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INTRODUCTION 

An installation's compliance with Resource Conservation and Recovery Act (RCRA) hazardous waste 
regulations is strongly dependent on the knowledge, skill, and behavior of all individuals involved in the 
generation and management of hazardous waste. Recognizing this, Headquarters Air Force Materiel 
Command (HQ/AFMC) determined that an in-depth evaluation of hazardous waste training programs at 
each AFMC installation was an appropriate element in assessing the overall effectiveness of installation 
hazardous waste management programs in preventing noncompliant conditions. Consequently, pursuant 
to its authority under Air Force Instruction (Am) 32-7042, Solid and Hazardous Waste Compliance (May 
12,1994)l to support and maintain hazardous waste training, HQ/AFMC directed Argonne National 
Laboratory to undertake the Hazardous Waste Training Initiative. This paper summarizes the methodology 
employed in performing the evaluation and presents the initiative's salient conclusions. 

The objectives of AFMCs Hazardous Waste Training Initiative included the following: 

* Ensure that each AFMC installation's strategic training goals are properly formulated arqd that 
personnel are properly and adequately trained in environmental compliance requirements related to the 
performance of their duties. 
Identify and recommend improvements to each AFMC installation's training program elements and 
strategies. 
Identify ways in which HQ/AFMC can assist installations in making quality improvements to their 
hazardous waste training programs. 
Provide HQ/AFMC with an indication of the overall quality and effectiveness of hazardous waste 
training programs at AFMC installations. 
Improve U.S. Air Force environmental management (EM). 
Ensure AFMC's continued environmental compliance. 

The Hazardous Waste Training Initiative was not an oversight audit. Rather, it was a collaborative process 
with each AFMC installation to identify both the effective components and the shortcomings in installation- 
specific hazardous waste training programs. This initiative went beyond a determination that an 
installation was in compliance with the specific training requirements contained in federal and state RCRA 
regulations in the Code of Federal Regulations (40 CFR 264.16 and 265.16 and their respective state 
citations). Although considered, satisfaction of these requirements for training of designated hazardous 
waste facility personnel was not the major focus of HQ/AFMC's compliance concerns. Instead, the key 
area of interest was the training of all installation personnel involved with the generation and management 
of hazardous waste in a manner commensurate with their responsibilities under the installation's hazardous 
waste management plans (HWMps).  

Past compliance assessments performed under the U.S. Air Force Environmental Compliance Assessment 
and Management Program (ECAMP)2 showed that installations often had excellent HWMPs, but that the 
policies and strategies contained therein were not successfully or consistently implemented in the 
individual shops, so that noncompliance continued to exist. Consequently, each installation's training 
programs were evaluated to determine whether they were compatible with installation-specXic HWMPs 
and whether they facilitated or enabled the effective implementation of those plans. The initiative involved 
developing a methodology by which the installation's training programs could be evaluated in their pivotal 
role of providing for the successful execution of the installations' M s .  
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METHODOLOGY 

The Hazardous Waste Training Initiative was conducted by a team of Argonne professionals with expertise 
in training and environmental protection program compliance assessments. For the purpose of this 
evaluation, "training" was defined broadly as that functional element of an installation's hazardous waste 
management program that provides information and direction to all elements of the organization. In that 
sense, training is not only a discrete event but also an ongoing activity, composed of interactions both 
formal and informal, written and verbal. This broad definition derives from the realization that training 
exists in two environments: (1) the classroom, as the most common venue for training and instruction, 
and (2) the work site, where knowledge conveyed in training is put to actual use and where the desired 
result, environmental compliance, is normally measured. Because it is virtually impossible to combine 
these two environments, it becomes essential for a complete evaluation to review training effectiveness in 
both circumstances. Comprehensively evaluating training, therefore, includes reviews of all of the 
following elements: classroom lecture and instruction, on-the-job training (OJT), supplemental training 
provided by outside vendors, and training provided or reinforced by means of internal communication 
mechanisms. 

