Learning from Disasters: Hurricane Katrina Responder Safety & Health Training Workshop

Breakout Session Notes

Breakout #1: NIEHS Training Support Annex/ESAP

Facilitators: Joseph “Chip” Hughes, NIEHS and Craig Slatin, New England Consortium

Chip Hughes explained that the idea of this breakout group was to look at the WETP program’s activation plan and garner feedback on the system that has evolved regarding putting something into the field.

· Are there certain types of training that should be addressed with the agencies beforehand?

· Can NIEHS be setting up with the JFO immediately after an event so that training can be up and running ASAP instead of waiting to be activated?  It was determined that training is not needed during the response phase because those who are responding should already be trained, since it is their job to be trained for such instances.  The ones who need training are the support personnel

· It is necessary to get in contact with the individual regions to inform them of WETP’s availability, since it is funded out of the Superfund program.

· Training issues that came up during the breakout included:  private entities doing their own training, OSHA jurisdiction issues, and the necessity for corporations and FEMA to incorporate HASP into future responses.

· Specific training concerns regarding Katrina included addressing safety and health hazards in the NIEHS Katrina Site Orientation, adapting and streamlining NIEHS training programs to train non-federally funded workers for the clean-up and rebuilding in the Gulf Coast, revisiting the OSHA Disaster Site Worker Course, and fleshing out a WETP training development plan for the Gulf.

The Emergence Management Assistance Compact is a form to track who is being sent, and requests can require training and control who is going down.

Breakout #2, Training While in Disaster Mode versus Pre-deployment Training

Facilitators: Jim Remington, NIEHS; Chris Trahan, CPWR

Major consensus points from this breakout included:

· NIEHS given mission assignment to go to the Gulf Coast. From its outreach efforts, NIEHS determined that just-in-time training was needed during response mode. Workers hired to do a job, and employers, especially contractors, would not allow a lot of time away from the job for training. NIEHS worked with employers to allow bits of training, tailgate training, toolbox training, etc.

· Awareness training should be evaluated and there should be a tool to do so.

· Consider a longitudinal study on trained individuals and/or conduct focus groups.

· Training should be mandated through contracts and sub-contracts to an extent beyond status quo, and contractors should be educated on contractor requirements. The letting agency should enforce contract provisions. 

· Develop a competency model for skilled support workers that include safety and health training. Incorporate definitions established in Minimum Criteria Document of a well-trained worker into common vernacular.

· Letting agencies should do a better job at defining jobs (e.g. abatement versus remediation).

· NIEHS should develop an info booklet focused on pandemic infections.

· Develop a gap analysis on airborne hazards (all hazard approach).

· Explore the possibility of requiring training prior to worker deployment in a disaster setting.

· Develop a TTT within WETP to do post disaster training.

· NIEHS should establish an outreach program on value of preparedness training (e.g. pod-casts, wireless radio transmissions, etc).

· Identify a pre-deployment training (eg disaster site worker) that should be mandated and develop means to motivate targeted populations to take training.

· ID group leaders within a target population to break down language, cultural, and training issues.

Breakout #3: Building Sustainable Partnerships for Disaster Response

Facilitators: Ted Outwater, NIEHS and Doug Feil, Kirkwood Community College

The group discussed the mission and vehicles that are necessary to develop sustainable partnerships.

· A sustainable partnership begins with identifying the training needs, then developing and delivering training materials to meet the identified needs.  The training then needs to be assessed and evaluated, leading to adjustments in the training methods and information.  This process should then be repeated to determine new training needs that have appeared.

· There are four factors that allow as sustainable partnership to exist and continue, including Organizational Control, Operational Control, Benefits and Maintenance of the Partnership.

· Every JFO has a safety coordinator and a FEMA training group who should be able to provide direction.

· Local connections are essential.  They must be present at the EOC because they understand the issues on the ground and the training that is needed.

· To overcome the barriers present during a disaster response some recommendations include:  offering a mutual benefit for potential partners and knowing the players ahead of time.

Breakout #4, Job Training for Residents

Facilitators: Sharon Beard, NIEHS; Kizetta Vaugh, CPWR

Major consensus points from this session include:

· This breakout session focused on disaster specific curricula development and job training strategies for working with returning and displaced residents.

· Current curricula should be adapted to the existing response effort.

· New partnerships have been developed in this disaster training support effort within NIEHS grantee community, community and faith based organizations, contractors, and one stop and local support services agencies.

· Disaster specific curricula can be utilized in future disaster response training.

· The barriers faced during targeted recruitment of returning and displaced residents were transition, willingness to return, and effective communication. Offering services related to basic needs and schools will help with the willingness to return.

· Several issues were raised regarding short- and long-term housing options: 

· Working with FEMA, churches, social networking, home-owner associations, salvation army, red cross, unions, and apprenticeships are a good way to find short- and long-term housing options.

· Employees should provide housing for their workers.

· A demonstration project that provides a model approach to providing houses should be established

· Establishing partnerships with groups such as universities, churches, neighborhood associations, job fair representatives, non-profit organizations, and workforce development groups is effective means to help with recruitment.

· Employer, contractors, business relationships can be used to create business development opportunities, create demonstration projects, and help with recruiting if they are provided free training.

