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Customer Satisfaction Survey

The Workforce Training and Education Coordinating Board is committed to high-quality customer
satisfaction and continuous improvement. You can help us meet our commitment by completing this form,
detaching it, and mailing it in. Please circle the words that best answer the following questions. In the

spaces provided, please elaborate on your response.

1. How useful is this document? not useful somewhat useful very useful

2. How clear is this document? not clear somewhat clear very clear

3. How is the information presented?| not enough detail right amount detafl ~ too much detail
4. How is the length of the document? too short about right too long

5. Do you want additional copies of this document? Yes Quantity No

6. How did you expect to use this document? How have you used this document?

7. How can this document be made more useful in future editions? What additional information would yc

like to see in subsequent documents?

Please Tell Us About Yourself

JOB TITLE SECTOR YOUR ZIP CODE

Public _ Private __ Nonprofit

Does your organization provide training services to clients? Yes No
Would you like to be contacted about futMWw&ECB initiatives in this field? Yes No
If we have any questions about what you have written here, may we contact you? Yes No

(If you answered “yes” to this question or question #7, please fill out the following.)

NAME ADDRESS

TELEPHONE # FAX# EMAIL ADDRESS
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EXECUTIVE SUMMARY

Introduction

This is the sixth biennial outcome evaluation of
Washington State’s workforce development system.
|t analyzes the results of 12 of the state’s largest
workforce programs. These programs account for
over 90 percent of public expenditures in the
workforce development system.

The purpose of this evaluation is to report the results of
workforce development and to recommend areas for
improvement. The report discusses program results
for seven desired outcomes for the state workforce
development system established by the Workforce
Training and Education Coordinating Board
(Workforce Board). These desired outcomes are not
static targets, but are conditions that should be
increasingly true for all people.

Programs

The programs in this evaluation are grouped
into three categories based on participant
characteristics. Five programs serve adults, five
serve adults with barriers to employment, and
two serve youth.

Programs Serving Adults

Community and Technical College (CTC) Job
Preparatory Training: Training and education for a
Vocational Associate of Arts Degree or a Vocational
Certificate. This training does not include retraining
of unemployed workers and classes taken by
current workers to upgrade skills for their current
job, nor does it include the other two mission areas
of the colleges—academic transfer education and
basic skills instruction.

Private Career Schools: Training provided by
private businesses for students intending to
complete vocational certificates or degrees. The

schools are licensed by the Workforce Board or, if
they grant a degree, by the Higher Education
Coordinating Board.

Apprenticeship: Training that combines classroom
instruction with paid, on-the-job training under the
supervision of a journey-level craft person or trade
professional. Apprenticeships are governed by the
Washington State Apprenticeship and Training
Council and administered by the Department of
Labor and Industries (L&l).

Worker Retraining at Community and Technical
Colleges: Retraining for a new career provided to
dislocated workers and the long-term unemployed.
About 5 percent of worker retraining participants
receive their training at private career schools. This
evaluation, however, is limited to the public colleges.

Workforce Investment Act (WIA) Title I-B Dislocated
Worker Program: Federal employment and training
program for dislocated workers. The Employment
Security Department (ESD) administers the program
at the state level. Twelve local workforce development
councils, in consultation with chief local elected
officials, oversee WIA activities in local areas.

Seven Desired Outcomes for the State Workforce Development System

Competencies: Washington' s workforce possesses the skills and abilities required in
the workplace.

Employment:  Washington’ s workforce finds employmentopportunities.

Eamings: Washington' sworkforce achieves afamily-wage standard ofliving from
earned income.

Productivity:  Washington’ sworkforceis productive.
Reduced Poverty:  Washington' sworkforce lives above poverty

Customer Satisfaction: W orkforce development participants and their employers are
satisfied with workforce development services and results.

Return on Investment:
program costs.

Workforce development programs provide returs that exceed

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD |



Executive Summary

Programs Serving Adults With Barriers

to Employment

Adult Basic Skills Education/English as a Second
Language (ABE/ESL): Literacy and math instruction
for adults who are at a high school level or below. It
includes courses in four categories: ABE for adults
whose skills are at or below the eighth grade level,
ESL, GED Test Preparation, and high school
completion for adults who want to earn an adult high
school diploma. Students receiving both basic skills
instruction and job training are included in the
evaluation of the job preparatory training or worker
retraining programs and not in the evaluation of
basic skills instruction. Community and technical
colleges and other organizations such as libraries
and community-based organizations provide basic
skills instruction.

WIA Title I-B Adult Program: Federal employment and
training program for adults who experience
significant barriers to employment. ESD administers
the program at the state level. Twelve local
workforce development councils, in consultation with
chief local elected officials, oversee WIA activities in
local areas.

Division of Vocational Rehabilitation (DVR): Services
to help eligible individuals with disabilities become
employed. Eligibility requires that the individual have
a physical, mental, or sensory impairment that
constitutes or results in a substantial impediment to
employment and that they need DVR services to
enter or retain employment.

Department of Services for the Blind (DSB):
Vocational rehabilitation services, counseling,
training, and assistive technology to help participants
achieve successful employment outcomes. In order
to receive services, an individual must be legally
blind or have a visual disability that causes an
impediment to employment, and vocational
rehabilitation services are required for the individual
to prepare for, enter, engage in, or retain employment.

WorkFirst: Washington’s welfare-to-work program
based on the 1996 federal Temporary Assistance to
Needy Families (TANF) welfare reform legislation.
The aim of WorkFirst is to help low-income families
become self-sufficient by providing training and
support services necessary for parents to get a job,
keep a job, and move up a career ladder.

Programs Serving Youth

Secondary Career and Technical Education (CTE):
Training and education in high schools and skills
centers in such areas as agriculture, business,
marketing, family and consumer sciences, technology,
trade and industry, and health occupations.

WIA Title I-B Youth Program: Preparation for youth
for academic and employment success. In order to
receive services, youth must be 14 through 21 years
old, low income, and meet other criteria such as
needing additional assistance to complete an
educational program or to secure and hold
employment. ESD administers the program at the
state level. Twelve local workforce development
councils, in consultation with chief local elected
officials, oversee WIA activities in local areas. Local
youth councils assist with the program.

We caution against making improper comparisons
among these programs—the populations served, the
types of services provided, and lengths of training
vary substantially from program to program.

Data

Findings are based on the following sources of data:

* Program records on over 140,900 individuals who
left one of these programs during the 2003-2004
program year. These records include information
on most participants leaving these programs.

+ Telephone survey responses from 1,360 firms that
hired new employees who had recently
completed one of the programs.

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD
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+ Telephone survey responses from approximately
7,185 participants who left one of these programs
during 2003-2004.

« Computer matches with Washington State ESD
employment records and those of two other states
(Idaho and Oregon), as well as federal
employment records. These matches provide
valuable information on employment and
earnings outcomes. The data are incomplete,
however, and employment rates among participants
are underestimated. Such ESD records do not
contain information on self-employment, and
employment in states outside the Pacific
Northwest is not included in this analysis.

+ Computer matches with enrollment data from
community and technical colleges and all public
four-year institutions in the state, private career
schools licensed by the Workforce Board, and
apprenticeships overseen by L&l. These data
underestimate postprogram enroliment rates;
private four-year colleges and out-of-state
schools are not included in the record matches.

Except for Secondary CTE, the participant results
presented in this report are for all participants, not
just those who completed their program.
Participants are defined as individuals who entered
a program and demonstrated the intent to complete
a sequence of program activities. The number of
participants who leave their program before
completion affects program results.

Summary of Findings

Participant Characteristics

The demographic characteristics of program
participants are an important factor in determining
program results. Programs serving participants who
have significant work experience and basic skills
can be expected to have higher labor market

outcomes than those serving participants with little
work experience, low levels of literacy, and other
barriers to employment.

The racial and ethnic composition of participants in
our workforce development programs were as, or
more, diverse than similarly-aged populations in our
state (Figure 1).2

'DVR and DSB respondents were provided the option of a mailed survey:

38 percent of DVR and 18 percent of DSB respondents took that option. The
sample sizes for the telephone survey vary by program. Samples are larger for
programs that required a regional component to the analysis: these include
CTC Job Preparatory, Secondary CTE, and WIA Title I-B programs (adults,
dislocated workers, and youth). As a result, the precision of reported statistics
vary. For example, the 95 percent confidence interval for overall satisfaction
with the program is about plus/minus 2 percentage points for CTC Job
Preparatory training and plus/minus 10 percentage points for DSB. WorkFirst
clients did not participate in this study.

2The 2004 Washington State Population Survey was the source of data for the
racial and ethnic background of the state’s population.

FIGURE 1 Racial and Ethnic Composition of Program Participants

(percentages)

White (non-Hispanics) . People of Color

37

59

WAPop. CTC Private Apprent. CTC WIA  ABE/ WA  DVR DSB  Work-  Second.  WIA
(ages  Prep. Career Worker  Disloc. ~ ESL Adults First CTE  Youth
16-74) Schools Retrain.
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Executive Summary

Competency Gains

Desired Outcome: Washington State’s workforce
possesses the skills and abilities required in the
workplace.

Participants in workforce development programs
attain competencies by virtue of participating in their
programs. In many programs, however, successful
completion is the ultimate goal and typically results
in certificates, degrees, or specified levels of
competency. The 2003-2004 participants successfully
completed their programs at levels similar to two
years ago (Figure 2).3

Workforce development is not limited to vocational
training; it includes other services including
assessments, counseling, and job search
assistance. In five programs* all participants, by
definition, receive job-specific skills training. At the
other extreme, none of the ABE/ESL students
included in this study received vocational training.’ In
the remaining five programs surveyed, results
suggest that the proportion receiving job-specific
skills training varied substantially (Figure 3).

FIGURE2  Completion Rates of Program Participants
(percentages)
. 2001-2002 2003-2004
78
58 64 57
40 4
CTC I Private Apprent. Worker I DVR I DSB
Prep. Career Retrain.
Schools

Among those leaving programs in 2003-2004, 39
percent of DVR clients and 26 percent of DSB clients
said they received job-specific skills training for a
new job. Note that many clients in these two
programs also received training to adapt their
previous job skills to their disabilities.® Moreover,
DVR and DSB offer other work-related services in
addition to training; for example, some clients
receive physical and mental restoration services,
assistive technology, and communication services.

3Seven of the twelve programs included in this report document program
completion. Six of those programs are included in Figure 2; all participants
in Secondary CTE programs were completers.

#These include CTC Job Preparatory training, Private Career Schools,
Apprenticeship, CTC Worker Retraining, and Secondary CTE programs.

SThis report is limited to adults who identified employment-related
reasons for enrolling in ABE/ESL courses and who proceeded to take only
basic skills courses. Individuals who took vocational courses in addition
to basic skills are included in the analysis of CTC Job Preparatory training.

®Among those leaving programs in 2003-2004, 24 percent of DVR clients
and 30 percent of DSB clients reported receiving training in how to adapt
previous skills to a disability.

FIGURE 3 Participants Receiving
Job-Specific Skills Training*
(percentages)
. 2001-2002 2003-2004
M
42
26
T T T T 1
WIA WIA DVR* DSB™ WIA
Disloc. Adults Youth
Workers

*In some programs, such as CTC Job Preparatory, all participants by definition
receive job-specific skills training.

*“Refers to receipt of job-specific skills for a new job; some also receive training
to adapt previous skills to their disability.

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD
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According to survey responses, 41 percent of WIA FIGURE 4 Participanlts Who 3aidL'!'hIeir JobI:Specific Skills
dislocated workers and 36 percent of WIA adults mpr"(;zm:m'at;:,s;" alot
received job-specific skills training. (Administrative

. - . Improved a Lot Improved a Little
data may suggest that more received such training.)’

22 2% 20 26 2

Among program participants who received job-specific
skills training, almost all said their job-specific skills
improved, and in most cases, the participants said
their skills improved “a lot” (Figure 4).2

Another measure of whether training provided

participants with the right skills is whether the cte Private  Apprent.  CTC WIA WIA DVR  Second. WIA
L. . . L. Job Career Worker Disloc. Adults CTE Youth
participants believed their training was related to Prep.  Schools Rerain.  Workers

their postprogram employment (Figure 5). In all

cases, a majority of program participants indicated

their training was related to the job that they held FIGURE 5 Participants Who Said Their Training Was Related to
during the third quarter after leaving the program. Job Held During the Thi(rdegzzge;’:)ﬂer Leaving Program
Compared to two years ago, CTC Job Preparatory 0 2001_;02 92003_2004

and Worker Retraining participants were more likely

to report that their training was related to their job;

on the other hand, WIA youth were less likely to
report a relationship.
88 [V
Employment & 62 L 65 7% . N s
Desired Outcome: Washington’s workforce finds
employment opportunities.

70
CTC Private Apprent. CTC WIA WIA DVR I DSB Seoond.I WIA

We evaluate the labor market outcomes of program Job  Career Worker ~ Disloc.  Adults CIE Youh
Prep. Schools Retrain. Workers

participants by examining their employment and

earnings during the third quarter after leaving a

program. Participants leaving their program in 2003-

2004 encountered an economy that was recovering ~ FIGURES Unemployment Rate in Washington State
well from the recession of 2001. The state’s (not seasonally acjusted)

. . 9

unemployment rate was on the decline (Figure 6).

8

7 —
"According to administrative data collected in the Service, Knowledge,
and Information Exchange System (SKIES), 64 percent of dislocated
workers and 42 percent of WIA adults received “occupational skills 6 —
training.” Occupational skills training in the administrative records data
could include a wide range of services—occupational skills training, h ﬂ! ﬁ
programs that combine workplace training with related instruction, training 5
programs operated by the private sector, skill upgrading and retraining, %
entrepreneurial training, job readiness training, and customized training.

&Information on skill improvement of DSB clients is not included in Figure 4 4
because the number receiving job-specific skills training was too small to
determine reliable estimates. Jan 96 Jan97  Jan98 Jan 99 Jan00  Jan01  Jan02  Jan03  Jan04 Jan 05
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Executive Summary

Most program participants reported having a job
during the third quarter (seven to nine months) after
they left their program (Figure 7). Employment rates
vary across programs. They are highest for
programs serving adults, lower for those serving
youth, and lowest for those serving adults with
barriers to employment.

We used ESD records to examine changes in
employment rates between participants who left
programs during the 2001-2002 and 2003-2004 program
years (Figure 8). Employment rates in most programs
remained about the same or increased. Part of this
increase may be due to the improving economy.

°*Employment rates based on matches are lower than those based on survey
results. ESD records do not contain information on self-employment. The
estimates also exclude employment in states that are not included in our
matching process.

Participants Self-Reporting Employment During the
Third Quarter After Leaving Their Program

(percentages)

. 2001-2002

2003-2004

The adoption of an order-of-selection continues to
contribute to declines in reported employment among
DVR clients. Since the end of 2000, when program
funds and staff resources were insufficient to serve all
eligible applicants, priority has been given to
participants with the most significant disabilities. As a
result, DVR clients leaving the program during 2001-
2002 and continuing in 2003-2004 tended to have more
significant disabilities than did those in earlier cohorts.

Earnings
Desired Outcome: Washington’s workforce achieves
a family-wage standard of living from earned income.

Research has shown that postprogram earnings are
very much affected by the characteristics of the
participants who entered the program. Youth had the
lowest postprogram hourly wages and quarterly
earnings, and adults had the highest (Figure 9).

FIGURE9  Median Hourly Wages and Annualized
Earnings During the Third Quarter

After Leaving Their Program*

Annualized  Changes From
Hourly Wages  Earnings of 2001-2002
0f2003-2004  2003-2004 Hourly
Participants  Participants Wages Earnings
Programs for Adults
CTC Private  Apprent. ~ CTC WIA ABE/ WIA DVR DSB Second. WIA
Job  Career Worker  Disloc.  ESL  Adufs CTE  Youth CTC Job Preparatory .............. $13.06.... $22,603 ....0% ... 1%
Prep.  Schools Retrain.  Workers Private Career Schools ........... $11.64....$18,849 ...-5% .. -7%
Apprenticeship ........cccrveeenn. $21.96.... 833,229 ... 1% ....2%

CTC Worker Retraining ........... $13.62.....
WIA Dislocated Workers ......... $14.82 ...

$23,450 ....3% ....4%
$27,929 ....3% ....2%

FIGURE 8 Participants With Employment Reported to ESD During the

Third Quarter After Leaving Their Program

(percentages) Programs for Adults With Barriers
$9.66....$15,215 ....1% .. -3%
. 2001-2002 2003-2004 $10.93....$18,352 ....1% ....4%

... $11,090 ...-9% -14%
... $21,762 -10% ....5%
..$10,930 ....na.....na

Programs for Youth*
Secondary CTE $8.60....$10,035 ...-3% .. 2%
WIAYOUtD oo $8.41...... 89,775 ...-3% .. -2%

“All wages and eamings are reported in 2005 Q1 dollars.

**\Wages and eamings for WIA Youth are for those not enrolled in high school
and for Secondary CTE are for those not enrolled in higher education.

CTC Private  Apprent. ~ CTC WIA  ABE/ WIA DVR DSB
Job Career Worker  Disloc. ~ ESL  Adults First CTE Youth

Work-  Second. ~ WIA

Prep.  Schools Retrain. ~ Workers
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Workforce Training Results — 2006

Earnings and hourly wages were particularly high
for individuals who participated in apprenticeship. In
addition to the quality of the program, this finding
reflects the length of the training and the labor
market in their occupations and industries. Despite
a stronger labor market compared to two years ago,
earnings and wage changes were not always
positive across programs.

In most instances, postprogram earnings and hourly
wages were lower for women than for men (Figure
10). The especially large wage gap in
apprenticeship is due to the concentration of women
in relatively new apprenticeship programs that
provide training outside the construction, precision,
production, craft, and machinist trades. Among
those leaving apprenticeships during 2003-2004,

49 percent of women (and virtually no men) left
programs in early childhood education and teaching/
library assistantship. Of those employed in the
construction industries in the third quarter after
leaving their apprenticeship program, males and
females earned relatively the same wages.

Earnings were also lower for people with disabilities.
Earnings were generally lower for people of color
than for whites in 7 of the 11 programs.'® These
differences in postprogram wages and earnings by
gender, disability status, and race/ethnicity generally
reflect differences observed in the overall labor market.

Participant Satisfaction

Desired Outcome: Workforce development
participants and their employers are satisfied with
workforce development services and results.

The vast majority of participants were satisfied with
their program (Figure 11). Satisfaction levels—
measured by averaging the percentage reporting
that they met their educational objectives and the
percentage satisfied with the overall quality of their
programs—are high for all programs." Reported
levels of satisfaction increased among CTC Worker

Retraining, DSB, and Private Career School
participants and decreased among DVR and
Apprenticeship participants. Satisfaction levels for
other programs are similar to those reported by
2001-2002 participants.

1%No substantial racial and ethnic eamings differentials were observed for ABE/
ESL and the WIA Youth program. Additionally, for the WIA Adult program, only
African Americans had wages that were lower than whites. There were too few
cases to examine racial differences in outcomes among DSB clients.

""The percentages reported for DVR and DSB are for overall satisfaction with the
program only.

FIGURE 10

Median Hourly Wage of Women Relative to Men
During the Third Quarter After Training
(percentages)

CTC  Private Apprent. Apprent. ~ CTC ~ WIA ABE/ WA DWR DSB  WorkFirst  Second. WIA

Job Career  (al)  (Construct. Worker Disloc. ESL Adults CTE  Youth
Prep.  Schools Trades)  Retrain. Workers
FIGURE 11 Participants Satisfied With Their Program
(percentages)
. 2001-2002 2003-2004

CTC Private  Apprent.  CTC WIA ABE/ WIA DVR DSB Second. WIA
Job Career Worker  Disloc. ESL Adults CTE Youth
Prep. Schools Retrain. ~ Workers
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Executive Summary

Although results vary by program, the aspect that
tends to have the lowest participant satisfaction was
advice on selecting a training program. Most
participants reported receiving the support services
they needed while participating in their program.
Many participants in several programs, however,
reported an unmet need for information about job
openings similar to earlier evaluations.'

Employer Satisfaction

Desired Outcome: Workforce development
participants and their employers are satisfied with
workforce development services and results.

Employers were generally satisfied with the overall
work quality of new employees who recently
completed one of these programs (Figure 12)." Still,
there is substantial room for improvement in the
percentages of employers reporting they are “very
satisfied” with the overall work quality of new hires.

In terms of being “very satisfied,” employers tended
to rate the job-specific skills of new employees
highly (Figure 13)." Across programs, employers
tended to be most satisfied with the computer skills
of their new hires.

FIGURE12 Employers Satisfied With Overall Work Quality
of New Employees Who Recently
Completed a Program
(percentages)

. Very Satisfied Somewhat Satisfied

2 36 38
CTC Private Apprent. ABE/ WIA* Second.
Job Career ESL CTE
Prep. Schools

*Refers to all WIA participants (adults, dislocated workers, and youth).

Return on Investment
Desired Outcome: Workforce development programs
provide returns that exceed program costs.

Every four years the Workforce Board conducts net
impact and cost-benefit analyses of workforce
development programs. This report presents the
findings of the net impact study conducted in 2006
which examined the experience of participants who
left programs during the 2003-2004 and 2001-2002
program years.™

"2 Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.

Employers were not questioned as to whether they hired recent participants of
CTC Worker Retraining, DVR, or DSB programs. Therefore, those programs are
notincluded in Figures 12and 13.

"For basic skills and general workplace skills, the percentage of “very satisfied”
was an average across categories. Basic skills include math, reading, and
writing. General workplace skills include teamwork, problem solving,
communication, work habits, accepting supervision, and adaptability to change.

"5The net impact and cost-benefit analyses did not include the WorkFirst program.

FIGURE 13 Employers Very Satisfied With
Skills of New Employees
(percentages)

. Basic . Joh-Specific General Workplace Computer

55

a “®
40 404
37
34 I I
CTC Private Apprent. ABE/ Second.
Job Career CTE

Prep. Schools

Vil
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These evaluations attempt to estimate what
happens to program participants as compared to
what would have happened if they had not
participated in a workforce development program.
The objective is to determine the difference the
program made for the participant. The Workforce
Board contracted with the W.E. Upjohn Institute for
Employment Research (Upjohn) to conduct the net
impact and cost-benefit evaluations.

Individuals who participated in these workforce
development programs were compared to similar
individuals who did not. For most of the programs,
the comparison group was selected from registrants
with the state’s employment service. A different
source of data was used for the comparison group
for Secondary CTE and for DVR and DSB clients.
The Office of Superintendent of Public Instruction
collects data on high school seniors. This Graduate
Follow-Up Study was used to identify both students
completing a CTE sequence, as well as comparable
students who had not. For both DVR and DSB the
comparison group was selected from eligible
applicants who left the program before starting a
service plan. An empirical approach, called
statistical matching, was used to find the
employment service registrant, secondary student,
DVR client, or DSB client who most closely matched
each program participant in terms of a long list of
characteristics."

For the cost-benefit analyses, Upjohn calculated the
value of the net impacts on participant earnings,
employee benefits, social welfare benefits,
unemployment insurance (Ul) benefits, and taxes.!”
Benefits and costs were estimated for both the
observed postprogram period and out to age 65.

Upjohn found that during the third year after
program participation, the payoffs to education and
training are strong and pervasive (Figure 14). The
employment impacts for all programs are positive.
Most programs, with the exception of ABE/ESL,

increased the average lifetime earnings of
participants. The combined effects on average
earnings and employment rates result in sizable
impacts on total lifetime earnings.

Figure 15 compares lifetime participant benefits to
public costs. For example, during the course of
working life to age 65, the average CTC Job
Preparatory participant will gain about $106,000 in
net earnings (earnings minus foregone earnings
while in training) and employee benefits. These are
net gains compared to the earnings of similar
individuals who did not receive training (discounted
at 3 percent and expressed in 2005 Q1 dollars). For

"These include demographics (e.g., race and ethnicity, gender, disability status,
prior education, age, region or the state), preprogram eamings and
employment history, Ul benefit receipt history, and preprogram receipt of public
assistance.

"Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

"8I order to compare benefits and costs in terms of net present values,
postprogram benefits and costs are discounted by 3 percent per year and all
figures are stated in 2005 Q1 dollars.

FIGURE 14 Longer-Term Participant Benefits
Quarterly Lifetime
Employment  Earnings Earnings*
CTC Job Preparatory ............ 6.7%........ $1,008....... $90,455
Private Career Schools ........... 4.3% ..., $343 ...... $29,719
Apprenticeship .........ccoo.ooveee.n. 6.8%.......... $2,281 ... $205,825
CTC Worker Retraining........... 46% ............ $298 ...... $21,128
WIA Dislocated Workers .......... 6.4% ..ocn..... $752 ...... $45,544
ABE/ESL ... 59% e B e $0
WIAAAURS ..o 6.6% o $443 ...... $29,945
DVR oovvvrerriinnresnerissnssssnssssssnnes 11%0 v $688 ...... $45,850
[0S $1,492 ... $78,429
Secondary CTE .....ccooovererrrrrr 54% oo $416 ...... $38,041
WIAYOUtN <o 10.3% v $317 ... $27,780

*This is the increase in eamings (above that of the comparison group)
projected to age 65 and discounted at 3 percent.

** Not statistically significant at the 0.05 level.
Includes effects from increased employment and increased eamings among
those employed.
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Executive Summary

CTC Job Preparatory participants, the ratio of
participant benefits to program costs, not
considering impacts on social welfare benefits or
taxes, is $106,237 to $7,560 or about 14 to 1. Lifetime
participant benefits far exceed public costs for each
of the programs, with the exception of ABE/ESL.

Tax revenues are affected by the change in
participant earnings (Figure 15). For example, during
the entire post training period to age 65, the public
gains an estimated $15,603 in tax revenues for each
CTC Job Preparatory participant. Estimated
increases in tax receipts alone outweigh public costs
for six of the eleven programs in the study.
Moreover, many of the programs were found to
reduce reliance on social welfare (specifically TANF,
food stamps, and medical benefits).

FIGURE15  Participant Benefits, Increases in Tax

Receipts, and Public Costs to Age 65

Increased Public
Tax Receipts™ Costs***

CTC Job Preparatory .......... $106,237 ....... $15,603 ........ $7,560
Apprenticeship ................... $270,988........ $53,515......... $2,546
Private Career Schools ........ $35,369.......... $5126 ............... $0
CTC Worker Retfraining ......... $19.459 ........ $5,494 ........ $5,172
WIA Dislocated Workers ....... $44.399........ $11,841 ........ $6,757

Participant
Benefits*

JY=] =5 .. | O $0........ $2,453
WIAAAUIES ..o $34,874 ......... $5,166 ........ $5,481
D) $55,633........ $7,909........ $8,114
DSB....cccvvrrrna. .. $83472....... $13,529...... $23,243
Secondary CTE .......ccccooerrrr. $45,680.......... $6,562......... $924
WIAYOUth ..o, $33,336.......... $4792........ $6,314

Notes: Benefits, receipts, costs are expressed in 2005 Q1 dollars.

* Present value of the additional lifetime eamings and employee benefits less
foregone eamings during program participation.

** Present value of additional social security, Medicare, federal income, and
state sales taxes generated by increased participant eamings to age 65.

**Includes state and federal program costs per participant, with the exception
of student financial aid programs.
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Workforce Training Results — 2006

COMMUNITY AND
TECHNICAL COLLEGES JOB
PREPARATORY TRAINING

Washington State’s 34 community and technical
colleges offer job preparatory training that provides
students with skills required for specific occupations.
Community and Technical Colleges (CTC) Job
Preparatory training does not include students who
intend to transfer to a four-year college or university;
students who enroll in a program to raise their basic
skills to a high school level; or working adults who
take a few classes to improve skills for their current
jobs. While the Worker Retraining program at the
community and technical colleges also provides
occupational training, the results for students who
participated in this program are evaluated separately.

During the 2003-2004 school year, 30,335 CTC Job
Preparatory students completed or otherwise left the
community or technical college system.' These
students comprise the Job Preparatory cohort
included in this study. The median length of
enrollment for these students was 12 months.

This study includes information from students’
college enrollment records; Employment Security
Department (ESD) wage files from Washington,
|daho, and Oregon; and federal employment
records. In addition, 1,853 students completed a
telephone survey, providing additional data on
employment and their satisfaction with the training.?°
Employer satisfaction information was collected
through a survey conducted during the summer of
2005; 423 firms that hired new employees who
recently completed a Job Preparatory program
responded to the survey.

Participant Characteristics

Students from racial and ethnic minority backgrounds
continued to be well represented among CTC Job
Preparatory participants (Figure 1).%' They also made

up a similar percentage of total program completers,
although for particular subpopulations, completion
rates were lower.

Of the 2003-2004 CTC Job Preparatory students, 57
percent are women up from 55 percent in 2001-2002.
Of the 2003-2004 completers, 59 percent are women.

When they enrolled, 53 percent of the students did
not previously attend college; 24 percent attended
college without receiving a credential; 13 percent had a
certificate or associate degree; and 10 percent had
a baccalaureate or higher degree. The median age
upon leaving training was 31—one quarter was under
the age of 23, and another quarter was over 42.

19CTC Job Preparatory students identified themselves as vocational students
and either enrolled for six or more vocational credits or completed three or
more vocational credits. Additionally, the students included in this study exited
their program during the 2003-2004 academic school year and did not enrollin a
community or technical college for a period of one full year.

2The responses to the participant survey were weighted to reflect the
distribution of Job Preparatory students who left their program in 2003-2004
across workforce development areas.

2In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those ages 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 CTC Job Preparatory Students and
Completers by Race and Ethnicity

6.5% 59%

75% 8.3%

African American 67% 62%

0.4%
21%

0.3%

Asian/Pacific Islander 1.9%
Hispanic

[ Mutracial

[P Native American

Il White

76.9%

All Students Completers Only
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Community and Technical Colleges Job Preparatory Training

FIGURE 2

Team
Work

FIGURE 3

Machin.
Operat.

Competency Gains

Of CTC Job Preparatory students, 58 percent
completed their programs—18 percent received an
associate degree; 18 percent received a vocational
certificate; 13 percent were deemed ready for work
because they completed 45 or more credits, and 10
percent completed a noncredit vocational program
that led to a certificate.?? While a similar 58 percent
of those leaving in 2001-2002 completed their program,

CTC Job Preparatory Students Receiving Various Skills Training
(percentages)

Math Work

Habits

Machin.
Operat.

