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AMERICA’S 21ST CENTURY ESTABLISHED WORKER TRAINING TAX CREDITS
Policy Recommendations Summary

Federal policy makers increasingly hear of the need for lifelong learning to upgrade the skills of established workers in the private sector where innovation and technological change increases exponentially.  If U.S. employers are to have the skilled workers they need to compete successfully in the global economy, new federal tax credits must be enacted to immediately encourage companies and/or established workers to invest to upgrade workers’ skills and/or help them acquire new skills. The result will be a better trained and more highly skilled workforce that can play an important role in increasing the productivity and global competitiveness of U.S. companies.  The recommended tax credits collectively provide meaningful incentives for millions of workers who need a higher level of knowledge and skills to remain employed and contributing to the health of the U.S. economy.

Recognizing this need, NACFAM recommends that policy makers enact two new federal America’s 21st Century Established Worker Training Tax Credits to encourage companies and/or established workers to invest in upgrading the knowledge and skills of established workers: 

1. First is a new federal tax credit to encourage private employers to invest in upgrading the knowledge and skills of their established employees and/or helping them acquire new skills.  

This will enable employers to take a tax credit of up to 50% of the first $6000 of their allowable costs to provide career-related training for each eligible established worker in each year the training is successfully completed.  Career-related training courses taken in any year will be determined and agreed to by the employer and the employee.

2. Second is a new federal tax credit to encourage established employees to invest in upgrading their knowledge and skills and/or acquiring new skills.

This will permit an eligible established worker to take a tax credit for up to $6000 of the allowable costs paid by the worker above any paid by his/her employer for career-related training in each year the training is successfully completed at an accredited education and training entity.

3. Definitions:

An eligible established worker must be employed full-time by a for-profit company and work at least 32 hours per week for that employer.

Allowable costs include tuition for credit courses, non-credit certificate courses, fees, expenses, books, supplies and equipment for courses taken at or through an accredited education or training entity.

Career-related training is instruction obtained by an eligible established worker through one or more industry-recognized training courses in any semester provided by an accredited education or training entity such as a college or university, community/technical college or school, proprietary school, or any other well-established, credentialed learning institution including an accredited distance learning entity.

No limits are placed on how many job-related training courses an eligible established worker may take in any semester or the number of years he/she may enroll and successfully complete industry-recognized training courses.  However, to qualify for a second or additional course, the established worker must successfully complete the initial or succeeding course offered by an accredited education and training entity.

(To avoid the possibility of “double-dipping,” an established worker shall not claim a tax credit in any tax year for any education or training costs paid for by the employer of record in the tax year in which the credit is sought.) 

_____________________________________________________________________________________
Existing Established Worker Training Incentives
Should established workers wish now to upgrade their kills or acquire new skills, they have a number of training incentive options at the national and state levels (see items 1 through 6 below). When the two proposed new tax credits are bundled with these existing training incentives, this new and expanded package will provide workers and employers with a much wider range of training options.  The result can be a better trained and more highly skilled workforce that can play an important role in increasing the productivity and competitiveness of U.S. companies.  
While existing training incentive programs have disparate origins, administrative arrangements, budgets, sources of funding, and program rules, they still can provide meaningful incentives to millions of workers when they decide they need a higher level of knowledge and skills to remain employed and contributing to the health of the U.S. economy. 

The Challenge

The U.S. labor force -- which more than doubled over the past forty years -- will grow very slowly between now and 2040.  The number of young people moving through our education systems and subsequently into and through the U.S. labor force is much smaller than in the baby boomer years, reversing the trends of the past four decades.  They will almost certainly have lower educational attainment than the older groups moving out of the workforce. The demographic factors that worked to our advantage throughout the 20th century are turning against us as we move through the 21st century.

In comparison, the share of workers in the 55-years-and-older age group will increase dramatically.  In addition, the participation rates of older workers in the labor force are expected to increase and will continue to do so in the future.

This means that the United States can no longer pursue an education policy that focuses primarily on younger people and essentially gives up on adults. While we must leave no children behind, we must realize that most future gains in labor force educational attainment will come in educating our working adults.

More than half of America’s 120 million workers between the ages of 25 and 64 have no postsecondary degree or postsecondary credential of any kind. The percentage of the workforce requiring some college or above grew from 28 percent in 1973 to 59 % in 2007 and is expected to increase to 62 percent by 2018. To put this in perspective, it will be virtually impossible to achieve a family-wage job without some type of postsecondary training.

