Lieutenant Colonel ORTIZ. For all services.

Ms. DELAURO. For all the services.

GOLD CARD INITIATIVE

Lieutenant Colonel ORTIZ. And I applaud that only because of
the fact that we need to be able to get our young men and women
prepared to lead. And I have got to tell you, sir. I have a young
man who just left the service who, when he decided to get out, was
a little bit shaky on exactly what he needed to do. The Gold Card
initiative gave him the opportunity to go into a One-Stop and be
able to get 6 months of intensive training.

Mr. ALEXANDER. Well, the trainers that are doing the training
are taught by the veterans. Is that correct? The point I am trying
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to make is how much input do Chambers have, business people,
into training the program?

And the reason I ask that is a few days ago, I was having a
meeting down in my district in Louisiana. And I asked an employer
that was conducting some workshops for the employees, I said how
often do people from the Education Department and the labor force
training, how often do they call you and say what would you like
for us that are educating the young men and women, potential em-
ployers, what would you like for us to train them to do? And he
said, “I have never had anybody to ask me thatbefore.”

So the point being that are we training people sometimes, and
we don’t necessarily know what we are training them to do or why
we are training them? How much input do the business people
have with saying this is what we need you to teach these veterans
so we won’t have to train them once again if we hire them?

ACCESS TO THE BUSINESS COMMUNITY

Lieutenant Colonel SCHMIEGEL. There is very little access with
the business community. There are rules, the joint ethics rules.
This is what I am talking about, creativity and maybe looking at
the rules that are in place and inviting the private sector in earlier.

The TAP program, I went through it just under 3 years ago. And
for someone like me, who is leaving as a lieutenant colonel, I prob-
ably don’t need to go through TAP. It doesn’t prepare an E5. And
to my point exactly, we need to be more creative and think about
these solution sets earlier.

How much sense does it make that a driver goes to military, gets
a military driver’s license, and then has to get credentialed in each
of their States after they leave? They have to go through an ardu-
ous process to do that. How much sense does it make that a man
or woman, as a corpsman or medic, saves lives in the battlefield,
and they have to go through an EMT certification?

We could very easily, if the private sector was invited in, get a
serviceman or woman a commercial driver’s license while they are
getting their military driver’s license. And then they have their cre-
dential before they leave. Just like we can do the same thing for
a corpsman or medic and get them their EMT certification.

Creativity, access earlier. If we do those two things, we aren’t
going to be talking about connecting them with One-Stops or serv-
ices after they leave when they are on the unemployment rolls.
And it is over $1,000,000,000 our country is paying for that.

Mr. REHBERG. I entirely agree. You know, I fly a helicopter, and
yet the military that are coming out don’t qualify for a rotorcraft
license. They have to go through the whole process again. And they
are much better pilots. It is absolutely amazing the lack of coopera-
tion. What you say is exactly correct.

Ms. DELAURO. Mr. Chairman.

Mr. REHBERG. Yes, Ms. DeLauro.

Ms. DELAURO. I am not going to take your time, but I just would
like to—not at this juncture, Ms. Roybal-Allard is next up. But I
want to just find out why businesses can’t be—you mentioned in
your early comment about ethics and so forth. So when we get
around to that again, I am interested in why they can’t.

Mr. REHBERG. Okay.
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Ms. Roybal-Allard.
MILITARY RECRUITMENT ASSESSMENTS

Ms. ROYBAL-ALLARD. Just following up a little bit on the discus-
sion, are any assessments made when someone goes into the serv-
ice so that it is determined that this person is good in math, this
person is good in something else? Are those assessments made
when they first go in that could then be used to start providing
them with the kind of experience within the service that would be
helpful for them to transition?

Lieutenant Colonel ORTIZ. Yes, ma’am. In every military service,
a person is assessed while they are at boot camp. Actually, they are
assessed prior to. They are given I guess like almost an entrance
exam to see where they are placed and see how they come out and
what their strengths are.

For example, I will use myself as an example. My strengths were
in the military police, in law enforcement side of the house. So, ob-
viously, my recruiter helped me to get to that area.

So, yes, that is one piece. We also have young men and women
who come in and they score a certain level. And based on what
they have, their strengths and weaknesses, they are pushed into
that area.

