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OVERVIEW

Job Corps has been labelled the "cornerstone" of yo0-71 employ-
ment and training efforts because it offers, in a residential
setting, the most comprehensive, intensive and expensive ser-
vices of any youth program, because it is targeted to those
young persons with severest needs, because in over 15 years
of operation it has served more than 600,000 young people,
and because it is a program with a track record of proven
success.

Job Corps is also a cornerstone of knowledge development
efforts for several reasons:

First, Job Corps offers a complete treatment approach with
corpsmembers receiving allowances, education, basic life skills
training, vocational training, world-of-work experience, health
care, residential support, work experience, counseling,
recreation and more. Given the intensity of treatment, Job Corps
constitutes a test of the most fundamental notion whether it is
possible to redirect human lives and to make a difference over
the long-term with comprehensive remedial assistance. The vast
majority of CETA youth dollars, for instance, go for wages and
salaries in work experience rather than for significant human
resource development activities, so lifetime changes should not
be expected for participants. Because Job Corps is relatively
intensive and expensive, the benefits must be significant to
justify the costs. Other less intensive programs may produce
positive changes, but the marginal impacts cannot be discerned
because our social science measurement tools are inexact. For
instance, if the tools of measurement for social status
changes have a margin of error of 5 percent, then a short-
duration activity which produces positive but slight increments
may not have measurable effects whereas Job Corps would be
expected to produce more readily observable changes substantially
exceeding the margins of error in measurement. The authorizing
legislation for Job Corps, in fact, mandates benefit-cost analyses
to determine whether the investment is justified. Put in another
way, Job Corps is the most comprehensive of human resource
investment programs for the disadvantaged. If it does not work,
then there must be doubts about less comprehensive efforts.

5dcond, Job Corps is an excellent social laboratory in exploring
ways to aid disadvantaged youth. It offers a complete range of
services under standardized criteria in a multitude of settings
to a relatively homogeneous, disadvantaged clientele. It is a
nationally directed program. Hence, it is easier to try out
various mixes of services and delivery approaches in Job Corps
than in the decentralized CETA prime sponsor system. The
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and its approaches have stablized after 15 years of operations
so that learning curve and startup effects are minimized.
There is a comprehensive recordkeeping system which provides
information which is unavailable elsewhere and the size of the
participant cohort permits detailed assessments of impacts.

Third, the Job Corps was the forerunner of many of the approaches
now being adopted or considered for youth policies for the 1980s.
Its program is self-paced, open-entry, open-exit, with multiple
options and tracking of youth through a sequence of activities
based upon individual ability. It provides benchmarks for
achievement within Job Corps and resumes for subsequent
entrance to the labor market. Education is linked to vocational
training which is linked to work experienve. There are
multiple steps so that advanced youth can go as far as college;
in other words, there is a self-contained system which can move
participants upward as rapidly as possible. The Job Corps
experience, therefore, suggests how these features will or can
work for economically disadvantaged youth under other CETA
programs.

These two volumes on Assessments of the Job Corps Performance and
Impacts present a massive array of studies ranging from rigorous
impact and benefit-cost evaluations to surveys of nutrition in centers.
In other words, this is a compendium of most of what has
been learned about Job Corps in the 1970s but particularly
since the youth initiatives were launched in 1977.

There are several major findings:

First, Job Corps apparently produces benefits to society in
terms of increased earnings of participants, lowered transfer
payments, and reduced crime,which exceed the costs. Human
resource investments have a measurable impact and, apparently, a
positive rate of raturn.

Second, the experience suggests that older youth who are more
mature stay longer and tend to make significant employment and
earnings gains subsequently while younger participants
benefit from socialization and greater maturity.

Third, the self-paced individualized approach of Job Corps
seems to work in education and vocational training. It is
far from a perfect mechanism, but there is apparently much
more choice and much less slippage in the realization of and
progression through opportunities within Job Corps than outside.
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Fourth, even though the characteristics of Job Corps partic-
ipants have not changed significantly since the 1960s and con-
tinue to be extremely disadvantaged, there is a vast range in
ability and motivation. A sorting occurs within Job Corps in
terms of who initially applies, who stays and who advances.
Where full opportunities are available for.everyone, and where
extra efforts are made for those with greatest difficulties,
this sorting is helpful to the disadvantaged youth offering
youth with commitment a chance to prove themselves.

Fifth, there is a delicate balance in Job Corps. The more
elements in the treatment package, the more likely that the
totality will impact on needs. For instance, health problems
are less likely to impede progress of Corpsmembers than of par-
ticipants of programs that do not offer comprehensive health
care. However, with multiple components, it is also harder
to make all the pieces function harmon5-msly. Job Corps
experience suggests that it may take .s long as five years
of operation for centers to stabilize, i.e., that there is
a long learning curve.

The Job Corps experience summarized in this volume is not all
positive; there is much Sn the program which needs improvement.
But the evidence is hopeful, suggesting that comprehensive ser-
vices can help the most disadvantaged youth, and that the di-
rections we are moving in youth policies for the 1980s make
sense.

These volumes are products for the "knowledge development" effort
implemented under the mandate of the Youth Employment and Demon-
stration Projects Act of 1977. The knowledge development effort
consists of hundreds of separate research, evaluation and demon-
stration activities which will result in literally thousands of
written products. The activities have been structured from the
outset so that each is self-standing but also interrelated with
a host of other activities. The framework is presented in A Know-
ledge Development Plan for the Youth Employment and DemonstFiEra
Projects Act of 1977, A Fnowledge Development Plan for the Youth
Initiatives Fiscal 1979 and Completing the Youth Agenda: A Plan
for Knowledge Development, Dissemination and Application in
Fiscal 1980.

Information is available or will be coming available from the
various knowledge development activities to help resolve an
almost limitless array of issues, but answers to policy
questions will usually require integration and syntiesis
from a number of separate products, which, in turn, will depend
on knowledge and availability of these products. A major
shortcoming of past research, evaluation and demonstration
activity has been the failure to organize and disseminate
the products adequately to assure the full exploitation of
the findings. The magnitude and structure of the youth know-
ledge development effort puts a premium on organization and
dissemination.
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As part of its knowledge development mandate, therefore, the
Office of Youth Programs of the Department of Labor will
organize, publish and disseminate the written products of
all major research, evaluation and demonstration activities
supported directly by or mounted in conjunction with the
knowledge development effort. Some of the same products
may also be published and disseminated through other channels,
but they will be included in the structured series of Youth Know-
ledge Development Reports ,n-order to facilitate access and
integration.

The Youth. Knowledge Development Reports, of which this is one,
are divided into twelve broad categories:

1. Knowledge Development Framework: The products in
this category are concerned with the structure of knowledge
development activities, the assessment methodologies which
are employed, validation of measurement instruments, the
translation of knowledge into policy, and the strategy for
disseminating findings.

2. Research on.Youth Employment and Employability Develop-
ment: The products in this category represent analysis of
ariting data, presentation of findings from new data sources,
special studies on dimensions of youth labor market problems
and policy analyses.

3. Program Evaluations: The products in this category
include impact, process and benefit-cost evaluations of youth
programs including the Summer Youth Employment Program, Job
Corps, the Young Adult Conservation Corps, Youth Employment
and Training Programs, Youth Community Conservation and
Improvement Projects, and the Targeted Jobs Tax Credit.

4. Service and Participant Mix: The evaluations and demon-
strations summarized in this category concern the matching of
different types of youth with different service combinations.
This involves experiments with work vs. work plus remediation
vs. straight remediation as treatment options. It also includes
attempts to mix disadvantaged and more affluent participants, as
well as youth with older workers.

S. Education and Training Approaches: The products in this
category present the findings of structured experiments to test
the impact and effectiveness of various education and vocational
training approaches including specific education methodologies
for the disadvantaged, alternative education approaches and ad-
vanced career training.
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6. and The products in
this category present the findings of structured experiments to
test the impact and effectiveness of school-to-work transition
activities, vocational exploration, job-search assistance and
other efforts to better prepare youth for labor market success.

7. Youth Work' Experience: The products in this category
address the organization of work activities, their output, pro-
ductive roles for youth and the impacts of various employment
approaches.

O. Implementation Issues: This category includes cross-
cutting analyses of the practical lessons cc:r.:erning "how-to-
do-it." Issues such as learning curves, replication processes
and programmatic "batting averages" will be addressed under
this category, as well as the comparative advantages of alterna-
tive delivery agents.

9. Design and Organizational Alterlatives: The products
in this category represent assessments of demonstrations of
alternative program and delivery arrangements such as consoli-
dation, year-round preparation for summer programming, the use
of incentives and multi-year tracking of individuals.

10. Special Needs Groups: The products in this category
present findings on the special problems of and adaptations
reeded for significant segments including minorities, young
mothers, troubled youth, Indochinese refugees and the handi-
capped.

11. Innovative Approaches: The products in this category
present the findings of those activities designed to explore
new approaches. The subjects covered include the Youth
Incentive Entitlement Pilot Projects, private sector initi-
atives, the national youth service experiment, and energy
initiatives in weatherization, low-head hydroelectric dam
restoration, windpower and the like.

12. .InstitutionarLinka"ges: The products in this category
will include studies of institutional arrangements and linkages
as well as assessments of demonstration activities to encourage
such linkages with education, volunteer groups, drug abuse
agencies and the like.

In each of these knowledge development categories, there will
be a range of discrete demonstration, research and evaluation
activities, focused on different policy, program and analytical
issues. For instance, all experimental demonstration projects
have both process and impact evaluations, frequently undertaken
by different evaluation agents. Findings will be published as
they become availsble so that there will usually be a series
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of reports as evidence accumulates. To organize these pro-
ducts, each publication is classified in one of the twelve
broad knowledge development categories, described in terms of
the more specific issue, activity or cluster of activities to
which it is addressed, with an identifier of the product and
what it represents relative to ether products in the demon-
stration. Hence, the multiple products under a knowledge
development activity are closely interrelated and the activ-
ities in each broad cluster have significant interconnections.

The key elements in these two volumes are the 6-month follow-
up study of Job Corps enrollees and a benefit-cost analysis
based on these findings. The uncertainty is whether the
positive short-term effects will continue or will be eroded
over time. The Lasting Impacts of Job Corps Participation,
also in the "program evaluations" category, provides the re-
sults of the followup of Corpsmembers one year after the
survey in this volume. It provides encouraging evidence
that the overall gains do not erode.

The Job Corps approach might be contrasted with the work e4e-
rience approach undertaken under the supported work demonstra-
tion with a similar client group and evaluated by parallel
methodologies. Enhanced Work Experience - The Supported Work

Approach for Youth in the "youth work experience" category
provides an interesting contrast to the findings in these
volumes. Likewise, Alternative Lducatiot Models rPreliminary
Findings of the Job Corps Educational Improvement Effort in
the "education and training approaches" category is related
to the studies of education in Job Corps contained in these
volumes, E.jgrEinloentandTrainildochineseYouttl in the
"special needs group" category indicates the role of Job Corps
in serving this significant segment of the disadvantaged youth
population,

ROBERT TAGGART
Administrator
Office of Youth Programs
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INTRODUCTION

Job Corps provides comprehensive servicas including vocational
skills training, basic education, health care and residential
support for young people who are poor, out of school and out
of work. In contrast to shorter-term and less costly approaches
which serve youth with less severe needs, or seek to proviae
stopgap or transitional assistance, the aim of Job Corps is
to peizt.nently break the cycle of poverty by improving the life-
time earning prospects of youth most in need.

As part of a broad-ranging series of youth employment and
training initiatives, the Carter Administration and Congress
are doubling Job Corps to 44,000 enrollment opportunities or
"slots". At the same time, there is a commitment to further
improving the program, testing old approaches and trying out
new ones in order to make Job Corps better as well as bigger.

This report analyzes the performance of Job Corps in fiscal
1978, the success of the expansion effort, as well as the needs
and measures to improve program components. It synthesizes a
broad range of recently completed studies of Job Corps
operations and impacts. These studies are referenced in this
report and are available separately from the Office of Youth
Programs of the Department of Labor.



PERFORMANCE IN FISCAL 1978

Job Corps maintained its record of performance in fiscal 1978.
Iv- program continued to serve an extremely disadvantaged
population. Retention rates further improved. Placement rates
remained stable. Real annual costs rose only modestly.

1. Serving Youth Most In Need. Job Corps' mission is
"to assist young persons who need and can benefit from an
unusually intensive program," and it has traditionally served
the most disadvantaged youth, including, in fiscal 1978, 70
percent minorities, 87 percent high school dropouts, and
almost 100 percent poor. There has been very little change
over the years in the clientele. Job Corps, thus, remains
the primary remedial treatment mechanism for economically
disadvantaged youth. For instance, among the 1.1 million
participants under Title I CETA in fiscal 1977, only 24,700
economically disadvantaged young persons with less than a
high school education were served in classroom training and
7,100 in on-the-job training, compared to the 35,200 in
Job Corps.

2. Retention. The economic and noneconomic benefits
of the Job Corps experience are directly related to the
duration of stay.

Fiscal 1978 Terminees

Months in Job Corps Employment Rate Starting Wage

0 - 3 61.1 $2,85
4 - 6 65.6 3.06
7 - 9 72.6 3.16

10 - 12 77.3 3.34
13 - 15 79.2 3.39
Over 15 79.5 3.47

Administrative measures have, therefore, been taken to
increase the length of stay. The Department of Labor
performance monitoring system places heavy emphasis on
retention. The allowance formula gives incentives for
Corpsmembers to stay longer. The result has been continuing
improvement.

1968 1973 1978

Average Weekly Termination 3.9% 4.3% 3.8%

Average Length of Stay in Months 5.5 5.6 5.7



CHARACTERISTICS OF

JOB CORPS ENROLLEES

Income Fiscal 1968 Fiscal 1978

Average Family Income $3,300 $4,800

Percentage from families on
Public Assistance 27 33

Education

Percentage high school
dropouts 88 87

Percent less than 6th grade
reading achievement 67 50

Race

White 30 30

Black 58 55

Spanish-Speaking 8 10

American Indian 2 2

Other Nonwhite 1 2

Ale of Entry

16 or Under 30 24

17 27 26

18 - 21 43 50

Sex

Male 72 71

Female 28 29



3. Placement. The Job Corps has achieved high rates of
positive termination and placement. In fiscal 1978, post-
program status data were available on 32,340 of the 44,921
terminees. Among these, 2,268 were ill, confined, or females
with family responsibilities. Of the 30,072 who were available
for placement, 20,465 or 68 percent entered employment, 6,083
or 20 percent entered education or training programs, and 1,372
or 5 percent entered the Armed Forces.

