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Table 1. JTPA Expenditure and Participant Levels for Selected Programs, PY 1991 

Title 
Expenditures Total Number of 
(in Millions) Participants 

II-A: Adult and Youth 
II-B: SummerYoutha _. _. 
III: Dislocated Workers 
IV: National Programs: 

$1,746.1 1,02 1,800 
1,022.g 795,100 

486.1 332,200 

Indian and Native Americans 58.9 26,600 
Migrant and Seasonal Farmworkers. 67.1 48,500 
JobCorps................................... 849.3 101,100 

Note: The total number of people sewed by JTPA represents the total number of participants sewed under the individual titles. Some 
participants were enrolled under more than one title at different times during the year. 
aThe wmmer figures (Tide II-B) are for the summer of 1992. They include Indian and Native American youth programs. as well as SDA 
prOg,WlS. 

Source: U.S. Depa~ment of Labor, Employment and Training Administration. 

number of participants and expenditures for selected pro- 
grafns during the Repon period. Detailed data on JTpA 
funding and participants, by State, for several JTPA pro- 
grams are provided in the Statistical Appendix of this 
Report. 

Under the JTPA legislation. the Department sets broad 
program poiicy; allocates funds to the States; prescribes 
standards for program performance; monitors and con- 
ducts audits of State and local program activities; pro- 
vides technical assistance to States and local program 
operators; evaluates programs and supports research and 
demonsaation projects; and directly administers programs 
for certain groups of workers. 

State and local governments, in partnership with the 
private sector, manage and administer most JTPA pro- 
grams. Governors approve locally developed plans and 
monitor programs to ensure compliance with Federal regu- 
lations and standards. 

Job training services are delivered through the follow- 
ing administrative structures: 

l State Job Training Coordinating Councils 
(SJTCCs), which provide Governors with advice and 
counsel on training activities and recommend the des- 
ignation of Service Delivery Areas. Members, ap- 
pointed by Governors, represent business, State leg 
slatures. State agencies, local government and 
educational agencies. labor, community-based orga- 
nizations, and the general public. 

for JTF’A purposes. They are designated by the Gov- 
ernors to receive Federal job training funds. Among 
the areas automatically eligible to be SDAs are units 
of local government with populations of 200,ooO or 
more. There were 641 SDAs during PY 1991. 

l Private Industry Councils (PICs). which are es- 
tablished by local elected officials- in each SDA to 
provide guidance and oversight for job and training 
programs at the SDA level. PICs enlist representa- 
tives from various segments of the private sector to 
actively manage job training progmms. PIC mem- 
bership includes representatives from business. edu- 
cational agencies. organized lab&, rehabilitation 
agencies, community-based organizations, economic 
development agencies, and the Employment Service. 
The majority of a PIG’s members must represent 
business and indusay within the SDA, and the PIC 
chairperson must be a business representative. 

The JTPA legislation mandates standards for program 
performance, reflecting its emphasis on uaining outcomes 
and State and local accountability. Through quantified 
rucasures. perfommce standards assess program out- 
comes and thus gauge how well the JTF’A system is meet- 
ing the Depatment’s objectives. 

PY 1991 Initiatives 
l Service Delivery Areas (SDAs), which are the ad- The following are highlights of special JTPA activities 

ministrative districts into which the Nation is divided undertaken in PY 1991. 
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Adult and Youth Programs, Title II-A 
litle II-A, JTPA’s basic block grant program provided 

training and other services during PY 199 1 for over one mil- 
lion participams-economically disadvantaged adults and 
youth, and others who faced significant employment barri- 
ers Services included classroom insa-uction. on-the-job train- 
ing (OJT). job search assistance, work experience. remedial 
education, supportive services, and other types ofjobrelated 
assistance, such as counseling and skills assessment. Expen- 
ditures during the period totaled more than $1.7 billion! 

According to a formula based on the relative shares of 
jobless and economicaJly disadvantaged people in each 
State, funds were made available for local programs 
through block grants to States. Seventy-eight percent of a 
State’s Title II-A funds were allocated by formula to lo- 
cal SDAs. States retained the remaining 22 percent of 
funds for: 

l Coordination with State education programs (eight 
percent); 

l Incentive gram for progmms exceeding performance 
standards or technical assistance (six percent); 

l .Tmining programs for older workers (three percent); 
and 

l State administrative responsibilities, including sup- 
’ port for the State Job Training Coordinating Council 

(five percent). 
Most of the Tide II-A projects were provided by the 

network of 641 SDAs across the Nation. These SDA pro- 
grams served over 796,000 people in PY 1991 (78 per- 
cent of Title II-A’s total enrollment). 

In PY 1991, 44 percent of lide II-A participants re- 
ceived classroom training, an increase of four percentage 
points t+om the previous program year. Chart 2 compares 
the distribution of program activity for Tide II-A for Pm- 
gramYears 1990 and 1991. Participants in OJT and job 
search assistance had the highest entered employment 
rates. followed by those who received classroom train- 
ing, work experience, and other services. The average 
length of stay in all programs was 27 weeks. 

Participant characteristics for PY 1991 are similar to 
those of the previous year. Increased coordination with 
the JOBS training program resulted in an increase in the 

4 Title II-A expenditures are horn the ITPA Semiannual Status 
Report. Title It-A panicipant data are from the ITPA Annual 
Status Report. except the following, which are from he lob 
Training Quarterly Survey (ITQS): percentage of panicipants 
economically disadvantaged. entered employment rates by 
program activity, percentage of clients served by program 
activity. and hourly wage by program activity. All parficipant 
characteristics and experiences are those of PY 1991 
termineecthat is, persons who left ITPA programs during the 
program year. (The ITQs provides iniormarion on a nationally 
representative sample oi terminees.) 

proponion of adult terminees who are welfare recipients. 
By statute, up to 10 percent of Ttde II-A participants are 
not required to be economically disadvantaged if they face 
other banien to employment. Ninety-three percent of the 
participants were economically disadvantaged in PY 199 1. 
Table 2 lists the participant characteristics of adult and 
youth lide II-A terminees. 

In PY 1991, the adult and adult welfare entered em- 
ployment rates for SDA programs were 63 percent and 
53 percent. respectively. The average hourly wage at place- 
mentforadultsiinPY 1991.upf?om$5.85 to$6.08. 
Tk youth positive termination rate was 74 percent5 

With the exception of the youth entered employment 
rate, litle II-A performance standards were generally met. 
Table 3 compares the standards with national average pro- 
gram outcomes for the yeas. 

The measures for the Tide II-A performance standards 
reflected the following Department of Labor goals: tar- 
geting services on a more at-risk population; improving 
the quality and intensity of services that lead to long-term 
employability and increased earnings; placing greater 
emphasis on basic skills acquisition and oo improving 
participants’ ability to qualify for employment or advanced 
education and training; and promoting comprehensive, 
coordinated human resource programs to address the 
multiple needs of at-risk populations. 

The adult and welfare followup measures indicate a 
program’s ability to contribute to participants’ longer-term 
employability andeconomic self-sufficiency, as measured 
13 weeks after leaving the program. The youth measures 
reinforce the Department’s emphasis on developing em- 
ployability skills and employment-including acquiring 
educational and vocational credentials--and dropout pre- 
vention and recovery. 

In addition to providing information oq these outcomes, 
an expanded reporting system included data on the level 
of service provided to additional hard-to-serve groups, 
including homeless individuals, people with multiple bar- 
riers to employment, people lacking a significant work 
history, JOBS program participants, and veterans. 

Governors retained their discretion to establish addi- 
tional noncost standards to reflect State policy and their 
authority to modify national standards to account for lo- 
cal conditions that can have an impact on SDA perfor- 
mance, such as economic factors and pmticipant mix. The 
Department ammally updates an adjustment model that 
helps Governors set standards for their SDAs and pre- 
vents SDAs from being penalized for operating in an eco- 
nomically depressed environment or for serving large 
numbers of hard-to-serve participants. 

s Specific State funds and numbers o( participant for Title 11-A 
are shown in the Statistical Appendix of this Repon 
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(Percent) 

Chart 2. Title II-A Program Activity Distribution, 
PY 1991 and PY 1990 

cl PY 1991 

PY 1990 

-6% 

Classroom Work 
Training Experience 

Job Search On-the-Job Othet 
ASSiStanCC? Training Services - 

Activity 

Source: U.S. Department of Labor, Employment aad Training Administration. 

Performance staodatd.s for PY 1992 were developed in 
PY 1991. The Department decided to retaio in PY 1992 

6 The SPIR syrt~n requires States to report annually to the 
Department individual records ratlw ttun summary data on 
cliem demograpbia, program participation, and outcomes for 

the same types of measures used in the PY 1990-91 pe- those enrolled in littes H-A ad ttt. The new reporting ryrtem. 

riod. to provide stability ia the JTPA system ia aoticipa- phased in during PY 1992 and fully operatic4 in PY 1993, 

tion of operational changes resulting from the pending makes possible more meaningful canparivm 01 client 
amendments and from implementatioa of the Staodani- cbafactwiaicr, service delivery, and pqyam rewt~, dwr 

ized Participant Information Report (SPIR)6 for lides 
cornributing to imprwed sewices and batter program management. 
It replaced previous administrztiw repotting requiremen and 

II-A and III. wlwys used to wpplemmt fedsrally Rquired rqmr6. 
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Table 2. JTPA Titles II-A and II-B Selected Participant Characteristics 
(Percent Distribution), PY 1991 

Title II-A: Title II-A: Title II-B: 
Adult Youth Summer Program 

Characteristic 

SIX 
Male ............................. 
Female ........................... 

Age: 
14-15 ............................ 
16-18 ............................ 
19-21............................ 
22-54 ............................ 
55+ .............................. 

Education: 
Dropout .......................... 
Student ........................... 
HS graduate. ...................... 

Ra.ce/Ethnicity: 
White ............................ 
Black ............................. 
Hispanic .......................... 
Native A,merican ................... 
Asian ............................ 

Limited English ...................... 
Disability ........................... 
Single Head of Household ............ 

42 
58 

- 
- 
- 
97 

3 

25 
- 
74 

54 
29 
13 
2 
2 
6 

10 
34 

47 50 
53 50 

16 41 
32 37 
51 ~ 21 
- - 
- - 

26 5 
49 ” 85 
20 10 

43 26 
35 42 
19 27 
2 1 
2 3 
5 11 

15 13 
12 5 

Note: Title II-A data are bawd on characteristics of termineeepersonr who left ITPA during PY 1991-and are for programs operated by 
SDAs. 5fle II-B data. also for programs operated by SD&, are for the summer of 1992. Figures may not add to 100 percent due to 
rounding. 

Source: lTPA Annual Status Repot for T&e II-A and Summer Youth Pe-formance Report for fide II-B. U.S. Department of Labor, Employ- 
men, and Training Administration. 

However, the nutneticaJ levels were revised to reflect As part of its ongoing technical assistance on perfor- 
PY 1991 experience and, in the case of earnings mea- mance standards, the Department conducts nationwide 
sures, to account for inflation and increases in the mini- training annually for the JTPA community. The training 
mum wage. The adjustment models were also updated is designed both to ensure proper use and application of 
for PY 1992 to account for changes in economic condi- perfonnaoce standards and to provide the JTPA system 
tions and services for new hard-to-serve clients. As for with the latest information on Department initiatives, re- 
Program Years 1990 and 1991. cost standards were not search, and measures to improve quality. In addition to 
included because experience has shown that they discour- the traditional technical tracks on repotting and standards 
aged providing hard-to-serve clients with the intensive calculations. major topics covered in PY 1991 included 
training services they needed. youth employability enhancements, effective OJT 
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Table 3. Title II-A Performance Standards 
and Outcomes, PY 1991 

Measure 

Postprogram: 
Followup Employment 

Rate . 
Welfare Followup 

Employment Rate 
Followup Weekly 

Earnings 
Welfare Followup 

Weekly Earnings. 
Title II-A Youth: 

Entered Employment 
Rate 

Employability 
Enhancement 

Wational aveqger. 

jtandards 

62% 

5 1% 

$204 

$182 

45% 

33% 

3utcomesa 

61% 

5 1% 

$247 

$233 

42% 

50% 

Source: U.S. Departmen, of Labor, Employment and Training 
Administration. 

programs, capacity building, improving the quality of 
training, and use of followup data. 

Summer Youth Programs, Title II-B 
Title II-B provides economically disadvantaged youth 

with work experience and training services during the 
summer months. The Summer Youth Employment and 
Training Programs are conducted by SDAs, which are 
required to assess the reading and math levels of eligible 
Tide II-B participants and to provide basic remedial edu- 
cation services for enrollees who do not meet locally de- 
termined education staadards. In addition to education 
services and work experience with public and private non- 
profit agencies, summer participants may receive class- 
room training, on-the-job training, counseling, and other 
supponive services. 

In June 1992, $500 million in supplemental funds was 
allocated to the SDAs to provide summerjobs and train- 
ing to additional disadvantaged youth under Tide II-B. 
The supplement. pan of an emergency urban aid pack- 
age, was in response to the need of inner cities to provide 
meaningful job opportunities to youth. 

Most Tide II-B funds were distributed to States and 
SDAs in PY 1991 by the same formula used formtIe II-A 

monies.’ In 1992, total SDA summer expenditures ex- 
ceeded $I billion, an increase of $319 million over the 
previous year, reflecting the supplemental funding pro- 
vided. The first $100 million of the supplement was tar- 
geted to the Nation’s largest 75 cities, while the balance 
was spread nationwide and used the statutory Formula 
based principally on unemployment. 

The 1992 summer program8 provided jobs, education, 
and training to over 782,000 participants-227,000 more 
than the previous summer. Thus. the States and the SDAs 
appear to have made exceptional efforts to recmjt addi- 
tional participants into the program. given the late timing 
of the supplemental appropriation. 

Tide II-B participantcharactetistics,displayed inTable 
2, changed somewhat in 1992. probably reflecting, in pan. 
the targeting of the supplemental funding. Some of the 
changes ate as follows: 

l The proportion of white participants dropped from 
30 percent in 1991 to 26 percent in 1992. During the 
same time period, the proportion of black partici- 
pants increased from 40 percent to 42 percent and 
the proportion of Hispanic participants in&eased 
from 26 percent to 27 percent. 

l The number of participants with disabilities de- 
creased from 15 percent to 13 percent in 1992. 

l The proportion of participants with limited English- 
speaking abilities increased from six percent to I1 
percent. 

l The number of participants who were single heads 
of households with dependents under the age of 18 
increased from three percent in 1991 to five percent 
in 1992. 

l The number of participants who were school drop- 
outs increased from four percent to five percent, while 
the number who were students decreased horn 87 
percent to 85 percent. 

Dislocated Worker Programs, Title III 
Tide III authorizes employment-related assistance to 

dislocated workers, including those who have lost their 
jobs because of plant closings or layoffs. Services pro- 
vided to dislocated workers include assessment, retrain- 
ing, job search assistance. jobdevelopment, needs-related 
payments, and supportive services. 

Eighty percent of the XtIe III annual appropriation is 
allotted by fornada to the States. Up to 40 percent of each 
State’s allorment may be usedby the Governor to administer 

7 Specific State funds and numbers of participants for Title II-B 
are shown in the Statistical Appendix of this Report 

8 This Repondiscusses the 1992 summer program &cause funds 
for it were included in ITPA appropriations for PY 1991. The 
source of statistics on these pqrams is the ITPA Summer Youth 
Performance Report. 
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the JTPA dislocated worker system, to provide “rapid re- 
spnse” in the event of plant closures and substantial lay- 
offs, and to provide Statewide, regional. or industry-wide 
dislocated worker activities. The remaining 60 percent of 
a State’s allotment must be distributed to substate areas 
to provide retraining and other services at the local level. 

The other 20 percent of the Title III appropriation is 
retained in the Secretary’s National Reserve Account For 
discretionary projects serving workers affected by plant 
closings and mass layoffs, projects in areas of special need 
(including emergency response to natural disasters). tech- 
nical assistance and training, and exemplary and demon- 
stration programs. Discretionary Funds are awarded in 
response to applications that Governors may submit at 
any time throughout a program year and may be spent 
during the following two program years. 

Expenditures of Fomwla funds totaled nearly $4 13 mil- 
lion in PY 1991, an increase of almost $70 million. or 
about 20 percent. from the level in PY 1990. As required 
by legislation, excess unexpended Fom~ula Funds are re- 
captured and reallotted annually; Funds recaptured in PY 
1991 totaled approximately $5 million. Approximately 
$91 million was awarded during PY 1991 For discretion- 
ary projects to serve dislocated workers in 32 States and 
American Sarmx9 

Participants in the Title III program in PY 1991 num- 
bered over 332.000. a I3 percent increase from PY 1990. 
The average cost per participant was $1,463, a seven per- 
cent increase From the year before. For the 193,CHXl par- 
ticipants whb terminated from the program, the average 
length of participation was 28 weeks, up From 22 weeks 
the year before; almost 131,OCQ or 68 percent, had ajob 
when they left the program. The average hourly wage at 
termination was $8.46. 

Forty-live percent oFTitle III texminees received class- 
room training services-a significant increase from 38 
percent in PY 1990. (Chart 3 compares services received 
by Tide III terminees For PY 1991 and PY 1990.) 

Table 4 provides data on selected participant charac- 
teristics and program activity for lide III. 

Title III performance standards have remained un- 
changed since PY 1988, with the national standard For 
the enteredemployment rate set at 64 percent for PY 1991. 
Governors were encouraged to set an average wage at 
placement standard For dislocated worker programs. 

Deftme-R&ted Dislocafiom. During PY 1991. the 
Department awarded over $23 million for I8 projects 
under the Defense Conversion Adjustment Program 
@CAP). DCAP, part ofTitle III, was authorized by Con- 
gress in 1990 to help workers who lose their jobs as a 

9 Funding and participant levels for Title 111, by State. are 
included in rhe Statistical Appendix of this Report. 

result of decreased defense spending. Under a memoran- 
dum of agreement with the Department of Defense, up to 
$150 million can be transferred to the Department of La- 
bor to fund DCAP projects. With this funding, the Labor 
Department anticipated serving some 7O,OGil-80,ooO ci- 
vilians specifically affected by defense-related cuts. 

Eligible grantees for DCAP funds are States, substate 
area grantees designated under litle III. employers, etn- 
player associations, and representatives ofemployees. The 
Funds are used exclusively for retraining and reemploy- 
ment-related assistance, and include such services as coun- 
seling, job development, and relocation~assistance. The 
box on page 14 lists the projects funded in PY 1991. 

Table 4. JTPA Title III Selected Participant 
Characteristics and Program Activity, 

PY 1991 

Characteristic: 
SW: 

Male.. 55% 
Female 45 

Age: 
29andunder......................... 23 
30-54............................... 69 

ss+................................. 8 

Education: 
Less than high school. 13 
High school graduate.. _. _. 49 
Post-high school attendee 38 

College graduate and above .‘. 11 
Race/Ethnicity: 

White............................... 74 
Black................................ 15 
Hispanic. _. _. _. :. 8 
Native American 1 
Asian ,.,,,.,_..__.._._.___..__.___.. 2 

UI Claimant. _. _. _. 58 
Limited English _. __ _. 3 
Disability ._. ._._ ._ _____________ 3 
Single Head of Household 12 

Note: All data reflect characteristicsiactivities of terminees. 

Source: Statistics are from the Worker Adjustment Annual 
Program Report. U.S. Department of Labor, Employment and 
Training Administration. 
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Chart 3. Title III Program Activity Distribution, 
PY 1991 and PY 1990 
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Source: U.S. Department of Labor, Employment and Training Administration. 

Rapid Response. A key goal in dislocated worker pro- Govemors.. As part of the initiatives, during the period 
grams is the ability to provide services as soon as pos- March through May 1992. the Depantnaot conducted six 
sible upon notification of a plant closiog or layoff. After Targeted Rapid Respooae Emergency Assistance Team 
extensive review of rapid response issues with the JTF’A visits to States that were most in need of immediate rapid 
system and the Department’s regional offices, the Secre- response technical assistance-New York. Ohio, Louisi- 
tat-y announced rapid response initiatives in letters to al1 am, Texas, California and Florida 
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Defense Conversion Adjustment Program 
f’rojects Funded in PY 1991 

Project state 
Aerospace Industry. Arizona 
Williams Air Force. Arizona 
George Air Force Base California 
Sacramento Army Depot, 

McClellan Air Force Base, 
Mather Air Force Base California 

Lowry Air Force Base Colorado 
General Dynamics Electric Boat Connecticut 
UNC Naval Products Connecticut 
Chamberlain Manufacturing Iowa 
FansteeVWellman Dynamics Iowa 
England Air Force Base Louisiana 
Fon Peck Indian Reservation. Montana 
General Dynamics-Land Ohio 
GE-Aerospace Pennsylvania 
Charleston Naval Shipyard. South Carolina 
Charleston Naval Base South Carolina 
Bergstrom Air Force Base Texas 
@rswell Air Force Base. Texas 
Chase Naval Air Station. Texas 

In addition, the Department’s regional offices conducted 
on-site visits in all States and the District of Columbia to 
discuss issues of concern with rapid response units and to 
agree upon any corrective actions which needed to be 
taken. Among the issues identified were insufficient staff- 
ing levels and limited establishment of Labor-Manage- 
ment Committees (LMCs). Regional office staff then fol- 
lowed up with the States until all issues were resolved. 

In May and June, I2 Rapid Response Training Work- 
shops were conducted and representatives from all States 
were invited to attend. The purpose of the tmioing was to 
improve the delivery of rapid response assistance in the 
event of plant closures and substantial layoffs nationwide, 
and to stress the importance of LMCs. 

The LMCs are ad hoc groups of workers and managers 
in a plant or office where workers are about to lose their 
jobs. Group member-s organize to devise and implement a 
strategy to respond to the needs of these workers (see box). 

Other Activities. A totaI of $1.7 million was earmarked 
in PY 199 I for a program to test innovative snategies in 
response to farmworker dislocations. The demonstration 
program was operated in Iowa, Minnesota. North Dakota, 
and South Dakota. Also, $2.5 million funded a demoo- 
stration program to evaluate job creation and en~reoeur- 
ial training in response to worker dislocation. Awards for the 

six-site demonstration were made to projects in Georgia. II- 
linois, Michigan. Mississippi, and New York (two sites). 

During the Repon period. officials from the Depart- 
ment met with representatives from the General Motors 
(GM) Corporation. the United Auto Workers. and the State 
of Michigan to discuss how best to coordinate support 
services for workers affected by planned GM shutdowns. 
In response to GM’s announcement of 12 eventual plant 
closings affecting workers in four States, the Department 
formed an in-house task force to assist employees dislo- 
cated as a result of the corporate cutbacks and to coordinate 
activities among the States and local communities affected. 

The Department also provided an emergency grant of 
up to $2 million to assist communities and workers af- 
fected by civil unrest in California. The funds were used 
for temporary jobs in public or private nonprofit agencies 
to begin clean-up and repair of public s&tares and to 
provide suppon services over a six-month period. A num- 
ber of workers permanently dislocated from their jobs 
because of the civil unrest found temporary work as a 
result of the grant. 

National Programs, Title IV 
Title IV authorizes the Job Corps and other programs 

administered directly by the Department that serve Indi- 
ans and Native Americans, migrant and seasonal 
farmworkers, and veterans. Title IV also authorizes the 
National Commission for Employment Policy (NCEP). 
the National Occupational Information Coordinating 
Committee (NOICC). and federally administered techni- 
cal assistance. labor market information, research and 
evaluation, and pilots sod demonstrations (P&D). 

Four categories of Title IV activities are described in 
this section: programs for Indians and Native Americans, 

Characteristics of Labor-Management 
Committees 

l Shared and equal participation by workers and 
mattagetnent. 

l Shared fmanciaI participation between the com- 
pany, the State, aud io some instances labor unions. 
in paying for operating expenses of the committee. 

l A jointly selected neutral chairpersoo. 
l The ability to respond flexibly to the needs of af- 

fected workers. 
l A formal agreement terminable at will by work- 

en or the company management. and terminable 
for cause by the Governor. 

l Local job identification activities by the chairper- 
son and members of the committee on behalf of 
the affected worken. 
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programs for migrant and seasonal farmworkers. the Job 
Corps, and pilot and demonstration programs.“’ 

Indian and N&w American Programs. To help eli- 
gible individuals prepare for and hold productive jobs, 
Indian a”d Native America” (INA) programs offer job 
training, job referrals. counseling, and other employment- 
related services, such as child care, transportation, and 
training allowances. Those eligible for the progr- in- 
clude Indians. Eskimos, Aleuts, Hawaiians, and other per- 
sons of Native America” descent who are economically 
disadvantaged. unemployed, or underemployed. 

I” PY 199 I, I80 program grantees served 26.600 Na- 
tive America” participants in all States and the District of 
Columbia. The grantees included India” tribes, other Na- 
tive America” communities, and various related organi- 
zations. Their expenditures totaled $58.9 million. Chart 4 
shows the distribution of services provided to participants 
in India” and Native America” programs in PY 1991. 

Approximately 52 percent of the 21,500 participants 
who left the programs were placed in jobs. Another 31 
percent attained a” “employability enhancement.” Micat- 
ing that they returned to school, entered another aaining pro- 
m or completed a major level of education, completed a 
worksite training objective, or attained basic or occupational 
skills proficiqncy. Of those who left the program during the 
year. 50 percent were male, 28 percent were 21 years or 
younger, and 22 percent were high school dropouts. 

During the Repon period, the Department continued 
to encourage grantees to coordinate their activities with 
those of other human resources programs. 

In addition to programsa”thorizedunderlTPA~tleIV-A, 
INA grantees also received JTPA Tttle 11-B funds to operate 
summerprog~ams forNati”eAmerica” youth.Approximately 
I3,ooO Native America” youth participated i” such programs 
in the summer of 1992, at a cost of $17.5 million. 

With the program goals of JTPA expanding to empha- 
size skill development for harder-to-serve populations, it 
became necessary to update the measures upon which INA 
program performance was assessed. To encourage develop 
ment of skills as welI as employment. grantees were required 
in PY 1991 to meet individually determined standards for 
two out of the three following measures used to assess per- 
formance: (I ) a” entered employmnt t-ate. (2) a positive ter- 
minadonrare,and(3)aoewe~oyabilityenhancementrate. 

lo The activities of NCEP and NOICC are dew&d at the end of 
this chapter Veterans’ services, administerxl by the Department of 
Lab3 Of!& of the Assistant Secwtary fw Vetwarn’ Employment 
and Training. are reviewed in the Secretary’s annual repon to 
Cages on vc+rans’ aaivities. There program are targeted to 
veterans with rervice-zonwcted disabilities, veterans of the 
Vwtnam era, and veterans recently separated fmm milirary ~wvice. 
The findings of reseanzh and waluation pmjects completed during 
the period covered by this Repwtare summarized in Chapter 2. 

The cost measwe was dropped for PY 1991. as it was 
for other JTPA programs, to encourage more intensive 
training and program flexibility. However, for plan review 
and monitoring purposes only, a” upper limit of a $4,000 
average cost per participant was established for PY 1991. 
Any grantee exceeding this litit was required to justify 
and document the need for higher per-participant 
expenditures. 

The level of each perfornxmce standard is individually 
determined foreachgrantee “sing a statistical model. Stao- 
dards are based on a uniform. objective, and equitable 
approach. Adjustments are made to each grantee’s stan- 
dards to reflect comparative differences in the participants 
served and in local labor market conditions, such as the 
unemployment rate, percent of the workforce in ma”“- 
facturing, and whether the population is urban or rural. 

Migmnf and Sea.sonal Farmworker Programs. Title 
IV programs also help address chronic unemployment. 
underemployment. and substandard living conditions 
among migrant and seasonal farmworkers and their fan+ 
lies nationwide. They ax designed to help migrant and 
seasonal farmworkers who seek alternative job opportu- 
nities to secure stable employment at a” incomes above 
the poverty level and to improve the living standard of 
those who remain in the agricultural labor market. 

Through competitively awarded grants to public and 
private nonprofit institutions, eligible economically dis- 
advantaged farmworkers and their families are provided 
training and other employment-related services, includ- 
ing classroom instmctio”, on-the-job training, work ex- 
perience. and supportive services (which may include child 
care, health care. legal aid, transportation assistance. and 
food sod housing in emergency situations). 

In PY 1991, regular migraot and seasonal farmworker 
employment and training activities served approx@ately 
48,500 eligible individuals at a cost of $67 million. Fifty- 
three nonprofit organizations and State agencies operated 
migrant and seasonal farmworker projects in 48 States 
and the Commonwealth of Puerto Rico during the period. 
Of the 48,500 total, over 39.CCMl participants received ser- 
vices and left the program during PY 1991. 

Well over half of those who left the program received 
stand alone supportive services, such as child care, medi- 
cal care, or emergency housing. Another 16,400 received 
occupational or educational training. (About IO.100 of 
those participants-62 percent of those who received tin- 
ing-were placed in unsubsidized employment.) The baI- 
ante of the te rminees received job search assistance or 
employability enhancement, or left the program before 
significant intervention by the grantees. 

Thirty-five percent of those placed in jobs in PY 1991 
were women; 19 percent were farmworker youth ages 21 
and under. The average annual income of tetinees prior 
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Chart 4. Distribution of Services Provided to Participants In 
Indian and Native American Programs, PY 1991 

Employment 

2 
Assistance 
or Support 

k~ Other Training Programs - 1% 

On-the-Job Training 

Source: U.S. Department of Labor, Employment and Training Administration. 

to enrollment was $4,267, while the average annualized 
wage of participants who obtained jobs was $11.773. 
Classroom instmctioo and on-the-job training continued 
to be the main employment strategies used by migrant 
and seasonal farmworker grantees. 

As program goals expanded to include basic education 
and occupational skills developmnt to enhance employ 
ability of harder-to-serve populations. the Department 
updated measures upon which program performance was 
assessed, to encourage both skills development and em- 

ployment. lXv0 performance measures--Entered Employ- 
ment Rate and Average Wage at Placement-were used 
in PY 1991. 

Tl1.2 cost trmsttre, Cmt per Entered Fmployment. was 
dmppedinPY 1991,asitwasforallotherJTpAprograms. 
toencomagemoteintmsivttminingaodpmgmtnBexibility. 

As wilh dte Indian and Native American programs. 
performance stand&s used a statistical model that took 
into account both participant characteristics and local la- 
bor market conditions. 
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Job Corps. Job Corps is a major national training and 
employment program which is administered directly by 

sive mix of services, including entry diagnostic testing, 

the Department to address the multiple barriers to em- 
occupational exploration and world-of-work training, oc- 

ployment faced by disadvantaged youth. ages 16 through 
cupational training, academic education, intergroup rela- 

22, throughout the United States. Its residential aspect 
tions. counseling. life skills development, regular student 
progress reviews. and work experience programs. 

distinguishes Job Corps fromotheremployment and train- One hundred sod eight Job Corps centers served 10 I.052 
ing programs and enables it to provide a comprehensive enrollees, including some 62,205 oew ha&es. during PY 
may of services in one setting 24 hours a day, seven days 1991. Job Corps expenditans during the period totaled 
a week. The program provides youth with a comprehen- $796.2 million for program operations and $53.1 million for 

Chart 5. Job Corps New Enrollments, FY 1966 Through PY 1991 
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capital. Chart 5 provides data on new enroihnents in Job 
CorpssinceFY1%6,Clhefimcenreropenedinlanuary1%5.) 

Enrollee Chamcrerisrics and Ourcomes. Approximately 
8 I percent of the PY 199 I trainees were high school drop 
outs. The average reading level at the time of enrollment 
was seventh grade. Nearly 74 percent of the students had 
never held a full-time job. Sixty-eight percent were mi- 
nority youth, and 62 percent were male. 

An analysis of the total number of nainees who left 
Job Corps in PY 1991 and who were available for place- 
ment in the six-month followup period during which place- 
ments were tracked indicates that 75.6 percent were ei- 
ther placed in jobs or went on to further education or other 
training programs. 

A breakdown by sex shows that almost 64 percent of 
the men available for placement were placed in jobs (in- 
cluding military) at an average hourly wage of $5.18, and 
that 14 percent of the available men went on to other edu- 
cation/training programs. Approximately 52 percent of the 
women available for placement were placed in jobs (in- 
cluding military) with an average hourly wage of $4.86, 
and 19.8 percent of the available women enrolled in other 
education/training programs. 

Job Corps Initiatives. Because the workplace of the 
1990s and beyond requires additional and advanced skills, 
Job Corps developed an expanded, comprehensive, and 
competency-based preliteracy to precollege academic 
education program. The new program was introduced in 
Program Years 1991 and 1992. 

In the areas of reading. math, world-of-work. and Gen- 
eral Educational Development (GED), the new program 
stresses problem-solving and the learning of higher level 
cognitive skills. Additions to the program include stmc- 
tured courses in writing and thinking skills. English-as-a- 
second language (ESL), and health education. 

Effective sod efficient delivery of the new academic edu- 
cation program demands an innovative appmach in order to 
meet the requirements of an open-entry/open-exit educational 
system based on individual student needs. Attainment of this 
goal will be accomplished by implementing a networked 
Computer-Managed Instructional (CMI) system. 

CM1 system databases contain all insauctional assign- 
ments and answer keys for progress tests and computer- 
storable assignments. By eliminating manual record- 
keeping and assisting with the scoring and recording of 
assignments, the system will tire instmctors to spend more 
time with students in individual and small group insauction. 

Job Corps received $1.5 million in its PY 1991 appro- 
priation to increase the availability of child care services 
for Job Corps students. These funds were used to coordi- 
nate with State and local agencies to increase child care 
services through both on-center child development pm- 
grams and off-center linkages. 

DuringPY 1991,on-centerchilddevelopmentprograms 
were operated for children of nonresidential students by 
the Atlanta, San Jose, South Bronx, Pittsburgh. Potomac 
(in Washington, D.C.), and San Diego Job Corps Centers. 
The Turner (Albany, Ga.) and Flint Hills (Manhattan, 
Kan.) Job Corps Centers initiated residential single-par- 
ent programs in which young children and their parents 
live on-center in special dormitories; the children partici- 
pate in on-center child development programs while their 
parents attend classes. 

Because job skills may not be enough to ensure a young 
person’s success in the labor force, a comprehensive So- 
cial Skills Training (SST) program was implemented at 
all centers during PY 1991. SST is a structured program 
consisting of 50 skills which students are expected to 
master. Included are skills such as teamwork. how to ask 
a question, dealing with anger and embarrassment, self- 
control, and arriving on time for work or appointments. 
Techniques such as modeling, role-playing, performance 
feedback, and other components determine how well stu- 
dents apply the skills in different situations. Materials in- 
clude videos, training tapes, student activity guides. n-ain- 
ing achievement records, pamphlets, and other inshucdonal 
items. AU center staff are trained to work with students on 
social skills competencies. 

During PY 1991. Job Corps implemented a national 
prevention and intervention program involving alcohol and 
other drugs of abuse (AODA). As part of this initiative, 
centers conduct biochemical testing on all new students 
when they enroll. on students who are suspected of using 
alcohol and/or other drags. and on students who have a 
written intervention plan. All centers have at least one 
AODA specialist on staff. 

During the Repon period, the Department signed an 
interagency vocational uaining agreement with the De- 
partment of Veterans Affairs (VA) to train Job Corps stu- 
dents for a wide range of positions in the health care sup- 
port field. Qualified graduates are assisted with placement 
as nursing assistants, food handlers, ward clerks, and physi- 
cal therapy assistants in VA Medical Centers around the coun- 
try. Trained workers for these positioos are in high demand, 
and the VA has had difficulty recmitiog employees. 

Six performaoce standards am used to measure the out- 
comes of Job Corps programs. Two of the standards mea- 
sure learning gains in reading and math (based on pre- 
and posttest scores of tie Test ofAdult Basic Education). 
One standard meawes placement for terminees, two stao- 
da& measure program retention, and another standard 
meawes GED attainment. During PY 1991, a vocational 
program completion staodard was incorporated into the 
system for information purposes only. 

Pilot and Lkmonstrnrion Pmgmnu. P&D programs, 
authorized under Part D of Tide IV, are administered at 
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Auto Workers-Chrysler National Training Center to 
identify and develop effective approaches and strat- 
egies for addressing the needs of the Nation’s increas- 
ingly diverse and multicultural workforce. 

l A project to develop and demonsmate effective ap- 
proaches to increasing employers’ sensitivity and 
understanding of the cultural backgrounds of employ- 
ees with limited English, and to provide workplace 
literacy training that enhances successful assimila- 
tion of these workers into the mainstream labor force. 

l A research and demonstration effort that focused on 
developing model training approaches and policy 
recommendations to address issues and practices that 
adversely affectjob retention of women in the build- 
ing trades. 

Partnership Pmgrams. As in previous years, P&D ef- 
fotts included “partnership programs” designed to increase 
the involvement in JTPA of key national business, labor, 
and community-based organizations that represent broad 
constituencies and can promote JTPA training and coop- 
eration within their own organizations and with the pri- 
vate sector and local government. Six organizations in this 
category were funded in PY 1991: National Urban League, 
Inc.; SER-Jobs for Progress, Inc.; Opportunities Industri- 
aliqation Centers of America. Inc.; National Alliance of 
Business (NAB); Human Resources Development Insti- 
tute, AFL-CIO; and National Council of La Ram. 