Problem
Solving

Computer Diversity Writing English

Speaking

Reading

CTC Job Preparatory Students Receiving Various Skills Training
Who Reported Their Skills Improved a Little or a Lot
(percentages)

. Improved a Lot Improved a Little

Work
Habits

Team Math

Work

Job-Spec. Computer  Problem
Skills Solving

Diversity English

Speaking

Writing Reading

a lower percentage left with a certificate or degree—
15 percent received an associate degree; 14 percent
received a vocational certificate; 15 percent were
deemed ready for work because they completed

45 or more credits; and 14 percent completed a
noncredit vocational program that led to a certificate.

The primary goal of workforce training and
education is to provide individuals with the skills and
abilities required in the workplace. CTC Job
Preparatory students appear to agree. Eighty-five
percent of the 2003-2004 CTC Job Preparatory
students cited “to learn skills for a new job” as their
most common reason for enrolling in college, which
is similar to 2001-2002 participants. In addition to
learning job-specific skills, students also receive
other types of training (Figure 2). In comparison to
2001-2002 students, those from 2003-2004 appear to
have received a wider variety of skills training. Much
higher percentages reported receiving training in
teamwork, computer, writing, and diversity skills. A
much lower percentage, however, reported receiving
training in machinery operations.

As in the previous study, most students reported
their skills improved as a result of training, and
higher percentages report substantial improvements
in their technical skills than in their general
workplace or basic academic skills (Figure 3).
Across all skills training, higher or similar
percentages of the 2003-2004 students reported their
skills improved “a lot” compared to two years ago.

Among students employed seven to nine months
after leaving the program, 73 percent reported their
education and training was related to their job, up
from 67 percent two years ago.

2Upon exiting a college, the system determines whether the student is
considered to have completed the program. The percentages do not sum to
58 percent due to rounding.
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Workforce Training Results — 2006

Participant Satisfaction

The 2003-2004 CTC Job Preparatory students
expressed similar high levels of satisfaction as in
previous studies. Eighty-eight percent of students
reported they had met their educational objectives.
Ninety-one percent reported they were “very
satisfied” or “somewhat satisfied” with the program
as a whole. Students tended to be “very satisfied”
with various features of their programs including
location, times offered, quality of teaching, facilities,
and usefulness of the program to their career
(Figure 4). They were less satisfied with advice on
selecting a training program.

Similar to previous studies, students indicated
financial assistance and information about job
openings as the support services they most needed
while enrolled (Figure 5). Students tended to receive
the support services they needed. The exception
continues to be information about job openings;
however, a smaller percentage of the 2003-2004
students compared to previous cohorts reported
such an unmet need (Figure 6).2

Employer Satisfaction

The employer satisfaction survey asked firms to
evaluate new employees who had recently
completed a vocational program at a community or
technical college. Ninety-six percent of employers
said they were either “somewnhat satisfied” or “very
satisfied” with the overall work quality of these new
employees; this is virtually the same percentage
as in the previous survey. While high percentages
of employers in both surveys were satisfied with
the various skills of their new employees, the
percentages who were “very satisfied” were lower
in this survey (Figure 7).

“Those with unmet need include students who needed a service but either did
not receive it or what they received did not meet their needs.

FIGURE 4 CTC Job Preparatory Students Very or Somewhat
Satisfied With Program Features
(percentages)
. Very Satisfied Somewhat Satisfied
22
28
5 2 25 32 32 32 22

Interact Advice
w/instructrs.  Selecting
Program

Location Times Teaching Faciliies

Quality

Career Equip.
Usefulness

Program  Program
Length Cost

FIGURE5  CTC Job Preparatory Students Needing a Service and Leaving With Need Unmet

(percentages)

. Needing Service Need Unmet

H"H"Hsi7ﬂ7icﬂ3ﬂ3m

1

N

Financial Job  Careeror Resume Interview.  Govt. Job Search Transport. Child Care Servs. for
Assist. ~ Opening  orJob Writing Services  Assist.  Assist.  Assist.  Disabled
Info. ~ Counsel. Info.
FIGURE 6 CTC Job Preparatory Students Leaving College With Unmet Need
for Information About Job Openings
(percentages)
199394 199596 199798 1999-2000 2001-2002 2003-2004

FIGURE 7 Employers Very or Somewhat Satisfied With Various Skills of New

Employees Who Recently Completed a CTC Job Preparatory Program
(percentages)

[l Very Satisfied

Somewhat Satisfied

Adapt.to  Work Computer Overall Overall Read. Commu- Accept Job-Spec. Math Problem. Team  Wiiting
Change  Habits Work  Productiv. nication Supervis.  Skills Solving ~ Work
Quality
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Community and Technical Colleges Job Preparatory Training

There are some differences in the skills satisfactory
to employers. In the previous survey, firms tended to
be “very satisfied” with the reading and job-specific
skills of their new employees and less with problem
solving, math, adaptability to change, and writing. In
this current survey, employers tended to be “very
satisfied” with adaptability to change and work habits
and less likely to be “very satisfied” with writing,
teamwork, problem-solving, and math skills.

Employment and Earnings
According to the participant survey responses, 81
percent of CTE Job Preparatory students were

employment reported for unemployment insurance
(U1) benefits purposes (approximately 90 percent of
in-state employment, with self-employment, active
duty military, and those working for religious
nonprofit organizations being the major groups of
employers not included).

Record matches found 72 percent of the 2003-2004
students had reported employment during the third
quarter after they left their program. Their median
hourly wage® was $13.06, and they had median
annualized earnings of $22,456. The median wage of
Job Preparatory students is relatively high, but there

employed during the period seven to nine months is considerable variation in wages. While one
after leaving their program (Figure 8).% To find out quarter earned more than $18.17 an hour, another
more about the students’ postprogram employment quarter had jobs that paid less than $9.88 an hour.
and earnings, we matched student records with ESD
wage files from Washington and neighboring states. %In the survey, students were asked whether they were employed or self-

) . ) employed. Therefore, in most cases, the percentage who reported being
These files contain quarterly earnings and hours employed will be higher than the percentage of those whose employment was
worked information on those individuals with

found in ESD wage records.
“All wages and earnings are stated in 2005 Q1 dollars.

FIGURE 8 Employment and Earnings of CTC Job Preparatory Students in the Third Quarter After Leaving Program
1995-96 1997-98 1999-2000 2001-2002 2003-2004
All All All Completers All Completers All Completers

Percentage self-reporting employment during
third quarter after leaving program ...........cccoceveveerieseeeeeenies 86 .. 83 i [ [C R 11 82 e 11 S L na
Percentage with employment reported by employers
to ESD during the third quarter after leaving program
Median quarterly hours worked, of those working
Percentage employed full-time (averaging 30 or

more hours/week) of those WOrking ............cccevreriericnieniieienns 63 e 65 .o (G I 68 .. 62 .o, 64 ..o [CY 63
Median annualized earnings of those Working ...............cco........ $19,348 .....$21,642 ...... 23,278...... $25,078 ....... $22,235 ... $23,192 ....... $22,456 ... $23,486
Median annualized earnings of those working and

not enrolled in fUrther @AUCAHION ..........ovevereeeree e reeseeenen $21,733 .... $23,367 ...... $25,182 ....... $22,313 ....... $23,227 ....... $22,603 ....... $23,741
Size of household in which median earnings

would support at poverty [evel ... 40 .. 47 . 52 i 58 i 49 .. 52 i 50 i 53
Size of household in which median earnings would

support at twice poverty I8VEl .........ccocevvveierieieecceeee s 1.0 14 . 1.6 i 1.9 e 15 e, 1.6 . 15 i, 1.7
Median hourly wage of those WOrking ............ccoc..ovvverereerrrrnnnens $11.32......9$12.18 ...... $13.16 ........ $13.70.......... $13.01 ......... $13.33 ......... $13.06 ........ $13.37
Percentage self-reporting receipt of medical

benefits from emplOYer ..o (YA 65 .o (G T 11 I I 11 I 72 e na
Percentage self-reporting receipt of pension

benefits from emplOYEr ..........cccovviiivieiieece s 44 ... 43 . 46 ., 11 I 48 ..o 11 I 52 i na

Notes: Earnings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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Workforce Training Results — 2006

Employment among CTC Job Preparatory students
is concentrated in the services, retail trade, public
administration, and manufacturing industries
(Figure 9). Compared to employment of the 2001-2002
cohort, much higher percentages of those from
2003-2004 were employed in the education services,
health care services, and public administration
industries, and much lower percentages were
employed in manufacturing and retail trade industries.

Employment and earnings varied by gender, race
and ethnicity, and disability status. Female and male
students were equally likely to be employed in the
third quarter after leaving their programs. Among
those with employment, however, the median

FIGURE 9 Industry of Employment of CTC Job
Preparatory Students in the Third Quarter

After Leaving Program: 2003-2004

Industry Group Employment
Natural Resources and Mining .........ccocceevrcrirencrncirenninnns 1.0%
CONSHTUCHION <. 3.8%
ManUFACIUTING .......ocuuiiricirce 72%
ABTOSPACE ... 1.6%
All Other Manufacturing ...........ccoceererereeerererneerenns 5.6%
Wholesale Trade ..ot 2.7%
Retail Trade ......c.ccveveeeeeeeceeeeecceccce e 12.4%
Transportation, Warehousing, and Utilities ............cc.ccc....... 3.0%
INFOrMALION ... 1.9%
Financial ACHIVItIES .......c.ccovevvvieeciceeeeeeeeeeeeeee e 51%
SEIVICES .ot 53.5%
Professional, Scientific, and Technical ...................... 4.1%
Administrative and Support, and Waste
Management and Remediation ............c.cocvcvienee. 7.4%
Education ......
Health Care
Social Assistance

Arts, Entertainment, and Recreation ......................... 1.7%

Accommodation and FOOd ...........cccccevvveverererevenennne 6.5%

All Other SEIVICES .......ovevevevereeeeeeeeeeeeee e 4.6%
Public Administration........................

Correctional Facilities ................

All Other Public Administration ...........

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.

earnings for female students were 79 percent of males;
their median hourly wage was 91 percent of males.
One reason for the earnings gap is that women
were less likely to be employed full time (58 percent
versus 67 percent). Another reason is women and
men choose to enroll in different types of programs.
Although women do enroll in high-wage programs—
they account for 9 out of every 10 students in
associate degree nursing and dental hygienist
programs—many more enroll in programs that pay
relatively low wages. Over one-third of the women
were enrolled in six relatively low-wage programs:
administrative support, early childhood education,
nursing assistants, social services, cosmetology,
and teaching/library assistants. Only 6 percent of
male students were enrolled in these programs.

African Americans and Native Americans were less
likely than whites to be employed in the third quarter
after leaving their programs. Of those employed, the
median earnings for Native Americans were 86
percent of whites, for African Americans 87 percent,
and for Hispanics 92 percent. Compared to white
students, Native American, African American, and
Hispanic students are less likely to have enrolled in
higher wage programs.

Employment outcomes and earnings also varied by
disability status. College records indicate 7 percent
of the students included in this study had a
disability. These students were less likely to have
employment during the third quarter after exit (51
percent versus 73 percent). They were also less
likely to work full time (52 percent versus 62 percent).
Among those working, the median hourly wage rate
of those with a disability was 83 percent of those
without a disability, and their median earnings were
71 percent of those with no reported disability.
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Community and Technical Colleges Job Preparatory Training

Net Impacts

Every four years the Workforce Training and Education
Coordinating Board conducts net impact and cost-
benefit analyses of workforce development programs.
The most recent net impact study was conducted in
2006 and examined the experience of participants
who left workforce development programs during the
2003-2004 and 2001-2002 program years.

The net impact analysis, conducted by the W.E. Upjohn
Institute for Employment Research (Upjohn), attempts
to estimate what happens to program participants as
compared to what would have happened if they had
not participated in a program. The objective is to
determine the short-term and longer-term impacts of
program participation on employment, hourly wages,
hours worked, quarterly earnings, and receipt of Ul
benefits and public assistance.

In order to estimate these impacts, individuals who
participated in a CTC Job Preparatory program were
compared to those who had similar characteristics,
but who did not participate in any of the programs
included in the study. The comparison group members
were selected from registrants to the state’s
employment service. Short-term net impacts were
derived by examining outcomes for individuals who
exited the program (or from the employment service)
in fiscal year 2003-2004 and longer-term impacts for
individuals who exited in fiscal year 2001-2002.

CTC Job Preparatory training has strong positive net
impacts on employment, wages, hours worked, and
earnings. Training substantially increases the lifetime
earnings of participants.

Figure 10 shows the short-term net impacts of CTC Job
Preparatory training. During the third quarter after
the 2003-2004 students left their programs, training is
associated with an increase of 9.2 percentage points
in employment as reported to ESD. The impact on
wage rates is $3.24% per hour, and the impact on hours
worked per quarter is 71.3 hours. There is a large

impact on mean quarterly earnings—$1,564. Training
is associated with decreases in the percentage
receiving Ul benefits and public assistance.

The longer-term net impacts of training are observed
9 to 12 quarters after students left the college during
the 2001-2002 school year (Figure 11). There are

strong, positive net impacts of training on employment,

Al dollar amounts are expressed in 2005 Q1 dollars.

FIGURE 10  Short-Term Net Impact Results for CTC Job
Preparatory Students Who Left the Program
During PY 2003-2004
All Program
Students  Completers

Employment: percentage in

reported employment .........cccoovveinienennns 9.2 i, 12.9
Mean Hourly Wage e $4.07
Mean Hours Worked Per Quarter ............. 713
Mean Quarterly Earnings ..........c.coc...... $1,56
TANF: percentage receiving ..........ccovevnes -0.5
Food Stamps: percentage receiving ......... 41 ..
Medical Benefits: percentage receiving .... -3.0 ... .
Ul: percentage receiving ......c.cccoeeerevnnen. A2

Notes: Short-term refers to impacts observed in the third quarter after
leaving the program. Earnings and wages are in 2005 Q1 dollars.

FIGURE11  Longer-Term Net Impact Results for CTC
Job Preparatory Students Who Left the

Program During PY 2001-2002

All Program
Students  Completers

Employment: percentage in

reported employment ..., 6.7 oo 9.5
Mean Hourly Wage .........ccoevevnerneernene. $2.06 ..........$3.18
Mean Hours Worked Per Quarter ............. 39.7 o 56.6
Mean Quarterly Earnings ..........c.ccc....... $1,008 ......... $1,529
TANF: percentage receiving..........cccoceeene.. 0.6 i 0.8
Food Stamps: percentage receiving ........ 04% -0.1
Medical Benefits: percentage receiving ... -0.2* ............. -1.3
Ul: percentage receiving ........c.cccverevncnnne 2.7 i 2.3

Notes: Long-term refers to impacts observed 9to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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hourly wage, hours worked, earnings, and reduction
in the percentage receiving Ul benefits in the longer-
term. However, despite training, there is a slightly
higher percentage receiving Temporary Assistance
to Needy Families (TANF) benefits.

The data allowed for separate analysis of both
students who completed their training and those
who left before completing. Both short-term and
longer-term net impacts of training are greater for
completers, indicating the value of students
completing their programs.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.?” Program
costs include both direct program costs and support
payments borne by the state and the tuition and
foregone earnings borne by program participants.
Benefits and costs are calculated for both the
observed period of time and based upon a statistical
model that estimated the benefits and costs out to
age 65. In order to compare benefits and costs in
terms of net present values, postprogram benefits
and costs are discounted by 3 percent per year and
all figures are stated in 2005 Q1 dollars. The benefits
and costs presented here are based on impacts
estimated for students leaving programs in 2001-
2002, because a longer-term follow-up is required
for this analysis.

For each student in CTC Job Preparatory training,
the public (taxpayer) cost is $7,560 over the length
of their enrollment, and the student cost is $3,869 in
tuition and $2,309 in foregone earnings while training
(Figure 12). During the first two and one-half years
after leaving college, the average trainee will gain
$13,644 in earnings. During the course of working
life to age 65, the average trainee will gain about
$88,100 in net earnings (earnings minus foregone

earnings) and about $18,100 in employee benefits.?
These are net gains compared to the earnings of
similar individuals who did not receive the training.

Projected participant benefits to age 65 outweigh
public costs invested in college training by a ratio of
about fourteen to one, or $102,368 to $7,560.%°

Over the lifetime of the participant, the total public
(taxpayer) costs is less than the program costs
because the training is associated with increased
tax revenues and decreased state social welfare
expenditures. From the time of leaving training to
age 65, the public is forecasted to gain over $15,600
per participant in additional social security,
Medicare, and federal income and state sales taxes,
and to save over $1,300 per participant in total Ul
benefits and other social welfare costs—far greater
than the direct cost of college training.

ZUpjohn estimated the impact of the net change in earnings on social security,
Medicare, and federal income and state sales taxes.

5This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $17,600.

#This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and the public

(taxpayers).
FIGURE 12 Benefits and Costs of CTC Job Preparatory Training
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
EaMings .......ccoovvevevveererannenns $13,644 ..o $90,455 ...,
Employee Benéfits .................. $2,729 oo $18,097 oo,
TaXeS oo -$2,354 ..o, $2,354 .............. -$15,603.......... $15,603
TranSfers® ..o, -$1796 ..o $179 ..o $1,324 ... $1,324
Costs
Foregone Eamnings .................. -$2,309 s -$2,309 ...,
Program Costs™ ........c.cccveenee. -$3,869 .......co.u.. -$7,560 ........o....... -$3,869.......... -$7,560
TOTAL oo $6,045 ............... $3,410 o $85,442........... $9,367

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

* Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

** Participant program costs refer to tuition only; it does not include costs such as books and supplies. Public program
costs do not include student financial aid programs.
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Areas for Inprovement

The large majority of students were satisfied with
their college training program. Most students
obtained jobs that paid a decent wage, and received
the support services they needed while enrolled.
Many students, however, continue to report they left
their programs with their need for information on job
openings unmet.

Despite the fact that slightly higher percentages of
students earned degrees or certificates compared to
two years ago, the completion rate remains at 58
percent. Colleges should strive to increase the rates
of successful completions.

The colleges might do more to eliminate gender and
racial and ethnic differences in the labor market
outcomes. Efforts to recruit women and minorities
into higher wage programs should continue and may
be facilitated by enhanced assistance in selecting a
training program, another area of need. There
should also be efforts to improve labor market
outcomes for participants with disabilities.

The median age of CTC Job Preparatory students
remains high. Colleges should continue efforts to
increase enrollments in these programs among
young people.
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PRIVATE CAREER SCHOOLS

Private career schools are independent businesses
that provide students with training in a variety of
occupations. No public funds are appropriated for
private schools, but eligible students may:

* Obtain federal grants and loans to pay for
educational expenses if the school they choose
has been authorized to participate in federal
student aid programs.

 Secure funding under the state’s Worker
Retraining program.

e Use “Individual Training Account” vouchers,
funded under the Workforce Investment Act
(WIA) Title I-B.

There are roughly 351 private career schools in
Washington State. The Workforce Training and
Education Coordinating Board (Workforce Board)
licenses 254 certificate-granting vocational
institutions. The Higher Education Coordinating
Board authorizes 17 private schools that grant
associate degrees (10 of which also grant
baccalaureate degrees). The state’s 80 cosmetology
schools are regulated by the Department of
Licensing. Only the schools licensed by the
Workforce Board are included in this study.

This study is based on information from 183
certificate-granting schools licensed by the
Workforce Board that reported sufficient data.
Program records were collected on 17,099 students
who left programs during the 2003-2004 school
year.* The median length of enrollment for these
students was four months. However, the lengths

of Private Career School programs vary widely, and
in 2003-2004, one quarter of the students had
enroliment lengths greater than ten months, while
another quarter had enrollment lengths of less
than one month.

The study includes information from student enrollment
records; Employment Security Department (ESD)
wage files from Washington, Idaho, and Oregon; and
federal employment records. In addition, 203 students
completed a telephone survey, providing additional
data on employment and their satisfaction with the
training. Employer satisfaction information was
obtained through a survey administered during the
summer of 2005; 316 firms that hired new employees
who recently completed a Private Career School
program responded to the survey.

Participant Characteristics

People of color continue to be well represented
among private career school students (Figure 1).%"
The percentage of students from African American

¥These data do not provide full coverage of the private career school sector.
However, coverage is improving. The evaluation for 2001-2002, for example,
was based on records for 16,543 students from 170 schools. In 2003-2004, there
were 254 Workforce Board-licensed private career schools. Of those not
included in this study, 23 were new schools or school under new management
and, therefore, did not have exiters in 2003-2004; 14 were existing schools that
had no exiters in 2003-2004; and 9 schools provided no data or insufficient data
to be included in this study.

3n this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 Private Career School Students and
Completers by Race and Ethnicity
7.7% 6.5%
9.1% 9.6%
African American 5.4% 51%

0.5%
1.7%

0.4%
2.1%

Asian/Pacific Islander
Hispanic

[ Multiracial

[ Native American

[l White

75.6%

All Students

Completers Only
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backgrounds was particularly noteworthy: African
Americans accounted for nearly 8 percent of the
students, but they represent only 3 percent of the
state’s population (ages 16-74). In general, the racial
and ethnic makeup of those who successfully
completed their Private Career School program
mirrors the distribution of all Private Career School
students who left the program in 2003-2004.

Of the 2003-2004 Private Career School cohort,
56 percent were women, up from 51 percent in 2001-
2002. Of the completers, 55 percent were women.

The typical (median) student was age 28 when
enrolled; one quarter was under the age of 22 and
another quarter was over 40. When they enrolled,
72 percent had not previously attended college;

15 percent had attended college without receiving a
credential; 7 percent had a certificate or associate’s
degree; and 6 percent had a baccalaureate or
higher degree.

Competency Gains

Of the students who left private career schools in
2003-2004, 78 percent completed their program; this
was up from the 72 percent of those leaving in 2001-
2002 who had completed their programs.

According to the survey results, 90 percent of students
indicated they entered a private career school to
learn skills for a new job; the same percentage that
so indicated two years ago. In addition to job-
specific skills, students received other types of
training (Figure 2). As in previous studies, the majority
of students also received training in computer and
workplace skills. Fewer, however, received training
in machinery operation and basic skills.

For both 2001-2002 and 2003-2004, students tended
to report their skills improved as a result of training.
Students were more likely to report “a lot” of
improvement in technical skills, such as job-specific
skills and machinery operations, and less likely to

report “a lot” of improvement in workplace skills,
such as teamwork, work habits, and in basic skills
(Figure 3). Amuch higher percentage of the 2003-
2004 students reported “a lot” of improvement in job-
specific skills (74 percent versus 66 percent).

FIGURE 2

Private Career School Students Receiving
Various Skills Training
(percentages)

Team  Prob.
Work ~ Solv.

Divers. Com- Work Mach. Math ~ Wrt. Eng.  Read.
puter Habits  Oper.

FIGURE3  Private Career School Students Receiving
Various Skills Training Who Reported Their
Skills Improved a Little or a Lot

(percentages)

[l 'mproved a Little Improved a Lot

Job- Mach.  Com-  Divers. Prob. Work  Team Writ. ~ Math
Spec.  Oper.  puter Solv.  Habits ~ Work
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Among those employed after training, 62 percent FIGURE 4 Private Career School Students Very or Somewhat
stated their job was related to the training they Satisfied ‘?Sg:cz;?fgr:;' Features
received; virtually the same percentage as reported

by the 2001-2002 students.

[l Very Satisfied Somewhat Satisfied

Participant Satisfaction

The 2003-2004 students reported higher levels of
satisfaction with their programs than those in 2001-
2002. Eighty-four percent reported they had met
their educational objectives compared to seventy-
eight percent who so reported two years ago.
Eighty-one percent indicated they were “very

Times  Teaching Locat. Prog. Career Equip.  Faciities Interact Advice Prog.
satisfied” or “somewhat satisfied” with their program Qualty Length  Useful Wi, Skt oo
as a whole; two years ago, seventy-five percent
repOIl’tled this level of SatISfaCtIPn' When asked about FIGURE5  Private Career School Students Needing a Service and Leaving With Need Unmet
specific program features, satisfaction tended to be (percentages)

highest with times and the quality of teaching. [ Needing Service
Satisfaction tended to be lower with the program
cost and advice on selecting a program (Figure 4).

Need Unmet

Similar to previous studies, students cited

information about job openings and financial

assistance as support services most needed while 2

enrolled (Figure 5). In most cases, services needed 15

were provided. Unfortunately, nearly one-fourth of 1 10 B v 9 n 5 n g 1 1

StUdentS reported their need fOI' information abOUt Job Financ. Resume Inter- Job Career Gowt. Child  Transport. Servs.
H : . : Open. Assist. Writ. viewin, Search or Job Servs. Care Assist. for
job openings was not met; however, this was lower o, O et Comss. b At Disabled

than the one-third two years ago.

Employer Satisfaction FIGUREG  Employers Very or Somewhat Satisfied With Various Skills of New Employees
The employer satisfaction survey asked firms to Who Recently Completed a Private Career School Program

evaluate new employees who had recently (percentages)

completed a program at a private career school. [l Very Satisfied || Somewhat Satisfied

Ninety-four percent said they were either “somewhat
satisfied” or “very satisfied” with the overall work
quality of these new employees; slightly less than
the ninety-eight percent who so indicated in the
previous survey (Figure 6). Compared to two years
ago, much lower percentages of employers were
“very satisfied” with new employees’ teamwork,
acceptance of supervision, and job-specific skills.

Com-  Adapt.  Overall Work  Com- Overall Read. Accept  Job- Prob.  Math  Team Writ.
puter to Work ~ Habits ~ mun-  Produc- Supervis. Spec.  Solv. Work
Chng.  Qual. ication tivity Skills
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Employment and Earnings

According to survey responses, 78 percent of the
2003-2004 students were employed during the
period seven to nine months after leaving their
program (Figure 7).% To find out more about the
students’ postprogram employment and earnings,
we matched student records with ESD wage files
from Washington and neighboring states. These files
contain information on only those individuals with
employment reported for unemployment insurance
(U1) benefits purposes (approximately 90 percent of
in-state employment, with self-employment, active
military duty, and those working for religious,
nonprofit organizations being the major groups of
employers not included).

Record matches found 65 percent of the 2003-2004
Private Career School cohort had reported
employment during the third quarter after they left
their program. Their median hourly wage® was $11.64,
and they had median annualized earnings of $18,849.

Compared to noncompleters, program completers
were slightly more likely to be employed and
working full time. Noncompleters had a median
wage that was about 85 percent of completers.

#In the survey, students were asked whether they were employed or seff-
employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

®All wages and eamings are stated in 2005 Q1 dollars.

FIGURE 7 Employment and Earnings of Private Career School Students in the Third Quarter After Leaving Program
1997-98 1999-2000 2001-2002 2003-2004
All All Completers All Completers All Completers
Percentage self-reporting employment during
third quarter after leaving program ...........cccocevevveieeiiesieenns 87 e 87 e A0 [ T i, 11 J 78 i, na

Percentage with employment reported by employers

to ESD during the third quarter after leaving program

Median quarterly hours worked, of those working ............cccccevee.

Percentage employed full-time (averaging 30 or

more hours/week) of those WOrking ............ccccoeeverrerrcerieisinennnns
Median annualized earnings of those working ...............cc.......
Size of household in which median earnings

would support at poverty level ... 35 44 ... 48, 43 e L/ 3.8 e 4.2
Size of household in which median earnings would

support at twice poverty I8VEl ..........cocevevieicrieieeeee s 0.9 e 1.3 i, 15 e 12 s T4 i, 1.0 e 1.1
Median hourly wage of those WOrking ............c....covvvereveerrinens $10.08 ..o $12.07......... $12.45.............. $12.20 ......... $12.65............ $11.64 ............ $11.99
Percentage self-reporting receipt of medical

benefits from emploOYer ...........cccoveiviiieiieeee e 68 e, I 11 64 ..o 11 DR 68 e na
Percentage self-reporting receipt of pension

benefits from emploYer ...........cccoceveiieiieieee e 33 s 39 11 36 i 11 DR 36 o na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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As in the previous study, employment among Private
Career School students is concentrated in services,
especially health services and retail trade industries
(Figure 8). Compared to two years ago, those leaving
their programs in 2003-2004 were more likely to be in
services and less likely to be in retail trade industries.

Employment and earnings varied by gender, race
and ethnicity, and disability status. Female and male
students were equally likely to be employed in the
third quarter after leaving their programs. Females,
however, were less likely to be employed full time
(52 percent compared to 61 percent) and among
those employed, their median hourly wage was 86
percent of males.

FIGURE 8 Industry of Employment of Private Career
School Students in the Third Quarter After
Leaving Program: 2003-2004
Industry Group Employment
Natural Resources and Mining ...........covvvvinrnnninnneinnes 1.0%
CONSHIUCHION <. 4.3%
ManUaCtUNNG ......ocvevei s 6.8%
ABTOSPACE ...t 1.5%
All Other Manufacturing .........ccccvvevervenenrnrenninens 5.3%
Wholesale Trade .......ccccveveveveveeeeeeeeeeee e 3.4%
Retail Trade ......c.cucveveeeeeeecceeeeccceecee e 13.7%
Transportation, Warehousing, and Utilities ........................ 7.0%
TIUCKING v 4.0%
All Other Transportation, Warehousing,
aNd ULIIHES ..o 2.9%
INFOrMALION ..o 2.0%
Financial ACHIVIIES ........ccovvveveeieieeeeeeeeeceee e 4.6%
SEIVICES ..ottt 55.6%
Professional, Scientific, and Technical ........................ 3.0%
Administrative and Support, and Waste
Management and Remediation .............cccovvvienne. 10.7%
EAUCALON .o 2.7%
Health Care ......cccovoveveveeeieeeeeeeeeeeeeeee e 19.8%
S0Cial ASSIStANCE ......covevvveveieeeee e 2.4%
Arts, Entertainment, and Recreation ..............c.coco....... 2.6%
Accommodation and Food ...........cceeeveveviiiiiiiinirnne, 9.7%
All Other SEIVICES ......cvveeeeeceereeeeeeeee e 4.7%
Public Administration ...........ccccocevveveeeeeeeeeeceeeeeeeeeeeeee e 1.6%
TOTAL oottt 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.