Because this initiative also included a review of the management system within which training occurred, 
the evaluation extended to Command policy with respect to environmental protection, implementation 
procedures, the organizational structwz at each installation for environmental protection programs, staffing 
of the training and EM functions, observation of waste accumulation and management activities, and 
review of position descriptions for all individuals involved in hazardous waste management. If tenants 
managed their hazardous wastes under the installation's program, those same elements were also reviewed 
for tenant organizations. 

The initiative consisted of three phases. The fmt phase concentrated on developing a guide for use during 
training program assessments. The guide, adapted from EM assessment protocols developed by the 
U.S. Department of Energy? was intended to provide a framework for conducting the evaluation and 
ensuring that results fiom evaluations of individual AFMC installations could later be compared to provide 
a picture of the overall health of hazardous waste training programs within AFMC. The guide defined 
seven major performance objectives for hazardous waste training programs: (1) organizational structure, 
(2) culture and attitude, (3) environmental training programs, (4) internal communication, (5 )  staffing 
and resources, (6) program review and evaluation, and (7) environmental program documentation. The 
guide also included selected criteria for each performance objective and a set of questions to be used during 
the field visits to determine if the criteria were being met by the installation's training programs. The 
questions were grouped into functional areas, including general training, personnel training requirements, 
installation training plans, quality assurance, training responsibility, oversight responsibility, 
documentation, staffing, classroom training design, training development, testing, outside training 
vendors, training program evaluation, OJT, and compliance analysis and its relation to training. Each 
question was cross-referenced against all of the performance objective criteria to which it was relevant. 
The questions were used as a framework for carrying out interviews, collecting relevant data, and 
examining compliance as a measure of training effectiveness. To introduce the initiative and to help 
installations prepare for their evaluations, the guide was sent to each installation's point of contact well 
before field evaluations took place. 

The second phase of the evaluation involved visits to all 14 AFMC installations. Field visits included 
interviews with the following individuals: EM personnel responsible for hazardous waste program 
implementation and training, other personnel with a role in developing or delivering training (e.g., the 
human resources development offices), environmental points of contact fiom all major organizations and 
tenants at the installation, satellite accumulation point managers and their supervisors, and personnel 
responsible for operation of less-than-90-day waste accumulation points and RCRA-permitted storage 
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facilities (including personnel from the Defense Reutilization and Marketing Office). The field visits also 
included reviews of pertinent documents (e.g., HWMPs, hazardous waste training plans, waste turn-in 
documentation), training-related materials (e.g., view graphs, slides, videotapes, lesson plans, and 
handout materials), training records, and tracking and evaluation systems (including proficiency 
examinations and customer satisfaction surveys). The evaluation also extended to reviews of organization- 
specific operational plans and job aids developed by some of the organizations to ensure their compliance 
with hazardous waste requirements. 

RESULTS 

The results of the Hazardous Waste Training Initiative are presented below. The conclusions, as well as a 
general discussion of the data on which those conclusions are based, are organized against the seven major 
performance objectives defined in the first phase of the initiative. 

Performance Objective 1: Organizational Structure 
The organizational structure should clearly &finefunctions, responsibilities, and authorities for 
environmental protection training programs. Oversight roles and responsibilities should be defined. 

The criteria developed for this performance objective evaluated the installation's formal assignment of 
specific responsibility, authority, and accountability for environmental training programs. The field 
evaluation requested information on the level of Command support for training and whether assignments 
were made for determining training policy (i.e., who must be trained and to what level, and who is to 
ensure that personnel training requirements are met). It was also important to ascertain whether the 
organization having responsibility for developing the training program also had the authority to implement 
training policies throughout the installation. Data collected against this performance objective were used to 
determine who had responsibility for evaluating the effectiveness of the training program and how readily 
changes were made to the program to remedy identified deficiencies or incorporate recommendations. 