Now we say that our infantrymen don’t have that capability. I
disagree wholeheartedly with that because some of our smartest,
our smartest Marines are our infantrymen. They just chose to be
that vice a mechanic or vice anything else.

And as far as being able to get them into a specific level of train-
ing, again, ma’am, it depends on, number one, the needs of the
service, what their capabilities are, and what they are able to
achieve while they are in the service. That, in itself, is one prob-
lem, or one thing, excuse me.

The second thing is let us say they do become a motor trans-
porter or a medic or a corpsman. The idea of being able to certify
them later on is something that we are all working to try and
achieve. I mean, on the business side of the house as well as on
the military side of the house because it is very important.

However, ma’am, and with respect, the legislation for each one
of the States are completely different. You know, unless there was
a unified stance across the board where all the Governors agreed
that when a person goes to Fort Lewis or a school specifically to
be a driver, and when they come out, as soon as they finish, they
get a commercial driver’s license.

If that was to happen across all lines, ma’am, we wouldn’t be dis-
cussing the problem that we are having right now. But unfortu-
nately, that is every State has different rules and regulations.

ARMED SERVICES VOCATIONAL APTITUDE BATTERY (ASVAV)

Lieutenant Colonel SCHMIEGEL. The test itself that Junior refers
to, I don’t know, because I came from the military, I am not sure
what the acronym stands for. It is the ASVAV test, A-S-V-A-V. If
you want, people can look it up.

But Junior hit the nail on the head. There are two factors. Even
if you score the ASVAYV test and it directs you towards a specific
MOS, as a service member that is joining, you have your own pref-
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erence. And then, obviously, there is the specific needs of the re-
cruiters, and they are trying to fill specific spots. So it is never a
perfect alignment, but they do use that test.

Ms. ROYBAL-ALLARD. I was just trying to get—no, go ahead.

Mr. CARBONE. Yes, the one point I would like to make here is
that often, because they have been away for 2 years or longer, they
will come in and they are interested in getting a job as quick as
possible. And they might choose the quickest way of getting there,
which is the shortest form of training. It may not be exactly what
they want or what is perfect for them.

But one of the things we have tried to do is to keep them in
touch with our system. I mean, it is important to get them what
they need immediately. But if they don’t continue education or
training on some kind of a lifelong learning basis, they are going
to fall out of the workforce at some point, and they are not going
to achieve their goals and objectives.

So we try to get them the job. But I think our folks at the One-
Stops have done an excellent job with keeping in touch with them
once they are employed and with the employer. Because in many
cases, the employer offers those kind of opportunities.

Ms. ROYBAL-ALLARD. I would like to change to the Homeless Vet-
erans’ Reintegration Program. Los Angeles has more homeless peo-
ple probably than any city in the Nation, including 7,000 homeless
veterans on any given day.

And organizations in my district depend on the HVRP program
to provide critical job training services to homeless veterans. De-
mand for HVRP funding will greatly increase as our military oper-
ations wind down in Iraq and Afghanistan. How do you plan to
meet this increased demand with only the level of funding that is
being requested in the President’s budget?

Mr. REHBERG. I will ask that you answer that very quickly. That
was a long question in the last 30 seconds.

Ms. ROYBAL-ALLARD. Yes, I am sorry.

Mr. REHBERG. Unless you want to carry it over into your second
round so you could have a more meaningful? If you would like to
expand upon that, we are going to do a second round. And so, if
you wanted to wait and

Lieutenant Colonel OrTIZ. If you wouldn’t mind, I would like to
wait a minute, ma’am. If you don’t mind?

Mr. REHBERG. Okay. We will do that.

PLACEMENT AND PERFORMANCE METRICS

Then we will begin our second round of questioning. And I want-
ed to go back, Colonel Schmiegel, to something you said about
metrics and objectivity. And that is one of the things that we talk
about in this subcommittee a lot is oversight, especially as it re-
lates to job service, the Department of Labor, One-Stop.