Over the next 10 years a total of about 30 million young Americans will hopefully graduate from high school.  While many will be prepared for college, a significant number will not have the knowledge and skills needed to qualify for the increasingly technical jobs coming on-line in the U.S.
Today there are twice that many adults already in the workforce who have no postsecondary credentials. If these incumbent workers are to remain employed in productive jobs until they reach their retirement ages, they will need to acquire new and/or better skills through postsecondary or private education and training entities. 
Current research indicates that not all workers have equal access to employer-sponsored education and training to upgrade skills or acquire new skills.  Employee access will be influenced by several variables: company size, job level, employment status and income level.


Company Size
· 53% of the private, non-farm workforce is employed by small companies with fewer than 500 workers.

· Small companies generally have fewer resources than medium and large companies to fund employee education.  A recent study revealed that large employers are 2.2 times more likely to provide education benefits than smaller companies. Of those surveyed companies without educational benefits, almost half were small employers.

· Employees working in small companies often have less access to tuition benefits and financial resources for education and training.


Job Level
· Employees in frontline and lower-level occupations have less access to company education and training funds than executives, managers, professionals and technical workers.

· In a recent study of over 2500 adults enrolled in credential programs, only 4% of lower-level workers received financial assistance from their employers compared to 50% for executives, managers and administrators.


Employment Status
· Part-time employees have less access to education and training benefits than full-time employees.

· A recent study indicates that only 7% of adults working part-time received employer assistance for taking credential programs, while 37% of those who worked full-time received employer assistance.


Income Level
· Employees with annual incomes below $25,000 have less access to employer education and training funds while those with higher incomes were more likely to receive employer financial assistance for educational expenses.
Incumbent Worker Training across the United States takes many forms.  While policy makers at all levels recognize the need to increase access to training for incumbent workers so they can enhance and/or broaden their work skills, the policy people have not been able to provide sufficient incentives to service more than a fraction of the workers wanting to continue to work productively.
ETA data shows that the number of adults exiting WIA-funded programs for “skill upgrading and retraining” in PY 2007 totaled only 13,014 which was nearly the average for the previous three Program Years.

Current estimates show that the private sector invests approximately $50–$60 billion a year on upgrading the skills of its workforce members (Training 2006).  Publicly subsidized spending on upgrading worker skills totals less than $500 million annually, or about 1 percent of the total public and private sector expenditures for training. 
Proposed WIA reauthorization could increase opportunities for funding incumbent worker training not currently possible under existing legislation and regulations.  At a minimum, WIA reauthorization could allow the use of up to 10 percent of local WIA funds for incumbent worker training.
Impact of innovation and new technologies on skill needs in advanced manufacturing
Increased innovation, the introduction of new technologies and the addition of proven management practices are continuing the decline of employment in the traditional manufacturing sector and increasing the growth of employment opportunities in advanced manufacturing.

Product enhancing technologies resulting from automation and innovation are having as big an impact on today’s manufacturing sector as the last century’s technology had on farming.  In 1900, agricultural workers made up more than 38% of the workforce, while today they represent about two percent of the workforce… and produce more of the world’s food than ever before.

Despite the loss of more than 3 million manufacturing jobs during the last decade, there is a shortage of manufacturing workers who have the more technical knowledge and skills needed in advanced manufacturing companies as we approach the second decade of the 21st century.
Given the rapid infusion of information and communications technologies into the manufacturing sector and their growing importance in increasing worker productivity, the 21st century advanced manufacturing workforce must keep ahead of the pace of change.  This means that workers must be committed to continuous lifelong learning and skill upgrading in evermore technical manufacturing disciplines if they are to be more productive and remain employed.