The position of the EM organization within an installation's organizational structure, allowing for direct 
access to the Commander, was an identified strength for hazardous waste program implementation in 
general; however, EMS organizational position alone did not automatically result in substantive benefits to 
the hazardous waste program or its training element. Instead, benefits were realized only when 
mechanisms were in place to define and expect accountability of all base organizations and tenants. In 
most instances, such organizational and individual accountability was established by an explicit Command- 
level policy statement that served as the basis for all environmental protection programs. Policy statements 
that clearly place compliance responsibility with line management (the chain of command within each unit 
or tenant organization) are particularly effective when coupled with consistent oversight by EM. Such 
policy statements have also been effeaively used as the cornerstone or prologue for formal training 
programs. 

Performance Objective 2: Culture and Attitude 
Training programs should support a culture committed to environmental excellence. 

Culture and attitude are intangible performance objectives that are met not by training per se, but by the 
creation of the overall circumstance within which environmental protection programs are executed. This 
performance objective's evaluation criteria focus on the commitment of management at all levels to place a 
high prio~3ty on environment, safety, and health. The field exercises evaluated culture and attitude on the 
basis of management's and staffs recognition of the environmental aspects of their job responsibilities and 
an expression of their understanding and acceptance of the importance of training to achieve environmental 
regulatory compliance. 
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Positive culture and attitude flourished only at installations having explicit policy statements establishing 
the importance of environmental compliance and unambiguously assigning environmental compliance as a 
line management responsibility. This policy was reinforced by making environmental compliance a 
specific responsibility in job descriptions. Maintaining positive culture and attitude required installation- 
specific H w M p s  that were detailed in their assignment of roles and responsibilities and were consistently 
and effectively implemented at all levels. Conversely, where accountability was absent, there was little 
evidence of consistently positive culture and attitude at the level of the organizational unit. 

Individuals who placed high importance on hazardous waste training were those who had fully accepted 
their individual responsibility for compliance and who understood, through organization-specific policies 
and performance review procedures, that environmental compliance was a minimum condition of 
acceptable job performance. Positive culture and attitude also appeared to have a symbiotic relationship 
with hazardous waste training, motivating those responsible for training development to undertake 
constant improvements to the content and effectiveness of training materials. 

Some hazardous waste training programs contained no elements deliberately designed to affect culture and 
attitude; however, at other installations, a variety of strategies existed, both within EM and within other 
organizations and tenants, to foster and maintain positive culture and attitude. The most effective of these 
strategies routinely included the following elements: 

A strong, tangible commitment and involvement of senior management and organization commanders 
(including their attendance at training classes required for their personnel); 
Organizations establishing training requirements beyond those required by the installation's HWMP; 
Work-site-specific procedures developed through individual initiatives; 
Continuous reinforcement of programmatic requirements through EM interactions with organization 
personnel at all levels and in all circumstances, not just during formal training; 
Individual accountability (including programs in place for individual awards, as well as penalties); 
A consistently practiced, albeit informal, mechanism to determine whether improvements to training 
would prevent observed problems from reoccurring; 
Addressing environmental compliance issues through a total quality management process; and 
Inclusion of environmental responsibilities within the mission statement of each organization. 

Performance Objective 3: Environmental Training Programs 
An eflective program for environmental training should be in place to ensure compliance with Federal, 
state, and local environmental protection laws and regulations, Executive Orders, and U.S. Department of 
Defense, AFMC, and installation policies and operational plans. Environmental protection training 
programs should be designed, developed, presented, and evaluated in accordance with formal procedures. 

The criteria for this performance objective were designed to determine whether the training programs 
satisfied the minimum requirements contained in federal and state regulations, installation hazardous waste 
permits, and other applicable directives. The criteria also included ascertaining the formality of the training 
program and how it was integrated and coordinated with installation activities. In addition, this 
performance objective looked at the value of integrating hazardous waste training with other environmental 
or health and safety training programs. 