4
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TABLE II

JOB CORPS PLACEMENT (FY 1974-FY 1977)

Definitions:

Available for Placement: Total number of Job Corps Placement
and Assistance Records, Forms MA 6-78 received, less the number
who reentered the program; the number who cannot be located to
determine status; and the number who are ill, confined, or females
with full-time family responsibilities.

Placement Rate: The percentage of those available for place-
ment who are placed in employment,. in school or another training
program, or in the military service.

FY 1974 FY 1975 FY 1976 FY 1977 FY 1978

TOTAL AVAILABLE 34,803 32,520 31,523 31,973 30,072

TOTAL PLACED 32,589 29,336 28,946 29,605 27,920

PERCENTAGE 93.6% 90.2% 91.8% 92.6% 92.8%

EMPLOYED AND
WAGES PER HOUR

TOTAL 23,947 20,408 19,857 20,324 20,465

PERCENTAGE 68.8% 62.7% 63.0% 63.6% 68.1%

WAGE PER HOUR $2.26 $2.44 $2.57 $2.83 $3.10

SCHOOL

TOTAL 6,530 6,846 7,283 7,291 6,083

PERCENTAGE 18.7% 21.0% 23.1% 22.8% 20.2%

ARMED FORCES

TOTAL 2,112 2,082 1,806 1.,990 1,372

PERCENTAGE 6.0% 6.4% 5.7% 6.2% 4.6%

NOTE: Placement assistance is extended to all former enrollees,
regardless of length of stay in the program, and the foregoing
reports cover all former corpsmembers regardless of length of
stay. Since placement ratios and wage rates increase with length
of stay, the record for program completers is even better than
shown above.

- 5
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4. Cost Performance. The unit costs for the Job Corps
operations rose slightlyin real terms in fiscal 1978.
Total Job Corps program outlays per corpsmember year (exclud-
ing the capital costs related to expansion and to previously
deferred health and safety improvements in existing centers),
were $10,253 in fiscal 1978 compared to $7,970 in fiscal 1972
and $8,312 in fiscal 1968. In constant dollars, the total
Corpsmember year cost in 1978 was a third below that in 1968.

The law now permits the Secretary of Labor to increase center
operating costs to offset inflation. In the 1970's, outlays
were reduced by postponing all expenditures which could be
delayed, for instance, outlays for educational materials or
recreation equipment. In 1978, there was a reversal of the
long-term down-trend in real costs, to some extent to meet
these previously postponed needs. As a planning estimate, it
is projected that the annualized unit costs excluding capital
will be maintained at $10,500 in 1978 dollars with adjustments
for inflation.

JOB CORPS COSTS
1966 - 1978

Applied
Applied Funding

Applied Funding Excluding
Funding Excluding Capital Per

Funding

:::::::

Excluding Corps- Capital Per Corpsmember
r.elnding Capital member Corpsmember Year

11978 $) Years Year (1978 $)

FY 1966 $189.9 $376.0 18,146 $10,465 $20,723

1968 303.8 561.6 36,549 8,312 15,364

1970 166.6 275.8 19,195 8,679 14,369

1972 179.8 276.2 22,560 7,970 12,242

1974 163.7 213.4 18,954 8,637 11,260

1976 174.3 196.7 20,213 8,623 9,732

1978 234.7 234.7 22,891 10,253 10,253
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IMPACT ASSESSMENTS

Major evaluations have been completed in the last year
documenting in a rigorous fashion both the economic and
noneconomic impacts of Job Corps:

1. Employment and Earnings Impacts. The labor market
experiences of a large sample of 1977 enrollees and a
control group of nonparticipants were compared during a
followup period averaging 7 months after termination.
(Evaluation of the Economic Impact of the Job Corps Program.
Mathematica Policy Research. Office of Youth Programs
Report Number 7. February 1979). Impacts on labor force
participation, employment, hours of work and wages were
measured. The evidence indicates that there is a readjustment
period of several mouths during which Corpsmembers have a
less favorable experience than control group members, but that
by the 7-month point, the favorable employment and earnings
impacts of Job Corps predominate.

At the 7 month point, Job Corps terminees had a labor force
participation rate of 82 percent, four percentage points
above the comparison group; 27 percent were employed
full-time as contrasted with 24 percent of controls; weekly
earnings were $49 compared to $45. The gains were even more
significant for completers. Among male completers, the labor
force participation rate was 10 percentage points higher than
for controls; 14 percent more were employed full-time; most
critically, ear'4ngs per week were $23 higher.

2. Reducing Criminal Activity and Dependency. Job Corps
significantly reduces youth crime and juvenile delinquency.
The participants, who are selected because of their severe
needs, are a high risk group. Among male enrollees, 45 percent
report previous arrests with nearly three in ten having con-
victions and one in six with a prison or jail record. A
fifth of females report previous arrests and a tenth have con-
victions. (An Examination of Job Corps Participation.
Mathematica Policy Research. Office of Youth Programs Report
Number 8. February 1977). Yet these youth do well in the
Job Corps setting. A recent study has shown that previous
offenders improve more than other Corpsmembers in gaining job
seeking skills and job development, in altering nutrition and

- 7
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susokny arm= FINDIEOS sae MAUI. =PACTS Of JOS CORPS

Pariah le-f

(1)

Estimated
Sample Nun
For All

Enrollees

(2)

!sauced
Semple Moan
For All
Enrollees
in the Absence
of JOb Corps

(3)

Estimated
Differential
For All
Enrollees
(1) (2)

(4)

Estimated
Percentage
impact
For All
Enrollee
(3) I ila % 100

A. Civilian labor supply in week
prior to interview

In labor forts "%Alf 0.778 0:038 St

/splayed 0.451 0.439 0.012 3%

e Implored full time 0.270 0.236 0.034 14%
Sours 14.85 13.53 1.32 10%

e tunings $49.04 $44.66 $4.38 10%

8. In silitarY during week prior
to interview 0.054 0.033 0.019 58%

C. Education and training fir week
prior to interview

in high scpol.-
/

0.043 0.083 -0.010 48%
in college-. 0.027 0.017 0.010 59%

Have high school diploma
or CEO

c/in training prgree-
0.207

0.049
0.151
0.030

0.056
0.019

37%
63%

O. SUmber of moves in six-month
period

d/
For job opportunity-
For education or trainivili

0.208
0.071

0.024
0.012

0.184
0.059

767%
492%

All moves outalde city- 0.362 0.089 0.273 307%

E. E. Percent of tie* having serious
health problems 0.042 0.050 -0.008 -16%

F. Percent of time receiving Public
assistance

Cash welfare 0.035 0.056 -0.021 -3St
Food Stamp 0.213 0.253 0.040 -16%
Public housing 0.103 0.149 -0.019

G. Percent of time receiving other
transfers

Unemployment insurance 0.003 0.010 -0.007 70%
Workers' Compensation 0.001 0.002 -0.001 -50%

H. Participstion in drug/alcohol
treatment program per six-month
period 0.015 0.028 -0.013 -46%

I. Number of arrests per six-month
period 0.113 0.176 -0.063 -36%

Source: Evaluation of the Economic Impact of the Job Corps
Program: First Followu-Up Report. Mathematics
Policy Research. Office of Youth Programs Report
Number 7. February 1979.

- 8
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health habits, and in setting long-term goals. Female ex-
offenders, in particular, benefit significantly. (The Non-
economic Impacts of Job Corps, Abt Associates. Office of
Youth Programs Report Number 9. February 1979).

Among all Job Corps enrollees, there is a significant
reduction in crime both during the period of enrollment and
upon termination. The arrest rate over 6 months of enrollment
is one-fifth that experienced in the 6 months prior to enroll-
ment. The number of arrests per hundred Corpsmembers in the
7 months after termination is three-fifths that of a control
group. In fact,,the estimated_savings in victimization,
court and corrections costs equal about one-half the total
cost of Job Corps. (A Comparative Evaluation of the Benefits
and Costs of the Job Corps After Seven Months of Postprogram
Followup. Mathematica Policy Research. Office of Youth
Programs Report Number 10. February 1979).

Job Corps reduces dependency. In the 7 months after termina-
tion, the percent of time on welfare is reduced by two-fifths.
The receipt of food stamps, public housing benefits, unemploy-
ment and workers compensation all decline. The resulting
savings are quite significant, amounting to roughly $250 per
Corpsmember in the 7 months following termination. Projected
into the future with the assumption of a fade-out of 14 percent
each year and discounted at 5 percent, the reductions per
Corpsmember have a present value of $1130. In other words,
reductions in transfer payments offset a substantial part of
the cost of the program.

3. Other Impacts. There are other positive impacts from
the Job Corps experience. Educational attainment and achieve-
ment are improved. Seven months after termination, participants
are two-fifths more likely to have a high school diploma or
GED than nonparticipants - the results of Job Corps education
programs. The proportions enrolled in college and training
programs are three-fifths higher.

Another very significant impact is on mobility. Since many
Corpsmembers preViously lived in poverty areas, relocation
can be a key to their future. The Job Corps is frequently the
first experience away from home. In the 7 months after termina-
tion, participants were seven times as likely to have moved
in search of job opportunities.

- 9
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There are attitudinal changes underlying these more visible
impacts. Youth who remain in centers more than 90 days
improve in job seeking skills, subsequent job satisfaction,
attitudes toward authority, self-esteem, nutrition behavior
family relations and use of leisure time. (The Noneconomic
Impacts of the Job Corps, Abt Associates. Office of Youth
Programs Report Number 9. February 1979).

4. Benefit-Cost Estimates. The substantial impacts of
Job Corps are the result of substantial investments per
enrollee. A basic policy issue is whether the benefits to
participants and society are worth the cost.

One technique for addressing this issue is benefit/cost
analysis which seeks to quantify impacts in dollars and cents
terms, to project them into the future, and to compare their
present value with direct and foregone costs. If the present
value of benefits exceeds costs, or the benefit/cost ratio is
greater than 1.0, the social investment is profitable.

There is a long history of benefit/cost analyses of Job Corps
leaving a great deal of uncertainty about the rate of return
on the Job Corps investment, but even more, about the feasibility
of the benefit/cost methodology. Benefit/cost estimates from
different data sources and even from the same ones have varied
markedly depending on assumptions. The methods of measuring net
impacts have had serious deficiencies. There are inherent
uncertainties in projecting benefits into the future, and
necessary assumptions about the most appropriate discount rates
for translating the projected benefits into current values.
Many impacts are difficult to quantify and price. In other
words, the uncertainties tend to undermine the precision which
the benefit/cost technique seeks to bring to the analysis of

program effectiveness. (Considerations In Cost-Benefit Analysis
of Job Corps, Office of Youth :,rograms Report Number 4,
January 1979).

Recognizing these uncertainties, benefit/cost analysis may be
useful in assessing in a general way whether the program impacts

justify the costs. The comprehensive impact evaluation of
Job Corps includes benefit/cost estimates based on varying
assumptions using the experience after 7 months of post-program
follow-up:
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1. Net benefits assumed to fade out at
14 percent per year; discount rate
of 3 percent.

2. Net benefits assumed to fade out at
14 percent; discount rate of
5 percent.

3. Net benefits assumed to fade out at
14 per year; discount rate of
10 percent.

Estimated Benefit/
Cost Ratio

1.15

1.05

.88

4. Net benefits assumed not to fade
out; discount rate of 10 percent. 3.12

It is the conclusion of the analysis given this range of
possible benefit/cost estimates that Job Corps is a profitable
public investment.

"The principal issue is whether the investment in Job
Corps is economically efficient - specifically, does
society have more goods and services at its disposal
because of the investment in Job Corps, or would it be
better off if the resources devoted to the program were
used for alternative purposes? The results of this
analysis suggest that public investment in Job Corps
is efficient. Our benchmark estimate is that the
present value of benefits exceeds costs by $251 per
corpsmember or by approximately 5 percent of costs."

(A Comparative Evaluation of the Benefits and Costs
of the Job Corps After Seven Months of Postprogram
Follow-Up). Mathematica Policy Research, Office of
Youth Programs Report Number 10. February 1979).
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EXPANSION

In doubling Job Corps to 44,000 slots, there were several
basic goals. A primary aim was to move as rapidly as
feasible, recognizing the difficulties of acquiring
centers, preparing them for occupancy, and phasing-up
enrollments at a reasonable pace. Prior to expansion,
the geographic distribution of centers did not match
the distribution of poor youth, so the additional
capacity was sought in areas which were underrepresented.
Expansion offered the possibility of achieving greater
diversity and balance in the types of centers and in center
contractors. Finally, every effort was made to secure
and prepare facilities in the most economical manner.
The record in achieving these goals is as follows:

1. Timing of Expansion

It was initially planned that Yob Corps would expand
to 35,000 on-board-strength by the end of fiscal 1978, and
to 44,000 by the middle of fiscal 1979.

The rate of expansion of center capacity has been
slower than anticipated. The necessary sites were identified
by the end of fiscal 1978, but there were delays in
acquisition in several cases. Even more critical were the
lags in construction and rehabilitation in order to prepare
the centers for occupancy. Finally, the fiscal 1979 Job
Corps budget did not provide adequate funds to maintain
the on-board-strength initially projected, and full resources
will be utilized to achieve the present goal of 30,100
Corpsmember years in fiscal 1979 and 42,000 in fiscal 1980.
This projection is based on an on-board-strength of 30,000
by the mid-point of fiscal 1979 and 36,000 by the end, with
full expansion completed in mid fiscal 1980.
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End-of-Quarter
Expansion Timetable

Accomplished

1977

Center Slots
Acquired

Available
Center
Capacity

On-Board
Strength

I 20,700 20,700 19,453
II 23,275 20,961 20,916
III 25,850 21,555 21,088
IV 28,245 22,225 21,625

197 8

I 31,000 22,455 21,997
II 33,000 24,407 23,394
III 35,000 24,918 24,868
IV 37,000 26,409 25,510

Projected
197 9

I 40,000 27,000 24,795
II 42,000 33,050 30,400
III 44,000 37,150 34,800
IV 44,000 40,200 36,000

1980

I 44,000 44,000 42,000
II 44,000 44,000 44,000
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There were three planned %gtproaches: First, expansion
of the capacity of existing centers; second, establishment
of off-center programs with little or no capital costs;
and third, acquisition and rehabilitation of new facilities.
It was recognized that many centers could readily absorb
small increases iu capacity 14,1th relatively small capital
outlays. Forty-seven centers were expanded adding a total
of3,150 slots. However, two centers were reduced in size
because of serious problems with facilities. The net
expansion was 2,400.