Noteworthy partnership activities included: SER’s in- 
stallation and implementation of its Family Learning Cen- 
ter (an intergenerational computer-assisted educational 
training model) in 55 locations: National PIC Leadership 
Institutes and conferences on the JTPA amendments which 
were developed and conducted by NAB; and training 
workshops conducted by the Urbao League for 250 affili- 
ate and nonprofit staff on the JTPA procurement process. 
amendments, and performance-based contracting. 

Programsfor Peop[e wirk Disabiliries. P&D programs 
served approximately 7,300 people with disabilities in PY 
1991. with nearly 6,600 placed in jobs. These programs 
serve to increase the number and quality of job opponu- 
nities for disabled persons by providing aaining and em- 
ployment opportunities that allow them to compete equi- 
tably in both the private and public sectors. 

Projects for people with disabilities recognize that each 
paniciptmt is unique and has a special combination of 
abilities apart from the disability. Projects must provide 
equal pay for equal productivity and job placement at the 
highest skill level commensurate with qualifications. 

The programs were operated by eight national organi- 
zations that have expertise in working with the disabled: 
Goodwill Industries of America. Inc.; Association for 
Retarded Citizens; National Association of Rehabilitation 
Facilities; Epilepsy Foundation of America; Electronic 

Industries Foundation: Mainstream, Inc.; National Fed- 
eration of the Blind: and International Association of 
Machinists. 

Ocher P&D Pmjecrs. Several other projects were oper- 
ated by the Department in PY 1991. These projects in- 
cluded the following. 

TheYouth Opportunities Unlimited (YOU) demonstm- 
tion program, which begun in PY 1989. is aimed at high- 
poverty urban neighborhoods and rural counties. It pro- 
vides an army of concentrated services to young people, 
including employment and training resources, in poor. 
inner-city neighborhoods and rural areas and creates 
“model neighborhood” programs that combine other pub- 
lic and private resources into a comprehensive network 
of youth servicesI The program’s effectiveness depends 
on successfully coordinating and linking 3 wide range of 
interventions, such as school restmcturing, public health 
improvements, and child development programs. 

Grants in the amount of $2.7 million each, over ape 
riod of three years, were awarded to the State of Missis- 
sippi and the cities ofAtlanta, Baltimore. Columbus, Los 
Angeles, San Diego, and Philadelphia for YOU demon- 
strations. and in PY 1991 these seven jurisdictions received 
their third increment of YOU funding. A total of $2 mil- 
lion also was awarded in PY 1991 to four new YOU 
projects in Boston, Fresno (Calif.). Denver. and Pittsburgh. 

Education and training services have been at the core 
of the YOU projects since their inception. Among other 
activities, the seven initial experiments established alter- 
native schools that enroll dropouts or potential dropouts. 
and learning centers that offer basic skill development. 
vocational training. and supportive services. 

During the Repon period, implementation of a nine- 
site pilot phase of the Parents’ Fair Share demonstration 
began. Under the lead of the Department of Health and 
Human Services (HHS), the six-year project is being con- 
ducted under the JOBS program to investigate the feasi- 
bility and effectiveness of linking child support enforce- 
ment with training and employment services for 
noncustodial parents (usually fathers) of children receiv- 
ing AFDC. The wining and employment services are pro- 
vi&d primarily by the JTPA system. The project receives 
P&D funds for research purposes from the Department 
of Labor and Iimds from several private foundations. as 
well as from HHS. 
‘4 YOU was the prototype for the Youth Fair Chance WFC) 
program, which was establish4 under dw lob Training Reform 
Amendments of 1992. YFC enswes access to education and 
training zsistance for youth residing in high-poverty arex, 
provides a comprehensive range of wvices to eligible youth, 
and enabler conmwnities with high concenb‘ations of poverty to 
establish and meet goals for improving opponunities available to 
youth. In PY 1993, 16 of the Nation’s pooresf communities 
received grants from the Department to operate YFC projects. 
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grantees were selected from among the 45 existing ones. 
An additional grant award was made in September 1991 

for a program for homeless Native Americans in Tucson. 
Adz.‘” All of these projects were refunded in FY 1992. 

‘6 Grant recipients were: American Indian Association, Tucson. 
Arir.; Argus Community, Inc., Bronx, MY.: Boys & Girls Club, 
Wash., D.C.; Center ior Independent Living, Berkeley, Calif.; 
Elgin Community College, Elgin, III.; Fountain Hou~.$, New Y& 

I6 (continued) N.Y.; Friends of tk Homlerr, Columbus. Oh.; 
Hennepin County, Minneapolis. Minn.; Home Builders lnsritute, 
Wash., D.C.; j4ferson County Public Schools, Louisville, KY.: 
lobs for the Homeless, Wash., D.C.; Kentucky Domestic Violence 
Association, Frankfwt, Ky.; Kmwilleiffiox C-ni3y Attica 
Committee, Knoxville. KY.; Marsachusem Career Dewlopment 
Institute, Spingfidd, Mass.; Pima County PIC, Tucson, Arir.; City of 
San Diego, Calif.; Seat&King PtC, Seattfe. Wash; Sndwmish 
Ccwny PK. Everett, Wash.: Swtkast Tennessee PIG, Chanarooga. 
Term.; City d St. Paul, Minx dw City of Wat&q’, Corm. 

Chart 6. Local Job Training for the Homeless 
Demonstration Project Model 
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Table 5. Selected Apprenticeship Program Data, Fiscal Years 1989-92 

Total Civilian Apprentices: 
ReceivingTrainir@. ........................... 
Percent Minority. ............................. 
Percent Women. .............................. 

Number of Civilian Apprenticeship Programs ....... 
Military Apprentice@ ........................... 

Percent Minority .............................. 
PercentWomen ............................... 

Number of Reviews Conducted: 
EEO Compliance Reviews ...................... 
On-Site Quality Reviews. ...................... 

Apprenticeship Actions: 
New Registrations ............................. 
Completions ................................. 

T 
1992 

300,000 374,000 361,000 350,000 
22.2 22.5 22.5 21.6 

7.6 7.1 7.1 7.2 
41,000 42,000 44,000 44,000 
64,000 45,000 41,500 39,700 

34.0 35.6 35.8 35.6 
7.0 6.7 6.5 6.1 

1,200 
1,200 

63,000 
41,000 

1,700 
2,000 

99,500 
40,000 

1,600 1,680 
1.857 1,988 

98,200 96,900 
39,400 43,400 

Fiscal Year 

1991 1990 1989 

“Includes new registrations. cancellations, and completions. Excludes military apprentices. 
QJata are ior the number oi apprentices at the end of the year. 

Source: U.S. Depanment 01 Labor. Employn-ent and Training Administration. 

a construction craft skills training program, a pre- 
employment training program for skilled tooling and 
machining technicians, a program m increase access to 
apprenticeship for women and mlnmities. another to pro- 
vide jobs and training for public housing and Indian hous- 
ing residents, and a project to increase participation of 
certain targeted groups in apprenticeship programs. BAT 
also continued its efforts to recruit and place women in 
the skilled trades throughout the year. 

Construction Craft Skills lhining Program 
Operated by the Home Builders Institute of the National 

Association of Home Builders. the Consrmction Craft 
Skills Training Program provides preapprenticeship class- 
room and on-the-job training for economically disadvan- 
taged people and displaced workers, with trainees enter- 
ing registered apprenticeship programs. 

During Program Years 1991 and 1992. 216 economi- 
cally disadvantaged program participants were enrolled 
in carpentry or building and apartment maintenance train- 
ing; 186 participants were placed in employment, entered 
school or the military, or were placed in other training. 

Preempbyment ‘Raining Program 
The National Tooling and Machining Association op- 

erated a national preemployment training program for 
skilled tooliig and machining technicians at 12 project 
sites across the countxy. The goal of thi program was to 
have 530 JTPA-eligible people enter training and to place 
80 percent of those who completed the program in 
unsubsidized, training-related fields. The program empha- 
sized services to youth and displaced workers. 

STEP-UP Program 
STEP-UP, a new pilot program that provides jobs, job 

training. and career opportunities for public housing and 
Indian housing residents and other low-income people, is 
a temporary (one-year maximum) tint step in a longer- 
term tminiog and employment effort. The National Asso- 
ciation of Housing and Redevelopment Officials 
(NAHRO). with HUD, provides training, technical assis- 
tance, and oversight for STEP-UP sponsors and partici- 
pants. Tbe Department, HUD, and State Apprenticeship 
Agencies work with local sponsors to develop program 
stand&s acd register programs and apprentices. NAHRO 
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added the STEP-UP component to their National Appren- 
ticeship and Training Standards in June 1992. 

IUOE pmgrams 
Special programs operated by the International Union 

of Operating Engineers’ (IUOE) target economically dis- 
advantaged individuals. dislocated workers, minorities, 
and women for participation in IUOE local union appren- 
ticeship programs. The IUOE provides these individuals 
with preemployment training and technical assistance in 
nationally recognized operating engineer occupations (pri- 
marily heavy equipment operation) at over 70 sites 
throughout the United States. 

Women in the Skilled Trades 
Many jobs in the skilled trades have the potential to 

improve the economic status of women. Well-paid skilled 
trade workers include elechicians, carpenters. auto me- 
chanics. painters, and laborers. They are generally con- 
centrated in the public utility, construction, and manufac- 
turing industries. 

During FY 1992, the Department continued the 
Secretary’s Initiative for Women in the Skilled Trades 
(WIST). Begun in 1990, the WIST initiative was designed 
m develop aqd operate an aggressive enforcement, out- 
reach. and educational program to increase recruitment 
and retention of women in apprenticeship in the skilled 
trades. Tbe initiative has helped remove barriers that make 
it difficult for women m enter the skilled trades or to suc- 
cesshrllv work in a trade once emDloved bv: A. , 

Enhancing the enforcement of laws protecting equal 
employment opportunity in apprenticeship by assign- 
ing enforcement authority to the Employment Stan- 
dards Adminisuation’s (ESA) Office of Federal Con- 
tract Compliance Programs in addition to BAT; 
Encouraging the placement of women in the skilled 
trades through Departmental job training programs 
such as the Job Corps; 
Developing policies that improve the retention of 
tradeswomen; 
Producing a manual on tradeswomen’s rights; 
Expanding model apprenticeship programs for 
women through the Department’s Workforce Qual- 
ity Clearinghouse (which is operated by the Women’s 
Bureau), the National Tradeswomen Network, 
and cooperative efforts with other agencies of the 
Department; 
SupportIng education and technical assistance activi- 
ties, including outreach programs with employers. 
unions, women’s groups. technical assistance con- 
ferences, and marketing efforts: and 
Developing a directory of nontraditional training and 
employment programs for women. 

Federal Committee on Apprenticeship 
The Federal Committee on Apprenticeship was estab- 

lished by Executive Order in March 1934 and continued 
under the National Apprenticeship Act of 1937. The Com- 
mittee was expanded in 1974 and rechartered in 1991 as 
part of the Department’s expansion of apprenticeship con- 
cepts and programs. It advises the Secretary of Labor on 
approaches for promoting and expanding apprenticeship 
and journeyworker training. 

The Committee consists of eight members represent- 
ing labor. eight representing employers, and ten: repre- 
senting the public. There are also three a-officio mem- 
bers: the president of the National Association of State 
andTenitmialAppre.nticeship Directors, a representative 
of the Department of Education. and the Assistant Secre- 
tary of Labor for Employment and Training. 

During the year. the Committee examined a number of 
issues, including: (1) the role of apprenticeship in train- 
ing the Nation’s workforce; (2) expanding the apprentice- 
ship concept to new indusnies; (3) increasing the number 
of women in apprenticeship; (4) linking apprenti@.hip 
to schools and other government training programs; and 
(5) the role of government in an expanded apprenticeship 
system. 

Tbe Committee provided the Secretary with a number 
of recommendations regarding the apprenticeship system. 
The recommendations were contained in a series of pa- 
pm entitled: The Meaning ofApprenticeship; A Srraregic 
Plan for Preparing America’s Work Force of Tomorrow; 
Principles for Esmbiishing National Training Standards 
for Apprenticeable Occupations; and The Role ofAppren- 
ticeship in Youth Training and Educarion. 

Other issues the Committee considered included the 
appropriate use of the General Aptitude Test Battery, an 
employment aptitude test used mainly by State Eniploy- 
ment Service agencies; inclusion of the Department’s 
Occupational Health and Safety Administration safety 
standards in appmtice training; and the impact of selected 
legislative initiatives on the apprenticeship system, 

SENIOR COMMUNITY SERVICE 
EMPLOYMENT PROGRAM 

Program Objectives 
The Se&w Community Service Employment Program 

(SCSEP), authorized by the Older Americans Act, as 
amende.d,‘9 provides pan-time community service jobs 
for jobless low-income people who are at least 55 years 
old and have poor employment prospects. 

I9 P.L. 102-375, Older Atmricanr Act Amendments of 1992. 
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Almost one-thud of the program’s participants were 
70 yem of age or older in PY 1991. Chxt 7 shows the 
age distribution of SCSEP participants. 

The program supports an array of services to senior 
citizens. including nutrition programs, recreation, health 
and home care, and transportation. It also helps commu- 
nities by creating jobs for SCSEP participants in govem- 
ment agencies or nonprofit organizations such as United 
Way agencies and hospitals. 

Enrollees receive annual physical examinations, per- 
sonal and job-related counseling. job Uaining. and, in some 
cases, placement into unsubsidized employment 

The program is operated by State and territotial gov- 

emments and ten national sponwr~.*~ Most States operated 
the SCSEP program through theii owtt agencies on aging.?! 

20 The w&Ml spawn am tlw Amrican Association of Retired 
Person; Asocacim Naticed Pm Personas May0res; Green Thumb, 
Inc.; National Caucus and Cer@f on Black Aged, IRK.; National 
Camcil on the Aging Natimal Carncii d Zirmia Citizens.; 
Natiml Indian Camcil cm Aging, Inc.: Nafimal Asian Pacific 
CenwonAgingNatanalUrban~:andmeUS.FaeaService. 

21 Seven States assigned respasibility fw their grants to one or 
nwre of dw nathal sponxn. lhes? States were Alabama, Arizona, 
Florida, Matma, New )zq, Nch Dakota, and South Dakota. 

Chart 7. Age Distribution of SCSEP Participants, PY 1991 

17.1% 

23 70 - 74 
YarS 

18.7% 

.--most one-third 
of SCSEP partici- 
pants were 70 years 
or older in PY 1991 

Note: Numbers do not add to 100 due to rounding. 
Source: U.S. Department of Labor, Employment and Training Administration. 
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EMPLOYMENT SERVICE 
Program Objectives 

The Employment Service helps place jobseekers in 
appropriate jobs listed by employers. Local ES offices 
also offer individuals and employers a wide range of em 
ployment-related services, including testing, counseling, job 
search workshops. resume-writing instruction, interviewing 
techniques, job fairs, labor market information, mass screen- 
ing, twtuctuting jobs analysis, outplacement assistance. sod 
specialized rectuitnxnt to meet aflirmative action plans. 

Authorized by the Wagner-Peyser Act (29 U.S.C. Sec- 
tion 49 er seq.). ES is a joint effort of the Department of 
Labor. 54 affiliated State Employment Security Agencies 
(SESAs), and their network of over 1,700 local offices. 

Today’s Employment Service also responds to many 
other Federal and State mandates. These responsibilities, 
financed directly with Federal and State funds, include 
certifying the need for alien workers; providing vouchers 
to jobseekers in connection with the Targeted Jobs Tax 
Credit (TJTC) program and certifying employer eligibil- 
ity for TJTC; recruiting domestic migrant and seasonal 
famiworkers, and monitoring ES services to this group of 
workers for regulatory compliance; and certifying indi- 
vidpal eligibility for such programs as Federal guamn- 
teed loans and work programs. Developments in most of 
these areas during the program year are described below. 

Labor Exchange and Special Activities 
In PY 1991, over 20 million people registered with lo- 

cal ES offices. About 41.3 percent of these jobseekers were 
women and 13.4 percent were economically disadvan- 
taged. Following an interview and assessment of their 
experience, education, training, and aptitude, they were 
assigned one or more occupational codes to help match 
their job skills with employers’ job orders. 

Local ES offices referred about 7.6 million people 1o 
interviews with employers who had listed 5.6 million job 
openings with the ES in PY 1991. Almost 2.6 million in- 
dividuals (34 percent of those referred to employers) were 
placed in jobs in PY 1991. ES offices also referred over 
357.000 people to training and provided 684.000 with 
employment-related counseling during the year.‘? Chart 
8 shows services provided to ES applicants for PY 1991 
and PY 1990. 

Over 3.5 million placement transactions. including the 
multiple placement of some individuals, occurred in PY 
1991, with expenditures totaling $768 million. 

22 The number oi applicants who received -ices from local ES 
&ices in each State, and the characteristics of people served by 
the ES by State, can be found in the Statistical Appendix of this 
Report. 

Also during the year. 29 States received a total of over 
$12 million in grants to help automate their ES delivery 
systems. An overview of these grant activities is presented 
in the box on page 30. 

Special ES efforts in PY 199 I included improving and 
refining the Interstate Job Bank, supporting the Employ- 
ers’ National Job Service Council, and improving the Die- 
tionary ofOccupational 7ir& Details of these activities 
follow. 

Interstate Job Bank 
The Interstate Job Bank (IJB), established to list job 

openings not readily filled locally, is a compilation ofjob 
vacancy information which employers have submitted to 
State-operated employment services, and which the States 
or the employers request be publicized nationwide. The 
listing of available jobs is updated daily. Fdr the most part, 
the IJB center distributes the listings of interstate orders 
electronically to ES local offices in the 50 States, the Dis- 
trict of Columbia, Puerto Rico, and the Virgin Islands, 
and to over 300 libraries and universities throughout the 
C0”“tl.y. 

While most job orders received are from private sector 
employers, job information is also provided on Federal 
job opportunities nationwide, including Federal Senior 
Executive Service vacancies. 

During the Repon period, SESAs listed about 179.000 
openings in the IJB. to publicize hard-to-till job opponu- 
nities and to help people find jobs in other States. This 
represents an increase of 25.OiM from the-number of open- 
ings listed during the previous program year. About 39 
percent of the listings were in professional and manage- 
rial occupations. 

Supporting ENJSC 
In PY 1991, the Department con&ted to fund the 

Employers’ National Job Service Council (ENJSC). a 
volunteer organization of 35,GOO employers who work 
with ES through I.400 local Job Service Employer’s Com- 
mittees (JSECs). ENJSC helps ES improve its labor ex- 
change system and informs employers of the Interstate 
Job Bank system and other ES initiatives. It also helps 
employers understand the process for hiring and Imining 
special groups of workers, including economically disad- 
vantaged people, at-risk youth, veterans, and people with 
disabilities. 

Improving the Dicrionary of Occupatianal Titles 
In PY 1991, the Dicrionary of Occuporionol ?%lrs 

(D~Z+J review effort continued to be the major focus of 
the Department’s occupational analysis program. 

First developed in the 1930s to assist the Employment 
Service with job-matching efforts, the DOT is now an 
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Chart 8. Services Provided to Applicants by the Employment 
Service, PY 1991 and PY 1990 

Referred Placed in 
to Jobs Jobs 

Referred 
to Training 

Placed iti 
Training 

Counseled 

Activity 

Source: U.S. Department of Labor, Employment and Training Administration. 

integral part of traitdog. placement, and counseling ac- 
tivities in the private sector and in dozens of Federal pro- 
grams. Produced by ES. the DOTis tbe most compreheo- 
sive single source of information about occupations in the 
United States. It defines, classifies, aod provides useful 
information about hundreds of occupations. 

For each occupation, the DOTgives information about 
worker characteristics CaptiNdes, interests, and tetnpera- 
mew). occupational education and experience require- 
ments, and required basic and occupational skills. It also 
describes occupational tasks and how the tasks are per- 

formed the tools or materials used in a0 occupation, and 
the physical environment in which the occupation is per- 
formed. The Fourth Edition, revised in 1991. is the latest 
edition of the DOT. 

In 1990, in 80 effort to make the DOT more useful to 
both the Federal Government and private sector employ- 
ers, the Secretary of Labor established the DOT review 
effon and appointed tbc Advisory Panel for the Dicrio. 
nary of Ocaqmional i%les @FDOl7 to make recom- 
mendatioos for improving Ihe development, publication. 
aod dissemination of the DOT. During the Report period. 
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Automating ES Delivery Systems 
Because the Employment Service encourages all States to automate their local office operations. the Department 

made a total of $12.199,ooO available in grants to 26 States, the District of Columbia, Puerto Rico, and Guam, in FY 
1992 to help automate their systems. The grants helped these jurisdictions enhance both the way in which jobseekers 
gain access to information about jobs and the way employers fill job vacancies. 

After reviewing proposals submitted by 41 States, the Department selected grantees based on their plans to 
automate job search delivery and Interstate Job Bank systems, innovative enhancements of existing automated 
systems for use by jobseekers and employers, and the planned implementation of self-search employment systems. 
The funds must be used for service delivery enhancements rather than for administrative purposes. The grantees were: 

Alabama ........................... $ 46,409 Nevada ............................. 599,853 
Alaska ............................ 418.002 New Jersey .......................... 288,413 
District of Columbia. ................ 155.926 New Mexico. ........................ 136,250 
Florida ........................... 234,998 New York ........................... 422,444 
Guam ............................ 130,000 Oregon ............................. 481.300 
Hawaii ............................ 133,133 Pennsylvania ...................... 1 898.640 
Idaho ............................. 308,624 Puerto Rico ......................... 412,674 
Kentucky .......................... 95,660 Rhode Island ........................ 461,890 
Maine ............................ 129,346 South Carolina ....................... 326.314 
Massachusetts. ..................... 944.685 Texas .............................. 131,795 
Michigan. ......................... 807,910 Virginia ............................ 150,432 
Mississippi ........................ 618,914 Washington ..................... _’ : .. 860,336 
Missouri .......................... 718,OfX West Virginia ........................ 42,500 
Montana .......................... 131,960 wyonling ........................... 515.007 

’ Nebraska .......................... 996;826 

the APDm recommended changing the current DOTinto 
a database system that identities and describes the skills, 
knowledge, and competencies needed in a high-perfor- 
mance workplace. This change will help students, work- 
ers. and employers make more informededucation. train- 
ing, and job analysis decisions. The revised DOT will also 
provide a common language for all occupational infor- 
mation users.” 

Reimbursable Grant Activities 
In addition to its labor exchange and omer related ac- 

tivities, ES certifies the need for permanent and tempo- 
rary alien workers, provides TJTC vouchers to jobseekers, 
and certifies employer eligibility for TJTC. These activi- 
ties are described below. 

Alien Labor Certilication 
Alien labor certification programs help ensure that the 

permanent or temporary admission of aliens to work in 
this country does not adversely affect the job opponuni- 
ties, wages, and working conditions of U.S. workers. Most 
alien labor certification programs are jointly administered 
by the Department and the SESAs. 

ZJ The APDOT’5 linal repon was issued in lune 1’393 

During the program year, the Department awarded 
funds to several States to automate the processing ofalien 
labor certification applications. A summary of these grants 
is shown in the accompanying box. 

The following is an overview of the labor certification 
programs administered jointly by the Department and the 
SESAs. With the exception of students and crewmembers. 
the labor certification and attestation ptocesses are the 
first of a three-step procedure to enable an employer to 
legally employ a foreign worker in the United States. 

Pemanen~ Labor fktificafion. An alien seeking to 
immigrate to the United States on the basis of employ- 
ment must obtain an offer of permanent foil-time employ- 
ment from a US employer. The alien cannot be admitted 
as a pemunent resident unless, among other things, the 
employer obtains a labor certification from the Depxt- 
ment that qualified U.S. workers are not available for the 
employment offered to the alien, and that the wages and 
working conditions offered will not adversely affect those 
of similarly employed U.S. workers. (ES efforts to im- 
prove prevailing wage determinations during the year are 
highlighted in the accompanying box.) 

The labor certification process requires employers to 
recruit U.S. workers at prevailing wages and working 
conditions through the State employment service by 
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Automating Alien Labor Certification 
Application Processing 

During FY 1992. I1 SESAs received a total of 
$3.2 million in grant awards to automate the pro- 
cessing of alien labor certification applications. 

The funds also support the automation of requests 
for prevailing wage information fromemployers who 
want to hire foreign workers in accordance with pro- 
visions of the Immigration and Nationality Act. The 
I1 States that received grants handle about 75 per- 
cent of all requests for permanent certification. They 
were: 
California $702.500 
District of Columbia. 200,ooO 
Florida . .._........_._......._... 227.900 
Illinois. 24,OCO 
Massachusetts. 170,ooo 
Michigan......................... 102,600 
New Jersey 195,Ocit 
New York 807,600 
Ohio .~. 174,820 
Texas............................ 400,ooO 
Virginia. . 201.300 

advertising. posting notices ofjob opportunities, and other 
appropriate means. A Department of Labor regional cer- 
tifying officer determines if the labor certification should 
be granted based on the results of the employer’s recmit- 
ment efforts and compliance with Departmental regula- 
tions. In FY 1992. the Department received 34,607 appli- 
cations from employers to allow foreign workers to fill 
permanent jobs (each application was for certification of one 
job opening); a total of 32,343 applications were certiEed. 

H-2B Tempomry Labor Ce@ica!ion. Under the H- 
2B nonimmigrant visa classification, aliens may be ad- 
mitted temporarily to the United States to perform 
nonagricultural work. The process for obtaining an H-2B 
labor certification is similar to, but less extensive than, 
that required for permanent labor certiEcation. 

The labor certification may be issued for a period of up 
to one year and is renewable for up to three years. The 
Immigration and Nationality Act places an annual limit 
of 66,ooO on the number of aliens who can be admitted to 
the United States on H-2B visas. 

In FY 1992, the Department received 2,113 applica- 
tions from employers requesting certification for 13.200 
temporary nonagricultural job opportunities; I .540 appli- 
cations were certified. 

H-2A Tempomry Labor Ce@mtion. The H-ZA tem- 
porary agricultural program establishes a way for agri- 

cultural employers who anticipate a shortage of domestic 
workers to bring nonimmigrant aliens to the United States 
to perform agriculNrd labor or certain temporary or sea- 
sonal services. Before the Department of Justice’s Immi- 
gration and Naturalization Service (INS) can approve an 
employer’s petition for such workers, the employer must 
tile an application with the Department of Labor stating 
that there are not sufficient workers who are able, will- 
ing, qualified, and available to do the work. and that the 
employment of aliens will not adversely affect the wages or 
working conditions of similarly employed U.S. workers. 

Legislation and Deprutmental regulations provide for 
a variety of special worker protections that include the 
monitoring of wages and working conditions. The 
Department’s Employment Standards Administratiop en- 
forces the provisions of H-2A worker contracts. 

In CalendarYear 1992. the Department received 3,243 
applications requesting certiEcations to fill 22,720 job 
openings with temporary agricultural foreign workers; 
3,125 applications, covering 18,939 job openings, were 
approved. 

H-IA Nurses. The Immigration Nursing Relief Act of 
1989 (INRA) established a new H-IA nonimmigrant clas- 
sification for registered nurses for a Eve-year period. In 
order for a health care facility to employ foreign nurses 
under [NRA. it must take “timely and significant” steps 
to develop, recruit. and retain U.S. registered nurses. while 
simultaneously ensuring the protection of their wages and 
working conditions. 

Improving Prevailing Wage Determinations 
The concept of prevailing wages allows the De- 

partment to ensure that there are no adverse effects 
on the wages of U.S. workers when employers hire 
alien workers. Employers must agree to pay a&en 
workers the prevailing wage rate for the occupation 
in the area of intended employment. 

The Deparnnentawarded$124,CQOduringthe year 
to Washington State’s Employment Security Depart- 
ment in Olympia Wash., to examine current meth- 
ods used to determic-e wage rates for hiring foreign 
workers under permanent or temporary immigration 
programs involving nonagricultural occupations 
throughout the United States. 

The grant was used to establish a panel to investi- 
gate wage survey standards and recommend appro- 
priate changes. The panel will develop a model form 
for employer requests and receipts of prevailing 
wages for specific wcupations and make recommen- 
dations about automating the wage determination and 
survey process. 
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H-IA documents are ctmently tiled with, processed by, 
and maintained for public disclosure in the Department’s 
headquarters. although the Department plans to decen- 
tralize the program to regional offices in the future. 

In FY 1992,1.336 health care facilities tiled I.745 docu- 
ments (of which 1.088 were accepted) attesting that ap- 
propriate steps had been taken to obtain U.S. registered 
nurses. 

H-IS Specialty (Professiod) Workers. Employers 
who want to temporarily employ alien workers in certain 
professional occupations, or as fashion models, must file 
an application with the Department stating that: (I) they 
will pay the appropriate wage rate to the alien; (2) they 
have notified the bargaining representative or otherwise 
posted notice of their intent to employ alien workers; and (3) 
there is no strike or lockout at the place of employment. 

Aggrieved parties may tile complaints with the Depart- 
ment for misrepresentation or the failure of employers to 
comply with the statements made in the application. If a 
complaint is successful. ESA may assess penalties pro- 
hibiting the employer from filing petitions for permanent 
and temporary workers for at least one year. 

H-18 applications may be approved for periods of up 
to six years, which is the maximum allowable period of 
stay in the United States under the H-18 status. 

The number of aliens that may be admitted to the United 
States on H-18 visas is limited to 65,000 per year. In FY 
1992. the Department received 53,485 applications (cover- 
ing 120,776 job openings) of which 43,808 were certified. 

F-I Sh&nts. Under the pilot F-l program. foreign stu- 
dents may work off-campus after their first year of study 
for up to 20 hours per week: they may work full-time 
during vacation periods and between academic terms. 

In order to hire these students, employers must file a 
document attesting that they have made appropriate ef- 
forts to recruit U.S. workers for at least 60 days, that the 
efforts have been unsuccessful, and that they wilJ pay the 
appropriate wage tate to F-l students and similarly em- 
ployed workers. 

Employers may be disqualified from hiking foreign sto- 
dents if the Department finds misrepresentation or non- 
compliance with the statements made in the document. 

In FY 1992, the Depattment received 2,566 F-l stu- 
dent attestations, of which 1,216 were certified. The F-l 
pro,- is scheduled to expire on September 30. 1996. 

D-I Crewmembers. Wttb few exceptions, performance 
of longshore work at U.S. ports by alien workers from 
foreign vessels is prohibited. One exception requires an 
employer to tile a document with the Department attest- 
ing that hiring D-l crewmembers is the prevailing prac- 
tice at the pot-t. that there is no strike or lockout at the 
place of employment, and that notice of the hiring has 
been given to U.S. workers or their representatives. 

wolations may result in penalties of up to $5,Mx) for 
each alien crewmember wrongfully performing longshore 
work, and vessels owned or chartered by the employer 
may be prohibited fromentering U.S. ports for up to one 
YtXU. 

The Department received 3 I 1 D-I crewmember attes- 
tations in FY 1992. all of which were filed by Japanese 
shippers and covered ports in Alaska. Two hundred and 
fifty-seven attestations were cettilied. 

Targeted Jobs Tax Credit 
Another reimbursable grant activity for which the Em- 

ployment Service performed a variety of functions was 
the Targeted Jobs Tax Credit. TJTC, tirst authorized by the 
Revenue Act of 1978 (F.L. 9w), provided tax credits to 
employers who hired people fmm specific target gr~ups.‘~ 

Employers who hired people from most’of these groups 
could claim a credit of 40 percent of the first-year wages 
paid, up to $6,000 per employee, for a maximum credit 
of $2,400. The value of the credit that employers could 
claim for economically disadvantaged summer youth hired 
between May 1 and September 15 was 4Q percent of their 
wages up to $3,000, for a maximum credit of $1,200. 

Individuals from the designated groups received vouch- 
ers indicating that they met the eligibility critetia.~s Em- 
ployers who hued these workers could subsequently ob- 
tain certifications from SESA offices documenting their 
eligibility to receive the credit. 

During PY 1991, over 727,CNXl TJTC vouchers and 
500,ooO certifications wee issued.‘” 

24 These groups were people with disabilities who were reierred 
to employers from the vocational rehabilitation programs 01 
either a State or tk U.S. ~epartmnt of veterans Affairs; youth 
aged 1 a-22 from economically disadvantaged lamilier; youth 
aged 16-t V from economically disadvantaged families who 
participate in a qualified cooperative education program; 
economically disadvantaged youth 1 b to 17 years old on the 
hiring date, who had not previously worked for the employer. 
and were hired for a summer job; economically disadvantaged 
weuwm4(a veterans; recipients of Federal Supplemental 
Security locome; recipients of State and local general assistance 
payments for at least 30 days; economically disadvantaged ex- 
fIons who were hired no later than five years after their date oi 
release from prison or the date of conviction, whichever was 
more recent; and recipierm of AFDC who were eligible ior 
AFDC on the hiring date and had received it for 90 days 
immediately prior to being hired. 
2s While most vouchers we4 issued by loyal Employment 
Service oificq other agencies audwrized to issue them include 
qualified cooperative education programs, local welfare office% 
and local oiiices of the Department of Veterans Affairs. 
26 T)TC expired on june 30, 1992. The Omnibus Reconciliation 
AR (P.L. 10346, signed into law in August 1993) reauthorized 
the credit for an additional 30.month period, beginning 
retroactively on July 1, lVV2. and extending through December 
31.1994. 
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UNEMPLOYMENT INSURANCE 
PROGRAM 
Program Objectives 

The Federal-State unemployment insurance system 
provides cash payments to people who lose jobs that are 
covered under State Ul laws. Almost everyone who works 
for salaries or wages in the United States is eligible for 
Ul payments if they become unemployed through no fault 
of their own and are in the process of finding a new job. 
Today’s system provides income protection for almost 106 
million workers. 

Funding and Services 
The UI system is financed almost entirely through State 

payroll taxes paid by employers on the wages of their 
covered workers. Three States, however, also collect small 
taxes fromemployees. The U.S. Treasury holds the funds 
collected from the States in the Unemployment Trust 
Fund. 

State agencies take applications for and administer the 
unemployment insurance progmm. Cash payments are 
made to eligible job losers for up to 26 weeks in most 
States and expended benefits (EBL which provide an ad- 
ditional I3 weeks of payments, are available to eligible 
workers in States that experience relatively high unem- 
ployment. The Federal and State governments equally 
share the costs of EB. In addition, as agents of the Fed- 
eral Government, States also offer benefits tojobless vet- 
emus with recent service in the Armed Forces, civilian 
Federal employees who lose their jobs, and workers who 
lose their jobs as a result of a disaster. 

FY 1992 Highlights 
The UI system continued to respond to the needs of 

jobless workers during FY 1992 as the year was marked 
by an economy that was slowly regaining some of the 
ground lost during the 1990-9 I recession. The downward 
slide in employment that occurred in the second half of 
CalendarYear 199Oandearly CY 1991 endedin the 
spring of 1991. Althougb nonfarm payroll employment 
increased by about 786,OCG between the fourth quarters 
of CY 1991 and CY 1992. the number of people employed 
was about 975,ooO below the prerecession peak. 

These employment gains were in the services industry 
and government, with an increase in employment of 
881,1X0 in the services industry in CY 1992. In other in- 
dustries. employment fell orwas little changed during the 
year. Chart 9 shows the chauge in employment by major 
industry group for CY 1992. 

As labor force growth accelerated sharply in late 1991, 
unemployment increased throughout the first half of 1992. 

despite some gains in employment. As labor force growth 
subsided during the second half of 1992, unemployment 
declined. In the fourth quarter of 1992, the number of 
unemployed workers, at 9.3 million, was half a million 
higher than a year earlier. The unemployment rate. at 7.3 
percent, was up slightly over the yearand remained about 
two percentage points higher than the 5.3 percent that 
prevailed for nearly two years prior to mid-1990. 

Initial claims for unemployment benefits, at 1.74 mil- 
lion in the first month ofFY 1992 (October 199 I), peaked 
in January 1992 at 2.92 million. By the end of the fiscal 
year(September 1992), initial claims haddeclined to 1.42 
million. However, the duration in weeks that recipients 
received unemployment insurance compensation in- 
creased from 16.7 weeks in October 1991 to 19.6 weeks 
in September 1992 and peaked at 20 weeks in May 1992. 
Table 7 shows the number of initial claims and the aver- 
age duration of benefita for FY 1992. 

In FY 1992, more than 9.6 million people received UI 
benefits under the regular State UI programs, with ex- 
penditures of over $25.5 billion. This compares to 10.1 
million individuals who received benefits under the‘ regu- 
lar State UI programs in FY 1991 and expenditures of 
$24.4 billion. 

Because the number of unemployed grew throughout 
most of 1991. and a few States had triggered on to the 
standby EB progmm, Congress created the Emergency 
Unemployment Compensation Program to substitute for 
EB. The EUC, a temporary program which started in 
November 1991. provided additional benefits, depending 
on the unemployment level in each State. The program 
continued until April 30, 1994. Unlike EB, the Federal 
Government pays for all benefits under the EUC program. 

Over four million people received benefits under the 
EUC program during the year and an additional 28,ooO 
received EB payments paid by one State. Table 8 shows 
the amount paid and the number of beneficiaries for the 
regular UI. EB, and EUC programs and other unemploy- 
ment compensation programs in FY 199 I and FY 1992.” 

Special Automation Grants 
During the Repon period, almost $18.2 million was 

awarded to 24 SESAs to help them better automate their 
UI systems. The Department evaluated 78 proposals (sub- 
mitted by 33 States) based on urgency of need, projected 
improvements in system performance, technical merit, 
administrative aud Trust Fund savings. and financial sav- 
ings for the State. Au overview of tbe grants is provided 
in the accompanying box. 