In accordance with US. Air Force policy$ each installation had developed and implemented an HWMP. 
In the best examples, training programs were deliberately developed to support and implement the 
installation-specific HWMP. While there were many examples of well-developed and well-tailored 
training programs, others were entirely generic in their substance and contained no installation-specific 
information or requirements. The effectiveness of such generic training programs, whether delivered by 
in-house or contractor personnel, was marginal, with few participants indicating value and even fewer 
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recognizing the relevance of such training to their individual duties; however, training that was tailored to 
the installation (more ideally, to the individual work site) was enthusiastically supported by participants. 
Greatest effectiveness was realized when both hazardous waste management concepts and performance 
requirements taught in formal training were translated into day-to-day controls and work-site-specific 
procedures by organization-level personnel. In that sense, OJT (or at least work site orientation) was 
determined to be an essential element in successful implementation of the training program. 

Some installations have recognized the benefits of an integrated training strategy and have begun 
coordinating all training programs related to protection of health and the environment. Consequently, 
these installations are beginning to identify ways to design and deliver training having synergistic effects 
for hazard communication (HAZCOM) (as required in 29 CFR 1910.1200), hazardous waste generators 
(as required in an installation's HWMP or RCRA interim or final permit), and emergency response (as 
required for workers in a RCRA treatment, storage, and disposal facility under 29 CFR 1910.120). As a 
first step in integrating training, these installations have adopted a cradle-to-grave concept for hazardous 
materials analogous to the management philosophy that underlies the federal hazardous waste program; 
however, in these instances, the cradle is defined not as the point in time when a material is declared a 
hazardous waste, but rather the point when the hazardous material's use requirement is first established 
and approved through the installation's hazardous material pharmacy program. Where such training 
program integration is being implemented, workers demonstrated a clear understanding of how a 
chemical's inherent hazards dictate its total life cycle management (i.e., use, storage, and disposal). 
Conversely, when HAZCOM training programs were completely independent of hazardous waste training 
programs, workers displayed considerable confusion regarding both programs and were uncertain of 
where to obtain guidance and support. 

The installations moving toward an integrated training program are also developing other integrated 
programmatic activities, such as coincident environmental, safety, and health reviews of contractor 
statements of work; concurrent reviews and approvals of hazardous waste satellite accumulation point 
locations by database sharing between hazardous waste, HAZCOM, and hazardous material pharmacy 
programs; integrated reviews by the installation's EM, industrial safety, and fire safety authorities of 
organization-developed HAZCOM lesson plans and hazardous waste lesson plans; and integrated product 
team approaches to problem evaluation and resolution. 

Most installations did not attempt to control the character or complexion of the audience receiving training, 
believing that the training activity was simply intended to convey information. Consequently, such issues 
as audience complexion, audience size, and an individual participant's interest level, job function, or 
educational level were not considered important. However, some installations found value in segregating 
audiences by function, experience, or technical background and in developing separate training lesson 
plans for each audience category, tailoring the training approach and the depth to which technical concepts 
were presented to both the job responsibilities and the experience or technical proficiency of the audience. 
Although this approach represented some reduction in the efficiency of delivering training, classes 
composed of individuals with similar responsibilities and job functions enjoyed highly effective 
interactions with their instructors during question-and-answer sessions, and participants viewed the 
training as a positive and relevant experience. Conversely, when training was given to a diverse group 
(e.g., a mixture of new untrained personnel, annual review trainees, management-level personnel, highly 
skilled technicians, and hands-on workers), the information conveyed was viewed by individual 
participants as either too general, too complicated, repetitive, or irrelevant, and the overall effectiveness of 
the training was reduced. 

Participants attributed increased value and relevance to training when class size was limited. Given the 
number of individuals requiring training at some installations, limiting class size results in frequent class 
offerings (as often as monthly) and therefore represents a significant resource commitment for the 
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organization charged with delivering the formal training. However, the benefits of smaller class size were 
unmistakable. 

Performance Objective 4: Internal Communication 
F o d  and ir$omral channels of communication should be used to complement environmental protection 
training requirements. 