In order to provide a wider range of opportunities for Corpsmembers
the Job Corps established an Advanced Career Training Program in
College and an Industry Worx Experience Program. By ths2 end of
the expansion these off-center programs will contain over 2,800
slots, and they accounted for 1423 on-board-strength at the end of
fiscal 1978.

By far the biggest portion of the Job Corps expansion,
however, was through the acquisition of new facilities.
Over 100 locations were identified and surveyed to find
the 50 sites which would provide the hest facilities and
locations for Job Corps and would be acceptable to
community leadership.

2. Geographic Distribution

The best single measure of need for Job Corps
is the number of 16-21 year-olds living in poverty.
Prior to the expansion, there was a significant mismatch
between the distribution of Job Corps centers and of
poor youth. The New England region had no centers while
the Northwest and Rocky Mountain regions, which each had
approximately the same proportions of the nation's poor
youth, together contained a fifth of all slots. Expansion
was, therefore, targeted for areas with an underrepresentation
relative to need. There was significant success in balancing
need and capacity.
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DISTRIBUTION OF NEED AND CAPACITY

Percent of
Capacity
After
ExpansionRegion

Percent of
Poor Youth
Age 16-21
(1975 Census
Data)

Percent of
Capacity
Before
Expansion

I (Boston) 3.6 0 J.6

II (New York) 8.4 4.3 7.6

III (Philadelphia 9.1 9.5 12.0

IV (Atlanta) 24.1 20.3 22.3

V (Chicago) 17.2 11.8 10.8

VI (Dallas) 15.4 21.8 15.4

VII (Kansas City) 4.7 3.4 4.4

VIII (Denver) 3.1 11.4 7.1

IX (San Francisco) 11.3 7.5 9.4

X (Seattle) 3.1 9.6 6.4
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3. Mix and Balance of Enrollment Opportunities.

The expansion provided an opportunity to alter
the mix and balance of centers. An immediate issue was
center size. There were several arguments for larger
centers. The effort to secure and develop four 250
enrollee centers is roughly four times that of one 1000
enrollee center. Federal administrative burdens for large
centers are commensurately lighter. There are economies in
rehabilitation and pre-activation. Large centers otter
greater possibilities for advanced training. There are
some economies of scale in operation, at least up to
the 250-300 enrollee level. On the other hand, there are
a number of arguments for smaller centers. In many ways,
they are easier to manage and operate. Greater diversity
and geographic distribution are possible with more centers.
Employment and earnings gains of participants in large
centers appear to be somewhat less than for participants
in small and medium sized centers according to the
recent 7-month followup. While different sizes are
appropriate in different circumstances, it is believed
that on balance the most effective scale of operation
is between 250 and 750. Half of the additional centers
are, therefore, in the 251-500 capacity range. Overall,
centers with 251-750 enrollees increased from a third to
over half of total center capacity.

Number Percent of Total
Center Capacity

Center Size

0 - 250

Before
Expansion

40

After
Expansion

56

Before
Expansion

36

After
Expansiot

29

251 - 500 13 38 21 34
501 - 750 4 12 12 18
751 + 4 4 32 18



There are two fundamental types of Job Corps centers:

(1) Contract centers operated by for-profit
corporations, nonprofit organizations and State and local
governmental agencies; and (2) Civilian Conservation Centers
administered by the Departments of Agriculture and Interior
in national parks and forests and on other public lands.
The conservation centers tend to be smaller, with an average
enrollment capacity of 220 in fiscal 1978 compared to 530
for contract centers. Traditionally, the conservation
centers have worked with less educated youth, almost
totally males. Union operated programs were concentrated
in these centers and there was an emphasis on useful work
experience on public lands. These distinctions have been
reduced somewhat with the coeding of some CCes, the
extension of union programs to contract centers, and more
balanced assignment policies. Because the newly
implemented Young Adult Conservation Corps met many
conservation needs, and because Agriculture and Interior
were under tight staff ceilings, the number of
conservation centers was expanded only modestly; CCes
accounted for a fourth of all slots at the beginning of the
expansion but will account for only a sixth at the end.

Another goal in the expansion was to increase coeducational
capacity in order to meet the mandate that as rapidly as
feasible, 50 percent of enrollment be female. Of the new
centers funded, all will be coeducational. It is estimated
that there will be capacity for a 40 percent female share
at the end of the expansion.

A final goal was to provide for increased services to
handicapped youth. A center in each region has been
designated for special emphasis efforts for the handicapped.
In rehabilitating all new centers, accessibility for the
handicapped has been considered.

4. Diversifying Center Operators. The operation
of a Job Corps center is a substantial enterprise requiring
a great deal of expertise. The Civilian Conservation
Centers are operated by Federal staff under direction of
the Departments of Agriculture and Interior. The re-
maining centers are operated under contract with the
Department of Labor by profitmaking firms, governmental
agencies and community based organizations. There are
carefully developed procedures for selecting these
contractors either through an open competition, a more narrow
choice among minority-owned,8a firms, or sole source
arrangements with nonprofit groups or government agencies
of demonstrated effectiveness. Within these categories,
selection is governed by detailed rules to assure
objectivity and fairness in the award of contracts.
Operators had to be selected for each new center. Moreover,
existing center contracts are ordinarily rebid every 2 years.
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Prior to expansion, the majority of contract centers were
operated by five major corporations which had become involved
in Job Corps in the 1960s. Public schools, universities,
State departments of education, and nonprofit agencies
operated most of the rest. In the expansion to date, there
has been a redistribution away from centers operated
by departments of education, schools and universities and
.there has been a proliferation of for-profit contractors
including one 8a. In the not-for-profit group,. there were
identified and contracted as of January 15, 1979, three
Indian-operated centers, two run by community based groups,
two by unions, and two by prime sponsors. Arrangements for
an additional Indian center and three centers operated
by national community based groups are in the advanced
stages under sole source contracting; this will
significantly increase the share of not-for-profits.

Percent of Contract Centers

Before Expansion
As of

January 15,1979

Departments of Education, 24% 17%
Schools and Universities

Five W.tjor Corporations 58 58

Other for Profit 3 11

Other Not-for-Profit 15 14

Indian Groups 3 5

Community Based 6 3

Organizations

Unions 6 3

Prime Sponsors 0 3
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5. Minimizing Job Corps Expansion Costs. Costs have
been a concern throughout the expansion. A factor in the
initial decision to develop a significant number of off-
center slots was the savings in expenditures for
acquisition and rehabilitation. Expansion of existing
capacity was also seen as an economical measure. Purchase
and preparation of new centers was recognized as an
expensive undertaking. Basedon the experience of the
original buildup of Job Corps in 1965-1967 the
capital costs (excluding equipment), were originally pro-
jected in 1977 at about $4,000 per slot. With the
inflation of construction and property costs, new center
expansion has cost $109 million or $6,227 per slot.
Equipment for new capacity has averaged $2,000 per slot
as originally projected or a total of $34 million.
Finally, preactivation costs associated with maintaining
a center (paying utilities, security costs and the like)
and its staff during preparation for opening and during
the necessarily gradual phase-up in operations have averaged
a little under $2000 per slot as originally projected, or
$33 million overall.

Total nonrecurring expansion costs are thus projected
to be $176 million for 22,000 slots (including off center
programs, expansion in existing centers, and new center
development). With an expenditure of $8,100 per slot,
it is critical that the expanded operations continue
for a number of years in order to amortize the investment.

- 19 -
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IMPROVING JOB CORPS
COMPONENTS

Job Corps is the most complex of all Federal employment
and training programs because it is so comprehensive
in its treatment. Years of experimentation and develop-
ment have yielded a set of procedures and approaches
which, on the average, work quite well. Yet there is
room for improvement. Belt-tightening in previous
years which led to many necessary economies also pro-
duced some cutbacks in essential services. The expan-
sion of Federal employment and training opportunities
for youth provides opportunities for useful linkages
as well as alternatives for youth who might be served
by Job Corps. Labor market changes have created needs
for new vocational skills while making others obsolete.
New training and educ&tion methods have been developed
in the last decade wt-ch might be applied in Job Corps.
Youth of today are different in some ways than those in
the mid-1960's, and some changes in Job Corps approaches
may be required. In order to identify problem areas
and needs for change, there has been a massive effort
to assess every aspect of Job Corps performance, to
initiate corrective actions where the answers are clear-
cut and experimental programs to learn what will work
better.

1. Recruiting and Screening. The Job Corps is
targeted for the 14- through 21-year-old youth who "is
economically disadvantaged or is a member of a family
which is economically disadvantaged, and who requires
additional education, training or intensive counseling
and related assistance in order to secure and hold mean-
ingful employment, participate successfully in regular
school work, qualify for other suitable training programs
or satisfy Armed Forces requirements." Recruiting
mechanisms are needed to make eligible youth aware of
Job Corps opportunities, while the screening system is
to assure that applicants need and can benefit from the
extensive services offered.

The program characteristics data indicate that the re-
cruiting an screening mechanisms produce the type of
enrollees for whom the program is intended. On the
average, an extremely disadvantaged group is served.
Detailed information from enrollee surveys confirms
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program data. In the 6 months prior to enrollment, a
fourth of Job Corps members were living alone or with
relatives other than their parents and less than half
were living with two parents. Their earnings in the
previous 6 months averaged only $711. More than nine
of ten were from families below the poverty level for
the last 6 months. Three-fifths of their families were
receiving some public assistance. A youth who is living
alone and unemployed is, by definition, economically
disadvantaged, and it would be possible for "transi-
torily" poor youth to qualify for assistance and to
need it. However, the survey of enrollees indicates
that three of five recruits were in poor families at
age 15; in other words, most were trapped in a cycle
of poverty.

The employability of enrollees is extremely limited.
They average 9.8 grades of education compared to 12.2
for the U.S. population; only 13 percent have completed
high school. Nearly a fourth have applied for and been
rejected by the Armed Forces. A third have never held
a job of 20 hours work per week for more than one month.
In the 6 months prior to enrollment, only 64 percent
held any job. Much of this employment was in work
experience and training programs, in which 30 percent
previously participated. Nearly two-fifths reported
having been arrested previously and a fourth convicted.
(An Examination of Job Corps Participation. Mathematica
Policy Research. Office of Youth Programs Report
Number 8. February 1979)

While there is no doubt that most enrollees are in the
intended client group of Job Corps, it is uncertain
whether some could be better served by alternative means,
and whether equitable and efficient procedures could
be introduced to make this determination. There are
two contradictory concerns over recruiting and screening
procedures:

(1) There is legitimate concern over "red tape" and
paperwork. To increase recruiting through CETA,
it would make sense to simplify procedures and make
them compatible with those used elsewhere;

(2) On the assumption that greater selectivity could
reduce dropout rates, it could be argued that the pro-
cedures should be made more selective.
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Both these concerns must be considered in the reexami-
nation and pilot testing of recruiting and screening
procedures, a process which is currently underway.

The need for active recruitment and outreach will in-
crease with the size of Job Corps. Recruiting efforts
have consistently produced enrollments to fill the
22,000 slots averaged in the 1970's, but it is un-
certain what success there will be in meeting expanded
enrollment requirements. At any point in.time, there
are approximately 350,000 youthage 16 through 21 who
are poor, out of school, not a high school graduate
and not employed. There are approximately one half a
million dropouts who are not employed who meet the
economically disadvantaged criteria (for which the
income standard is somewhat higherthan the poverty
level). Over the course of a year, there is a flow
into and out of this category, so the number eligible
for Job Corps at some point is more than half a million.
It is unknown, however, what proportion of these youth
would be willing to enter Job Corps and could benefit
from its comprehensive services. Job Corps has previously
operated at the 44,000 level, at a point in time when
the military was recruiting many more economically dis-
advantaged youth, when unemployment was extremely low,
when females represented a smaller proportion of enroll-
ment, and when turnover was higher requiring more re-
cruiting annually. Theoretically, the 44,000 slot
level would appear to be reasonable. To date, the
backlog of applicants has grown since the expansion
was begun.

OBS Backlog

First Quarter'1977 21,625 7,031

First Quarter 1978 25,510 6,932

First Quarter 1979 24,795 10,139

The problems are more likely to be selective than general.
There are likely to be some difficulties in regions
which do not have extensive experience recruiting for
Job Corps which now have centers to be filled. There
is a need to increase recruiting of women and poor
white youth. Whites make up more than half of poor

- 22 -



youth age 14 to 21 but less than a third of Job Corps
enrollees. Likewise, females represent 55 percent of
the poor age 14 to 21, but only 29 percent of enrollees,
down from 31 percent in fiscal 1977 even though coedu-
cational capacity expanded. The female backlog in the
fourth quarter of 1978 per slot filled by females was
18 percent, whereas for males the backlog was 24 per-
cent of slots filled by males. In the next 2 years, as
enrollment opportunities for, females increase
targeted outreach efforts will be necessary.

It does not appear that current efforts have a major
impact on recruitment. Among all enrollees, 63 percent
report first having heard of Job Corps from friends and
relatives. Only 17 percent heard first from the
Employment Service, 11 percent from advertisements or
articles and the remainder from schools, probation
officers, and other sources. Since the Employment
Service is the primary intake mechanism, half of the
enrollees receive most of their information from :his
source yet two-fifths still receive most of their infor-
mation from friends and relatives. On the other hand,
there is little evidence of "deceptive advertising"
which is a danger when recruitment is emphasized. Nine
of ten enrollees rate job training and education in Job
Corps as "about the same" or "better than" expected and
only relative to allowances and food are expectations
not met.

Two potential sources of referrals are the CETA prime
sponsors and the Armed Forces recruiting network. New
policies were developed and implemented to require re-
ferrals to Job Corps under the Youth Community Con-
servation and Improvement Projects (YCCIP) and Youth
Employment and Training Programs (YETP). If necessary,
referral targets could be placed on each prime sponsor
since each year thousands of Job Corps eligible youth
are nonpositively terminated from other CETA programs.
There is also an agreement with the Department of Defense
to utilize Armed Forces Examining and Extrance Stations
as a recruiting source. These arrangements are currently
being implemented on a pilot basis for four centers.