Native American students were less likely than white
students to be employed in the third quarter after
leaving their programs (57 percent versus 66
percent). Asians/Pacific Islanders and Hispanics
were more likely to be employed full time compared
to whites (62 percent, 61 percent, and 55 percent,
respectively). African Americans had a median wage
that was 90 percent of whites, Hispanics and Native
Americans had median wages that were about 94
percent of whites, and Asians/Pacific Islanders had
median wages that were 96 percent of whites.

Employment outcomes and earnings also varied by
disability status. College records indicate that about
2 percent of the students included in this study had
a disability. Compared to students without
disabilities, students with disabilities were less likely
to have reported employment during the third
quarter after exit (49 percent versus 65 percent).
However, they were as likely to be working full time
and have a similar median wage.

Net Impacts

Every four years the Workforce Board conducts net
impact and cost-benefit analyses of workforce
development programs. The most recent net impact
study was conducted in 2006 and examined the
experience of participants who left programs during
the 2003-2004 and 2001-2002 program years.

The net impact analysis, conducted by the W.E. Upjohn
Institute for Employment Research (Upjohn), attempts
to estimate what happens to program participants as
compared to what would have happened if they had
not participated in a program. The objective is to
determine the short-term and longer-term impacts of
program participation on employment, hourly wage,
hours worked, quarterly earnings, and receipt of Ul
benefits and public assistance.

In order to estimate these impacts, individuals who
attended a private career school were compared to
individuals who had similar characteristics, but who
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did not participate in any of the programs included in
the study. The comparison group members were
selected from registrants to the state’s employment
service. Short-term net impacts were derived by
examining outcomes for individuals who exited the
programs (or from the employment service) in fiscal
year 2003-2004 and longer-term impacts for
individuals who exited in fiscal year 2001-2002.

Private Career School programs have positive net
impacts on employment, wages, hours worked, and
earnings. Training increases the lifetime earnings of
participants.

Figure 9 shows the short-term net impacts of Private
Career School training. During the third quarter after
the 2003-2004 participants left their programs,
training is associated with an increase of 4.8
percentage points in employment as reported to
ESD. The impact on hourly wage is $1.86% per hour
and the impact on hours worked per quarter is 40.7
hours. There is a positive net impact on mean
quarterly earnings—$686. Training is associated
with decreases in the percentages receiving Ul
benefits and public assistance.

The longer-term net impacts of training are observed
9 to 12 quarters after participants left the schools
during the 2001-2002 school year (Figure 10). There
are also positive impacts of training on employment,
hourly wage, hours worked, earnings, and reduction
in the percentage receiving Ul benefits in the longer-
term. However, there are a slightly higher
percentage of students receiving Temporary
Assistance to Needy Families (TANF).

The data allowed for separate analysis of students
who completed their training and those who left before
completing. The short and longer-term net impacts
of training are better for completers, indicating the
value of students completing their programs.

#All dollar amounts are expressed in 2005 Q1 dollars.

FIGURE 9 Short-Term Net Impact Results for Private
Career School Students Who Left the School
During PY 2003-2004

All Program
Students Completers

Employment: percentage
in reported employment ..o 48 i 7.3
Mean Hourly Wage ........cc.ccoovververnnnenn. $1.86 ovvvvenes $2.26
Mean Hours Worked Per Quarter ............
Mean Quarterly Eamings ..........ccccocvveneen.
TANF: percentage receiving ..........ccovevnes -0.
Food Stamps: percentage receiving ......... 4.8 ..
Medical Benefits: percentage receiving .... -3.3
Ul Benefits: percentage receiving............. -0.9

Notes: Short-term refers to impacts observed in the third quarter after leaving
the program. Earnings and wages are in 2005 Q1 dollars.

FIGURE 10 Longer-Term Net Impact Results for Private
Career School Students Who Left the School
During PY 2001-2002

All Program
Students Completers

Employment: percentage

in reported employment ..........cccccovveeennen 43 6.4
Mean Hourly Wage ........cc..ccoovvemvverrerennn. $1.03 ..ooooooo $1.61
Mean Hours Worked Per Quarter .............. 210 34.9
Mean Quarterly Eamings .........ccccocvvnnenee
TANF: percentage receiving
Food Stamps: percentage receiving .......... 0.6* covevine. -1.8
Medical Benefits: percentage receiving ..... 0.4* ............... -1.2
Ul Benefits: percentage receiving .............. 2 i 2.0

Notes: Longer-term refers to impacts observed 9 to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.* Program
costs include both direct program costs and support
payments borne by the state and the tuition and
foregone earnings borne by students. Benefits and
costs are calculated for both the observed period of
time and based upon a statistical model that
estimated the benefits and costs out to age 65. In
order to compare benefits and costs in terms of net
present values, postprogram benefits and costs are
discounted by 3 percent per year and all figures are
stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
students leaving programs in 2001-2002, because a
longer-term follow-up is required for this analysis.

For each student in Private Career School
programs, the public (taxpayer) cost is assumed to
be $0, and the student cost is $294 in foregone
earnings while training (Figure 11). There is also a
student cost for tuition, which can be substantial. An
average tuition cost per student was not determined
because of the extremely wide variability among
schools and training programs. During the first two
and one-half years after leaving a school, the
average trainee will gain about $4,700 in earnings.
During the course of working life to age 65, the
average trainee will gain about $29,400 in net
earnings (earnings minus foregone earnings) and
over $5,900 in employee benefits.* These are net

gains compared to the earnings of similar individuals

who did not receive the training.

%Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

%This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. The foregone eamings
for private career school students is relatively small, therefore, if the same
benefit percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about the same §5,900.

From the time of leaving training to age 65, the
public is expected to gain over $5,126 per participant
in additional social security, Medicare, federal
income and state sales taxes, and to save about
$940 in total Ul benefits and social welfare costs.

FIGURE 11 Benefits and Costs of Private Career
School Training
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant  Public
Benefits
Earnings .....ccooevevevverensiesisins SAT0M e $29,719 ...
Employee Benefits ..........ccccovvverrnnne. $940 .o $5,944 .............
TAXES weoveeeeeeeeeeeeeeeeeeeeeeee e $811 G811 e -$5,126 .. $5,126
TraNSTRIS™ oo -$1559....... $1,559 oo, -$941 ... $941
Costs
Foregone Earnings .........ccccoevvrvenes 294 .o -$294 .............
Program Costs™ ..........cccovevverrererirerinnnn. e B0 s B s $0
TOTAL v s 2,370 e ** .. $6,067

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

**Participant program cost, i.e., tuition, is not included in this table because of the substantial variability across private
career schools and training programs. Therefore, participant total could not be calculated. Program costs do not include
student financial aid programs.
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Areas for Inprovement

The majority of Private Career School students
reported they were satisfied with their training, they
were employed, their training was related to their
jobs, and their job-specific skills increased “a lot.”
Access to needed support services while enrolled
was generally high.

There are, however, some areas for improvement.
Despite the fact that the state’s economy had
started to improve, there continued to be declines in
postprogram employment and earnings.*” Although
improved since the last survey, one-fourth of

students left the schools with an unmet need for
information on job openings. The wages of students
differ by gender and race and ethnicity. Women earn
less than men, and students from racial and ethnic
minority backgrounds earn less than whites. Efforts
should be made to recruit women and minorities into
higher wage programs.

¥\When interpreting Private Career School trend data, it is important to keep in
mind that this sector, more than any other, has a changing institution
composition over time. That is, existing entities are more likely to leave the
sector and new entities are more likely to enter the sector over time than, for
example, the community and technical college sector or the WIA workforce
development area sectors.
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APPRENTICESHIP

Apprenticeship in Washington is governed by the
Washington State Apprenticeship and Training
Council and administered by the Department of
Labor and Industries. Apprenticeship combines
classroom studies with extensive on-the-job training
under the supervision of a journey-level craft person
or trade professional. Apprentices receive wages,
health, pension, and other benefits while learning
occupational skills. Apprenticeships require
applicants be at least 16 years old (18 for
construction trades), and most require at least a
high school diploma or GED for entrance.

For this study, administrative records were obtained
for 2,713 apprentices who left a program during the
2003-2004 program year. Overall, apprentices spent
a median of 29 months in their program. Among
Apprenticeship completers, the median program
length was 44 months.

This study includes information from the
Employment Security Department (ESD) wage files
from Washington, ldaho, and Oregon, and federal
employment records. In addition, 149 apprentices
completed a telephone survey, providing additional
data on employment and their satisfaction with the
training. Employer satisfaction information was
collected through a survey conducted during the
summer of 2005; 194 firms that hired new employees
who recently completed an Apprenticeship program
responded to the survey.

Participant Characteristics

Apprentices reflect the racial and ethnic diversity of
the state population (Figure 1).3 Minority groups,
with the exception of Asians/Pacific Islanders, are
represented at or above their proportions of the
state population (ages 16-74). African Americans,
Hispanics and Native Americans are not as well
represented in the completer group as they are in
the Apprenticeship group as a whole.

Relatively few women enter Apprenticeship
programs; only 15 percent of the 2003-2004
apprentices were women. This is similar to the
13 percent of the 2001-2002 cohort.

The typical age at which apprentices entered their
programs was quite high. The median age at
enroliment was 28 years. One quarter of the
apprentices was aged 36 or older.

Competency Gains

Of the apprentices leaving their program in 2003-
2004, 40 percent completed their Apprenticeship
program, which is about the same percentage of the
2001-2002 cohort who completed.

38In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics);
non-Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 Apprenticeship Participants and
Completers by Race and Ethnicity
6.0% 3.7%
36% 4.0%
African American

Asian/Pacific Islander
Hispanic

[ Multiracial

[ Native American

[l White

Al Participants

Completers Only
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FIGURE 2 Apprentices Receiving Various Skills Training By deﬁnition, peop|e enter an Apprentioeship
(percentages)

program to acquire occupation- or industry-specific
training. Many apprentices also receive training in
general workplace skills such as teamwork and
problem solving. They receive both classroom* and
on-the-job training, and our survey asked
apprentices about their experience with both.

Classroom Skills Training

Machin. Math Prob. Team Work Divers. Comptr. ~ Writing ~ Reading  English As with the 2001-2002 COhOf't, these apprentices
Operat. Solv. Work  Habits Speak. reported receiving classroom training in a variety of
skills (Figure 2). With the exception of math,
apprentices of both cohorts were least likely to
receive basic skills training.

FIGURE 3 Apprentices Receiving Various Skills Training In both the previous and current studies, apprentices
Who Reported Their Skills Improved a Little or a Lot rted their skills i . q
(percentages) reported their skills in many areas improved as a
result of the classroom training (Figure 3). The 2003-
[l ImprovedaLot [ Improved a Little 2004 cohort, however, were less likely than the 2001-
2002 cohort to indicate “a lot” of improvement in job-
specific skills (62 percent versus 72 percent) and
computer skills (19 percent versus 41 percent).
Regardless, apprentices continued to report more
substantial improvements in technical and math
skills than in general workplace skills.

Among apprentices who were employed when
et oo b Weth Tear ok Divers. Compt. surveyed, 85 percent reported their training was

related to their job, slightly less than the 88 percent
who so reported two years ago.

On-the-Job Skills Training

As in the previous study, high percentages of
apprentices reported receiving on-the-job training in
machinery operations and various workplace skills
(Figure 4).

FIGURE 4 Apprentices Receiving On-the-Job Training in Various Skills
(percentages)

®Apprentices are required to participate in at least 144 hours of classroom
training annually.

Machin. Work Prob. Team Divers. Math Comptr. Writing Reading English
Operat. Habits Solv. Work Speak.
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Apprentices continue to rate improvements in
various skills areas due to their on-the-job training
highly (Figure 5). As expected, the highest
percentages indicated “a lot” of improvement in their
job-specific and machinery operation skills.

Participant Satisfaction

The 2003-2004 apprentices expressed similar high
levels of overall satisfaction as in the previous
study: 84 percent expressed satisfaction with their
classroom training and another 84 percent with their
on-the-job training. Eighty-two percent met their
educational objectives by participating in the
training, down slightly from the eighty-nine percent
of the 2001-2002 apprentices. Apprentices were
more likely to be “very satisfied” with the facilities
and cost of their programs and less likely to be “very
satisfied” with advice on selecting a training
program and program length (Figure 6).

Apprentices reported a much lower need for support
services than the other groups we studied. Their
greatest needs were for information on job openings
and financial assistance, and most of those who
required support services received them (Figure 7).

Employer Satisfaction

The employer satisfaction survey asked firms to
evaluate new employees who had recently
completed an Apprenticeship program. Most
employers were at least somewhat satisfied with all
these skill categories (Figure 8). Comparisons to the
previous survey indicate a much higher percentage
of employers “very satisfied” with the following skills:
computer (55 percent versus 31 percent), problem-
solving (42 percent versus 25 percent),
communications (50 percent versus 35 percent),
adaptability to change (56 percent versus 44
percent), and overall work quality (51 percent versus
41 percent). A much lower percentage, however,
indicated being “very satisfied” with job-specific
skills (35 percent versus 54 percent) and teamwork
(38 percent versus 50 percent).

FIGURE 5 Apprentices Receiving On-the-Job Training in Various Skills Who
Reported Their Skills Improved a Little or a Lot
(percentages)

. Improved a Lot Improved a Little

19 19

. 49 46 49 48

Job-Specific Machin. Prob. Team Math Divers. Work
Skills Operat. Solv. Work Habits

FIGURE 6 Apprentices Very or Somewhat Satisfied With Program Features
(percentages)

. Very Satisfied Somewhat Satisfied

Program  Facilities Location Career  Equipment  Times Teaching  Interact Prog. Advice
Cost Useful Quality ~ w/nstructr. ~ Length  Selecting
Program
FIGURE 7 Apprentices Needing a Service and Leaving With Need Unmet
(percentages)

. Needing Service Need Unmet

Job Financ. Govt. Child Resume Career Inter- Job Transport. ~ Servs. for
Opening Assist. Servs. Care Writing or Job viewing Search Assist. Disabled
Info. Info. Assist. Counsel. Assist.

FIGURE 8 Employers Very or Somewhat Satisfied With Various Skills of New
Employees Who Recently Completed an Apprenticeship Program
(percentages)

. Very Satisfied Somewhat Satisfied

“4 8 M By 8 G 5w

Adapt. Comptr.  Work Overall Com-  Accept Overall Read. Prob.  Math  Team Job-  Writing
to Habits ~ Work ~ mun-  Super- Product. Solv. Work  Spec.
Change Quality ication  vision Skills
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Employment and Earnings

Labor market outcomes for Apprenticeship programs
are higher than for any other program we studied. In

addition to the quality of Apprenticeship training and

the wage levels in these occupations, this result may
be due to the relatively long length of the program.

According to survey results, 87 percent of
apprentices reported being employed seven to nine
months after leaving training (Figure 9).% To find out
more about the apprentices’ postprogram
employment and earnings, we matched participant
records with ESD wage files from Washington and
neighboring states. These files contain quarterly
earnings and hours worked information on those
individuals with employment reported for
unemployment insurance (Ul) benefits purposes
(approximately 90 percent of in-state employment,

Record matches found 73 percent of apprentices
had reported employment during the third quarter
after they left the program. Their median wage*' was
$21.96 per hour, and annualized earnings were
$33,229. The median wage of apprentices is high,
but there is considerable variation in wages (Figure
10). Limiting our analysis to just those apprentices
who completed their program, the outcomes are
even better. These results highlight the importance
of completing an Apprenticeship program.

“In the survey, apprentices were asked whether they were employed or self-
employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

“'All wages and eamings are stated in 2005 Q1 dollars.

FIGURE 10 Distribution of Hourly Wages of Apprentices
in the Third Quarter After Leaving Program

i 3 ; i Quartile Hourly Wage
with §elf emplgyment, actlve.duty m|.I|ta|.fy, and ‘Fhose HGNESE oo Above $30.15
working for religious nonprofit organizations being Thid o $21.96-$30.15
the major groups of employers not included). SEOON ....oovvveriiivrresss s $13.53-$21.96

LOWESE ... Below $13.53
FIGURE 9 Employment and Earnings of Apprentices in the Third Quarter After Leaving Program
1995-96 1997-98 1999-2000 2001-2002 2003-2004
All All Completers Al Completers All Completers All  Completers
Percentage self-reporting employment during
third quarter after leaving program ..........cccocoeverervreireinnnn. 93 s 93 s NA .o 92 Na .ccoonen. 87 i Na ..o 87 e na

Percentage with employment reported by employers

to ESD during the third quarter after leaving program

Median quarterly hours worked, of those working .................

Percentage employed full-time (averaging 30 or

more hours/week) of those Working ............cccovvvininiins

Median annualized earnings of those working ................

Size of household in which median earnings

would support at poverty level ..., 7.9 s T4 . 126 v 8.7 ... 147 . 8.1 12.7 o, 8.3 14.1
Size of household in which median earnings would

support at twice poverty [evel ..., 3.0 i 2.7 s 53 s 34 ... 6.4 .o 3T 54 32 e, 6.1
Median hourly wage of those WOrking .............cccc...coevvveene. $20.38.......... $18.76 ......... $27.03 ......$20.66 ... $29.30 ...... $21.77 ....... $29.16........ $21.96...... $29.65
Percentage self-reporting receipt of medical

benefits from employer ... 81 i, 83 s 11 I 89 v NA .o 87 e Na .o 83 e na
Percentage self-reporting receipt of pension

benefits from employer ..., T2 e 78 i 11 IO 81 11 T 80 .o (- JO 82 i na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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During the third quarter after leaving their programs,
the majority of apprentices were employed in
construction industries (Figure 11). Many
apprentices, however, took jobs in manufacturing,
services, retail trade, and public administration.
Most of the apprentices employed in manufacturing,
retail trade, and service industries left their
programs without completing training.

FIGURE11  Industry of Employment of Apprentices in
the Third Quarter After Leaving Program:
2003-2004
Industry Group Employment
Natural Resources and Mining ..........cccoceevieriniriinines 0.9%
CONSHIUCHON ..o 53.5%
Construction of BUIldiNgS ........ccccvevrereiriiriereincireins 7.6%
Heavy and Civil Engineering Construction .............. 5.3%
Foundation, Structure, and Building
Exterior CONtractors ..........ccovveveereniesereriennnnns 8.0%
Building Equipment Contractors ............cccoceeereenee. 22.8%
Building Finishing Contractors ...........cccccoevveeinnnn. 8.2%
All Other Specialty Contractors ...........cccocvevieneenees 1.7%
ManUFACIUNING ..o 7.9%
Wholesale Trade .........cccoovivrnienrneeseeeseees 2.7%
Retail Trade ..o 4.3%
Transportation, Warehousing, and Utilities .................... 2.8%
INFOrMALION ... 0.2%
Financial ACHIVIEIES .......c.vvveveierrcesecee e 1.2%
SEIVICES vt 22.5%
Professional, Scientific, and Technical .................... 1.4%
Administrative and Support, and Waste
Management and Remediation .............c.ccccoeueeee 5.6%
EdUCAION .o 7.3%
Health Care ........cccoeveeveeeeecee s 1.6%
Social ASSISaNCE ........ccoevvvveiiieieeiee e 1.0%
Arts, Entertainment, and Recreation ....................... 1.1%
Accommodation and FOOd ........cccccvvvevriinernnnnn 2.9%
All Other SEIVICES ......vuvviiveiciireeeeiese e 1.6%
Public AdmINIStration ............cccoevevieeniieesceeeeens 3.9%
TOTAL oot 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.

Employment and earnings outcomes varied by gender
and race and ethnicity.*? \WWomen were as likely as
men to be employed in the third quarter after leaving
their Apprenticeship program, but less likely to be
employed full time (47 percent versus 64 percent). Of
those employed, women had median hourly wages
that were 60 percent of males and median
annualized earnings that were 56 percent of males.

Within the construction industries, however, male
and female apprentices earned relatively the same
wage (females’ median wage was 92 percent of
males). It appears that an important factor
contributing to the gender gap in earnings is the
concentration of women in Apprenticeship programs
that provide training outside the construction;
precision, production, craft; and machinist trades.
Among those leaving during 2003-2004, 49 percent of
women (and virtually no men) left Apprenticeship
programs in early childhood education and teaching/
library assistantship (Figure 12). Wages in these
fields are considerably lower than in the
construction; precision, production, craft; and
machinist trades.

“Apprenticeship administrative records do not include information on disability
status.

FIGURE12 Distribution of Apprentices by Trade Group

and Gender

Females

Males

Trade Group
Construction Trades .........ccoveurererierircenennn.
Precision, Production, Crafts ...
Machinist .........ccccovirirninnn.
Transportation Operators ............cccocveeereene.
Industrial Technology .........cccoeeeerirnininninns
Early Childhood Education ...
Teaching/Library Assistant ..........c.ccccrerennee
Other ...

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD 21



Apprenticeship

African American, Native American, and Hispanic
apprentices were less likely than whites to be
employed in the third quarter after leaving their
programs. African Americans were also less likely to be
employed full time. For those employed, the median
wage for African American apprentices was only 71
percent of whites; the median wage for Asians/
Pacific Islanders was 87 percent of whites; and the
median wage for Hispanics was 94 percent of whites.

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left workforce development
programs during the 2003-2004 and 2001-2002
program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short-term and
longer-term impacts of program participation on
employment, hourly wage, hours worked, quarterly
earnings, and receipt of Ul benefits and public
assistance.

In order to estimate these impacts, individuals who
participated in an Apprenticeship program were
compared to individuals who had similar
characteristics, but who did not participate in any of
the programs included in the study. The comparison
group members were selected from registrants to
the state’s employment service. Short-term net
impacts were derived by examining outcomes for
individuals who exited the programs (or from the
employment service) in fiscal year 2003-2004 and
longer-term impacts for individuals who exited in
fiscal year 2001-2002.

Apprenticeship programs have very large, positive
impacts on employment, wages, hours worked, and
earning. Training substantially increases the lifetime
earnings of apprentices.

Figure 13 shows the short-term net impacts of
Apprenticeship training. During the third quarter after
the 2003-2004 apprentices left their program,
training is associated with an increase of 7.4
percentage points in employment as reported to
ESD. The impact on wage rates is $7.26*° per hour,
and the impact on hours worked per quarter is 33.5
hours. There is a very large impact on mean
quarterly earnings—$3,001. Training is associated
with modest declines in the percentages receiving
food stamps and medical benefits. There is a higher
percentage receiving Ul benefits. To a large extent,
this impact on receipt of Ul benefits is a function of
the seasonality of the construction industry in which
many of the apprentices are employed.

“All dollar amounts are in 2005 Q1 dollars.

FIGURE 13 Short-Term Net Impact Results for
Apprentices Who Left the Program During
PY 2003-2004
All Apprenticeship
Apprentices Completers

Employment: percentage

in reported employment .................. T4 i 18.8
Mean Hourly Wage ...........cccoevvee. $7.26 ..o $14.29
Mean Hours Worked

Per Quarter ........ccovvvvvreiennn. 335 61.8
Mean Quarterly Earnings ............. $3,001 covven $5,990
TANF: percentage

receiving aid .........ccccoeverirrinnnnn. 04% -0.8
Food Stamps: percentage

FECEIVING -.vvvveeiciieieeeeeie e S35 6.5
Medical Benefits: percentage

FECEIVING «.vovvveiiciieeeeeieeie e 238 5.3
Ul Benefits: percentage

TECEIVING -.vovveceeeieeereiee e M3 25.5

Notes: Short-term refers to impacts observed in the third quarter after leaving
the program. Earnings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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The longer-term net impacts of training are
observed 9 to 12 quarters after apprentices left
training in the 2001-2002 program year (Figure 14).
In the longer-term, there also are positive impacts of
training on employment, hourly wage, hours worked,
and earnings. Training is associated with declines in
the percentages receiving Temporary Assistance to
Needy Families (TANF), food stamps, and medical
benefits and an increase in the percentage receiving
Ul benefits.

The data allowed for separate analysis of both
individuals who completed their Apprenticeship
program and those who left before completing. The
short-term and longer-term net impacts are
substantially greater for completers, indicating the
value of completing an Apprenticeship program.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.* Program

“Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

FIGURE14  Longer-Term Net Impact Results for
Apprentices Who Left the Program

During PY 2001-2002

All Apprenticeship
Apprentices Completers

Employment: percentage

in reported employment ................. 6.8 o 16.1
Mean Hourly Wage ..........ccccoevunen. $5.58 ..o, $11.64
Mean Hours Worked Per

QUAMET ... 203 o 59.5
Mean Quarterly Earnings ............. $2,281 o, $4,965
TANF: percentage

receiving aid .......c.oovvvererveeiinnns 05 -1.3
Food Stamps: percentage

FECRIVING ..o 2.2 e, 5.3
Medical Benefits: percentage

FECEIVING ..o B -3.7
Ul: percentage receiving .................. 140 e 28.6

Notes: Longer-term refers to impacts observed 9 to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

costs include both direct program costs and support
payments borne by the state and the tuition and
foregone earnings borne by apprentices. Benefits
and costs are calculated for both the observed
period of time and are based upon a statistical model
that estimated the benefits and costs out to age 65.
In order to compare benefits and costs in terms of
net present values, postprogram benefits and costs
are discounted by 3 percent per year and all figures
are stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
apprentices leaving programs in 2001-2002, because
a longer-term follow-up is required for this analysis.

For each apprentice in training, the public (taxpayer)
cost is $2,546 over the length of their enroliment, and
the participant cost is $652 in tuition (Figure 15). By
definition, apprentices work during their program
participation and their net earnings during training
was about $24,000 higher than those who were not
in training. During the course of working life to age
65, the average apprentice will gain about $229,800
in net earnings (net impact earnings plus earnings

FIGURE 15 Benefits and Costs of Apprenticeship Training
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
Earnings .....ccccoovveeereienenennnn, $27.883 .o
Employee Benefits .. $5,577 ....
TAXES oo -$7,249 ...
Transfers* ..., $984 .........
Costs
Foregone Earnings™ .................. $23,997 .o, $23,997 ..o
Program Costs*™* .........cccccouvrmnenen. -$652....... 32546 ... -$652....... -$2546

1O 1R $50,540........ 83,719 i, $220,874...... $46,916

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include U, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

*Instead of foregone eamings, apprentices had positive net eamings while participating.

*** Participant program costs refer to tuition only; it does not include costs such as books and supplies. Public program
costs do no include student financial aid programs.
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while in Apprenticeship training) and $41,200 in
employee benefits.s These are net gains compared
to the earnings of similar individuals who did not
participate in a program included in this study.

From the time of leaving training to age 65, the
public is expected to gain over $53,500 per
apprentice in additional social security, Medicare,
and federal income and state sales taxes. This is far
greater than the total forecasted increase in social
welfare costs (due to increased receipt of Ul
benefits) and the direct cost of training per
apprentice of about $6,600.

Projected participant benefits to age 65 far outweigh
public investment in Apprenticeship training by a
ration of 106 to 1, or $270,336 to $2,546.4

Areas for Improvement

The results for Apprenticeship training are quite
positive. Median earnings and wages were relatively
high, most participants were very satisfied with their
training, most were employed, and aimost all believed
their training was related to their employment.

There are, however, areas for improvement. The
typical age at which apprentices enter their
programs remains quite high. Clearly greater efforts

are needed in recruiting women into Apprenticeship
programs. Only 15 percent of participants ending an
Apprenticeship programs in 2003-2004 were women.
Female apprentices typically earned less than men.
An important factor contributing to the overall gender
gap in earnings is the heavy concentration of
women in Apprenticeship programs that provide
training in relatively low-paying trades.

Apprenticeship should also continue to address
relatively high dropout rates. The longer-term
earnings impacts of training are substantially greater
for completers. Particular attention still needs to be
paid to the higher dropout rates among minority
participants, especially among African Americans,
Native Americans, and Hispanics.

“This employee benefits amount does not account for the employee benefits
associated with the eamings during participation. If the same benefit percentage
(20 percent) were applied to such eamings, the gain in employee benefits in the
longer term would be about $46,000.

“This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and public
(taxpayers).
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COMMUNITY AND
TECHNICAL COLLEGES
WORKER RETRAINING

The Community and Technical Colleges (CTC)
Worker Retraining program provides dislocated
workers and the long-term unemployed with access to
job retraining for a new career. Program enroliments
vary from year to year in response to layoffs and,
during recessions, the need increases. The industries
from which students are laid off also vary over time.

About 5 percent of Worker Retraining students
receive their training at private career schools. This
evaluation, however, is limited to training at
community and technical colleges. The colleges
provide training in occupational skills, related or
supplemental instruction for apprentices, and basic
skills and literacy. Students qualifying may receive
financial assistance to help with their tuition.

Information was obtained on 9,311 Worker
Retraining students who completed or otherwise left
a community or technical college program during
the 2003-2004 school year. The median length of
enroliment for these students was 15 months.

This study includes information from students’
college enrollment records; Employment Security
Department (ESD) wage files from Washington,
Idaho, and Oregon; and federal employment
records. In addition, 140 students completed a
telephone survey, providing additional data on
employment and their satisfaction with the training.

Participant Characteristics

The racial and ethnic composition of Worker
Retraining students roughly reflects of the general
population (Figure 1).” The students do, however,
include a slightly higher proportion of people of color
(26 percent); African Americans are especially well
represented as compared to their share of the state

population. With the exception of Hispanics, the
racial and ethnic distribution among completers
reflects of all Worker Retraining students. The
percentage of Hispanics among completers is lower
than among all Worker Retraining students.

Forty-eight percent of the 2003-2004 Worker
Retraining students were women; this is the same
percentage of the 2001-2002 students. Of the 2003-
2004 completers, a similar 47 percent were women.

When they enrolled in the program, 44 percent had
not previously attended college, 27 percent had
attended college without receiving a credential, 18
percent had received a certificate or associate
degree, and 11 percent had received a baccalaureate
or higher degree. The median age upon leaving the
program was 42 years; one quarter was over age 49.

“'In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics);
non-Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 CTC Worker Retraining Students
and Completers by Race and Ethnicity

6.8%

African American 7.2%

. g 94% 10.1%
Asian/Pacific Islander 66% 55%
Hispanic 04% 0.1%

. Multiracial
[ Native American
Il White

All Students Completers Only
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Competency Gains

Of the Worker Retraining students, 64 percent were
program completers—25 percent received an
associate degree, 18 percent a certificate, and 21
percent were defined as completers because they
completed 45 or more credits or a unique (nondegree)
program. This completion rate is higher than the 51
percent for those who left Worker Retraining programs
in 2001-2002 when 17 percent received an associate
degree, 13 percent received a certificate, and 21 percent
were defined as completers because they completed
45 or more credits or a unique (nondegree) program.