And so, we always worry that are we really providing the service
that we intended to provide for the dollars that we are spending?
And when you see the number of various job training duplications
in the various agencies, you worry about that. How would you set
up some kind of a metrics or an objective determination as to
whether you are providing the service for the veterans that you in-
tend to provide?
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And then I will ask the others the same question. And Mr.
Carbone, I am really impressed with your One-Stop. Eventually, we
will expand upon that as well. It sounds like you are doing it right.
There are others that aren’t quite.

So, Colonel Schmiegel.

Lieutenant Colonel SCHMIEGEL. Well, again, our program is sin-
gularly focused on jobs. So our primary metric is all related to jobs.
I think that has to drive the debate right now. If you look at the
fact that 12.1 percent

Mr. REHBERG. But would your metric be placement or going back
in 6 months and seeing if they are still in the same spot, that their
employer is happy with them, whether they have accomplished

Lieutenant Colonel SCHMIEGEL. Both. I think placement and re-
tention. So——

Mr. REHBERG. Is the Chamber working on that?

Lieutenant Colonel SCHMIEGEL. Yes. We are. We are working
with a number of different organizations on a smaller-scale level in
a pilot with an organization called Hire Heroes USA. It is an At-
lanta-based organization run entirely by Iraq and Afghanistan vet-
erans.

Mr. REHBERG. Is Mr. Ortiz or someone else involved with the De-
partment of Labor? Have you even attempted to go outside for

Lieutenant Colonel SCHMIEGEL. No. No. In this case, we decided
on a parallel track in the private sector only.

Mr. REHBERG. Colonel Ortiz, would that be something you would
be interested in learning about, watching, participating, or maybe
you don’t want their participation? I don’t know.

Lieutenant Colonel SCHMIEGEL. No, we would be happy for the
public sector to participate.

Mr. REHBERG. Colonel?

Lieutenant Colonel ORTIZ. Yes, sir. That is something we can
look at. Kevin and I, we do a lot of things together when it comes
to the veterans side of the house, sir. So——

Mr. REHBERG. Are you working on any objective standards so
that you can see that the programs that you are working on are,
in fact, working?

Lieutenant Colonel ORTIZ. Actually, sir, we try to meet our
standards based on the needs of our service members, sir. So we
are in conversation with some of our public sector areas and——

Mr. REHBERG. That is a yes or a no?

Lieutenant Colonel ORTIZ. Yes, sir. We do.

Mr. REHBERG. Okay. Mr. Carbone.

Mr. CARBONE. Well, I mean, I think the kind of services that we
talked about earlier that we are providing at the One-Stop and
kind of bringing together all those organizations that can assist
people and to get to a career or to get to a job

Mr. REHBERG. Do you have a review? Do you have an objective
standard?

Mr. CARBONE. Yes, the standard is to arrive at placement, at
placement. So you try to achieve that as soon as you can, but I
think the important factor is to keep in contact with that person,
that business that they went to so that you don’t lose them.

Mr. REHBERG. Exactly. The important standard is where are they
in 6 months?
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Mr. CARBONE. Where are they in 6 months? Exactly.

Mr. REHBERG. Do you keep track of that?

Mr. CARBONE. We go to a year.

Mr. REHBERG. Okay.

Mr. CARBONE. We go to 1 year. But in between that 1-year pe-
riod, I mean, there is a lot of contact made with that business. And
that is why it is important. Be a little bit selective here on the kind
of businesses that you try to make that connection to. You want
businesses that will work with them and nurture them, appreciate
them and respect them and nurture them and try to help them to
advance.

VETERANS JOB RETENTION

Mr. REHBERG. And Colonel, I guess I would ask what are the
barriers to your trying to create either the appropriate metric or
working with the Government?

Lieutenant Colonel SCHMIEGEL. Yes. As you spoke, I think you
hit the nail on the head, Mr. Chairman. Veterans will have 3 jobs
in their first 3 years on average. So retention is a critical issue.

The private sector innovates 35 times faster than the public sec-
tor. We should go to a company and ask them how they are doing
it.

General Electric knows that their veterans are retained at a rate
of 7 percent higher than nonveterans that work for their company.
They have 10,000 veterans. That is a huge sample size. Bring the
private sector in. Let them explain how they are doing it, and
adopt that in a Government-wide program.