The low level of pay and allowances has been an impedi-
ment to recruiting. The Job Corps enrollee initially
receives only $30 monthly. In contrast, a residential
enrollee in the Young Adult Conservation Corps receives
$116 a week in gross wages and pays $21 a week for room
and board leaving $380 monthly before taxes. Many youth
who need Job Corps services could be expected to prefer
cash in the pocket to the possible longer-term benefits
of education and training. Implementation of the
Congressionally mandated increase in pay and allowances
when funds are available should improve the attractive-
ness of Job Corps.

2. Vocational Training. Vocational training is
the heart of Job Corps. A wide range of courses are
available at a variety of skill levels. These use two
basic methods of training. Contract centers generally
provide shop-type or "mock-up" instruction either on-
center or at local vocational schools. Training pro-
vided at Civilian Conservation Centers, especially
that performed by construction trade unions, is "hands
on" with actual construction being done. All Job Corps
vocational programs are "open entry-open exit." The
types of training are determined from supply and demand
analyses.

Labor unions play an important role in Job Corps training,
with union-operated courses accounting for about 17 per-
cent of all Job Corps vocational slots. Initially, union
programs were offered only at conservation centers but
they have now been expanded to contract centers. Their
share of total slots will be maintained during the
expansion. Unions now conducting training at Job Corps
centers include the following:

- AFL-CIO Appalachian Council

- International Union of Bricklayers and Allied
Trades (AFL-CIO)

- Brotherhood of Railway, Airline and Steamship
Clerks, Freight Handlers, Express and Station
Employees (AFL-CIO) (B.R.A.C.)

- International Brotherhood of Painters and
Allied Trades

- International Union of Operating Engineers
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- Operative Plasterers and Cement Masons Inter-
national Association of the U.S. and Canada
(AFL-CIO)

- United Brotherhood of Carpenters and Joiners
of America (AFL-CIO)

- United Auto Workers

In addition, the National Home Builders Association will
have over 1,200 slots to train Corpsmembers for jobs
(mostly nonunion) in home building industries.

Job corps vocational programs cost $34.5 million in FY
1977 or $1,680 per Corpsmember year of service. This
included the cost of vocational supplies and equipment,
vocational instructors, and the entire cost of union
contracts. It also included the cost of supervisors
and materials for work projects performed by Corpsmembers
as part of their vocational training. Adjusted for in-
flation, the real cost of training in 1977 was a fifth
less than a decade before.

There is a wide variation in the post-program experience
of trainees in different clusters. The following con-
clusions emerge from analysis of data for fiscal 1977
terminations:

o Only one of seven Corpsmembers who enters voca-
tional training ends np completing and being
placed upon termination in a job in the same
cluster. On the other hand, three-fifths of
completers whd are placed end up with a job
training match.

o The job placement rate for male completers
(67.5 percent) is much higher than that for
female completers (55.6 percent). This is
true for almost every vocational cluster.
However, female completers who are placed
tend to have a higher percentage of job-
training matches than their male counterparts
(65.5 percent versus 60.3 percent).

o Two-thirds of all female completers are from
"traditional* occupations -- the clerical/
sales and health occupations clusters.
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o When males and females are trained and placed
in "nontraditional" jobs, they tend to receive
higher wages than those trained in "traditional"
skill areas.

o For males, the highest percentages of eventual
placements in training related jobs are in the
industrial production, clerical and sales, and
health occupations. For females, they are in
the forestry, health, industrial Production
and transportation clusters.

o Civilian Conservation Centers completers have a
higher probability of training related placement
than male completers at other centers. This can
be ascribed to the (mostly union) construction
programs at CCCs.

o Male completers from the four largest centers do
relatively poorly in terms of completion rates,
placement, and placement in training related jobs.
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Cluster
Humber

Cluster
Name

Percentage of Vo-
cational Trainees
who chose this

Cluster

Percentage of all
Percentage of Trainees in Cluster

Pcrcentage of Percentage of Completera who Who Complete and are Average Hourly Wages
Trainees in Completera in are Placed in Placed in Training of Completer* Placed

Cluster who Clusters who are Training Related Related in Training Related
Completed Placcd in Jobs Jobs Jobs Jobs

I Subprofessional LIZ 41.3% 48.3% 19.3% 8.0% $3.19
2 Clerical & Sales 15.0 35.4 S8.2 39.6 14.0 3.21

3
4

Service Occupations
fotcatry. Farming

7.3 32.4 62.0 31.3 10.1 2.81

and Gardening 1.4 S0.2 72.2 43.1 21.6 3.31
S Food Service 10.4 38.S 61.4 38.0 14.6
6 Automotive and

Machine Repair 14.7 29.0 63.8 31.0 9.0 2.87
7 Construction Trades 27.1 36.7 70.2 46.2 17.0 4.02
8 Electrical/Appliauce

Repair 1.4 38.2 68.9 23.0 8.8 2.71
9 Industrial Production 11.1 41.4 67.2 42.4 17.6 3.48
10 Transporation 1.0 31.S 66.7 33.3 10.5 3.16
11 Health Occupations 9.5 42.7 S7.1 39.S 16.9 2.S

Average -- 36.7% 64.1% 39.4% 14.52 $3.40

Malt

1 0.6Z 62.5% 53.82 22.5% 14.1% $3.35
2 4.5 38.0 67.5 47.0 17.9 3.99
3 9.2 31.9 63.1 32.2 10.3 2.84
4 1.7 49.3 71.7 42.9 21.1 3.28
S 11.1 40.0 64.0 38.8 15.5

6 19.8 29.1 64.3 31.4 9.1 2.88

7 36.4 37.1 70.2 46.4 17.2 4.01

1.8 39.3 68.9 23.0 9.0 2.71

9 12.8 41.8 69.7 4S.3 18.9 3.S2

10 1.0 28.6 70.3 32.8 9.4 3.38

11 1.1 42.4 61.2 43.7 18.S 2.81

Average OP 11. 36.5% 67.52 40.72 14.92 $3.S7

Female

I 2.52 29.1% 41.5% 15.4% 4.52 $2.91

2 43.1 34.7 55.9 37.8 13.1 2.98
3 2.3 37.4 S3.2 23.4 8.8 2.47

4 0.6 56.1 7S.0 43.8 24.6 3.4S

S 8.5 33.S 51.0 34.7 21.6

6 1.3 27.6 43.8 15.6 4.3 3.67

7 3.2 24.4 63.8 37.7 9.2 4.81

8 0.3 20.8 40.0 0.0 0.0

9 6.6 39.2 S3.7 77.1 10.7 1.17

10 0.8 40.8 S8.6 34.S 14.1 2.69

11 30.8 42.7 56.8 39.1 16.7 2.57

Average 37.3% 55.6% 36.3% 13.52 $2.92
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Several steps are being tsken to improve vocational
programs. First, Job Corps and outside vocational
materials were reviewed and evaluated in order to identify
those of greatest potential in Job Corps. (Evaluation
Study of Job Corps Vocational Training Curricula.
Jane Melton, Office of Youth Programs Report Number 18.
February 1979) Second, a variety of new vocational programs
are being introduced, with an emphasis on more advanced
training. Sophisticated training in auto mechanics, body
and fender repair was introduced at the Clearfield, Utah
Job Corps center utler the direction of the United Auto
Workers. One year of supplemental training will be pro-
vided to 200 qualified Corpsmembers annually from around the
country, with intense placement efforts to assume higher
paying jobs in the automobile industry. An advanced
program has been developed with Control Data Corporation
to train Corpsmembers as customer engineers avid computer
operators. Agreements are being negotiated with the
Department of Energy for training Corpsmembers at Oak Ridge,
Tennessee in energy related occupations, the United States
Tavel Service to train for jobs in the hospitality
industry, with the Department of Health, Education and
Welfare to train for jobs in neighborhood health centers,
with the Department of Commerce for training in advanced
maritime skills, and with the Environmental Protection
Agency for training related to environmental jobs in water
ans sewage treatment. In each case, there are direct
linkages to jobs. Vocational courses are being developed
in surveying, solar energy, commercial boat repair and
paraprofessional treatment of the handicapped. Finally,
under an agreement with the Department of Defense, Job
Corps will provide career readiness training for youth
who want to enter the military but lack the necessary
skills or abilities. In fiscal 1979, four pilot projects
are being implemented to develop course materials and
approaches. Third, there will be a concentrated effort
in fiscal 179 to identify several of the less effective
training clusters and to organize center-to-center
technical assistance so that the more successful
approaches can be replicated.

3. Education. Most Corpsmembers have failed in or
been failed by the traditional education system. In 1978,
only an eighth of enrollees were high school graduates,
the same as in 1968. The tested median achievement level
in reading was below the sixth grade level in 1978.
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The Job Corps provides comprehensive education
opportunities. An individualized approach allows each
student to be placed by ability and to move at his or
her own pace. The basic education program consists of
a standard set of materials graded for skill level, with
a unit system of instruction and progression. The student/
teacher ratio is 15.1 or less in three-fifths of centers.
When students progress to roughly the 7th grade
achievement level, they are usually placed in the
General Equivalency Degree program (GED). The GED program is
also a standardized package of self-paced units. After
progressing through these materials, students take the
GED test, usually administered outside Job Corps centers
by State designated agencies. Finally, a new Advanced
Career Training Program in Colleges and Post Secondary
Vocational Institutions, was initiated in the second
semester of the 1977-1978 school year: This component
provides the full range of Job Corps services and support
for Corpsmembers who continue their education and train-
ing in designated colleges and vocational schools.

Almost all enrollees who entered Job Corps without a
high school diploma are enrolled in the basic reading
and math programs. A third of Corpsmembers enter the
GED and a tenth receive a GED certificate. Five percent
of enrollees are in the residential college and vocational
school program.

The costs of Job Corps center education programs are
$506 per Corpsmember year. Adjusted for the cost of
living, expenditures have declined by 46 percent between
1967 and 1977. The new Advanced Career Training program
includes the full range of Job Corps support, and it is not
possible to separate education costs alone. However,
service-year costs are substantially lower for ACT than
for regular center operations.

The effectiveness of Job Corps center educational programs
has not been measured since 1974, when national requirements
for educational gains testing were abandoned. The evidence
up to this point suggested an effective and improving
program, with Corpsmembers bettering regular school learning
rates and certainly their own previous rates of gain. The
greatest gains were those made by youth with the lowest
achievement levels. Participants who stayed longer averaged
less gain per month than those with shorter stay.
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Monthly Gains Per Man Month of Training

1968 1972 1974

Reading 1.3 1.6 2.1

Arithmetic 1.7 1.8 2.5

Corpsmembers and staff are quite positive about the current
education program. Three fifths of former participants rate
the program as good and three-tenths as fair. Most students
feel Job Corps is providing an education that they cannot
secure elsewhere, that the classes are more interesting
than those in regular schools, and that students are given
adequate Individual attention. Not surprisingly, student
attitudes are correlated with teacher attitudes, with
the presence of supplementary materials, and with the
student/teacher ratio. Job Corps teachers rate the
education program positively, also responding to lower
student/teacher ratios and the availability of
supplementary materials. Most Job Corps centers supplement
the standardized basic education program (An Assessment
of Center Educational Programs in Job Col )s. Barry Argento,
Arlene Malech and Danielle Shultz, Office of Youth Programs.
Report Number 12, February 1979).

The new Advanced Career Training Program in Colleges has
not been operating long enough to determine its ultimate
success, but the preliminary experience has been positive.
A significantly larger proportion of Corpsmembers want to
go on to college than have enrolled after Job Corps
termination. ACT provides them the opportunity. The early
ACT enrollees have done reasonably well as measured by
retention rates, grade point averages and social adjustment.
Advanced educational opportunities seem to increase interest
in GED completion on center.

There are measurable post-program impacts of Job Corps
education efforts. Job Corps terminees are two-fifths
more likely than comparable nonenrollees to have a high
school diploma or a GED seven months after termination.
They are three-fifths more likely to be enrolled in college.
Since less than three percent of terminees have
traditionally entered college, the ACT program which will
account for 5 percent of Job Corps slots should further
improve the advanced education impacts.
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Several measures are being taken to improve the educational
offerings in Job Corps. In fiscal 1978, a new reading program
was developed which is being pilot tested in several existing
centers. The new program consists of more current and
topical reading materials better reflecting concerns of
Job Corps students. A new GED program has been developed
and will be implemented in all centers. Finally, an
Education Improvement Effort is being undertaken in
selected Job Corps centers in fiscal 3.979 and 1980 to
test the effectiveness of alternative basic education and
GED curricula and approaches. Based upon a survey of the
status of education in Job Corps, a review of existing
program models, and continuing consultation with the Office
of Education in the Department of Health, Education and
Welfare, models were carefully selected, including computer
assisted learning methods emphasizing increased use of
student interns, two separate GED programs, an alternative
approach which can lead to a regular high school diploma,
and another program which emphasizes basic life skills
as a way to learn mathematics and reading. All systems,
including the new reading program, will be tested
relative to those already in place in Job Corps, under a
careful research design which should yield evidence of use
not only to Job Corps, but to other institutions involved
in the education of economically disadvantaged youth.

3. World-of-Work Program. The current world-of-work
program was instituted in Job Corps centers in 1975. Its
purpose is to provide Corpsmembers with the jobseeking and
jobholding skills, labor market information and attitudes
which will help them succeed on the job. The program
supplements more extensive education and vocational train-
ing offerings at centers. The core program consists of
between 40 and 60 hours of classroom work including
filmstrips and discussions. In some centers, there is a
more extensive program concerned with basic life skills.
An assessment by experts in world-of-work instruction
suggests that the limited scope and duration of the program,
as well as the lack of performance benchmarks constrains
the impact.

(Job Corps World of Work Curricula Needs Assessment and
Recommendations for Curriculum Modification. Jane Melton
inciU3ii1741 Wrobel. Offilirof Youth Programs. Report
Number 13. February 1979).
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There is evidence that this dimension of Job Corps needs to
be improved. The study of the noneconomic impacts of
Job Corps does not provide evidence of improvements in
knowledge of the world of work. A test to measure skills
needed in looking and applying for work found that both
completers and dropouts gained less over the period of
enrollment than a control group of "no-shows." Apparently,
experience in the labor market is more useful than class-
room instruction in improving jobseeking skills. Tests
to measure awareness of employer expectations and another
to measure confidence in job skills revealed, again, that
Job Corps enrollees lost some ground relative to controls.
Job Corps completers did better than controls on tests
measuring work relevant attitudes, work ethic, subsequent
job satisfaction, and positiveness about the future. In
other words, it appear's that Job Corps has a greater
effect in maturing youth for labor market participation
than in providing knowledge about how .0 find or hold jobs
or information about what to expect at the worksite.
(The Noneconomic Impacts of the Job Corps Abt Associates,
Office of Youth Programs Report Number 9. February 1979).