2’Regular State UI beneft data, by State, are shown in the 
Starinical Appendix of this Report. 
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Automating State Ul Systems 

In FY 1992. over $18.2 million was awarded to 12 States to help automate UI systems. These funds were available 
through the Unemployment Insurance Automation Support Account, an annually allocated funding source that 
helps State agencies meet automation needs that cannot be financed under their basic UI grants. Highlights of the 
State grants follow. 

Alaska ($1.1 million). Funds were used to replace Alaska’s central processing computer. 

Arizona ($1 million). Arizonaacquiredand installeddocument scanners, an image server. and associated software. 
The State purchased image-capable personal computers which enable UI tax personnel to store and retrieve document 
images locally. Funds were also used for staff training. 

Arkansas ($5.4 million). Funds were used to replace the State’s central processing computer. which will allow 
the use of new UI program software. 

Florida 64 million). Florida purchased developmental computer workstations, expert system sdftware, and 
associated training (for more information about expert system software, see the stunmary of the report entitled 
Papers and Materials Presented (II the Unemployment Insurance Expert System Colloquium. June 1991- 
Unemployment Insurance Occasional Paper 92-5-which is included in Chapter 2 of this Report). Funds also 
allowed for temporary staff to develop an expert system to help UI personnel in fact-finding and adjudication of UI 
claims. Personal computers and peripheral equipment which speed the processing of employer wage tapes were 
also purchased. 

Illinois ($1.8 million). Funds were used to purchase contractor services to develop and implement an employer 
UI wage record replacement system. 

Maryland 62 million). Maryland purchased two microcomputer systems that optically scan source documents 
for quarterly UI tax returns and wage records. Printers, phone modems, software, andassociated training were also 
purchased. 

Nebraska ($2.3 million). Funds were used to purchase laptop computers for UI field tax auditors, automated 
workstations. software for statewide communications. and mail machines. They also supported staff and training 
costs, the development of an automated tax management system, equipment, sofiware, and the development of a 
new UI benefit audit tracking system. 

North Carolina ($1.9 million). The State implemented an imaging system, expanded its on-line dat+base system, 
and purchased computer workstations, optical character scanners, and printers. Funds were also used to expand an 
automated on-line claimant database system by purchasing telecommunications upgrades. laser printers, and 
contractor services. Funds also supported site preparation. software products, software development services, staff 
training. and technical and administrative support m implement an imaging system for tax and benefit payment 
operations. 

Ohio ($2.5 million). Ohio purchased an integrated imaging system for UI tax adminisuation. The system allows 
UI personnel to capture, store, annotate, display, route, and print documents previously available only on paper. 

Puerto Rico ($.9 million). Funds were used to implement an integrated image system for scanning, filing, and 
retrieving tax and wage reports and continued claims forms. This allows more timely processing of Ul tax receipts 
and claims payments and increases document security. 

Utah ($.5 million). Utah upgraded its optical scanning system and replaced its cenaal processing computer. 

West Virginia ($.2 million). West Nrginia purchased laptop computers. phone modems, and printers to be used 
by field tax auditors who visit employers throughout the State, allowing them to produce tax reports on-site. Laptop 
computers were also used to support UI claims-taking at 11 itinerant sites. 
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Table 7. Initial Claims and Average Duration of Benefits 

Month 

FY 1992” 

October1991 ....................................... 

November1991 ..................................... 

December1991 ..................................... 

lanuary 1992. ....................................... 

Februarl1992 ....................................... 

March1992 ......................................... 

April1992 .......................................... 

May1992 ........................................... 

June 1992 .......................................... 

July1992 ........................................... 

August1992 ........................................ 

September 1992 ..................................... 

Source: U.S. Depanment of Labor. Employment and Training Administration, 

Numberoi Average 

Initial Claims Duration (Weeks) 

1,735,110 

1,890,764 

2,602,576 

2,923,317 

1,887,269 

1,774,610 

1,655,775 

1,413,560 

1,651,595 

2,039,867 

1,443,622 

1,425,441 

16.7 

15.1 

14.0 

10.6 

15.1 

19.6 

19.9 

20.0 

19.1 

14.8 

15.5 

19.6 

Massachusetts self-employment projects. which examined 
the viability of self-employment as a reemployment op- 
tion for some UI claimants; and the Maryland Work Search 
Demonstration, which tested alternative work search re- 
quirements for UI recipients.‘* 

Pennsylvania and Washington State Reemployment 
Bonus Projects. Based on the promising results of a dem- 
onstration in New Jersey and an earlier experimental 
project conducted in Illinois, the Department sponsored 
two projects in Pennsylvania and Washington to test the 
feasibility of reemployment bonuses in shortening the 
length of unemployment of UI claimants. 

The demonstrations were &signed to test varying re- 
employment bonus amounts based on multiples of claim- 
ants’ UI benefit payments and varying eligibility periods 
(the length of time during which claimants could find a 
new job and qualify to receive a bonus). Both demonstra- 
tions ended in 1989 and final evaluation reports were pub- 
lished in FY 1992,29 as was an analysis of combined in- 
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28.~0 earlier projwt in hew lwsey tested three packages of 
services designed to reduce the length oi time that people 
receive Ul payments by helping them obtain jobs. The results of 
a four-year followup were published in 1991, and summarized 
in the previous edition of tk Training and Employment Repa of 
rhe Secretary of Labor. 

29 Walter Carson et al., Pennsylvania Reempfoymnr Bonus 
Demonsrrarion Final Report, Unemployment Insurance 

formation from the demonsuations.M An expanded de- 
scription of these demonstrations is included in Chapter 
2 of this Report. 

Washington State and Massachusetts Self-Employ- 
ment Projects. The Washington State and Massachusetts 
Self-Employment Demonstrations examined the viabil- 
ity of self-employment as a reemployment option for some 
UI claimants. These demonstrations tested various pack- 
ages of self-employment assistance for targeted UI recipi- 
ents-a combination of financial pay&m (called self- 
employment allowances) and business development 
services such as business training, counseling, and tech- 
nical assistance. Project operations for the self*mployment 
demonstration conducted in Washington were completed in 
1991 and the Massachusetts project was completed in 
1993. The Department published an evaluation of these 

29 (continued) Occasional Paper 92-1 (Princeton. N.I.: 
Mathematics Policy Research, Inc., 1991) and Robert G. 
Spiegelman, Christophw 1. O’Leary, and Kenneth I. Kline, The 
Washington Reemployment Bonus Experd~~?nt Final Repor?, 
Unemployment lnrurance Occasional Paper 924 tKalamazw. 
Mich.: WI. Upjohn Institute for Employment Research. 19921. 

30 Paul T. Decker and Chriaopher 1. O’Leaq’, An Analysis of 
PWM Evidence from the Pennsylvania and Washington 
Reemployment Bonus Demonstrations, Unemployment 
insurance Occasional paper 92-7 (Princeton, N-l.: Mathematics 
Policy Research, Inc., 1992). 





Because of the project’s scope and cost, it was initiated 
in phases. The first phase, completed in January 1992, 
recommended several improvements to the existing Qual- 
ity Appraisal system: (I) strengthening the measmes of 
quality of adjudications and appeals; (2) measuring the 
timeliness of all payment, adjudication, and appeals de- 
cisions. instead of only some; (3) making data more sta- 
tistically valid; and (4) producing more frequent reports 
to ensure timely information about deficient performance. 
It also produced a design for field-testing the recom- 
mended changes. 

The IZmonth field test (the second phase) of the alter- 
native performance measures. recommended in the first 
phase, began in October 1993. Tbe test also assessed the 
cost of implementation and the use of performance mea- 
sures to improve management. The New Hampshire, Wis- 
consin. Illinois, Kansas, Missouri, and California SESAs 
served as test sites. 

The third phase involves a phased-in nationwide imple- 
mentation of revised performance measures. As part of 
this phase. SESA and Federal staff receive training in 
performance measurement methods. 

Quality Confrol. The Quality Control (QC) program 
also helps the Secretary exercise his responsibility to de- 
termine whether States are in compliance with Federal 
UI statutes by providing information on the quality of UI 
benefit payment and revenue operations. The information 
provided also helps SESAs to identify and correct certain 
operational problems. 

Benefits Quality Control (BQC) provides statistically 
sound estimates of the accuracy of SESA benefit payment 
activities through its comprehensive verification of small 
random samples of benefit payments. Special State staff 
operate the program; periodic reviews by Federal regional 
and national office staff provide quality assurance. 

During the first four full years of the program, the 
weighted average overpayment rate for the WI system 
declined steadily, from 10.1 percent in CY 1988, to 8.8 
percent in CY 1989, 8.0 percent in CY 1990. and 7.41 
percent in CY 1991. In CY 1992, however, the overpay- 
ment rate rebounded to 8.0 percent. 

One of the reasons for the drop in overpayment rates 
from IO. I to 8.0 percent has been program improvement 
actions taken by the SESAs in response to BQC findings. 
Some actions can be taken directly based on the exten- 
sive data compiled on each BQC case. The Department 
has provided each State with computer software that en- 
ables staff to analyze and display the QC findings in a 
variety of ways so that they can determine the causes, 
responsibilities. and magnitude of payment errors and 
make improvements directly. 

Often, however, QC data indicate only where errors are 
occurring and their probable magnitude. To develop pro- 

gram improvement plans, other management information 
or specially targeted studies are needed. The Department 
has encouraged this activity by allowing States to reduce 
sampling levels temporarily so that they can conduct such 
studies.Behveenlate 1988aodSeplember30,1992,30States 
conducted 137 program improvement (PI) studies; during 
IT 1992.13 States conducted 21 approved PI SNdieS. 

A four-site pilot test in 1990 resulted in the develop- 
ment of a new BQC investigative methodology in which 
some facts are verified by telephone or mail instead of in 
person. Implemented in July 1993. it enables investiga- 
tors to manage 20 percent more cases. It permitted States 
to add Core Revenue Quality Control activities without 
reducing the number of BQC cases investigated. 

Unlike BQC which assesses only accuracy, Revenue 
Quality Coon01 (RQC) assesses the accuracy. timeliness. 
and, as appropriate. the completeness of employer UI tax 
operations. Because of the complexity of UI revenue op- 
erations. RQC is being developed in a series of four com- 
ponents or”modules.” Each module uses adiffemnt evalu- 
ation methd and examines diffeerent aspects of tax quality. 
A brief overview of the modules, and thekstatus, follows. 

l Core RQC. As the most developed RQC component, 
the core module examines the quality assurance or 
internal control systems of State processing opera- 
tions, their timeliness. and their completeness 
through a variety of automated reports. All States 
began implementing Core RQC on a voluntary basis 
in CY 1993. 

l Benefit Chnging. Employers’ IJI payroll tax rates 
are experience-rated, that is, they reflect certain UI 
benefits paid to former employees. Core RQC coo- 
t&s a simple way of assessing whether the process 
used to charge UI benefits to employers’ accounts 
works properly. An alternative to this approach was 
pilot-tested in 1991 ad evaluated & 1992. (The De- 
partment decided to continue the Core RQC approach.) 

National Interstate Telecommunications System 
When processing claims for workers who live and 

work in different States, it is important that States 
have a method for quickly and accurately sharing UI 
data. During the fiscal year, the Department granted 
$1.2 million to the State of Utah to continue manag- 
ing the operation of a national interstate telecommu- 
nications system for the UI program. 

Over the next five years, the Utah Department of 
Employment Services will oversee the Internet Au- 
tomated Data Processing Service operated by Mattin- 
Marietta Cotpt-adoo. The service will allow all States 
to sham UI claims awl wage information electronically. 
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l Employer Compliance. Tbis module examines the 
accuracy of employers’ contribution reports by au- 
diting a random sample of known employers. The 
findings are used to guide future audit selections by 
estimating noncompliance rates and formulating pro- 
tiles of firms likely to be out of compliance. Pilot 
testing of this module has been deferred at least un- 
til 1995. 

l Dora Validation. In order to ensure the validity of 
the reports-based measures used in the Core RQC 
module. this module developed and tested a meth- 
odology for validating key data in FY 1994. 

Identi&ztion of Ben@ Overpayments. In addition 
to operating the PMR and QC programs, the Department 
identified approximately $482.5 million in FY 1992 in 
State UI benefit overpayments, and as of May 24. 1993, 
recovered $276.2 million. 

Preventing Fraud. During the fiscal year, all States 
operated systems that allowed them to more easily iden- 
tify potential fraud cases and increase tbe amount of over- 
payments recovered. The most widely used detection and 
recovery systems used by Slates are the Model Crossmatch 
System and the Model Recovery System. All States par- 
ticipated in the Systematic Alien Verification for Entitle- 
ments progrq. a verification system designed to ensure 
that aliens meet immigration statw requirements for UI 
program eligibility. 

TRADE ADJUSTMENT ASSISTANCE 
FOR WORKERS 

Program Objectives 
Title 11 of the Trade Act of 1974 (P.L. 93-618), as 

amended, authorizes an array of reemployment services 
for workers who lose their jobs, experience a reduction in 
the number of hours of work. or receive reduced wages 
because of increased imports of articles which are like. or 
directly competitive with, those produced by the work- 
ers’ firm. 

Eligibility Requirements and Services 
Under the Act, workers who believe that their job loss, 

or the threat of job loss, is the result of import competi- 
tion, may tile a petition for Trade Adjustment Assistance 
(TAA) with the Department. The Department then con- 
ducts an investigation to determine if the worker separa- 
tions from their firm are linked to impan competition. 
Eligibility requirements for TAA are: 

l A significant number or proportion of workers of the 
firm were totally or partially separated from their 
jobs, or threatened with job loss; 

l Sales or production (or both) at the workers’ firm 
decreased absolutely; and 

l Increases of imports ofarticles like, or directly com- 
petitive with, articles produced~by the workers’ firm 
have contributed importantly to worker separations 
and to decreased company sales or production. 

Workers certified by the Secretary of Labor as eligible 
to apply for TAA may receive training in new occupa- 
tional skills, a job search allowance when suitable em- 
ployment is not available in their normal commuting area, 
a relocation allowance if they obtain permanent employ- 
ment outside their commuting area, and weekly cash trade 
readjustment allowances. 

FY 1992 Highlights 
In FY 1992, 1.465 worker petitions were filed with the 

Department’s Office of Trade Adjustment Assistance, and 
the Department certified 703 petitions which covered ap- 
proximately 50,100 workers. Six hundred and eighty pe- 
titions were denied and 59 petitions were terminated dur- 
ing the year. At the end of the year, 293 petitions were 
being processed by the Depatment. 

State agencies paid $42.7 million in TRA benefits to 
8,700 certified workers in FY 1992. This is a reduction 
from the $115.7 million paid to 25,200 individuals ceni- 
tied during the previous year because Emergency Unem- 
ployment Compensation payments were made to work- 
ers in lieu of TRA payments for most of FY 1992.” 

Over $70 million in TAA funds were allocated to States 
for training and job search and relocation allowances, and 
for administeringTAA program services tocertified work- 
ers. Table 9 shows TAA activity and services for Fiscal 
Years 1989-92. 

LABOR SURPLUS AREAS PROGRAM 

Program Objectives 
For about four decades, the Depzutment has supported 

efforts to direct government procurement funds into ar- 
eas with the greatest economic need by designating juris- 
dictions that experience high unemployment as “labor 
surplus areas.“” Employers located in these areas receive 
preference when they bid on Federal procurement contracts. 

The Department issues a list of labor surplus areas an- 
nually and adds new areas throughout the year under an 
“exceptional circumstances” provision. Under the provision, 

32 For a discussion oi Emergemy Unemployment Compensation 
payments, we the section on Unemployment lnwran~e in this 
chapter. 
33 The lah surplus areas program is authorized by P.L. 99-272, 
P.L. 95-89, and P.L. 96302. 
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Table 9. Trade Adjustment Assistance Program Activities, Fiscal Years 1989-92 

Activity 

Program Services: 
Application for reemployment services. 
Placed directly in jobs by ES. 
Entered training.. _. _. 
lob searches’. _. 
Relocationsa 
State allocations (in millions) 

Trade Readjustment Allowances: 
Workers filing for TRA 
Workers receiving first TRA payments 
Average weekly benefit paid., 

T 
1989 

41,994 38,459 35,872 31,628 
12,416 12,199 12,881 10,460 
17,042 18,057 20,093 18,582 

863 565 525 594 
909 1,245 759 751 

$62.6 $57.6 $64.9 $70.2 

45,523 42,704 45,099 34,836 
23,681 19,545 25,221 8,727 

$174.69 $164.09 $168.72 $163.16 

Fiscal Year 

1990 1991 1992 

“Number oi workers who receive allowances to conducr job searches and to move to another area to obtain suitable employment. 
See also than on benefits and beneticiaries in Ul section oi this chapter. 
Source: U.S. Deoamwnt of Labor. Emolovment and Trainine Administration. 

areas that do not meet the high unemployment criterion 
when the annual list is compiled but subsequeotly expeti- 
ewe major disruptions in their local economies due to 
natural disasters. plant closings, major layoffs, or con- 
trxCt cancellations may be added m the list. 

FY 1992 Highlights 
For FY 1992, jurisdictions with an average unemploy- 

ment rate of 6.6 percent or higher during the January 1989 
through December 1990 period were designated as labor 
surplus areas. A total of 1,565 areas were designated ini- 
tially, and 11 areas were added under the exceptional cir- 
cumstances provision during the year.” This compares 
with 1,601 areas initially identified in FY 1991 and 25 
more added under the exceptional circumstances provi- 
sion during the year.‘s Chart 10 shows the number of la- 
bor surplus areas identified each year since 1987. 

The labor surplus area listing and a complete descrip 
tion of the classification criteria, as well as updates to the 

j4 These areas were Louisville City, Greenup County, Simpson 
County. and Pendleton County, Ky.; Lewiston City, the balance of 
Androscoegin County, and Pinataquis County, Me.; Orange 
County, “a.; Sullivan County. the balance of Lawrence County, 
and New Castle, Pa. 
35 The jurisdictions initially included as labor surplus areas in FY 
1991 had an werage unemployment rate oi 6.6 percent or 
higher, the same as for FY 1992. 

annual listing, are published in Area Trends in Employ- 
menrand Unemploymenf. amonthly publication published 
by the Employment and Training Administration. 

NATIONAL COMMISSION FOR 
EMPLOYMENT POLICY 
Commission Objectives 

The National Commission for Employment Policy is 
an independent Federal agency authorized by JTPA. Its 
15 members, appointed by the President. represent busi- 
ness, labor. commerce. education, community-based or- 
ganizations, and other sectors with an interest in employ- 
mentacdtminingissues.DuingPY 1991,theCommission’s 
budget totaled $1.8 million. 

PY 1991 Highlights 
Commission activities in PY 1991 addressed five ma- 

jor topics: anticipating economic change, the changing 
labor force, overseeing the implementation of JTPA. im- 
proving coordination of Federal employment and train- 
ing programs. and enhancing the scope of employment 
and training programs. 

Anticipating Economic Change 
During PY 1991. the Commission looked at how eco- 

nomic change affects U.S. labor markets. Among the 



Chart 10. Labor Surplus Areas, FY 1987 - FY 1992 

(Number) 

1989 

Fiscal Year 

Total for each year includes labor surplus areas designated at the beginning of the 
fiscal year plus areas added under the exceptional circumstances provision. 

Source: U.S. Department of Labor, Employment and Training Administration. 

specific studies undertaken were: (1) the short- and loag- 
term changes in the labor market due to current changes 
in the economy; (2) the effects of the North American 
Free Trade Agreement on U.S. labor markets and worker 
migration; (3) the impact of European economic integra- 
tion on U.S. employment; and (4) the extent to which 
employment effects are considered in the Federal 
Government’s regulatory processes. 

An evaluation of State-financed, employer-based re- 
training programs. a project begun in PY 1987. concluded 

in PY 1991, with the publication of the third and final 
report, Evaluating Sfate-Financed Workplace-Based Re- 
rmining Pmgmnu: Caw Studies of Retmining Projects 
(April 1992). The report presents case studies of 24 train- 
ing projects in California, Illinois. Missouri. and New 
York, the four States on which the full project study was 
based. ‘I/Ho earlier repotts had looked at the feasibility of 
aod potential methodologies for evaluating these State 
projects. 
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Responding to a Changing Labor Force 
The Commission’s activities in this area addressed the 

nature and characteristics of the diverse workforce and 
the potential for upward mobility in the service sector. 

The tinid report from this project, A Changing Nation- 
Its Changing Labor Force (November 1991). examines 
the multidimensional nature of the demographic and eco- 
nomic diversity of the Nation’s labor force. It provides a 
framework for assessing current programs and strategies 
and for planning future education and employment and 
training approaches. 

Because of the strong gowth in the service sector dur- 
ing the 1980s. the Commission examined the potential 
for upward mobility projects in service sector firms. A 
report, Upward Mobility Programs in the Service Sector 
for Disadvantaged and Dislocated Workers (May 1992). 
describes exemplary programs and factors related to SW- 
cessful program implementation. 

Improving Coordination of Federally Sponsored 
Employment and lkaining Programs 

Threeseminars heldinPY 199OaodPY 1991 addressed 
national, State, and local level coordination issues. Par- 
ticipants were asked to develop ideas for coordination 
improvement. Drawing on findings from these hearings, the 
Commission supported the development of State Human 
Resource Invesrment Councils in testimony before the House 
Subcommittee on Employment Oppottuoities in May 1991. 

Final recommendations from this project were tram- 
mitted to the President and the Congress in the fall of 
1991, and a final report. Coordinating Assistance Pm- 
grams for the Economically Disadvantaged: Recommen- 
dations and Bockgmund Materials, was published in Oc- 
tober 1991. A separate report, The JTPA-Education 
Coordination Set-Aside: States’ Implementation of the 
Pmgmm. also published in October 1991, examined the 
uses of the JTPA eight percent set-aside for education 
coordination. Based on findings from tbis report. the Com- 
mission Chairman testified in support of retaining the eight 
percent set-aside at a hearing before the House Subcom- 
mittee on Employment Opportunities. 

In further support of State- and local-level coordina- 
tion efforts, the Commission sponsored the development 
of a prototype methodology for collecting and analyzing 
information on job training programs in Massachusetts. 
as well as an examination of coordination techniques as- 
sociated with the JOBS program and State-level training 
policy coordination in Rhode Island. 

Overseeing Implementation of JTPA 
The Commission continued its research in two areas 

critical to effective JTPA implementation: (1) evaluating 

and managing JTPA programs through the use of unem- 
ployment insurance wage records and (2) the effective- 
ness of local f’rivate Industry Councils. 

The Commission’s report. Using Unemployment Insur- 
ante Wake-Record Datafor JTPA Perjomtance !?&!,a@- 
ment (June 1992), was the culmination~~of a three-year 
project that analyzed data from 20 States. Based on this 
research. the Commission recommended that States be 
given the option of using Ul data for JTPA performance 
standards and program management. The conference re- 
port accompanying the JTF’A Amendments of 1992 di- 
rected the Secretary of Labor to report to the Congress on 
the feasibility of establishing a UI database and develop- 
ing the means to make this information available nation- 
ally. The Commission also began a study of the potential 
for using UI wage record data to assess JTPA, JOBS, and 
vocational education programs. 

Also in PY 1991, the Commission began a large-scale 
assessment of the postprogram employment and earnings 
of JTPA participants who had different characteristics and 
who entered different training activities. This study uses 
nonexperimental techniques and complements the evalu- 
ation of JTPA by the Department of Labor. which uses 
experimental techniques. The Commission, with the State 
of Utah, cosponsored a feasibility study; using Employ- 
ment Service records. to develop comparison groups for 
purposes of assessing the net impact of participation in 
JTPA. 

The Commission completed its research on PICs. This 
study examines how private sector representatives are re- 
sponding to their responsibilities, the relationship between 
local PlCs and State Job Training Coordinating Councils, 
and how well the PICs are leading local JTPA efforts. 
Among other things, the study found that while PlCs vary 
considerably in the extext to which they have exercised 
their responsibilities in the managemeot,and oversight of 
JTPA programs, the private sector’s involvement in JTPA 
has become firmly established, and in most localities pri- 
vate sector oversight has become a routine part of pro- 
gram administration. 

As part of this project, the Commission conducted 10 
roundtable discussions across the country, meeting with 
over 200 PIC members, local elected officials, and SDA 
directors, representing 99 PICs from 45 States. 

Enhancing the Scope of Employment and Training 
Programs 

In October 1991. the Commission published Assisting 
Dislocated Workers: Alternatives to Layoffs. and the Role 
of the Employment Service under the Economic Disloca- 
tion and WorkerAdjwtmentAssistwtce Act (EDWAA). AS 
backup to this publication. the Commission completed 
two additional reports on ES during PY 1991: Impmving 
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the Eflectiveness of the Employment Service: Defining the 
issues (October 1991). which reviewed all ES roles and 
responsibilities, its relationship to JTPA, and its funding; 
and The Potential Effectiveness of the Employment Ser- 
vice in Serving Dislocated Workers: Evidence from the 
1980s (October 1991). 

Two JTPA amendments in 1992 paralleled NCEP find- 
ings and recommendations from earlier research on His- 
panics and Native Americans. “Receipt of food stamps” 
as a JTPA eligibility requirement was replaced with “eli- 
gibility for food stamps” in response to findings from the 
Commission’s study on Hispanics in JTPA. Also. the de- 
velopment of a single organizational unit with responsi- 
bility for all Native American programs authorized under 
JTPA built on the Commission’s recommendation for 
greater coordination of Native American programs. 

In addition to its research agenda, the Commission as a 
whole met four times during PY 1991. with individual 
members also participating in Commission-sponsored 
hearings and site visits. 

NATIONAL OCCUPATIONAL 
INFORMATION COORDINATING 
COMMITTEE 

Committee Objectives 
The National Occupational Infomntion Coordinating 

Committee is an independent Federal interagency com- 
mittee authorized by JTPA and the Perkins Vocational Edu- 
cation Act. NOICC helps States promote the development, 
improvement, dissemination. and use of occupational and 
career information. This information supports employment. 
tmding, and vocational program planning at the State and 
local levels and career exploration by youth and adults. 

The Assistant Secretary for Employment and Training 
and the Department’s Commissioner of the Bureau of 
Labor Statistics are two of the 10 members of the Com- 
mittee, which includes representatives from four other 
Federal depanments. 

PY 1991 Highlights 
During the program year, NOICC continued suppat- 

ing State Occupational Information Coordinating Com- 
mittees, established a Career Development Training In- 
stitute (CDTI) to design career development training 
programs, helped produce a Career Development Ponfo- 
ho to guide students through the career development pro- 
cess. developed an Employee Career Development train- 
ing program, and supported a system to provide 
information for economic development and businessfin- 
dustry planning. 

Support for State Occupationnl 
Information Coordinating Committees 

In PY 1991. NOICC allocated $6.9 million to State 
Occupational Information Coordinating Committees 
(SOICCs). about the same amount as in PY 1990. This 
represented over 75 percent of the funds NOICC received 
from the Departments of Labor and Education. These 
funds. averaging $123,000 per State, helped support 
SOICC staff. State and local occupational and career in- 
formation systems and career development services, and 
coordination efforts among the SOICC member agencies 
to provide these services. 

About seven million people used career information 
systems, which were operated in 19,OtM sites in 47 States 
during the year. 

Career Development Training institute 
InPY 1991, NOICC establishedaCareerDevelopment 

Training hIStiNk to design programs for States to use in 
training people who help students and adults plan their 
careers. The Institute will serve as a foundation for? na- 
tional career development training program and assist 
States to carry out career training initiatives. Training for 
JTPA counselors and other employment and training per- 
sonnel will be a major component of the CDTI effort. 

Career Development PortfoIio 
Working with the American School Counselor Asso- 

ciation, NOICC helped initiate the production of a Career 
Development Portfolio during the year. The portfolio coo- 
sists of a personalized, sequential career-planning jour- 
nal that helps students relate their education to career in- 
terests by guiding them through the career development 
process. The portfolio also helps students in the transi- 
tion from school to work. It was to be pilot-tested in sev- 
eral states. 

Employee Career Development F’mgram 
During the year, an Employee Career Development 

(ECD) training program was developed to train counse- 
lors, advisers, and human resource professionals who a- 
sist adult workers in career transitioo. The ECD program 
focuses on the career needs of adults and can support JTPA 
programs and ES activities. 

Economic Development and Employer Planning 
System 

The Economic Development and Employer Planning 
System (EDEPS), a microcomputer-based system that 
provides information for economic development and busi- 
nessliistxy planning, neared completion in PY 199 I. 
The EDFPS helps users analyze business opportunities. 



examine labor supply and demand. identify training re- 
sources. and study other factors that play a role in deci- 
sions about starting new firms and expanding and do- 
eating existing firms. The system cao help link employers 
to existing employment and training programs in a corn- 
munity and identify the need for new programs to meet 
business and community needs. 

One component of the system, the State Training In- 
ventory (STI) system, was released to all States in PY 
1991. Snisamicrocomputer-basedsystemthatallows States 
and local users to identify schools and the programs they 
offer by geographical area STI can be used by a variety of 
groups including employment and aaIning personnel who 
operate local programs for special groups, employers, and 
individuals, to identify existing career education and hain- 
ing resources. Organizations and individuals can also use 
STI to obtain information about programs in other States. 

In addition to the STI, the Transitional Opportunities 
System, fomxxly known as the Civilian Occupation and 
Labor Market Information System was released to selected 
sites and modified in PY 1991. This system, funded by 
the Department’s Veterans’ Employment and Training 
Service. helps people in all four branches,of the military 
service who are considering returning to civilian employ- 
ment by providing profiles of local labor markets and link- 
ing military personnel to job service offices in the com- 
munities in which they are considering relocating. 

Details of these and other NOICClSOICC network ac- 
complishments in PY 1991 can be found:io NOICC Ad- 
ministrative Report No. 18, Starus of the NOICC/SOICC 
Network: June 30. 1992, dated December 1992. The re- 
port also provides summaries of State activities for the 
program year. 
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of skills and personal qualities with which schools must equip 
students to prepare them for solid job performance. These 
are summarized in the box entitled “Workplace Know-How.” 

Solving the Skills Problem 
The Commission’s final report highlights four key ar- 

eas of action required to solve the Nation’s skills prob- 
lem, as follows. 

Reinvenr Schools. According to the Commission, a 
process of educational reinvention is required to restruc- 
ture schools around teaching the SCANS foundation skills 
and competencies so that “learning to do” is integrated 
with “learning to know.” Experience shows that high-per- 
formance schooling involves: (I) teaching in context; (2) 
improving the match between what work requires and 
what students are taught-and this calls for changing how 
instruction is delivered and how students learn; (3) a new 
system of school administration and assessment; and (4) 
participation of the entire community. 

Redesign Work-Based Laming. By international stan- 
dards, most American workers receive very little formal 
job naining. The Commission believed that employer- 
sponsored training, both public and private, must be up- 
graded and integrated around the SCANS know-how. 
Moreover, apprenticeship training, and second-chance 
efforts for the unemployed and marginally employed, 
should be reoriented to integrate the SCANS skills into 
their basic education and job-specific training. 

Reorganize the Workplace. The old workplace-where 
the boss is always right, employees do what they are told, 
and companies have standardized production-is detri- 
mental to America’s competitive advantage, according to 

the Commission. Workplaces must reorganize to enhance 
the value of their workforces in terms of quality, flexibil- 
ity, and customization. In the new high-performance work- 
place. virtually everyone acts as adecision-maker. accord- 
ing to the Commission. They gather and sift information, 
organize workflow and team arrangements, manipulate 
data to solve problems. and on occasion, provide direc- 
ttons to colleagues. 

Restruchtn Assessment. ?he Commission supported 
the establishment of a nationwide, voluntary a.sse.ssment 
system, and believed it should apply to both students and 
adults. in the classroom and the workplace. Assessment 
should be tied to learning goals, rather than tests as tradi- 
tionally understood, and should include locally developed 
assessment tasks. An education-based system should as- 
sess mastery of the SCANS know-how, as well as ma- 
tery of traditional academic subjects. 

The action steps recommended by the Commission to 
be taken by the Year 2000 are highlighted in the box on 
“learning a living.” 

l’be Need for Change ~ 
The report points to the widening gap in wages between 

workers with a college degree and those with only a high 
school diploma. Based on information collected from 
SCANS research, the Commission compared the various 
skills and abilities required in 23 high-wage jobs (e.g.. 
programming technicians) with the skills and abilities re- 
quired of 23 low-wage jobs (e.g., child care aides). As 
Chart 11 shows, on average, workers with higher skill lev- 
els earned a weekly wage that was 58 percent higher than 
their counterpats with lower levels of skills. Because 

Workplace Know-How 
The know-how identified by SCANS is made up of five workplace competencies and a three-partfoundation of 

skills and personal qualities that are needed for solid job performance. These are: 
Workplace Competencies. Effective workers can productively use: 

l Resources. They know how to allocate time, money, materials, space, and staff. 
l Interpersonal Skills. They can work on teams, teach others, serve customers, lead. negotiate, and work well 

with people from culturally diverse backgrounds. 
l Information. They can acquire and evaluate data, organize and maintain files, interpret and communicate. and 

use computers to process information. 
l Systems. They understand social, organizational, and technological systems; they can monitor and correct 

performance; and they can design or improve systems. 
l Technology. They can select equipment and tools, apply technology to specific tasks. and maintain and trouble- 

shoot equipment. 
Foundation Skills. Competent workers in the high-performance workplace need: 

l Basic Skills. Reading, writing, arithmetic and mathematics. speaking. and listening. 
l Thinking Skills. The ability to learn, to reason, to think creatively, to make decisions, and to solve problems. 
l Personal Oualities. Individual responsibility. self-esteem and self-management. sociability, and integrity. 
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Recommendations for the “Learning a Living” System 
The Commission recommends full implementation of the following actions by the year ZCOO: 

Reinventing Schools: 
l Workplace know-how (the SCANS foundation and workplace competencies) should be taught along the entire 

continuum of education, from kinderganen through college. 
l Every student should have been introduced to workplace know-how by the time he or she completes middle 

school (about age 14). 
l Every student by about age 16 should attain initial mastery of the SCANS know-how. 
l Every student who completes high school should be sufficiently proficient in the SCANS know-how to earn a 

decent living. 
l All federally funded programs for youth and adults, including vocational education programs. should teach the 

SCANS know-how. 
Fostering Work-Based Learning: 

l Federal, State, and local agencies should incorporate SCANS workplace competencies into their own emi 
ployee training programs. 

l Private-sector work-based training programs should incorporate training in the SCANS workplace competen- 
ties. 

l Coalitions of businesses, associations, government employers, and labor organizations should teach the SCANS 
competencies to the current workforce, including employees of small businesses. > 

Reorganizing the Workplace: 
l The vast majority of employers should adopt the standards of quality and high performance that now charact& 

ize o”r.most competitive companies. 
l Firms should develop internal training programs to bring employees to the proficiency in the SCANS compe- 

ten&s needed for high-performance work organizations. 
Restructuring Assessment: 

l A national education-based assessmeot system should be implemented that will permit educational institutions 
to certify the levels of the SCANS cornpotencies that their students have achieved. 

l Public and private employers should define requirements for higher-level competeocies. 
l Employment-based assessments should permit diagnoses of individual learning needs. 

employers are increasingly turning to college graduates 
in an effort to obtain workers with the appropriate skills 
for today’s jobs, the market value of a high school di- 
ploma has fallen considerably. As Chat 12 shows, tbe ptw 
portion of male high school graduates whose eamings fail 
below the povetty level for a family of four continues to grow. 

The report notes that cities such as Fort Word-~, Los 
Angeles, Pittsburgh. Tampa, and Louisville, and States 
such as Florida Indiana. NewYork. andOregon have taken 
steps to put the broad SCANS principles in place in their 
school systems at the local and State levels. Several COT- 
porations are also taking action. and a number of trade 
organizations in the hospitality field have joined together 
to introduce the SCANS language into their industry. 

Skills Needed for Jobs 

workforce and helps employers ensure that their employ- 
ees possess up-to-date skills.’ 

The information is useful for teachers, cunicul”m de- 
velopers. and others who are concerned with ensuring that 
the SCANS “competeocies” and “foundations” are taught 
in their courses. (See the accompanying box for a sum- 
mary of SCANS competeocies and foundations, or work- 
place know-how.) Job couaselors can use the material in 
the report to better understaod the generic skills required 
in the workplace and see how they are used in a variety of 
tasks a worker is likely to encounter; training directors 
will find the information helpful in developing a cunicu- 
him or program. 

The report carries detailed listings of each of the 
SCANS competeocies and foundation skills followed by 
a listing of specific tasks for vatious jobs that illustrate 
how the SCANS know-how can be put into practice and 

Another report issued by the Secretary’s Commission 
on Achieving Necessary Skills helps educators make high 

3 Skills and Tasks for lobs: A SCANS Report for America ZOMI 
(Washington, D.C.: U.S. Department of Labor, Secretary’s 

school courses more relevant to the needs of a modem Commission “n Achieving Necessary Skills, 1992). 
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observed in a real work setting. The tasks are arranged l Health and Human Services: child care tide. dental 
according to relative level of difficulty. hygienist, dietary manager, licensed practical nurse. 

The report also lists descriptive tasks that exemplify medical assistaot, medical technologist, and optician. 
the SCANS competencies ilIld foun&tion skills for 35 l Ofice. Financial Services. Govemmenr: personnel 
jobs. These jobs ure grouped into the broad categories of: specialist, graphics designer, computer operator. 