FIGURE 2

CTC Worker Retraining Students Receiving Various Skills Training
(percentages)

Comptr. Writing Team Math Prob. Divers. Work English Machin. Reading
Work Solv. Habits Speak. Operat.
FIGURE3  CTC Worker Retraining Students Receiving Various Skills Training

Who Reported Their Skills Improved a Little or a Lot
(percentages)

. Improved a Lot Improved a Little

Job- Machin. Comptr. Math Writing Prob. Divers. English Team Work
Spec. Operat. Solv. Speak. Work Habits
Skills

The primary goal of Worker Retraining is to prepare
dislocated workers for new jobs. Worker Retraining
students agree: 91 percent indicated one of the main
reasons they enrolled was to learn skills for a new
job, and 81 percent indicated they enrolled to get or
finish a degree or certificate. In addition to learning
job-specific skills, many students also received other
types of training (Figure 2).

Compared to the 2001-2002 Worker Retraining
students, these participants appear to have received
a wider variety of skills training. Much higher
percentages received training in all areas, with the
exception of computer skills, which was already
high, and reading, which remains the lowest.

As in the previous study, most students reported
their skills improved as a result of training (Figure 3).
Higher percentages tended to report their technical
and math skills improved “a lot” compared to general
workplace and other basic skills. Compared to two
years ago, a substantially higher percentage reported
“a lot” of improvement in math skills and substantially
lower percentages reported “a lot” of improvement in
work habits and English-speaking skills.

Among students employed seven to nine months
after leaving the program, 70 percent reported their
education and training was related to their job, up
from the 63 percent that so reported two years ago.

Participant Satisfaction

Similar to the previous study, 2003-2004 worker
retraining students express very high levels of
satisfaction with their program. Ninety percent
reported they had met their educational objectives.
Ninety-three percent of students reported they were
‘very satisfied” or “somewhat satisfied” with the
program as a whole, up from eighty-six percent two
years ago. Students tended to “very satisfied” with
nearly every aspect of the program, particularly
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program cost, location, times and quality of teaching ~ FIGURE 4 CTC Worker Retraining Students Very
(Figure 4). Less than half, however, reported being or Somewhat s(;zrs;;:?a\;\g:? Program Features
“very satisfied” with advice on selecting a program;

the same percentage that so reported two years ago. [l Very Satisfied [I] Somewhat Satisfied
As in the past, the two most frequently needed support
services while enrolled were financial assistance
and information about job openings (Figure 5). While
most students received the support services needed,
a relatively high percentage continues to leave with
an unmet need“® for job opening information.

Program  Location Times  Teaching Interact  Equip. Faciiies Program  Career Advice
Cost Quality - w/Instructrs. Length  Useful  Selecting
Program

Employment and Earnings
According to the survey responses, 85 percent of
students were employed during the period seven to FIGURE 5 CTC Worker Retraining Students Needing a Service

nine months after leaving their program (Figure 6).% and Leaving With Need Unmet
(percentages)

This is substantially higher than those reporting
. . Needing Service Need Unmet
employment two years ago. Some of this may be
due to our economic recovery over the past few
2
8

years. To find out more about the students’
H7H5I=Heﬂ1n3m

“Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.
“In the survey, students were asked whether they were employed or self-

employed. Therefore, in most cases, the percentage who reported being 1"
employed will be higher than the percentage of those whose employment was

found in ESD wage records. Financial Job Career Interview.  Resume Gowt. Job Transport. ~ Child Services
Assistance  Opening  orJob Writing Servs. Search Assist. Care for the
Info. Counsel. Info. Assist. Assist. Disabled
FIGURE 6 Employment and Earnings of CTC Worker Retraining Students in the Third Quarter After Leaving Program
1997-98 1999-2000 2001-2002 2003-2004
All Al Completers Al Completers All Completers

Percentage self-reporting employment during

third quarter after leaving Program ...........ccceeeverieneeriesesee s 11 SN 11 S 11 S [ - 11 [ 85 .. na
Percentage with employment reported by employers

to ESD during the third quarter after leaving program ...........ccccoeevvevennnn. T3 e I TT e, (CY [ 70 s 4 - 73
Median quarterly hours worked, of those Working ...........cccocoeveericrieininnn 470 o 480 ... 482 .o 455............ 455 467 ........... 473
Percentage employed full-time (averaging 30 or

more hours/week) of those WOrking ............cccceuerieeeiieiiecee e 69 e 69 ., T2 oo (G} I 63 . 65 .. 68
Median annualized earnings of those WOrKing ..............ccoevevvveerreenees $23,355 ............ $25,816........ $27,352 ... $22,533..... $24,008 ......... $23,450 .... $24,545
Size of household in which median earnings

would support at poverty [eVel ... 52 i 6.0 i 6.5 i 50 . 54 i 53 . 5.6
Size of household in which median earnings

would support at twice poverty IeVel ..........cccveeiivieiieieee e 1T i, 2.1 16 s 1.8 i 1T 1.9

Median hourly wage of those working $13.69... $13.89
Percentage self-reporting receipt of medical benefits from employer ..........N@ ....cccoovvieiee NA i N e 67 na...

Percentage self-reporting receipt of pension benefits from employer ..........Na ....ccccoovviieree DA eviieiieeees N e 42 na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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postprogram employment and earnings, we matched
student records with ESD wage files from
Washington and neighboring states. These files
contain quarterly earnings and hours worked
information on those individuals with employment
reported for unemployment insurance (Ul) benefits
purposes (approximately 90 percent of in-state
employment, with self-employment, active duty
military, and those working for religious nonprofit
organizations being the major groups of employers
not included).

Record matches found that 71 percent of the 2003-
2004 students had reported employment during the
third quarter after they left their program, slightly
higher than that reported two years ago. Their
median hourly wage* was $13.62, and they had
median annualized earnings of $23,450. Program
completers were more likely to be working full time
and had higher earnings and hourly wage rates than
those who did not complete their training programs.

There continues to be considerable variation in
wages across Worker Retraining students. While
one quarter earned more than $18 an hour, another
quarter had jobs that paid less than $11 an hour.
This wide distribution of wages is reflected in the
dispersion of employment across higher and lower-
wage industries (Figure 7). While nearly half of those
employed were in service industries, considerable
percentages were in manufacturing, retail trade,
construction, and public administration.

%All wages and earnings are stated in 2005 Q1 dollars.

Employment and earnings varied by gender, race
and ethnicity, and disability status. Females were as
likely as men to be employed in the third quarter
after leaving the program. They were, however, less
likely to be working full time (60 percent versus 70
percent) and had an hourly wage that was 84
percent of males ($12.42 versus $14.76).

FIGURE7  Industry of Employment of CTC Worker
Retraining Students in the Third Quarter
After Leaving Program: 2003-2004

Industry Group Employment
Natural Resources and Mining .........ccocceveercrierenerncirenninnns 1.1%
CONSITUCHION <. 5.4%
ManUFACIURING .....vieicece e
Food and Beverage
Wood and Paper Products ..........ccccocvevvireirnirerninnns 1.4%
ABTOSPACE ..o 6.7%
All Other Manufacturing ...........oeeervenrnnrninreeninns 7.4%
Wholesale Trade .........c.ccoveveeeeeeiiieceeeeeeeeeeeeeeeeeer e 3.9%
Retail Trade ......c.ccveveeeeeeeceeeeecceeecee e 10.7%
Transportation, Warehousing, and Utilities ............cc.ccc....... 4.3%
INFOrMALIoN .....c.veviicecce e 2.3%
Financial ACHIVIIES .......c.ccovevvvieeeiereeeeeeeeeeeeee e 4.1%
SEIVICES w.oeveieeieeeeeeeee ettt 46.5%
Professional, Scientific, and Technical ............c.ccccu..... 5.3%
Administrative and Support, and Waste
Management and Remediation ...........c.ccocvvrincnnns 12.4%
EAUCALON v 5.1%
Health Care e 11.7%
Social ASSIStANCE .......ccveveveveieeieeee e 2.8%
Arts, Entertainment, and Recreation ............ccccovueee... 1.5%
Accommodation and Food ...........cccevevevvviriiiriiirirernne 4.0%
AlLOEREE o 3.7%
Public Administration .............cccceeeeeccccccececeeeeee 5.0%
TOTAL e 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.
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Asians/Pacific Islanders and Hispanics were more
likely to be employed than whites during the third
quarter after leaving training. While Asians/Pacific
Islanders were more likely to be working full time
than whites (72 percent versus 65 percent), African
Americans were less likely (55 percent). The median
hourly wage for Hispanics was 90 percent of whites;
for African Americans 91 percent of whites; for
Native Americans 93 percent of whites; and for
Asians/Pacific Islanders 96 percent of whites.

Earnings and employment outcomes also varied by
disability status. College records suggest 8 percent
of the Worker Retraining students included in this
study had a disability. These students were less
likely to have employment reported to ESD during
the third quarter after exit (53 percent versus 72
percent) and were less likely to be employed full
time (55 percent versus 66 percent). Among those
working, the median hourly wage rate of those with
a disability was 90 percent of those without a disability.

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research
(Upjohn), attempts to estimate what happens to
program participants as compared to what would
have happened if they had not participated in a
program. The objective is to determine the short-
term and longer-term impacts of program
participation on employment, hourly wage, hours
worked, quarterly earnings, and receipt of Ul
benefits and public assistance.

In order to estimate these impacts, individuals who
participated in a CTC Worker Retraining program
were compared to individuals who had similar
characteristics, but who did not participate in one of
the programs included in the study. The comparison
group members were selected from registrants to
the state’s employment service. Short-term net
impacts were derived by examining outcomes for
individuals who exited the programs (or from the
employment service) in fiscal year 2003-2004 and
longer-term impacts for individuals who exited in
fiscal year 2001-2002.

Worker retraining has positive net impacts on
employment, hourly wage, hours worked, and
earnings. Worker retraining increases lifetime
earnings of participants.

FIGURES  Short-Term Net Impact Results for CTC
Worker Retraining Students Who Left the

Program During PY 2003-2004

All Program
Students  Completers

Employment: percentage in

reported employment ..........ccccovevvieinnnnn. 7.8 . 10.8
Mean Hourly Wage .......cc.ccoovveervvrnnrennne. $0.77 ........... $0.91
Mean Hours Worked Per Quarter .............. 39.5 57.8
Mean Quarterly Eamings ............cc.c..coo.... $376 ............ $572
TANF: percentage receiving .........c.covveueae 0.2 . -0.5
Food Stamps: percentage receiving .......... 08 i -1.7
Medical Benefits: percentage receiving ..... 0.0% ............ -0.9¥
Ul Benefits: percentage receiving .............. 1.0 1.7

Notes: Short-term refers to impacts observed in the third quarter after leaving
the program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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Figure 8 shows the program’s short-term net
impacts. During the third quarter after 2003-2004
students left the program, training is associated
with an increase of 7.8 percentage points in
employment as reported to ESD. The impact on
hourly wage is $0.77°" per hour, on hours worked per
quarter —39.5 hours, and on mean quarterly
earnings—$376. Training is associated with minor
decreases in percentages receiving food stamps,
Ul benefits, medical, and Temporary Assistance
for Needy Families (TANF).

The longer-term net impacts of training are
observed 9 to 12 quarters after students left the
program during the 2001-2002 program year
(Figure 9). In the longer-term, there are positive
net impacts of training on employment, hours
worked, and earnings. Additionally, there are
minor, but significant, increases in the percentages
receiving social welfare benefits.

FIGURE 9 Longer-Term Net Impact Results for
CTC Worker Retraining Students Who
Left the Program During PY 2001-2002

All Program
Students Completers

Employment: percentage in

reported employment ...........ccccovvvvriinnnns 46 i 8.2
Mean Hourly Wage .......c...ccoovvevvveervvenne, $0.18* ...........$1.09
Mean Hours Worked Per Quarter ............... 29.8 o 53.7
Mean Quarterly Eamings ............ccoc..oov..... $298 ............ $783
TANF: percentage receiving .........ccoverieennas 04 .. 0.0¥
Food Stamps: percentage receiving ............. 1.7 ... -0.6*
Medical Benefits: percentage receiving ........ 12 v, -1.3
Ul: percentage receiving .........ccceeureveverinennn 15 e, 2.3

Notes: Longer-term refers to impacts observed 9 to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.

The data allowed for separate analysis of both
students who completed their training and those
who left before completing. The short-term and
longer-term net impacts are better for program
completers than noncompleters, indicating the value
of students completing their programs.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.®2 Program
costs include both direct program costs and support
payments borne by the state and the tuition and
foregone earnings borne by students. Benefits and
costs are calculated for both the observed period of
time and are based upon a statistical model that
estimated the benefits and costs out to age 65. In
order to compare benefits and costs in terms of net
present values, postprogram benefits and costs are
discounted by 3 percent per year and all figures are
stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
students leaving programs in 2001-2002, because a
longer-term follow-up is required for this analysis.

S'All other dollar amounts are expressed in 2005 Q1 dolllars.

2Upjohn estimated the impact of the net change in eamings on social security,
Medicare and federal income and state sales taxes.
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For each student in the CTC Worker Retraining
program, the public (taxpayer) cost is about $5,200
over the length of their enroliment, and the student
costs are about $2,600 in tuition and $5,900 in
foregone earnings while training (Figure 10). During
the course of working life to age 65, the average
trainee will gain about $15,200 in net earnings
(earnings minus foregone earnings) and over $4,200
in employee benefits. These are net gains
compared to the earnings of similar individuals who
did not receive training.

Projected participant benefits to age 65 outweigh
public costs invested in CTC Worker Reraining by a
ratio of 3.3to 1, or $16,812 to $5,172.%.

From the time of leaving training to age 65, the
public is forecasted to gain about $5,500 in additional
social security, Medicare, federal income and state
sales taxes, and to save about $320 in total Ul
benefits and other social welfare costs per student—
resulting in a gain over the direct cost of college
training.

53This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $3,000.

%This ratio does not include the impacts on taxes, Ul benefits, and public

assistance, which are direct transfers between student and the public
(taxpayers).

FIGURE 10 Benefits and Costs of CTC Worker Retraining
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
EAMNINGS oo $3,389 e $21128 e
Employee Benefits ..o $O78 oo $4,226 ..o,
TAXES .ot -$882 .. $882....ivrinn. -$5,494 ..o $5,494
TraNSTEIS™ ..o s -$810 ..o, $810 i, -$319 s $319

Costs
Foregone Earnings
Program CostS™ ..o

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care, and other client support services.
** Participant program costs refer to tuition only; it does not include costs such as books and supplies. Public program costs do not include student financial aid

programs.
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Areas for Inprovement Wage and earnings gaps among different groups
Overall satisfaction with the CTC Worker Retraining reflect those in the labor force at large.

program was high among students. Satisfaction

levels with the facilities, times, and location were at * Females earn less than males.

or above 95 percent. Moreover, over three-fourths of ~ + Racial and ethnic minorities earn less than

students reported substantial skill improvement in whites.
job-specific and machinery operation skills as a + Students with disabilities earn less than those
result of the training. without disabilities.

Most students received the support services
needed. According to survey results, however, there
were substantial unmet needs for information about
job openings. Among the different elements of the
program, satisfaction levels were relatively low with
advice on selecting a program.
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WORKFORCE INVESTMENT
ACT TITLE I-B DISLOCATED
WORKER PROGRAM

The Workforce Investment Act (WIA) Title I-B
Dislocated Worker Program provides employment and
training services to meet dislocated workers’ needs;
establishes early intervention for workers and firms
facing substantial layoffs; and fosters labor,
management, and community partnerships with
government to address worker dislocation. In
general, dislocated workers are people who lost
jobs due to plant closures, company downsizing, or
some other significant change in market conditions.
In most cases, it must be unlikely they will return to
their occupation, and they must be eligible for (or
have exhausted) unemployment compensation.

Dislocated workers are eligible for “core services” that
include skill assessment, labor market information,
training program consumer reports, and job search
and placement assistance. Second and third tier
services are available for eligible dislocated workers
unable to get jobs through core services. These may
include more intensive assessments, counseling,
and pre-vocational and vocational training.

The Employment Security Department (ESD)
administers the program at the state level. Twelve
local workforce development councils, in
consultation with chief local elected officials,
oversee WIA activities in local areas. Services are
coordinated through the state’s one-stop career
center system called WorkSource.

For this study, program records were obtained on 5,837
individuals who left the program during the 2003-2004
program year. Employment-related information was
obtained through a match with ESD wage files from
Washington, ldaho, and Oregon, and federal
employment records. In addition, 1,436 participants
responded to a telephone survey, providing

additional information on employment, training, and
satisfaction with the program.®® Employer
satisfaction was assessed through survey
responses from 165 firms that hired employees who
recently completed a WIA program.

The typical participant was enrolled in the program
for 15 months. There was, however, considerable
variation in the amount of time participants spent in
the program. One quarter was enrolled for less than
8 months, while another quarter was enrolled for
over 23 months.

Participant Characteristics

Participants roughly mirrored the state’s racial-ethnic
population distribution (Figure 1).5 Twenty-three
percent were people of color.

%The responses from the participant survey were weighted to reflect the
distribution of WIA dislocated workers by workforce development councils.

%The employer survey includes employers who hired a participant who
completed at least one of the three WIA Title I-B programs: adult, dislocated
worker, or youth.

%I this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 WIA Dislocated Workers by Race
and Ethnicity

African

Ameoncan Asian/Pacific
5% Islander
9%
Hispanic
%
Native
American
1%
Multiracial
1%

White
7%
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Forty-three percent of the dislocated workers were
women, up from thirty-seven percent two years ago.
When they enrolled 44 percent of participants had
not previously attended college, 36 percent had
some college, and 19 percent had a bachelor’s
degree or higher. The median age at program
registration was 42; one quarter was over 50 years
of age and one quarter was under 34.

Among the 2003-2004 dislocated workers, 38 percent
were employed in manufacturing prior to registration,
25 percent were working in services, and 12 percent
had jobs in trade industries. Ten percent were
employed in aerospace prior to registration, and
three percent were employed in aerospace after the
program. The preprogram wages of the 2003-2004 WIA
dislocated workers were substantially higher than
those of the 2001-2002 dislocated workers (Figure 2).

FIGURE 2 Median Hourly Wages Prior to Entering the WIA/JTPA
Dislocated Worker Program

1997-1998* 1999-2000* 2001-2002 2003-2004
*Job Training Partnership Act (JTPA) Dislocated Worker. Wages are in 2005 Q1 dollars.

FIGURE 3 WIA Dislocated Workers Receiving Various Skills Training
(percentages)

Comptr. ~ Job-Spec.  Prob. Team Writing Math Work Divers.  Machin.  English Reading

Skills Solv. Work Habits Operat.  Speak.

Competency Gains

Given the purpose of the program and the
characteristics of participants, it is not surprising that
85 percent said they entered the program to acquire
skills for a new job. According to the survey, 41
percent of all 2003-2004 dislocated workers received
job-specific skills training (Figure 3); this is the same
percentage reported by dislocated workers leaving
during 2001-2002.% Similar to two years ago, the
most common type of training was in computer skills.

With the exception of computer and job-specific
skills, relatively low percentages of dislocated
workers received trainings in other skill areas. Of
these, large majorities indicated that their skills in
the various areas improved (Figure 4) as a result of
the training. Over half of those who received training
in technical skills, math, and problem solving
reported that their skills improved “a lot.” High levels
of improvement were also voiced two years ago.

Administrative records data provide additional
information on training received by WIA dislocated
workers. These data suggest 64 percent of the
participants leaving the program during 2003-2004
received occupational skills* training. In addition,

8 percent received an associate degree, another 8
percent an occupational skills license, and 36 percent
an occupational skills certificate/credential.

Among those employed after the program, 64
percent said their training was related to their job,
virtually the same percentage reported two years ago.

Among participants leaving WIA during 2003-2004, 67 percent reported that they
received some form of training. Among those receiving any training, 61 percent
said they received job-specific skills training (or 41 percent of all participants).
Among participants leaving WIA during 2001-2002, 67 percent reported that they
received some form of training. Among those receiving any training, 62 percent
said they received job-specific skills training (or 41 percent of all participants).

%Qccupational skills training in the administrative records data could include the
following types of services: occupational skills training; programs that combine
workplace training with related instruction; training programs operated by the
private sector; skill upgrading and retraining; entrepreneurial training; job
readiness training; and customized training.
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Participant Satisfaction

The survey results indicate participants were
generally satisfied with the WIA Dislocated Worker
program. Eighty percent said they met their
educational objectives for enrolling in the program,
and eighty-five percent reported overall satisfaction
with the program; roughly the same levels of
satisfaction that were reported in prior studies.
Dislocated workers expressed very high levels of
satisfaction with various features of the program
(Figure 5). Over two-thirds were “very satisfied” with
program costs, location, facilities, and times. The
lowest level of reported satisfaction was for advice
on selecting a program.

Similar to the last study, the support services most
frequently needed by participants while enrolled in
the program were information on job openings and
financial assistance (Figure 6). Dislocated workers
tended to receive the support services they needed.
As in the past, however, a large percentage left the
program with an unmet need for information on job
openings.®

Employer Satisfaction

It was not feasible to survey employers about each
of the WIA programs included in the study (Adult,
Dislocated Worker, and Youth) separately, because
there were too few individuals coming out of each
program for a sufficient percentage of employers in
the state to have had experience employing recent
participants. Employers were instead asked about
workers who had been in WIA programs. This section
presents findings on employer satisfaction with new
employees who completed any type of WIA program.

Overall, the results indicate the majority of
employers were satisfied with the quality and
productivity of these workers (Figure 7). The
percentage indicating being “very satisfied” was
lower in this survey than in the previous.

®Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.

FIGURE 4 WIA Dislocated Workers Receiving Various Skills Training
Who Reported Their Skills Improved a Little or a Lot
(percentages)
. Improved a Lot Improved a Little
16 2

¥ 0 a4 w " R )

Machin.  Job-Spec.

Comptr. ~ Math Prob.
Operat. Skills Solv. Speak. Work Habits

English ~ Writing ~ Reading  Divers. Team Work

FIGURE 5 WIA Dislocated Workers Very or Somewhat Satisfied With Program Features
(percentages)
. Very Satisfied Somewhat Satisfied
2 % vl 7 3 - "

Program  Location Facilities Times  Equipment Teachmg Program  Interact Career Advice
Cost Quality Length  winstruct. ~ Useful  Select. Prog.
FIGURE 6 WIA Dislocated Workers Needing a Service
and Leaving With Need Unmet
(percentages)
. Needing Service Need Unmet
27
13 10 2 -
Job Financ. Career Resume Interwew Job Gowt. Transport Child Servs
Opening Assist. or Job Writing Search Servs Assist. Care.
Info. Counsel. Assist. Info. Assist. Dlsabled
FIGURE 7 Employers Very or Somewhat Satisfied With Various Skills of New
Employees Who Recently Completed a WIA Program
(percentages)
. Very Satisfied Somewhat Satisfied

47 45 52 54 55 49 58 59 61

Comptr.  Com-  Overall
municat. ~ Work
Qual. vision

Work  Overall Accept Read.  Prob.  Adapt. Wit Math Job- Team
Habits  Productiv. Super- Solv. to Spec.  Work
isi Change Skills
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There were mixed results in terms of being “very
satisfied” with general workplace skills, occupational
skills, and basic skills. While relatively higher
percentages of employers were “very satisfied” with
computer and communication skills and work habits,
low percentages were “very satisfied” with
teamwork, job-specific, math, and writing skills of
WIA participants

Employment and Earnings

According to survey responses, 85 percent of the
2003-2004 WIA Dislocated Worker program
participants had a job seven to nine months after
leaving their program (Figure 8).5" To find out more
about the participants’ postprogram employment
and earnings, we matched participant records with
ESD wage files from Washington and neighboring
states. These files contain quarterly earnings and
hours worked information on those individuals with
employment reported for unemployment insurance
(U1) benefits purposes (approximately 90 percent of

FIGURE 8
1995-96*
Percentage self-reporting employment during third quarter

after [aVING PrOGIramM .........cuiiiciiee ettt 81 ..
Percentage with employment reported by employers to ESD the third

quarter after 18aVING PrOGraM ..........cciueruririeieieeeicte ettt T4 ...
Median quarterly hours worked, of thoSe WOTKING .........ccvuermirriniirieieeeeens 493 .........
Percentage employed full-time (averaging 30 or more hours/week)

OF thOSE WOTKING ...ttt 75 e
Median annualized earnings of those WOrKing ...........ccooereueieinieniinncnienescece $29,083 ...........
Size of household in which median earnings would

SUPPOIt At POVEILY IBVEL ...t 7.0 .
Size of household in which median earnings would support at

tWICE POVEIY IBVEL ...t 25 .

Median hourly wage of those Working ...........cccoocenieiininninincnics
Percentage self-reporting receipt of medical benefits from employer
Percentage self-reporting receipt of pension benefits from employer

in-state employment, with self-employment, active
duty military, and those working for religious
nonprofit organizations being the major groups of
employers not included).

Record matches found 76 percent had reported
employment during the third quarter after they left
the program. Their median hourly wage® was $14.82,
and the median annualized earnings were $27,929.
The median wage of WIA dislocated workers is
relatively high, but there is considerable variation in

8In the survey, participants were asked whether they were employed or self-
employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

62All wages and earnings are stated in 2005 Q1 dollars.

Employment and Earnings of WIA Dislocated Workers in the Third Quarter After Leaving Program

1997-98* 1999-2000¢ 2001-2002 2003-2004
........... 83 e 83 i 82 . 85
........... T4 15 v Th i T6
......... 484 o495 i 494 L 486
........... 67 oo T0 i T T3

$25,536 ............. $25,857 ...ccovv $27,373 .o $27,929
.......... 59 6.0 i 85 . 6.6
.......... 2.0 i 20 i 23 2.3

. $13.65 $13.83 i $14.41 $14.82

........ B8 ..o T2 e 19 i 70
........... 42 B0 i 43 39

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.

*Figures from 1995 through 2000 are for the Job Training Partnership Act (JTPA) lll Dislocated Worker program.
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wages (Figure 9). Further, the typical (median) wage
replacement rate from the third quarter prior to
registration compared to the third quarter
postprogram was 87 percent (the mean replacement
rate was 93 percent).s

FIGURE 9 Distribution of Hourly Wages of WIA

Dislocated Workers in the Third Quarter
After Leaving Program

Quartile Hourly Wage
HIGNESE w...eovee s Above $20.25
TRIF o $14.82 - $20.25
SECONG ..o $11.22-$14.82
LOWESL ....ooovvvevicvs e Below $11.22

Over one-third of participants were dislocated from
manufacturing jobs, including 10 percent from aero-
space, 6 percent from wood and paper products, and
4 percent from alumina and aluminum products. After
leaving the program, only 17 percent found jobs in
the manufacturing sector—about 3 percent found
employment in the aerospace industry. Compared to
preprogram employment, postprogram employment
was more likely to be in services and retail trade
rather than manufacturing industries (Figure 10).

Employment and earnings outcomes of participants
varied by gender, race and ethnicity, and disability
status. During the third quarter after exit, although
women and men had similar employment rates,
women were less likely to be working full time (70
percent versus 76 percent). The median wage for
women was 83 percent of men.

Dislocated workers from racial and ethnic minority
backgrounds were as likely to be employed as whites.
Hispanics, Native Americans, and African Americans
were slightly less likely to be employed full time (67
percent of Hispanics and Native Americans, 68
percent of African Americans, and 74 percent of
whites). The median hourly wage for Hispanics was
78 percent of whites, Native Americans 83 percent of
whites, Asian/Pacific Islanders 92 percent of whites,
and African Americans 95 percent of whites.

Employment and earnings also varied by disability
status. Administrative records suggest 3 percent of
the participants included in this study had a
disability. Dislocated workers with disabilities were
less likely to be employed (62 percent versus 76
percent) and working full time (64 percent versus 74
percent). Their median earnings were 90 percent of
those with no reported disability.

83\Vage replacement is measured here as follows. We calculate the ratio of the
hourly wage during the third quarter after the program to the wage during the
third quarter prior to the program for each participant who had nonzero wages
in both of the periods. The reported statistics are the overall median and mean
for these participants.

FIGURE 10 Industry of Employment of WIA Dislocated
Workers During Third Quarter Prior to Program
and Third Quarter After Program: 2003-2004
Industry Prior Postprogram
Group Employment Employment
Natural Resources and Mining ........... 2.9% oo 2.2%
Construction 2 34% o, 5.2%
Manufacturing ........c.cooceeereereencireens 38.4%
Food and Beverage Products ....... 2.4%
Wood and Paper Products ........... 57% ...
Alumina and Aluminum Products .. 3.7%
Fabricated Metal Products............. 1.4%
Computer and Electronic Products 5.8% ....
ABTOSPACE ... 10.0%
All Other Manufacturing ................ 9.4%
Transportation, Warehousing,
and UtIlItIes ... 5.6%
Wholesale Trade ........ccocvvvvviciniennee 5.3%
Retail Trade .........c........
Information ...................
Financial Activities .... .
SEIVICES ..o
Professional, Scientific, and
Technical .......cocverveiiinicis 6.6%
Administrative and Support,
and Waste Management
and Remediation .............cceeeue. 8.7% oo, 11.8%
Education................. 1A% e, 4.8%
Health Care ............ 2 21% e, 9.9%
Social Assistance .... 2 1.5% 2.2%
Leisure and Hospitality ... w2.0% o, 3.2%
All Other Services ................ 0 2.2% o, 3.9%
Public Administration ............ccccceneenes 21% oo 3.6%
(0] 1:\ — 100% oovvrvnennne 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.
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Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short-term and
longer-term impacts of program participation on
employment, hourly wages, hours worked, quarterly
earnings, and receipt of Ul benefits and public
assistance.

The WIA Dislocated Worker program has strong,
positive net impacts on employment, hourly wage,
hours worked, and earnings. Participation increases
lifetime earnings of dislocated workers.