What are the incumbent worker training options?
In reviewing existing options for incumbent worker training, six can be used to provide tax credits or deductions for some or all of the education and training expenses related to upgrading and/or enhancing the worker’s knowledge and skills:
· Lifetime Learning Credit
· Lifelong Learning Accounts
· IRS Business Deductions for Work-related Education
· IRS Section 127: Employer-Provided Educational Assistance

· State-financed Incumbent Worker Training

· ETA State Waivers

1.
Lifetime Learning Credit
The Lifetime Learning Credit is available to an incumbent worker paying tuition and qualified expenses at a postsecondary institution.  The worker may be able to claim a learning credit of up to $2000 for qualified education expenses … is not required to be enrolled at least half-time … comes within the tax year income limits … and is not claimed as a dependent by anyone.  There is no limit on the number of years the lifelong learning credit can be claimed by the incumbent worker for postsecondary courses taken to acquire or expand job skills.
The amount of the lifetime learning credit is 20% of the first $10,000 of qualified education expenses paid in any tax year by the incumbent worker.  The maximum amount of lifelong learning credit that may be claimed in any tax year is $2000.  
The amount of  the worker’s lifelong learning credit is phased out (gradually reduced) if the worker’s modified adjusted gross income (MAGI) is between $50,000 and $60,000 ($100,000 and $120,000 if the worker files a joint return).  The incumbent worker cannot file a claim if the MAGI is $60,000 or more ($120,000 or more if a joint return is filed).
An eligible student claiming the lifelong learning credit can be the incumbent worker enrolled in one or more courses in an eligible postsecondary institution  … has an income tax liability for the tax year … has a MAGI of less than $60,000 ($120,000 if married and filing jointly). 

Qualified expenses include tuition and fees required for enrollment, including amounts to be paid to the institution for course-related books, supplies and equipment.  
Qualified education expenses do not include amounts paid for insurance … medical expenses … room and board … transportation … or personal living or family expenses.
2.
Lifelong Learning Accounts

A proven incentive to help employers and employees cooperate in upgrading worker knowledge and skills is the Lifelong Learning Account (LiLA).  LiLAs are similar to 401(k) retirement accounts that can help finance lifelong learning so that workforce members can improve their existing skills or acquire new skills, thereby enhancing their career potential.  Most LiLAs now in use are employer-based, having been adopted by companies wanting to help participating workers become more productive and keep their jobs. Another distinguishing characteristic of LiLAs is their portability which enables participating employees to take their accounts with them if and when they move to another job.

In bills being considered by House and Senate committees, workers participating in LiLAs will be permitted to earn a refundable tax credit for annual contributions into the plan of up to $500.  Employers will receive favorable tax treatment for matching up to $500 annually.  No action, however, has been taken by Congress on these bills this year.

Other than several federal demonstration projects, federal funds are not available for use in setting up LiLAs.  Some states, however, have established LiLAs -- Maine (NextGen accounts) and Washington where the Association of Washington Business and the Washington State Labor Council are supporting the lifelong learning program.

LiLAs have also been established locally in the Greater Kansas City area as part of AimKC’s WIRED project where 20 companies are participating … and in San Francisco where the Jewish Vocational Service (JVC) cooperated with the Council for Adult and Experiential Learning (CAEL) in developing the program.

LiLAs can help companies address a variety of workforce challenges:

· Increase productivity

· Promote employee retention

· Improve the recruitment of quality workers.

They also can help a worker obtain the training needed to advance in a job or start a new career by learning new skills.  Workers using LiLAs have several benefits:

· Pursue a career and not just a job

· Increase earnings and career potential

· Develop a lifelong career plan

3.
IRS Business Deductions for Work-related Education
If an incumbent worker itemizes his/her deductions, he/she may be able to claim a deduction for the expenses paid for work-related education. The deduction will be the amount by which the employee’s qualifying work-related deduction expenses plus other job and certain miscellaneous expenses are greater than 2% of the employee’s adjusted gross income. An itemized deduction may reduce the amount of the worker’s income subject to tax.
To claim a business deduction for work-related education, the employee must:
· Be working
· Itemize his/her deductions on Schedule A if an employee
· File Schedule C, Schedule CEZ or Schedule F if self-employed
· Have expenses for education that meet the Qualifying Work-Related Education requirements listed below:

-- The education is required by the employer or the law to keep the employee’s present salary, 

    status or job. The required education must serve a bona fide business purpose of the employer; 

    or

-- The required education maintains or improves skills needed in the employee’s present work. 

    However, even if the education meets one or both of the above tests, it is not qualifying work-
     
    related education if it:

· Is needed to meet the minimum educational requirements of the employee’s your present trade or business, or 

· Is part of a program of study that will qualify the employee for a new trade or business. 

The employee can deduct the costs of qualifying work-related education as a business expense even if the education could lead to a degree.