Chart 11. High-Wage Jobs Require Higher Levels of 
the SCANS Know-How 

Workplace Coqetencies 
t 

Foundation Skills 
1 

= Level for low-wage jobs 
(Usa l =nLc ==e mgc) 

n +cl = J..evel for high-wage jobs 
(SSU n+w= -w mpc) 

Average difference - $11,200 annually 

Source: Learning a Living: A Blueprint for High Perfrmanix. 
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programming tecboician, accounting/fioaocial analyst, 
law enforcement officer, attd quality control inspector. 

l Accommodarions and Personal Business: waiter/ 
waitress. food service manager, industry training 
specialist. hotel account executive/sales executive, 
hairstylist/cosmetologist, beauty shop owner. and 
show operations supervisor. 

l Manufacturing. Agribusiness. Mining, and Constmc- 
lion: excavating equipment operator, farmer, cwpen- 
ter. construction contractor. expediter/purchasing 
agent, plastic molding machine operator, and blue- 
collar worker supervisor. 

l Tmde. Tmnsportarion, and Communications: tral3icl 
shipping and receiving clerk. order filler. outside 

equipment technician, truck delivery salesperson/ 
outside sales. telemarketing representative. travel 
agent, and customer service representative. 

Similar infortoation oo an additional 15 jobs is pro- 
vided in at appendix. These jobs are.: health and human 
services jobs (teacher’s aide, medical records technician. 
registered nurse); office. financial services, and govern- 
ment (bank teller, secretary, underwriting assistant); ac- 
commodations and personal business (chef, front desk 
clerk, assistant housekeepex); manufacturing, agribusiness, 
mining, and coostntctioo (elechiciao, numerical drill op- 
erator, offset lithographic press operator); trade, txmspor- 
tation, andcommunications (inside equipment technician. 
uuck driver, retail sdespenoo). 

Chart 12. The Proportion of Male High School Graduates Unable to 
Support a Family’ 

(Percent) % 
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4 -/- 

,0@ @) .-’ . ..- 

0 
1964 1969 1974 1979 1984 1989 1994 

YC?JW 

‘Males, ages 25-54, with 12 years of education whose own earnings are less than 
the poverty level for a family of four. Total family income may be higher. 

Source: Sheldon Danziger, me Poor,” in David Hombeck and Lester Salamon, Human 
Capital and America’s FUWV, and unpublished data for 1989, as reported in Learning a 

Living: A Blueprint for High Per/mzance. 
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Understanding Labor Shortages 
It is not possible to project occupational supply and 

demand well enough to anticipate labor shortages ad- 
equately, according to a study of the factors that contrib- 
ute to occupation-specific labor shortages4The study in- 
vestigated four occupations that experienced labor 
shortages in the late 1980s or previously-special educa- 
tion teachers; home care workers; electricallelectronic en- 
gineers; and tool and die makers. 

For each of these occupations, the researchers described 
the training and recruitment of the occupational group, 
discussed employment and earnings trends, listed factors 
contributing to a labor shortage, and described adjustments 
that are made to cope with labor shottages. While the study 
examined four occupations, the findings and recommen- 
dations apply broadly to labor market conditions in other 
occupations. 

The study focused on eight issues: 
l Identifying any common denominators across the 

four occupations that may provide information about 
why labor shortages tend to recur or persist. as well 
as ways to recognize and anticipate shortages in other 
occupations. 

l Determining whether there are distinct kinds of la- 
. bar shortages, with different characteristics. that re- 

quite different policy initiatives. 
l Understanding how responses to a labor supply im- 

balance in one area may cause an imbalance in an- 
other area. 

l Determining appropriate responses for addressing 
labor shortages that can be used by employers. labor 
unions, training programs, etc. 

l Identifying successful public and private policies that 
have helped avoid or lessen the severity of labor 
shortages. 

l Determining if certain policies may have conhibuted 
to causing or increasing labor shortages. 

l Finding ways for employers, unions, educational in- 
stitutions, andgovernment agencies to work together 
to confront and resolve labor shortage issues. 

l Ensuring that policies developed to address labor 
shortage issues are implemented and working as in- 
tended. 

The research, conducted in 1990. consisted of an analy- 
sis of existing data sources and interviews with individu- 
als knowledgeable about the labor markets of four occu- 
pations. 

The report provides information about: (I) why labor 
shortages may develop in particular occupations; (2) ad- 

d lohn W. Trutko and Burt 5. Barnow, Labor Shonage Case 
Studies: Final Report Wington and Fairfax. Va.: James Bell 
Associates and Lewin-ICF, 1992). 

justments that are likely to be made to respond to these 
shortages; (3) reasons why shortages might persist for 
extended periods; and (4) the likely consequences of la- 
bor shortages. Findings from case studies of the four oc- 
cupations are used to better illustrate these issues, 

The researchers defined a labor shortage as “a market 
disequilibrium between supply and demand in which the 
quantity of workers demanded exceeds the supply avail- 
able and willing to work at a particular wage and working 
conditions at a ptuticular place and point in time.” They 
found a clear presence of shortages in the late 1980s in 
two of the occupations studied-special education teach- 
ers and home care workers. Evidence for shortages in the 
other two--electricaVelectronic engineers and tool and 
die makers-was less certain. The research was conducted 
in 1990. 

Responding to Labor Shortages 
The researchers point out that employers take a num- 

ber of actions to deal with untilled positions. These in- 
clude intensified recruitment efforts. increasing overtime 
for existing workers, reducing the minimumqualifications 
for jobs, restructuring work to use e&&g or new em- 
ployees in other occupations, substituting machinery and 
equipment for labor. providing training for workers for 
hard-to-fill positions, improving working conditions, of- 
feting bonuses to new employees, improving wages and 
fringe benefits, and contracting out work. In cases where 
a firm has exhausted all reasonable means to fill occupa- 
tional vacancies, employers can turn down work. 

The researchers describe several reasons why labor 
markets may adjust slowly to labor shortages: ( 1) employ- 
ers may be slow to understand the need for more workers 
for particular occupations; (2) delays in filling vacancies; 
(3) slow reaction time by workers in other occupations in 
recognizing new opportunities in certain’occupations; (4) 
slow response by workers in other occupations in obtain- 
ing tmining and preparing for certain occupations; (5) 
resaictions on occupational entry (i.e.. limits in the en- 
rolhnent capacity of training institutions that supply wot’k- 
ers for an occupation); and (6) continuous increases in 
labor demand. 

According to the study, the greatest consequence of a 
sustained labor shortage is that the economy will operate 
at less than maximum efficiency. Thus, workers may have 
to work more hours than they want to, or they may be 
assigned to jobs they do not want. Existing workers may 
be used less efficiently as employers attempt to respond 
to labor shortages. Consumers may be denied the goods 
and services they want to buy. 

The researchers recommend that in order to minimize 
problems with shortages resulting from government 
regulations: 
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A key area of the investigation was the total amount of 
Federal funding available for adult education. The re- 
searchers identified problems associated with detennin- 
ing this amount. Because many Federal programs that 
authorize multiple activities do not require that obliga- 
tions or expenditures for adult education activities be re- 
ported separately. the amount of Federal adult education 
funding that can be reliably verified is a low-end esti- 
mate. The figures that were compiled from a total of 31 
programs indicated that slightly over $247 million was 
obligated for adult education in FY 1989. Most of the 
money came from Department of Education programs. 
Funding levels and the number of programs included in 
those levels for FiscalYears 1986 through 1989 are shown 
in Table 1 I. 

The study further revealed that: 
l Basic skills/literacy was the most prevalent adult 

education activity for all programs-primary. sec- 
ondary, and indirect. Nearly half of all programs ex- 
amined in the study specified basic skills/literacy as 
the main substantive focus. 

l States received most of the funds for adult education 
tid distributed the funds to local governments and 
community agencies. 

l . For many programs, a requirement for interagency 
coordination is not clearly stated. 

l The most comtnon funding mechanisms to support 
adult education were project grants, contracts. and 
cooperative agreements. 

l Reporting requirements for data on adult education 
programs identified in the study were not very sub- 
stantial. 

The report provides a listing of the 85 Federal programs 
that were examined in the study. Each program is catego- 
rized according to Federal agency and office responsible 
for its operation. The listing also includes a brief discus- 
sion of the program and its relation to adult literacy ac- 
tivities; the program’s Catalog of Federqi Domesric As- 

sismnce number; a description of program type (primary. 
secondary. or indirect); an overview of the types of re- 
ports required to document program progress and results; 
a description of eligible recipients; informt+tion about the 
length of time the assistance may be available; overall 
program budget obligations and adult education program 
component budget obligation; examples of funded 
projects; and the Federal contact who can provide addi- 
tional information about the program 

School-to-Work Connections 

Careful planning, organization. problem-solving. and 
marketing are some of the essential elements necessary 

Table 10. Adult Education Programs, by Agency and Type of Program, FY 1989 

Type of Program T 
Agency 

ACTION....................,.......... 
Appalachian Regional Commission _. 
Department of Agriculture. 
Department of Defense 
Department of Education. 
Department of Health and Human Services.. 
Department of Housing & Urban Development. 
Department of the Interior. 
Department of Justice.. 
Department of Labor 
Department of Veterans Affairs 

1 2 0 
0 1 1 
0 1 1 
4 0 0 

16 13 9 36 
2 4 7 13 
0 0 4 4 
1 0 0 1 
2 0 4 6 
1 3 3 7 
0 2 2 4 

27 26 31 84 

Source: Data obtained in a review of Federal funding sources for adult education as repned in Stud)’ of Federal Funding Sources and 
Services ior Adult Education: Final Report. 

Total..........................,,....... 

Primary Secondary Indirect 
Total 
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Table 11. Adult Education Funds Obligated by Program Type and 
Number of Programs, Fiscal Years 1986 through 1989 

Funds Obligateda and Number of Programs 
Program Program 

We We FY 1986 FY 1986 FY 1987 FY 1987 FY 1908 FY 1908 FY 1989 FY 1989 
Funds Number Funds Number Funds Number Funds Number Total Funds Number Funds Number Funds Number Funds Number Total 

Primary. _. Primary. _. _. _. $131.6 $131.6 9 9 $147.6 $147.6 12 12 $171.3 $171.3 14 14 $215.0 $215.0 20 20 $665.4 $665.4 
Second.&’ Second.&’ 0.3 0.3 1 1 1.0 1.0 3 3 0.6 0.6 1 1 19.4 19.4 5 5 $21.3 $21.3 
indirect.. indirect.. 0.6 0.6 3 3 0.7 0.7 2 2 6.5 6.5 3 3 12.7 12.7 6 6 $20.5 $20.5 
Total Total $132.4 $132.4 13 13 $149.3 $149.3 17 17 $178.4 $178.4 18 18 $247.1 $247.1 31 31 - - 

d Funds obligated are in millions. 

‘The monies obligated by the maiority of secondary programs lor adult education activities are not reported and thus are not lined in 
the table. However. the overall amount of monies obligated ior a number of the secondary programs not listed above is as follows: FY 
1986: (17 programs) $3.8 billion; FY 1987: (17 programs) $4.8 billion; FY 1988: (21 programs) $5 billion: FY 1989: (21 programs) 14.9 
billion. It is clear that even if a small percentage of these funds were spent for adult education, the total amount obligated would 
increase substantially. 
Source: Study oi&dwal Funding Sources and Services lor Adult Educarion: Final Repom 

to ensure succbsful school-employer partnerships, accord- 
ing to a report produced by the Department of L&x8 

The report presents the findings of a study of several 
successful school-employer partnerships throughout the 
country. The programs are characterized by diverse types 
of participants, training designs, population sizes. and 
geographic distribution. The publication offers guidelines 
on how to set up such partnerships based on how these 
effective programs were planned. organized, operated, 
promoted, and funded. 

Features of Successf~~l Partnerships 
The publication lists eight key factors that are impor- 

tant in establishing and maintaining successh~l school- 
employer partnerships, as follows. 

l Partners should develop a clear, shared vision of in- 
tended outcomes and should be particularly sensi- 
tive to one another’s individual objectives. When 
developing these objectives, it is impatant that the 
short- and long-term needs ofeach patticipating part- 
ner be served. 

l Educators should adopt a private sector perspective. 
Evidence indicates that the educational partners in 
most successful programs tend to develop what may 
be tertned a private sector perspective that empha- 

a School-to-Work Connections: Formulas for Success 
(Washington. DC.: U.S. Depanmat of Labor, Employment and 
Training Administration, 19921. The study was conducted by 
CSA, Incorporated, oi Washington. D.C. 

sizes performance. They readily accept their role as 
the main service-providing player on the partnership 
team-with responsibility for carrying out learning 
mandates established by the partnership. 

l Partners must recognize that creating strong partner- 
ships inevitably requires a great deal of time. Much 
of this is expensive time because of the significant 
involvement and commitment required of upper-level 
managers. especially during the initial implernenta- 
tion phases. Continuous readjustments will be re- 
quired throughout the life of the pannership in order 
to keep it operating efficiently. 

l Partnerships must foster climates of negotiation and 
coopxation. Frequently, patnerships create indepen- 
dent oversight entities or seek the assistance qf out- 
side organizations to function as brokers. These thini- 
party players can foster a win-win intention and 
reduce the appearance that any one partner is sew 
ing a vested interest. 

l Developing the pattnership around a single school 
or school systemeases the burden of administration. 
While parmer~hips function effectively with an army 
of employer participants, it is advisable to limit educa- 
tional patticipation to a single school district or system 
so only one educational entity is the point of contact 
for all partners, which facilitates communication. 

l Employers of all sizes and types should be included 
in school-to-work partnerships. Large employers are 
usually better able to handle the added supervisory 
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responsibilities associated with school-to-work pro- 
grams and generally have more on-the-job naining 
slots to offer. Small businesses. on the other hand. 
often look to partnerships as a source of part-time 
workers. While students might not receive as much 
structured training within small-employer contexts, 
they generally gain more varied work experience. 
Smaller businesses also gain from partnership in- 
volvements by extending their influence and net- 
works. 

* Partnerships must foster open. honest, and frequent 
communication. The most successful partnerships are 
characterized by candid communication at all lev- 
els, often on a daily basis, regarding all aspects of 
program activity and policy. New ideas are routinely 
encouraged. 

* Commitment must come from the very top levels of 
participating organizations. A genuine commitment 
to the matter of making the school experience more 
meaningful, more relevant. and mcxe effective for 
all concerned must originate from the top levels of 
partner organizations. The commitment must grow 
both horizontally and vertically within all partner 
organizations. This may be the most important les- 

* son learned from studying established programs. 

Building Partnerships 
The report highlights several key steps involved in de- 

veloping school-employer partnerships. 
F’lnnningl Partnerships may take two-to-three years to 

go from the conceptual stage to actual start-up; another 
two-to-three years for implementation, adjustment. and 
revision; and two more years before they generate sig 
nificant outcomes. Planning should deal directly with the 
realities ofexisting circumstances and not be too concep- 
tual. The paaners should document their plans and en- 
sure that plans include a commitment to accountability. 

The report lists several key steps necessary to plan 
school-employer partnerships. 

Linking Learning with Work. A guiding rule for suc- 
cessful school-to-work partnerships is that the more teach- 
ers can link their lessons and materials to actual work- 
site experiences, the more likely it is that progmnu will 
be successful. The best teaching strategy incorporates 
actual or highly simulatedjob-site operations into regular 
lessons. 

Thus. in addition to linking reading, writing. and math 
to employment situations. teachers should incorporate 
lessons related to employability and life-coping skills 
(such as oral communication, taking directions, workplace 
attitudes. resolving conflict, accepting criticism. dealing 
with alcohol and drugs, and quality consciousness) and 
entry-level. job-specific occupational skills. 

Four principles are offered which should be included 
in all school-to-work transition programs. These are the 
need to: (I ) ensure that participants attain the same aca- 
demic levels required of all high school graduates; (2) 
motivate youth to stay in schwl; (3) link classroom cur- 
riculum to work-site experience and learning; and (4) en- 
hance participants’ prospects for immediate employment 
after leaving school and opportunities for continued edu- 
cation and career development. 

The report describes four conceptual models that have 
proven useful in structuring successful partnerships: (I ) 
the Tech Prep Plus Model, which links the final two years 
of high school with a two-year community college pro- 
gram; (2) the Academy Model, which provides a special 
school-within-a-school at a regular four-year high school 
to ensure that all lessons are smctured amund an occu- 
pational theme; (3) the Work-Site Model, which moves 
students into a specialized industry-based school located 
at a work site; and (4) the Integrated Model, which incor- 
porates aspects of each of the other three models and al- 
lows all students to take high-level, competency-based 
classes that link academic studies with ,s>tructured work- 
site lemming and experience. 

The report also presents several ideas for incorporat- 
ing job-related elements into school work. 

Solving Problems. Problems should be confronted 
openly, fairly. and creatively. The most frequently encoun- 
tered problems are: 

l Size Inefficiencies. In many cases, partnerships are 
too small to maintain effective programs. Forming 
regional partner associations has proven to be a suc- 
cessful strategy in overcoming size problems. 

. Person&y. In order to emwe that partnership does 
not depend on the personality of a single individual. 
decision-making should be spread among many 
people. 

l Twf Conflicrs. Wtthin individual partner orgtiza- 
tions, disagreements can arise over issues such as 
the use of equipment or facilities. Between organi- 
zations that are partners. difficulties may be encoun- 
tered when introducing the program to new organi- 
zations. The repat offers a variety of ways to address 
many of the conflicts that may arise. 

l DemograpkicandEconomic Changes. Changes such 
as the varying number of students in grade levels from 
year-to-year, the growth of non-English-speaking 
populations, and shifts in the local economy from 
manufacturing to service-based industries need to be 
viewed by the partners as opportunities for improv- 
ing and revitalizing the partnership. 

F~ingandPmnmting Pmgmms. Successful school- 
to-work programs combine resources from both public 
and private sources. All members of the partnership should 
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share the responsibility for finding and allocating re- 
sources. the report says. and it provides valuable infor- 
mation about how to develop a resource base. 

In addition to securing funding. marketing successful 
programs is an important way to keep a partnership in- 
tact. Generating interest for programs and validating their 
benefits for clients, partners, and the community is the 
best way to demonstrate that these programs represent a 
wse investment by all involved. The report offers helpful 
guidance on how to do this and lists several of the spe- 
cific benefits to be promoted for students, employers, 
schools, and other groups. 

Sources. The report closes with a listing of publica- 
tions that describe various aspects of school-business part- 
nerships and briefdescriptions of several successful busi- 
ness-school partnership programs. These programs are: 
(I ) high school-level programs-Los Angeles Adult Re- 
gional Occupational and Skills Center, Calif.; Louisville 
Education and Employment Partnership, Ky.; Philadel- 
phia High School Academies, Pa.; The Portland Invest- 
ment, Ore.; Cooperative Federation for Educational Ex- 
paiences. Oxford, Mass.; St. Louis Off-Campus Work/ 
Study Program. MO.; and Student Apprenticeship Link- 
age Program in Vocational Education, Huntsville, Ala.; 
and (2) post-high school level programs-Joint Urban 
Manpower Program, Inc., New York, N.Y.; Southeast In- 
stitute of Culinary Arts, St. Augustine. Fla.; and Appren- 
ticeship and Nontraditional Employment for Women, 
Renton, W. Va. 

LABOR MARKET STUDIES OF 
SPECIFIC GROUPS 

The Employment and Training Administration cootin- 
ued to sponsor research throughout the reporting period 
which provided insight into the labor market experiences 
of various groups. 

During the program year, the Department released two 
reports that describe research efforts in the area of youth. 
The first study summarizes findings on the implemeota- 
tion of the JOBSTART demonstration project, which was 
designed to improve the educational attainment and em- 
ployment of young people. The second study, summarized 
in a two-volume report describes 10 youth programs. iden- 
tifying the typzs of programs. services, and techniques 
that best prepare young people for jobs. 

In addition to these youth studies, the Department pub- 
lished the results of other targeted studies during the year. 
These were an examination of the decisions of employers 
to train low-wage workers and a report that describes the 
efforts of IO State teams of human resource policymakers 
to improve the well-being ofchildren and families at risk. 

Youth 

Help for Dropouts 
More than ever, high school dropouts with poor skills 

are unable to move from adolescence to employment and 
self-sufficiency. In fact, in 1990, only about one-half of 
all 16 to 24-year-&is who had not completed high school 
and were not enrolled in some type of education program 
were working. 

An interim study of the implementation of JOBSTART, 
a demonstration that tested a combination of basic educa- 
tion, occupational skills training, support services, and 
job placement assistance for young school dropouts who 
read below the eighth grade level, indicated that young 
people who participated in the program were twiae as 
likely to receive a high school diploma or GED when corn- 
pared to a control g~oup.~ 

The report, the thud of four analyzing the JOBSTART 
demonstration, summarizes findings on the implementa- 
tion of the program and presents information (based on 
two years of followup) on the difference that the program 
made in educational attainment employment. welfare re- 
ceipt, and other outcomes of participants. The final re- 
port, based on four years of followup, will present a more 
complete picture of program impacts. 

The JOBSTART Demonstration 
JOBSTARTbegao between 1985 and 1988 in I3 sites”‘, 

with operating funds provided primarily through State and 
local JTPA resources. JOBSTART offered services sin% 
lar to the Job Corps, but in a notresidential environment.1 i 
The program targeted youth ages 17 to 21 who were eco- 
nomically disadvantaged school dropouts reading below 
the eighth grade level and were eligible for JTPA Title 
II-A programs or the Job Corps. The four major p&am 
components are: 

9 George Cave and Fred Dcmlittk, AssessinglOBSTART lnrerim 
hn~~~ts da Prwram for School Dropouts (New York, NY.: 
M&ower Den&ration Research Corporation, 19~). 

loThe 13 sites were: Allentown Youth Services Consortium (later 
named The Clarkson Center, Inc.), Buffalo. N.Y.; Atlanta lob 
Corps, Ga.; Basic Skills Academy, New York, N.Y.; Capitol 
Region Education Council, Hartford, Corm; Center for 
Employment Training, San lose. Calif.; Chicago Commons 
Association’s Industrial and Business Training Programs. Ill.; 
Connelley Skill Learning Center, Pittsburgh, Pa.; East Los Angeles 
Skills Center, Monterey Park, Calif.; El Centm Community 
College lob Training Center (later named The Edmund I. Kahn 
lob Training Center), Dallas, Tex.; Emily Griffith Opportunity 
School, Denver, Cola; Los Angeles lob Corps. Calif.; Phoenix 
lob Corps, Arir.; and SEWlobs for Progress, Corpus Christi. Tex. 

t’ For more information about services offered to lob Corps 
palficipantr, see the section on the lob Corps in Chapter 1 of this 
publication. 
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Instruction in basic academic skills based on indi- 
vidualized curricula chosen by the local JOBSTART 
programs to allow participants to proceed at their own 
pace toward competency goals in reading, commu- 
nication, and basic computational skills. 
Occupational skills training, generally provided in a 
classroom setting, which combines theory and hands- 
on experience to prepare participants for jobs in high- 
demand occupations. 
Training-related support services. including transpnr- 
tation and child care assistance, counseling, and, 
where possible. additional support, such as work-r&i- 
ness and life-skills training, as well as weds-based or 
incentive payments tied 10 prngmrn performance. 
Job placement assistance designed to help partici- 
pants find training-related jobs. 

JOBSTART sites were required to offer at least 200 
hours of basic education and at least 500 hours of occu- 
pational training. 

Based on a research sample of 1,839 youths, the re- 
searchers focused on four areas. These were participant 
recruitment, implementation, participation, and the im- 
pact of the prngram on participants. 
Recruitment 

Several aspects of JOBSTART recruitment praciices 
were investigated: (1) the recruitment of the intended tar- 
get group; (2) the differences between participants in 
JOBSTART and in other programs; and (3) observable 
education. employment, or other differences that appear 
in subgroups of youths (Le.. men, women living with their 
children, other women) who participated in JOBSTART 
and that would explain differences in their participation. 

The study found that with considerable effort, the sites 
recruited the poorly skilled, economically disadvantaged 
young people that made up the intended target group for 
the demonstration. Further, among JOBSTART youth, 
women living with their own children had noticeably 
weaker ties to employment than did other wntnen or men. 
Implementation 

In looking at JOBSTART implementation, the resarch- 
ers found that: 

l Most sites were able to put the JOBSTART program 
model in place, although sites varied considerably 
in the intensity of their services and the way the ser- 
vices were offered. 

l Sites successfully implemented the JOBSTART ba- 
sic education component, although they varied in 
educational emphasis. 

l Despite great variation in course offerings among the 
sites, JOBSTART participants generally studied oc- 
cupations with skill requirements comparable to 
those for adults served within JTPA nationwide. 
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l All sites provided transportation and child care as- 
sistance, but the availability of other training-related 
support services varied greatly. 

l The job placement component of the program was 
the least developed in many sites. Participants leav- 
ing JOBSTART before completing the curriculum 
received relatively little aid in finding a job. 

Program Participation 
An important aspect of the investigation of JOBSTART 

included the attempt to determine if young people would 
invest their time and effort by actively participating in the 
program. The researchers found that: 

l Young people in the experimental group attended an 
average of rnnre than 400 hours of group activities. 
This was high compared to the experience of many 
other JTPA-ftmdedprog. However, a large num- 
ber of JOBSTART participants did not acquire the 
skills needed to pass the GED examination and did 
not participate long enough to complete an occupa- 
tional training course. 

l Differences in participation were ,associated with 
choices made at the site level to offer concurrent 
versus sequential education and training, and to house 
all services on-site rather than refer youth elsewhere 
for training. 

l Participation was similar among key demographic 
groups. 

Table 12 shows the participation rates, hours of par- 
ticipation, and length of stay for JOBSTART 
participants. 

Program Impacts 
Young people in the JOBSTART evaluation sample 

could have improved their skills by participating in 
JOBSTART (experimentals), or particip&ng in otheredu- 
cation and training programs or learning on the job (con- 
trols). Program impacts rue measured by comparing the 
experiences of the experimental and control groups over 
a period of time. Researchers found that: 

l Rogtam paoicipants were nearly hvice as likely as those 
in the control group to have participated in some type 
of education or training. However, nearly one-half of 
all controls also received some education or training. 

l JOBSTART led to a doubling of the rate of GED 
certification or receipt of a high school diploma. from 
16.5 perceot of the control group to 33.1 percent of 
the experimental group. 

l The large educational attainment impacts for partici- 
pants were present for many different subgroups in 
the sample. 

l More young people in the control group than in the 
experimental group worked during the first year of 



Table 12. Participation Rates, Hours of Participation, 
and Length of Stay for JOBSTART Participants 

Activity Measure Experimentals 

Percent panicipating in: 
Any activity ............................................................... 
Education ................................................................. 
Training .................................................................. 
Educationandtraining ...................................................... 
Otheractivities ............................................................ 

Average hours in: 
Education ................................................................. 
Training .................................................................. 
Education and training., .................................................... 
Other activities ............................................................ 
AllactivIties ................................................................. 

Percentage distribution of hours in education and training: 
None ..j ................................................................. 
up to 200 ................................................................. 
201to500 ................................................................ 
501 to 7oq ................................................................ 
701 ormore ............................................................... 

Total ................................................................... 
Percentage distribution of hours in all activities: 

None .................................................................... 
up to 200 ................................................................. 
201to500 ................................................................ 
501t0700 ................................................................ 
701 ormore ............................................................... 

Total ................................................................... 
Length of stay (months): 

Average .................................................................. 
Median. ...... ............................................................ 

Percent still participating in month: 
3 ....................................................................... 
6 ....................................................................... 
9 ....................................................................... 

12 ....................................................................... 
15 ....................................................................... 
18 ....................................................................... 
19orlater ................................................................ 

88.7 
85.9 
66.6 
64.4 
40.0 

128.1 
248.9 ~ 
377.0 

37.3 
414.8 

11.9 ,j 
33.2 
22.4 
15.5 
17.0 

100.0 

11.3 
28.6 
25.5 
15.2 
19.5 

100.1 

6.8 
6.0 

78.0 
53.6 
30.6 
16.4 
9.6 
4.8 
3.7 

Note: Calculations ior this table used data for all experimntalr for whom there were 24 months of followup ruwey data, including 
those with values oi zero for outcomes and those who were assigned to IOBSTART but did not participate. Distributions may not total 
100 percent because of rounding. 

Source: Manpower Demonnrarion Research Corporation as reported in AssessinglOBSTART: Interim Impacts ofa Program for School 
Dropo”ts. 
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followup. In the second year of followup, the pro- 
portions were not significantly different. 

l Young people in the experimental group earned sig- 
nificantly less than those in the control group in the 
tint year of followup. In the second year. the gap 
between experimentals and controls narrowed and 
was no longer statistically significant. 

l There were early differences among key subgroups 
of program participants. For men, earnings impacts 
were negative throughout the two-year followup pe- 
riod, while for women there were signs of a favor- 
able trend in earnings. 

l The employment experience of the controls in the 
three subgroups studied (men. women living with 
their own child or children, and women not living 
with their own child or children) provided much of 
the explanation for the pattern of impacts among the 
groups. One likely explanation for better employ- 
ment results for women was that it is easier to im- 
prove the employment and earnings of those who do 
not spend much time in the labor force (for example, 
young mothers) than of those already in the labor force 
who fail to find and keep steady, well-paying jobs. 

. The occupational distribution of training for me” and 
. women in JOBSTART may have also contributed to 

differences in program impacts. The researchers sug- 
gested that it may be more difficult to place men in 
jobs that reward a GED. 

l During the first 24 months of followup, JOBSTART 
had no ‘statistically significant impacts on a variety 
of other outcomes, including receipt of most public 
benefits. childbearing, fathering of children, provi- 
sion of child support (by noncustodial parents), and 
criminal arrests. 

l There was no clear pattern of program impacts among 
the I3 sites that would support conclusions about the 
effect of the varying program characteristics on pro- 
gram impacts. 

Connecting Youth to the Labor Market 
A two-volume report which presents findings of 10 stud- 

ies of youth programs provides insight into: (I) the type 
of programs, services, and techniques that best prepare 
young people for jobs and careen; (2) strategies of gov- 
ernance and management that offer the greatest opportu- 
nity for effective delivery of training and employment 
services for young people; and (3) factors regarding youth, 
their environment, and the labor market that must be ad- 
dressed in providing these services.‘* 
12 Difemmas in Youth Employment Programming: Findings horn 
the Youth Research and Technical Assistance Project - Volume I 
and Volume II (Philadelphia, Pa.: Public/Private Ventures, and 
Waltham. Mass.: Brand& University, 1992). 

The report was prepared in response to the Department’s 
effort to gather information about what is known in the 
field of youth employment and training programs. to view 
current knowledge clearly and realistically, and to use it 
to develop better policies for the future. The researchers, 
working with an advisory group of research experts and 
program practitioners in the youth employment field, iden- 
tified for study the three broad areas listed above. Within 
these broad areas, specific topics were selected for inves- 
tigation. Each of the 10 research papers responded to one 
of the following topics. 

Programs, Services, and Techniques 
I. Effectiveness of youth employment training 

strategies 
2. Supportive services in youth employment 

programs 
3. Program length and sequence 
4. Educational skills 
5. The school-to-work transition 

Govemaacr and Management 
6. Program coordination and collaboration 
7. Performance measures and sta&uds 
8. National laws and local programs 

Youth, Their Environment, and the Labor Market 
9. Youth in the nineties 

IO. Youth and the labor market 
Volume I contains the five papers that deal with issues 

related to program services and techniques. Volume II 
contains the three papers on program governance and 
management, and the two papers on youth and the labor 
market. Both volumes include a bibliography of the lit- 
erature reviewed by the researchers during the course of 
the project. 

Most of the papers were prepared using similar guide- 
lines and formats in which the general topic was identi- 
fied and elaborated on and then analy$d. Evidence and 
research from allied fields were incorporated and conclu- 
sions and recommendations presented The following is a 
summmy of the major findings of the papers. 

The Current State of Knowledge 
The point most consistently raised in the papers con- 

cerns the limitations of current knowledge in the area of 
youth aaining and employment Eight of the IO papers 
reportd a scarcity of data and reliable research on which 
to base conclusions about the best directions for future 
policies and programs. Many of the researchers noted that. 
in pan, the limitations in knowledge stem From limita- 
tions inherent in evaluation methodology. Because net 
impact evaluation is expensive and deals with relatively 
few issues in depth, few programs benefit from such evalu- 
ations. Several papers also noted that information about 
disadvantaged youth populations was scarce. 
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Program Effectiveness 
The existing research on the training strategies, pro- 

gram structures, and supportive services attempted in the 
past may support the conclusion that many programs for 
youth may not result in a long-term impact on participants. 

Reasons for Limited Program Effectiveness 
Several papers pointed out that limited program effec- 

tiveness may be the result of the seriousness of the prob- 
lems faced by youth who participate in the programs. 
Some authors concluded that the multiple problems of 
poverty, inadequate housing, dysfunctional families, and 
poor education have very negative effects on young people 
who are drawn to employment and training programs. 
Limitations in knowledge about which programs work, 
and for whom, make it difficult to determine how pro- 
grams might better respond to the needs of young people 
who face multiple problems. 

Strengthening Program Effectiveness 
Although many authors argued that programs that com- 

bined a range of strategies and services probably offered 
the best prospect for providing effective services for youth, 
they were not*able to offer firm recommendations about 
what particular combinations of services should be pro- 
vided because of the limited information on combining 
training strategies and support services. Three papers ex- 
plored issues related 10 multiple-strategy interventions and 
how they might be tested. 

Because cost may be one possible obstacle to the mul- 
tiple-service approach. one approach to more effective 
services may be an increase in the coordination of service 
agencies, patticularly. closer linkages with programs spon- 
sored by the Department of Education. 

Potential of Work Experience, Funding Needs 
The researchers point out that the U.S. approach to 

employment and training has mainly centered on skills 
training and instruction on how to fill out resumes, seek 
jobs, and behave properly in the workplace. Workexperi- 
ence has a reputation that is, at best, mixed, and often 
negative. This clouded reputation has extended 10 work 
experience programs for youth. 

Some evidence regarding the benefits of work experi- 
ence from youth employment program evaluations has 
been negative, although some researchers during the last 
decade have suggested the need to examine the quality, 
quanrity. anddevelopmental potential of work experience 
programs more carefully. Some researchers suggest that 
work experience can be an important tool for building 
more capable workers when viewed in the context of 
school-to-work transition efforts. 

Although none of the papers address the issue of fund- 
ing needs and availability directly, a number touch on the 
issue of whether the level of funding is sufficient to meet 
the needs of youth-especially the need for multicompo- 
nent approaches to youth employment and training. 

Highlights of Volume I Papers 
Paper No. I, “Effectiveness of Federally Funded Em- 

ployment Training Strategies for Youth.” examines the 
findings from several program evaluations: a review of 
28 Youth Employment and Demonstration Projec@ Act 
research projects. an analysis of the Continuous Longitu- 
dinal Manpower Survey, and research on the California 
Conservation Corps, JOBSTART, and the Summer Train- 
ing and Education Program (STEP). The authors conclude 
that the knowledge of program effectiveness prodllced 
from these research and demonstration projects is of lim- 
ited value to either the policy or the practice of youth 
employment training. 

Paper No. 2. “Supportive Services forYouth,” discusses 
the purposes of, need for, and possible impact of suppon- 
ive services on youth in employment and trainingpro- 
grams. Fourteen employment and training programs or 
projects are reviewed. I1 also compares the objectives and 
content of supportive services found in employment and 
training programs with those in nonemployment and train- 
ing programs (i.e., juvenile justice and delinquency pro- 
grams, homeless and runaway youth programs. and ado- 
lescent pregnancy programs). The paper concludes that 
the role of supportive services in employment and hain- 
ing programs has been supplementary: nonemployment 
and training programs are more likely 10 view supportive 
services as essential. Interagency dialogue is advocated 
to address the multiple supportive service needs of disad- 
vantaged youth. 

Paper No. 3, “Structure and Sequence: Motivational 
Aspects of Programmatic Structure in Employment and 
Training Interventions for Disadvantaged Youth.” inves- 
tigates the problem of attrition from youth employment 
and training programs by examining the structural iaria- 
don of such programs. Findings from 15 sites in four 
employment and training demonstrations (Minority Fe- 
male Single Parent, Supported Work. JOBSTART, and 
STEP) and two independent programs (the California 
Conservation Corps and the New York City Volunteer 
Corps) were surveyed. The researcher suggests broaden- 
ing the range of professional disciplines involved in pro- 
gram planning and concludes that knowledge from aca- 
demic psychology should be considered in designing 
second-chance programs because of its potential to re- 
duce atuition rates for youth facing multiple problems. 

Paper No. 4. “Critical Skills for Labor Market Success: 
What Are They and How Can At-Risk Youth Acquire 
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Them?” reviews literature about skills required to enter 
productive employment (core academic skills and a 
broader range of competeocies). It concludes that policy 
efforts should be directed toward a preventive rather than 
a remedial approach (i.e., the focus should be on school 
retention now. rather than remediation later). The paper 
suggests that when remediation is needed, more effective 
strategies for providing it should be identified. 

Paper No. 5. “School-to-Work Transition: Failings, 
Dilemmas and Policy Options,” presents an in-depth his- 
torical analysis of the past three decades of school-to-work 
transition as a policy issue. It suggests that an effective 
school-to-work transition system requires transitional as- 
sistance. increased employer involvement, and an ex- 
panded system of post-high school training oppottunities 
for noncollege youth. The paper outlines three major ap- 
proaches for improving the school-to-work transition- 
reform of basic education; reform of vocational educa- 
tion: and the development of employment and training 
programs for youth. 