The criteria for this performance objective evaluated whether the information and guidance necessary for 
regulatory compliance effectively reached all responsible personnel and whether concerns, questions, or 
suggestions concerning environmental compliance were successfully communicated back up to policy- 
making levels. This process might start with feedback from trainees following formal classroom training, 
as well as availability of EM personnel to answer questions or distribute documentation on environmental 
policy or regulatory requirements to the shop level. The internal communication process must also include 
avenues of communication from the policy level to the line or shop workers concerning changes in 
regulatory requirements or causes and resolutions for notices of violation (NOVs) that may affect that 
worker's responsibilities or actions. 

Installations with the most sophisticated internal communication systems were those that perceived training 
as an ongoing activity, rather than a discrete event. The primary objective of communication programs 
involves dissemination of program information and guidance from EM to all affected organizations and 
tenants. From this perspective, installations recognized that all interactions between EM and organizations 
or tenants could be an effective extension of formal training and could represent opportunities to 
reemphasize the message previously delivered in formal training and to convey new information or change 
incorrect or inappropriate behavior. 

Fully effective communication programs are those in which opportunities exist for organizations and 
individuals to direct questions to, and receive guidance from, the EM office outside the context of formal 
training. Where such interactions routinely occurred, they were often used effectively as feedback to 
improve both the substance and the delivery of formal training. At larger installations with numerous large 
organizations and complicated management levels, some form of formalized communication system was 
critical to full implementation of the installation's HWMP. Such communication commonly involved the 
use of environmental points of contact (unit environmental coordinators) within each organization to 
communicate program requirements to all waste generators within their respective organization through 
various mechanisms, including conducting OJT, dissemination of both installation-specific and 
organization-specific information and guidance, and serving as liaisons between their organization's 
personnel and EM. 

At installations with no established formal communication hierarchies, no reliable mechanism was 
available for determining that critical or revised information had been distributed to affected individuals in a 
timely manner, in some instances, out-of-date guidance was still in use. Even where specific problems did 
not exist, the lack of a formal communication program eroded the credibility and value of the EM office at 
the level of the line worker. 

Performance Objective 5: Staffing and Resources 
Stajfing and resources are sflcient to ensure compliance with environmental training requirements. 

Without support in the form of staff and training resource materials, an effective, comprehensive training 
program is obviously difficult to establish or maintain. The criteria for this objective required an 
evaluation of the availability of staff, funds, time, training materials, and classrooms for the training 
program. These criteria included an evaluation of both the regulatory and operational knowledge of the 
training instructors and their ability to convey the information effectively. 
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An important factor in resource allocation was whether installations had conducted a resource needs 
analysis for hazardous waste training, particularly for the long term, as outlined in AFI 36 2201, 
Developing, Managing and Conducting Training (July 25,1994).s As an alternative to increasing 
in-house training resources, some installations relied on initial or supplemental training provided by 
off-site vendors; however, no installation had established formal mechanisms for selecting or evaluating 
such off-site training opportunities. Although off-site vendor training packages are usually generic and 
therefore of limited value as a wholesale replacement for on-site training, at least in their initial form, some 
installations markedly increased the effectiveness of vendor training by interacting with vendors to 
introduce installation-specific policies and procedures. 

Larger installations often had independent, professional training resources on-site, but these resources 
were not always available or used for designing or delivering hazardous waste training. Nevertheless, a 
few installations with such resources have established strong and effective partnerships between the EM 
office and the training organization in such areas as development of job category templates that include 
specific training requkments, design or modification of the training materials or training approach, 
delivery of training, and independent evaluations of training program effectiveness. Where such 
independent training organizations existed, they also had excellent facilities and equipment to facilitate 
these functions. 

Most often, EM personnel who need the most detailed and in-depth training receive off-site vendor training 
in direct support of their job responsibilities. However, no formal mechanism was in place to document 
the quality and value of such vendor-supplied training. To effectively extend their training resources, 
some installations have entered into partnerships with local community colleges to provide supplemental 
HAZCOM training. 