If the employee’s education is not required by the employer or the law, it can be qualifying work-related education only if it maintains or improves skills needed in the employee’s present work.  This could include refresher courses, courses on current developments and academic or vocational courses.

4.
IRS Section 127: Employer-Provided Educational Assistance

Section 127 allows an employer to provide up to $5,250 per year in tax free reimbursement or direct payment for educational assistance to an employee for job-related or non-job related courses.  The reimbursement or direct payment by the employer can be for tuition, fees, expenses, books, supplies and equipment for certain courses in a “qualified educational assistance program”. The most recent extension of Section 127 was part of the Economic Growth and Tax Relief Reconciliation Act of 2001 which extended the program until December 31, 2010. 
Congressional action making Section 127 a permanent part of the tax code would remove the uncertainty and ambiguity that employees and employers now regularly face, and would be consistent with the intent of Congress when the provision was first enacted in 1978.
Legislation to permanently extend Section 127 and reinstate the provision for graduate-level educational assistance is extremely important as the U.S. strives to compete in an ever-increasing global market. Competition in this global environment requires employers to ensure that their employees have the greatest level of current technical and educational skills necessary to meet the challenges that they face. More and more often, employees are finding that a graduate-level degree is necessary for them to succeed in this environment. 
Over the next decade this trend will intensify as American workers will need some post-secondary education and training to keep pace with rapid changes in the workplace and the applications of technology in their jobs. 
5.
State-financed Incumbent Worker Training

State financed training programs have been found to be both flexible on training content and delivery.  They leave to the employer, not the state, the selection of the people who will be trained. In most cases, participating employers are required to match state training contributions. 

A 2006 study found that 19 states had strong links to economic development … 17 states had strong links to community and technical college systems … while only a few had strong links to the WIA system.  The study concluded that a total of 35 states contracted training directly with employers who either did their own training or sub-contracted it out to post-secondary education entities or private vendors. 

The primary sources of state funds for incumbent worker training programs were: 1) the states’ general fund (42 percent); 2) unemployment insurance off-set taxes (39 percent); 3) bonds (15 percent); 4) tax credits (2 percent); and 5) lottery (1 percent).

After obtaining ETA waivers, some states are using WIA Adult and Dislocated Worker program funds to support incumbent worker training programs.  While many states use their own funds to help support incumbent worker training, several will use WIA funds permitted by ETA waivers (see below for more information).

To keep companies from leaving their jurisdictions and to encourage companies to be more competitive in the global economy, state governments are subsidizing incumbent worker training. The dynamics of economic change within the manufacturing sector are leaving some states with obsolete manufacturing capacity and all too often relatively highly paid dislocated workers who lack critical new skills or have high mobility costs that impede their employment prospects. In response, states are investing in training activities to enhance the skills of existing workers and retain existing businesses.

For the most part, these programs funded incumbent workers, new workers, or both. In 1989, 51 percent of the training supported incumbent workers. By 2006, the percentage of training supporting incumbent workers increased slightly to 58 percent. 

Listed below are the experiences several states have had in supporting business-based incumbent worker training programs:

· Ohio
In late 2007, Ohio created an Incumbent Worker training Program to “help attract business investment, keep companies operating in the state and provide Ohio workers with the skills necessary to compete in the global marketplace.” 
This legislation established a grant-based economic development effort that seeks to provide financial support to businesses for employee training.   Grants are issued through the Ohio Department of Development, thereby allowing the state to make strategic investments in companies to increase employees' occupational skills, while simultaneously, positioning local businesses to compete in the global marketplace and grow Ohio's economy.
The Incumbent Worker Training Program replaced the state's existing Training Tax Credit (TTC) program, which is a non-refundable tax credit awarded to businesses that offer job training programs to their employees.  

While the TTC provided nearly $100 million in tax credits to 1,760 businesses since 2000, it is operated on a lottery system which means that companies have little or no idea if they will be selected.  The Incumbent Worker Training Program gave the Department of Development authority to decide who will be awarded each job training grant, thus allowing the state to make more strategic investments that will help further a larger economic development goal. 

In fiscal years 2008-2009, the state allocated $15 million from its WIA allocation to fund grants for the Incumbent Worker Training Program.  Grants were capped at $1,000 per employee and restricted to no more than $200,000 per company.   Ohio stated that it hoped to use this initial $15 million investment to leverage local WIA funds.
· Florida

Florida’s Incumbent Worker Training Program provides grant funding for customized training for existing for profit businesses. Through this customer-driven program, the state is able to effectively retain and keep businesses competitive through upgrade skills training for existing full-time employees.  