Highlights of Volume II Papers 
Paper No. 6. “Coordination, Collaboration and Link- 

ages:’ reviews the literature about the dynamics and out- 
comes of service coordination. and provides an analytic 
fraihework to organize what is known about the dynam- 
ics and outcomes of the coordination process. The paper 
suggests that Federal, State, and local agencies seeking 
to coordinate services must gain an understanding of: (1) 
the technic+ and nontechnical barriers that retard entry 
into collaborative relations; (2) the strategies employed 
to overcome these barriers; and (3) the extent to which 
efforts to promote coordination succeed in changing or- 
ganizational relationships and lead to improved quality, 
accessibility, and/or cost-effectiveness of services to young 
people. 

Paper No. 7, “Performance Standards and Performance 
Management.” provides an overview of the history of the 
JTPA perfom~ance standards system, outlines its key ele- 
ments, and discusses the shift in the role of standards from 
accountability to performance management. The paper 
discusses the effectiveness of the system as an account- 
ability tool and concludes that performance standards have 
unintentional effects (i.e., they may encourage less-inten- 
sive services as well as reduced services to the hard-to- 
serve population). It also provides a brief examination and 
assessment of recent changes to performance management 
systems in the business, health care, and education fields. 

Paper No. 8, “The Mission and Structure of National 
Human Resource Policy for DisadvantagedYouth: A Syn- 
thesis with Recommendations,” presents an historical 
overview of U.S. youth training and employment policy. 
It uses a political science framework to elaborate on the 

way in which choices of scope, distribution, policy in- 
struments. restraint. and innovation affect training and 
employment systems. It also provides information about 
youth training and employment systems in other indus- 
trial nations. 

Paper No. 9. “Youth in the Nineties: Recent Trends and 
Expected Patterns,” examines the social and demographic 
characteristics of the youth population and the implica- 
tions of these characteristics for future policy. It reviews 
evidence regarding the merits of part-time work for in- 
school youth, suggesting that there are benefits for those 
who work a maximum of 20 hours a week and that school- 
to-work linkages be built into second-chance programs, 
although in order to be effective, such programs must 
address the multitude of family and other environmental 
influences that at&t youth at an early age. 

Paper No. 10. “Youth and the Labor Market in the Nine- 
ties,” examines the changes in supply and demand that 
have occurred in the labor market over the past two de- 
cades and evaluates the effects of these changes on the 
employment prospects of young people. The paper sug- 
gests that a mismatch might have evolved between the 
skills and experiences of many youth and @e requirements 
of the current job market. It presents information about 
wage inequality among young workers and offers pos- 
sible explanations for the sharp deterioration in income 
and labor force activity for high school dropouts and black 
youth. Because apprenticeship and on-the-job training 
opportunities are limited, the paper says reducing the high 
school dropout rate must be a priority. 

Other Targeted Studies 

Training Low-Wage Workers 
Economic forecasts suggest that an increase in the cotn- 

plexity of many jobs will require that workers in the low- 
wage labor market obtain greater skills. As a result, many 
employers may need to train unskilled or low-skilled 
workers in the years ahead. 

A study used theoretical models to’help understand 
employerdecisions to train low-wage workers. Itcon6mxd 
that because many low-wage employers do not expect their 
workers to remain with their firms for a long time, they often 
provide only short-term, job-specific training.” 

The highly technical report presented findings from lit- 
erature that investigated various aspects of employer de- 
cisions regarding the amount and length of training for 
their workers. 

A model was also developed which expanded on the 
previously developed Basic Human Capital Model. The 

13 ]ames L. Mclntire, The Employer’s Decision to Train LOW- 
wage Wders Seattle, Wash.: Univeniry of Washington. 19921. 
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new model took into account several additional factors 
that affected a firm’s decision to train workers. These fac- 
tors included a variety of firm-specific characteristics and 
the nature of the external labor market. 

Because few sources of firm-specific data oa training 
practices existed. the study included an analysis of data 
from various unemployment insurance tax records and a 
random sample of over 500 low-wage employers in Wash- 
ington State. Study findings include: 

l Low-wage employers often have limited expectations 
for the length of time their low-wage workers will 
twnain with their firms. Thus. they often provide rela- 
tively short-term, firm- or job-specific training. Chart 

I3 shows the expected number of months of tenure 
for low-wage workers. As the chart indicates, over 
80 percent of the employers of low-wage workers 
expect their new hires to work no more than I2 
months. 

l The socially optimal level of training is often not pm- 
vided kxause of high hunover of low-wage workers. 

l Increases in minimum wage levels are found to di- 
minish the level of employer-provided training, but 
not as much as previously expected. 

l Because employers often provide limited haitting for 
low-wage workers, emphasis on the role of school- 
ing and vocational training is especially important. 

Chart 13. Expected Months of Tenure With the Firm 

Percent Distribution of Firms, 1990 
Percent 
Distri- 

* bution 

O-3 4-6 7-12 13-24 24+ 

Months 

Source: Institute for Public Policy Management, as reported in The EmprOyer’s Decision 
to Train Low-Wage Work+w. 
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l Demographic trends can be expected to raise pres- 
sures for employer-provided training in the future, 
and employers might use training cooperatives to 
achieve a more efficient level of training with little 
public investment. 

l Basic employment skills training programs should 
focus more attention on job search skills, emphasiz- 
ing the value of gaining access to employer-provided 
training over the level of starting wages. 

Supporting Families 

Experience with JTPA and welfare reform indicates that 
State and local programs and policies should be devel- 
oped and coordinated to increase self-sufficiency for dis- 
advantaged families. In 1989, the Council of Governors’ 
Policy Advisors (CGPA) began conducting a special 
project to support State governments in their attempts to 
improve family well-being.‘4 

A report on the activities of the CGPA’s Policy Acad- 
emy on Families and Children At Risk: (I) describes the 
Family Academy and its purpose: (2) reviews the results 
of the efforts of Family Academy teams established in IO 
States; (3) discusses several challenges associated with 
collaborative. strategic policy development, and how 
States met these challenges; and (4) provides guidance to 
Governors who are considering creating a task force. coun- 
cil. or commission to design policies to help improve out- 
comes for people in health, education. training and em- 
ployment, self-sufficiency, and family functioning.‘5 

Policy Academy Goals and Structure 
The Policy Academy on Families and Children At Risk 

was designed to bring together national experts on child 
and family policy. poverty issues, strategic planning, and 
public accountability to work with teams of decision- 
makers from IO StatesL6 The goal of the Academy was 
for the individual State teams to develop a set of inte- 
grated, statewide, outcome-oriented policies that would 

” In 1989. CGPA, in collaboration with the National Governors’ 
Association, the American Public Welfare Association, and the 
Council of Chief State School Officers, received funding for its 
Policy Academy on Families and Children At Risk from the U.S. 
Departmnts of Labor and Health and Human Services, the 
ARC0 Foundation, thy Ford Foundation, the Foundation for 
Child Development, the Charles Stewan Mott Foundation. tie 
AT&T Foundation, the k-ving Harris Trust, and United Way of 
Maryland. The Department was the largest single contributor to 
the Academy. 
‘5 ludith K. Chynoweth. Repon on Policy Academy on Families 
and Children At Risk Washington, DC: Council of Governors’ 
Policy Advisors, 19921. 

I6 The States were Arkansas, Colorado, Illinois, towa, Maryland, 
New York, North Dakota, Oregon. Texas, and Washing?on. The 
States were selected competitively. 

guide public and private efforts in their States to help at- 
risk families. 

Each State team included representatives from the Of- 
fice of the Governor as well as senior-level adminisua- 
tars from State agencies of employment and training, hu- 
man services, community development. and health. 
Experts on family policy and related topics consulted with 
the teams in four-day work sessions held in December 
1989, March 1990, and June 1990 and in State visits that 
implemented policies developed in the work sessions. In 
these sessions, each team: 

l Envisioned a specific future for the families and chil- 
dren in its State; 

l Assessed problems and opportunities for families; 
l Agreed on outcome-oriented goals and objectives; 
l Assessed alternative approaches for aohieving results; 
l Developed a multiyear implementation plan; 
l Constructed compcmeots of an accountability sys- 

tem that specified outcomes and indicators; and 
l Developed stmtegies for broad-based support. 
The CGPA and its faculty provided the State teams with 

a framework for thinking about troubled families that 
helped the teams: (1) better understand the nature and 
causes of family problems; (2) gather and analyze family 
data from new sources; and (3) design statewide system- 
changing strategies to improve family well-being. An 
important part of this framework consisted of establish- 
ing a definition of a family and an analysis of how the 
balance of negative and positive factors for a family and 
its members change over time, as do family environments 
(see Chat 14). 

Results of the Policy Academy 
As a result of the Family Policy Academy’s activities, 

IO different statewide experiments were initiated to test 
policies for improving family well-h&~. These policies 
had several similar characteristics. including an empha- 
sis on family problems as opposed to individual problems, 
a focus on the community as the center of effective ac- 
tion, and presupposition of a State commitment to make 
fundamental changes in the major systems governing fam- 
ily services. Five major strategies emerged from these 
experiments: 

l Improve State-level ccadination and use State re- 
sources to promote innovation and infommtion ex- 
change; 

l Through legislation, budgeting. and program prac- 
tices, promote changes in State and local service 
delivery systems; 

l Promote fundamental changes in the relationship 
between State and local governments and/or local 
service providers--notably by permitting greater 
local flexibility of program management; 



Chart 14. The Family Over Time 

The Environment 

Events Circumstances 
Positive 
Outcomes 

Family W - Characteristics *. Status Quo 
Outcomes 

4 

support Support, Negative 
Outcomes 

Source: Family Academy Advisory Committee, as reported in Report on Policy Academy 
On Families and Children at R&k. 

l Develop outcome-oriented accountability systems- 
an equitable tradeoff for the greater program flex- 
ibility permitted; and 

l Ensure that families have ready access to an iote- 
grated my of services rather than to loosely coor- 
dinated categorical pmgramming. 

Identifying Challenges and Guidelines for Results 
As part of its design, the policy academy process idea- 

tifted five factors that had att impact ott how effective a 
State team would he in collaborative. strategic policy de- 
velopment and implementatioa. ‘Ibex factors ate the 
policydevelopmntprocess,ream~~ti~,teamdynam 
in. State political conditions, and State fiscal cotxiitions. 

In addition to identifying factors for sttccess, the CGPA 

wen thinking ahout the creation of policy-development 
bodies. These were: 

l What are the major problems? 
l Where does the Governor get information for deci- 

sioo-making? 
l Who should plan and develop policies. and when? 
l How is collaborative. strategic policy developed and 

implemnted? 
* How do policy efforts grow and change? 
l When is the procas completed? 
The report includes att appendix listing State team par- 

ticipants. as well as individuals who served on the Advi- 
my Committee for the Family Policy Academy. 

(based on eight years of experience with policy academies 
PROGRAM DEVELOPMENT AND 

on such subjects as school dropout prevention and adult IMPROVEMENT 
literacy) offered several questions to he considered by Doting the Rtponperiad, the Dqmtment released three 
Governors. their staffs. and other State policymakers who publications that provide insight into various aspects of 
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consistently had higher average monthly earnings than 
the contml group. For the group of women who received 
JTPA services. average monthly earnings ranged from 
$268 in the first followup month to $521 in the eighteenth 
month For the control group, average monthly earnings 
ranged from $261 in the tint followup month to $478 in 
the eighteenth month. Over the entire 18-month period, 
earnings of adult women who received JTPA Tide II-A 
services were estimated to average $539 more than the 
control group. Table 13 shows the mean earnings of both 
the treatment and conaol groups over the 18-month pe- 
riod (by quxter), the difference in earnings between the 
two groups in dollars. and the percentage difference. 

Emp&ymcnt. Tbe study investigated three measures of 
the impact of Title II-A on the employment of adult 
women--the percentage employed, the average number 
of weeks worked, and the average number of hours worked 
during each followup quarter and for the 18-month pa- 
tied as a whole. The study found that participation in JTPA 
Tide II-A also increased the percentage of women em- 
ployed at some time during the followup period by 2. I 
percentage points. The research indicated that Tide II-A 
participation did not have a statistically significant effect 
on the average number of weeks or hours worked by adult 
women. 

Impact by npe of Services Received By investigating 
the average monthly earnings of adult women categorized 

by three subgroups of services received--classroom train- 
ing; OJWSA; and other services-the study revealed that 
the earnings of adult women assigned to OJT/JSA were 
significantly greater than those in the other two groups, 
although this might reflect the fact that program staffas- 
signed the more employable applicants to this category. 
Earnings of adult women in all three categories who re- 
ceived JTPA services were greater than those in the con- 
trol group at the end of the 18-month period. 

Ehnic Groups. Among white, black, and Hispanic 
women. whites were the only group to experience a sta- 
tistically significant impact on earnings as a result of pro- 
gram participation-with an estimate of $723 wer the 
18-month followup period. 

Adult Men 
The 5,626 men in the 18-month study sainple were ages 

22 and older at their random assignment. Lii the adult 
women in the sample, their average age was 33. The adult 
men also resembled the adult women in the study in terms 
of etlmicity, with 57 percent white. 29 percent black. and 
10 percent Hispanic. However. the men, had, on average, 
higher wages in their most recent job, as well as more 
extensive employment experience. In fact, over 90 per- 
cent of the mea in the study had held a job in the past, 
although only 13 percent were employed when they ap- 
plied for JTPA services. 

Table 13. Mean Earnings of Adult Women in Treatment and Control Groups, by Quarter 

Mean Earnings Impact on Treatment Crouo Eamines 
I Y 

Quarter 

1 ................. 

2 ................. 
3 ................. 
4 ................. 
5 ................. 
6.. ............... 

Total ............ 

Treatment Group 
(1) 

5942 

1,205 
1,353 
1,442 
1,529 
1,555 
8,027 

Control Croup In Dollars As Percent of (2j6 
(2) (3) : (4) 

$916 926 2.9 
1,145 60’ 5.2 
1,236 118*** 9.5 
1,363 78** 5.8 
1,413 116.” 8.2 
1,414 141*** 9.9 
7,488 539*** 7.2 

*Statistically significant at the .t 0 level; *‘at the .X Iwel; **Tat the .Ol Iwd (two-tailed testI 
‘Significance levels for this column are identical to those in column three. 

NOWS: Sample size, assignees = 4.376: control grwp = 2,098. EstimateS are regression-adjusted to control for differences in baseline 
characteristics between the treatment group and control group. 

Source: Estimates are based on first followup survey responses and earnings data horn State UI agencies as reported in The National 
ITPA Study: Title IM ~rnpacts on Earnings and Employment at IS Months. 
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Like the women. over two-thirds of the men had a high 
school credential. Of a treatment sample size of 3,759 
adult men, 24.6 percent were recommended by JTPA in- 
take staff to receive classroom training, 48.7 percent were 
recommended for OJT/JSA, and 26.7 percent were rec- 
ommended to receive other services. 

Earnings. Average monthly earnings for adult men in 
the treatment group and control group were virtually the 
same during the fiat three of the 18 followup months. 
However, after that point, treatment group members, on 
average, consistently earned more than their conuol group 
co”“terparts. 

For the adult men who received JTPA services, the av- 
erage monthly income was $493 in the first followup 
month and $801 in the eighteenth month. For those who 
did not receive JTPA services, the average monthly io- 
come was $501 in the first followup month and $774 in 
the eighteenth month. For the entire 18-month period, 
earnings of adult men who participated in JTPA lide U-A 
programs averaged $550 more than earnings of adult men 
who did not participate. Table 14 shows the impacts on 
earnings. by quarter. of those adult men in the study as- 
signed to JTPA programs and of the control group of adult 
men. 

Not all of the treatment group members actually en- 
rolled in the program. Thus separate estimates of the im- 
pacts per JTFA enrollee were calculated by adjusting the 

estimated impact per assignee, to account for the facts 
that 38.7 percent of all adult males who were assigned to 
the treatment group did not become enrolled in JTPA and 
2.2 percent of adult male control group members enrolled 
in JTPA Title II-A programs (even though the experiment 
embargoed their enrollment). These estimates are shown 
in the last column in the table. 

Employment. As with the adult women, the study in- 
vestigated three measwes of the impact of employment 
on adult me- percentage employed. be average own- 
her of weeks worked, and the average number of hours 
worked for each followup quatter and for the I8-month 
period as a whole. The study found that participation of 
adult men in JTPA lide II-A programs incwsed their 
employment compared with the control group by 2.8 per- 
centage points for assignees sod by an estimated 4.8 per- 
centage points for enrollees. 

Impact by I@ of Services Received. By investigating 
the average monthly earnings of adult men categorized 
by three subgroups of services received--classroom naio- 
ing; OJT/JSA; and other services--the study revealed that 
the largest and most consistent treatment-control ,group 
difference in earnings was in the OJT/JSA subgroup. Al- 
though the difference was negligible for the first several 
months of the 18-month period, after these tint few 
months the Weatmeot group earned consistently and sub- 
stantially more, on average. than did the control group. 

Table 14. Impacts on Earnings of Adult Men in JTPA Title II-A Programs 

Control Group 
Impact per Adult Men in Treatment Group 

Quarter Mean In Dollars As a Percent Inferred Impact per 
(1) 

(2) 
of Control Group Enrollee in Mean Dollirs 

(3) (4) 

1 01,659 917 1.1% 530 
2 1,925 121’ 6.3 205 
3 2,073 138.’ 6.7 235 
4 2,196 68 3.1 115 
5 2,212 103 4.7 175 
6 _._..____._.,, 2,242 102 4.6 174 

Total 12,306 550 4.5 935 

‘Statistically significant at the .lO level: **at the .OS level. 

Note: Significance levels for column three are identical to those in column two. Tests of statistical significance were not performed for 
column four. Sample sire, assignees = 2.980; control group = 1.439. Estimates are regression-adjusted to control for differences in 
baseline charaneristicr between the treatment group and control group. 
Source: Estimates based on first followup survey responses as reported in The Natbnal/TPA Study: Title II-A Impacts on Earnings and 
Employmnc at I8 Months. 
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participation on the attainment of a training-related high 
school diplomaor GED certificate for out-of-school youth. 
by gender. 

Earnings. For the out-of-school youth studied, eam- 
in@ differed from those for adults. For female youth, the 
estimated impact of litle II-A programs was negligible. 
The impact on male youth overall was substantially nega- 
tive, although this was largely concentrated among those 
male youth who reported having been arrested between 
their eighteenth birthday and their random assignment to 
either the control or treatment groups. 

Impact by ‘Ijpe of Services Received. For out-of-school 
female youth enrolled in Title II-A classroom training 
activities, impacts on earnings were negative during the 
first three followup quarten. The researchers point out 
that these initial losses in earnings probably reflected the 
earnings foregone byEtie II-A programparticipaots when 
they were attending classes. However, female youth in 
classroom aaining did not experience any significant in- 
creases in earnings later in the followup period. Hence, 
the earnings that female youth lost while participating in 
classroom training were not offset by a payback period- 
at least not by the end of the 18-month followup. 

Female youth in the OJT/JSA subgroup experienced 
moderately positive impacts on their earnings initially 
(which may have reflected an initial boost in employment 
produced by on-the-job training, job search assistance, or 
both), but these short-run gains were not sustained over 
time. Program impacts on the earnings of female youth in 
the other services subgroup were negligible in all six 
followup quarters. 

For out-of-school male youth in the classroom training 
subgroup, the results were essentially the same as those 
for their female youth counterptis+egative impacts in 
the first followup quarter (perhaps reflecting the costs of 
being in class instead of employed) and 00 earning iocreases 
large enough later to offset the initial earnings loss. 

Participation in Title II-A programs had a negative im- 
pact on the earnings of male out-of-school youth in the 
OJT/JSA subgroup in all six followup quarters compared 
with the control group. The loss reflected mainly an esti- 
mated -8.5 percent program-induced reduction in the av- 
erage number of hours worked by male youth-average 
hourly earnings among those who worked were largely 
unaffected by program participation. 

Male out-of-school youth in the other-services subgroup 
also experienced a loss in earnings compared with the 
conuol group. 

Ethnic Groups. The estimated program impacts on 
earnings for out-of-school youth did not vary systemati- 
cally with the ethnic backgrounds of sample members or 
with the barriers to employment they faced when they 
applied to JTPA. 

Help for Dislocated Workers 
Title III of JTPA authorizes employment-related ser- 

vices for people who lose theirjobs because of plant clos- 
ings or economic cutbackszOThese services are provided 
through the Economic Dislocation and Worker Adjust- 
ment Assistance program. The EDWAA program replaced 
the original litle III of JTFA and began operation in July 
1989. 

A report on the first phase of a three-year study of the 
implementation of the EDWAA legislation” provides in- 
formation oo the strengths and weaknesses of the new 
program. The study found that during the first year of 
EDWAA. considerable progress was made in furthering 
the objectives of the legislation. Specifically. services were 
available statewide in all States, most States responded to 
the objective of encouraging labownanagement codpera- 
tion in appropriate and creative ways, sod the emphasis on 
training resulti in the provision of retraining oppommities. 

EDWAA Background 
The EDWAA legislation was built on a number of years 

of JTF’A IitIe I11 program experience and addressed sev- 
era1 issues which were of concern to Departmental 
policymakers. These included: 

l An underexpettditure of available funds; 
l An emphasis on short-term training rather than on 

longer-term retraining; 
l The lack of capacity to provide rapid response to 

specific dislocations in many States; and 
l The fact that the requirement for matching funds for 

federal training dollars did not result in additional 
services for dislocated workers. 

In response to these concerns, a Secretarial Task Force 
on Economic Adjustment and Worker Dislocation in 1986 
examined various dislocated worker issues and investi- 
gated approaches used by other countries to serve dislo- 
cated workers. 

The Task Force proposed replacing JTF’A Title III with 
a new federally supported andguided structure that would 
provide for State-administered training and reempldymettt 
assistance to meet the needs of all dislocated workers. 
Key features of the Task Force’s proposal were incorpo- 
rated in the EDWAA legislation which reflected seven 
themes comprising nw federal goals for designing and 
operating dislocated worker services. These are: 

20 For additional information about dislocated wodr?n, se+ 
Dim/aced Workers: 1987-91 (Wahinnton, DC.: U.S. 
Debanment of Labor, Bureau 06 Labo;Statistics, Bulletin 2427. 
1993). 
21 Katherine P. Dickinson, Deborah 1. Kogan, K&n I. Rogws. 
and Mary Wskr, Study of the implementation of’rk Economic 
Dislocation and Worker Adjustment AssiRance Acr(Menlo Park. 
Calif.: SRI International, 1992). 
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l Building the capacity of substate entities to plan and 
administer dislocated worker services; 

l Improving resowce management practices and pro- 
gram accountability for services and outcomes; 

l Ensuring a capacity for rapid response to notitica- 
tions of impending plant closures and large-scale 
layoffs; 

l Promoting labor-management cooperation in design- 
ing and implementing services to dislocated workers; 

l Ensuring coordination between EDWAA resources 
and other Federal, State, and local funding sources 
that can provide services to dislocated workers; 

l Offering program coverage to various segments of 
the eligible dislocated worker population; and 

l Encouraging States and substate areas to take along- 
term view of worker readjustment. including offer- 
ing opportunities for meaningful retraining and 
implementing long-tam reemployment plans. where 
appropriate. 

Study Design 
The first phase of the EDWAA implementation study 

assessed the Act’s progress in furthering these themes. To 
this end, the study examined the State- and substate-level 
design and operations of the EDWAA program in PY 
1989. the year the legislation was implemented. 

Detailed case studies were conducted in I5 States and 
30 substate areas. Case studies were based on six- to eight- 
day site visits to each State. Field researchers conducted 
discussions, with a variety of State and substate EDWAA 
policymakers sod administrators, rapid response staff, and 
substate staff or service providers involved in designing 
and delivering EDWAA services to dislocated workers. 

Researchers also contacted local labor or business or- 
ganizations. economic development agencies, and Unem- 
ployment Insurance or Employment Service representa- 
tives involved in coordinated efforts with the EDWAA 
service system. 

Study Findings 
The study findings relate to the sew” themes noted 

above. 
Building a Substate Delivery System. The study States 

created statewide service delivery systems for PY 1989 
and allocated 60 percent of their allotments to substate 
areas. States generally designated substate areas that used 
the same jurisdictional boundaries as Title II-A Service 
Delivery Areas and designated the local PICs and SDA 
grantees responsible for Title II-A operations as the 
substate grantees responsible for EDWAA. 

The decision to “se the existing litle II-A substate ad- 
ministrative capacity for EDWAA eased the EDWAA tran- 
sition in the study States. However, because the State role 

in Tide 11-A is less extensive than in EDWAA, choosing 
Tide II-A SDAs as EDWAA substate areas made it diffi- 
cult to achieve balanced State and substate roles in de- 
signing and implementing EDWAA programs in some 
States. 

States generally took the lead in planning and coordi- 
nating rapid response activities under EDWAA. although 
substate areas usually participated in on-site orientation 
meetings and provided most basic readjusunent and re- 
training services to workers affected by both large-scale 
and smaller layoffs aad plant closures. States were gener- 
ally reluctant to assume a strong leadership role in estab- 
lishing client priorities or in promoting specific program 
designs, pardc”Iarly for services financed through substate 
fomlula auocations. 

Although a few States exerted strong control over 
substate program operations under EDWAA. most States 
deferred to substate discretion in designing and operating 
substate-funded programs. In contrast, several States re- 
tained control over the &sign and operation of 40 per- 
cent-funded projects. Several study States demonstrated 
that they could provide policy leadership to substate at- 
eas while leaving the details of prograriioperations up to 
these areas and their designated service~providers. 

Improving Program Accountability. Most of the smdy 
States implemented only a single performance standard 
for substate areas under EDWAA-the required entered- 
employment rate. Several States implemented supplemen- 
tary performance goals. Although several States were 
considering offering Incentive awards for good performance 
on the sandads in subsequent years, “one of the study States 
implemented performance incentive awards for PY 1989. 

States generally permitted considerable substate area 
discretion in selecting target populations and client ser- 
vices. A few States developed detailed criteria for review- 
ing and approving substate EDWAA plans, and most ap- 
proved substate plans with few, if any. changes. State 
technical assistance to sod monitoring of substate area 
operations focused more on program compliance and pro- 
cedural issues rather than on the effectiveness of the avail- 
able services fw the targeted dislocated worker population. 

All study States emphasized fiscal accountability in PY 
1989 to help ensure that federally mandated 80 percent 
expenditure levels were achieved by the end of the pro- 
gram year. The study found that substate expenditure rates 
varied. In some States, substate areas that were 
underspendiog their formula funds voluntarily deobligated 
some funds; in other States, substate areas were reluctant 
to release EDWAA fttnds even if they were slow in spend- 
ing them. At least 12 of the I5 study States had met the 
8Opercentexpenditwerequirement bytheendofPY 1989. 

Implementing Rapid Response. For the most part. 
States made conscientious efforts to implement the 
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legislative requirements for providing rapid response to 
layoffs. Staff in most States designed procedures to re- 
ceive Worker Adjustment and Retraining Notification 
(WARN) notices expeditiously and felt that the WARN 
legislation increased both their knowledge of dislocations 
and their ability to respond rapidly. Several States and 
substate areas also took steps to increase employers’ 
awareness about the provisions of the WARN legislation or 
to establish additional sources of information about layoffs, 
including linkages with ES. UI, economic ckxloprnent agen- 
cies, unions, business organizations. and the media 

After learning of layoffs, States generally contacted 
employers by telephone within 48 hours, although on-site 
meetings usually occurred later-typically one to two 
weeks after receipt of a WARN notice. 

All States and substate areas indicated that the 60&y 
notice required by WARN did not have the effect of pre- 
venting layoffs. 

The main focus of rapid response activities was on pro- 
viding dislocated workers with information about 
EDWAA and related programs through on-site orienta- 
tion meetings. 

Encouraging Labor-Management Coopemtion. The 
level of State and substate interest in promoting fortnal 
labor-management committees varied significantly. In 
some States. ihese committees were viewed as an essen- 
tial element of rapid response. while in other States, they 
were encouraged and supported only when company rep- 
resentatives were receptive to the concept. Some States 
encouraged labor-management committees merely to sat- 
isfy the Federal policy initiative without understanding 
why they were being encouraged to support them or what 
other mechanisms might further the same objectives. 

The role of the committees varied widely, ranging from 
formal organizations responsible for designing prelayoff 
services or overseeing the operation of a plant-specific 
project to informal advisory committees that assisted in 
outreach and recruitment during rapid response efforts. 

A variety of other mechanisms were also used to pro- 
mote active employer and worker involvement in EDWAA 
planning and service delivery. These included: 

l Forming general labor-management councils at the 
State and local level; 

l Creating broader community task forces for large- 
scale layoffs; 

l Encouraging employer contributions to support re- 
adjustment and retraining, even if a labor-manage- 
ment~committee was not formed; and 

l Actively involving labor organizations and former 
dislocated workers in designing and delivering ser- 
vices to dislocated workers. 

Promoting Coordination of Funds and Services. Be- 
cause most substate areas were alsoTide II-A SDAs, co- 

ordination between EDWAA andlitle II-A was very corn- 
moo. Only six of the 30 substate areas studied operated 
entirely distinct EDWAA and Tide II-A programs, In the 
remaining 24 areas, the hvo programs were at least partially 
integrated, and in 11 areas, programs were highly integrated. 

The study findings raised the issue of whether the spe- 
cific needs of dislocated workers were being adequately 
addressed, or whether the needs of economically disad- 
vantaged individuals dominated program priorities, In 
most cases. retraining options available to dislocated work- 
ers were highly diverse because participants were referred 
to many local programs or participated in on-the-job traln- 
ing. In a few cases, dislocated workers received training 
in only a limited number of occupations that appeared to 
be more appropriate for Title II-A participants looking 
for entry-level jobs. Further, in most cases, dislocated 
workers received either the same basic readjustment ser- 
vices as Iitle II-A clients or no basic readjustment ser- 
vices at all because they were viewed as more job ready. 

The study also found strong coordination between the 
EDWAA program and the Employment Service and Un- 
employment Insurance systems. The chief contribution 
of these systems was infortnation. Labor market ‘infor- 
mation and IJI claimant infomtation were used in plan- 
ning EDWAA services and in allocating funds to substate 
areas. ES and IJI also played an important role in identi- 
fying plant closures and layoffs, particularly in States 
where employer compliance with WARN was low. 

In a few substate areas, however, poor relationships 
between EDWAA and the ESAJI systems hampered co- 
ordination. Often this situation arose where the ES/U1 
systems had played a larger role in dislocated worker pro- 
grams under the previous JTF’A Tide III. 

Coordination with Trade Adjustment Assistance was 
less developed, in part because of confusion arising from 
the complexity of the TAA program, and in part because 
of the lack of clear policies about how to provide services 
to workers eligible for both programs. 

Several States coordinated activities with economic 
development agencies in an attempt to prevent layoffs. 
The most successful were linkages between EDWAA and 
economic development training programs and economic 
development efforts to attract new businesses. In some 
cases, coordination did not benet% EDWAA participants 
because the economic development agency’s goal of sew 
ing employers took precedence over EDWAA’s goal of 
improving dislocated workers’ employability. 

Comdinadofi with education agencies occurred pritnaril y 
when substate areas purchased traiaing services from vo- 
cational schools, community colleges, and other edu- 
cational agencies. 

Coordination with human services agencies was decen- 
tralized and largely infortnal. 
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Serving a Range of Dislocated Workers. Among the 
I5 States studied, four reported their fornntla allocation 
funds prevented them from serving a broad range of dis- 
located workers. These States generally had high levels 
of worker dislocation. although some had relatively low 
unemployment rates. 

About one-third of the substate areas studied reported 
that their resources did not meet the needs of their dislo- 
cated worker populations. These areas either experienced 
very high levels of dislocation or received small grants 
($5O,ooO or less). On the other hand, about one-third of the 
substate areas had more timding than they could easily spend. 

In investigating the types ofdislocated workers targeted 
by States and substate areas, the study found that substate 
areas were generally serving the type of dislocated worker 
prevalent in their communities. However, five substate 
areas that experienced at least moderate levels of recent 
dislocations targeted long-term unemployed individuals 
with characteristics similar to ‘litle II-A clients. 

Some substate areas were confused about what types 
of workers should receive priority for EDWAA services, 
largely arising from ambiguities surrounding eligibility 
and targeting in the statute. Several were uncettain whether 
to target individuals most in need or whether to serve rela- 
tively well-off dislocated workers. Confusion also arose 
be&use some States and substate areas interpreted 
EDWAA eligibility requirements using WARN definitions 
and requirements. 

Promoting Long-Term king. ‘Ihe requirement that 
50 percent of substate funds be spent on reaaining was 
enthusiastically received in most States. Meeting this 
requirement was not a problem for about two-thirds of 
the substate areas studied. However, about one-third of 
the substate areas reported that the retraining requirement 
restricted their budget and program design flexibility. 

Although most of the States and substate areas studied 
supported providing long-term training options for dlslo- 
cated workers, a number of respondents emphasized that 
the focus should be on services that increase access to 
stable, high-quality employment. rather than on long-term 
training. Only two of the study States designated incen- 
tives for providing long-term training. Several States 
implemented or were planning to create incentives for 
achieving highquality reemployment outcomes rather 
than the delivery of long-term training. 

In delegating the design of support services and needs- 
related payments to substate areas, States gave both ex- 
plicit and implied messages of low priority to these ele- 
ments of EDWAA. As a result, substate areas usually 
budgeted less than IO percent of available funds for sup- 
port services (rather than the 25 percent permitted by the 
legislation) and actually spent an even lower percentage 
of their funds for these services. 

The study also found that the absence of needs-related 
payments created a particular problem in serving unskilled 
displaced workers with limited English skills or substan- 
tial basic skills deficits. A number of substate respondents 
indicated that short-term intensive training tailored spe 
cifically to dislocated workers’ needs for skills upgrad- 
ing made more sense than long-term naining. 

Recommendations 
The report offers recommendations for State and local 

policymakers: 
l Pay greater attention to the objectives of EDWAA. 

The researchers point out that formal EDWAA 
mechanisms (i.e., rapid response teams. procedures for 
responding to WARN notilications. labor-management 
committees, and linkages with employment and social 
set-vice programs) worked best when tliey were devel- 
oped to accomplish clear, functional objectives. 

’ Work to develop a coordinated State and substate area 
dislocated worker program Because the study found 
that many States and substate areas carved out their 
own areas of authority under EDWAA rather than 
working together to produce a coherent statewide 
system, the researchers suggest that greater coordi- 
nation of State and substate activities would improve 
the overa etTeaiveoess ofdislocated wotkers services. 

l Develop clear strategies for targeting dislocated 
workers and disseminate effective service designs. 
The researchers suggest that greater efforts are 
needed to determine the needs of dislocated workers 
and to develop or adopt services that meet those 
needs. Because both States and substate areas ap- 
peared to develop program options in isolation. 
greater attention to designing appropriate and effec- 
tive services for dislocated workers and providing 
technical assistance in program planning and dis- 
seminating effective practices was pcommended. 

Unemployment Insurance 

Supporting Self-Employment 
One possible way to move the UI system beyond its 

current income maintenance function is to offer incen- 
tives and assistance to help unemployed people become 
self-employed. To this end, the Department initiated two 

demonstration projects to test the feasibility of implement- 
ing self-employment programs for unemployed workers 
in the United Statesz? Self-employment may be an 

22 The Ul Self-Employmnt demonstration began in September 
1987 with the selection of Washington SK& as the site of a self- 
employment demonstration project. Section 9152 of the 
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appropriate option for a small percentage (under five per- 
cent) of the Nation’s UI claimants, according to a report 
that presents an overview of the self-employment option 
for unemployed workers. reviews two self-employment 
demonstrations. and analyzes various policies related to 
self-empl0yment.l 

The Self-Employment Option 
Although starting a business is often considered an ap- 

pealing employment option for many Americans, it has 
traditionally not received much consideration in the de- 
velopment of policies to help unemployed workers. How- 
ever. because self-employment, or“microenterptise.” has 
become a growing source of jobs in the economy. 
policymakers have begun to look at the experiences of self- 
employment policies and programs in other countries to see 
if similar programs might be effective in the United States. 

A paper prepared by the Department (the first of four 
papers contained in the report summarized herejz4 pre- 
sents an overview of self-employment programs in West- 
ern Europe; discusses various aspects of self-employment 
options in the United States; provides information about 
the role of the Federal Government in promoting self- 
employment; identifies the various populations who might 
benefit from self-employment programs; briefly reviews 
two self-employment demonstration projects; and presents 
information about future prospects for investigating the 
self-employment option for unemployed workers. 

Self-Employment in Western Europe. Over the past 
decade, many Westem’European natio& experimented 
with a variety of self-employment initiatives as a way to 
help unemployed workers become reemployed.‘6 Most of 
these programs provided unemployed workers with some 
combination of financial assistance and supportive ser- 
vices designed to help them plan. establish, and operate 
their own businesses. 