Mr. REHBERG. Yes, sir?

Mr. CARBONE. Yes. I think that is—that would be the result of
a company that cares, a company that is trying to nurture that
candidate, working with that candidate and helping them along
every step of the way. If you try to deal with companies that have
a good culture like that, it makes the difference.

Lieutenant Colonel ORTIZ. I am in agreement, sir.

Mr. REHBERG. Do you provide a directory of those kinds of em-
ployers so that I think you suggested they go back to their home-
town, whether there is a job there or not. Is there a central source
of information of the kind of friendly employers that are out there
like GE?

Lieutenant Colonel SCHMIEGEL. We are creating that right now,
Mr. Chairman. That is the whole basis of the Chamber’s initiative.
And now we are going to major military installations to host hiring
events because the Chamber is a nonprofit organization in this re-
gard.

So we talked a little bit about access. We are going to go and
bring dozens of companies to each of the bases, not just one.

Mr. REHBERG. Okay.

Ms. DeLauro.

Ms. DELAURO. I have just a couple of things. I just want to first
of all, make a comment. I think there would be agreement that we
ought to go to a longer period of training, whether it is 2% days,
3% days, whatever it would be. That requires resources.
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I say that because we are an appropriations committee, and we
need to ask for more time for training and then be willing to put
the resources where they are necessary to accomplish that.

VETERANS PROGRAM EVALUATIONS

But I also wanted to deal with program evaluation in some way,
and there are a lot of new efforts that are underway with regard
to both the Federal Government and your program, Colonel
Schmiegel, started in March of 2011.

Lieutenant Colonel SCHMIEGEL. That is right.

Ms. DELAURO. So we are looking at a year in terms of trying to
deal with it.

But I would just say, and I am not going to go through all the
data, but I think it ought to be useful to put into the record pro-
gram evaluation data. A new initiative, Joining Forces. Since Au-
gust, 45,000 hires have been reported. They have got businesses
pledging to hire in excess of 195,000 veterans.

The Veterans Jobs Bank, a joint venture between Department of
Labor, the VA, and Google, there are 1 million jobs posted. The site
has a skills translator that is embedded.

The tax credit for business hiring veterans, waiting to hear about
whether that is working or not. And again, there is Jobs for Vet-
erans States Grants, the VETS program, transition programs.
There is data on results in those, all of those programs.

The Homeless Veterans’ Reintegration Program, 2010, awarded
140 of those grants. Almost 16,000 homeless vets received services.
So the data and the statistics are important, and I am just saying
that they are there at the Department of Labor for people to look
at.

I understand, Colonel Schmiegel, that you are now putting these
pieces in place. You are a year old. And the question becomes,
again, what you have said is that when a company comes out with
a public pledge, do you have a mechanism for following up to con-
firm that the hires actually occurred? I presume you do. Yes?

Lieutenant Colonel SCHMIEGEL. Yes.

Ms. DELAURO. Okay. Are you able to track actual placements
from job fairs and the satisfaction rates of service members once
they are on the job?

Lieutenant Colonel SCHMIEGEL. Yes.

Ms. DELAURO. OKkay. Is there data yet on the retention in the po-
sitions that have been secured? All that is

Lieutenant Colonel SCHMIEGEL. No, not yet.

Ms. DELAURO. No, exactly.

Lieutenant Colonel SCHMIEGEL. It is a year old.

Ms. DELAURO. You are a year old. I am making the point that
you have got some programs that have been there that are existing
programs, and Mr. Carbone, you go back, you said, I thought I
heard you say you go back it is a year to see whether they are on
the job in a year.

Mr. CARBONE. One year.

Ms. DELAURO. So that I think we have seen that we have got the
real basis and cooperative relations here between both business
and the private and the public sector to make sure that the pro-
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grams are not duplicative, that they are doing the job that they are
supposed to, that they are supposed to be doing.

And I think that that is gratifying. I think I am hearing for the
first time a kind of a relationship here that exists that is workable.

Let me just, I am going to ask a question about military spouses,
because this is a problem. Spouses are on their own, for the most
part. It seems again from the data that they are educated people,
and they are looking for a way to demonstrate self-worth.