Established in 1999, the Incumbent Worker Training Program has provided customized training for over 50,000 employees working in more than 500 businesses across the state. The program has been structured to be flexible to meet the business’s training objectives. Businesses may use public, private, or their own in-house training providers based on the nature of the training.

Florida funding priorities are given to businesses 1) with 25 or fewer employees, 2) located in distressed rural areas, urban inner-city areas or enterprise zones, 3) in qualified target industries (many of which are manufacturers), 4) whose grant proposals represent a significant layoff avoidance strategy, and 5) whose grant proposals represent a significant upgrade of employee skills.

· Indiana

Training Acceleration Grant (TAG) program is a three-year initiative that was established in 2005 to upgrade the skills of Indiana workers and better position Indiana employers for economic growth. It is the state’s principal incumbent worker training program and it has raised the skills of thousands of workers in Indiana since its inception. 

The Indiana Economic Development Corporation and the Indiana Department of Workforce Development (IDWD) jointly administered the program and awarded more than $21 million during program year 2007 to train 18,242 Indiana workers. 

TAG provided financial assistance to companies and organizations committed to expanding the skills of their existing workforce through training. A company could apply for a grant for up to $200,000 for terms of two years or less. The focus on industry recognized and transferable skills ensures that both the employer and employee benefit from the training. TAG has four core objectives: 

· Increase personal income for Indiana workers,

· Promote small business,

· Foster job retention and expansion , and

· Close skill gaps identified through WorkKeys® assessments 

TAG’s focus on small business has been particularly successful. Over 97% of Indiana businesses have 100 employees or less. Prior to TAG, only 5% of these employers participated in incumbent worker training.  In program year 2007, roughly 44% of TAG grants went to small employers.

The Indiana Chamber of Commerce notes that the need for workers with at least a postsecondary degree is projected to increase significantly within the next several years. To address this need, a new TAG objective to increasingly emphasize degree attainment for the existing workforce was implemented. In support of this, the TAG program encouraged employers to consider associate degrees as an outcome for their employees as well as GED attainment and basic education with the intention of preparing their workers for postsecondary degree programs and lifelong learning.

One year after completing the transition from state operators to regional operators, the progress of the program is evident through expanded outreach to employers. The regional operators play an especially useful role as they provide expertise and insight on the local economy.
· South Carolina

Using WIA funds, the South Carolina Workforce Investment Board provides Incumbent Worker Training (IWT) funds to local Workforce Boards. IWT funds are used for upgrading skills of existing workers through training provided or arranged for by their employer. In the Midlands Workforce Investment Area, IWT funds are awarded to applicant businesses based on a competitive procurement. The Midlands Workforce Development Board has focused its IWT resource on helping smaller businesses to increase their ability to provide high quality products and services and compete globally. Through IWT grants, businesses have a new tool to help meet changing skill requirements caused by new technology, retooling, new product lines and new organizational structuring.

At a minimum, South Carolina businesses must meet the following eligibility requirements to be considered for IWT funding:
· Been in operation in South Carolina for a minimum of a year prior to applying for funding,
· Have at least one full-time employee,
· Current on all state tax obligations, and
· Contribute to the cost of the training.
The following factors are considered when determining funding priorities:

· Businesses whose training applications indicate a significant upgrade in employee skills and/or employee wage increases as a result of training,
· Businesses whose training applications reflect a significant lay-off avoidance strategy and retention opportunities, and
· Business/Business sites that have not received an IWT award during the prior or current year.
5.
Employment and Training Administration (ETA) State Waivers
Incumbent worker training programs are not specifically permitted by the Workforce Investment Act (WIA) of 1999 or identified as allowable costs in the regulations.  However, states that wish to use some of their Adult and Dislocated Worker WIA funds for incumbent worker training can request waivers from ETA.

Listed below are customized and incumbent worker training waivers granted to the Governor of Texas last year by the ETA for limited periods of time.

· Requested Waiver: Waiver of the required 50 percent employer contribution for customized training at WIA Section 101(8)(C). 