22 (continued) Omnibus Budget Reconciliation Aa 01 1987 
authorized the Depanmmt to proceed with tJt self-employment 
demonstration projects in additional States. The following year, 
the Depanment initiated a second self-employment project in 
the Commonwealth of Massachusetts. 
23 Stephen A. Wandoer, et al., Sell Employmew Programs for 
Unemployed Workers. Unemployrwnt Insurance Occasional 
Paper 92-2 (Washington, D.C.: U.S. Deparrment of Labor, 1992). 
24 Steven A. Wandner and lo” C. messenger, “From 
Unemployed to Self-Employed: Self-Employment as a 
Reemployment Option in the United States,” prepared for the 
Association oi Public Policy Analysis and Managements 13th 
Annual Research Coniermce, October 1991. 
25 These countries are Belgium, Denmark, Finland. France, Great 
Britain. Germany, Greece, Ireland. Italy, Luxembourg. the 
Netherlands. Norway, Portugal, Spain, and Sweden. 
16 Self-employmmt programs have also been implemented in 
Australia and Canada. 

European programs offered two types of financial as- 
sistance. T’he first was lump-sum payments which pro- 
vided participants with a specific amount, equal to all or 
part of the funds remaining in their UI benefit entitlement, 
This method helped provide participants with funds for 
the initial capitalization of their microbusinesses. The sec- 
ond type of assistance was periodic payments, which were 
made weekly or biweekly, typically in lieu of regular un- 
employment benefits. The payments provided participants 
with a continuing income stream while they were in the 
early stages of planning and operating their businesses. 
In some cases, these payments lasted up to one year. 

Most of the European programs also provided certain 
support services that helped UI claimants to start and de- 
velop their businesses. These services included business 
counseling, entrepreneurial training, technical assistapce. 
exemptions from certain business taxes and legal require- 
ments (e.g., an exemption from social security conuibu- 
tions in France). and preferential access to business loans 
and grants from sources outside the program. 

The authors compare program models in Great Britain 
and France (the two largest European self-employment 
programs) and point out that both programs enmlledJarge 
numbers of participants. Key differences between the pro- 
grams were in the method of payment to participants, with 
the French program providing a single lump-sum payment 
and the British program providing a weekly self-employ- 
ment alkwance in place of Rgula unemployment benefits. 
Both programs provided some limited supportive services. 

Self-Employment in the UnitedStates. Because of the 
generally healthy U.S. economy which followed the l982- 
83 recession, self-employment increased significantly 
throughout most of the 1980% from just under six million 
in 1981 to almost 6.5 million in 1985. 

The authors point out that small businesses have con- 
tributed greatly to the American economy, both in terms 
of the generation of wealth and the creation of n&jobs. 
According to the Small Business Administration. almost 
one-half of all the nonagricultural gross product originat- 
ing in the United States comes from small businesses. 
Nonfarm sole proprietorship earnings doubled from 
$160.2 billion in 1980 to $324 billion in 1988. 

Government Role in Promoting Se&Employment. The 
authors suggest that because of the importance of small 
businesses in economic growth and job creation. Federal, 
State, and local governments have made substantial ef- 
forts to encourage the formation and growth of small busi- 
ness ventures. This support includes establishing the Small 
Business Administration and its network of State Small 
Business Development Centers and support for the Ser- 
vice Corps of Retired Executives, a national volunteer 
organization that links small businessowners with retired 
businesspersons. 
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l There were some differextces in the criteria used to 
determine the adequacy of the business plan in the 
various sites, resulting in an earlier lump-sum pay- 
ment schedule for some sites. The average time to 
receipt of the lump-sum payment was 7.8 weeks. 

l Over half (53.5 percent) of the businesses established 
through SEED were in the services sector, although 
a substantial number of businesses were in man”- 
factwing, construction, and retail t~ade.*~ 

The Massachusetts UI Self-Employwnt Demonstm- 
tion. The Massachusetts U1 Self-Employment Detnonstra- 
tion. also known as the Massachusetts Enterprise Project, 
was a three-year demonstration. It incorporated an experi- 
mental evaluation design with half the eligible UI claim- 
ants receiving self-employment services (the treatment 
group) and the other half receiving regular UI services 
(the control group). Tbe project began operating in seven 
sites in May 1990 with a total of 300 treatment and 300 
control group members initially projected to participate 
in the project.‘0 

UI claimants in the treatment group received business 
development services which included an initial eight-hour 
training sessions to introduce them to a variety of business 
development issues; individual counseling sessions tar- 
geted to their unique needs; regular workshops to provide 
additional training and peer support; and referrals to other 
sources ofbusiness training and technical assistance (i.e., 
consultants, private organizations, and free legal or ac- 
counting assistance). 

They received financial assistance, which included the 
payment of self-employment allowances in lieu of unem- 
ployment benefits, as well as a waiver of tbe regular UI 
work search requirement. Participants in the Massachu- 
setts project also were potentially eligible for business 
loans through a project-specific program designed by the 
Massachusetts Department of Employment and Training 
and a local bank. 

An early preliminary evaluation of the first year of the 
three-year project revealed that: 

29 A comparative analysir of the Washington and Massachusetts 
UI Self-Employment Demonstration Programs, conducted an 
average of 18 to 2 1 months after random assignment and issued 
in lune 1994, clearly indicates that self-employment is a viable 
reemployment option for some unemployed workers. The 
potential target population for a self-employmnt assistance 
program for unemployed persons is relatively small: between 
two and four percent of UI recipierm are interested in pursuing 
self-employment. However, of those individuals who are 
interested. a large number--about half-actually do star! a 
business. Results of evaluations of the two demonstration 
programs. conducted three years after assignment, will be issued 
in 1995. 

3OThe planned number of participants was subsequently raised 
to 500 treatment and 500 control group members. 

l The self-employment option interests a relatively small 
subset of likely UI exhaustees. In the Massachusetts 
project, only 4.3 percent of those invited to attend an 
information session about the program attended. 

l Individuals laid off from professional, managerial, 
and technical occupations were more interested in 
self-employment than individuals in other occupa- 
tional groups. Those with higher levels of education 
also appeared to be more interested. 

l Overall, unemployed men appeared to be substao- 
tially moR interested in self-employment than un- 
employed women. and individuals between 36 and 
55 years old more so than younger or older groups. 
(See Footnote 29.) 

Ptvgtams in Western Industrial Cotmtries 
The final paper in the publication summarized se&al 

self-employment programs in Europe. Nottb America, and 
Australia. The paper was based primarily on work per- 
formed by an expert panel set up by the Organization for 
Economic Cooperation and Development to review vari- 
0”s government programs promoting self-empIoyment, 
and on an analysis of some of these programs preaared 
for the United Nations International Labor Organution’s 
1990 Annual Conference. Most of the program infotma- 
tibn was obtained &om admioistmtive files for the various 
pmgratm studied, or from surveys of program participants. 

The programs were reviewed in the context of six policy 
issues. These were: (1) the importance of government as- 
sistance in business startup; (2) an analysis of the extent 
to which the business ventures would have occurred with- 
out government aid; (3) a comparison of the success rates 
of those business ventures undertaken through the 
government-sponsored programs versus those started 
without government assistance; (4) targeting methodol- 
ogy intended to provide services to a specified subgtottp 
of the eligible population; (5) longitudinal tracking to es- 
timate average business lifetimes; and (6) the cost- 
effectiveness of govemment subsidies. 

The paper presents an overview of several key program 
operations and describes a program theory used to con- 
struct a theoretical model to describe program character- 
istics and to explain how a specific program is intended 
to futtction. 

The descriptions of programs are based on reports pro- 
duced by sponsoring agencies or program analysts. Pro- 
grams reviewed are in France. Luxembourg. Norway, 
Portugal. Spain, Sweden, Great Britain, Greece. Ireland, 
Italy, the Netherlands, and Germany, as well as Washing- 
to” and Massachusetts. 

The paper also provides an evaluation theory that can 
be used to determine the relative success of the various 
programs. 



UI Reemployment Bonus 
Over the years, the UI program has used work-search 

requirements and referrals to the Job Service to promote 
a more rapid reentry into the workforce of individuals 
receiving unemployment insurance. In recent years, some 
policymakers have expressed an interest in determining 
if reemployment bonuses-a lump-sum cash payment to 
those who become reemployed or self-employed 
quickly+an encourage unemployed workers to make a 
faster transition to new jobs. 

A repon” based on evahtations of two demonstrations 
in Pennsylvania and Washington State’* showed that al- 
though reemployment bonuses reduced, for the most part, 
the total amount of benefits paid to UI claimants. the 
amount of the bonus payments-xombined with the ad- 
ministrative costs necessary to offer them-exceeded the 
savings for the UI system. 

The study was based on an analysis of a merged sample 
of 27,616 claimants who were eligible for tbe two dem- 
onstrations. It provides background information about the 
demonsnations, including the findings that were presented 
io the reports for both demonstrations; examines the rate 
at which claimants passed through each stage of the bo- 
nus claim process and how bonus receipt rates varied be- 
tween the demonstrations; examines the combined sample 
of ‘claimants from both detnonsaations to determine if 
reemployment bonuses reduced UI receipt; estimates the 
impacts of the bonuses on UI receipt among subgroups of 
claimants; and reviews the impacts of reemployment bo- 
nuses on the employment and earnings of participants. 

The Pennsylvania and Washington State 
Demonstrations 

The report summarizes the most important character- 
istics of the two demonsaations and twiews the impacts 
1’ Paul T. Decker and Christopher 1. O’Leary, An Analysis of 
Pooled Evidence from the Pennsylvania and Washington 
Reemployment Bonus Demonstrations, Unemployment 
tnsurance Occasional Paper 92-7 (Princeton, N.I.: Mathematics 
Policy Research. Inc., and Kalamazoo, Mich.: W.E. Upjohn 
tnstifute for Employmnt Research, 1992). 

32 The findings for the Pennsylvania demonstration are presented 
in detail in Walter Carson et al., Pennsylvania Reemployment 
Bonus Demonstration final Repon, Unemployment Insurance 
Occasional Paper 92-l (Princeton, NJ.: Mathematics Policy 
Research, Inc., 1991). The findings fw the Washington 
demonstration ate presented in &tail in Robert G. Spiegelman, 
Christopher I. O’Leay, and Kenneth 1. Kline. The Washington 
Reemployment Bonus Experiment Final Report, Unemployment 
tnwran~e Occasional Paper 92-6 (Kalamazoo, Mich.: W.E. 
Upjohn tnstitote for Employment Research, 19921. For a 
discussion of the two self-employment demonstration projects 
summarized in this Repan, we Stephen Wandner, et al.. Self 
Employment Pqrams for Unwnployed Workers. 
Unemployment tnsuranceOccasionat Paper92-2 (Washington. 
D.C.: U.S. Depanment of Labor, 1992). 

on participants of each demonstration as presented in their 
evalttation reports. (See Footnote 28.) The researchers also 
discuss how the two data Sets were merged and describe 
the characteristics of the two samples and the sites from 
which they were drawn. 

Both the Pennsylvania and Washington demonstrations 
tested several alternative bonus offers for UI claimants, 
which differed according to the amount of the bonus of- 
fer and the period for which an individual qualified for 
the bonus. In both demonstrations. eligible claimants were 
assigned randomly to either a treatment group that received 
one of the bonus offers or to a control group that was not 
offered a reempIoyment bonus. Both denionstrations used 
similar claims processes in which chxitnants tiled for tie 
bonuspaymentoncetheyfulfilledtheeligibilityrequirements. 

In reviewing the major features of the demonstrations, 
the researchers focused on three factors:;(l) the param- 
eters of the batus offers; (2) the populations of UI claim- 
ants who received bonus offers in the two demonstrations; 
and (3) the additional requirements for receiving the 
bonuses. 

Both demonstrations tested several alternative bonus 
offers that differed according to the amount of the bonus 
and the duration of the bonus qualification period. As 
shown in Chart 16. tbe PennsyIvaniadetnonsuation tested 
four different bonus offers based on two alternative bo- 
nus amounts (a low amount which was three times the 
claimant’s weekly benefit amount [WBAI and a high 
amount of six times the WBA) and two alternative quali- 
fication periods (a short period of six weeks and a long 
period of 12 weeks, beginning on tbe b&us offer date).” 

The Washington demonsaation tested six different bo- 
nus offers based on three alternative bonus amounts (two 
times the claimant’s WBA, four times the WBA. and six 
times the WBA) and two qualification periods which were 
tied to the claimant’s potential UI duration. measured in 
weeks (20 percent of the cIaimant’s potential duration plus 
one week, or 40 percent of the claimant’s potential UI 
duration plus one week). Average bonus amounts in dol- 
lars and average bonus durations for each treatment are 
shown in the lower portion of the chat. 

33 The Pennsylvania demonstration also included two additional 
treatments. one was a bonus offer that declined gradually from 
the high amount over a 12-w& qualification period, thus 
giving claimants an incentive to become reemployed as quickly 
as possible within the 12.week period. Since the offev was 
dissimilar to any other Pennsylvania M Washington bonus offer. 
it was excluded from the analysis of the combined participant 
group. The other treatment was identical to Treatment Four noted 
in the chart, except it excluded the offer of a job-search 
workshop that accompanied all of the other treatments. Because 
so few claimants participated in the workshop, there was no 
difference between the two groups. Thus, the groups were 
combined into a new group (see PT4 group in the chart). 
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A comparison of the two demonsaations revealed that 
the Washington State demonstration offered bonuses to a 
broader group of UI claimants than the Peonsylvaniadem- 
onstration (the Pennsylvania program excluded unem- 
ployed workers who had a specific recall date from their 
employers within 60 days after their Ul application and 
claimants who accepted employment exclusively through 
a union). The timing of the bonus offer also differed 
slightly between the two demonstrations, with claimants 
in the Pennsylvania demonsaation assigned to either the 
treatment group or control group between their applica- 
tion for UI benefits and the filing for those benefits. In 
the Washington demonstration. claimants were randomly 
assigned to either the treatment group or control group at 
their initial UI application interview.” 

Both demonstrations required that claimants who re- 
ceived their reemployment bonuses had to work in their 
new jobs for several months, to be employed full-time, 
and to meet standard UI eligibility criteria. 

The evaluations of both the Pennsylvania and Wash- 
ington demonstrations found that the availability of a bo- 
nus offer can accelerate the reemployment of unemployed 
workers. thus reducing the amount of time spent on UI 
and total benefit payments. Specific findings included: 

l Between seven percent and 22 percent of the total 
number df claimants in the combined analysis who 
were assigned to one of the combined 10 treatment 
groups (the four Pennsylvania demonstration treat- 
ment groups and the six Washington demonstration 
treatment groups),received some form of reemploy- 
ment bonus payment. The receipt rates were highest 
for the most generous bonus offers. Bonus receipt 
rates also were higher in the Washington demonstra- 
tion than in the Pennsylvania demonstration. 

l Both demonstrations generally reduced UI receipt, 
with the greatest reductions occurring in response to 
the most generous bonus offers. In Pennsylvania. the 
most generous offer reduced average UI receipt by 
about 0.8 weeks (or $130 per claimant). In the Wash- 
ington demonsuation, the most generous offer re- 
duced UI receipt by 0.75 weeks ($140 per claimant). 

l In both demonstrations, the bonus offers generally 
yielded net benefits to claimants and to society as a 
whole; some treatments also provided net benefits 
to the govemment. However, the costs of adminis- 
tering and paying reemployment bonuses in the dem- 
onstxations generally exceeded the bonus-induced 
reduction in UI receipt. 

34 This difference in timing of the bonus offers made the 
Washington demonstration somewhat more inclusive, since 
some of the claimants who received bonus offers in the 
Washington demonstration would not have received an offer 
according to the Pennsylvania design. 

The researchers also reviewed the process used to merge 
the two data sets, which resulted in an analysis sample of 
27.616 claimants--12.082 from the Pennsylvania dem- 
onstration and 15,534 from the Washington program. ln- 
cluded in the sample were 3,354 claimants assigned to 
the Pennsylvania conuol group and 3,082 assigned to the 
Washington control group. Relatively few differences in 
charactetistics were noted between control group mem- 
bers in the two demonstmtions. In addition, the research- 
ers noted that the distribution of employment by industry 
was similar in the two States. 

Claiming the Bonus 
The researchers examined the rate at which claimants 

passed through each stage of the bonus claim process in 
the two demonstrations and investigated how the bqnus 
receipt rates varied between the demonstrations. Oveiall, 
about 13 percent of the claimants who were assigned to a 
treatment group received a reemployment bonus. 

A regression analysis revealed that both the amount and 
the duration of the bonus offer had a significant impact 
on whether an individual received the reemployment 
banus. 

In looking at the various characteristics of UI daim- 
ants who received the bonus, the researchers found that: 

. The gender of a claimant had no impact on the prob- 
ability of receiving a bonus. 

l Blacks, Hispanics, and other nonwhite claimants 
were much less likely to receive a bonus. 

l Older claimants were significantly less likely than 
younger claimants to receive a bonus. 

l Claimants who were on recall staodby or were full- 
referral union members were much less likely than 
other claimants to receive a bonus. 

l Claimants who were previously employed in a maou- 
factming industry were less likely to receive a bonus. 

Impact on UI Receipt and EmploymenUEamings 
Findings from the demonstration evaluations indicate 

that the bonus offers in the two demonstrations generally 
reduced UI receipt among claimants who received a bo- 
nus offer. The average impact of the bonus offers was a 
reduction in UI receipt of half a week, or $85. The largest 
impacts occurred in response to the most generous bonus 
offers with the longest qualification periods. which re- 
duced average UI receipt by about 0.8 weeks (or $140) in 
the two demonsbations. 

From investigating the impacts of the reemployment 
bonuses on employment and earnings of UI claimants. 
the researchers found only weak evidence that any of the 

reemployment bonus offers increased the postapplication 
employment aodeamings of claimants who were assigned 
to the treatment groups. On average, the bonus offers did 
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Chart 16. The Characteristics of the Reemployment Bonus 
Demonstrations 

Pennsylvania Demonstration 
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Washington Demonstration 
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Source: An AM&SLY of Pooled Evidence from the Pennsylvania and Washington 
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not increase either employment or earnings significantly 
over the long term. 

The Influence of Unemployment Insurance 
on Employer Layoffs 

The unemployment insurance system finances benefits 
to unemployed workers by taxing employer payrolls in 
all States.” A unique feature of the UI system that helps 
determine the amount of Ul taxes employers pay is known 
as “experience rating,” in which firms with higher num- 
bers of layoffs in proponion to their number of employ- 
ees pay a greater percentage of UI ta~.‘~ To some extent, 
this financing mechanism affects the decisions of some 
firms regarding layoffs. Although the impact of experi- 
ence rating has been analyzed in prior studies, a major 
limitation of these analyses of firm behavior is their reli- 
ance on either data for individual workers or aggregated 
data for state-industry categories. 

A study of the first micro data set which uses detailed 
information from matched firm-worker records allowed 
a unique examination of several issues related to the be- 
havior of firms regarding decisions to lay off workers.” 

Constructing the Data Set 
The most important aspect of the study is the coostruc- 

tion of a set of data which matched the records of firms 
and workers. After sample weights were applied, the 611 
firms studied became representative of the Illinois popu- 
lation from which they were drawn in terms of tax rates, 
industries. and firm size. The sampling procedures used 
reduced the number of matched firm-worker records from 
about I .5 million to a more manageable number of 84.MX.l. 
The Illinois Department of Employment Security then 
used a computerized search process to identify all UI- 
reported layoff activity for these 84,OCO workers during 
the period of the analysis (from UI-covered employers 
who filed 1987 UI wage repons with the State of Illinois). 

The unique data set made it possible to define several 
types of firm layoff measures which had not been previ- 
ously analyzed. These included identification of seasonal 
influences on firm layoff behavior as well as layoff rates 
for workers experiencing multiple separations, the aver- 
age duration per U&paid layoff, the total layoff weeks 
35 In a few States, employee earnings are also taxed. 
36 The employer-charging provisions used by most States assign 
layoff costs to an employer depending on the ‘base-period” 
wages paid by the firm to the worker prior to layoff. A worker’s 
bare period is typically defined as the first four of the last iive 
completed calendar quxters prior to the siart of the worker’s 
“benefit year.” 

3’Paul L. Burgess and Stuart A. Low, Unemployment insurance 
and Employer Lay&, Unemployment Insurance Occasional 
Paper 93-I iTempe, Ark: Arizona State University. 1992). 

per employed worker, attd whether the tint UI-paid layoffs 

for particular workers were chargeable to the layoff limx 

Study Findings 
Because of the complexity and variety of issues in the 

study, selected findings were highlighted, as follows. 
l There is substantial variability in the UI tax rates of 

tirms in the same industty and same firm-size cat- 
egories. The mean or median tax rate for any par- 
ticularcategory conceals substantial variability in the 
tax rates of time in that category. 

l Seventeen percent of all firms studied were at the 
maximum UI tax rate. But the percentage of firms at 
the maximum tax rate varied from only seven per- 
cent of the finance/insurance/real estate firms to 37 
percent of those in construction and 35 percent of 
those in the category of transportation. communica- 
tion, and public utilities. 

l Thirty-eight percent of alI firms studied were at the 
minimum tax rate, but this percentage varied from 
only one percent of the largest firms to 51 percent of 
the smallest firms and 68 percent of financelinsur- 
ancehal estate firms. 

l One difference in the UI tax distributions for em- 
ployment aod firms was that only 13 percent of all 
employment but 38 percent of all firms were in the 
lowest tax rate category. Two particularly large dif- 
ferences in these percentages in the lower tax cat- 
egory were for construction (only three percent of 
employment but 20 percent of firms) and finance/ 
inswancelreal estate (only 13 percent of employment 
but 68 percent of firms). 

. Large differences in the percentages of employment 
and firms at the maximum tax rate were found in 
construction (64 percent of employment but only 37 
percent of firms) and hanspwtatioticommunication/ 
public utilities (16 percent of employment but 35 
percent of lirms). 

. Several types of firm layoff measures never before 
analyzed were defined, such as a firm-worker “win- 
dow” for each employee and layoff risks. 

l The propensity of tirms to make any UI layoffs dur- 
ing the period varied substaotially around the mean 
of 32 percent for all firms, from only 15-17 percent 
of the smallest and minimum-tax firms to 62 percent 
of manufacturing firms sod 95 percent of the largest 
employers. 

. The overall Ul layoff rate was defined as the total Ul 
layoffs a group of firms made over the period, di- 
vided by the total I987 employment for that group 
of firms. This overall firm layoff rate was estimated 
at seven perceot, but it varied substantially for dif- 
ferent types of lilms. 
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l The total paid layoff rates for firms in the seven ma- 
jor industry groups varied from as little as two per- 
cent for retail trade firms and three percent for 
finance/insurance/real estate firms to as much as 29 
percent for construction firms. 

l The total UI layoff rate varied from two-to-three per- 
cent for firms in the three lowest tax categories to up 
to 20 percent for firms in the maximum tax category. 

l The “layoff subsidy” emphasized in the study was 
the result of the way States charge employers for IJI 
benefits that a worker received during a benefit year. 

l The early layoff subsidy created by the use of a “lag 
quarter” tended to destabilize employment by in- 
creasing layoff probabilities for workers during their 
tint few months with a new firm. 

l There had not previously been any estimate of the 
quantitative importance of the early layoffs that oc- 
cur before firms incur any layoff liability. The re- 
searchers estimated that “free layoffs” (resulting in 
no increase in UI tax rates based cm experience rat- 
ing) frequently were used and that their use varied 
substantially among different types of firms. 

l The researchers estimated that 27 percent of all (UI 
chargeable) layoffs for a four-five quarter period were 
“free laxoffs” to the firms initiating the layoffs. 

l The findings on free layoffs raise a policy issue re- 
lated to the need of States to reconsider base-period 
definitions that include a lag quarter. 

l Empirical estimates revealed that UI activity was dis- 
tributedmuchdifferentlythanemploymentamongtypes 
of tinns. For example, the researchers found that one 
out of every hvo U&paid layoffs and three of every five 
“free layoffs” during the four-five quarter period were 
made by maximum-tax tirms. even though they em 
ployed fewer thatt one of every five waken in Illinois. 

l Particular types of firms accounted for different 
shares of UI activity and employment. Construction 
accounted for 29 percent of total layoffs, 42 percent 
of the “free layoffs,” and 20 percent of the total weeks 
of IJI benefits paid, even though coostruction fmns 
accounted for only seven percent of all UI-reported 
employment In contrast, retail trade accounted for 
less than one-tenth of total and free layoffs and only 
one-ninth of total weeks of benefits paid, compared 
to nearly one-fourth of total employment. 

Alternative UI Work Search Policies 
State Employment Security Agencies implement work 

search policies for all IJI recipients as part of their re- 
sponsibility for administering State UI programs and pay- 
ing benefits. These policies may include the monitoring 
of work search efforts, as well as the provision of job 
search assistance services. 

The traditional work search policy followed in most 
States requires that individuals receiving UI benefits con- 
tact at least three new employers each week in search of 
full-time work in their customary occupation.3sThis type 
of policy treats each claimant in a similar manner and is 
relatively easy to administer, but does not take into ac- 
count the unique circumstances of certain claimant groups 
or the differences in customary local hiring practices or 
in labor market conditions. Nor does it provide reemploy- 
ment assistance for claimants on permanent layoff or in- 
clude a provision for increased work search requirements 
as the period of unemployment lengthens. 

Because of the limitations of this traditional approach 
to work search, the Washington State Employment Secu- 
rity Department @SD) developed a new policy in the mid- 
1980s that tailored the work search requirements of UI 
claimants to the characteristics of specific claimant groups. 
Based on this policy, the Washington Alternative Work 
Search Experiment was conducted in Tacoma, Wash., to 
provide reliable information on the cost-effectiveness of 
various work search policies for UI claimants. The ex- 
periment tested four work search approaches that ,mnged 
in philosophy from an approach with oo specitic~ work 
search directives or monitoring to an approach that in- 
volved intensive reemployment assistance early in the 
unemployment spell. 

Early identification plus more intensive reemployment 
services reduce UI paymenU on average by about $70 per 
claimant, according to an experimental evaluation of the 
effectiveness of four different work search policies. 

Experiment Design 
The evaluation of the Washington Alternative Work 

Search Experiment was designed as a classic experiment 
in which claimants were randomly assigned to one pf four 
diffeteot treatment groups, each representing a different 
work search policy.39 The services were delivered to UI 
claimants in each of the treatment groups by local ES and 
UI SM. The experiment was implemented in the Tacoma 
Job Service Center in July 1986, sod over 10,ooO new UI 
claimants were assigned to one of the treatment groups 
during the one-yea enrollment period. The four h+%%ments 
are as follows. 

Exception Reporting. Based mt an honor system, UI 
payments were automatically sent to claimants in an 
amount equal to their weeWy benefit amount. unless the 

38 Claimants who are employer-attached or who are union 
members and obtain jobs through a union hiring hall are 
typically excluded from such a worksearch requirement. 
39 Terry R. Johnson and Daniel H. Klepinger, Evaluation of the 
impacts of the Washington Alternative Work Search Experiment, 
Unemployment Insurance Occasional Paper 914 (Seattle, 
Wash.: BanelIe Human Affairs Research Centers, 1991). 
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claimant called the Tacoma Job Service Center to report 
changes in circumstances (i.e.. earnings or return to work) 
that affected the benefit amount. Although claimants were 
initially instructed to make an active search for work, no 
work search services were provided for this group and 
they were not required to report work search contacts. 

Sbmdnrd Work Search. Traditionally used in most 
States, this method requires all claimants, regardless of 
their job prospects and experience, to make at least three 
employer contacts per week. This method is preferred by 
States because it is easier to monitor and administer. Eli- 
gibility Review Interviews were conducted about I3 to 
I5 weeks after filing a claim. Because this is the tradi- 
tional work search method in most States, claimants as- 
signed to it were referred to as the control group. 

New Work Seth Policy. This approach was devel- 
oped by the ESD. It recognized that different individuals 
needed different types of assistance. It tailored the work 
search requirements of UI claimants to their individual 
circumstances and the conditions of the local labor mar- 
ket. The approach was designed to give claimants a rea- 
sonable time to find work and then to systematically in- 
crease work search requirements and provide services to 
assist them to return to work. Different work search re- 
qui~ments were tailored for certain claimant groups, in- 
cluding targeted claimants. union members, claimants on 
temporary layoff. partially unemployed workers. perma- 
nent part-time workers, and seasonal workers during the 
off-seasoo. Individuals in these groups who were still 
unemployed after a specific number of weeks were in- 
structed to come to the local office for a group Ehgtbdlty 
Review Intelview that focused on employability devel- 
opment planning rather than UI eligibility issues. 

Inrensive Services. This approach integrated work 
search assistance early in the unemployment spell with 
the employability development focus of the new work 
search policy treatment. All claimants (except union mem- 
bers and those who were employer-attached) who were 
still unemployed after four weeks were directed to attend 
a two-day job search workshop which included training 
on skills assessment. interview andmarketing techniques, 
telephone canvassing. completing applications, and pre- 
paring resumes. About 10 hours of followup “phone room” 
activity was also provided for claimants to contaCt pro- 
spective employers to set up job interviews. Individuals 
in this group who were still unemployed after I2 weeks 
were instructed to attend a group Eligibility Review In- 
terview and an individual followup session that empha- 
sized employability development planning. 

An overview of the activities or services for each treat- 
ment group is shown in Table 16. 

The Tacoma Job Service Center was selected to oper- 
ate the experiment because it had a sufficiently large 

enough number of claims to provide the necessary sample 
of individuals for the experiment within approximately a 
one-year emollmextt period. (A one-year period was cho- 
sen to ensure that the results would not be affected by 
seasonal differences in the characteristics of claimants or 
the hiring practices of employers in different industries.) 
The site was also selected because of the diversity of its 
labor market and the characteristics of individuals served. 
The racial/ethnic composition of the population in Pierce 
County (served by the Tacoma Job Service Center) was 
reasonably representative of Washington, although blacks 
were somewhat overrepresented. 

All individuals who tiled a valid new initial Washing- 
ton UI claim at the Tacoma Job Service Center during 
July 1986 to August 1987 were randomly assigned to one 
of the four treatment groups basedon the l+st digit of their 
Social Security number. 

Three ESD databases provided the primary data on 
patticipaots for the experiment: (I) the Benefits Automated 
System provided demographic data, UI eligibility infor- 
mation. information about UI benefits received in the prior 
year, work-search requirements and services, and detailed 
information on experiences with the UI &em doting the 
benefit year of the experiment; (2) the Tax Information 
System provided quarterly information on the total wages 
and hours worked in coveted employment and Standard 
Industrial Classification codes for employers, as well as 
information about whetherclaimaots returned to work for 
the same employer after the demonstration; and (3) the 
Employment Security Automated Repotting System pro- 
vided information on employment services offered by 
local Job Service Centers to ES&l1 applicants. 

A survey was also attached to the packet of materials 
that claimants were given at application to gather addi- 
tional information about the reason for job separation, and 
about marital status, employment status’of spouse. pres- 
ence of children under the age of six, nu&tx of children/ 
dependents, and whether the claimant was a homeowner. 

Experiment Findings 
The experiment indicated that relative to the control 

group, which represented the standard work search policy 
followed by many States, the treatment offering more in- 
tensive reemployment services resulted in reducing UI 
payments on average by about one-half of a week or about 
$70 per claimant. This finding was particularly strong for 
women without children, for white-collar workers, and 
for ~laimaots who repotted they had been permanently 
laid off. There was no evidence that the relatively rapid 
reemployment of claimants in this group occurred at the 
cost of lower earnings or hourly wage rates. 

The exception-reporting treatment resulted in a signifi- 
cant increase in UI outlays of approximately 3.3 weeks 

84 





Expert System Demonstration 
Since 1987, the Department has funded five State Em- 

ployment Security Agency expert system research dem- 
onstration projects. The first project, the Kansas Non- 
monetary Expert System Prototype, was completed in 
March 1990. The remaining demonstration projects are 
Maine’s Nonmonetary Expert System Prototype, 
Missouri’s Advisor in Determining Employment Expen 
System, Texas’ Claims Examiners Assistant, and Texas’ 
Disaster Unemployment Assistance Determiner’s Assis- 
tant. The Department also provided UI automation sup 
port account funds to Oregon to develop two expert sys- 
tem prototypes (the Expert System Nonmonetary 
Separation Training Tool and the Expert System Initial 
Claim Options for Filing). 

Expert System Colloquium 
In June 1991, the Department and the Texas Employ- 

ment Commission sponsored a Colloquium in Austin to fur- 
therrhe effonsofUl managers andpolicymakers toexchange 
ideas and concerns about expert systems. The Colloquium 
was designed specifically to enable participants to: 

l Conduct in-depth reviews of each State agency’s 
expert system demonstration project; 

l Exchange ideas on the technical aspects of develop- 
ing expert systems in the UI environment; and 

l Discuss prototype development issues and problems 
with peers and experts who have knowledge andex- 
perience of private industry applications of expert 
systems as well as other governmental agencies’ ex- 
pert system applications and programs. 

Approximately 50 Employment Security officials from 
26 SESAs attended the Colloquium 

The Department produced a publication which provides 
an overview of the colloquium and points out some of the 
key issues and concerns discussed during the event.40 It 
also includes the text of the keynote address and the pa- 
pers presented describing the five expert system demon- 
stration projects. The papers briefly outline the history of 
each project. review the approach taken in designing the 
expert systems, and present some of the findings. 

4oWayne D. Zajac and David E. Balducci, Papers andMaterials 
Presented at the Unemployment Insurance Expert System 
Colloquium, lune 1991, Unemployment lnwrance Occasional 
Paper 92-5 (Washington, D.C.: U.S. DepanmMt of Labor, 
Unemployment Insurance Service, 1992). 
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occupations; discusses adjustnxnts that employers and 
workers make in response to shortages; describes symp- 
toms of labor shonages; explains why shortages “My per- 
sist for extended periods; and discusses the likely conse- 
quences of labor shortages. 
Contract Number: 99-9-4710-75-077-01 
NTIS Number: PB 94-144334 

Learning A Living: A Blueprint for High P~$%?IMuK~. 
A SCANS RepwtforAmerica ZGQO- U.S. Department 
of Labor. Secretary’s Commission on Achieving Neces- 
sary Skills, 1992. Based on SCANS research, discusses 
the need for schools to better prepare young people for 
the workforce and for employers to upgrade the skills of 
their employees. Identifies three areas that must change. and 
lists several recommendations to bring about this change. 
Government Printing Office Stock Number: 029-Ooo- 
cw40-4 
NTIS Number: PB 93-107449 

The Natin~l JTPA Study: Title II-A Impacts on Eam- 
ings and Employment al 18 Months -Abt Associates, 
Inc.; 1992. Provides interim estimates of program impact 
on the employment and earnings of adults and out-of- 
school youth during the first 18 months after their uccep- 
tance into the program. 
Contract Number: 99-6-0803-77-068-01 
NTIS Number: PB 94-142122 

Papers on&Uaterials Presented at the Unemployment 
Insurance Expert System Colloquium, June 1991 KJn- 
employment Insurance Occasional Paper 92-5) - U.S. 
Department of Labor. Unemployment Insurance Service, 
1992. Presents papers prepared for the Unemployment 
Insurance Expert System Colloquium in June 1991 which 
describe demonstration efforts to test and evaluate expert 
system software to enhance UI services. 
NTIS Number: PB 93-202695 

Pennsylvania Reemployment Bonus Demonstration Pi- 
~1 Report (Unemployment Insurance Occasional Paper 
92-l) - Mathematics Policy Research, Inc., 1991. Ana- 
lyzes various aspects of the Pennsylvania Reemployment 
Bonus Demonstration which tested the effect of altema- 
tive reemployment bonuses on the reemployment and 
unemployment receipt of UI claimunts. 
Contract Number: 99-7-0805-04-137-01 
NTIS Number: PB 93-152684 

Reporf on Polizy Academy on Fanrilies and Children At 
Risk - Council of Governors’ Policy Advisors, 1992. 
Describes the Family Academy and its purpose, reviews 
the results of the efforts of Family Academy teams estab- 

lished in 10 State?., discusses challenges associated with 
collaborative. strategic policy development and bow States 
meet these challenges, and provides guidance to Gover- 
“ore in designing policies to improve outcomes for people 
in health, education, training and employment, self- 
sufficiency, and family functioning. 
Contract Number: 99-9-3415-98-022-01 
NTIS Number: PB 92-226364 

School-to- Work Connections: Fomtulcu For Success - 
U.S. Department of Labor, Employment and Training 
Administration. Office of Work-Based Leaning, 1992. 
Offers guidelines on how to go about setung up school- 
employer partnerships basedon how others have planned, 
organized, operated. promoted, and funded their programs. 
NTIS Number PB 92-199231 

SeIf Employment Programs for Unemployed Workers 
(Unemployment Insurance Occasional Paper 92-2) -U.S. 
Department of Labor, 1992. Provides a” overview of the 
self-employment option for unemployed workers who 
receive unemployment insurance payments. reviews two 
self-employment demonstrations, and analyzes policies 
related to self-employment. 
NTIS Number: PB92-191626/AS 

Skills and Tnsksfor Jobs: A SCANS Reportfor America 
Zoo0 - U.S. Department of Labor, Secretary’s Conunis- 
sion on Achieving Necessary Skills, 1992. Serves as a 
resource for educators and employers to use in develop- 
ing curriculum to teach the SCANS competeocies and 
foundation skills aud to understand how SCANS know- 
how is used in specific jobs. 
NTIS Number: PB 92-181379 

Study of FedemJ Funding Sources and~ervices forAdult 
Education: Final Report - COSMOS Corporation, 
1992. Synthesizes information about adult education pro- 
grams within the Federal Government that support literacy. 
basic skills, ESL, or adult secondary education. Provides 
recommendations regarding Federal, Sta% and local level 
program cwrdi”atio”. 
Contract Number: LC 89-058001 (Department of 
Education) 

Study of the implementation of the Economic LX.slocation 
and WohrA&dmmtAssiAct-SRI Inta”ado”d. 
1992. Examines the design sod operations of the EDWAA 
program at the State and substate levels during PY 1989. the 
year in which the EDWAA Iegislatlo” was implemented. 
Provides program information and recommendations to help 
pm- opmatm ““I nxxe effective programs. 
Contract Number: 99-9-3104-98-084 
NTIS Number: PB 92-224856 

90 



Unemployment Insurance and Employer Layoffs (Un- 
employment Insurance Occasional Paper 93-l) - Ari- 
zona State University, 1992. Presents findings of the first 
micro data set which used detailed information from 
matched firm-worker records to analyze the behavior of 
firms regarding decisions to lay off workers. 
NTIS Number: PB 93-205573 

The Wa.h&ton Reemployment Bonus Experiment Fi- 
d Report (Unemployment Insurance Occasional Paper 
92-6) - W.E. Upjohn Institute for Employment Research. 
1992. Analyzes various aspects of the Washington Reem- 
ployment Bonus Experiment, which tested the effect of 
alternative reemployment bonuses on the reemployment 
and unemployment receipt of UI claimants. 
NTIS Number: PB 93-159499 
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EXPLANATORY NOTES AND 
HISTORICAL COMPARABILITY 
OF DATA 

This narrative provides explanatory notes for the A. B. 
C, and D tables of the statistical appendix and explains 
factors affecting the historical comparability of data. 