The potential and actual contribution of the world of work
program is essentially untested. It is unclear what
emphasis should be given to "life skills" as opposed to
more narrowly defined "job skills" or the extent that a
special world of work program is needed to supplement
vocational training and education.

To provide more understanding, two new world-of-work
approaches are being implemented and tested relative to
the existing program. These will both be more intensive
and will help to identify the potential of world-of-work
training.

Job Corps Allowances and Support

The Job Corps pays monthly living allowances to Corpsmembers
from which they are expected to provide personal items as
well as entertainment costs. A readjustment allowance is
also provided upon termination based upon satisfactory
performance in Job Corps. These allowances were established
by the original Job Corps legislation which set a maximum
for living allowances of $35 per month for the first six
months and $50 thereafter. The readjustment allowance
could not exceed $50 for each month of participation.
These legislated allowances were unchanged for nearly 15
years during which the cost of living more than doubled.
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The $30 monthly Corpsmembers receive on entrance is the
same as the $30 a month in addition to food, housing
and clothing which members of the Civilian Conservation
Corps received 45 years earlier. It is one-third of
the weekly pay of YACC residential enrollees who also
receive room and board. Furthermore, the $979 in personal
and readjustment allowances paid per Corpsmember year is
substantially less than the $1500 per Corpsmember year
estimated value of work output by Job Corps enrollees.
Not surprisingly, then, low pay is the major complaint
of Corpsmembers. More than half of Corpsmembers rate
the allowances as "not good."

The failure to increase allowances may have several
consequences. First, Job Corps is a less attractive
short term financial option for prospective enrollees than
other employment and training programs; some youth who
could benefit more from Job Corps might be attracted to
other programs. In the aggregate, the recruiting pool is
reduced. Second, low allowances may lead to dissatisfaction,
dropping out, and hence, the need to increase recruiting.
An attempt to study this retention impact did not yield
clear evidence of any effects on retention. (Synopsis
of the Findings of the Pay and Allowance Experiment.
Office of Youth Programs Report Number 15. February 1979).
Third, Job Corpsmembers do not have the resources to meet
personal needs. They must either supplement allowances
with contributions from their families or they must find
other sources.

In the 1978 reauthorization of CETA, Congress raised
Corpsmember allowance maximums. The new entry allowance
was not to exceed $60 a month and the longer-term allowance
was not to exceed $100 a month. The readjustment allowance
maximum was also raised to $100 per month of participation.

Following reauthorization, a committee was formed within
Job Corps to make recommendations on a new pay and allowance
structure. This committee was composed of representatives
from the national and regional Job Corps staffs, recruitment
agencies, center staff, the U.S. Departments of Agriculture
and Interior, and the Army Finance Center (which operates
the Job*Corps allowance system through interagency agreement).

The Committee had to balance a variety of concerns. Providing
entering Corpsmembers with the maximum allowance (i.e., $60
a month) would enhance recruitment, but would reduce the
possibility of incentives for continued stay in the program.
The more youth paid the maximum, the greater the cost.
The Committee recommendations to balance these concerns
were as follows:
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Living Allowances

0-2 months: $40 per month
3-6 months: $60 per month
Over 6 months: $80 per month

Within these constraints, the center director would have
the authority to delay increases, as well as the power to
increase the allowance to $100 a month for outstanding
Corpsmembers with over six months enrollment.

Readjustment Allowances

3-6 months:
7-9 months:

Over 9 months:

$75 per month accrual
$75 per month accrued

$100 per month for the
$100 per month accrual

the program.

for first 6 months
7-9 months
for each month in

(New Policy Concerning Job Corps Pay and Allowances. Job
Corps Allowances Committee. Office of Youth Programs
Report Number 14. February 1979.)

The recommended policy is currently being reviewed within
Job Corps and the Department. Implementation is dependent
upon the availability of funds.

6. Health Care. Comprehensive health services are
provided at each center through a coordinated health program
with medical, dental, mental health, health education, and
environmental health components. Each center has an on-
center dispensary and infirmary and off-center affiliations
for emergency loom care, hospitalization, specialist care,
and optometric services where not available on centers.
The small centers are required to have a health staff that
includes at least one nurse or medical technician (medic),
as well as a part-time physician, dentist, and mental
health professional. In large centers, the staff may also
include full time physicialsand dentists, nurses and/or
physician's assistants, a laboratory technician, an x-ray
technician, a pharmacist, and a dental hygienist.

Every Corpsmember receives a cursory medical and dental
examination for obvious signs of disease within 24 hours of
arrival at a Job Corps center, followed within 2 weeks by
a comprehensive medical examination. All Corpsmembers
receive immunizations in accordance with Job Corps
requirements. Medical problems are identified and treated
on an outpatient basis with specialty referrals and hospitali-
zation as necessary. Chronic medical problems that do not
preclude program participation (e.g., well-controlled
diabetes or epilepsy) are managed on-center. Where problems
are too complicated, too long-term, or too costly, Corpsmembers
are given medical terminations with planned referrals for
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follow-up care in the home community.

Dental disease is the most common health Problem among
entering Corpsmembers. A program for delivering routine
dental care that emphasizes preventive dentistry and oral
self-care has been implemented. Within 90 to 120 days
after arrival on-center, Corpsmembers receive an American
Dental Association Class II examination to determine their
dental needs and the urgency of their treatment. To the
extent possible, the necessary services are subsequently
provided either on center or off.

The Job Corps mental health program emphasizes prevention
of mental and emotional illness. Each center's mental
health professional conducts staff training, provides
consultation to center staff including administrators,
counselors, and residential advisers on general mental
health issues, and assists in the planning of a
psychologically sound environment for both Corpsmembers
and staff members. As the need arises, consultation is
also provided on special problem areas such as drug misuse
and disruptive sexual behavior.

Finally, the Health Education program provides at least
20 hours of instruction including courses in first aid,
personal hygiene, venereal diseases, nutrition and family
planning.

During fiscal 1977, the services averaged per participant
were as follows:

Comprehensive medical examinations .93
Dental examinations .51
Physician visits 1.61
Visits to nurses or medics 15.34
Dentist visits 1.54
Visits dental hygienist or Assistant .78
On center infirmary daya .90
Off-center hospital days .13

There is evidence of positive impacts from these efforts.
Four-fifths of terminees rate the care received positively.
Enrollees are provided ten times as many medical visits
that they would receive outside Job Corps. For one in
seven enrollees, previously undiagnosed conditions are
discovered such as visual difficulty, venereal disease or
other problems. 2:n the first seven months out of Job Corps,
the incidence of health problems is a sixth less for ex-
Corpsmembers than for controls.
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During FY 1977, the total center costs directly associated
with the health program were $7.1 million or about $345 per
Corpsmember year of service. From FY 1974 to FY 1977, Job
Corps health costs rose 8% whereas the total health care
expenditures for the Nation rose 45%. During this
period, Job Corps health services utilization in terms of
visits to physicians, mental health professionals, and
nurses did not decrease and visits to dentists increased
15%.

7. Food and Nutrition. Job Corps centers are required
to provide Corpsmembers with meals "which shall be
nutritionally well-balanced, of good quality, and sufficient
in quantity." The regulations further require that meals
be prepared and served in a sanitary manner, and that dining
areas be "pleasant, sanitary, and well-maintained." In
addition to providing meals to Corpsmembers, centers are
required to provide Corpsmembers with a course in nutrition
as part of the health education curriculum.

Center food service facilities are subject to quarterly
environmental quality reviews through periodic State and
local health inspections, annual Job Corps regional office
review, and ad hoc inspections by the Federal project manager
assigned to the center. However, Corpsmembers satisfaction
with center food service is extremely low. More than half
characterize the food at Job Corps Centers as "not good"
when they are on center, and more than a third remember it
"ugfondly seven months after termination.

A comprehensive study of nutrition in Job Corps
concluded that "'all Job Corps centers visited provide a
variety of attractive and palatable foods sufficient in
quality," although "excessive amounts of carbohydrates
(specifically starches) are served, contributing to con-
sumption of an unbalanced diet, overweight and nutrient
deficiencies, and unnecessary food waste." Although the
centers served a variety of foods which would make a
nutritionally well-balanced diet possible, the study found
that only one-third of the Corpsmembers selected balanced
meals, two-thirds selected mostly meat and high starch
foods. The study concluded that center menus should be
adjusted to reduce the amount of starch foods served and
that more training in nutrition was needed for Corpsmembers.
(Report on the Job Corps Nutrition Survey. Office of Youth
Prograno Report Number 16.- February 1979)

Obesity is a common problem at Job Corps centers, and several
centers have instituted weight control programs. (An
Evaluation of a Pilot Weight Control Program: Tongue Point
Job Corps Center, Astoria, Oregon.) Dorothy Culjat. Office
Of Youth Programs Report Number 17. February 1979.
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There is some evidence that Job Corps has a positive
impact on nutrition behavior and knowledge for
participants who stay more than 90 days.

Overall, then, it appears nutritionally sound food is
provided which frequently does not meet the tastes of
young people, much is wasted, and positive eating habits
are not always followed although they are probably better
than outside Job Corps.

In FY 1977, the food for one Corpsmember for one year
cost $578 on the average, one-third less than in 1967
adjusted for the rising cost of a market basket of food.
The school lunch program provides supplementary resources
at most centers. Increased food expenditures are not the
only answer, but it is clear that food expenditures must
be increased and improvements made.
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Residential Living

There was a concerted effort during fiscal 1977 and 1978 to
improve the quality of life in Job Corps Centers by making long
delayed repairs, mostly to meet health and safety regulations.
There was a total commitment of $37 million. Most of the work
has been completed. Two-thirds of the funds went for the repair
or replacement of existing buildings. Upgrading of electrical
systems and installation of fire alarms accounted for another
tenth. Repair of heating, sewage and ventilation systems as
well as insulation accounted for a seventh. The remainder was
expended for grounds maintenance and improvement, painting,
window recaulking, and architectual and engineering work.

The enabling legislation for Job Corps requires that as part of
the residential program "each Job Corps center shall provide
enrollees with an intensive, well organized, and fully super-
vised program of . . . recreational activities. . ." All centers
have on-center facilities or have access to nearby athletic
facilities. Most centers conduct intramural sports programs.
And many centers compete in intercenter leagues as well as
competing against local community high schools, junior colleges
and other amateur opponents. Job Corps offers a variety of
other leisure time activities such as arts and crafts, music,
swimming, dances and the like, geared to the ages and interests
of Corpsmembers. A national arts competition was held in fiscal
1978 with the products on display throughout the country. Centers
also offer offcenter activities such as trips to sporting and
musical events, amusement parks, etc. The Job Corps also
operates a movie service. During FY 1978, 104 full-run and
popular reissue movies (such as "Mahogany" and "American Graffiti")
were circulated among Job Corps centers. There is also a national
live entertainment program which provides six different entertain-
ment units to each center annually. Finally, Job Corps has
entered into a contract with the National Football League Players
Association to have present and former professional athletes
visit Job Corps centers to conduct sports workshops. By the
beginning of January 1979, 27 such visits with 8 to 10 athletes
each had been made. Thirty more such visits will occur in the
first 4 months of 1979. Center expenditures for recreation and
entertainment amounted to $83 per Corpsmember year. This repre-
sented a decline in real terms of 57 percent over the last decade.

Overall, the Corpsmembers ratings of center life are quite high:

Good OK Not Good

Recreational Facilities 42 44 14

Social Life 35 51 14
Way you get along with

Jther Corpsmembers 52 42 6

Living quarters 35 49 16

Where the centers are
located 29 36 35

An Examination of Job Corps Participation. Mathematica Policy
Research Inc. Office of Youth Programs Report Number 8, February 1979
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9. Placement Services. The depressed earnings of
enrollees the first few months after termination reflect
the inherent difficulties of reentry into the labor
market but also inadequacies in placement assistance.
Nearly three-fifths of terminees report no contact with
Job Corps placement personnel or any job placement
agencies recommended by Job Corps in the 7 months
after leaving the program. Among the two-fifths re-
porting a contact, only two-fifths indicate that they
were placed as a result of this contact. Among com-
pleters, the frequency of contacts is almost three-
fourths higher than among noncompleters. Likewise,
the percent with a contact who obtain a position as a
result is 45 percent for completers compared to 35
percent for dropouts.

Percent of Total Percent Having
Terminees who Contact who
Report Contact with Obtain a Position
Placement Aaencies As a Result

Employment Service 48 43

Job Corps center personnel 28 49

Gate House 10 39

Union 5 59

WICS and JACS 7 8

Other 3 52

(Evaluation of the Economic Impacts of the Job Corps
Program: First Follow-Up Report. Mathematica Policy
Research, Inc. Office of Youth Programs Report
Number 7. February 1979.
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The reports of contacts with placement agencies may
be somewhat clouded by definitional uncertainties on
the part of respondents, but three-fourths of all
terminees also indicate that they need additional
placement assistance. Placement support is not
functioning effectively.

There are also some questions about the placement
reporting system. Job status data, when reported,
are accurate according to a validation survey con-
ducted in fiscal 1978. However, there has been an
increase in the proportion of terminees for whom
status records are not available. They represented
14 percent of terminees in fiscal 1977 but 28 percent
in fiscal.l978. The seven-month followup of terminees
found that 67 percent of 1977 terminees were currently
employed, in the military, in school or training pro-
grams compared with the 93 percent reported on a
cumulative basis among those for whom placement
status information was available. It is possible
that terminees could have found jobs, been reported
as employed, and subsequently become unemployed.
The proportion with nonpositive status may be greater
among those for whom records are not available. The
placement records and recordkeeping system of Job Corps
require some scrutiny and the reported placement rates
must be accepted only with the understanding that they
apply to peicentages of terminees for whom records
are available and only for the point in time at which
the record is submitted.