And so, I guess there are two pieces here. Are we going to do an-
other round, Mr. Chairman? Will we have enough time for that? I
think so. It is only 11:00 a.m.

Mr. REHBERG. Excuse me? [Laughter.]

Ms. DELAURO. We are supposed to be on from 10:00 a.m. to 12:00
p.m., right?

Mr. REHBERG. We will do another round.

COMMUNITY COLLEGES AND ONE-STOPS

Ms. DELAURO. Thank you so much, Mr. Chairman.

But there is this certification piece on the people that you have
there. It is not there at the moment. There ought to be if you can
be in the motor pool in one place, you can be in a motor pool in
another place.

But it is actually working with the community colleges on the
certifications. What is being done on the certification area to speed
that process up? Is there anything, Mr. Carbone?

Mr. CARBONE. Yes, I can tell you that the fact that we bought
these blocks of classes at the communities colleges.

Ms. DELAURO. What does that mean, you bought blocks of class-
es?

Mr. CARBONE. You buy the whole class. I mean, when you are
dealing with the One-Stop, it is not only the vets. It is your entire
customer base that there are folks from each of them that may
need those services. The colleges, by and large, cannot take a loss.
They can post that they are going to do the class, but they have
got to get a minimum number of people.

So if we buy the class, we are sure it is going to happen, and
we can take people from all sectors of our customer base and put
them in there. That makes a big deal here because you can get it
done on time. And often then it can correspond with the needs that
businesses have to have the person actually complete that program
on a certain date.

Ms. DELAURO. Is Pell useful in that process?

Mr. CARBONE. Pell is not needed in that process, no.

Ms. DELAURO. Okay. Thank you.

Thank you, Mr. Chairman.

Mr. REHBERG. Mr. Alexander.

Mr. ALEXANDER. Kevin, you have mentioned that you would be
happy for the private sector to participate. Can you expand on that
a little bit?

Lieutenant Colonel SCHMIEGEL. I am putting that into action,
and I actually went to the individual services myself. I spoke to the
head of their different manpower departments and, in some cases,
the service chiefs directly. Sometimes it is helpful to know and to
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work for a former service chief like General Jim Jones. And we
have asked for access to the bases.

I referred earlier to joint ethics regulations. A lot of companies
that we work with have individual contracts with the Government.
So they are defense contractors. But if the Chamber comes on and
offers to work in 40 bases and stations to do these hiring fairs, we
can have access, but we invite all the companies from the indi-
vidual industries and sectors to take part.

The only criteria is that they have jobs for transitioning service
members and spouses that will attend those fairs. If they don’t
have jobs and a service member or their spouse says that they were
referred to a Web site or that company doesn’t have a job, they
want to hand out pamphlets, they are not going to be invited to our
hiring fairs anymore.

hMr. ALEXANDER. Well, let us know what we can do to help with
that.

Colonel Ortiz, how often do you find that the employers simply
are just unaware of the regulations in the USERRA?

Lieutenant Colonel ORTIZ. USERRA, sir?

Mr. ALEXANDER. USERRA. Do they ignore them, or do they just
not know about them?

Lieutenant Colonel ORTIZ. I would say about 95 percent of the
time, sir, that the companies are aware of them, and they pretty
much stick by them. Other times, it is a matter of education, of
being able to outreach them because sometimes they don’t know
the specifics behind it.

Mr. ALEXANDER. Okay.

Lieutenant Colonel ORTIZ. And especially when you are talking
about low and medium companies. They may not know the specifics
behind it. But I would say, sir, that the majority of our companies
out there are very, very supportive of our troops.

Mr. ALEXANDER. Thank you.

Mr. REHBERG. Ms. Roybal-Allard.

ACCESSIBILITY OBSTACLE

Ms. ROYBAL-ALLARD. Before I go back to my original question, if
I understood what Ms. DeLauro was saying, it seems like all the
pieces are there to achieve the goals that we all want to get to and
that you are moving in that direction.

What are some of the obstacles that you are running into or
some of the things that concern you the most that aren’t enabling
you to move more quickly in that direction or that are actual obsta-
cles to what the objectives are? And how could we be helpful in
that way?