On-the-job training is an important element in the hazardous waste training strategies at some installations, 
especially those with many large and complex organizations. However, formal plans and resource 
commitments to train individuals (Le., unit environmental coordinators) to conduct OJT were generally 
lacking and not documented. Nevertheless, environmental coordinators who were familiar with their 
organizations' activities and work site circumstances were readily accepted by line workers as credible 
sources of information and support and, consequently, were found to be the most appropriate OJT 
providers. 

Performance Objective 6: Program Review and Evaluation 
The organization should have system in place to effectively review and evaluate the environmental 
protection training program and supporting activitiesfor sufficiency and eflectiveness. 

Periodic evaluation is sssential to ensure that training is updated to reflect new regulatory requirements, 
new installation policies, or changes in installation operations and to stress problem areas identified in 
ECAMP findings or NOVs. The effectiveness of any training program is reflected in the installation's 
consistent compliance, in good housekeeping, and in personal initiative on the part of responsible 
personnel. 

At the time of this initiative, no installations routinely conducted formal review or evaluation of their 
hazardous waste training programs. Review or evaluation can include amendments to reflect new 
installation policies or regulatory requirements, feedback on class material or instructor evaluations, and 
indirect evaluations of training effectiveness based on observed worker compliance. A few installations 
conducted informal periodic reviews of the class materials and amended their training materials to reflect 
changes in installation policies or new regulatory requirements. Despite the lack of formalized 
mechanisms, some installations have recently made wholesale changes in their training approach on the 
basis of informal feedback from organizations, as well as independent evaluations conducted by either the 
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EM office or the personnel department. Although some installations used student evaluation forms, no 
installation had a formalized program for modifying training materials or delivery techniques on the basis 
of the comments receive& 

No installation has established a policy requiring a demonstration of proficiency by individuals with critical 
waste management responsibilities. Consequently, hazardous waste training programs do not use testing 
as a measure of training effectiveness. A few installations have considered making proficiency testing an 
element in their formal training programs, but this proposal was met with resistance from labor union 
officials representing civilian workers. Nevertheless, some installations use tests as in-class exercises, 
without recording individual scores. 

All installations conduct internal oversight compliance inspections of organizations and tenants with some 
regularity, as well as regular internal ECAMP evaluations. However, no installation had developed a 
systematic approach to evaluating observed deficiencies to determine their root cause, including inadequate 
or delinquent training. Although some installations have a formal mechanism for transmitting the observed 
deficiency to the organization (i.e., environmental deficiency reports or "tickets"), none of the installations 
had a mechanism requiring the organization to determine whether inadequate or delinquent training of 
personnel contributed to the deficiency. Consequently, observed deficiencies, although corrected 
symptomatically, did not trigger modifications to training class content or refresher training. Indeed, most 
EM officials indicated that although it was their responsibility to advise organizations of training 
requirements, it was beyond their authority to compel that organization's personnel to attend initial or 
refresher training in a timely manner. 

No installation had a formalized system of evaluating vendor training received by personnel (i.e., trainee 
evaluation sheets or questionnaires concerning the content, presentation, instructor competency, and 
relevance of the course to that installation's needs). In addition, although most installations had numerous 
pamphlets and informational material on available vendor training, there were no formal endorsements or 
criteria for selecting courses in relation to the installation's or the individual's training needs. 

Performance Objective 7: Environmental Program Documentation 
The organization has in place a system to emwe proper documentation of training. 

This performance objective's criteria evaluate whether records are easily available to demonstrate that all 
personnel required to be trained have received the appropriate training. To ensure RCRA compliance, the 
installation must be able to prove easily to regulators that the required training has been given to affected 
personnel. However, a system is also needed to show that other personnel have received appropriate 
training under installation policy. 

Only one installation had a fully operational interactive database that allowed for tracking of each 
individual's training requirements, records, and status. The system also notified the EM office 30,60, 
and 90 days before an individual was due for retraining. Other installations had various databases, using 
either (1) installation-wide lists complied by the EM office of the personnel department or 
(2) organization-level lists developed by using organization-managed software programs. These 
noninteractive database programs were cumbersome and required substantial effort to identify individuals 
who were due to receive refresher training within the installation's training schedule. 