More critical, however, is the meaning of the word
"placement." Most enrollees claim they find their jobs
without help, although the placement reports indicate
that two-thirds who find work are, in fact, placed by
Job Corps-related agencies. The truth is probably
in-between. In many cases, it appears that positive
status is recorded, and the contact agency takes the
credit. It is disquieting that a maximum $250 per
enrollee reimbursement is paid for recruitment,
screening and placement, and yet only 18 percent of
the terminees themselves report a job as a result of
Job Corps placement efforts.
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Some of the program innovations in the last year may
improve the situation. The Industry Work Experience
Program is designed as a transition mechanism to lead
directly to jobs. Greater involvement of prime sponsors
and community based organizations may help. The more
even distribution of centers and locations closer to
labor markets may facilitate direct linkages. However,
the existing procedures must be examined from top to
bottom and there must be some experimentation with
alternative placement approaches such as vouchers and
expanded pre-termination placement efforts.
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ACHIEVING THE GOALS OF EXPANSION AND ENRICHMENT

In December 1977, the Office of Youth Programs published
A Planning Charter for the Job Corps which outlined the
expansion and improvement strategy. Eight principal
goals were specified. These provide a scorecard for
assessing administrative performance:

1. To secure new facilities as rapidly as feasible.
The expansion goal outlined in the Charter was to secure
needed facilities by the end of fiscal 1978 and to
obtain 44,000 enrollment by the middle of fiscal 1979.
At the end of fiscal 1978, 37,000 slots had been acquired
and the remainder had been identified and were under
negotiation. By mid-fiscal 1979, however, enrollment
is projected to be only 30,400, with 44,000 enrollment
not reached until the middle of fiscal 1980, a slippage
of one year. A more rapid phaseup could not be achieved
within the available budget. There have also been
significant delays in construction and rehabilitation
in order to prepare sites for occupancy. The buildup
in activitated centers has been kept at a reasonable
pace (no more than 50 enrollees arrive weekly in any
new center) in order to avoid the problems experienced
in the 1960's when more rapid phaseup was attempted.
The present schedule, while falling short of original
targets, makes more sense programmatically and is
unavoidable because of budget levels.

2. To improve the quality of existing Job Corps
center operations. Substantial and critically needed
improvements have been made in existing facilities.
All components of center operations have been assessed.
New reading and GED programs are being introduced.
Vocational materials were analyzed and supplemented,
new training clusters are being implemented to provide
more advanced training opportunities. A larg' -scale
experimental effort has been initiated to carefully
test educational approaches and world of work programs.
The two major complaints of Corpsmembers--food and pay-- -
can be resolved with added resources.

3. To experiment with new approaches. The Advanced
Career Training Program in Colleges and Vocational
Schools has been fully implemented and early evidence
suggests its success as a supplement to traditional
center operations. The Industry Work Experience Program
has been initiated, although few slots have yet been
filled. The military careers program is being imple-
mented on a pilot basis in four centers. An Educational
Improvement Effort which will experiment with alternate
education approaches is currently being implemented.
Demonstration programs for wonan with children
are operating in four centers.
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4. To improve recruiting mechanisms. Job Corps
has been more closely linked to other CETA youth programs
by requirements for referral in the regulations and grant
packages for these programs. Preliminary studies of the
recruiting and referral systems have been completed and
more comprehensive studies are planned. Public service
announcements and other recruiting approaches have been
developed. The backlog of applicants has increased.
The major challenges are to simplify intake procedures
and to develop recruiting in areas and among client
groups (particularly women) where there has not been
adequate coverage.

5. To maintain or improve placement effectiveness.
Little has yet been done to improve placement efforts.
While placement rates have continued at high levels,
the detailed impact studies reveal a relatively low
level of placement support activity in the first
several months after termination; this must be improved.
There clearly need to be more direct linkage between
vocational training and job location efforts. Placement
must be the major area of concern in the coming year
once expansion is completed.

6. To integrate Job Corps more completely into the
employment, training and education systems. Job Corps
has been linked to the CETA system through referral
requirements under other youth programs, arrangements
for joint usage of facilities, and the opening of two
demonstration centers which will be operated by prime
sponsors. Six centers will also be operated by national
community based organizations or by Indian groups, in
order to link with their employment and training activ-
ities. The labor union programs have maintained their
share of all training and unions have been used for
recruitment as well. The Industry Work Experience
Program will provide direct linkages to employers in
the private and public sectors, and includes inter-
agency arrangements with a variety of Federal departments
for work experience slots. The Advanced
Career Training Program utilizes existing education
facilities, while the Education Improvement Effort
undertaken jointly with the Office of Education seeks
to carefully test educational strategies.

--* 7. To increase community awareness and acceptance.
An alumni association of former Job Corps enrollees has
been established, although a national network has not
yet developed. Materials and films have been prepared
to promote greater understanding and acceptance of the
Job Corps. Community relations work has been extensive

- 43-

vv



so that only a few acceptable sites were lost because
of the lack of community acceptance.

8. To increase monitoring and evaluation. All
aspects of Job Corps performance and impact have been
or are being examined, and a wide array of demonstration
programs implemented.

In summary, Job Corps has made substantial progress in
fulfilling the missions outlined in its Planning Charter.
Existing programs are being improved and new ones tested.
Greater integration of Job Corps with other efforts has
been achieved. The facility acquisition aspect of
expansion has been completed and phaseup is well under-
way, albeit on a slower schedule than initially antici-
pated. Evaluation and demonstration activity has occurred
on a massive scale providing important information on
every aspect of performance. The major challenge, be-
sides following through on these initiatives, is to
improve placement methods in order to shorten the time
between termination and gainful employment, as well as
to improve the job training match.

The future looks promising. Job Corps is presently an
effective mechanism for helping our most disadvantaged
youth improve their employability. The program can and
will become more effective as expansion and enrichment
are completed. Job Corps 'rill continue to be the corner-
stone of our Nation's youth employment policy.
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OVERVIEW

The doubling of Job Corps to 44,000 slots during fiscal
1978 and 1979 provided the opportunity and resources to
introduce a range of new approaches which had promise of
supplementing and improving Job Corps performance. One
of the new components was the Advanced Career Training
Program in Colleges and Post Secondary Vocational
Institutions (ACT). This component provides the full
range of Job Corps services and support for Corpsmembers
who continue their training and education in designated
colleges and vocational schools. ACT was introduced in
the second semester of the 1977-1978 school year. By
October 30, 1978, there were 1,381 Corpsmembers in ACT,
representing 5 percent of total Job Corps enrollment.

This preliminary evaluation explores the feasibility of
the approach and seeks to determine ways ACT can be im-
proved over time. No conclusions are possible this early
in the life of the program, but there are some suggestive
findings to date:

- A significant minority of the Corpsmembers want to
go on to college and advanced training -- a larger
proportion then would have the opportunity without
the assistance provided by ACT.

- It appears that the intended scale of ACT, with
2,271 slots out of a 44,000 Job Corps program, is
feasible, both in terms of locating attractive
education and training opportunities, and finding
Corpsmembers who might benefit from this approach.

- The early enrollees have done reasonably well in
college as measured by retention rates, grade
point averages, and social adjustment.

- ACT may have some positive impacts on the overall
program, for instance, encouraging GED completion;
the negative effects, if any, are not yet apparent.

- From a cost perspective, ACT makes sensft although
it remains to be determined whether its impacts on
participants are the same as other more traditional
approaches for dealing with similar Corpsmembers.

r
- 49 -

G



- The initial guidelines developed for ACT have
worked well, but there may be need for some refine-
ment, particularly in the areas of eligibility
requirements, course selections, cost limits, and
requirements for year round participation.

Robert Taggart
Administrator
Office of Youth Programs
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ACT - The Issues and Potentials

A new programmatic component -- Advanced Career Training
CACTI at Colleges and Post-Secondarysiocational
Institutions was added to Job Corps as an ,integral part

of its fiscal 1978-1979 expansion effort from 22,000 to

44,000 slots.

The ACT program provides the full range of Job Corps
support up to the two years of allowable enrollment for
Corpsmembers who continue their training and education in
colleges and vocational schools which have developed
programs with Job Corps. As of October 30, 1978, 1,380
Corpsmembers were enrolled in ACT, with 2,271 slots
planned by the end of the expansion.

The rationale for the ACT program is straightforward.
While Job Corps centers considered in the aggregate pro-
vide a range of occupational offerings, the variety at
any particular center is necessarily limited. Advanced
training is not economically feasible at most centers
because there are not enough advanced students with
interest in a particular area of training to achieve
economies of scale. Likewise, education activities are
oriented to bringing enrollees up to the high school
equivalency level from the 6th grade achievement level
averaged upon entrance. More advanced education is rarely
feasible on center since only a minority of enrollees are
interested, capable or stay long enough to take advantage
of such offerings.

Yet this minority who want to and are able to advance
further in training and education should not be ignored.
They are the ones most likely to make a "quantum leap" in
employability if an advanced career training activity were
provided closely linked to the assistance provided in Job
Corps centers. Roughly a tenth of Corpsmembers achieve
a GED during their stay. Others who enter with a diploma
are able to bring achievement up to the level of their
attainment. Likewise, many Corpsmembers master their basic
training quickly, demonstrate their competence, and are
ready for advanced skills which offer greater possibility
of upward mobility. Without help, these youths may never
make the connection in the labor market or in the
educational arena which will permit them to realize their
potential.
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Some advanced training and education components are being
created within Job Corps centers. For instance, a UAW
auto mechanics program in Utah will draw from basic auto
mechanics trainees throughout the country. However, this
is only possible because auto mechanics courses axe
widespread in Job Corps, providing a stock of potential
candidates for advanced training in this area. Where the
desired training is more selective, or where advanced
education is needed, it makes more sense to rely on
existing institutions outside Job Corps.

Junior and community colleges as well as technical schools
have grown rapidly in recent years. All around the country
they offer a range of technical training courses. In-
creasingly, they have focused on remedial education and
vocational offerings for high school graduates with low
achievement, and sometimes also for high school non-
completers. Institutional growth in many cases has
exceeded demand, as the college age population has levelled
off, so that there is much underutilized training capacity.
Rather than building more capacity in Job Corps, with
attendant capital expenses, it makes sense to try to use
this existing outside capacity wherever feasible.

The potential benefits of the Job Corps - college linkage
are as follows:

1. Specialized courses can be arranged to better
match the interests of advanced Corpsmembers.

2. Further education and credentials can improve
employment and earnings. ACT offers
Corpsmembers a chance to determine whether they
can go on further to secure a college degree
and enter new career tracks.

3. Disadvantaged Job Corps youth will be gradually
transitioned from the relative isolation and
concentrated remediation provided by many Job
Corps centers into supported participation in
"mainstream" institutions where they will be
fully integrated with nondisadantaged youth.

4. Provision of options may encourage Corpsmembers
to continue long enough so that significant
skills can be acquired. Some Corpsmembers leave
Job Corps because they feel opportunities are
limited or they have exhausted the opportunities
which exist.
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S. Provision of new options may increase enrollment
among those eliolole for and needing services.
Some economically disadvantaged youth needing the
type of comprehensive services provided by Job
Corps may be discouraged from enrolling because
of lack of advanced training opportunities.

6. For those with higher aspirations, the ACT program
should provide an incentive for GED participation
and completion, stimulating interest in the
educational program within Job Corps.

7. By avoiding capital costs, buying into existing
programs, and focusing on more advanced Corpsmembers
Act should be less expensive than regular Job
Corps operations.

8. The program should benefit participating institu-
tions by helping them to fully utilize capacity,
providing experience in dealing with economically
disadvantaged youth, and promoting a better
socioeconomic mix within these institutions.

Balancing these potential benefits are several potential
drawbacks:

1. Corpsmembers may not be able to "make it" in college.
If their failure rate is high, the program may have
negative rather than positive impacts on employabili-
ty compared to traditional center programs which
have documented positive impacts on completers.

2. The college option may attract some youth to
Job Corps who do not really need the full services
the Job Corps provides. To the extent that new
entrants are those who would have made it on their
own, or are ready without any remediation, the
program's effectiveness is reduced.

3. If enrollees simply mark time in the Job Corps
centers until they go on to the advanced
components, this will be a waste for them as well
as a negative influence on center operations.
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4. Where more advantaged youth are taken out of
centers to participate in ACT, there could be a
negative impact on center operations as a result
of the loss of peer models and leaders.

S. Unless the ACT offerings are closely tied to an
employability development approach, they might
result in youth investing time and effort with
little impact of future employment and earnings.

In the design and implementation of ACT, steps were taken
to realize the potential benefits and to overcome the
potential shortcomings. The following basic guidelines for
the program were established at the outset (Field Memorandum
No. 90-78, Attachment 1):

1. All enrollees have to be in Job Corps for at
least 90 days in order to avoid the "revolving
door" approach of recruiting youth directly
into ACT who do not require remediation and who
would be likely to pursue education and training
on their own.

2. Each participating Corpsmember is to receive
counseling and an employability development plan
indicating how the coursework will fit into future
career plans. As far as possible, there are to be
linkages between training received at Job Corps
centers and the offerings in the ACT program.
Where possibile, academic credit is to be
arranged for Job Corps experiences.

3. Participants in the program are to receive full
Job Corps benefits, including counseling, in order
to help them to stay on and complete education or
specialized training.

4. Advanced career training slots are limited to
$5,000 per Corpsmember year as opposed to the
legislative $6,900 operating cost limit at Job
Corps center. This more restrictive limit is
based on the assumption that economies can be
realized, especially since more advanced
Corpsmembers are being served.
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5. Dropouts from the program are to have the option
of reentry into centers. Placement services
are to be provided to all participating youth to
promote a smooth transition into the labor market.
In other words, there is an emphasis on assuring
that youth who do not make it will be provided
other opportunities.
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Assessment Design

While these design features were intended to maximize benefits
and overcome shortcomings, they were based on "best guesses"
about what would work. The balance of benefits and costs for
ACT were completely unknown, since the approach was new to Job
Corps except for a few isolated college placements. For this
reason, ACT has been introduced as a demonstration program;
with careful and continuing scrutiny of the impacts and processes
in order to make improvements in an ongoing way as well as to
judge overall effectiveness.

The experience to date is too limited to judge the impacts on
participants or the long-term effects on centers or Job Corps
operations overall. Most enrollees in August 1978 had been
enrolled only half a year. However, their experience is
suggestive of whether Corpsmembers can acclimate to the college
environment. The negotiated contracts yield a good picture of
costs. In implementation, some alternative approaches have
evolved and some areas for improvement have been identified.