Lieutenant Colonel SCHMIEGEL. I go back to the original point.
I think access earlier is the most important issue. A lot of the stuff
that Mr. Carbone addressed is after the fact. The service members
are leaving. When we go on base for these 40 hiring fairs, we are
going to do something very interesting. I think Mr. Carbone and
Junior would agree that this is the right way of going.

We have enlisted the support of 20 companies that have huge
pockets of employment. If you take a company like Entergy in Lou-
isiana, they are not employing in all 50 States. You take a com-
pany like Chesapeake Energy in Texas. You take a company like
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Capital One, which is actually a bank that is growing. They are
looking for hundreds of people.

So imagine if you go to a hiring fair on base with 50 companies,
but the Chamber sets up its own booth with 20 companies that
have 10,000 jobs in 100 cities, and we just lay on a 6-foot table a
map with 100 pushpins. And there is 100 packets that a service
member can take with them.

And it shows them if you use your GI bill to get credentialed for
1 year or 6 months or whatever the case may be, you get a job
guaranteed with one of these 20 companies in those 100 cities.
Then we are not doing it after. We don’t have to worry about the
service they get after.

We are going to where they are making the decision, and we are
helping them make an informed decision because you have young
men and women that are using their GI bill to get a history degree
or a geography degree, and they are dropping out after 2 years.

This has to be holistic, and you have to bring it to them before
they leave, not after they are already unemployed.

Ms. DELAURO. Would the gentleman yield for one

Lieutenant Colonel ORTIZ. I am sorry, ma’am. I will tell you,
ma’am, that in principle I do agree with everything that Kevin is
saying, based on the fact that being able to get to the individuals
earlier. Because the earlier you get to an individual, the more in-
formed they are, the easier it becomes for them to be able to move
in that life cycle, if you will.

However, the biggest problem that occurs is, and this is where,
at least from what I see, that Junior Ortiz sees, is the fact of being
able to bring in a company that wants to hire Kevin, but yet he
has 6 months left in the service or 12 months left in the service,
you know?

There are some companies out there that are willing to wait be-
cause they know what the value is of that individual. However,
there are a lot of them that are trying to fill the ranks now, and
they want to be able to do what needs to be done. I think once you
are able to get that information out to everybody and let them
know that there are jobs available and that there are jobs available
for you when you get out, that is one thing.

To guarantee them a job and everything as they get out, you
know, if a company can do that, we are all for it, ma’am. The point
being is the needs of the service, the military member doing what
needs to be done, and believe me, ma’am. I am very supportive of
trying to get our kids——and I say “kids” because I can——out and
be able to get jobs once they leave.

Again, it is the accessibility of being able to hit them early that
runs into problems.

HOMELESS VETERANS PROGRAM

Ms. ROYBAL-ALLARD. Do you want to answer the previous ques-
tion with regard to
Lieutenant Colonel ORTIZ. Yes, ma’am. I mean, we were talking
about since the administration took office, HVRP has increased
about 46 percent, ma’am. We approximately——we had about 26
million, and right now, it is over 38 million. You were talking about
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how many grants we will be able to fill and especially in your area,
ma’am.

Ms. ROYBAL-ALLARD. Given the increase.

Lieutenant Colonel ORTIZ. We have 151 grants right now. The
grantees are using what needs to be done based on the money that
they are given. I think one of the things that we need to under-
stand is we need to protect the funding stream. We definitely need
to protect that, making sure that our newly separated service mem-
bers don’t become homeless.

I mean, the key in this whole entire thing is if we can stop the
homeless piece, then the HVRP programs, as well as they are, as
well-intended as they are, will cease to exist. And if we could do
that, you ask how do we help the future? Let us hope to God that
we don’t get our young veterans and believe me, ma’am, now we
are seeing in the homeless programs, we are seeing younger and
younger veterans going in there and especially young women.

Mr. REHBERG. Thank you.

We will begin the DeLauro final round.[Laughter.]

And first of all, may I ask a question? What was your expertise
or your specialty in the Marine Corps?

Lieutenant Colonel ORTIZ. I had a few, sir.

Mr. REHBERG. Okay. Couldn’t keep a job? [Laughter.]