In order to estimate these impacts, individuals who
participated in a WIA Dislocated Worker program
were compared to individuals who had similar
characteristics, but who did not participate in any of
the programs included in the study. The comparison
group members were selected from registrants to
the state’s employment service. Short-term net
impacts were derived by examining outcomes for
individuals who exited the programs (or from the
employment service) in fiscal year 2003-2004 and
longer-term impacts for individuals who exited in
fiscal year 2001-2002.

Figure 11 shows the short-term net impacts of the
WIA Dislocated Worker program. During the third
quarter after the 2003-2004 participants left their
programs, training is associated with an increase of
11.6 percentage points in employment as reported to

ESD. The impact on wage rates is $1.92% per hour,
and the impact on hours worked per quarter is 70.1
hours. There is a large impact on mean quarter
earnings—$1,088. Participation is associated with
minor declines in the percentages receiving
Temporary Assistance to Needy Families (TANF) and
food stamps, but an increase in the percentage
receiving Ul benefits.

The WIA Dislocated Worker program offered
participants a variety of services, and not all
participants received training.®® In the short-term, the
net impacts of training are similar to that of all
services. In the longer-term, the net impacts of
training are smaller than for all services; this seems
counter-intuitive. For dislocated workers, however,
the need for training may be an indicator that the
skills and knowledge they have are not as
transferable as the skills and knowledge of those
who did not receive training.

84|l dollar amounts are expressed in 2005 Q1 dollars.

%Training includes job preparatory training, worker retraining, and work-related
basic skills training.

FIGURE11  Short-Term Net Impact Results for WIA
Dislocated Workers Who Left the Program
During PY 2003-2004

All Participants  Participants Who
Received Training
Employment: percentage

in reported employment ........... 1.6 e 11.6
Mean Hourly Wage .................. $1.92 i, $1.89
Mean Hours Worked

Per Quarter .......cccovvvvinins 700 s 69.3
Mean Quarterly Earnings ....... $1,088 ... $1,053
TANF: percentage

receiving aid .........c.cooecvicinnnnn. 0.2 i -0.1*
Food Stamps: percentage

FECEIVING ..o A2 -14
Medical Benefits: percentage

FECEIVING ....cvveeereiecieeieie 0.3 -0.6
Ul: percentage receiving .............. 2.0 1.0*

Notes: Short-term refers to impacts observed in the third quarter after leaving
the program. Earnings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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The longer-term net impacts of participation are
observed 9 to 12 quarters after participants left the
program during 2001-2002 (Figure 12). There are
positive net impacts on employment, hourly wage,
hours worked, and earnings.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.® Program
costs include both direct program costs and support
payments borne by the state and the foregone
earnings borne by program participants. Benefits
and costs are calculated for both the observed
period of time and based upon a statistical model
that estimated the benefits and costs out to age 65.
In order to compare benefits and costs in terms of
net present values, postprogram benefits and costs
are discounted by 3 percent per year and all figures
are stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
participants leaving programs in 2001-2002, because
a longer-term follow-up is required for this analysis.

For each participant in the program, the public
(taxpayer) program cost is almost $6,800 over the
length of their enrollment, and the participant cost is
about $10,300 in foregone earnings (Figure 13
shown on following page). During the course of
working life to age 65, the average participant will
gain about $35,300 in net earnings (earnings minus
foregone earnings) and over $9,100 in employee
benefits.’” These are net gains compared to the
earnings of similar individuals who did not receive
services or training.

Projected participant benefits to age 65 outweigh
public costs invested in the WIA Dislocated Worker
program by a ratio of about 6.6 to 1, or $44,399

to $6,757.%

The total public (taxpayer) costs are less than the
program costs because participation is associated
with increased tax revenues and decreased state
welfare expenditures. From the time of leaving the
program to age 65, the public is forecasted to gain
almost $12,000 per participant in additional social
security, Medicare, and federal income and state
sales taxes, and to save about $3,600 in total Ul
benefits and other social welfare costs-greater than
the direct cost of program services.

Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

87This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $7,100.

8This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and the public
(taxpayers).

FIGURE12 Longer-Term Net Impact Results for WIA
Dislocated Workers Who Left the Program

During PY 2001-2002

All Participants Participants Who

Received Training

Employment: percentage

in reported employment ............ 6.4 e 4.2
Mean Hourly Wage ..................
Mean Hours Worked

Per Quarter ........ccovvvvinies
Mean Quarterly Earnings
TANF: percentage

receiving aid ..........cccoceeerierennn. 015 -0.0%
Food Stamps: percentage

FECEIVING v 0.6% 0.2
Medical Benefits: percentage

FECEIVING .o 0.8% 0.2
Ul: percentage receiving ............. 1.3 0.8

Notes: Longer-term refers to impacts observed 9 to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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Areas for Inprovement
WIA dislocated workers were generally satisfied with
the program and most said their educational

objectives for enrolling in the program had been met.

The labor market outcomes for participants leaving
the WIA Dislocated Worker program during 2003-2004
were slightly better than of those who left during
2001-2002. Among those receiving job-specific training,
73 percent said their skills improved “a lot”; virtually
the same percentage as reported two years ago.

There are, however, areas for improvement.
Participant satisfaction with advice on program
selection is relatively low, and substantial numbers

report an unmet need for information about job
openings. This has been a persistent issue in our
evaluations.

The wages of participants differ by gender and race
and ethnicity. Women earn less than men, and
Hispanics and Native Americans earn less than
whites. The program might do more to eliminate
gender and racial and ethnic differences in the labor
market outcomes.

FIGURE 13 Benefits and Costs of WIA Dislocated
Worker Program
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
BAIMINGS ©..cvvoovveoeveeeeeeeeveeeeseee s ST974 oo $45544 ...,
EMPIOYEe BENES ........ooooeveeeeeeeveeeeesseceeeese s G1.595 ..o $9,109 ..o,
TAXES ..o -$2,073 ... $2,073 o, -$11,841 ........... $11,841
TEANSTEIS™ <.ttt -$3,432.......... $3,432 oo, -$3,593 ... $3,593
Costs
FOregone EamMings ...........vvveevveesmveemessssseessssssseasesssnnees $10,254 ..o $10,254 oo,
PrOGram COSES .........vvvreeveeereosseeesseesseessssesssssseesssessseessssenees $0.......... $6,757 oo, $0 o -$6,757
TOTAL oot -$6,190........... $1,251 e $28,966 ............. $8,677

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care, and other client support services.
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ADULT BASIC SKILLS
EDUCATION/ENGLISH AS A
SECOND LANGUAGE

Adult Basic Skills Education/English as a Second
Language (ABE/ESL) is provided by community and
technical colleges and, to a lesser extent,
community-based organizations. Among the ABE/
ESL students included in this report, 92 percent
received their training at community and technical
colleges and 8 percent received training at
community-based organizations. This report is
limited to adults who identified employment-related
reasons for enrolling in basic skills courses and who
proceeded to take only basic skills courses.®® These
students are 78 percent of all the ABE/ESL students.
Those who took basic skills courses for
nonemployment-related reasons are not included.

ABE/ESL includes courses in four categories.

1. ABE provides remediation in reading, writing, and
mathematics for adults whose skills are at, or
below, the eighth grade level.

2. ESL provides non-transfer level instruction at
competency levels ranging from beginning to
advanced.

3. GED Test Preparation provides instruction in basic
academic skills beyond ABE for those students
whose goal is to pass the high school
equivalency examination.

4. High School Completion provides instruction in
high school courses for adults who want to earn
an adult high school diploma.

For this study, student records were obtained for
10,953 adults who left an ABE/ESL program during
the 2003-2004 school year. The study also includes
information from Employment Security Department

(ESD) wage files from Washington, Idaho, and Oregon,
and federal employment records. In addition, 293
students completed a telephone survey, providing
additional data on employment and their satisfaction
with the training. Survey responses from 282 firms
that hired new employees who recently received
ABE/ESL instruction provide information on employer
satisfaction with the skills of these individuals.

Participant Characteristics

ABE/ESL serves the most racially and ethnically
diverse group of students of any of the workforce
development programs included in this report.
Students who were people of color were 63 percent,
up slightly from the 59 percent in 2001-2002 (Figure
1).7 The percentage of participants who are people
of color is much higher than in the state population
ages 16-74 (63 percent versus 20 percent).

®Individuals who took vocational courses in addition to basic skills are included
in the chapter on CTC Job Preparatory training. This chapter does present net
impact estimates for concurrent basic skills and job preparatory training.

"In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE1  ABE/ESL Students by Race and Ethnicity

African
American
7%
White ’

Asian/Pacific
Islander
13%

Hispanic
41%
Native

American

3%

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD 41



Adult Basic Skills Education/English as a Second Language

FIGURE 2 ABE/ESL Students Receiving Various Skills Training
(percentages)

Writing Reading English Math Computer Team Problem Diversity Work
Speaking Work Solving Habits
FIGURE 3 ABE/ESL Students Receiving Various Skills Training Who Reported
Their Skills Improved a Little or a Lot
(percentages)

. Improved a Lot Improved a Little

38 37 4
51

Team Diversity Work Writing English Math Reading Problem Computer
Work Habits Speaking Solving
FIGURE 4 ABE/ESL Students Very or Somewhat Satisfied With Program Features
(percentages)

. Very Satisfied Somewhat Satisfied

13 12 16 17

19 21

Location ~ Program  Facilities Times Teaching  Equipment  Program Interact ~ Career Advice
Cost Quality Length  w/nstructr.  Useful Selecting
Program

Fifty-eight percent of students were female; virtually
the same as in 2001-2002. The median age, when
leaving a program, was 29 years; 25 percent were
over age 38. Seventeen percent of the students
reported receiving public assistance at registration.

Competency Gains

A majority of students indicated they enrolled in
their program to acquire skills for a new job or for
personal improvement. More specifically, most
students reported seeking to improve their reading
skills (74 percent), math skills (60 percent), and/or
English-speaking skills (74 percent); 53 percent said
that one of their reasons for enrolling was to get a
GED. The majority of students reported receiving
instructions in these areas (Figure 2). Students
received training in other areas as well.

As in the previous study, most students reported
their skills in these areas improved as a result of the
training (Figure 3). Lower percentages, however,
reported a lot of improvement in English-speaking,
reading, and problem solving compared to the prior
study. Students tended to report higher levels of
improvement with workplace skills than with basic or
computer skills.

Participant Satisfaction

In general, students were satisfied with the training
they received. Ninety-four percent of students
reported being satisfied with their basic skills
instruction overall, up slightly from the previous
ninety-one percent. Unfortunately, the decline in the
percentage who stated that they had met their
educational objectives continued: 74 percent in 2003-
2004, 80 percent in 2001-2002, and 87 percent in
1999-98. Large majorities of students indicated being
satisfied with different aspects of their programs
(Figure 4). Over three-fourths indicated being “very
satisfied” with facilities, times offered, location, and
program cost.”*

TABE/ESL courses were offered free of tuition until the 2004-2005 school year,
when the Legislature imposed a nominal $25 a course tuition fee.
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Similar to the previous survey, students reported
information on job openings and resume writing as
the support services most needed while enrolled
(Figure 5). Students were more likely than not to
receive the services they needed. Relatively high
percentages said they left the program with their
need for job opening information and counseling
and guidance unmet.”? The percentage with unmet
need for job opening information in 2003-2004,
however, is much lower than was two years ago (17
percent versus 28 percent).

Employer Satisfaction

The employer satisfaction survey, which was
administered during 2005, asked firms to evaluate
new employees who had recently completed an
ABE/ESL program. Ninety-one percent of employers
stated they were at least somewhat satisfied with
the overall work quality of these new employees—
twenty-eight percent, however, said they were “very
satisfied” (Figure 6). Employers’ levels of
satisfaction with various skills of new employees
differed somewhat from of the previous survey.
Much lower percentages were “very satisfied” with
teamwork, willingness to accept supervision,
adaptability to change, and work habits. On the
other hand, much higher percentages were “very
satisfied” with computer and communication skills.

Employment and Earnings

According to the survey responses, 64 percent of
the 2003-2004 ABE/ESL students were employed
during the period seven to nine months after leaving
their program (Figure 7 on following page). To find
out more about the students’ postprogram
employment and earnings, we matched student
records with ESD wage files from Washington and
neighboring states. These files contain quarterly
earnings and hours worked information on those
individuals with employment reported for
unemployment insurance (Ul) benefits purposes
(approximately 90 percent of in-state employment,

with self-employment, active military duty, and those
working for religious nonprofit organizations being
the major groups of employers not included).

According to record matches, 56 percent of ABE/ESL
students had reported employment during the third
quarter after they left the program, virtually the same
percentage reported two years ago. Their median
hourly wage™ was higher than two years ago. The
median postprogram earnings, however, were lower
than in the previous three studies.

2Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.

*All wages and earnings are stated in 2005 Q1 dollars.

FIGURE 5

ABE/ESL Students Needing a Service and Leaving With Need Unmet
(percentages)

. Needing Service Need Unmet

Job Resume Career Job Inter- Financial Govt. Child Transport.  Services
Opening Writing or Job Search viewing Assist. Services Care Assist. for
Info. Counsel. Info. Info. Assist. Disabled
FIGURE 6 Employers Very or Somewhat Satisfied With Various Skills of New

Employees Who Recently Completed an ABE/ESL Program

(percentages)
. Very Satisfied Somewhat Satisfied
51 %9 5 g 63
58 59 54 58

Com-  Work
municat. Habits

Comptr. Overall Accept Overall Adapt  Job- Reading Prob. Math  Team  Wiiting
Product-  Super-  Work to Spec. Solv. Work
ivity vision  Quality Change  Skills
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FIGURE 7

Percentage self-reporting employment during third quarter after leaving program
Percentage with employment reported by employers to ESD the third quarter after leaving program
Median quarterly hours worked of those working
Percentage employed full-time (averaging 30 or more hours/week) of those working
Median annualized earnings of those working

Employment and Earnings of ABE/ESL Students in the Third Quarter After Leaving Program

1995-96  1997-98 1999-2000 2001-2002 2003-2004

......................................................... 82 i 62 i 64 L 64
............. 62 .o 60 i 55 L 56

.................... 452 i 433 i 19 L 412
.................................................... 57 e BT vl 84 B4

. $17,027 $16,450 ....... $15,722 ......... $15,215

Size of household in which median earnings would support at poverty [eVel ..., 24 ............ 33 e 3T s 29 2.7
Size of household in which median earnings would support at twice poverty level ..., 0.7 o 0.9 e 0.9 i 0.8 e 0.8
Median hourly wage of those working $9.58 ... $9.93 .....cc.... $9.58 ... $9.66
Percentage self-reporting receipt of medical benefits from employer ... 52 v B3 .o 45 . 53 s 44
Percentage self-reporting receipt of pension benefits from employer ..., 37 i, 35 e 29 s 32 s 23

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.

FIGURES  Industry of Employment of ABE/ESL Students
in the Third Quarter After Leaving the
Program: 2003-2004

Industry Group Employment
Natural Resources and Mining ..........ccovvvvreinrneernen. 6.0%
CONSLIUCHION ..o 5.2%
ManUFaCtUNNG .......cooeviveeiee e 13.1%
Food and Beverage Products ...........c.cccvevriunnen. 4.1%
Wood and Paper Products ... 1.6%
Fabricated Metal Products ............cccccceevevevevnenee. 1.0%
Transportation Equipment ..o, 1.6%
All Other Manufacturing ........ccococveeeriererrerninnnns 4.9%
Transportation, Warehousing, and Utilities ...................... 2.3%
Wholesale Trade .......ccccceeevereerecccceeeceeeess s 3.0%
Retail Trade ..o 13.5%
Information
Financial ACIVItIES ..........ceveveveieeeeeeee e 2.9%
SEIVICES vttt
Professional, Scientific, and Technical .................. 1.5%
Administration and Support, and Waste
Management and Remediation .............c.c...... 11.4%
EdUCAtION ... 2.0%
Health Care ........ccoovvveveeeeeeeeeeeeeeeeeeen 9.7%
Social ASSIStANCE .......ccvveveeceereeeeeeeeeen 3.8%
Arts, Entertainment, and Recreation ..................... 2.7%
Accommodation and Food .............cccceeeereunnnee. 15.6%
All Other Services
Public Administration

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due
to rounding.

Although employment among ABE/ESL students is
heavily concentrated in services, retail trade, and
manufacturing industries (Figure 8), compared to
2001-2002, employment of 2003-2004 participants is
much more likely to be in service industries and
much less likely to be in retail trade.

Among students employed during the third quarter
after exit, there is a substantial gender gap in labor
market outcomes. Employment rates, hours worked,
earnings, and wages are significantly lower for
women (Figure 9).

FIGURE9  Gender Differences in Labor Market
Outcomes Among ABE/ESL Students in
the Third Quarter After Leaving Program

Women Men Ratio
Employment Reported to ESD ............ 54% ........ 59% .....92%
Median Quarterly Hours Worked........... 386 .......... 455 .....85%
Median Annual Earnings ................ $13,719...$18,572 ..... 74%
Median Hourly Wage ...........cco..oovveeen. $9.13.....$10.59 ..... 86%
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ABE/ESL students of color tended to have
employment outcomes and earnings similar to or
better than whites. Hispanics had a higher
employment rate than whites (62 percent versus 54
percent). Higher percentages of Hispanics and
Asians/Pacific Islanders worked full time compared
to whites (62 percent, 59 percent, and 48 percent,
respectively). Median wages for all minority groups
were similar to whites.

According to administrative records, 1 percent of the
ABE/ESL students leaving college during 2003-2004
had a disability. Students with disabilities did less well
in the labor market than their fellow participants.
They were less likely to have employment reported
to ESD (35 percent versus 56 percent), they were
less likely to work full time (36 percent versus 54
percent), and their median hourly wage was 89
percent of students without a disability.

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short- and longer-
term impacts of program participation on employment,
hourly wage, hours worked, quarterly earnings, and
receipt of Ul benefits and public assistance.

In order to estimate these impacts, individuals who
received employment-related ABE/ESL education
were compared to individuals who had similar
characteristics, but who did not participate in any of
the programs included in the study.™ Additional
estimates were made for a cohort of ABE/ESL students
who also participated in CTC Job Preparatory
training. The comparison group members were
selected from registrants to the state’s employment
service. Short-term net impacts were derived by
examining outcomes for individuals who exited the
programs (or from the employment service) in fiscal
year 2003-2004 and longer-term impacts for
individuals who exited in fiscal year 2001-2002.

ABE/ESL instruction is associated with minimal
positive short-term net impacts on hourly wage, hours
worked, and quarterly earnings. While ABE/ESL
education is associated with positive longer-term net
impacts on employment and hours worked, net
impacts on hourly wage and quarterly earnings are
insignificant. ABE/ESL students who also participated
in CTC Job Preparatory training have better short-
term and longer-term net impacts on employment,
hourly wage, hours worked, and earnings.

"That is, individuals who enrolled in ABE/ESL programs for personal
enhancement or non-employment-related purposes are not included in the
ABE/ESL cohort.
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FIGURE 10 Short- and Longer-Term Net Impact Results for ABE/ESL Students

Who Left the Program During PY 2003-2004 and 2001-2002

Short-Term Impacts
Exiters 2003-2004

Exiters 2001-2002
Employment: percentage in reported employment
Mean Hourly Wage .........cceviiienieeieeeieee e
Mean Hours Worked Per Quarter ...
Mean Quarterly Earnings ............
TANF:** percentage receiving aid ........

Food Stamps: percentage receiving ...........ccoeeveiveeresierseennes 43 6.4
Medical Benefits: percentage receiving ...........coccvevevevvierreeennnnn. 5.3 6.0
Ul: percentage reCeIVING ........coevrireierrieeininieeesseesesessse s 0.8 o -1.3

Notes: Short-term refers to impacts observed in the third quarter after leaving the program during the 2003-2004 school

year. Longer-term refers to impacts observed 9 to 12 quarters after leaving the program during the 2001-2002 school year.

Eamings and wages are in 2005 Q1 dollars.
* Not statistically significant at the 0.05 level.
** Temporary Assistance to Needy Families

FIGURE 11 Short- and Longer-Term Net Impact Results for ABE/ESL Students

Who Also Participated in CTC Job Preparatory Training and Left the

Program During PY 2003-2004 and 2001-2002
Short-Term Impacts Longer-Term Impacts
Exiters 2003-2004 Exiters 2001-2002

Employment: percentage in reported employment .............c.c....... 6.6
Mean Hourly Wage ...
Mean Hours Worked Per Quarter
Mean Quarterly Eamings .........cccveeeireerineeesrseesssssseennns
TANF:** percentage receiving @id ..........coceverievireireniesieeennns 4.0 e 24
Food Stamps: percentage receiving ...........ccoeevevveeveseereniennens 84 74

Medical Benefits: percentage receiving .
Ul: percentage receiving .........c.coceeevennes

Notes: Short-term refers to impacts observed in the third quarter after leaving the program during the 2003-2004 school
year. Longer-term refers to impacts observed 9 to 12 quarters after leaving the program during the 2001-2002 school
year. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
** Temporary Assistance to Needy Families

Longer-Term Impacts

Figure 10 shows the short-term impacts of the
program. During the third quarter after the 2003-
2004 participants left their program, ABE/ESL
instruction is associated with small, but positive, net
impacts on hourly wage, $0.62° per hour; hours
worked per quarter, 11.8 hours; and quarterly
earnings, $200. ABE/ESL instruction is associated
with increases in the percentages receiving public
assistance, but a minor decrease in the percentage
receiving Ul benefits.”

The longer-term impacts on employment and hours
worked are positive; however, the net impacts on
hourly wage and earnings are insignificant (also in
Figure 10). As in the short-term, longer-term ABE/
ESL instruction was associated with increases in the
percentages receiving public benefits and a decline
in the percentage receiving Ul benefits.

The data permitted an examination of the outcomes
for ABE/ESL students who also received CTC Job
Preparatory Training.

Al dollar amounts are expressed in 2005 Q1 dollars.

"5Given the increases in public assistance, the decrease in the percentage
receiving Ul benefits may be the result of not qualifying for such benefits rather
than not being unemployed.

"The study examined short-term outcomes of CTC Job Preparatory participants
who exited in 2003-2004 and who had participated in ABE/ESL at a community
and technical college sometime during 2000-2001 through 2003-2004 and longer-
term outcomes of CTC Job Preparatory participants who exited in 2001-2002 and
who had participated in ABE/ESL at a community and technical college
sometime during 1998-99 through 2001-2002.
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For those who had ABE/ESL education and pursued
CTC Job Preparatory training, the labor market
outcomes were much stronger (Figure 11). ABE/ESL
with CTC Job Preparatory training was associated
with a short-term increase of 6.6 percentage points
in employment as reported to ESD, and a longer-
term increase of 12.0 percentage points. There were
substantial positive impacts on hourly wage, hours
worked, and quarterly earnings.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.” Program
costs include both direct program costs and support
payments borne by the state and the foregone
earnings borne by students. Benefits and costs are
calculated for both the observed period of time and
based upon a statistical model that estimated the
benefits and costs out to the age of 65. In order to
compare benefits and costs in terms of net present
values, postprogram benefits and costs are
discounted by 3 percent per year and all figures are
stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
students leaving programs in 2001-2002, because a
longer-term follow-up is required for this analysis.
The results are for those students who took only
basic skills courses in the colleges.

8Upjohn estimated the impact of the net change in earnings on social security,
Medicare, and federal income and state sales taxes.

For each student in ABE/ESL only, the public
(taxpayer) cost is about $2,500 over the length of
their enroliment, and the student cost is $140 in
foregone earnings while in school (Figure 12). The
average ABE/ESL student makes no net gains in
earnings in either the first two and one-half years
after leaving college or during the course of working
life to age 65 compared to similar individuals who did
not participate in any of the workforce development

programs.
FIGURE 12 Benefits and Costs of ABE/ESL Education
First 2.5 Years After Program Forecast to Age 65
Participant ~ Public Participant ~ Public
Benefits
Earnings ..o
Employee Benefits
TaXES ..o
Transfers™ ...
Costs
Foregone Earnings .........ccc.coevevvven. S$140 e -$140
Program Costs™* .........cccoeverrreneenreeen. $0 ... -$2,453 ..o $0 .... -$2453
TOTAL .oooveennnee $596 ..... -83,188 ..covrriris $5,164 ... -$7,756

Notes: Benefits and costs are expressed in 2005 Q1 dollars.
*Refers to essentially but not exactly $0.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

***In 2001-2002 ABE/ESL students in CTC programs were not required to pay tuition.
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Areas for Inprovement

ABE/ESL students have to overcome substantial
barriers in order to succeed in the labor market.
Some lack basic skills, some lack a high school
diploma, and some lack proficiency in English. The
majority of these students are people of color and
many are poor. These factors should be taken into
account when considering the results.

Overall, the survey responses suggest most
students were satisfied with the program. While
most said they met their educational objectives, the
percentage continued to decline over previous
studies. Also, most reported that their basic skills
(reading, writing, math) and English-speaking skills
improved. However, only half or less reported that
these skills improved “a lot.”

Student survey responses suggest a need for wider
access to some support services. Many left the
program with unmet needs for career or job
counseling and information on job openings.

Employment rates and earnings were typically low
for ABE/ESL students. In addition to having limited
basic skills, many of these individuals lack job-
specific skills. According to the employer survey,
only 23 percent of employers were “very satisfied”
with the job-specific skills of these students.
Remember that most of this evaluation was
restricted to only those ABE/ESL students who
enrolled for a work-related reason, but who did not
also participate in vocational training. Community
and technical colleges’ efforts to integrate work skills
training in ABE/ESL instruction should continue.

Postprogram wages and earnings were substantially
lower for women than for men. They were also lower
for people with disabilities. The program should do
more to improve labor market outcomes for women
and people with disabilities.

48

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD



Workforce Training Results — 2006

WORKFORCE INVESTMENT
ACT TITLE I-B ADULT
PROGRAM

The Workforce Investment Act (WIA) Title I-B Adult
program prepares individuals 18 years and older for
participation in the labor force by providing core
services and access to job training and other
services. Core services, which are available to all
adults, include skill assessment, labor market
information, consumer reports on training programs,
and job search and placement assistance. Second
and third tier services are available for eligible adults
unable to obtain jobs through core services alone.
Priority is given to welfare and low-income clients.
Intensive training and services may include more
intensive assessments, individual counseling,
employment planning, and prevocational and
vocational training.

Employment Security Department (ESD) administers
the program at the state level. Twelve local
workforce development councils, in consultation with
chief local elected officials, oversee WIA activities in
their local area. Services are coordinated through
the state’s one-stop career center system called
WorkSource.

This study includes information obtained on 4,443
adults who left the program during the 2003-2004
program year. Employment-related information also
was obtained ESD wage files in Washington, Idaho,
and Oregon, and federal employment records. In
addition, 877 participants responded to a telephone
survey, providing additional information on
employment, training, and satisfaction with the
program.” Employer satisfaction was assessed
through survey responses from 165 firms that hired
employees who recently completed a WIA program.®

The median length of participant enrollment in the
WIA Adult program was eight months for those
leaving during 2003-2004, virtually the same length
as for those leaving in 2001-2002.

Participant Characteristics

Participants in the WIA Adult program were more
likely to be a member of a racial or ethnic minority
group, female, and have less education than the
general state population. Among those leaving the
program during 2003-2004, 31 percent were people
of color (Figure 1).8" Fifty-seven percent were women.

¥The responses from the participant satisfaction survey were weighted to
reflect the distribution of WIA adults by workforce development council.

The employer survey includes employers who hired a participant who completed
atleast one of the three WIA programs: adult, dislocated worker, or youth.

¥'In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 WIA Adults by Race and Ethnicity
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FIGURE 2

Comptr.

FIGURE 3
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When they enrolled, 16 percent had neither a high
school diploma nor a GED, and only 39 percent had
previously attended college.®? Fourteen percent had
limited English proficiency and ten percent received
public assistance® while enrolled in the program.
The typical (median) age when leaving the program
was 38; one quarter was over 48 years of age.

Competency Gains

Most participants enroll in the WIA Adult program for
employment-related reasons. Based on survey
results, 80 percent of adults entered the program in
order to learn skills for a new job, 73 percent
enrolled to get job search assistance, and 57
percent enrolled for on-the-job training.® About one
fifth of the participants said they enrolled to improve
basic skills (reading, math, and/or English speaking).

WIA Adults Receiving Various Skills Training
(percentages)

Machin.
Operat.

Divers.  Writing Math  Reading English

Speak.

WIA Adults Receiving Various Skills Training Who Reported Their Skills

[l Improved a Lot

Improved a Little or a Lot
(percentages)

Improved a Little

Fifty-nine percent of WIA adults reported receiving
some type of training as part of their program. As in the
previous study, the most common type of training
was in computer and job-specific skills (Figure 2).

The majority of WIA adults who received training felt it
improved their skills (Figure 3). Similar to two years
ago, the percentage reporting their skills improved “a
lot” was highest for occupational training, particularly
machinery operation and job-specific skills. The
maijority indicated “a lot” of improvement in reading,
writing, and work habit skills, unlike two years ago
when less than the majority so indicated.

Among those employed seven to nine months after
leaving the WIA Adult program, 59 percent said their
training was related to that job, down from 63
percent reported by adults two years ago.

Administrative records data provide additional
information on training received by WIA
participants.® These data suggest 42 percent of the
WIA adults leaving the program during 2003-2004
received occupational skills training as part of their
program.® Eleven percent received on-the-job
training.®” (Note that participants can receive more
than one type of training.)

#According the 2004 Washington State Population Survey, of those aged 16-74,
11 percent have less than the equivalent of a high school diploma, and 63
percent had attended college.

®Public assistance recipients includes 6.5 percent who received cash
assistance from state or local General Assistance, Refugee Cash Assistance, or
Supplemental Security Income; 3.3 percent who received Temporary Aid for
Needy Families (TANF); and 0.3 percent who received both types of assistance.

#Participants can indicate more than one reason for enroliing.

®These data are collected through the Service, Knowledge, and Information
Exchange System (SKIES) developed by ESD.

®Qccupational skills training in the administrative records data could include the
following types of services: occupational skills training; programs that combine
workplace training with related instruction; training programs operated by the
private sector; skill upgrading and retraining; entrepreneurial training; job
readiness training; and customized training.