This preliminary assessment is based on the following sources:

1. Each of the ten Department of Labor regions was
surveyed to gather descriptive information on the
status of the program and the implementation pro-
cess (Attachment 2).

2. Three regions (Philadelphia, III; Dallas, VI; and
Denver, VIII) where the program was introduced
more rapidly and which provide a good geographic
mix were selected for in-depth assessments.

3. In these regions, key Job Corps staff were
interviewed. A range of detailed data was
gathered on the ACT program and its participants.

4. Five centers in these regions were visited to
determine impacts and procedures at the center
level. Additionally, a sample of Corpsmembers
at each of the centers was interviewed to
determine their perceptions of the program.
(Attachment 3).

5. ACT participants in these three regions were
interviewed to determine their perceptions of
the program. (Attachment 4).



6. Four participating colleges were visited to
determine the views of administrators and
faculty and to assess first hand the arrangements
which had developed.

The information gathered by this process is analyzed as follows:

1. Program implementation issues and the variations
among regions are assessed.

2. The characteristics of enrollees and the
potential universe of need are discussed based
on available data.

3. Corpsmembers' perceptions and knowledge of the
program are analyzed; both those of Corpsmembers
still in centers and those o.2. ACT participants.

4. The realized and likely future successes of
participants are assessed from available per-
formance records, the participant survey, and
interviews with personnel at the regional,
center, and college levels.

5. The impacts on centers are assessed including
the effects on retention, participation in
GED programs, and the draw on the pool of
eligible Corpsmembers.

6. The acceptance of the program by institutions
of higher learning is briefly described.

7. The cost of the program is analyzed in detail.

The findings are, then, summarized. While this analysis is
clearly a preliminary effort, it provides a picture of the
ACT program, it yields some clues concerning its likely
success, and it suggests issues which need to be addressed.



Program Implementation

Prior to the implementation of ACT, all Associate Regional
Administrators (ARA's) for Job Corps were issued instruc-
tions by the national office of Job Corps outlining in a
general way their responsibilities concerning the new program.
Expansion efforts were being planned at this time and the
regions were relatively free to determine the emphasis
they would give to ACT as opposed to more tradiO.onal center
expansion. The variability was quite significant:

First, the pace of implementation and the scale of the effort
differed significantly from region to region. To some extent,
this was related to the pressure for the location of new Job
Corps centers. The center expansion goal for regions varied
widely based upon analysis of needs, and the workload of site
location frequently left little time for developing new
programs. However, the regional variability in emphasis
on ACT also reflected basically different views about the
capacity of Job Corps youth to succeed in college, and about
the wisdom of this new approach. For example, at the end of
the expansion, Region VIII will have 14 college and junior
college slots for every hundred center slots while six regions
will have 4 or less per 100. (Table 1). Likewise, Region VIII
moved much faster than any other Region to implement the ACT
component. As of August 30, 1978, it had 9 ACT slots for
every hundred occupied center slots; four other regions had
less than one for every hundred.

Second, as the capsule descriptions of operations and concerns
in each region indicate (Attachment 2), there were two basically
different approaches to implementation. Some of the regions
relied primarily on center staff and contractors to implement
the program while other regional offices took the lead and, in
some cases, made almost all arrangements.

Third, there was a diversity of views about the amount of
support needed by Job Corpsmembers, and the best ways to
provide for their needs in the college setting. In some
cases, separate "centers within colleges" were envisioned
with high support and attendant isolation. In other cases,
individual placements were envisioned with little more than
the usual support provided by the institution. This reflected
the view of some regional officials that Corpsmembers would
continue to need a protected environment, while others believed
they they should be "mainstreamed" as rapidly as possible.
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TABLE 1. IMPLEMENTATION OF ACT

ACT Center ACT as Center ACT ACT as
Participants Enrollment Percent of Employment Planned Percent of
10/30/78 10/30/78 Center at End of at End of Center

Enrollment Expansion Expansion Enrollment

Region I (Boston) 0 0 0 1600 0 0

Region II (New York) 7 1037 .7 3101 125 4.0

Region III (Philadelphia) 45 2526 1.8 512/ 235 4.6

Region IV (Atlanta) 71 5765 1.2 9264 304 3.3

Region V (Chicago) 184 2251 8.2 4320 400 9.3

Region VI (pallas) 303 5068 6.0 6295 487 7.7

Region VII (Kansas City) 53 872 6.1 1841 115 6.2

Region VIII (Denver) 251 2739 9.2 2740 MS 14.1

Region IX (San Francism) 67 1699 3.9 3975 145 3.6

Region X (Seattle) 19 2092 .9 2611 75 2.8

extension Centers - 115 0 400 0 0

TOTAL, 1000 24,164 4.1 41,282 2271 5.5



Fourth, the regions which were less positive about ACT felt
that it would draw off qualified candidates from centers and
undermine center operations. Those more positively disposed
felt it would serve as a motivation device and would increase
overall duration of stay.

Fifth, the $5,000 cost limit uas widely perceived as a
constraint to implementation. Center and regional staff all
reported difficulties identifying residential facilities
that fell within the financial limits. It was particularly
hard to find colleges providing academic training, and room
and board to students during normal school breaks. However,
the regions giving greater emphasis to the program (and thus
under pressure to find more slots) felt this to be less of a
burden and were able to find an adequate number of colleges
willing to participate.

Sixth, Federal Procurement Regulations hindered timely
execution of contractual agreements with private colleges.
Private colleges more often charge rates and provide the
type of services and facilities required under Job Corps
established policy guidelines. However, contractual agreements
with private institutions require the approval of the Federal
Review Board. This situation was remedied when the Board
approved a blanket sole source authority waiver so as to
facilitate contracting with such institutions.

Seventh, the 90-day waiting period was a target of complaint.
It was instituted to insure that the college program would
not become a separate effort with its own entry track, rather
than an integral part of the Job Corps program, and to provide
time for enrollees to show center staff that they have both
the ability and motivation to benefit from the ACT program.
Regional officials and center staff unanimously agreed that
the 90-day requirement precluded them from bringing into the
program very capable Corpsmembers with less than 3 months
participation. It was also clear, however, that some regions
wanted to recruit youth directly into ACT, and that the
requirements had the intended effect of precluding this practice.

In summary, decisionmakers in the decentralized regional
structure of Job Corps had differences of opinion about
actual and potential effectiveness of ACT. These differences
of opinion were understandable since there was no experience
base to resolve uncertanties. As experience increases with
the program, the regional variance should decline. At the
same time, the diversity is useful in providing evidence con-
cerning some important questions. For instance, the most
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realistic ratio of ACT to traditional center opportunities
might be assessed by comparing the experience in regions
with more intensive programs to the experience where ACT
participants are a smaller proportion of the Corpsmember
population.



ACT Participants and the Universe of Need

ACT is by design an "advanced" program, so it is not sur-
prising that participants to date have been "creamed" from
the Corpsmember population. Median achievement scores
at entrance (as measured by the MJS1 and RJS1 tests) are
significantly higher for ACT participants than other Corps-
members. (Table 2). This pattern prevails for every
center in the three regions evaluated in detail, but there
is substantial variation in the degree of screening. One
measure of selectivity is the differential between median
scores for all Corpsmembers in a center and the median for
ACT participants for the center. On the math scale, the
differential in entrance medians was a fifth in the case
of the Charleston and El Paso centers, a third in the case
of Clearfield and Weber Basin, and three-fifths in the
case of Gary. On the reading scale, there was no difference
in the case of El Paso, a fifth for Charleston, and a fourth
for Clearfield, a third in Weber Basin and nearly half in
Gary. In other words, it appears that Gary was very much
more selective than El Paso and Charleston in screening
ACT participants from all Corpsmembers* while Clearfield
and Weber Basin were in between. Charleston had a more
advantaged clientele to draw from. Powever, Gary's ACT
participants are the most advantaged as measured by entry
scores. In contrast, El Paso's students entered Job Corps
with an achievement level far below that of ACT participants
from other centers.

The demographic characteristics of enrollees also reflect
a selection process. The median age is about 1 year higher
than for other Corpsmembers. Females, whites and Hispanics
are overrepresented. For instance, where women represented
27 percent of Corpsmembers surveyed in the five centers in
Regions III, VI, and VIII, they constituted 45 percent of
ACT participants from these centers.

The information obtained from the questionnaires administered
to college program students shows that one-half were high
school graduates and the rest had acquired a GED certificate.
The fraction of college program students with a high school
diploma appears to be larger than expected since only a
seventh of Corpsmembers enter with a diploma. With rapid
implementation to coincide with the second semester of the
1977-1978 academic year, DOL regions and Job Corps centers
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Table 2. Corpsmembers chiracteristics by Center

Median Median Race/Ethnic GrouRA Sex Average
Score Median Yrs. of Semple Black White Hispanic Other Hale Fem. Length of

Center HJSI R.Ibf Att School Ho. I z z z 2 2 SEA in JC.

Region III Charleston 56.0 16.5 19.0 9.5 49 73.5 14.0 2.0 2.0 14.3 77.6 10.8

Region VI RI Paso
oary

Region VIII

44.0 13.0 18.5 8.5 54 1.9 3.7 94.6 0.0 53.7 46.3 6.4
46.5 13.5 19.0 10.Q 222 75.2 9.5 11.7 3.6 83.3 16.7 11.2

Clearfield 50.0 14.0 19.0 10.0 133 59.4 15.8 16.5 9.0 74.0 25.6 9.6
Weber Basin 36.0 16.0 18.5 10.0 38 26.3 66.0 2.6 5.4 100.0 0.0 6.8

Weighted
Average 59.1 10.8 20.4 4.6 72.5 27.5

Center

Median
Score Median

Age

Job Corps College Students by Center

Other
2

Sex
Male rem.
2 2

Average
Length of
Stuy In JC

Median
Yrs. of
School

Sample
No.

Balt/Ethnic Cronus
Black

2
White Hispanic

2 2HJSI RJSI

Region III Charleston 68.5 19.5 19.5 11.0 40 62.5 35.0 0.0 0.0 30.0 70.0 9.1

Region VI El Paso 54.0 13.0 19.5 8.0 52 0.0 0.0 100.0 0.0 48.1 51.9 11.7

Gary 75.0 19.8 19.8 10.5 34 55.9 26.5 17.6 0.0 58.9 44.2 11.7

Region VIII Clearfield 67.0 17.5 19.5 10.5 94 40.4 40.4 12.8 5.3 62.8 16.2 12.5
Weber Basin 48.5 21.5 19.5 10.5 13 15.4 6.9 7.7 0.0 100.0 0.0 8.5

Weighted
Average 36.0 30.5 30.5 2.1 55.4 44.7
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had limited time to organize the program and to identify a pool of
eligible Corpsmembers. A number of other very important
tasks had to be accomplished during this period such as
identifying and negotiating with colleges, arranging for
residential facilities, and transportation. The desire
to have a full quota contingent identified to implement
the program at the beginning of the second semester
necessitated immediate screening within the existing
Corpsmember pool, and use of the diploma as a credential.

While the 90-day waiting period was in effect from the
beginning of ACT, it was not strictly observed by all
centers. The pressures to enroll students in the college
program in January forced exceptions to the 90-day period.
The data show that in the five centers visited, a third of the
initial students had been in Job Corps less than 90 days.
This was apparently not the result of purposefully
recruiting youth with college potential, but rather pick-
ing among more capable entrants to go to ACT after their
abilities had been determined. Having discovered such a
practice soon after the college program's implementation,
the national office of Job Corps issued instructions
tightening the college program enrollment practices and
requiring strict adherence to the 90-day mandate.

There is enormous variability in the emphasis given to
ACT by different centers, reflecting the previously
mentioned variably among regions is their interest in the
program, the feasibility of administrative arrangements
as well as the interests of center staffs and contractors.
(Table 3). Thera is little relationship between the median
achievement scores or attainment of enrollees in centers
and the proportion of Corpsmembers in the ACT program.

El Paso in Region VI had an ACT contingent which
represented almost a fifth of its center enrollment whereas
the Gary center in the same Region had an ACT enrollment
representing only 3%. Yet the pool of potential candidates
was much greater at Gary where the entering median grade
attainment was 1.5 years higher than at El Paso and where
both the reading and math achievement medians were
substantially higher. The Clearfield center in Region VIII
has given greater emphasis to the program than any other
large center, with its ACT contingent representing nearly
a fifth of enrollees. Yet Clearfield Corpsmembers have
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Table 3.

Enrollment in ACT by Rezion and Center
as of August 31, 1978

Total on Sosrd
Strength ACT Enrollnent

Region/ lot Including Total ACT As Percent of Center
Center ACT Enrollment Enrolleent

Magian II

Clermont 274 7 2.62

Region III

Cbstleston 299 47 15.72

Region IV

Bretkintidge 2,619 38 1.52
Whitney Young 280 18 6.42
Crystal Springs 237 19 8.0:

Region V

Blsckvell 199 3 1.52
Golconda 258 9 3.5:
Cleveland 499 26 5.22
Atterbury 785 133 16.92
Cincinnati 181 20 11.02
Detroit 327 40 12.22

Region VI

Albuquerque 412 29 7.02

Guthrie 678 68 10.02
McKinney 686 45 6.52
Cary 2,279 68 3.02
Tulsa 137 30 21.92
El Paso 319 56 17.6:

Re iogLs Vii

Pine Ridge 181 5 2.82
Nino 184 10 5.42
Elcelsior Springs 487 44 9.02

Region VIII.

Anaconda 262 23 8.8%

Boxelder 212 12 5.7%
Treppet Creek 232 6 2.62

Collbran 188 21 11.2K
Veber 8aein 240 14 5.82
Clesrfield 1,389 277 19.9%
Kicking gorse

legion IX

191

272

10

20

5.22

7.42lawaii

Phoenix 391 21 5.42

San Jose 387 26 6.72

Region X,

412 8 1.92Tongue Point
Pottlsnd 227 8 3.5%
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attainment and achievement levels which are just about
average for Job Corps. In other words, the success of
Clearfield students might suggest what would occur if the
college program were triple the scale it is eventually
intended to achieve nationwide relative to the regular
center population. The El Paso experience will suggest the
potential such as a large scale program might have for
centers serving Corpsmembers with educational preparation
below the Job Corps average.
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CORPSMEMEERS PERCEPTIONS OF ACT

Perceptions of participating and non-participating Corpsmembers
are a critical element in assessing the effectiveness of ACT.
Five months after the college program was officially launched,
three-fourths of Corpsmembers in sample centers where ACT was
operational had heard about the program. One-half of those
students were informed by their counselor; a very few heard
about the program from their center director; and the remainder,
from other Corpsmembers. Almost half of center Corpsmembers
saw themselves as eligible for the college pr-gram and three-
fifths expressed an interest. Corpsmembers recognized the value
of education. Seven of ten said they would like to earn a
junior college degree and three-fifths expressed an interest in
achieving a four-year degree. Ralf felt that the job they
wanted required completion of junior college.