Introduction 
Statistics in the A, B, and C tables of this statistical 

appendix are compiled from two major sources: (1) house- 
hold interviews and (2) reports from employers. 

Data in the A tables are based on household interviews 
which are obtained from a sample survey of the popula- 
tion 16 years of age and over. The survey is conducted 
each month by the Bureau of the Census for the U.S. De- 
partment of Labor’s Bureau of Labor Statistics (BLS) and 
provides comprehensive data on the labor force, the em- 
ployed. and the unemployed. including such characteris- 
tics as age, sex, race. family relationship, marital status, 
occupation, and indusby attachment. The survey also pro- 
vides data one the characteristics and past work experi- 
ence of those not in the labor force. The information is 
collected by trained interviewers from a sample of about 
6o.OtXl households, representing 729 areas in 1.973 coun- 
ties and independent cities, with coverage in 50 States 
and the District of Columbia The data collected are based 
on the activity or status reported for the calendar week 
including the 12th of the month. 

These data do not reflect changes in the survey design 
and methodology that were introduced in January 1994. 

Data in the B and C tables are based oo establishment 
records which are compiled each month by the BLS, in 
cooperation with State agencies. The establishment SW- 
vey is designed to provide industry information on non- 
farm wage and salary employment and average weekly 
earnings for the Nation, States, and metropolitan areas. 
The employment, hours, and earnings series are currently 
based on payroll reports from a sample of over 39iWOO 
establishments employing over 47 million nonfarm wage 
and salary workers. The data relate to all workers. full- or 
part-time. who receive pay during the payroll period which 
includes the 12th day of the month. 

Data in the D tables present projections of the U.S. la- 
bor force for the period 1992-2005. The Bureau of Labor 
Statistics offen three possible labor force outlooks, based 
on low-, moderate-, and high-growth assumptions. Al- 
though several tables presented in this publication focus 
on the middle of the three alternatives, which assumes 
moderate growth, this should not be interpreted as sug- 
gesting any greater expectation that the moderate-growth 
scenario is more likely. 

Relation Between the Household 
and Establishment Series 

The household and establishment data supplement one 
another, each providing significant types of information 
that the other cannot suitably supply. Population charac- 
teristics. for example, are readily obtained only from the 
household survey whereas detailed industrial classifications 
can be reliably derived only from establishment reports. 

Data from these two sources differ from each other 
because of differences in definitions and coverage. souses 
of information. methods of collection, and estimating prc- 
cedures. Sampling variability and response errors are ad- 
ditional reasons for discrepancies. The major factors which 
have a differential effect on the levels and trends of the 
two series are employment. hours of work. and eyings. 
These are described below. 

Employment 
A number of factors must be taken into consideration 

when reviewing statistics on employment: coverage, muI- 
tiple jobholding, and unpaid absences from jobs. . 

Coverage. The household survey definition of employ- 
ment comprises wage and salary workers (including do- 
mestics and other private household workers), self- 
employed persons. and unpaid workers who worked 15 
hours or more during the survey week in family-operated 
enterprises. Employment in both agriculh~ral and nonagri- 
cultural industries is included. The payroll survey covers 
only wage and salary employees on the payrolls of non- 
farm establishments. 

Multiple jobholding, The household survey provides 
information on the work status of the population without 
duplication, since each person is classified as employed, 
unemployed, or not in the labor force. Employed persons 
holding more than one job are counted only once and are 
classified according to the job at which they worked the 
greatest number of hours during the survey week. In the 
figures based on establishment reports. persons who 
worked in more than one establishment during the report- 
ing period are counted each time their names appear on 
payrolls. 

Unpaidabwnccsfromjobs. The household survey in- 
cludes among the employed all civilians who had jobs 
but were not at work during the survey week-that is, 
were not working but hadjobs from which they were tem- 
porarily absent because of illness, bad weather, vacation, 
or labor-management disputes. or because they were tak- 
ing time off for various other reasons, even if they were 
not paid by their employers for the time off. In the tigures 
based on payroll reports. persons on leave paid for by the 
company are included. but not those on leave without pay 
for the entire payroll period. 
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For a comprehensive discussion of the differences be- 
tween household and establishment survey employment 
data, see Gloria P. Green’s article, “Comparing Employ- 
ment Estimates from Household and Payroll Surveys.” 
Monrhly Labor Review, December 1969. 

Hours of Work 
The household survey measures hours actually worked 

whereas the payroll survey measures hours paid for by 
employers. In the household survey data, all persons with 
a job but not at work are excluded from the hours dishi- 
butions and the computations of average hours. In the 
payroll survey. production or nonsupervisory employees 
on paid vacation, paid holiday, or paid sick leave are in- 
cluded and assigned the number of hours for which they 
were paid during the reporting period. 

Earnings 
The household survey measures mediao earnings of 

wage and salary workers in all occupations and industries 
in both the private and public sectors. Data refer to the 
usual earnings received from the worker’s sole or primary 
job: Data from the establishment survey generally refer 
to average earnings of production and related workers in 
mining and manufacturing, construction workers in~con- 
sthction, and nonsupervisory employees in the private 
service-producing industries. For a comprehensive dis- 
cussion of the household survey earnings series, see Tech- 
nical Description of the Quarterly Data on Weekly Eam- 
ings Fmm the Current Population Survey, BLS Bulletin 
2113. 

Historical Comparability 
This section describes factors that affect the historical 

comparability of data. 

Change in Lower Age Limit 
The lower age limit for official statistics on the labor 

force, employment, and unemployment was raised from 
14 to 16 years of age in January 1967. Insofar as possible, 
historical series have been revised to provide consistent 
information based oo the population 16 years and over. 
For a detailed discussion of this and other definitional 
changes introduced at that time, includiig estimates of 
their effect on the various series. see “New Definitions 
for Employment and Unemployment,” Employment and 
Earnings and Monthly Report on the Labor Force, Feb- 
ruary 1967. 

Noncomparability of Labor Force Levels 
In addition to the changes introduced in 1967, several 

other periods of noncomparability occurred in the labor 

force data. Major periods since 1960 are as follows: 
(1) Beginning in 1960. the inclusion of Alaska and 

Hawaii resulted in an increase of about 500,CGO in the 
population and about 300,000 in the labor force. Four- 
fifths of this increase was in nonagricultural employment; 
other labor force categories were not appreciably affected. 
(2) Beginning in 1962, the introduction of data from the 
1960 census reduced the population by about 50,000 and 
labor force and employment by about 2CO.ooO; unemploy- 
ment totals were virtually unchanged. (3) Beginning in 
1972, information from the 1970 census was introduced 
into the estimation procedures. increasing the population 
by about 8CQ.ooO; labor force and employment totals were 
raised by a little more than 300,000 and unemployment 
levels and rates were essentially unchanged. (4) A subse- 
quent population adjustment based on the 1970 census 
was introduced in March 1973. This adjustment added 
60,000 to the labor force and employment totals; unem- 
ployment levels and rates were not significantly affected. 

Beginning in January 1978, the introduction of an ex- 
pansion in the sample and revisions in the estimation pro- 
cedures resulted in an increase of about 250,ooO in the 
civilian labor force andemployment tot&; unemployment 
levels and rates were essentially unchanged. 

Beginning in January 1982, the second-stage ratio ad- 
justment methodology was changed in the Current Popu- 
lation Survey estimation procedure. In addition, current 
population estimates used in the second-stage estimation 
procedure are derived from information obtained from the 
1980 census. rather than the 1970 census. This change 
caused substantial increases in total population and esti- 
mates of persons in aI1 labor force categories. Rates for 
labor force characteristics, however, remained virtually 
unchanged. Some 30,CKlO labor force series were adjusted 
back to 1970 to avoid major breaks in series. 

Beginning in January 1986, the introduction of revised 
population controls added 4OWOO to the population and 
labor force estimates and 350,ooO to the employment to- 
tal. Unemployment levels andrates were not significantly 
affected. 

Labor Force Projections 
The D tables in this publication present projections of 

the U.S. labor force for the period 1992-2005. BLS offers 
three possible labor force outlooks, based on low-. mod- 
erate-. and high-growth assumptions. Although several 
tables presented in this publication focus on the middle 
of the three alternatives, which assutnes moderate growth. 
this should not be interpreted as suggesting any greater 
expectation that the moderate-growth scenario is more 
likely. Past evaluations have shown that some elements 
of the projections will follow one growth pati, while other 
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variables will follow another. Some assumptions will cer- 
tainly fall outside the range shown in the tables. It is im- 
possible to know which of the three outcomes is more 
likely, either completely or for any particular element in 
the projections. 

Users of the BLS projections should keep in mind that 
economic and employment projections are filled with 
uncertainty. Many assumptions must be made regarding 
the probable behavior of a broad range of variables that 
will affect the future course of the U.S. economy. We may 
be reasonably certain about some of these assumptions, 
such as the size of the youth population cohort. Other as- 

sumptions. such as net annual immigration which has a 
significant effect on population estimates, are subject to a 
considerable amount of uncertainty. BLS alternative pm- 
jections for net immigration range from 880,ooO persons 
to 1,370,ooO persons annually over the 1992-2005 period. 
The projection of women’s labor force participation 
rates-which has been a major source of error in previ- 
ous projections-assumes a range of 61.4 percent to 65.0 
percent in the current alternative scenarios. 

What effects do these alternative assumptions have on the 
pmjection results? The range in the size of the labor force in 
2005 behveett the low and high projections is nine million. 
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Table A-l. Employment status of the civilian noninstitutional population 
16 years and over, 1960-93 annual averages 

(Numbers in thousands) 

I960 
1961 
1962’. 
1963 
1964 
1965 
1966 
1967 
1968 
1969 
1970 
1971 
1972a. :_ 
1973”. 
1974 
197.5 
1976 
1977 
1978a. 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986a. 
1987 
1988 
1989 
1990 
1991 
1992 
1993 

Civilian 
noninsti- 
tutional 
opulatio: 

Employed Unemployed 

Total 
Percent 

of 
Jpulatiol Total 

Agti- 
CUltW 

hqti 
cultural 
ldustrie 

riumkr 

117,245 69,628 59.4 65,778 5,458 60,318 
118,771 

3,852 
70,459 59.3 65,746 5,200 60,546 

120,153 
4,714 

70,614 58.8 66,702 4,944 61,759 
122,416 

3,9l I 
71.833 58.7 67,762 4,687 63.076 

124,485 
4,070 

73,091 58.7 69,305 4,523 64,782 
126.513 

3,786 
74.455 58.9 7 I.088 4,361 66.726 3,366 

128,058 75,770 59.2 72,895 3,979 68,915 
129.874 

2,875 
77,347 59.6 74,372 3,844 70,527 2,975 

132,028 78,737 59.6 75,920 3.817 72,103 
134,335 

2,817 
80,734 60.1 77.902 3,606 74,296 

137,085 
2,832 

82,771 60.4 78,678 3,463 75,215 4,093 
140.216 84,382 60.2 79,367 3,394 75,972 5,016 
144,126 87,034 60.4 82.153 3.484 78.669 4,882 
147.096 89,429 60.8 85,064 3,470 8 1,594 4,365 
150,120 9 I.949 61.3 86,794 3.515 83,279 5,156 
153,153 93,775 61.2 85,846 3,408 82,438 7,929 
156,,150 96,158 61.6 88,752 3.331 85.421 7,406 
159,033 99.009 62.3 92,017 3,283 88,734 6,991 
161,910 02,251 63.2 96,048 3,387 92.661 6,202 
164,863 04,962 63.7 98,824 3,347 95,477 6,137 
167,745 06,940 63.8 99,303 3,364 95,938 7,637 
170,130 08,670 63.9 30,397 3,368 97,030 8,273 
172,271 10,204 64.0 99,526 3,401 96,125 0,678 
174.215 I 1,550 64.0 30,834 3,383 97,450 0,717 
176,383 .13,544 64.4 35,005 3.321 .01,685 
178,206 

8,539 
~15,461 64.8 07.150 3,179 ,03.971 8.312 

180.587 ,17,834 65.3 09.597 3,163 06.434 8,237 
182,753 ,19,865 65.6 12.440 3,208 09,232 7,425 
184,613 2 I.669 65.9 14.968 3,169 II.800 6,701 
186.393 23.869 66.5 17,342 3,199 14,142 6,528 
188,049 24,787 66.4 17.914 3,186 14,728 6,874 
189,765 25,303 66.0 16,877 3,233 13.644 8,426 
191.576 26,982 66.3 17,598 3,207 14,391 9,384 
193,550 28,040 66.2 19.306 3,074 16,232 8,734 

T Civilian labor force 

Percent 
>f labor 
force 

Not in 
labor 
force 

5.5 47.617 
6.7 48,312 
5.5 49.539 
5.7 50,983 
5.2 51.394 
4.5 52,058 
3.8 52,288 
3.8 52,527 
3.6 53,291 
3.5 5%2 
4.9 54;315 
5.9 55,834 
5.6 57,09 I 
4.9 57,667 
5.6 58,171 
8.5 59.377 
7.7 59,991 
7.1 60,025 
6.1 59,659 
5.8 59,900 
7.1 60,806 
7.6 61.460 
9.7 62/067 
9.6 62,665 
7.5 62,839 
7.2 62.744 
7.0 62.752 
6.2 62,888 
5.5 62,944 
5.3 62,523 
5.5 63,262 
6.7 64,462 
7.4 64.593 
6.8 65,509 

’ Not sktly comparable with prim years. FOI an explanation, ree ‘Note on Historical Conparabiliry’ at t+e beginning of this Appendix 

Source: U.S. Department of Labor, Bureau of Labor Statistics. 
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Table A-2. EmdOvment status of the civilian noninstitutional oooulation 

1981 ....... 
1982 ....... 
1983 ....... 
1984 ....... 
1985 ....... 
1986%. 
1987 
1988 ....... 
1989 
1990 ....... 
1991 ....... 
1992 ....... 
1993 ....... 

1981 ....... 
1982 ....... 
1983 ....... 
1984 ....... 
1985 ....... 
1986”. ...... 
1987 ....... 
1988 ....... 
1989 ....... 
1990 ....... 
1991 ....... 
1992 ....... 
1993 ....... 

I 
T 
P 

16 ;eak and over by sex, 1981-93 annual average; ’ 
(Numbers in thousands) 

Civilian labor force 

Civilian 
torunsti- 
tutlotlal 
^....l^.:^^ II LJyur‘luutr I TOta 

I 

UIlHtlpl0yd 

Percent 
Number of labor 

force 

Not in 
labor 
force 

80,51 I 
81,523 
82,531 
83,605 
84,469 
85,798 
86,899 
87,857 
88,762 
89.650 
90,552 
91,541 
92.620 

89,618 
90,748 
91,684 
92,778 
93,736 
94,789 
95,853 
96.756 
97,630 
98,399 
99,214 

100.035 
lOQ.930 

61,974 
62,450 
63.047 
63,835 
64,411 
65,422 
66,207 
66,927 
67,840 
68,234 
68.411 
69,184 
69,633 

46,696 
47,755 
48,503 
49,709 
51,050 
52,413 
53,658 
54,742 
56,030 
56,554 
56,893 
57,798 
58.407 

77.0 
76.6 
76.4 
76.4 
76.3 
76.3 
76.2 
76.2 
76.4 
76.1 
75.5 
75.6 
75.2 

57.397 2,700 54,697 
56.271 2,736 53,534 
56.787 2,704 54.083 
59,091 2,668 56,423 
59,891 2,535 57,356 
60,892 2,511 58,381 
62,107 2,543 59,564 
63,273 2,493 60,780 
64.315 2,513 61,802 
64,435 2,507 61,928 
63,593 2,552 61,041 
63,805 2,534 61,270 
64.700 2,438 62,263 

52.1 43,cQo 
52.6 43,256 
52.9 44,047 
53.6 45,915 
54.5 47,259 
55.3 48,706 
56.0 50,334 
56.6 5 1,696 
57.4 53,027 
57.5 53,479 
57.3 53,284 
57.8 53.793 
57.9 54.606 

Men 

Women 

667 42,333 
665 42,591 
680 43,367 
653 45,262 
644 46,615 
652 48,054 
666 49,668 
676 5 1,020 
687 52,341 
679 52,800 
682 52.602 
673 53,121 
636 53,970 

4.577 
6,179 
6,260 
4.744 
4,521 
4,530 
4,101 
3,655 
3,525 
3,799 
4,817 
5,380 
4,932 

3,696 
4,499 
4,457 
3,794 
3,791 
3,707 
3,324 
3,046 
3,003 
3,075 
3,609 
4,OQ5 
3,801 

7.4 18,537 
9.9: 19,073 
9.9 19,484 
7.4 19,771 
7.0 20,058 
6.9 20,376 
6.2 20,692 
5.5 20.930 
5.2 20,923 
5.6 21,417 
7.0 22,141 
7.8 22,356 
7.1 22,987 

7.9 42,922 
9.4 42,993 
9.2 43.181 
7.6 43,068 
714 42,686 
7;1 42,376 
6.2 42,195 
5.6 42,014 
5,4 41,601 
5.4 41,845 
6.3 42,321 
6.9 42.237 
6.5 42,522 

1 Not strictly comparable with prior years. For an explanation. see “Nole on Hiaorical Comparability” at the beginning of this Appendix 

Source: U.S. Depanmm oi Labor, Bureau of Labor Statistics. 
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Table A-3. Unemployed men by marital status, race, and age, 
1992 and 1993 annual averages 

Marital status, race, and age 

Total. 16 years and over 
Married, spouse present. 
Wtdowed, divorced, or separated 
Single (never matied) 

White, 16 years and over 
Married, spouse present.. 
Widowed, divorced, or separated. 
Single (never married) 

Black, 16 years and over 
Matried, spouse present 
Wtdowed, divorced, or separated, 
Single (never married) 

Total, 25 years and over. 
Married, spouse present 
Widowed, divorced, or separated. 
Single (never married) 

White, 25 years attdover 
Married, spo& present 
Widowed, divorced, or separated. 
Single (never married) 

Black, 25 years and over 
Married, spouse present. 
Widowed, divorced. or separated 
Single (never married) 

1992 1993 1992 1993 

5,380 
2,124 

756 
2,499 
4,121 
1.775 

580 
1,766 

4,932 
1,878 

707 
2,341 

3.753 
1,549 

542 
1,662 

954 
229 
135 
590 

3,396 
1,769 

678 
949 

2,644 
1,463 

519 
663 
592 
211 
130 
252 

7.8 7.1 
5.0 4.4 
9.8 9.0 

13.1 12.3 
6.9 
4.7 
9.1 

11.3 
1,046 

260 
150 
636 

15.2 
8.3 

13.7 
24.0 

6.2 
4.1 
8.3 

10.7 
13.8 
7.2 

12.8 
21.9 

3,734 
2,003 

726 
1,006 

5.8 
4.3 
8.9’ .’ 
9.5 

2,932 
1,669 

554 
709 

6.4 
4.9 
9.6 

10.2 
5.8 
4.6 
8.9 
8.9 

5.2 
4.0 
8.2 
8.3 

655 
247 
147 
262 

11.7 10.5 
8.1 6.9 

13.6 12.5 
17.7 16.3 

Unemph lent rates 

Source: U.S. Department of Labor, Bureau of Labor Statistics. 
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Table A-4. Unemployed women by marital status, race, and age, 
1992 and 1993 annual averages 

Marital status, race, and age 
1992 1993 1992 1993 

4,005 
1,584 

876 
1,545 
2,926 
1,324 

655 
947 

Total, 16 years and over ................ 
Married. spouse present .................. 
Wtdowed, divorced, or separated ........... 
Single (never married) ................... 

White, 16 years and over ............... 
Married, spouse present .................. 
Widowed, divorced. or separated. .......... 
Single (never married) ................... 

Black, 16 years andover ............... 
Married, spouse present .................. 
Widowed, divorced or separated. ......... 
Single (never manied) .................. 

Total, 25 years and over ............... 
Married. spouse present. ................ 
Wdowed, divorced, or separated. ......... 
Single (never married) .................. 

White, 25 years and over .............. 
M&tied. spouse present. ................ 
Widowed, divorced, or separated. ......... 
Single (never married) .................. 

Black. 25 years and over .............. 
Married, spouse present ................. 
Widowed, divorced or separated. ......... 
Single (never married) ................... 

Source: U.S. Depanmnt oi Labor, Bureau oi Labor Statistics. 

912 842 13.0 12.0 
187 165 7.8 ~ 7.0 
193 195 9.8 9.8 
532 482 20.2 18.0 

2,751 
1,406 

815 
531 

2,048 
I,173 

607 
268 
588 531 10.1 9.1 
166 141 7.3 6.3 
182 178 9.5 9.2 
240 212 14.8 12.9 

Thousands of cersO”s 

3,801 
1,465 

850 
1,487 
2,793 
1.225 

619 
950 

2,621 
1,302 

784 
534 

I .968 
1,093 

572 
303 

6.9 6.5 
5.0 4.6 
7.5 7.2 

10.7 10.2 
6.0 5.7 
4.7 4.3 
7.1 6.6 
8.4 8.3 

5.7 5.4 
4.7 4.3 
7.3 6.9 
7.6 7.5 
5.1 4.8 
4.4 4.1 
6.8 6.3 
5.2 5.9 

Unemploym :nt rates 
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Table A-5. Unemployed persons by reason for unemployment, sex, 
and race, 1992 and 1993 annual averages 

(Numbers in thousands) (continued) 

Reason for unemployment T Both sexes 
16to T white T 

t 

Black 

1992 1993 1992 1992 1993 

NUMBER OF UNEMPLOYED 
Total unemployed 

Job losers 
On layoff. 
Other job losers 

Job leavers 
Reetttraots 
New enhants. 

1,352 1,296 7,047 6,547 1,958 1,796 
243 220 4,117 3,684 985 896 
47 43 1,054 932 160 146 

196 177 3,064 2,75 I 825 751 
141 143 759 740 176 166 
357 335 1,596 1,541 545 501 
611 599 574 582 252 233 

PERCENT DISTRIBUTION 
Total unemployed 

Job losers 
On layoff. 
Other job losers 

Job leavers 
Reentraots 
NW eLltImt.$. 

100.0 100.0 100.0 100.0 100.0 100.0 
18.0 17.0 58.4 56.3 50.3 49.9 
3.5 3.3 15.0 14.2 8.2 8.1 

14.5 13.7 43.5 42.0 42.2 41.8 
10.4 11.0 10.8 11.3 9.0 9.2 
26.4 25.8 22.6 23.5 27.8 27.9 
45.2 46.2 8.1 8.9 12.9 13.0 

UNEMPLOYED AS A 
PERCENT OF THE CIVILIAN 
LABOR FORCE 
Job losers ., 3.6 3.2 3.8 3.4 7.1 6.4 
Job leavers 2.1 2.1 .7 .7 1.3 1.2 
Reenuanu 5.3 4.9 1.5 1.4 3.9 3.6 
New enmwts. 9.1 8.8 .5 .5 1.8 1.7 

Note: “lob losers” are individuals who have lost their jobs for a variety of reasons. including being laid off. “lob leavecs” are individuals 
who voluntarily leave their jobs. “Reentrams” are individuals who have left the labor m&a for a period of time and have returned to 
the labor market. “New entrants” are individuals who are entering the labor market for the fira time. 

Source: U.S. Depanment of Labor, Bureau of Labor Statistics. 
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Table A-6. Unemployed persons by duration 
of unemployment, 1992 and 1993 annual averages 

1992 1993 1992 1993 
Duration of unemployment 

TOTAL. ALL WORKERS 
Total. 16 years and over 

Lessthatt5weeks ..__....._..___..__ 
5to14weeks........................ 

5 to 10 weeks 
llto14weeks .._....__.........,. 

15 weeks and over 
15 to 26 weeks 
27 weeks and over 

27to51weeks................... 
52 weeks and over 

Average (mean) duration. in weeks 
Median duration, in weeks 
PULL-TIME WORKERS 

Total. 16 years and over 
Lessthm5weeks . ..___..__.,_....._.. 
5 to 14 weeks 

5 to 10 weeks 
11 to 14 weeks 

15 weeks and over . 
15to26weeks ..___....,,.__.,__. 
27 weeks and over 

27 to 51 weeks,. 
52weeksandover ,,._.,....,_.. 

Average (mean) duration, in weeks 
Median duration, in weeks, 

Source: U.S. Depatiment of Labor, Bureau of Labor Stat&tics. 

9,384 8,734 
3,270 3,160 
2.760 2.522 
1,960 1,798 

799 723 
3,354 3,052 
1,424 1.274 
1,930 1,778 

879 761 
1,051 1,018 
17.9 18.1 
8.8 8.4 

7.746 7,146 
2,377 2,285 
2.295 2,082 
1,610 1,459 

686 623 
3,073 2,780 
1,280 1,142 
1.793 1,638 

820 697 
973 940 
19.5 19.9 
10.1 9.8 

100.0 100.0 
34.9 36.2 
29.4 28.9 
20.9 20.6, 
8.5 8.3 

35.7 34.9 
15.2 14.6 
20.6 20.4 
9.4 8.7 

11.2 11.7 
- 
- 

- 
- 

loo.0 100.0’~ 
30.7 32.0 
29.6 29.1 
20.8 20.4 
8.8 8.7 

39.7 38.9 
16.5 16.0 
23.2 22.9 
10.6 9.8 
12.6 13.2 

- 
- 

- 
- 

Percent distribution 
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Table B-l. Employees on nonfarm payrolls, total and goods-producing 
industries, 1960-93 annual averages 

(In thousands) 

Total rotai private 
Goods-Mcducing 

C 
Yea 

Total Mining :onsmlction anufachlring 

1960 ........... 20,434 712 2,926 16.796 
1961 ........... 19.857 672 2,859 16,326 
1962 ........... 20,451 650 2,948 16,853 
1963 ........... 20,640 635 3,010 16,995 
1964 ........... 21,005 634 3,097 17,274 
1965 ........... 21,926 632 3,232 18,062 
1966 ........... 23,158 627 3,317 19.214 
1967 ........... 23,308 613 3,248 19.447 
1968 ........... 23,737 606 3,350 19,781 
1969 ........... 24.361 619 3,575 20,167 
1970 ........... 23,578 623 3,588 19,367 
1971 ........... 22,935 609 3,704 18,623 
1972 ........... 23,668 628 3,889 19,151 
1973 ........... 24,893 642 4,097 20,154 
1974 ........... 24,794 697 4,020 20,077 
1975 ........... 22.6cm 752 3,525 18.323 
1976 ........... 23,352 779 3,576 18,997 
1977 ........... 24,346 813 3,851 19,682 
1978.. ......... 25,585 851 4,229 20,505 
1979 ........... 26,461 958 4.463 21.040 
1980 ........... 25,658 1,027 4,346 20,285 
1981 ..... ...... 25.497 1,139 4,188 20,170 
1982.. ......... 23,812 1,128 3,904 18,780 
1983 ........... 23,330 952 3,946 18,432 
1984.. ......... 24.7 18 966 4,380 19.372 
1985 ........... 24,842 927 4,668 19,248 
1986 ........... 24,533 177 4,810 18,947 
1987 ........... 24.674 717 4,958 18.999 
1988 ........... 25,125 713 5,098 19.314 
1989 ........... 25,254 692 5,171 19.391 
1990 ........... 24,905 709 5,120 19,076 
1991 23,745 689 ........... 4,650 18,406 
1992.. ......... 23,231 635 4,492 18,104 
1993 ........... 23,256 611 4,642 18.003 

54,189 
53.999 
55,549 
56,653 
58,283 
60,763 
63,901 
65.803 
67.897 
70,384 
70,880 
71,211 
73,675 
76,790 
78,265 
76.945 
79,382 
82,471 
86,697 
89,823 
90,406 
91.152 
89,544 
90,152 
94,408 
97,387 
99,344 

101,958 
105,210 
107,895 
109,419 
108,256 
108,604 
110,525 

45,836 
45,404 
46,660 
47,429 
48,686 
50,689 
53,116 
54,413 
56.058 
58.189 
58,325 
58,33 1 
60,341 
63,058 
64.095 
62,259 
64.511 
67,344 
7 1,026 
73,876 
74,166 
75.121 
73,707 
74,282 
78,384 
80,992 
82.651 
84,948 
87,824 
90,117 
91,115 
89,854 
89,959 
9 1,708 

note: data presented in table B-1 are from the enablishment survey. Recent data may differ from those previously published because 01 
revisions to reflen new benchmarks. These estimates are currently projeaed from March 1993 benchmark levels. When more recent 
benchmark data are introduced, data beginning April 1993 are subject to revision. 

source: U.S. Depanment of Labor, Bureau of Labor Statistics. 
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Table B-2. Employees on nonfarm payrolls of service-producing 
industries, 1960-93 annual averages 

(In thousands) 

A L 
hSpX- 

Whole- 
Gance, Government 

Total 
tatiOtl, 

sale Retail lsuratlct T 
public 

Services 

trade trade and 
utilities !d est& Federal state Local 

1960 33,755 4,004 3.153 8,238 2,628 7,378 2,270 1,536 4.547 
1961 34,142 3,903 3,142 8,195 2,688 7,619 2,279 I.607 4,708 
1962 35.098 3,906 3,207 8,359 2.754 7,982 2,340 1.668 4,881 
1963 36,013 3,903 3,258 8,520 2,830 8,277 2,358 1,747 5,121 
1964 37,278 3,951 3.347 8,812 2.911 8,660 2,348 1,856 5.392 
1965 38,839 4,036 3,477 9.239 2,977 9.036 2,378 1.996 5.700 
1966 40,743 4,158 3.608 9.637 3,058 9,498 2,564 2,141 6,080 
1967 42,495 4,268 3,700 9.906 3,185 10,045 2.719 2,302 6,371 
1968 44,158 4,318 3,791 10,308 3,337 10,567 2,737 2,442 6,660 
1969 46,023 4,442 3,919 10,785 3.512 11.169 2,758 2,533 6,904 
1970 , 47,302 4,515 4,006 11,034 3,645 11,548 2,731 2,664 7,158 
1971 .~. 48.276 4,476 4,014 11,338 3,772 11.797 2,696 2.747 7,437 
1972 50.007 4,541 4,127 11,822 3,908 12,276 2,684 2,859 7,790 
1973 51,897 4,656 4,291 12,315 4.046 
1974 : 

12,857 2,663 2.923 8,146 
53,471 4.725 4.441 12,539 4,148 13,441 2,124 3,039 8,407 

1975 54,345 4,542 4,430 12.630 4,165 13,892 2,748 3.179 8.758 
1976 56,030 4,582 4,562 13,193 4,271 14,551 2,733 3.273 8,865 
1977 58,125 4,713 4,723 13,792 4,467 15,302 2,727 3,377 9,023 
1978 6L.113 4,923 4,985 14,556 4,724 16,252 2,753 3,474 9.446 
1979 63,363 5,136 5,221 14,972 4,975 17.112 2,773 3.541 9,633 
1980 64,748 5,146 5,292 15,018 5,160 17,890 2,866 3,610 9,765 
1981 65,655 5,165 5,375 15,171 5,298 18,615 2.772 3,640 9,619 
1982 65,732 5,081 5,295 15,158 5,340 19,021 2,739 3,640 9,458 
1983 66.821 4,952 5,283 15,587 5.466 19,664 2.774 3,662 9,434 
1984 69,690 5.156 5,568 16,512 5,684 20,746 2,807 3.734 9.482 
1985 12,544 5,233 5,727 17.315 5,948 21,927 2,875 3,832 9,687 
1986 74,8 11 5,247 5,761 17,880 6,273 22,957 2,899 3,893 9.901 
1987 77,284 5,362 5,848 18,422 6,533 24,110 2,943 3.967 0.100 
1988 80,086 5,514 6,030 19,023 6.630 25,504 2,971 4,076 0,339 
1989 82,642 5,625 6,187 19,475 6,668 26,907 2,988 4,182 0,609 
1990 84,514 5,793 6,173 19,601 6.709 27,934 3,085 4,305 0,914 
1991 84,511 5,762 6.08 I 19,284 6,646 28,336 2,966 4,346 1.081 
1992 85,373 5,721 5,997 19.356 6,602 29,052 2,969 4,408 1,267 
1993 87,269 5,787 5,958 19,717 6,712 30,278 2,915 4,484 1,417 

Note: Data presented in table B-2 are from the enablishment survey Recent data may differ from those previously published because of 
revisions to reflect new bmchmatb. These estimates are currently projected from March 1993 benchmark levels. When more recent 
benchmark data are introduced, data beginning April 1993 are subject to revision. 

Source: U.S. Department of Labor. Bureau of Labor Statistics. 
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Table C-l. Average hours and earnings of production or nonsupervisory worker.+ 
on private nonfarm payrolls by major industry, 

1964-93 annual averages 

W&ly +3Urly weekly ?f&ly +3Urly weekly N&ly Hourly W&ly 

hours amings mings hours amings !3ll@S hours :mngs amings 

1964 ......... 
1965 ......... 
1966 ......... 
1967 
1968 ......... 
1969 ......... 
1970 ......... 
1971 ......... 
1972 ......... 
1973 ......... 
1974 ......... 
1975 ......... 
1976 ......... 
1977 ......... 
1978 ......... 
1979 ......... 
1980 ......... 
1981 ......... 
1982 ......... 
1983 ......... 
1984 ......... 
1985 ......... 
1986 ......... 
1987 ......... 
1988 ......... 
1989 ......... 
1990 ......... 
1991 ......... 
1992 ......... 
1993 ......... 

38.7 62.36 $91.33 41.9 $2.81 6117.74 37.2 $3.55 132.06 
38.8 2.46 95.45 42.3 2.92 123.52 37.4 3.70 138.38 
38.6 2.56 98.82 42.7 3.05 130.24 37.6 3.89 146.26 
38.0 2.68 101.84 42.6 3.19 135.89 37.7 4.x1 154.95 
37.8 2.85 107.73 42.6 3.35 142.71 37.3 4.41 164.49 
37.7 3.04 114.61 43.0 3.60 154.80 37.9 4.79 181.54 
37.1 3.23 119.83 42.7 3.85 164.40 37.3 5.24 195.45 
36.9 3.45 127.31 42.4 4.06 172.14 37.2 5.69 211.67 
37.0 3.70 136.90 42.6 4.44 189.14 36.5 6.06 221.19 
36.9 3.94 145.39 42.4 4.75 201.40 36.8 6.41 235.89 
36.5 4.24 154.76 41.9 5.23 219.14 36.6 6.81 249.25 
36.1 4.53 163.53 41.9 5.95 249.31 36.4 7.31 266.08 
36.1 4.86 175.45 42.4 6.46 273.90 36.8 7.71 283.73 
36.0 5.25 189.00 43.4 6.94 301.20 36.5 8.10 295.65 
35.8 5.69 203.70 43.4 7.67 332.88 36.8 8.66 318.69 
35.7 6.16 219.91 43.0 8.49 365.07 37.0 9.27 342.99 
35.3 6.66 235.10 43.3 9.17 397.06 37.0 9.94 367.78 
35.2 7.25 255.20 43.7 10.04 438.75 36.9 10.82 399.26 
34.8 7.68 267.26 42.7 10.77 459.88 36.7 11.63 426.82 
35.0 8.02 280.70 42.5 11.28 479.40 37.1 11.94 442.97 
35.2 8.32 292.86 43.3 11.63 503.58 37.8 12.13 458.51 
34.9 8.57 299.09 43.4 11.98 519.93 37.7 12.32 464.46 
34.8 8.76 304.85 42.2 12.46 525.81 37.4 12.48 466.75 
34.8 8.98 312.50 42.4 12.54 531.70 37.8 12.71 480.44 
34.7 9.28 322.02 42.3 12.80 541.44 37.9 13.08 495.73 
34.6 9.66 334.24 43.0 13.26 570.18 37.9 13.54 513.17 
34.5 10.01 345.35 44.1 13.68 603.29 38.2 13,77 526.01 
34.3 10.32 353.98 44.4 14.19 630.04 38.1 14.00 533.40 
34.4 10.57 363.61 43.9 14.54 638.31 38.0 14.15 537.70 
34.5 10.83 373.64 44.3 14.60 646.78 38.4 14.37 551.81 

see footnotes at end of table. 