&0On-the-job training refers to training provided by an employer to a paid
participant engaged in productive work that (a) provides knowledge or skills
essential to the performance of the job; (b) provides reimbursement to the

employer or up to 50 percent of the wage of the participant; and (c) is limited to the
period of time required for a participant to become proficient in the occupation.

Machin.

Job-Spec.  Math Prob.
Operat. Skills Solv.

Divers. ~ Comptr.  English

Speak.

Writing Work  Reading Team
Habits Work
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These data also included information on degree or
credential attainment. Among those leaving the
program during 2003-2004, 5 percent received an
associate degree, 10 percent received occupational
skills licenses, and 26 percent obtained an
occupational skills certificate/credential.

Participant Satisfaction

Survey results indicate participants were generally
satisfied with the program. Eighty-six percent of
participants reported they were satisfied with the
overall quality of the program. Eighty-three percent
said their educational objectives had been met.
These are virtually the same levels of satisfaction
that were reported in the last survey (2001-2002).
Participants tended to be “very satisfied” with
various features of the program including program
cost, facilities, times offered, and location (Figure 4).
They were less satisfied with their opportunity to
interact with instructors outside of their program.

Similar to previous surveys, WIA adults most
frequently reported needing information on job
openings and financial assistance (Figure 5).

Most who needed these support services received
them. The largest unmet need® was for information
about job openings. This is not a new problem; the
percentage was about the same in a previous survey.

Employer Satisfaction

It was not feasible to survey employers about each
WIA program included in the study (Adult, Dislocated
Worker, and Youth programs) separately because
there were too few individuals coming out of each
program for a sufficient percentage of employers in
the state to have had experience employing recent
participants. Employers were instead asked about
workers who had been trained by WIA. This section
presents findings on employer satisfaction with new
employees who completed any type of WIA program.

®Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.

Overall, the results indicate the majority of
employers were satisfied with the quality and
productivity of these workers (Figure 6). The
percentage indicating being “very satisfied” was
lower in this survey than in the previous.

FIGURE 4 WIA Adults Very or Somewhat Satisfied With Program Features
(percentages)
. Very Satisfied Somewhat Satisfied
16
22 24 23 27 2%

Program  Facilties Times Location ~ Equipment  Teaching ~ Program Career ~ Adv. Select.  Interact

Cost Quality Length Useful Program  w/Insructr.

FIGURE 5 WIA Adults Needing a Service and Leaving With Need Unmet
(percentages)
[l Needing Service Need Unmet
i 5

Job Financ. Resume Interwew Career Job Gowt. Transport Child Servs
Opening Assist. Writing or Job Search Servs. Assist. Care

Info. Counsel. Assist. Info. Assist. D|sab|ed

FIGURE 6 Employers Very or Somewhat Satisfied With Various Skills of New
Employees Who Recently Completed a WIA Program
(percentages)
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FIGURE 7

Percentage self-reporting employment during third quarter after leaving program
Percentage with employment reported by employers to ESD the third quarter after leaving program
Median quarterly hours worked, of those working
Percentage employed full-time (averaging 30 or more hours/week) of those working
Median annualized earnings of those working

There were mixed results in terms of being “very
satisfied” with general workplace skills, occupational
skills, and basic skills. While relatively higher
percentages of employers were “very satisfied” with
computer and communication skills and work habits,
low percentages were “very satisfied” with
teamwork, job-specific, math, and writing skills of
WIA participants.

Employment and Earnings

Eighty-two percent of the 2003-2004 WIA Adult
participants reported being employed during the
period seven to nine months after the program
(Figure 7).% To find out more about the participants’

postprogram employment and earnings, we matched

participant records with ESD wage files from

Washington and neighboring states. These files
contain quarterly earnings and hours worked
information on those individuals with employment
reported for unemployment insurance (Ul) benefits
purposes (approximately 90 percent of in-state
employment, with self-employment, active duty
military, and those working for religious nonprofit
organizations being the major groups of employers
not included).

#In the survey, participants were asked whether they were employed or self-
employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

Employment and Earnings of WIA Adults in the Third Quarter After Leaving Program

1995-96*  1997-98* 1999-2000  2001-2002 2003-2004

$13,549....$16,475 ....... $16,672 ...... $17,630 ......... $18,352

Size of household in which median earnings would support at poverty level ..., 2.2 . 3 3.2 35 3.7
Size of household in which median earnings would support at twice poverty level ..., (A 0.9 i 0.9 i 0.9 i 1.0
Median hourly wage 0f th0SE WOTKING .........ccvvumiiiiiiiiiiii s $8.87 ....... $9.93 .......... $1044 ....... $10.77 ......... $10.93
Percentage self-reporting receipt of medical benefits from employer ... 51 53 i 65 i 59 61
Percentage self-reporting receipt of pension benefits from employer ..., 23 . 29 K IR 34 35

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
*Figures from 1995 through 2000 are for the Job Training Partnership Act (JTPA) Il-A Adult program.
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Record matches found 69 percent had reported
employment during the third quarter after they left
the program. Their median hourly wage*® was
$10.93, and their median annualized earnings were
$18,352. Labor market outcomes for those leaving
the WIA Adult program in 2003-2004 were better than
for those leaving in 2001-2002 and extend the
decreasing trends starting from 1995-1996.

Postprogram employment among WIA adults
continues to be concentrated in retail trade and
services industries. The share of employment,
however, is down from the previous study in retail
trade and up in services, particularly in health care
service industries (Figure 8).

Employment outcomes and earnings varied
somewhat by gender, race and ethnicity, and
disability status. During the third quarter after
leaving the program, female and male participants
were as likely to be employed and working full time.
Among those employed, however, the hourly wage
rate for women was 92 percent of men. The good
news is that this is up from 87 percent for those
leaving in 2001-2002.

Participants from racial and ethnic minority
backgrounds were as likely to be employed and
working full time as white participants. The median
hourly wage for African Americans was 92 percent
that of whites, and the median hourly wage for
Hispanics was 96 percent that of whites.

Administrative records suggest 9 percent of the

WIA adults included in this study had a disability.
These participants were less likely to have
employment reported to ESD (57 versus 70 percent),
and their median wage was 91 percent of those
without a disability.

%Al wages and earnings are stated in 2005 Q1 dollars.

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short-term and
longer-term impacts of program participation on
employment, hourly wages, hours worked, quarterly
earnings, and receipt of Ul benefits and public
assistance.

Figure 8 Industry of Employment of WIA Adults
in the Third Quarter After Leaving
Program: 2003-2004
Industry Group Employment
Natural Resources and Mining ...........ccvvevrnreneniniineen. 1.7%
CONSHIUCHION ... 5.1%
ManuactUNNg .......cceveveieiciee e 9.2%
Transportation, Warehousing, and Utilities ...................... 4.7%
Wholesale Trade ........cccoeveveveveveeeeeeeeeee e 3.0%
Retail Trade ......c.ccveveeeeeeeieceeeeeeceee e 11.3%
INFOrMALION ..o 1.3%
Financial ACHIVItIES ........ccovevveireeeereeeeeeeeeeeeee e 5.2%
SEIVICES .o 55.6%
Professional, Scientific, and Technical .................. 2.8%
Administration and Support, and Waste

Management and Remediation ..............c..c..... 12.1%
EAUCAtION ...vveeeeee e 3.3%
Health Care .......cccceveveveeeeeeeee e 17.5%
Social ASSIStANCE .......ccoveveveveeeeieieeeereeererereas 4.8%
Arts, Entertainment, and Recreation ..................... 2.1%
Accommodation and Food ...........c.ccccevevevvvivennnnne. 7.4%
All Other SEIVICES .....oovevevevevereeeriieeererereeeine 57%
Public Administration ............cccoceveeerereeeeeeeeieceereeeeeeeeer e 2.9%
TOTAL e 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.
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In order to estimate these impacts, individuals who
participated in a WIA Adult program were compared
to individuals who had similar characteristics, but
who did not participate in any of the programs
included in the study. The comparison group members
were selected from registrants to the state’s
employment service. Short-term net impacts were
derived by examining outcomes for individuals who
exited the programs (or from the employment service)
in fiscal year 2003-2004 and longer-term impacts for
individuals who exited in fiscal year 2001-2002.

The WIA Adult program has positive net impacts on
employment, wages, hours worked, and earnings.
Participation increases lifetime earnings.

Figure 9 shows the short-term net impacts of the WIA
Adult program. During the third quarter after the
2003-2004 participants left the program, participation
was associated with an increase of 9.1 percentage
points in employment as reported to ESD, a net
impact on wage rates of $2.09,%' a net impact on
hours worked of 59.8 hours, and a net impact on

FIGURE 9 Short-Term Net Impact Results for WIA
Adults Who Left the Program During
PY 2003-2004
All Participants Who
Participants Received Training
Employment: percentage
in reported employment ............ 91 8.6
Mean Hourly Wage ................. $2.09 i $1.92
Mean Hours Worked
Per Quarter ........cccoevvvvinis 59.8 s 57.2
Mean Quarterly Earnings .......... 797 o, $871
TANF: ** percentage
receiving aid ...........ccooerniininnnn. 0.5 0.0
Food Stamps: percentage
FECEIVING ...ocvveicieieeieceeee 5. 41
Medical Benefits: percentage
FECEIVING ...ecvveicieiecieceene 6.2 o 6.1

..... 1.7... O

Notes: Short-term refers to impacts observed in the third quarter after leaving
the program. Eamnings and wages are in 2005 Q1 dollars.

*Not statistically significant at the 0.05 level.
** Temporary Assistance for Needy Families

Ul: percentage receiving ..

quarterly earnings of $797. Participation, however, is
associated with increases in the percentages
receiving Ul benefits and public assistance.

WIA Adult programs offered participants a variety of
services, and not all received training. Those who
received training® also experienced positive
employment, wage, hours worked, and earnings
outcomes. The size of the net impacts for those who
received training compared to all participants were
similar in the short-term but larger in the longer-term, an
indicator of the value of training for those participants.

The longer-term net impacts are observed 9 to 12
quarters after participants left the program during the
2001-2002 program year (Figure 10). The program
also has positive longer-term impacts on employment,
hourly wages, hours worked, and earnings; the
magnitudes of the net impacts, however, are smaller
than in the short-term. In the longer-term,
participation was associated with increases in the
percentages receiving food stamps and Ul benefits.

9'All dollar amounts are expressed in 2005 Q1 dollars.

“This includes job preparatory training, worker retraining, and work-related
basic skills training.

FIGURE 10 Longer-Term Net Impact Results for WIA
Adults Who Left the Program During
PY 2001-2002

All Participants Who
Participants Received Training
Employment: percentage
in reported employment ............ 6.6 .o, 8.1
Mean Hourly Wage
Mean Hours Worked
Per Quarter ........ccooovvvvinns 35.7
Mean Quarterly Earnings $443 ..
TANF: percentage receiving aid ... 0.7*
Food Stamps: percentage

TECEIVING ..vvveveveeeee e 2.8 e 2.6*
Medical Benefits: percentage

TECEIVING w.vovvvveeeeeie s 2.0% e 1.5
Ul: percentage receiving .............. 4.0 i 53

Notes: Longer-term refers to impacts observed 9 to 12 quarters after leaving the
program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.* Program
costs include both direct costs and support
payments borne by the state and the foregone
earnings borne by participants. Benefits and costs
are calculated for both the observed period of time
and based upon a statistical model that estimated
the benefits and costs out to age 65. In order to
compare benefits and costs in terms of net present
values, postprogram benefits and costs are
discounted by 3 percent per year and all figures are
stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
participants leaving programs in 2001-2002, because
a longer-term follow-up is required for this analysis.

For each participant in WIA Adult programs, the
public (taxpayer) cost is $5,481 over the length of
their enrollment, and the participant cost is $1,060 in
foregone earnings while enrolled (Figure 11). During
the first two and one-half years after leaving the
program, the average participant will gain $5,794 in
earnings. During the course of working life to age
65, they will gain about $28,900 in net earnings
(earnings minus foregone earnings) and about
$6,000% in employee benefits. These are net gains
compared to the earnings of similar individuals who
did not receive the training.

Projected participant benefits to age 65 outweigh
public costs for WIA Adult services and training by a
ratio of 6.4 to 1, or $34,874 to $5,481.%

%Upjohn estimated the impact of the net change in earnings on social security,
Medicare, and federal income and state sales taxes.

%This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $5,800.

%This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and the public
(taxpayers).

From the time of leaving the program to age 65, the
public is forecast to gain almost $5,200 per
participant in additional social security, Medicare,
and federal income and state sales taxes; the public,
however, is expected to pay out $240 per participant
in total Ul benefits and social welfare benefits.
Together, the program cost and small increase in
transfer payments is about $555 greater than the
increase in tax revenues.

FIGURE 11 Benefits and Costs of WIA Adult Program
First 2.5 Years After Program
Participant Public
Benefits
EaIMINGS ...ovoovveeveeseeeeeeseieseie, $5,794 ..o,
Employee Benefits ..........ccoccovvvenne. $1,159 v,
TAXES weovvveveeeveeeesseee s -$999 ... $999
TTaANSTEIS™ oot $1,971 $1,971
Costs
Foregone Earnings ........ccccovvvninnas -$1,060 ...
Program COStS .........o.ccovvveervesnnresnrisnnnns $0 .. -$5,481
TOTAL wovvevvveees $2,922 .......... -$2,511

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

Forecast to Age 65
Participant Public
.............. $29,945 ................
............ $5,989 ...ccccrrvinnens
............... -$5,166 ......$5,166
................... $240 ....... -$240
............... $1,060 .....ccrrvens
....................... $0 ... -$5,481

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,

and other client support services.
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Areas for Inprovement

WIA Adult program participants were generally
satisfied with the program. Labor market outcomes
for adults leaving WIA during 2003-2004 compared
favorably to those leaving in 2001-2002. Postprogram
employment rates and earnings were slightly higher.

There are areas for improvement. While most
participants were satisfied with the services they
received, many reported an unmet need for
information on job openings.® This is an unmet need
also expressed by participants leaving in 2001-2002.

Although earnings increased from those reported
two years ago, more could be done to prepare
participants for higher wage jobs. Only one-third of
WIA adults received job-specific skills training.

Given the low educational attainment of participants
prior to entering the program, more should receive
basic skills instruction in reading, writing, and math.
Among the adults leaving WIA during 2003-2004, less
than one-fifth said they received training in writing or
math skills, and only 11 percent were trained in
reading skills. Furthermore, only about half of these
participants reported their reading and writing skills
in these areas improved substantially; 61 percent
reported their math skills improved “a lot.”

%Unmet need refers to cases where the student reports that either they did not
receive the required service or what was provided did not meet their needs.
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DIVISION OF VOCATIONAL
REHABILITATION

The Division of Vocational Rehabilitation (DVR)
offers services to help individuals with disabilities
become employed. The primary objective is
employment. Depending on the individual and their
functional limitations, this may include part-time
employment, self-employment, homemaking, or
supported employment. Services are based on the
needs of the individual and include assessment;
counseling; vocational, academic, and other training
services; physical and mental restoration services;
assistive technology; independent living services;
mobility and transportation; communication
services; and job search and placement.

Eligibility requires certification by DVR that the client;

+ Has a physical, mental, or sensory impairment
that constitutes or results in a substantial
impediment to employment.

+ Can benefit in terms of an employment outcome
from vocational rehabilitation services.

* Requires vocational rehabilitation services to
prepare for, enter into, engage in, or retain
employment.

These strict eligibility requirements should be
considered when reviewing outcomes of DVR clients.

This study includes information from administrative
records for 4,434 clients who left DVR programs
during the 2003-2004 program year. The median
length of program enrollment among those leaving
DVR programs in 2003-2004 was 21 months.

Significant programmatic changes need to be
considered when comparing outcomes for DVR clients
over time. The most important of these is the
adoption of an order-of-selection policy. Since the
end of 2000, when program funds and staff resources

were insufficient to serve all eligible applicants,
priority has been given to participants with the most
significant disabilities: priority 1 was individuals with
most severe disabilities, priority 2 was individuals with
severe disabilities; and priority 3 was individuals with
disabilities. Of the DVR clients leaving the program
during 2003-2004, 59 percent were priority 1; 40
percent were priority 2; and 1 percent were priority 3.

This study includes information from DVR
administrative records; Employment Security
Department (ESD) wage files from Washington, Idaho,
and Oregon; and federal employment records. In
addition, 195 clients completed a survey, providing
more detailed data on employment and satisfaction
with the program.®

Participant Characteristics

The racial and ethnic composition of 2003-2004 clients
roughly reflects the general population (Figure 1).% It
also make up a similar percentage of those rehabilitated.

%"Responses from the participant survey were weighted to reflect the closure
status-"Rehabilitated” versus “Other than Rehabilitated"-distribution of those
leaving the program in 2003-2004.

%In this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 DVR Clients by Race and Ethnicity
6% 5%
3% 3%
African American 6% 6%

2%
3%

2%

Asian/Pacific Islander 3%

Hispanic 79% 80%
[ Multiracial

[ Native American

Il White

All Clients

Rehabilitated

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD



Division of Vocational Rehabilitation
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Leam Skills
for New Job

FIGURE 3

37

58

Team
Work

FIGURE 4

37

Times

Forty-four percent of the 2003-2004 clients were
women, similar to the percentage of the 2001-2002
clients. Of those rehabilitated, 43 percent were
women. The median age upon entering the program
was 38; one quarter was age 47 or older. At the time of
application, 69 percent had not previously had post-
secondary education, 15 percent had postsecondary
education but no degree or certificate, 9 percent had
an associate degree or a vocational certificate, and 7
percent had a bachelor’s degree or higher.

DVR Clients Receiving Various Skills Training
(percentages)

Team Adapt Prev. Work Diversity Problem Machin. Writing
Work Job Skills to Habits Solving Operat.
Disability
DVR Clients Receiving Various Skills Training Who Reported Their
Skills Improved a Little or a Lot
(percentages)
[l Improved a Lot Improved a Little
38 38 43 52
54 51 47 44
Leamn Skills Adapt Prev. Job Diversity Work
for New Job Skills to Disability Habits

DVR Clients Very or Somewhat Satisfied With Program Features

35

Location

[l Very Satisfied

37

Faciliies

(percentages)

Somewhat Satisfied

Advice
Selecting
Program

Career
Useful.

Interact
w/instructr.

Equip. Teaching

Quality

Prog.
Length

Competency Gains

Forty-one percent of the DVR clients were classified
as rehabilitated upon leaving the program (i.e., they
were working for 90 days prior to exit). This
rehabilitation rate is slightly lower than the 49
percent reported two years ago.

Based on survey results, most DVR clients enrolled
in the program to learn skills for a new job (79
percent) and to get job search assistance (77
percent).® Clients indicated receiving these and
other types of training (Figure 2). In addition, DVR
offers other work-related services in addition to
training; for example, some clients receive physical
and mental restoration services, assistive
technology, and communication services.

As in the previous study, almost all clients who
received a particular type of training reported at
least some improvement in their skills (Figure 3).'%
Comparisons indicate that similar percentages
indicated “a lot” of improvement across the skills
with the exception of work habits in which a much
lower percentage of the 2003-2004 clients so reported.

Among those employed in the third quarter after
leaving their program, 70 percent indicated that their
training was related to their job.

Participant Satisfaction

Sixty-three percent of clients were “very satisfied” or
“somewhat satisfied” with their DVR program, down
from sixty-nine percent who reported two years ago.
As in the previous study, respondents reported
relatively high levels of satisfaction with location,
times, and the facilities (Figure 4). Satisfaction was
lower with respect to advice on selecting programs
and usefulness of the program to their careers.

“Note that respondents could select more than one reason for enrolling in the
program.
19 the survey, too few clients indicated receiving problem-solving, machinery

operation, and writing skills training to reliably assess the levels of improvement
and, therefore, are not included in Figure 3.
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Similar to two years ago, DVR clients indicated job Record matches found 41 percent had reported
counseling and information about job openings as employment during the third quarter after they left
the support services they needed most while the program. The median hourly wage'® was $9.43,
participating in the program (Figure 5). While most and median annualized earnings were $11,090.
clients had their support service needs met, as in

e past considerabl percentages eftwihian LSS S e e e
unmet need for job counseling, information about employed will be higher than the percentage of those whose employment was

job openings, and on-the-job training. foundin ESD Wage records.
12Al wages and eamings are stated in 2005 Q1 dollars.

Employment and Earnings

. FIGURE 5 DVR Clients Needing a Service and Leaving With Need Unmet

According to the survey responses, 40 percent of (vercentages)
2003-2004 clients were employed during the period I Needing Service [ Need Unmet
seven to nine months after leaving their program ; . 69

] . Job Counseling -
(Figure 6)."°" To find out more about the clients’ post- Job Opening Info. - 68
program employment and earnings, we matched Interviewing 21 5;’3

. . . . On-the-Job Training
client records with ESD wage files from Washington Financial Assist . - 51
and neighboring states. These files contain quarterly Job Search Assist. - 50
earnings and hours worked information on those otora g P -
. « . esume Vriting
individuals with employment reported for Gout. Services Info. - - 2
unemployment insurance (Ul) benefits purposes Paid WorklJob Coach : 40
(approximately 90 percent of in-state employment, Help Keeping a Job *

) . - Computer Training 38
with self-employment, active duty military, and those Transportation Assist a7
working for religious nonprofit organizations being Labor Market Info. 0 %

. ; Medical Services 29
16
the major groups of employers not included). Predob Sl Trning ”
Self-Employment Services ) 18
Occupational Licenses 10 17
Child Care Assist. 3 5
FIGURE 6 Employment and Earnings of DVR Clients in the Third Quarter After Leaving Program
1997-98 1999-2000 2001-2002 2003-2004
All  Rehabilitated All  Rehabilitated All  Rehabilitated Al Rehabilitated

Percentage self-reporting employment during third quarter after

[€AVING PrOGrAM ...c.eieiitieicieeee ettt (11 TP na ... 60 . 11 R 52 i 11 I 40 .. na
Percentage with employment reported by employers to ESD during the

third quarter after leaving program ...........cccooevenenenencecseses
Median quarterly hours worked, of those working
Percentage employed full-time (averaging 30 or more hours/week)

OF thOSE WOTKING ... 49 51 v 48 .. 51 e 43 ........... 46 ... 39 43
Median annualized earnings of those working ...........c.cccooovsirininnns $13,366 .....$14,317 ... $14,097 ..... $14,749 .....$12,955 .. $14,450 ..... $11,090 .. $12,478
Size of household in which median earnings would support

At POVEILY IBVEI ... s 2.2 25 24 ... 2.6 . 2.0 e 2.5 15 e 1.9
Size of household in which median earnings would support at

tWICE POVEIY 1BVEL ... s 0.7 i 0.7 e 0.7 i 0.8 i 0.7 oo 0.8 s 0.6 ... 0.7
Median hourly wage of those WOrking .............ccoueeenernenenninesineienns $9.25 ......... $9.85......... $9.93 ....... $10.32 ... $10.53 ......... $9.43 ...... $9.46
Percentage self-reporting receipt of medical benefits from employer .......... NA .o NA e 40 ... Na ..oooeeenn. 44 ... 11 I 37 . na
Percentage self-reporting receipt of pension benefits from employer .......... NA .o NA e 22 i Na ..ooovennn. 25 11 I 18 o na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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Those deemed rehabilitated upon leaving the program
(i.e., those who had been working for 90 days)
tended to have better employment and earnings
outcomes than those not considered rehabilitated.

DVR clients leaving in 2003-2004 tended to have
lower employment rates and earnings than those
leaving in 2001-2002. The order-of-selection policy
may have contributed to these declines.

Employment among DVR clients continues to be
heavily concentrated in retail trade and services
industries (Figure 7).

Gender differences in postprogram employment and
hourly wages are similar. Women’s median annual
earnings, however, are lower than men’s ($10,368

FIGURE 7 Industry of Employment of DVR Clients in the
Third Quarter After Leaving Program: 2003-2004

Industry Group Employment
Natural Resources and Mining .........ccocovvevervrereiieieins 1.8%
CONSHTUCHION ...t 3.6%
ManufactUrNg .......coveveeieriicrcc s 4.9%
Wholesale Trade ........cccoveveveveveieeeeeeeeee e 2.2%
Retail Trade ......cceeveeeeeeeeeeeeeeeeeeee e 17.3%
Food and Beverage StOres ..o 5.5%
Gasoline Stations ........cccccvveeeeeeeeeeeeeeeeeeeeeeerer e 1.1%
General Merchandise StOres .........ccccovevevvvevevevevennns 4.3%
All Other Retail Trade ..........ccoeveeveeveeceeeeee 6.4%
Transportation, Warehousing, and Utilities ...................... 3.7%
INFOrMALION ..o 1.8%
Financial ACHIVItIES ........ccovvveeieiereeeeeeeeeeeeeeee e 2.9%
SEIVICES ...t eaenees 58.0%
Administration and Support, and Waste
Management and Remediation .............ccccouninnee 10.3%
EAUCALON <.veeeececeeeee e 5.6%
Health Care .......cceveeeccceeeeeeccece e 10.6%
S0Cial ASSIStANCE ........vvveveveveeeeeeee e 9.2%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.

versus $11,914). There is less variation in labor
market outcomes by race and ethnicity among DVR
clients than participants in many other programs.
There are, however, some significant differences.
Employment rates are significantly lower for African
American (32 percent) clients than for whites (41
percent). Median annual earnings are lower for
African Americans ($9,804) and Native Americans
($10,290) than for whites ($10,812).

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E. Upjohn
Institute for Employment Research (Upjohn), attempts
to estimate what happens to program participants as
compared to what would have happened if they had
not participated in a program. The objective is to
determine the short-term and longer-term impacts of
program participation on employment, hourly wages,
hours worked, quarterly earnings, and receipt of Ul
benefits and public assistance.

In order to estimate these impacts, individuals who
participated in the DVR program were compared to
individuals who had similar characteristics, but who
did not participate in any of the programs in the
study. The comparison group members were
selected from DVR-eligible applicants who left the
program before the development of an employment
plan. Short-term net impacts were derived by
examining outcomes for individuals who exited the
program in fiscal year 2003-2004 and longer-term
impacts for individuals who exited in fiscal year
2001-2002.
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The DVR program has positive net impacts on
employment, hours worked, and earnings in the
short-term, and hourly wage in the longer-term.
Participation increases lifetime earnings.

Figure 10 shows the short-term and longer-term net
impacts of DVR participation. During the third
quarter after the 2003-2004 clients left the program,
participation is associated with an increase of 6.8
percentage points; a net impact of 16.3 hours
worked per quarter; and a net impact on mean
quarterly earnings of $222."%® Participation is
associated with decreases in the percentages
receiving Temporary Assistance to Needy Families
(TANF) and food stamp benefits.

The longer-term net impacts of participation are
observed 9 to 12 quarters after clients left DVR
during the 2001-2002 program year. In the longer
term, participation is associated with increases in
employment, hourly wage, hours worked, quarterly
earnings, and the percentage receiving Ul benefits,
and is associated with decreases in the percentages
receiving TANF and food stamps.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes."™ Program
costs include both direct costs and support payments
borne by the state and the tuition and foregone
earnings borne by program participants. Benefits
and costs are calculated for both the observed
period of time and based upon a statistical model
that estimated the benefits and costs out to age 65.
In order to compare benefits and costs in terms of
net present values, postprogram benefits and costs

1Al dollar amounts are expressed in 2005 Q1 dollars.

1%Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

are discounted by 3 percent per year and all figures
are stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
clients leaving programs in 2001-2002, because a
longer-term follow-up is required for this analysis.

For each client in a DVR program, the public
(taxpayer) cost is $8,114 over the length of their
enrollment (Figure 11). Typically while participating
in employment and training programs, individuals

FIGURE10  Short-Term and Longer-Term Net Impact Results for DVR Clients Who
Left the Program During PY 2003-2004 and PY 2001-2002
Short-Term Longer-Term
2003-2004 Exiters 2001-2002 Exiters

Employment: percentage in reported employment ................... 6.8 oo 11
Mean Hourly Wage ...........covvveemvemneeinnriessiinnnes $0.32% e, $1.34
Mean Hours Worked Per Quarter .... LG 448
Mean Quarterly Earnings ............. $222 oo, $688
TANF: percentage receiving aid ........ 0.6% oo 0.8
Food Stamps: percentage receiving .... BT e -3.9
Medical Benefits: percentage receiving ..........coeovvevevevennnns 1.0 e -3.0%
Ul: percentage reCeIVING ........covviiieeriereinniereieeseeseeessenenas 025 e 2.6

Notes: Short-term refers to impacts observed in the third quarter after leaving the program. Longer-term refers to
impacts observed 9 to 12 quarters after leaving the program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.

FIGURE 11 Benefits and Costs of DVR Programs
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
Earnings .......ccoovevevieisnisninnns $45,850 ..o
Employee Benefits ..
TaXeS .o -
Transfers® ...
Costs
Foregone Earnings™ ...........ccc.... B613 e 8613 1o
Program COsts ..........c.cccvvreriniennns $0 o, S84 $0......... -$8,114

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

*Instead of foregone eamings, DVR clients had positive net eamings while participating.
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forego earnings. DVR clients, however, had net
earnings during participation of $613 over
nonparticipants. During the first two and one-half
years after leaving DVR, the average client will gain
$7,843 on earnings. During the course of working life
to age 65, the average client will gain about $46,500
in net earnings (net impact earnings plus earnings
during participation) and about $9,200'® in employee
benefits. These are net gains compared to the
earnings of similar individuals who did not receive
DVR services.

Projected participant benefits to age 65 outweigh
public costs for the DVR program by a ratio of 6.9 to
1, or $55,633 to $8,114.1%

The total public (taxpayer) costs are less than the
program costs because DVR participation is
associated with increased tax revenues and
decreased state social welfare expenditures. From
the time of leaving the DVR program to age 65, the
public is forecast to gain over $7,909 per participant
in additional social security, Medicare, and federal
income and state sales taxes, and to save $1,470
per client in total Ul benefits and social welfare
costs-greater than the direct cost of DVR services.

Areas for Inprovement

When considering labor market outcomes,
remember every DVR client faces substantial
impediments to employment. Moreover, the severity
of these impediments increased after the adoption of
an order-of-selection policy toward the end of 2000.
As is the case in several other programs, DVR
clients report a substantial unmet need for job
counseling services and information about job
openings. Relatively high percentages of clients also
report an unmet need for job counseling, information
about job openings, and on-the-job training.