The State is requesting a waiver of the required 50 percent employer contribution for customized training to permit the use of a sliding scale for the employer contribution. The State is granted a waiver to use a sliding scale based on the size of the business through June 30, 2010. Under the waiver, the following sliding scale is permitted: 1) no less than 10 percent match for employers with 50 or fewer employees, and 2) no less than 25 percent match for 
employers with 51-250 employees. For employers with more than 250 employees, the current 
statutory requirements (50 percent contribution) continue to apply. 

If the State wants to implement a sliding scale based on factors other than the size of business, the State is required to submit a new waiver request detailing the factors of the alternate sliding scale. When determining the funding source for customized training, the State must use the appropriate program funds for the appropriate WIA-eligible population. The State may provide customized training to low-income adults with WIA Adult funds, and may provide customized training to dislocated workers with WIA Dislocated Worker funds. Customized training provided with statewide funds must serve WIA eligible individuals.

· Requested Waiver: Waiver of WIA Section 133(b)(4) to increase the allowable transfer amount between Adult and Dislocated Worker funding streams allocated to a local area. 

The State is requesting a waiver to permit an increase in the amount a state is allowed to transfer between the Adult and Dislocated Worker funding streams. The State is granted this waiver through June 30, 2010. Under the waiver, transfer authority is limited to 50 percent.  This limitation provides states flexibility while ensuring consistency with Congressional intent regarding the level of funding appropriated for the WIA Adult and Dislocated Worker programs. As stated in ETA Training and Employment Guidance Letter (TEGL) No.14-08, Section 19, issued on March 18, 2009, this waiver does not apply to funds made available through the ARRA.  However, the State is permitted to transfer up to 30 percent of ARRA funds between programs under WIA and under the Department: of Labor Appropriations Act of 2009. This authority is discussed in TEGL No. 14-08, change. 

· Requested Waiver: Waiver of WIA Section 134(a)(1)(A) to permit a portion of the funds reserved for rapid response activities to be used for incumbent worker training. 

The State is requesting a waiver to permit use of rapid response funds for incumbent worker training. The State is granted this waiver through June 30, 2010. Under this waiver, the State is permitted to use up to 20 percent of rapid response funds for incumbent worker training only as part of a layoff aversion strategy. ETA believes limiting incumbent worker training to layoff aversion is the best use of funds in the current economic climate where serving unemployed workers is a paramount responsibility of the workforce system. All training delivered under this waiver is restricted to skill attainment activities. The State is required to report performance outcomes for any incumbent workers served under this waiver in the Workforce Investment Act Standardized Record Data system (WIASRD). As stated in ETA Training and Employment Guidance Letter No. 14-08, Section 19, issued on March 18, 2009, this waiver does not apply to funds made available through the ARRA.

· Requested Waiver: Waiver of WIA Section 134(a) to permit local areas to use a portion of local funds for incumbent worker training and other statewide activities.

The State is requesting a waiver to permit local area formula funding to be used for statewide activities, including incumbent worker training and other activities. The State is partially granted this waiver through June 30, 2010. Under this waiver, the State will be permitted to use up to 10 percent of local Dislocated Worker funds and up to 10 percent of local Adult funds for incumbent worker training only as part of a layoff aversion strategy. Use of Adult funds must be restricted to serving low-income adults under this waiver. ETA believes limiting incumbent worker training to the specified level and requiring it to be a part of layoff aversion is the best use of funds in the current economic climate where serving unemployed workers is a paramount responsibility of the workforce system. All training delivered under this waiver is restricted to skill attainment activities. Local areas must continue to conduct the required local employment and training activities at WIA section 134(d), and the State is required to report performance outcomes for any individual served under this waiver in the 
WIASRD.

The State also requested the use of local funds for other statewide activities for the purpose of innovative training and service delivery approaches. ETA is not approving the portion of the waiver request to fund other statewide activities. ETA believes maximizing the use of formula funding at the local level for WIA services is the best use of those funds in the current economic climate. The approval for the waiver for use of local funds for statewide activities, other than incumbent worker training, expires on the date of this letter. No new obligations are permitted effective the date of this letter; obligations made while this waiver was in effect may be fulfilled.

For additional information about America’s 21st Century Established Worker Training Support and the need to press forward now with federal and state policy makers, call NACFAM Executive Vice President Fred Wentzel at 202-367-1247 or e-mail Fred at wentzelf@nafam.org.
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