Total private” Mining Dshuctic 
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Table C-l. Average hours and earnings of production or nonsupervisory worker9 
on private nonfarm payrolls by major industry, 

1964-93 annual averages (continued) 

YGX 

1964 40.7 62.53 
1965 41.2 2.61 
1966 41.4 2.71 
1967 ..___ 40.6 2.82 
1968 40.7 3.01 
1969 .._.. 40.6 3.19 
1970 39.8 3.35 
1971 ..,__. 39.9 3.57 
1972 __..,_ 40.5 3.82 
1973 ,,. 40.7 4.09 
1974 40.0 4.42 
1975 ..,.__ 39.5 4.83 
1976 .._... 40.1 5.22 
1977 : 40.3 5.68 
1978 ‘la.4 6.17 
1979 40.2 6.70 
1980 .._.. 39.7 7.27 
1981 .__... 39.8 7.99 
1982 38.9 8.49 
1983 40.1 8.83 
1984 ._..__ 40.7 9.19 
1985 40.5 9.54 
1986 .._. 40.7 9.73 
1987 ..__ 41.0 9.91 
1988 __.,.. 41.1 10.19 
1989 41.0 10.48 
1990 40.8 10.83 
1991 40.7 11.18 
1992 41.0 11.46 
1993 41.4 11.74 

Neekly 
hours 

See footnotes at end of table. 

Manufacturing 

Iourly 
mings 

Hourly 
aming! 
rcludin 

$2.43 
2.50 
2.59 
2.71 
2.88 
3.05 
3.23 
3.45 
3.66 
3.91 
4.25 
4.67 
5.02 
5.44 
5.91 
6.43 
7.02 
7.72 
8.25 
8.52 
8.82 
9.16 
9.34 
9.48 
9.73 

10.02 
10.37 
10.71 
10.95 
II.18 

T1: 
I 

weekly 
aming! 

W,kly 
hours 

Hourly 
aming! 

weekly 
lmings 

N&ly 
hours 

Hourly 
:amingr 

weekly 
amings 

i102.97 41.1 $2.89 ‘118.78 40.7 $2.52 ‘102.56 
107.53 41.3 3.03 125.14 40.8 2.60 106.08 
112.19 41.2 3.11 128.13 40.7 2.73 111.11 
114.49 40.5 3.23 130.82 40.3 2.87 115.66 
122.51 40.6 3.42 138.85 40.1 3.04 121.90 
129.5 1 40.7 3.63 147.74 40.2 3.23 129.85 
133.33 40.5 3.85 155.93 39.9 3.43 136.86 
142.44 40.1 4.21 168.82 39.4 3.64 143.42 
154.71 40.4 4.65 187.86 39.4 3.85 151.69 
166.46 40.5 5.02 203.31 39.2 4.07 159.54 
176.80 40.2 5.41 217.48 38.8 4.38 169.94 
190.79 39.7 5.88 233.44 38.6 4.72 182.19 
209.32 39.8 6.45 256.71 38.7 5.02 194.27 
228.W 39.9 6.99 278% 38.8 5.39 209.13 
249.2; 40.0 7.57 302.80 38.8 5.88 228.14 
269.34 39.9 8.16 325.58 38.8 6.39 247.93 
288.6; 39.6 8.87 35 1.25 38.4 6.95 266.88 
318.0( 39.4 9.70 382.18 38.5 7.55 290.68 
330.26 39.0 10.32 402.48 38.3 8.08 309.46 
354.0E 39.0 10.79 420.81 38.5 8.54 328.79 
374.02 39.4 11.12 438.13 38.5 8.88 341.88 
386.37 39.5 11.40 450.30 38.4 9.15 351.36 
396.01 39.2 11.70 458.64 38.3 9.34 357.72 
406.31 39.2 12.03 471.58 38.1 9.59 365.38 
418.81 38.8 12.26 475.69 38.1 9.98 380.24 
429.68 38.9 12.60 490.14 38.0 10.39 394.82 
441.86 38.9 12.97 504.53 38.1 10.79 411.10 
455.03 38.7 13.22 511.61 38.1 Il.15 424.82 
469.86 38.9 13.45 523.21 38.2 11.39 435.10 
486.04 39.6 13.63 539.75 38.2 11.73 448.09 

wholesale ha& 
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Table C-l. Average hours and earnings of production or nonsupervisory workersa 
on private nonfarm payrolls by major industry, 

196693 annual averages (continued) 

weekly Hourly weekly Hourly W&ly weekly Hourly weekly 
hours :mings hours :mings amings hours !mings :amings 

37.0 $1.75 E64.75 37.3 $2.30 $85.79 36.1 $1.94 $70.03 
36.6 1.82 66.61 37.2 2.39 88.91 35.9 2.05 73.60 
35.9 1.91 68.57 37.3 2.47 92.13 35.5 2.17 77.04 
35.3 2.01 70.95 37.1 2.58 95.72 35.1 2.29 80.38 
34.7 2.16 74.95 37.0 2.75 101.75 34.7 2.42 83.97 
34.2 2.30 78.66 37.1 2.93 108.70 34.7 2.61 90.57 
33.8 2.44 82.47 36.7 3.07 112.67 34.4 2.a 96.66 
33.7 2.60 87.62 36.6 3.22 117.85 33.9 3.04 103.06 
33.4 2.75 91.85 36.6 3.36 122.98 33.9 3.27 110.85 
33.1 2.91 96.32 36.6 3.53 129.20 33.8 3.47 117.29 
32.7 3.14 102.68 36.5 3.77 137.61 33.6 3.75 126.00 
32.4 3.36 108.86 36.5 4.06 148.19 33.5 4.02 134.67 
32.1 3.57 114.60 36.4 4.27 155.43 33.3 4.3 1 143.52 
31.6 3.85 121.66 36.4 4.54 165.26 33.0 4.65 153.45 
31.0 4.20 130.20 36.4 4.89 178.00 32.8 4.99 163.67 
30.6 4.53 138.62 36.2 5.27 190.77 32.7 5.36 175.27 
30.2 4.88 147.38 36.2 5.79 209.60 32.6 5.85 190.71 
30.1 5.25 158.03 36.3 6.31 229.05 32.6 6.41 208.97 
29.9 5.48 163.85 36.2 6.78 245.44 32.6 6.92 225.59 
29.8 5.74 171.05 36.2 7.29 263.90 32.7 7.31 239.04 
29.8 5.85 174.33 36.5 7.63 278.50 32.6 7.59 247.43 
29.4 5.94 174.64 36.4 7.94 289.02 32.5 7.90 256.75 
29.2 6.03 176.08 36.4 8.36 304.30 32.5 8.18 265.85 
29.2 6.12 178.70 36.3 8.73 316.90 32.5 8.49 275.93 
29.1 6.31 183.62 35.9 9.06 325.25 32.6 8.88 289.49 
28.9 6.53 188.72 35.8 9.53 341.17 32.6 9,.38 305.79 
28.8 6.75 194.40 35.8 9.97 356.93 32.5 9.83 319.48 
28.6 6.94 198.48 35.7 10.39 370.92 32.4 10.23 331.45 
28.8 7.12 205.06 35.8 10.82 387.36 32.5 10.54 342.55 
28.8 7.29 209.95 35.8 11.35 406.33 32.5 10.79 350.68 

‘Data relate to production workers in mining and manufacturing; construction workers in construaion; and nonsupervisory workers in 
transportation and public utilities; wholesale and retail trade; finance, insurance, and real estate: and services. 

1964 ......... 
1965 ......... 
1966 ......... 
1967 ......... 
1968 ......... 
1969 ......... 
1970 ......... 
1971 ......... 
1972 ......... 
1973 ......... 
1974 ......... 
1975 ......... 
1976 ......... 
1977 ......... 
1978 ......... 
1919 ......... 
1980 ......... 
1981 ......... 
1982 ......... 
1983 ......... 
1984 ......... 
1985 ......... 
1986 ......... 
1987 ......... 
1988 ......... 
1989 ......... 
1990 ......... 
1991 ......... 
1992 ......... 
1993 ......... 

T Retail uade Finance, insurance 
and real estate Services 

NOW Data presented in table C-l are from the establishment survey. Recent data may differ slightly from dwse previously published 
because of revisions to reflect ww benchmarks. These estimates are currently projected from March 1993 benchmark levels. When 
more recent benchmark data are introduced, data beginning April 1993 are subject to revision. 

Source: U.S. Department of Labor, Bureau of Labor Statistics 
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Total, 16 years 

and older. 

16to24...... 

251054...... 
55 and older 

Men. 16 years 
andolder...... 

Women, 16 
years and 
older 

White, 16 yews 

andolder....:. 

Black, 16 years 
and older. _a. 

Asian and other, 
16 years and 

olde? 

Hispanic. 
16 years and 

old&’ 

Other than 

Hispanic, 
I6 years and 

older 

White, 

non-Hispanic 

Table D-l. Civilian labor force by sex, age, race, and Hispanic origin, 
1979 and 1992, and moderate growth projection to 2005 

(Numbers in thousands) 

1979 1992 

j4.962 126.98 

!5,407 20.45, 
9.520 91.09 

15.034 IS,43 

k-I.726 69.1% 

14.235 57,791 

'1,923 108,521 

0,678 13,89 

2,361 4.56' 

8 : 

5 1; 

1 I 

.j 

50,516 22.02C 

24,127 a.953 

15,054 26,577 

21.335 398 

78,718 8,458 

71,798 13,563 

!4,847 16.603 

17.395 3,213 

8,274 2,204 

16,581 (’ 

2005 
1979- 

1992 

33,935 cc: 

c9.753 cc: 

Change 

ET- 
moo5 - 

3,534 

3.673 

3,957 

5,903 

9,534 

4m 

6,321 

3,504 

6,45( 

7,084 

Percent 

change 

979- 
992 - 

21.0 

19.5 
41.2 

2.6 

18.1 

1992- 
2005 - 

18.5 

18.0 

15.3 
38.3 

13.8 

24.2 

25.2 

81.2 

63.7 

14.6 

Percent distritution 

2005 

100.0 

24.2 

61.5 

14.3 

42. I 

87.6 

100.0 

16.1 

71.7 

12.2 

85.5 

3.6 

8.0 

92.0 

77.8 

H-J.0 

16.0 

69.8 
14.2 

52.3 

82.9 

11.6 

89.C 

72.9 

rate ( 
iFi 
1992 - 

1.5 

-1.7 

2.7 
.2 

5.2 

:ent) 
1992- 
2005 

.8 

’ The “Asian and other group includes (1) Asians and Pacific Islanders and (2) Am&can Indians and Alaskan natives. The historical data 
are derived by subtracting “black” from the “black and other” group; projections are ma& directly, not by subtraction. 

’ Persons of Hispanic origin may be of any race. 

/ Data for Hispanic origin w-e not available before 1980. 

d Data are for 1980-92. 

Source: U.S. Department of Labor, Bureau of Labor Statistics. 
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Table D-2. Civilian labor force participation rates by sex, age, race, 
and Hispanic origin, 1979 and 1992, and moderate growth proiection to 2005 

(Percent) 

1979 1992 2005 1979-1992 1992-2005 

Total, 16 years and older ........ 

Men, 16 years and older. ...... 

16 to 19 .................. 
20to24.. ................ 

25to34 .................. 

35to44.. ................ 
45to54 .................. 

55to64 .................. 

65 and older .............. 

Women. 16 years and older 

16to19 .................. 
20to24 .................. 

25to34 .................. 
35to‘l-l.................. 

45to54 .................. 
.55 to 64 .................. 

65 and older .............. 

White, 16 years and older ....... 

Black, 16 years and older. ....... 

Asian and other, 16 years 
and older” ................... 

Hispanic, I6 years and olde@ 

63.7 66.3 68.8 1.5 1.3 

77.8 75.6 74.7 1.0 1.0 
61.5 41.1 55.5 -2.8 2.1 
86.4 83.3 84.4 -1.3 .9 
95.3 93.8 93.5 1.3 -1.2 
95.7 93.8 93.5 3.6 .6 
91.4 90.8 90.2 1.5 3.1 
72.8 67.0 69.7 -. 6 2.8 
19.9 16.1 14.7 .5 .5 

50.9 57.8 63.2 2.1 1.7 
54.2 49.2 52.4 -2.6 2.1 
69.0 71.2 73.6 -.9 .8 
63.9 74.1 80.7 2.4 -.5 
63.6 76.8 86.2 5.0 1.5 
58.3 72.7 82.8 3.1 4.1 
41.7 46.6 52.4 .7 3.2 

8.3 8.3 8.8 1.9 1.3 

63.9 66.7 70.2 1.3 1.1 

61.4 63.3 66.2 2.0 1.7 

66.1 65.6 66.6 5.2 4.7 

(7 66.5 68.4 4.3d 3.9 

d The “Asian and other” group includes (1) Asians and Pacific Islanders and (21 American Indians and Alaskan natives. The historical data 
are derived by subtracting “black” from the “black and other” group: projections are made directly, not by subtraction. 

h Persons of Hispanic origin may be of any race. 

r Data for Hispanic origin were not available before 1980. 

d Data are for 1980.92. 

T Participation rate Annual growth rate 

Source: U.S. Depanment of Labor, Bureau of Labor Statistics. 
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Table D-4. Civilian labor force, 1992 and projected to 2005, 
and projected entrants and leavers, 1992-2005 

Group Labor force Enaants Leavers Labor force 
I992 1992-2005 1992-2005 2005 

Number (in thousands) 
Total ................................. 

Men ................................ 
Women.. ........................... 
White, non-Hispanic .................. 

Men .............................. 
Women ........................... 

Black, non-Hispanic ................... 
MeLI .............................. 
Women ........................... 

Hispanic origin. ...................... 
Men .............................. 
Women ........................... 

Asian and other, non-Hispanic 
Men .............................. 
Women ........................... 

Share (percent) 
Totaj ................................. 

Men ................................ 
Women ............................. 
White, non-Hispanic .................. 

Men .............................. 
Women ............................ 

Black, non-Hispanic ................... 
MtXl.............................. 
Women ........................... 

Hispanic origin. ...................... 
Metl.............................. 
Women ........................... 

Asian and other, non-Hispanic ........... 
Men .............................. 
Women ........................... 

Source: U.S. Depattmnt of Labor, Bureau of Labor Statistics. 

126.982 51,215 27.68 I 150,516 
69,184 25.125 15,591 78.718 
57,798 26,090 12,090 71,798 
98,817 33,384 22,448 109.753 
53,995 16,107 12,884 57.218 
44,822 17,278 9,564 52,535 
13,694 6,096 3,160 16,630 
6,786 2,881 1,505 
6,908 3,215 

8.163 
1,656 8,467 

10.131 7,801 1,352 16,581 
6,09 I 4,339 802 9,628 
4.040 3,462 550 6,953 
4,340 3,958 746 7,552 
2,312 1,798 401 
2,028 

~ 3,709 
2,135 320 4,843 

100.0 100.0 100.0 100.0 
54.5 49.1 56.3 52.3 
45.5 50.9 43.7 47.7 
77.8 65.2 81.0 72.9 
42.5 31.4 46.5 38.0 
35.3 33.7 34.5 34.9 
10.8 11.9 11.4 11.0 
5.3 5.6 5.4 5.4 
5.4 6.3 6.0 5.6 
8.0 15.2 4.9 11.0 
4.8 8.5 2.9 6.4 
3.2 6.8 2.0 4.6 
3.4 7.7 2.7 5.0 
I.8 3.5 1.4 2.5 
I.6 4.6 1.2 2.6 
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Table D-6. Three projections of the civilian labor force by sex, age, race, 
and Hispanic origin, 2005 

T 
Total .,,,._........_...,_,..__...., 

Metl............................ 
Women ..__........_........., 

16 to 24 years 

25 to 54 years 

55 years and older 
White, 16 years and older 
Black, 16 years and older. 
Asian and other, 16 years and oldef 
Hispanic, 16 years and old& 

Participation rate 

High blcderate Law High hIdrate Low 

70.1 68.8 67.3 156,454 150,516 147.252 
75.8 74.7 73.6 81.062 78,718 77,558 
65.0 63.2 61.4 75,391 71,798 69,694 

69.1 67.5 65.6 25,315 24,127 23,436 

88.9 87.8 86.4 108,726 105,054 103,348 

34.9 33.6 32.3 22,413 21,335 20.469 

70.5 69.5 68.1 128,961 124,847 122,478 

68.2 66.2 64.0 18,022 17,395 16,820 

68.9 66.6 64.0 9,470 8,274 7,954 

70.9 68.4 66.0 18,286 16.581 16,006 

(percent) 
Level 

(thousands) 

a The “Asian and odwl” group includes (1) Asians and Pacific Islanders and (2) Am&can Indians and Ala&an natives. ‘the historical data 
are derived by subtracting “black” from the “black and orhe? group. 

b Persons of Hispanic origin may be of any race. 

Source: U.S. DepaRmenI of Labor, Bureau of Labor Statistics. 
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Table E-l. Number of participants served under JTPA Titles II-A, II-B, and Ill by State: 
Program Year 1991 (for Title II-A and Title Ill data) and Fiscal Year 1992 (for Title II-B data) 

state 

U.S.Total.. ......................... 
Alabama ............................ 
Alaska .............................. 
Arizona ............................. 
Arkansas ............................ 
California ........................... 
Colorado. ........................... 
Connecticut. ......................... 
Delaware ............................ 
District of Columbia. .................. 
I-hi& ............................. 
Georgia ............................. 
Hawaii .............................. 
Idaho ............................... 
Illinois. ............................. 
Indiana ............................. 
Iowa ............................... 
Kansas .............................. 
Kentucky ............................ 
Louisiana ........................... 
Maine .............................. 
Maryland ........................... 
Massachusetts. ....................... 
Michigan ............................ 
Minnesota ........................... 
Mississippi .......................... 
Missouri.. .......................... 
Montana ............................ 
Nebraska ............................ 
Nevada ............................. 
New Hampshire ...................... 
New Jersey .......................... 
New Mexico ......................... 
New York ........................... 
North Carolina ....................... 
North Dakota ........................ 
Ohio ............................... 
Oklahoma ........................... 
Oregon.. ........................... 
Pennsylvania ......................... 

Title II-A 
(PY 1991) 

‘lide U-B 
(FY 1992) 

Title III 
(PY 1991) 

1,021.771 782,139 332,217 
14,095 12,089 5,137 
2,353 1,228 533 
9.871 7,646 6,299 

19,368 9,140 4.764 
92,352 83,432 22,698 
18,300 7.009 5.904 
5,230 6,528 3,417 
2,140 1,623 806 
1,170 7,410 449 

80,753 31,276 13,724 
18,890 14.234 12,345 
2,366 1.320 514 
5.606 1,935 I.158 ‘\ 

44.03 1 38,936 22,034 
20,833 I 1,768 6.499 
7,994 3.398 3,263 
4,774 3,096 1,342 

31,953 12,391 12,802 
35,299 25,63 I 7,455 
3,551 3,307 2,818 

26,633 13,302 3,881 
11,017 18,901 21,737 
49,169 33,189 15,501 
19,053 8,322 5,761 
24,041 I 1,254 5,076 
19,805 13,070 11,312 
4,457 1.797 I.553 
3,253 1,937 647 
3.242 1,796 696 
2,563 2,020 808 

15,329 19,184 3.1 IO 
12.318 6,701 2,982 
47.404 66,498 18.811 
17.972 10,006 5,381 
1,887 1,757 605 

51.885 29,571 13,893 
I 1,833 6,801 3,812 
10,320 4,701 4,700 
45,595 30,522 8,899 
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Table E-2. Expenditures under JTPA Titles II-A and II-B by State: Program Year 1991 
(for Title II-A data) and Fiscal Year 1992 (for Title II-B data) (continued) 

state lltle U-A Title II-B 
(PY 1991) (PC 1992) 

Rhodelsland .................................... 4,348,19S 
South Carolina .................................. 10.97 1,226 
South Dakota ................................... 2.018.107 
Tennessee ...................................... 18J94.908 
Texas .......................................... 78.894.069 
Utah .......................................... 3.502.534 
vmnont ....................................... 2,146.103 
~rginia ........................................ 
Washington..................._ 

16.71!,678 
................. 17.272.349 

West Virginia ................................... 10,161,861 
Wisconsin ...................................... 12,272,077 
Wyoming ...................................... 1,884.789 
PuertoRico ..................................... 36,917.040 

Source: U.S. Depanment of Labor, Employment and Training Administration W’A Semiannual Status Report [F&wary 1’7, 19941 and 
ITPA Summer Performance Repon [April 11, 199411. Title II-B data are for Service Delivery Area programs during the summet ai 1992. 

5,723,628 
18,267,857 
4.266.435 

31.206.C04 
146.930,592 

7.769,726 
4.867,795 

27,298.122 
32.328,923 
19.565.502 
24.730,956 
4.945,085 

82.263.943 
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Table E-3. Formula and discretionary expenditures under JTPA Title Ill by State: 
Program Year 1991 (continued) 

T 

Rhodekland .................................... 
SouthCarolina .................................. 
South Dakota ................................... 
Tennessee ...................................... 
Texas .......................................... 
utab .......................................... 
Vermont. ...................................... 
Virginia ........................................ 
Washington ..................................... 
West Krginia ................................... 
Wmonsin ...................................... 
Wyoming ...................................... 
PuertoRico ..................................... 

PY 1991 

Formula Discretionary 

l,749,187 53,284 
3.866.749 1,217,851 

66 1,485 0 
63668,522 0 

35.455.570 5.102,329 
1,437.714 483,627 

473,315 457,499 
4.885,868 
8063.704 

788,955 
3.025,590 

7,057,332 0 
4,679,056 1,728.665 

670,840 0 
14.960.895 750,821 

Sourcy U.S. Department oi Labor, Employment and Training Administration OTPA Semiannual Status Report and Woke hdju~tment 
Program Quarterly Financial Report IFebruary 17, 19941). 
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Table E-4. Characteristics of individuals served by the Employment Service by State: 
Program Year 1991 

U.S.Total.. ......................... 
Alabama ............................ 
Alaska .............................. 
Arizona ............................. 
Arkansas ............................ 
California ........................... 
Colorado ............................ 
Connecticut. ......................... 
Delaware ............................ 
District of Columbia. .................. 
florida ............................. 
Georgia ............................. 
Guam .............................. 
Hawaii .............................. 
Idaho ............................... 
Illinois. .............................. 
Iodiana ............................. 
Iowa ............................... 
Kansas ...... : ...................... 
Kentucky ............................ 
Loowana ........................... 
Maine .............................. 
Maryland ........................... 
Massachusetts. ....................... 
Michigan ............................ 
Minnesota ........................... 
Mississippi .......................... 
Missouri.. .......................... 
Montana ............................ 
Nebraska ............................ 
Nevada.. ........................... 
New Hampshire ...................... 
Newlersey .......................... 
New Mexico ......................... 
New York ........................... 
North Carolina ....................... 
North Dakota ........................ 
Ohio ............................... 
Oklahoma ........................... 
Oregon ............................. 
Pennsylvania ......................... 
PuertoRico .......................... 
Rhode Island. ........................ 
Sooth Carolina ....................... 
Sooth Dakota ........................ 

Total 
applications WOIIEII 

ECOIlOmiCdly 

disadvantaged 
Veterans 

20.422,902 8X442.308 2,732.891 2648.439 
465,694 213,892 108,204 56.370 
107.036 41,006 5,096 16,491 
339,102 131,707 28,313 47,729 
308,676 139,589 19.445 36,746 

1,212.459 491,201 28,862 167,847 
299,068 116,316 35.574 48,397 
283.690 110,093 38,583 33,527 
40.193 15,999 40 7,294 ~ 
91.733 41,231 20,823 9,047 

13187.072 495,390 26,810 152,888 
621.880 263,365 174,150 93,314 

6.488 2,455 1,806 267 
78,637 35,005 12,188 10,811 

145.194 6 1,039 9,561 17,87t. 
978,399 387,758 136,291 114.151 
403.899 165,955 71,609 63,989 
287,895 124,778 22,231 29,434 
206,121 83,393 19,470 28,399 
449.27 1 191,355 115,328 54,567 
360.015 150,957 23,243 43,552 
144,073 55,649 4,881 20,832 
263,517 106,599 17.977 38,382 
343,076 136,058 92,401 34,774 
777,958 285,850 184.654 122,263 
329,893 132,184 22,112 46,696 
333,093 157,256 53,007 32,561 
590,287 254,318 181,009 76,021 
111,415 47,247 1,158 14,755 
122,891 53,814 13,254 16,921 
97.63 1 33,466 695 22,652 
72.112 27,899 10.214 12,817 

538,127 226,779 52,977 47,712 
142,700 54,498 34,116 23.221 
960.071 392,889 166,423 97,838 
762,929 359,127 7 1,956 90,825 
95,314 44,382 12,060 8,606 

593,854 232,694 145,334 101,176 
332,537 134,159 42,139 5 1.621 
345,022 133,212 2,628 54,687 
674,7 19 264,074 101,040 106.484 
189.284 14,176 154,450 9,197 
76,097 33,446 3.104 6,304 

400,763 189,114 35,628 48.845 
96,913 46,141 20,272 9,073 
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Table E-4. Characteristics of individuals sewed by the Employment Service by State: 
Program Year 1991 (continued) 

state 
TOti 

applications Women Elconomicauy 
disadvantaged 

Tennessee .._ . 475,949 209,200 42,666 59,678 
TCCAS................................ 1.784.402 732,402 157.668 189,256 
Utah . . . .._........................._ 217,529 94,200 22,483 16,997 
Vemlont . . . . .._..............._....... 76,319 30,503 9,193 8,088 
Virgin Islands . 14,054 7,424 5,464 1,478 
Virginia. 540.901 223,857 11,533 86,447 
Washington. 377.615 140,215 55,265 68,168 
West Virginia 202,079 77,003 57,607 28,794 
Wisconsin.........................., 386,580 158.884 43,430 ~ 51.192 
Wyoming . . . . . . . . . . . . . . . . .._...___.... 80,676 31.105 6,466 11,381 

Source: U.S. Department of Labor, Employment and Training Administration. 
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Table E-5. Selected services provided to applicants by the Employment Service by State: 

State 

U.S. Total ............ 
Alabama ............. 
Alaska ............... 
Arizona. ............. 
Arkansas ............. 
California ............ 
Colorado ............. 
Connecticut. .......... 
Delaware ............. 
District of Columbia. 
Florida .............. 
Georgia .............. 
Guam ............... 
Hawaii. .............. 
Idaho ................ 
Illinois. ............... 
Indiana .............. 
Iowa ................. 
Kansas .............. 
Kentucky ............. 
Louisiana ............ 
Maine ............... 
Maryland ............. 
Massachusetts. ........ 
Michigan. 
Minnesota ............ 
Mississippi ........... 
Missouri ............. 
Montana ............. 
Nebraska ............. 
Nevada .............. 
New Hampshire 
New Jersey ........... 
New Mexico .......... 
New York 
North Carolina ........ 
North Dakota 
Ohio ................ 
Oklaboma ............ 
Oregon .............. 
Pennsylvania. ......... 
Puerto Rico. .......... 
Rhode Island. ......... 
South Carolina ........ 
South Dakota ......... 

7.599.434 2.586.704 357,093 117,741 
205,49 1 82.179 6,610 1,242 
43,864 20,489 497 150 

134,894 32,546 2,228 574 
143,097 6 1,394 17 9 
441.489 193,831 6,731 3,520 
129.458 43,105 6,607 1,345 
59,494 11,036 6,942 2.034 
9.350 2,488 709 380 

22,402 11,269 4,992 3.081 
604,684 142.737 11,958 4,274 
226,508 71,781 2.302 1,867 

1,634 1.515 1,870 1,080 
29,518 6,715 2,187 I.309 
90,759 32,662 588 808 

253.217 120,162 16,363 2.949 
136,371 35,604 20.340 2,607 
159,707 59,288 20,570 2,623 
93,025 27,706 11,422 2,116 

173,033 71.240 18,354 10,251 
130,076 46,843 7,547 1,333 
49,253 10,045 6,418 983 
86,827 27,024 3,646 3,068 

111,128 25,939 6,820 3,009 
112,080 57,423 3,192 1,148 
147,892 52,696 1.288 532 
141,265 60,434 18,146 11,134 
232,344 63,891 15,252 5,813 
60.603 22,459 3.540 527 
69,638 25,838 2,248 587 
48,991 12,421 1,353 1,776 
30,232 8,013 1,061 617 
59,980 16,187 12.28 1 901 
41,856 19,589 1,533 775 

207,823 66,589 7.665 6,806 
405,494 131.240 4,726 2.142 
65,200 26,309 3,068 3,124 

158,401 50,549 6,746 1,752 
119,731 48.003 49,355 4,115 
144,733 41,587 3,091 750 
228,554 75,588 9,104 3,532 
33.701 2 1,780 777 913 
15,451 4,478 1,037 109 

195,778 56,728 4,116 1,379 
67,107. 30,017 381 745 

Ref& Placed Referred Placed 
to Jobs in Jobs to Training in Training 

Program Year 1991 
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Counseled * 

683,553 
1,656 
4,235 
3,907, 
1.167 

10.111 
4,316 
7,858 
1,315 

20,186 
17,159 
39,108 

- 
2,366 
3,70< 
5.491 
2,367 
8,623 

12,637 
47,545 
3,071 

743 
158,090 
16.492 
19.728 
3,859 
8,366 

10,662 
5,631 
7,359 
2,146 
3,900 

12,022 
1,745 

43,428 
15,779 
7,003 
7.565 
6,958 

22.813 
4,343 
8,278 
2,769 
4,585 
3.155 



Table E-5. Selected services provided to applicants by the Employment Service by State: 
Program Year 1991 (continued) 

State 

Tennessee 
Texas................. 
Utah 
Vermont 
Virgin Islands 
Virginia 
Washington 
West Virginia 
Wkconsin 
Wyoming I 

Referred 
to Jobs 

PIaCed 
in Jobs 

Referred 
to Training 

PIaCed 
in Training Counseled 

179,050 53,904 5,139 2.152 1,883 
730,755 269.190 17.157 5.716 56,040 
135,745 48,302 287 287 11,439 
26,302 6,124 321 50 1,912 
4,105 1,527 799 214 651 

177,418 53,986 451 602 2,446 
163,125 52,622 7,996 2.864 20, I57 
69,385 21,166 7,268 4,648 5,227 

144.199 32,677 943 369 ~ 6,194 
47,217 17.789 1,054 1,050 3,362 

Source: U.S. Department of Labor, Employment and Training Administration 
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Table E-6. Regular State unemployment insurance benefit data: U.S. totals, FY 1990-l 992, 
and by State-ford 12 months ending September SO,1992 

Fiscal Year/ 
state 

Percell 
Average of 

initial We&y 
Xms Uwm- go; 

PlOYed mm 

ml 1.889.81, 2,387.?4 
1991 1269.78: 3?26.11~ 
ml !.W3.50( 3,33Q,?r 
Alabama.. 373,511 40.58: 
Alaska.. 99.591 14,321 
Aima. 2c9,OS~ 3s.wi 
AkNS.... 25124! 32.211 
Califmia i.833.921 554,711 
Colorado.. 161.941 26.751 
Connecticut 343.ti 60,os: 
D&ware 61,038 8,035 
cist Cd. 4675; I I.355 
Florida 677.50: 129.95: 
GfQi& 474,541 S8.W 
Hawaii r7.97L 10,161 
Idaho. 115,67? I4,4It 
Illinois 956,ISi 161.05? 
India@2 l&4,438 43,441 
Iowa 174.331 25.716 
Kansas Ism! 23.174 
Kmck) 338.88! IS;4174 
Louisiana 256.501 10.871 
Maine 157.1 I? 21.031 
Maryland 318.041 62,613 
Mawhuvas S33,885 108557 
Michigan 289.302 139,072 
Minnesota.. 255.308 46,138 
Mississippi 221.355 28,Wl 
Miswuti SM.389 63,503 
Montana.. 56.549 8.761 
Nebnska 72.141 9.436 
Nevada IM.M 20,143 
NW Hampshire 72.898 II.b46 
NW Jersey.. C&277 Pa% 
New Mexico.. 70.135 13.869 
NewYork..... .411379 287649 
North Cmlina 889.297 66.855 
North D&m.. 33.160 4.775 

2.2 
3.1 
3.2 
2.6 
6.5 
2.4 
36 
4.5 
I.8 
4.0 
2.4 
2.7 
2.5 
2.1 
2.0 
3.6 
32 
I.8 
2.2 
2.2 
2.5 
2.7 
4.3 
3.3 
4.1 
3.7 
22 
3.1 
2.9 
3.0 
1.3 
34 
2s 
4.1 
2.5 
1.8 
1.1 
1.9 

- - - - - - - - 

Total 
ktmic- 
&vies 

4verage 
W&y 
Belle. 
iciaries 

AVtXXgl 
We&l) 
Wage 

4vmg 
WeekI! 
Be&! 

‘eicenl 
wmgt 
V&y 
Wage 

,tCZflti; 
vee’eeks 
Of 

enefit 

4chd 
ivkeks 

of 
et&if 

khau 
tees’ 
veeks 
of 

:neF.t 
- - - - - - - - 
.$91.439 !!109.74! 442.20 159.56 36.1 23.8 13.6 23.1 
~,147.281 !.879.86: 4b1.38 168.54 lb.5 25.3 14.8 23.2 
645,930 !.9SS.%I 479.75 172.72 34.0 25.7 IS.9 23.3 
161.928 35.03( 411.18 120.07 29.1 24.0 Il.3 22.8 
36,585 IJ.M( 597.83 170.07 28.4 20.7 16.0 20.4 
95,453 29.251 iM.14 I4616 34.0 23.0 15.9 21.9 

103,312 25,65t 372.03 148.28 39.9 22.1 12.9 21.3 
,492.609 SiII4I: 510.70 150.19 27.8 36.0 17.4 24.0 

79.593 20.041 466.71 176.35 37.8 22.3 13.1 16.7 
169.476 WI w.13 209.36 34.4 26.0 18.1 26.0 
29,713 7,98< 501.08 180.91 36.1 25.5 14.0 25.1 
28,054 I I.698 657.07 224.80 34.2 23.9 21.7 24.9 

358,879 IomI 428.4U 157.06 36.7 21.0 15.8 20.3 
243,986 53.831 453.84 l48.04 32.6 21.3 II.5 20.9 
33.822 9.8% 473.12 235.71 49.8 26.0 IS.1 26.0 
47.177 lI.WI 383.1 I 155.24 40.5 19.4 12.2 17.1 

w,495 144.584 520.50 182.28 35.0 26.0 18.4 26.0 
156,302 34,871 440.15 123.6? 28.1 22.8 114 a.4 
90,951 23.541 390.15 169.30 43.4 12.4 13.5 21.0 
73,879 20.M 408.40 177.53 43.5 22.6 14.8 21.5 

l3UN7 32,811 407.36 143.46 35.2 26.0 13.1 26.0 
Il2.2W 33,131 418.69 II657 27.8 26.0 15.6 26.0 
62,939 19,lM 4C4.56 166.86 41.2 20.3 15.8 21.1 

lS2,448 51,102 491.75 I8423 36.2 26.0 17.4 26.0 
266,113 97.159 554.80 22156 40.1 27.5 19.0 27.3 
5Il.l49 125,568 513.96 211.81 41.2 22.1 12.7 20.4 
140,529 42,723 472.07 197.14 41.8 23.3 15.8 21.9 
81,120 2l,xtl 35728 121.53 34.0 23.4 13.5 22.4 

189,703 54.215 439.10 llS.02 33.0 21.9 14.9 20.7 
25,186 6,714 358.31 134.12 37.4 20.3 13.9 18.1 
33,952 7,737 378.64 131.25 34.7 12.9 Il.8 17.2 
62.585 18.505 458.Ol 16767 36.6 22.6 15.4 22.4 
41,713 9.715 4b2.45 134.19 29.0 26.0 12.2 26.0 

357,521 129.750 596.30 223.65 37.5 23.7 18.9 23.2 
32,535 10.621 387.10 137.92 35.6 25.8 17.0 25.4 

7033M 2802288 600.11 196.24 32.7 26.0 20.7 26.0 
269.292 54.280 414.43 158.77 38.3 22.9 IO.5 21.2 
15.669 4.001 351.31 14528 41.4 19.8 13.3 17.6 

- - - - - - - - 

Exhaus- 
hJmkr teesac 

of Percent 
xbm- of 
tees Recip 

ients 

192.132 28.4 
187.381 33.5 
87S.W 39.6 
4Qo.957 24.2 
23,746 51.9! 
38,555 39.5 
36,278 IS.1 

633,627 41.4 
35.838 440 
73,C41 38.7 
1,473 X.7 

19,081 64.4 
191.603 54.4 
102,787 Jo.4 

9.675 32.2 
16.130 34.2 

176.379 42.1 
45.431 30.4 
27.790 29.5 
27.Mo 37.5 
31.758 23.1 
35.421 33.6 
2805 41.4 
S3,%2 34.5 

139,965 16.8 
166,827 35.1 
49,984 34.6 
26,249 32.5 
74,820 38.6 
9,301 37.9 

IO.725 31.3 
25,237 39.1 
9,4bl 18.9 

107537 56.6 
13.092 38.9 

171.125 Sl.2 
66,196 21.9 
6,224 38.4 
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