The majority (54 percent) who received job-specific
training for a new job reported their skills improved
“alot.” A similar proportion (51 percent) reported
substantial improvement in adapting previous job skills.

%This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $9,300.

"%This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and the public
(taxpayers).
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DIVISION OF SERVICES
FOR THE BLIND

Department of Services for the Blind (DSB)
programs provide vocational rehabilitation services
including information, assessment, and referral;
vocational counseling including guidance, referral,
and placement; and rehabilitation training in
adaptive skills, job skills, and assistive technology.
Occupational licenses, tools, equipment,
technological aids, and other goods and services
that can be reasonably expected to help clients
achieve successful employment outcomes are also
provided. In order to receive services, an individual
must be legally blind or have a visual disability that
causes an impediment to employment, and
vocational rehabilitation services are required for the
individual to prepare for, enter, engage in, or retain
employment.

The study includes information from administrative
records for the 239 clients who left DSB programs
during the 2003-2004 program year. The median
length of program enrollment was 17 months.

This study also collected information from
Employment Security Department (ESD) wage files
from Washington, Idaho, and Oregon, and federal
employment records. In addition, 89 clients
completed a participant survey, providing more
detailed data on employment and satisfaction with
the program.'”

Participant Characteristics

The racial and ethnic composition of the 2003-2004
clients roughly reflects of the general population
(Figure 1)."% They also make up a similar
percentage of those rehabilitated.

Forty-one percent of the 2003-2004 DSB clients were
women, similar to the forty-five percent of the 2001-
2002 clients. The median age upon entering the

program was 41; one quarter was over age 50. At
the time of application, 41 percent had not previously
had postsecondary education, 21 percent had
postsecondary education but no degree or
certificate, 11 percent had an associate degree or a
vocational certificate, and 27 percent had a
bachelor’s degree or higher.

Competency Gains

Fifty-seven percent of DSB clients were classified as
rehabilitated upon leaving the program (i.e., they
were working for at least 90 days prior to leaving the
program), slightly lower than the sixty-three percent
of those leaving the program in 2001-2002.

17The responses from the participant survey were weighted to reflect the
closure status-'Rehabilitated” versus “Other than Rehabilitated™-distribution of
those leaving the program in 2003-04.

1%]n this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 DSB Clients by Race and Ethnicity
African American i:ﬁ ;:2

6% 5%
1% 1%
2% 3%

Asian/Pacific Islander
Hispanic

[ Multiracial

[ Native American

Il White

81%

All Clients Rehabilitated

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD 63



Division of Services for the Blind

FIGURE 2

Adapt Prev. Machin.
Job Skills to Operat.
New Job

FIGURE 3

Facilities Equip.

FIGURE 4

Transportation Assist.
Computer Training
Job Opening Info.
Govt. Services Info.
Help Keeping a Job
Job Counseling
Vocational Training
Financial Assist.
Interviewing

Resume Writing
Medical Services

Paid Work/Job Coach
Job Search Assist.
On-the-Job Training
Self-Employment Services
Labor Market Info.
Child Care Assist.
Pre-Job Skills Training
Occupational Licenses

[l Very Satisfied

Interact Time
w/instructrs. Quality

Leam Skills Work
for New Job Habits

19 21

[l Needing Service

Teaching

Team
Work

Program Career
Length Useful

DSB Clients Receiving Various Skills Training
(percentages)

Problem
Solving
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DSB Clients Very or Somewhat Satisfied With Program Features
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Somewhat Satisfied

Location

DSB Clients Needing a Service and Leaving With Need Unmet
(percentages)

Need Unmet

23
39

34
3
30
30
28
27
25
2%
23

Writing

Advice
Select.
Program

46
46

45

Based on survey results, most DSB clients (68
percent) enrolled in the program to obtain equipment
or technology needed because of their disability.
About half of all clients cited learning skills for a new
job as one reason for enrolling."®

DSB clients were more likely to report receiving
training in technical skills rather than workplace or
basic skills (Figure 2)."°

Participant Satisfaction

Eighty-seven percent of clients said they were “very
satisfied” or “somewnhat satisfied” with their DSB
program, up from the eighty-one percent of the 2001-
2002 DSB clients. Over three-fourths of the
respondents were “very satisfied” with the facilities,
equipment, times, and the opportunity to interact
with instructors (Figure 3). Satisfaction was lowest
with respect to advice on choosing programs

Similar to two years ago, DSB clients indicated
computer training, information about job openings,
information about government services, and
transportation assistance as the support services
most in need while participating in the program
(Figure 4)."" Similar to two years ago, a relatively
high percentage left with an unmet need"? for
information about job openings.

®Respondents were allowed to indicate more than one reason for enrolling.

"0The number of clients who reported receiving training in the various areas
was too small to reliably assess extent of improvement.

™The number of respondents to the survey was small (89) and, therefore, the
percentages reported are relatively unstable. However, because the trends are
so overwhelmingly positive, they are informative.

"2Unmet need refers to cases where the client reports that either they did not
receive the required service or what was provided did not meet their needs.
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Employment and Earnings Record matches found 49 percent of DSB clients had
According to the survey responses, 67 percent of reported employment during the third quarter after
the 2003-2004 clients were employed during the leaving the program. Among those who were

period seven to nine months after leaving their considered rehabilitated upon leaving the program
program (Figure 5)." To find out more about the (i.e., those who had been working for 90 days prior
clients’ postprogram employment and earnings, we  to exit), 72 percent had reported employment the
matched client records with ESD wage files from third quarter after exit, a higher percentage than for
Washington and neighboring states. These files the 2001-2002 clients.

contain quarterly earnings and hours worked
information on those IndIVIdLIJaIS with employment 3In the survey, clients were asked whether they were employed or self-
reported for unemployment insurance (Ul) purposes  employed. Therefore, in most cases, the percentage who reported being

. . employed will be higher than the percentage of those whose employment was
(approximately 90 percent of in-state employment, found in ESD wage records.
with self-employment, active duty military, and those
working for religious nonprofit organizations being

the major groups of employers not included).

FIGURE 5 Employment and Earnings of DSB Clients in the Third Quarter After Leaving Program
2001-2002 2003-2004
All Rehabilitated All Rehabilitated

Percentage self-reporting employment during third quarter after leaving program ...........c.cccoceenencsnenisneseeeen 70 i |1 I [CY A na
Percentage with employment reported by employers to ESD during the third quarter after leaving program .................. A 62 .o 49 72
Median quarterly hours worked, Of thOSE WOTKING .........cvuivuiuriiiieiiieeee s 430 o 430 ..o A1 425
Percentage employed full-time (averaging 30 or more hours/week) of those WOrking ..., (G I 61 o 55 s 55
Median annualized earnings 0f th0SE WOTKING .........c.oviireiriiieeis sttt $20,824 ......... $21,374 ...... $21,762 ....... $23,840
Size of household in which median earnings would support at poverty [eVel ... 45 . 46 . 47 54
Size of household in which median earnings would support at twice poverty IeVel ... 1.3 13 14 1.7
Median hourly wage of thoSE WOIKING ............cveiiiieiiiie et $14.10 ........... $14.50 ........ $1268 ......... $12.99
Percentage self-reporting receipt of medical benefits from employer ..o 62 oo |1 I 56 . na
Percentage self-reporting receipt of pension benefits from employer ... 46 e |1 I 39 na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
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Among clients who were working during the third
postprogram quarter, the median hourly wage' was
$12.68, and they had a median annualized earnings
of $21,762. As expected, rehabilitated clients had
better employment and earnings outcomes than all
clients combined.

As in the past, employment among DSB clients is
heavily concentrated in services; primarily
education, health care, and social assistance
(Figure 6).

Females and males have similar employment rates
and earnings outcomes. The median hourly wage for
females, however, is about 89 percent of males."

FIGURE6  Industry of Employment of DSB Clients in
the Third Quarter After Leaving the
Program: 2003-2004

Industry Group Employment
ManUFaCtUNING .....cveeeecicieecscese e 13.1%
Retail Trade .......oocevieeceece e 10.3%
SEIVICES .ovvviiiierce e 55.1%

EdUCALioN ..o 18.7%
Health Care ........cccoevvveneniicnscceseesees 9.3%

Social ASSIStANCE ........cocveveveeeieeieeeeee s 7.5%

Accommodation and Food .............cccceveviiiiiiiinnnen. 8.4%
All Other SEIVICES .....cucvevvereeirieee e 11.2%
Public Administration ...........ccccoeveveveeerevieiciiceiieeeen 7.5%
All Other INdUSEHES ......cocvevvieereeeceeeecee e 14.0%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.

Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short-term and
longer-term impacts of program participation on
employment, hourly wages, hours worked, quarterly
earnings, and receipt of Ul benefits and public
assistance.

In order to estimate these impacts, individuals who
participated in the DSB program were compared to
individuals who had similar characteristics, but who
had not participated in any of the programs in the
study. The comparison group members were
selected from DSB-eligible applicants who left the
program before the start of an employment plan.
Short-term net impacts were derived by examining
outcomes for individuals who exited the program in
2003-2004 and longer-term impacts for individuals
who exited in 2001-2002.

"4All wages and eamings are stated in 2005 Q1 dollars.

"5Given the relatively small number of clients leaving the program each year,
we do not have sufficient data to examine differences in labor market outcomes
by race and ethnicity.
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The DSB program has positive net impacts on
employment and hourly wages in the short term,
and in the longer term, hours worked and earnings.
Participation increases lifetime earnings.

Figure 7 shows the short-term and longer-term net
impacts of participation in the DSB program. During
the third quarter after the 2003-2004 clients left the
program, participation is associated with an
increase of 23.7 percentages points in employment
as reported to ESD, and a net impact on wage rates
of $4.29"" per hour.

The longer-term net impacts of participation are
observed 9 to 12 quarters after clients left the
program during the 2001-2002 school year. In the
longer term, participation is associated with positive
net impacts on employment, hourly wage, hours
worked, and quarterly earnings.

Benefits and Costs

The cost-benefit analysis estimates the value of the net
impact on earnings, employee benefits (estimated at
20 percent of earnings), social welfare benefits, Ul
benefits, and certain taxes."” Program costs include
direct costs and support payments borne by the state
and tuition and foregone earnings borne by program
participants. Benefits and costs are calculated for the
observed period of time and based on a statistical
model that estimated the benefits and costs out to
age 65. To compare benefits and costs in terms of
net present values, postprogram benefits and costs
are discounted by 3 percent per year, and all figures
are stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
clients leaving programs in 2001-2002 because a
longer-term follow-up is required for this analysis.

For each DSB client in a program, the public
(taxpayer) cost is $23,243 over the length of
enrollment, and the client cost is $1,010 in foregone
earnings while enrolled (Figure 8). During the first
two and one-half years after leaving the program,

the average client will gain $17,223 in earnings.
During the course of working life to age 65, the
average client will gain over $77,400 in net earnings
(earnings minus foregone earnings) and about
$6,100"¢ in employee benefits. These are net gains
compared to the earnings of similar individuals who
did not receive DSB services.

"6All dollar amounts are expressed in 2005 Q1 dollars.

""Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

"8This employee benefits amount does not account for the reduction in
employee benefits associated with foregone eamings. If the same benefit
percentage (20 percent) were applied to foregone eamings, the gain in
employee benefits in the longer term would be about $5,900.

FIGURE7  Short-Term and Longer-Term Net Impact Results for DSB Clients Who Left

the Program During PY 2003-2004 and PY 2001-2002
Short-Term Longer-Term
2003-2004 Exiters 2001-2002 Exiters
Employment: percentage in reported employment ................... 237 o 20.3
Mean Hourly Wage ..o
Mean Hours Worked Per Quarter
Mean Quarterly Eamings .................

TANF:** percentage receiving aid ..........ccoeveenririnenieneiniieinenns 0.4% e, -4.6
Food Stamps: percentage receiving .........cocveveererivneereerieneen. 825 4.7
Medical Benefits: percentage receiving A -3.0%

Ul: percentage reCeiviNg ........ocoereureceneeineiriesee e 2.7 s -3.8°

Notes: Short-term refers to impacts observed in the third quarter after leaving the program. Longer-term refers to impacts
observed 9 to 12 quarters after leaving the program. Earnings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
** Temporary Assistance for Needy Families

FIGURE 8 Benefits and Costs of DSB Programs
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
Earnings ......cocvevveveeveresiieesisesins $17.223 e $78429 ..o
Employee Benefits ..........c.cccovevverrerinn. $5,782 e $6,053 ..o
TaAXES e -$2,970......... -$13,529 .... $13,529
TrANSTRIS™ oot $1419....... -$2578 ...... $2,578
Costs

Foregone Earnings
Program Costs

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

* Transfers include Ul, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child
care, and other client support services.

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD

67



Division of Services for the Blind

Projected participant benefits to age 65 outweigh
public costs of DSB programs by a ratio of 3.6 to 1,
or $83,472 to $23,243.

Nevertheless, from the time of leaving the DSB
program to age 65, despite projected net savings of
$2,578 in total Ul benefits and other social welfare
costs and gains in tax revenues of $13,529, there
remains a net cost to the public of over $7,100.

Areas for Inprovement

When considering their labor market outcomes,
remember DSB clients face substantial impediments
to employment. Only 49 percent of clients had
employment reported in ESD wage files during the
third quarter after leaving the program.

Clients expressed high levels of satisfaction with
various aspects of the program. While they tend to
receive the support services they need while
participating, as was the case in other programs,
clients reported substantial unmet need for
information about job openings. A relatively high
percentage of clients also report an unmet need for
computer training.

68
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WORKFIRST

Washington’s WorkFirst program began in 1997

to assist low-income families become self-sufficient
by providing basic skills training, support services,
and job search assistance to help parents get a
job, keep a job, and move up a career ladder.
WorkFirst is unique among workforce development
programs in its sole focus on the state’s welfare
assistance program. It is an important population
in terms of state workforce development and
overlaps partially with the population served by
several of the other workforce development
programs in this study.

The analyses are limited to clients who
participated in one or more of the following
employment and training components.™®

e CJ—Paid Community Job

e JS—Job Search

e PE—Customized Job Skills Training
* BE—Basic Education

e ES—English as a Second Language
* GE—General Education Diploma

* HS—High School

* HW—High Wage or High Demand

e JT—Skills Enhancement Training

* OT—On the Job Training

» VE—Vocational Education

e \/U—Vocational Education, Unapproved
e WE—Work Experience

o XS—Structured Community Service

"9The component codes are E-JAS component codes.

The analyses of WorkFirst clients are based on

the experiences and outcomes of 35,941 individuals
who had Temporary Assistance to Needy Families
(TANF) spells ending between July 1, 2003, and
June 30, 2004. WorkFirst clients received a wide
variety of employment and training related services.

The service used by the highest percentage of
clients is job search assistance (Figure 1).

FIGURE 1 WorkFirst Clients Receiving Various Skills Training Services
(percentages)
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FIGURE2  WorkFirst Clients by Race and Ethnicity
African
American
1%
Asian/Pacific
Islander
4%
White Hispanic
59% 13%
Multiracial
10%
Native
American

3%

FIGURE 3 Employment and Earnings of WorkFirst Clients in the Third Quarter
After the End of TANF Spell
Not In Higher
All Ed. in 3rd Qtr
Percentage with employment reported by employers to
ESD during the third quarter after leaving program ....................... 48.5 i 48.4
Median quarterly hours worked, of those working ............ccccceveuenee. 307 oo 319

Percentage employed full-time (averaging 30 or more

hours/week) of those WOrKiNg ...........cceveeeeiieiieeeee e,
Median annualized earnings of those working
Size of household in which median earnings would

support at POVEIY IBVEL .........covuivieeicirieeeeeee e T4 e, 1.6
Size of household in which median earnings would
support at twice poverty IeVel ..o 0.6 oo 0.6

Median hourly wage of those working

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines
identified by the Department of Health and Human Services for 2005.

Participant Characteristics

WorkFirst clients who exited in 2003-2004 were much
more racially and ethnically diverse than the state’s
general population (Figure 2)."® Seventy-one
percent of the WorkFirst clients are women
compared to about fifty percent of the state’s
general population.

When they participated in WorkFirst, 45 percent had
not completed high school (about 18 percent were
enrolled in high school at the time), 42 percent had a
high school diploma or GED but had not previously
attended postsecondary education, 11 percent had
attended one to three years of postsecondary
education, and 2 percent had completed four or
more years of postsecondary education. The
median age upon leaving the program was 26 years;
one quarter was over age 35.

Employment and Earnings
To find out about clients’ postprogram employment
and earnings, we matched client records with

12 this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.
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Employment Security Department (ESD) wage files
from Washington, Idaho, and Oregon, and federal
wage records. These files contain quarterly earnings
and hours-worked information on those individuals
with employment reported for unemployment
insurance (Ul) purposes (approximately 90 percent
of in-state employment, with self-employment,
active duty military, and those working for religious
nonprofit organizations being the major groups of
employers not included).

Record matches found that just under 50 percent of
the 2003-2004 clients had reported employment
during the third quarter after the end of their TANF
spell (Figure 3). Their median hourly wage'?' was
$9.07, and they had median annualized earnings of
$10,930. The majority of clients were employed in
services industries, such as the administrative and
support and waste management industry, health
care, and accommodation and food services
industries (Figure 4).

Employment and earnings varied by gender, race
and ethnicity, and disability status. Females were as
likely as men to be employed in the third quarter
after exit. They were, however, less likely to be
working full time (36 percent versus 42 percent) and
had an hourly wage that was 91 percent of males
($8.86 versus $9.69).

Hispanics were more likely and Native Americans
were less likely to be employed than whites during
the third quarter after exit. While Asians/Pacific
Islanders were more likely to be working full time
than whites (43 percent versus 37 percent), African
Americans were less likely (34 percent). The
median hourly wage for Hispanics was 97 percent of
whites; African Americans, Native Americans, and
Asians/Pacific Islanders had a median hourly wage
that was similar to those of whites.

Earnings and employment outcomes also varied by
disability status. Client records suggest 13 percent of
the WorkFirst clients included in this study had a
disability. Clients with disabilities were less likely
than those without disabilities to have employment
reported to ESD during the third quarter after exit (31
percent versus 51 percent) and were less likely to be
employed full time (28 percent versus 38 percent).
Among those working, the median hourly wage rate
of those with a disability was 97 percent of those
without a disability.

121All wages and eamings are stated in 2005 Q1 dollars.

FIGURE4  Industry of Employment of WorkFirst Clients in
the Third Quarter After Leaving
Program: 2003-2004
Industry Group Employment

Natural Resources and Mining .........ccocoveeveriveieiinenns 2.6%
CONSHTUCHION «..eeeeee e 4.4%
ManufactUring .......cocveveiriiere s 6.2%
Wholesale Trade ........cccoveveveveveieeeeeeeeee e 2.3%
Retail Trade .......cccveveeeeececeeececceeecee e 15.3%
Transportation, Warehousing, and Utilities ....................... 2.1%
INFOrMALION ..o 1.1%
Financial ACHIVIIES .......ccccovevveeieiereeeeeeeeceeeeeee e 3.6%
SEIVICES ...ttt eaeaens 59.8%
Professional, Scientific, and Technical ..................... 2.0%

Administrative and Support, and Waste
Management and Remediation .............ccccouninnee 14.3%
EAUCALON ..veeececceeeeeee e 2.2%
Health Care .......ccvveeececcceeeceeeeeeee e 11.0%
S0cial ASSIStANCE ........vcveveveveeeeveeeeee e 5.1%
Arts, Entertainment, and Recreation ........................ 3.0%
Accommodation and Food ............c.ccocevevevevererennne. 16.3%
All Other SEIVICES .....ovvveeeeeeeeeeeeeeeeeeeeee e 5.9%
Public Administration ...........ccccoceeeevereeeeeeeeieeeeeeeeeesereeerenns 1.9%
TOTAL ..o 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.
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Areas for Inprovement higher-wage occupations. Further, given the high
WorkFirst clients face substantial barriers to percentage of females served by the program,
employment. Only 49 percent of clients had reducing the gap between the hourly wage earned
employment reported in ESD wage files during the by females compared to males is another area for
third quarter after leaving the program. improvement.

The WorkFirst program will be better able to fulfill
their aims by focusing on increasing the employment
rate of their clients and encouraging training in
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SECONDARY CAREER AND
TECHNICAL EDUCATION

Secondary Career and Technical Education (CTE)
serves high school age youth in approximately 238
school districts and 10 skills centers throughout the
state. Its mission is to prepare students for successful
roles in families, careers, and communities.
Programs are designed to develop the skills,
understanding, and attitudes needed by workers in
their occupations. Instructional programs organized
within career pathways include agriculture, family
and consumer sciences, trade and industry,
marketing education, business education, diversified
occupations, technology education, cosmetology,
health education, and others.

Because of data limitations, we restricted our
evaluation of this program to students who are
identified by their districts as CTE completers
(Districts define a CTE completer as someone who
completed a CTE sequence, whether or not the
participant earns a diploma)."?? This strategy is
different than the other program evaluations
included in the study that were not limited to
completers only. This study focuses on 14,533 CTE
completers who left their senior year during the
2003-2004 school year.'?

This study includes information from the Office of
Superintendent of Public Instruction student records;
Employment Security Department (ESD) wage files
from Washington, Idaho, and Oregon; and federal
employment records. Enrollment data from
Washington community and technical colleges,
public four-year institutions, and private career
schools were analyzed to examine the extent to
which CTE completers continued their education. In
addition, 1,312 CTE completers participated in a
telephone survey, providing additional information on
employment and satisfaction with the program.*
Employer satisfaction information was collected

through a survey conducted during the summer of
2005; 314 firms that hired new employees who recently
completed a CTE program responded to the survey.

Participant Characteristics

CTE completers are roughly as racially and
ethnically diverse as the state population ages 16-19
(Figure 1).'% Forty-eight percent were female.

12The state defines a student who completes 360 hours of sequenced CTE
classes as a CTE completer. The designation of who is a completer, however,
does vary across some school districts. Smaller schools with fewer resources,
for example, will offer the most complete sequence they can, but it may be
fewer than 360 hours. These schools may still consider the students who finish
the sequence to be completers.

%0SPI provided data on 14,860 seniors who left the system during the 2003-2004
school year and who were CTE completers at any time during their K-12 careers.
Most of these students graduated (93 percent); however, some dropped out

(4 percent), others left with an unknown status (3 percent), and three students
were deceased. This study focused on the 14,533 who had completed their CTE
education program in their sophomore, junior or senior years, and who were
not deceased.

1%The responses to the participant survey were weighted to reflect the
distribution of secondary CTE completers across workforce development areas.

1%]n this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics);
non-Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those ages 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 Secondary CTE Completers by Race
and Ethnicity
Native
American
2% Hispanic
8%
Asian/Pacific
Islander
8%
African
American
White 5%
7%
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Competency Gains Most completers said their skills improved as a result of
According to the survey, 66 percent of CTE taking CTE classes (Figure 3). Similar to completers
completers enrolled to gain skills for a job. The from 2001-2002, higher percentages indicated “a lot”
highest percentages indicated personal of improvement in technical and general workplace
improvement and to make school more interesting skills than so reported for basic skills.

(94 percent and 83 percent, respectively) as their

reasons for enrolling in CTE. CTE completers Among completers who were employed, 52 percent
indicated receiving training in many different skill said CTE was related to their job; about the same
areas in addition to job-specific skills (Figure 2). reported two years ago.

Many of the completers continued their education at
a community or technical college or public four-year
university. In the third quarter after completing their
program, 39 percent of the completers were enrolled
in postsecondary education.'®

FIGURE 2 Secondary CTE Completers Receiving Various Skills Training
(percentages)

Participant Satisfaction

According to the survey, completers were generally
satisfied with their CTE programs. Ninety-five

Team Divers. Prob. Comptr. Work Machin. ~ Witing Math ~ Readng  English percent said the program met their objectives.

Work Solv. Habits Operat. Speak. . o .
Ninety-seven percent were satisfied with the
program overall. These high levels of satisfaction

FIGURE 3 Secondary CTE Completers Receiving Various Skills Training are similar to those reported two years earlier.
Who Reported Their Skills Improved a Little or a Lot
(percentages)

About two-thirds of completers were generally “very
[l Improved aLot [ Improved a Little satisfied” with the quality of teaching and the
location of classes (Figure 4). Satisfaction level was
relatively lower with respect to advice on selecting a
program where just over one-third indicated being
‘very satisfied.”

39 42
41 44 46 51 58 57 63 o 6

Machin. Job- Comptr.  Divers. Team Work Prob.  English ~ Writing Math Reading
Operat. ~ Spec. Work Habits Solv. Speak.
Skills %Matches are made against enroliments at Washington’s community and
technical colleges, public four-year institutions, and private career schools.
However, in-state private four-year colleges and universities andfout-of—state
stsecondary enrollments are not included in the match. Therefore, the
FIGURE4 Secondary CTE Completers Very or Somewhat Satisfied With Program Features ;’gmemage err¥rolled in higher education may be understated.

(percentages)
[l Very Satisfied Somewhat Satisfied

29 28 3 39 39 44 39

Location Teaching Times Faciliies Equip. Program Interact Career Advice
Quality Length w/nstructrs.  Useful. Select.
Program
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In general, CTE completers reported needing fewer
support services than other groups we studied, and
when they did need these services, they generally
received them (Figure 5). The services most
frequently needed by completers were assistance
with job interviewing and resume writing.

Employer Satisfaction

The employer satisfaction survey asked firms to
evaluate new employees who recently completed a
CTE program. Across skills areas, similar or higher
percentages of employers were at least “somewhat
satisfied” compared to the previous survey (Figure
6). While significantly higher percentages were “very
satisfied” with their new employees’ computer and
problem-solving skills and work habits, substantially
lower percentages of employers were “very
satisfied” with their teamwork skills and willingness
to accept supervision.

Employment and Earnings
According to the survey, 67 percent of the 2003-2004

CTE completers were employed during the period
seven to nine months after leaving school (Figure

FIGURE 7

Percentage self-reporting employment during third quarter

after [eaving Program ...........cccceeveeeeieieeese s

Percentage with employment reported by employers to ESD

during the third quarter after leaving program...........ccccccovvevnnen.

Percentage with reported employment and/or enrolled in

higher edUCAtION .........cccoiiirricee e
Median quarterly hours worked, of those working .............cccccuuee.

Percentage employed full-time (averaging 30 or more

hours/week) of those WOrKING ...........cccevverieiieiesiesce s
Median annualized earnings of those working .............ccccoeevcunnen.

Size of household in which median earnings would

Size of household in which median earnings would support at

Median hourly wage of those WOrking .............ccocveeeriereecininnns
Percentage self-reporting receipt of medical benefits from employer

7).17 To find out more about the completers’ post-
program employment and earnings, we matched CTE
completer records with ESD wage files from

17'|n the survey, CTE completers were asked whether they were employed or
self-employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

FIGURE 5
(percentages)

[l Needing Service Need Unmet

37 34
27
A1

23
11 10 8
i BN ENC R

Secondary CTE Completers Needing a Service and Leaving With Need Unmet

A1 3.1 3.1
Interview. Resume Job Job Career Govt. Financ. ~ Transport. ~ Servs. Child
Writing Open. Search or Job Servs. Assist. Assist. for the Care
Info. Assist. Counsel. Info. Disabled Assist.
FIGURE 6 Employers Very or Somewhat Satisfied With Various Skills of New
Employees Who Completed a Secondary CTE Program
(percentages)
[l Very Satisfied Somewhat Satisfied

49 51 51 49 5 56 55 53 5 &g 57 62 60
Ao maom39NsEBEs WM E 250 40 240 24

Work  Read. Comptr. Adapt. ~ Job-  Overall Overall Accept Com-

Prob.

Writ. ~ Math  Team

Habits to Spec.  Work  Product-  Super- municat.  Solv. Work
Change  Skils ~ Quality ity vision
Employment and Earnings of Secondary CTE Completers in the Third Quarter After Leaving Program

1995-96 1997-98 1999-2000 2001-2002 2003-2004

Not Not Not Not
Enrolled Enrolled Enrolled Enrolled
All All in School All in School All in School All in School
.............. 80 oo 79 N@ e 5@ T4 N, 67 e N
.............. 68 ... 62.........na ... 58 .....na ...... 58 ......na ...... 55 .............. 56
.............. NA v T4 N e 75 N e 78 N@ s, T30 N
............ 289 ... 274 .......... 328 ........ 259 .......... 332 ........ 259 ........... 320 ........ 248 ............ 296
.............. 33 i 29 37 29 4 28 38 26 3D
....... $8,383 ....$8,988 ... $10,708 ....$8,668 ... $11,017 ....$8,800 .... $10,777 ....$8,456 ..... $10,035
SUPPOIt At POVEIY IBVEL ... 09 ... 09..... L 0.9 12 . 0.9, 11 0.9, 1.0
tWICE POVEIY IBVEL ... s 04 ... 0.5 . 0.6 ... 0.5 0.6 ... 05 . 0.6 ... 04............. 0.5
......... $7.50 ... $8.14 .......$8.38 ..... $8.74 ....... $8.89 ..... $8.52........ $8.59 ..... $8.49.......... $8.60
........... 4.3 . ....n....40.....na....35.....n3.....36......na
........... 7 v 1T ve@ e 18 n@ e, 16N e, 13 na

Percentage self-reporting receipt of pension benefits from employer

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.

WASHINGTON STATE WORKFORCE TRAINING AND EDUCATION COORDINATING BOARD

75



Secondary Career and Technical Education

Washington and neighboring states. These files
contain quarterly earnings and hours-worked

information on individuals with employment reported

for unemployment insurance (UI) purposes

(approximately 90 percent of in-state employment,
with self-employment, active duty military, and those
working for religious nonprofit organizations being

the major groups of employers not included).

Record matches found 55 percent of 2003-2004 CTE

completers had reported employment and 73

percent had either employment or were enrolled in

higher education during the third quarter after
leaving. The median wage'? for the class of 2004

CTE completers was $8.49 per hour and their median
annualized earnings were $8,456. Though this wage

and earnings may seem low, it is important to
remember these are young, entry-level workers.