Lieutenant Colonel ORTIZ. You are right, sir. I could not. I was
an airlifts control officer. I was a counterdrug/counterterrorist spe-
cialist. I was an administrative officer. I was an operations officer.
I was also an instructor at the U.S. Naval Academy. I taught Span-
ish and leadership.

I was also the director of marketing and advertising for all the
Marine Corps, a professional recruiter, if you will.

Mr. REHBERG. You were all-around.

Lieutenant Colonel ORTIZ. And a few other cats and dogs.

Mr. REHBERG. Well, first of all, let me thank you for your service.
But more importantly, your kids. That is a testament to you and
your leadership and your fatherhood. So thank you for doing that.

Lieutenant Colonel ORTIZ. Thank you, sir.

Mr. REHBERG. What was your

Lieutenant Colonel SCHMIEGEL. I was an artillery officer. I de-
ployed for the first Gulf War as an artillery officer. And the latter
half of my career, I was very focused on the human resources proc-
ess in the Marine Corps. I ran——

Mr. REHBERG. That shows, and thank you.

Lieutenant Colonel SCHMIEGEL. Thank you.

Mr. REHBERG. And I won’t put you through it, but thank you.
Very impressive. I like what I am hearing about your program. I
would like to see more about the One-Stop because One-Stop is
something that actually does concern me nationwide. I am a little
concerned that some get it, some don’t.

There is a certain level of disjointment going on, and it sounds
like you have got your act together.

Mr. CARBONE. Yes. I would say that for sure the structure of the
system is there, and it was put there for the right purposes. It may
not be used evenly. It may not be the same all across the Nation.
But—
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Mr. REHBERG. Well, and maybe it doesn’t need to be. You know,
we call it One-Stop, but maybe the flexibility sometimes is impor-
tant as well.

Mr. CARBONE. That is right. Right.

Mr. REHBERG. Inefficiency is unacceptable, especially when it
comes to veterans. But we don’t want to create inefficiency by mak-
ing everybody fit into the same piece, and it sounds like you have
got a handle on it.

And thank you, Ms. DeLauro, for bringing or inviting him to
come down.

TAX CREDITS FOR BUSINESSES HIRING VETS

Now I really want to ask a question about the success or per-
ceived lack of success perhaps of the tax credits for businesses for
hiring. You have a piece of it because you are supposed to be moni-
toring it. You see it day in and day out.

Do you think it is working or not? And the only reason I ask that
question is because I come from the State legislative arena. I was
a Lieutenant Governor. Before that, I was a State legislator. And
I was always very active and helped to cosponsor veterans’ pref-
erence, and we had a miserable time making it work. It was so dif-
ficult to make a veterans’ preference.

And we wanted to, and it was the best intention, and we thought
everybody was going to participate. It just never worked as well as
we wanted. And that is why I worry that the tax credits are avail-
able. Are the businesses taking advantage of it? Is it working as
well as you thought it was going to?

And Colonel Ortiz, are you monitoring it? And what would you
be, your opinion as to whether it is working or not? Not that I want
to change anything. I just want to know from your perspective is
it working?

Lieutenant Colonel SCHMIEGEL. Sure. I think, one, Mr. Chair-
man, there are two pieces. There is a big business component and
a small business component. I will give you the top line because
I don’t think the tax credit is being utilized.

I can tell you that we have worked with several thousand compa-
nies, and I have spoken to hundreds of them, and not a single com-
pany that I have spoken to has used the tax credit. I think big
businesses are figuring it out because they have an HR team. They
have tax consultants and lawyers.

Small business, if you offer them $5,000 or $10,000, they don’t
have an HR manager. They don’t have a tax consultant, and they
don’t have someone to advise them in the legal side of this on
whether or not they should take advantage of the tax credit.

And if you are small business owner, and there are 27 million
in America, you are not going to take an extra hour at the end of
a 16-hour day to figure out whether or not it is worth your time
to get a $5,000 tax credit.

So I don’t think on the small business side it will be used. I think
we might see some movement on the big business side.

Mr. REHBERG. Colonel?

Lieutenant Colonel ORTIZ. I tend to agree with Kevin in the
sense that is it being utilized as much? I am not seeing that, sir.
I can’