At installations where multiple databases existed, the databases were not interactive and were not routinely 
compared for consistency. Often when large organizations kept separate training records through their 
appointed training coordinators, there was no way for the EM office to confirm that hazardous waste 
handlers had received appropriate training. The same problem existed when tenants conducted and 
documented training for their own personnel in lieu of training sponsored by the EM office. 
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Some installations provide individuals with written documentation of training received, normally in the 
form of a certificate, but many installations do not. At the latter installations, individuals were uncertain of 
what training they had actually received; and at one installation, this lack of documentation was the basis of 
a regulatory NOV proposed by state regulators. Even where training certificates were issued, annotation 
of training received on each individual's personnel record remained the obligation of the individual 
supervisor. In many instances, the required entries had not been made. 

CONCLUSIONS 

Although the ECAMP process remains the principal way for U.S. Air Force installations to confirm their 
environmental compliance status, focused, independent, systematic evaluations of critical management 
systems can provide valuable insight into the stability of the installation's compliance efforts. Hazardous 
waste training deserves particular attention, because it is fundamental to adequately controlling the 
behavior of numerous individuals who will, by their actions, sustain the installation's compliance with 
hazardous waste requirements. 

Although no single training strategy will be appropriate for every installation, this initiative revealed some 
critical elements that are always found in successful training programs. Many of these elements do not 
address training activities in particular but rather the management systems in which they are conducted. 
The elements believed to be minimally necessary to produce a successful hazardous waste training 
program include the following: 

Strong Command support, particularly as evidenced by formal policy statements articulating 
environmental protection as an installation mission, as well as personal involvement in execution and 
oversight of training programs. 
Some minimal level of formality in the training strategy, especially with respect to assignment of 
individual responsibility and accountability, documentation of results, and mechanisms for constant 
measurement and evaluation of the value added. 
Comprehensive integration of all training programs dealing with environment, safety, and health as a 
means of conveying the importance of total life cycle management. 
Investment by line management, as manifested in formal job descriptions, performance review criteria, 
and commitment of sufficient resources to maintain an adequately trained workforce. 
Internal communication mechanisms that encourage feedback to facilitate training program 
improvements and augment the formal training. 

- 
- 
- 
- 
- 

Training programs that 
Unmistakably suppor~ the installation's mission; 
Focus specifically on what individuals need to know to complete their assignments; 
Build on previously provided training; 
Suit the particular circumstance in which they are given; and 
Offer simple, easy-to-understand policies and procedures. 

The methodology used in this initiative was found to be very serviceable in gathering the information 
needed to measure the effectiveness of an installation's training program. The methodology allowed the 
evaluators to determine whether training programs were fulfilling their function of increasing the 
awareness and knowledge of personnel at all levels of the organization. The methodology was sufficiently 
flexible to be applied successfully at U.S. Air Force installations using a variety of hazardous waste 
management strategies and varying greatly in size, mission, and administration. The performance 
objectives, derived from fundamental management principles rather than from installation-specific 
strategies, proved to be appropriate for all types of hazardous waste management strategies and all training 
circumstances. Most importantly, although compliance with applicable regulations remains prima facie 
evidence of acceptable management systems (and, in particular, their training elements), additional benefits 
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and insights can be realized by looking beyond regulatory compliance and closely inspecting the systems 
established to provide it. 

Since the completion of this initiative, AFMC has established a supplement to AFI 32-7042, requiring each 
AFMC installation to formally implement the Command-wide Hazardous Waste Standard Operating 
Procedure (SOP).6 In particular, the SOP requires the installation to develop a formal hazardous waste 
training strategy, incorporating many of the recommendations deriving from this initiative. The initiative 
report itself was warmly received by the individual installations, and many of the installation-specific 
recommendations have already been incorporated into the hazardous waste training programs at those 
installations. 
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