FIGURE 8 Industry of Employment of Secondary CTE Completers During Third Quarter

Prior to Program and Third Quarter After Program: 2003-2004

Industry Group All Youth Youth Not in Higher Ed
Natural Resources and Mining ..........ccccovevveeverierncinnnes 1.6% oo 1.9%
CoNSHrUCHON ..o e 46% 6.2%
ManUFACIUNING ....voevvveeicceeeeeee e 5.3% oo 7.2%
Wholesale Trade ........ccevieriniinieeceeenas 2.3% v 2.7%
Retail Trade ........coovvvniviiiiriccis .. 30.0% ... 27.4%
Motor Vehicle and Parts Dealers..... e 2.8% o 3.4%
Food and Beverage StOres ...........ccoovvevirneninnenns 5.8% v 5.4%
Clothing and Clothing Accessories . e A5% 3.4%
General Merchandise Stores ......... e TAY v, 7.3%
All Other Retail Trade ........c.c.covvnee. e 9B% 8.0%
Transportation, Warehousing, and Utilities .................... 2.0% oo 2.0%
INFOMMELION ..o 1.6% oo 1.6%

Professional, Scientific, and Technical .................... 1.9% o 1.6%
Administrative and Support, and Waste

Management and Remediation ..............ccccceeeee. 5.1% oo 6.9%
EdUCAtION ..o 2.0% oo, 1.6%
Health Care ......cccevvveeeeeeceeceee e 54% oo 4.8%
Social Assistance e 28% o 2.1%
Arts, Entertainment, and Recreation ...................... 36% v 3.5%
Accommodation and FOOd ............cccceeviirininnnnne. 22.8% vereeeeeeereeerian 21.4%

All Other Services .
Public Administration ...............cccoeeveercvecceeeceevenen,

Note: Industry groups are based on North American Industry Classification System codes. Major and subgroup
percentages do not always sum due to rounding.

Compared to all 2003-2004 CTE completers, those not
in postsecondary education were more likely to work
full time, had a higher median wage, and consequently,
higher median annualized earnings. Earnings and
wages, however, have been declining since 1999-2000.

Employment of CTE completers continued to be
heavily concentrated in retail trade and services
industries (Figure 8). A substantially high percentage
of CTE completers were employed in
accommodation and food services industries,
particularly in full- and limited-service restaurants
and snack and nonalcoholic beverage bars.

Employment and earnings outcomes between
females and males, students with disabilities and
students without disabilities, and racial and ethnic
minority groups and whites were less likely to be
significant than in adult programs. Differences are
even less evident when CTE completers who are
attending postsecondary education are excluded
from the comparisons.'®

There were still some differences even with the
exclusion of CTE completers who were in higher
education in the third quarter after leaving high
school. Females were more likely to be employed
but less likely to be working full time than males.
Their median annualized earnings were 85 percent
of males, and their median wage was 92 percent of
males. Compared to whites, Asians/Pacific Islanders
and Native Americans were less likely to be
employed and African Americans were less likely to
be working full time. African Americans had median
annualized earnings that were 88 percent of whites.
Students with disabilities were less likely to be
employed than completers without disabilities.

1Al wages and eamings are stated in 2005 Q1 dollars.

120f the 2003-2004 CTE completers, the following percentages of each group
were enrolled in higher education: 42 percent of females and 36 percent of
males; 19 percent of students with disabilities and 41 percent of students without
disabilities; and 40 percent of whites, 33 percent of African Americans, 55 percent
of Asians/Pacific Islanders, 29 percent of Hispanics, and 26 percent of Native
Americans.
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Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short- and longer-
term impacts of program participation on employment,
hourly wage, hours worked, quarterly earnings, and
receipt of Ul benefits and public assistance.

In order to estimate these impacts, students who
completed a Secondary CTE program were
compared to students who had similar
characteristics, but who did not participate in any of
the programs in the study. The comparison group
members were selected from general-track
secondary students. Short-term net impacts were
derived by examining outcomes for students who
exited their senior year in secondary school in
2003-2004 and longer-term impacts for students
who exited in 2001-2002.

Secondary CTE has positive net impacts on
employment, hourly wage, hours worked, and
earnings. CTE completion increases lifetime earning.

Figure 9 shows the short-term and longer-term net
impacts of completing CTE. During the third quarter
after the 2003-2004 completers left school, CTE
completion is associated with an increase of 6.7
percentage points in employment as reported to ESD, a
net impact on hourly wage of $0.52 per hour, a net
impact on hours worked per quarter of 21.8 hours,
and a net impact of mean quarterly earnings of $210.

The longer-term impacts, observed 9 to 12 quarters
after 2001-2002 CTE completers left school, are
positive for employment rate, hourly wage, hours
worked in the quarter, and quarterly earnings. In the
longer term, CTE completion is associated with a
decline in the percentage receiving food stamps and
a minimal increase in the percentage receiving Ul
benefits.

Benefits and Costs

The cost-benefit analysis examines the value of the
net impact on earnings, employee benefits
(estimated at 20 percent of earnings), social welfare
benefits, Ul benefits, and certain taxes.™ Benefits
and costs are evaluated for both the observed period
of time and based upon a statistical model that
estimated the benefits and costs out to the age of 65.
In order to compare benefits and costs in terms of
net present values, postprogram benefits and costs
are discounted by 3 percent per year and all figures
are stated in 2005 Q1 dollars. The benefits and costs
presented here are based on impacts estimated for
participants leaving programs in 2001-2002, because
a longer-term follow-up is required for this analysis.

1%0Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

FIGURE 9 Short-Term Net Impact Results of Secondary CTE Completers Who Exited
Senior Year in High School During PY 2003-2004
Short-Term Longer-Term
2003-2004 Exiters 2001-2002 Exiters
Employment: percentage in reported employment ................... B.7 e 54
Mean Hourly WAgE .......ccvvueiriieieeieieese e $0.52 .o $0.65
Mean Hours Worked Per Quarter ..o, 218 s 35.5
Mean Quarterly Earnings .........ccovuuvverrieneinisinsiseisesseins $210 oo $416
TANF:** percentage receiving aid ...........ccooererncniicnisncnnns 0.0% i -0.1%
Food Stamps: percentage reCeiving ..........cocveevveeiernrennns S0.2% -14
Medical Benefits: percentage receiving ..........ccocveereeincennnne 0.4% -0.4*
Ul: percentage reCeiving .........cococeeniencisncineeneeseseneens 0.0% i 0.8

Notes: Short-term refers to impacts observed in the third quarter after leaving school. Longer-term refers to impacts
observed 9 to 12 quarters after leaving school. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.

** Temporary Assistance to Needy Families.
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The program cost is the difference in the cost of a
student completing CTE compared to the cost of a
student completing another type of high school
program." (The difference is primarily due to
smaller student/teacher ratios in CTE.) The intent of
the cost-benefit evaluation is to analyze the net
value of exiting high school having completed a CTE
program, rather than exiting high school not having
completed a CTE program.

Secondary CTE enhances the lifetime earnings of
program completers. Gains in earnings and employee
benefits outweigh the costs of CTE to the public.

For each CTE completer, the marginal cost to the
public (taxpayer) is roughly $920 over the length of
enrollment (Figure 10). During the first two and one-
half years after leaving school, the average
completer will gain $3,027 in earnings. During the
course of their working life to age 65, they will gain
about $38,000 in earnings and $7,600 in employee
benefits. These are net gains compared to earnings
of similar individuals who were not CTE completers.

1%1The marginal cost to the state is reflected by vocational funding enhancement
school districts receive for each CTE completer; $774 per full-time equivalent
(FTE) student. We add to this the Carl Perkins Vocational and Technical
Education funds allocated to CTE in Washington State: $150 per FTE student.

FIGURE 10 Benefits and Costs of Secondary CTE
First 2.5 Years After Program Forecast to Age 65
Participant ~ Public Participant Public
Benefits
EariNgs .....oovvvvcvirieseeessssssnins $3,027 e $38,041 oo
Employee Benefits ..........cccoerverrireirnnne. $606 ..., $7,608 ................
TAXES .o -$522....... $522 ..o -$6,562 ...... $6,562
TranSfers™ ... -$192....... $192 i -$905 ........ $905
Costs
Foregone Earnings™ .........cccovevvrnirnviinenns B3T s 831
Program COStS .........ccceuevrereirreeineieirnnnn, -$0.00 8924 o, -$0 ........ -$924
TOTAL oo $2,948........ -$210 oo $38,213 ...... $6,543

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

** Instead of foregone earings, CTE completers had positive net eamings while enrolled.

From the time of leaving the senior year in high
school to age 65, the public is forecast to gain about
$6,600 in additional social security, Medicare, and
federal income and state sales taxes, and to save
$905 per participant in total Ul benefits and other
social welfare costs—greater than the cost of CTE
completion.

Areas for Improvement

The majority of completers were satisfied with the
quality of their CTE program. Most were either
employed or enrolled in a two- or four-year college
during the third quarter after leaving their program.

Whereas the evaluation results are generally
positive, there are areas that could be stronger. The
lowest percentages of completers indicated receiving
training in basic skills in their CTE programs. Of those
who did, they tended to say that their skills did not
improve “a lot.” Although employers tended to be
satisfied with the technical, workplace, and basic
skills of their new employees compared to two years
ago, substantially lower percentages were “very
satisfied” with the teamwork skills and their
employees’ ability to accept supervision.

The completers included in this evaluation are young,
entry-level workers. It is not surprising, therefore,
that their median wage is relatively low. One potential
solution may be to increase the percentages of
secondary CTE completers who go on to
postsecondary education or training, particularly for
males, students with disabilities, African Americans,
Hispanics, and Native Americans. Additionally, CTE
completers should be encouraged to seek jobs
outside of accommodation and food services
industries where wages have tended to be low.

As was found in previous evaluations, the
postprogram wage rates of female CTE completers
were lower than those for males. Secondary CTE
should continue to work on closing the wage and
eamings gaps between female and male completers.
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WORKFORCE INVESTMENT
ACT TITLE I-B YOUTH
PROGRAM

The Workforce Investment Act (WIA) Title I-B Youth
program prepares youth for academic and
employment success. In order to receive services,
youth must be 14 through 21 years old, low income,
and meet other criteria such as needing additional
assistance to complete an educational program or to
secure and hold employment. To be low income, one
must be a welfare or food stamp recipient,
homeless, a foster child, or have a family income
below 70 percent.

Eligible youth are assessed to determine academic,
skill level, and support service needs. Strategies are
developed for each person based on the
assessment results. They may receive counseling,
tutoring, job training, mentoring, or work experience.
Other strategies include summer employment, study
skills training, or instruction in obtaining a GED or
equivalent. Youth may access information services
through WorkSource, the state’s one-stop career
center system. Youth ages 18 through 21 may be co-
enrolled in WIA Adult programs. At least 30 percent of
the WIA Youth funds must be used to provide
activities for eligible out-of-school youth.

Employment Security Department (ESD) administers
the program at the state level. Twelve local
workforce development councils, in consultation
with chief local elected officials, oversee WIA
activities in local areas. Local youth councils assist
with the WIA program.

For this study, participant records were obtained on
3,543 youth who left the program during the 2003-
2004 program year (July 1, 2003, through June 30,
2004). This study includes information from ESD
wage files from Washington, Idaho, and Oregon,

and federal employment records. In addition, 636 of
the participants completed a telephone survey,
providing further information on employment and
satisfaction with the training.'®

The typical (median) participant was in the program
for 12 months. There was, however, considerable
variation in the amount of time participants spent in
the program. One quarter was enrolled for less than
7 months, while another quarter was enrolled for
over 19 months.

Participant Characteristics

WIA youth were more racially and ethnically diverse
than the state population ages 14-21 (Figure 1).%
Fifty-three percent were female.

1%2The responses from the participant survey were weighted to reflect the
distribution of WIA youth by workforce development councils.

1% this report, unless otherwise stated, racial and ethnic minority groups are
mutually exclusive; that is, an individual belongs to one group only. The groups
include the following: Hispanics of any race (also referred to as Hispanics); non-
Hispanic African Americans (also referred to as African Americans); non-
Hispanic Asians/Pacific Islanders (also referred to as Asians/Pacific Islanders);
non-Hispanic Native Americans and Alaskan Natives (also referred to as Native
Americans); non-Hispanic multiracial (also referred to as multiracial); and non-
Hispanic whites (also referred to as whites). According to the 2004 Washington
State Population Survey, of those aged 16-74, 80 percent are whites; 3 percent
are African Americans; 1 percent are Native Americans; 7 percent are Asians/
Pacific Islanders; 2 percent are multiracial; and 7 percent are Hispanics.

FIGURE 1 WIA Youth by Race and Ethnicity
African
American
1%
Asian/Pacific
Islander
6%
White

57%

Hispanic
20%

Multiracial
3%

Native
American
3%
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Many WIA youth faced substantial barriers to
success in school and the labor market. Thirty
percent were high school dropouts when they
entered the program.' Eighteen percent had
records of arrest or conviction, sixteen percent had a
disability, and fifteen percent lived in households
that were receiving public assistance. ™

FIGURE 2

WIA Youth Receiving Various Skills Training
(percentages)

Team Work  Diversity ~ Job-  Problem Computer Writng ~ Math ~ Reading Machin. English
Work Habits Specific  Solving Operat.  Speak.
Skills
FIGURE 3 WIA Youth Receiving Various Skills Training Who Reported Their Skills

Improved a Little or a Lot
(percentages)

[l 'mproved a Lot Improved a Little

Diversity ~ Team  Work Job-
Work  Habits  Specific
Skills

Machin.  English

Writng ~ Problem Reading Computer  Math

Operat.  Speak. Solving

FIGURE 4 Educational Status of WIA Younger Youth Upon Leaving the Program
2001-2002 2003-2004

Obtained a High School Diploma ...........ccocveriveeininceiinens 23% oo 38%

ObtaiNed @ GED ....ovooovvvervevceisseressessssseesssssssssssesssssssssssesssssssonas 13% 4%

Still Enrolled in High School at Exit .
Not in School, no Diploma or GED ............cccoccvvieervvvmnsriisssrsiiennns

Note: Diploma or GED could be obtained anytime during enroliment and up to the first quarter after exit.

Competency Gains

Based on survey results, most WIA youth entered
the program for employment-related reasons: 88
percent enrolled to get work experience and 83
percent to learn skills for a new job."® Eighty-eight
percent also enrolled for personal improvement.

The majority of WIA youth (63 percent) reported they
did receive some type of training. As in the previous
study, among the WIA youth leaving in 2003-2004, the
most common type of training received was in
general workplace skills (Figure 2).

As in the past, nearly all WIA youth who received
training reported their skills improved (Figure 3).
Higher percentages reported “a lot” of improvement
in general workplace and technical skills than did so
in basic skills. Fifty-seven percent of employed WIA
youth said training was related to their employment
during the third quarter after leaving the program,
down from sixty-five percent reported two years ago.

Promoting academic success is also an objective of
the program. Administrative records provide
information on school enrollment and high school
completion for WIA youth.™” Among younger
participants,'® data indicate substantially better
outcomes for WIA youth exiting in 2003-2004 than
exited two years ago (Figure 4).

Participant Satisfaction

Survey results revealed participants were quite
satisfied with the training and support services
they received as part of their WIA Youth program.

1%These are defined as youth who had no high school degree and who were
not enrolled in school at registration.

"®Those on public assistance includes 5 percent who received cash assistance
from state or local General Assistance, Refugee Cash Assistance, or
Supplemental Security Income; 8 percent who received Temporary Assistance
to Needy Families (TANF); and 2 percent who received both.

"%Respondents could indicate more than one reason for enrolling in the
program.

"STThese records are collected through the Service, Knowledge, and Information
Exchange System (SKIES) maintained by ESD.

1%These youth were ages 14 to 18 when registering in WIA.
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Ninety-two percent of the participants surveyed said
they had met their educational objectives in the
program, virtually the same percentage as two
years ago. Overall satisfaction with the program was
at the same level as reported two years ago (96
percent). The majority were “very satisfied” with
program cost, location, and times (Figure 5).

Based on the survey results, most of the
participants who needed various support services
while participating received them (Figure 6). Similar
to two years ago, the services most frequently
needed by youth were information on job openings,
assistance with resume writing, interviewing, and
job search assistance. Most youth had their needs
in these areas met. The greatest unmet need
remains for job opening information (12 percent of
2003-2004 youth and 17 percent of 2001-2002 youth).

Employment and Earnings'

According to survey responses, 67 percent of the
2003-2004 WIA youth were employed during the
period seven to nine months following the program
(Figure 7)." To find out more about the participants’

1%Several factors need to be considered when comparing outcomes for
program participants over time. WiAreplaced Job Training Partnership Act
(JTPA) on July 1, 2000; the results through 2000 in Figure 6 are for JTPA Title II-C.
Youth leaving programs during 2001-2002 entered a much weaker labor market
than did those leaving during 1999-2000. The characteristics of these youth also
changed. Especially important is the greater enrollment of younger youth under
WIA than was the case during the last year of JTPA; the percentage of
participants aged 16 or younger at registration increased from 24 percent to 40
percent. Younger youth are less likely to be employed than older youth.

10 the survey, youth were asked whether they were employed or self-
employed. Therefore, in most cases, the percentage who reported being
employed will be higher than the percentage of those whose employment was
found in ESD wage records.

FIGURE 5 WIA Youth Very or Somewhat Satisfied With Program Features
(percentages)
. Very Satisfied Somewhat Satisfied
21 25 29 31 31 31 38 35 39 35

Program  Location Times Teaching  Faciliies Equipment  Advice Program  Interact Career
Cost Quality Selecting  Length  w/instructors  Usefulness

Program

FIGURE 6 WIA Youth Needing a Service and Leaving With Need Unmet
(percentages)
67 . Needing Service Need Unmet
54 54
38
31 30
12 20

7 6 4 7 6 2 e a2 4

postprogram employment and eamings, we matched  bOperg Feewte nesh e Frs Caserok T Gat S, GriCae St
FIGURE 7 Employment and Earnings of WIA Youth in the Third Quarter After Leaving Program
1995-96* 1997-98* 1999-2000* 2001-2002 2003-2004
All All All All  Not in High School All Not in High School
Percentage self-reporting employment during third quarter after
[EAVING PrOGIAM ..ot 66....ccennn [T 74 ... (GG 11 [ CY A na
Percentage with employment reported by employers to ESD during

the third quarter after leaving program ...........ccceveevereeieeieeeeeee e 50 . 59 55 .. A7 e 52 i, 52 e 56
Median quarterly hours worked, of those Working ............ccccoeevverieinierccinnnes 258 250 ......... 247 ... 234 ... 253 s 250 i, 281
Percentage employed full-time (averaging 30 or more hours/week)

OF thOSE WOTKING ...vvveece s 32 i P 28 ... 27 e 29 s 29 32
Median annualized earnings of those working (not in higher education) ..... $6,812...... $7,225....$7,909 .. $7,858 .......$8,549 .............. $8,521 ............. $9,775
Size of household in which median earnings would support

AL POVEILY IBVE ... (U 08.... 0.8 ... 0.8 i 0.9 o 0.9 i 1.1
Size of household in which median earnings would support at twice

POVETY IBVEL ...t 04..... 04 .. 04 ... 04 ... 04 e, 04 e 0.5
Median hourly wage of those working (not in higher education) .................... $6.9........ $7.32.....$8.22 ... $8.22 ......... $8.30 ..orvvrrnn, $8.25 ..o, $8.41
Percentage self-reporting receipt of medical benefits from employer ................. K I—— 35, 40 ... 38 (L1 33 na
Percentage self-reporting receipt of pension benefits from employer ................. 20 18 . 18 . 17 e, (L1 15 e na

Notes: Eamings and wages are expressed in 2005 Q1 dollars. Poverty levels are based on federal poverty guidelines identified by the Department of Health and Human Services for 2005.
*Figures for 1995 through 2000 are for the JTPAII-C Youth program.
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participants’ records with ESD wage files from
Washington and neighboring states. These files contain
quarterly earnings and hours worked information on
those individuals with employment reported for
unemployment insurance (Ul) benefits purposes
(approximately 90 percent of in-state employment,
with self-employment, active duty military, and those
working for religious nonprofit organizations being
the major groups of employers not included).

Record matches found 52 percent of the participants
had employment reported to ESD during the third
quarter after they left the program. About 23 percent
of the participants were still enrolled in high school
upon exiting the program. Among those not still in
high school, 56 percent had reported employment.

Among those not enrolled in high school or higher
education, the median hourly wage'' was $8.41, and
median annualized earnings were $9,775. These
earnings levels are low; however, remember these
participants were young, entry-level workers, and
many of them faced substantial barriers to success
in the labor market. Despite the low wage and
earnings, WIA Youth (and their JTPA predecessors)
have experienced increases in both since 1995-96.
Wages rates among participants, as one would
expect, exhibited less variation than was observed in
programs serving adults (Figure 8). Figure 8 shows
the distribution of wages received by WIA Youth not
enrolled in high school or higher education.

Postprogram employment among WIA Youth
continues to be heavily concentrated in retail trade
and services with 22 percent in eating and drinking
establishments (Figure 9).

FIGURES  Distribution of Hourly Wages of WIA Youth
in the Third Quarter After Leaving Program

Quartile Hourly Wage
HIGNESt ..o Above $9.87
Third $8.41 - $9.87
Second $7.63 - $8.41
LOWESE ... Below $7.63

Employment and earnings outcomes between females
and males, youth with and without disabilities, and
racial and ethnic minority groups and whites were
less likely to be significant than in other programs.'?
Female youth had median earnings that were 86
percent of males; however, their median wage was
95 percent of males. Youth with disabilities had
median earnings that were 86 percent of youth
without disabilities; their median wage was 95 percent
of those without disabilities. Compared to whites,
Native Americans were less likely to be employed,
while Hispanics were more likely to be employed.
African Americans had median earnings that were
83 percent of whites.

"All wages and eamings are stated in 2005 Q1 dollars.

"“2These employment and eamings group comparisons were based on data
from youth who were not in high school at exit.

FIGURE 9 Industry of Employment of WIA Youth During
Third Quarter Prior to Program and Third Quarter
After Program: 2003-2004

All Youth not in

Industry Group Youth  High School
Natural Resources and Mining ............ccc..... 2.7% oo 2.3%
ConStruction ........cccceecrienceeeeee 41% .o 4.5%
Manufacturing .........ccccoevevenenncnenecens 6.9% .o 7.2%
Wholesale Trade .......cccooeverineirienicccn, 2.0% oo 1.9%
Retail Trade .......covveiericnircccecce, 18.7% ......... 19.8%
Food and Beverage Stores.............cocvevnee 4.3% oo 4.3%
Department StOres .........cccoovveriniiniinns 4.6% .o 5.1%
All Other Retail Trade ........cccoovevieincinenee. 9.8% ......... 10.4%
Transportation, Warehousing, and Utilities ... 1.2% ........... 1.4%
INfOrmation ... 1.7% oo 1.9%

Financial ACtiVItIES ........ccccevevevereeeeeeee 3.5% . 3.6%

SEIVICES .ottt 57.2% ......... 55.5%
Administrative and Support, and Waste
Management and Remediation .......... 10.2% ......... 10.3%
Health Care ........cccoeeeeeeeeeeeee e 8.8% ... 9.6%
Social ASSIStanCe ..........covvvvvvvevevevevererenns 43% ........... 4.2%
Accommodation and Food....................... 22.0% ......... 19.5%
All Other SErvices ......cocvvvveeeeereeennn. 1.9% ......... 11.8%
Public Administration ............ccccccoevevevevevennne. 2.0% ........... 1.9%

TOTAL ooooooiisesessereneneessessieiiiienens 100% .......... 100%

Note: Industry groups are based on North American Industry Classification
System codes. Major and subgroup percentages do not always sum due to
rounding.
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Net Impacts

Every four years the Workforce Training and
Education Coordinating Board conducts net impact
and cost-benefit analyses of workforce development
programs. The most recent net impact study was
conducted in 2006 and examined the experience of
participants who left programs during the 2003-2004
and 2001-2002 program years.

The net impact analysis, conducted by the W.E.
Upjohn Institute for Employment Research (Upjohn),
attempts to estimate what happens to program
participants as compared to what would have
happened if they had not participated in a program.
The objective is to determine the short- and longer-
term impacts of program participation on employment,
hourly wage, hours worked, quarterly earnings, and
receipt of Ul benefits and public assistance.

To estimate these impacts, those who participated
in the WIA Youth program were compared to
individuals who had similar characteristics, but who
did not participate in any of the programs included in
the study. The comparison group members were
selected from registrants to the state’s employment
service. Short-term net impacts were derived by
examining outcomes for individuals who exited the
programs (or from the employment service) in 2003-
2004 and longer-term impacts for individuals who
exited in 2001-2002.

The WIA Youth program has positive longer-term
net impacts on employment, hourly wage, hours
worked, and earnings. Participation increases
lifetime earning.

Figure 10 shows the short-term and longer-term net
impacts of the program. During the third quarter
after the 2003-2004 youth left the program,
participation is associated with negative net impacts
on hours worked per quarter, -13.0 hours, and on
quarterly earnings, -$258. Furthermore, participation

is associated with increases in the percentages
receiving public assistance—Temporary Assistance
to Needy Families (TANF), food stamps, and medical
benefits.

The longer-term net impacts are observed 9 to 12
quarters after participants left the program during
the 2001-2002 program year. In the longer term, there
are positive net impacts on employment, hourly
wage, hours worked, and quarterly earnings.
Participation, however, is associated with increases
in the percentages receiving food stamps and
medical benefits.

Benefits and Costs

The cost-benefit analysis estimates the value of the
net impact on eamings, employee benefits (estimated
at 20 percent of earnings), social welfare benefits, Ul
benefits, and certain taxes.™® Program costs include
both direct costs and support payments borne by the
state and the foregone earnings borne by program
participants. Benefits and costs are calculated for
both the observed period of time and based upon a
statistical model that estimated the benefits and
costs out to age 65. In order to compare benefits
and costs in terms of net present values,

Upjohn estimated the impact of the net change in eamings on social security,
Medicare, and federal income and state sales taxes.

FIGURE 10 Short-Term and Longer-Term Net Impact Results for WIA Youth Who Left
the Program During PY 2001-2002 or PY 2003-2004

Short-Term Longer-Term
2003-2004 Exiters ~ 2001-2002 Exiters
Employment: percentage in reported employment ...........cccocoevviiinnnn. 04% 10.3
Mean HOUMY WAGE .......covereeeereeseeeseveseeseeeseseseseesse s -$0.29% ...ovvvoes $0.75
Mean Hours Worked Per QUArer ... 130 31.1
Mean Quarterly EAMINGS .............covvveerveereresseeessseisssssseseeesssssnseennes $258 oo $317
TANF: percentage receiving @id ...........ccovevevvieiiveneieesee s 2.2 i, -0.1%
Food Stamps: percentage reCeiving ...........ccooeveerenieieerenieseenseninns 8.3 9.0
Medical Benefits: percentage reCeiving ...........coceveevereierrevenevenensennn. 14.0 o, 6.5
Ul: percentage reCeIVING ........cocoeverireiirerieieresiesee et ssssssns 045 1.0

Notes: Short-term refers to impacts observed in the third quarter after leaving the program. Longer-term refers to impacts
observed 9 to 12 quarters after leaving the program. Eamings and wages are in 2005 Q1 dollars.

* Not statistically significant at the 0.05 level.
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postprogram benefits and costs are discounted by 3
percent per year and all figures are stated in 2005 Q1
dollars. The benefits and costs presented here are
based on impacts estimated for Youth participants
leaving programs in 2001-2002, because a longer-
term follow-up is required for this analysis.

For each WIA Youth, the public (taxpayer) program
cost is about $6,300 over the length of enrollment
(Figure 11). During the first two and one-half years
after leaving the program, participation increases the
average youth participant’s earnings by $1,719.
During the course of working life to age 65, the
average youth participant will gain about $27,780 in
net earnings (earnings minus foregone earnings)
and about $5,560 in employee benefits. These are
net gains compared to the earnings of similar
individuals who did not participate in a program.

Projected participant benefits to age 65 outweigh
public costs for the WIA Youth program by a ratio of
5.31t0 1, or $33,336 to $6,314.1

"“This ratio does not include the impacts on taxes, Ul benefits, and public
assistance, which are direct transfers between participant and the public
(taxpayers).

FIGURE 11 Benefits and Costs of WIA Youth Program
First 2.5 Years After Program Forecast to Age 65
Participant Public Participant Public
Benefits
EaMings .......ovvvevvveeereenereenneons 1,719 e $27.780 ..o
Employee Benefits...........ccco...co.... $344 oo $5,556 ..o,
TaXeS o $297 o, $297 oo -$4,792......... $4,792
TraNSTErS™ oo $1,395 ... $1,395 .o, -$2,775 ... $2,775
Costs
Foregone Earnings ........cc....cooeeevnveee. B0 et $0 e
Program COostS .........c...covvverrreerrienne, $0 i $6,314 oo $0......... -$6,314
TOTAL oo $3,162.............. 742 s $25,769........... $1,253

Notes: Benefits and costs are expressed in 2005 Q1 dollars.

*Transfers include UI, TANF, food stamps, and medical benefits. TANF benefits reflect the value of cash grants, child care,
and other client support services.

From the time of leaving the program to age 65, the
public is expected to gain about $4,800 per youth
participant in additional social security, Medicare,
and federal income and state sales taxes, and to
save about $2,800 per youth participant in total
social welfare costs, and Ul benefits—greater than
the direct cost of the program.

Areas for Improvement

When reviewing the results of this evaluation,
remember the WIA Youth program serves
participants who are disadvantaged. Many of the
participants included in this study faced substantial
barriers to success in school and the labor market.

Most participants were very satisfied with the
program, and support services remain a strong area
for the WIA Youth program. Based on the survey
results, most of the participants who needed support
services received them. The greatest unmet need
was for job opening information.

Program administrators should consider placing
even greater resources into promoting high school
completion. Among youth who exited WIA during
2003-2004, many did obtain a high school diploma,
and many were still enrolled in high school upon
leaving the program. Too many, however, were
neither in school nor had obtained a diploma.

Perhaps more attention should be given to basic
skills instruction. According to survey results, among
the WIA Youth who received basic skills training,
relatively few reported substantial gains in math,
writing, and reading skills.

Earnings among participants, as is typical of young
entry-level workers, were relatively low. One
problem is employment among WIA Youth is heavily
concentrated in retail trade and lower-wage services.
More should be encouraged to receive the job-
specific skills training required for higher wage jobs.
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