The opportunity to complete junior college may increase
interest in Job Corps center educational programs. Three-
fourths of responding Corpsmembers who did;nd: have a diploma
claimed they would work towards a GED so that they might eventually
enter ACT. And three-fifths of Corpsmembers claimed they would
stay in Job Corps in order to enter the program.

The realism of these aims and their impact must, of course,
be questioned. Few persons are likely to respond that advanced
education is not worthwhile, and because youth are favorably
disposed to ACT does nc1 mean it will change their behavior.
Likewise, ACT opportunities are available for only a small
minority of center Corpsmembers who express an interest. It
is safe to say, however, that the proportion of youth who
would like to participate substantially exceeds the proportion
who can realisticly benefit and the proportion who will be
served. Likewise, the presence of ACT has the potential for
positive impact on the interest in education at participating
centers.

The effects on Job Corps enrollment and college attendance
are uncertain. Only three Corpsmembers in ten had heard of
the college program before they got to the center. Given the
newness of ACT, most had probably entered before it had begun.
Nearly two-fifths of Corpsmembers claimed they could get a junior
college education on their own, although a recent follow-up
survey indicated' that less than four percent of former
Corpsmembers were enrolled six months after leaving Job Corps.

ACT participants were generally positive about the program.
Two-thirds viewed it as a way to get thc job they wanted, four-
fifths felt it would help them achieve their career goals, and for nine
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of ten, ACT was seen as part of an employability development
plan. On the other hand, less than three in ten were enrolled
in a specific vocational skills program in ACT. They tended to
be more interested in general credentials and education.
Nine of ten participants wanted to stay more than one year.
The same proportion wanted to earn an Associate of Arts degree.
Pour of five wanted to complete college. While 37 percent of
ACT participants felt they might have completed junior college
without assistance from Job Corps, 63 percent believe the
completion would not have been possible without the program.

In summary, it appears that the ACT program provides an
opportunity which would otherwise not be available to
pursue an advanced education and in some cases specific
vocational training, and to advance towards future employment
goals. Like most students, Corpsmembers view an
education and the resultant credential as a way to get ahead,
without linking this to specific vocational skills. There is
widespread interest along Corpsmembers to pursue more
education, but only a minority feel they could do so without
the help provided by ACT. The experience of past Corps-
members suggests that only a few would realize their
educational objectives without assistance.
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SUCCESS IN THE COLLEGE PROGRAM

Can the economically disadvantaged youth who enroll in Job
Corps succeed in college? How much help do they need? Are
they receiving it? These are perhaps the most basic program-
matic questions.

The most valid indicator of student commitment and capability is
the report card. The grade point average for the sample of ACT
participants in their first semester was 3.3 on a scale of 1 to
5 where "1" represents a failing grade and "5" represents the
maximum grade obtainable. This GPA speaks well for the ACT
program concept and its participants, given the combined GPA of
3.7 for the total student enrollment in the schools sampled us-
ing the same 1 to 5 scale.

The experience is too limited to suggest how many ACT students will
complete their program and earn a degree. However, among the 750
enrollees to date in the three target regions, 263 have either
dropped out of or have been terminated from ACT. The termination
rate is less than for Job Corps enrollees with 90 days or more
in centers. On the other hand, it will probably be higher than
for all other students who enter college. Accordinfj to a follow-
up of the class of 1972, approximately 60 percent of young persons
who enter Associate of Arts programs complete two years, (though
for all persons who start courses in junior and community colleges,
the proportion completing two years is even lower). It does not
appear that Job Corps students will do as well as other Associate
of Arts candidates. It is likely that the dropout rate among
students who have gotten over early adjustment problems will be
low, and an improvement can be expected overall as experience
is gained with ACT. There is wide variation among regions in
the dropout rate to date (Table 4).

Corpsmembers who stay4d seemed to adapt quite well to college life.
Nearly all made friends. Five-sixths liked the college environment.
Most found the classes interesting and almost all felt they could
hold their own with other students. Perhaps most critically, nine
of ten indicated parental support and interest in their ACT
participation. The major complaint, not surprisingly, was
financial. Nine-tenths of the students sampled claimed to be
underfinanced in college. Since all of their living and
educational expenses were covered by Job Corps. students were
referring to out-of-pocket expenses covered by allowances. While
these incidentials are important to a student on campus, their
occasional inability to purchase them has not affected their
interests or attitudes toward the college program. In fact, the

----majority of students in the college program recognized that they
would not have been able to realize their career dreams or
afford the training provided them without the aid of the Job
Corps program.
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Table 4. TOTAL ACT ENROLLMENTS AND DROPOUTS
January 1978 - August 1978

Region 6 Total ACT Number dropped/ Percent dropped/
center .urticioant terminated terminate!

III 1/
11.1.

Total 45 5

Charleston 45 5 11.1

1/
VI

Total 346 114 32.9

Albuquerque 40 17 42.5

El Paso 57 5 8.8

Gary 87 33 37.9

Guthrie 87 26 29.8

McKinney 33 5 15.2

Tulsa 42 28 66.7

2/

VIII

Total 359 144 40.1

Giconda 34 13 38.2

Boxelder 26 21 80.8

Clearfield 226 67 29.6

Collbran 25 12 48.0

Kicking Horse 15 12 80.0

Trapper Creek 17 J.4 82.3

Weber Basin 16 5 31.3

J./ Data represents College input Jan. through July 1978.

2/ Data represents College input Jan. through Mid-Aug., 1978.
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The only major incident to date has been at Lamar College,
Colorado, where friction developed between predominately
black ACT participants and some members of the predominately
white student body. The program was swiftly terminated to
Avoid more serious problems and the participants shifted
to other components.

As noted previously, the "selectivity" for ACT participation
varied markedly from region to region and from center to
center. How well are students doing who came from the centers
and regions with more intensive programs where ACT reached
deeper into the pool of eligibles? This question will
suggest something about the feasible scale of the program
relative to Job Corps center enrollment.

Comparisons can be made between participants in Region VIII
and those in Region VI and III which had less intensive
programs. The information obtained from the questionnaires
administered to college program students in Region VIII shows
that 42 percent were high school graduates, compared to 47
percent and 46 percent in Regions III and VI, respectively.
Conversely, the percentage who had completed a GED program
was higher for Region VIII than Regions III or VI (48 percele-
vs. 45 and 36 percent respectively).

Close to 60 percent of Region VIII students sampled related
the college experience to preparation for a job. This
compared with 50 percent and 57 percent for Regions III and VI,
respectively. The proportion of students interested in
completing a four year college program was 64 percent in Region
III, 88 percent in Region VI, and 70 percent in Region VIII.

The ACT program surveys indicated thet the level of confidence
with regard to on-campus performance and outlook for the future was
higher for Region VIII corpsmembers than for those from the
other two regions surveyed. For example, data for Region VIII
showed a higher ratio of students establishing new friendships
and looking forward to meeting new friends. Moreover, the
fraction.of students viewing classes as interesting was larger
for Region VIII than for the other two regions. In
addition, data for Region VIII indicated that students were
enjoying the campus experience far more than students from the
other two regions. Region VIII students also indicated a higher
degree of instructor interest in their progress as opposed to
instructors in schools in the two other regions.

Perhaps most critically, the GPA for the sample of Corpsmember
students from the three regions studied was:
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Region III: 2.86

VI: 3.51

VIII: 3.50

On the less positive side, the dropout rate was higher in
Region VIII than in Region III and VI. But Clearfield, with
one of the most intensive programs, had a dropout rate (30
percent) below Gary (38 percent) where the screening was much
more rigorous. El Paso,'which had the least advanced ACT
participants, experienced the lowest college dropout rate.
Early evidence would, therefore, suggest that the scale of
the program and the degree of selectivity have not been
determinant factors in the success of participants from around
the country. A longer-run follow-up will be needed to determine
the types of Corpsmembers who can benefit most from ACT.
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CENTER IMPACTS

The ACT program might have several impacts on center operations.
It clearly is intended to provide an additional option for more
qualified Corpsmembers. Unless the flow into ACT is matched by
an increased flow into the Job Corps of more qualified or higher
potential recruits, the average ability level of center Corps-
members (as measured by educational characteristics) can be
expected to decline. This will, of course, be more prevalent
in the phase-up stage when larger numbers are drawn out of
centers, relying on the stock rather than the flow to provide
participants for ACT.

One way to assess the prevalence of more advanced youth is in
terms of the percentage of Corpsmembers in a center who
entered with a high school diploma, along with the percentage
who acquired aGED by the point of termination. Certainly, this
is the pool from which the ACT program draws. The size of the
ACT program relative to this total var'e* significantly from
center to center, and in several cases a very significant percentage
of eligibles are being tapped (Table 5). For instance, in
El Paso, more than half the eligibles have been drawn off
into the program and at Clearfield almost two-thirds. If any
negative effects were to be encountered from the withdrawal
of the leadership cohort, they should be visible in these
cases. Examination of the weekly termination rate data for
these two centers, incident reports, and conversations with
center staffs do not reveal any noticeable deterioration in
performance in those centers and there are, in fact, some
positive developments noted by the cen'er directors.

There are some indications of possible positive effects.
For instance, the ACT program might be expected to have some
magnet effect, keeping those youths with higher education
propensities longer in the centers. The Corpsmember survey
suggested the possibility, since three-fifths of youths ia
five surveyed centers indicated they would remain in Job
Corps in order to participate. The retention effects are not
yet obvious. The average of the 30-day dropout rates for
centers in Regions III, VI, and VIII with college programs
rose from 19.2 in the first half of Fiscal Year 1977 to 21.6
in the first year of 1978, an increase of one percentage
point more than in the other seven regions. This pattern
might reflect increased retention, in the sense that a
portion of Corpsmembers with more than 90 days tenure (which
is necessary for entering into the ACT program) were drawn
into ACT where they might be expected to stay longer, reducing
the 90-day and over terminees and thereby increasing the proportion
of terminees who had been enrolled less than 30 days. The average
d =uration of stay sholld only gradual' increase for terminating
Corpsmembers_ The impact would not be felt yet since only a
third of ACT participants have as yet terminated.
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Perhaps a more accurate indicator is the average of weekly
termination rates. For El Paso, Clearfield, Collbran,
Guthrie, Tulsa, Boxelder and Anaconda -- those centers
with more intensive programs relative to the universe cf
need -- the average of weekly termination rates for January
1978 - August 1978 was the same as in January - August 1977,
although it declined in four of the six cases and rose in
at least one of the others for reasons clearly unrelated to
ACT. For.Job Corps as a whole, the weekly termination rate
was constant. Enrollees in ACT are not counted in the on-
board-strength or as terminations in calculating the weekly
termination rate, so that impacts on center enrollees
should be observable in these data net of the effect those
transferring to ACT would have had on terminations. In
other words, there is no eiidence of a negative effect and
some indications of a modest positive effect.

Early experience suggests that ACT participants will stay
longer in Job Corps as a result of the program. Their
average duration of stay in the Job Corps at entry into
ACT was in excess of nine months, which is the average for
youth who stay over 90 days. In other words, any time they
spend in ACT probably increases the average duration of
those who remained more than 90 days. Through August,
a third of participants had dropped out of ACT so the
average enrollItent in the Job Corps for participants is
likely to end up being in excess of one and a half years.
As these long-time participants begin to terminate, the
impact on length of stay should become apparent.

The incentive effects might also be felt on GED enrollments
and completions. Five centers with significant mmmbers of
enrollees in ACT were surveyed to determine GED enrollments
and completions in fiscal 1977 and fiscal 1978. These in-
cluded Clearfield, Atterbury, Guthrie, Gary and El Paso.

was a decline rather than increase in GED enrollments
compared to average on-board-strength. The ratio tell tram
56 to 51 percent. On the other hand, GED completions as a
percent of on-board-strength rose from 19 to 23 percent.
This tentatively suggests that the college option may
encourage some GED participants to complete, but probably
has little effect on whether or not youth at the centers
enroll in a GED. This makes sense since enrollment is
frequently automatic, and those who do not enroll are usually
those who are not educationally qualified and would not be
very interested in ACT.
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Has the availability of the college option attracted a
different type of youth into the Job Corps? Prior to the
college program's implementation, field staff were apprised
by the national office of Job Corps that there would be no
change in the eligibility requirements as a result of the
college program. In other words, field staff were not
granted license to actively recruit high school graduates
for enrollment directly into the college program.
High school graduates are not excluded by law or
regulations. Basically the emphasis is on economically
disadvantaged youth who are not enrolled in school and who
have severe handicaps to employment whether or not they have
a diploma. In fiscal 1977, 15.0 percent of enrollees were
high school graduates, but in the first three quarters of
fiscal 1978 the percentage dropped to 13.0 percent. The
percentage of enrollees who entered with a high school
diploma dropped from 13.3 percent in the centers with college
programs in Regions III, VI and VIII in the first half of
fiscal 1977 to 12.1 percent in the first half of fiscal 1978.
Apparently in the expansion, or with the introduction of
other youth programs, it has proved difficult to recruit
high school graduates. A sample of recruitment and screening
personnel in these regions was interviewed to .determine
whether their recruitment and screening efforts had been
refocused. All indicated that they now presented information
about the ACT program in recruiting efforts. Recruiters in
Region III seemed inclined to more actively seek youth with
high school diplomas, and planned to launch an active campaign
to recruit high school graduates into Job Corps in the near
future. In fact, this thrust is already reflected in Corps-
member student data acquired from the Charleston center. Of
the total number of students in the Charleston college program,
60 percent were high school graduates.

In Region VIII, which is largely an import region, there was
less emphasis on graduates, and in Region VI this did not
seem to be a major focus. In fact, the recruiter and screener
for Job Corps in Austin indicated that initially some attempt
had been made to recruit youth specifically for the college
program but that high school youth in that area generally
lacked interest in joining Job Corps.

Since a trend upward in high school graduate recruiting cannot
yet be perceived, it is impossible to determine the more
critical issue -- whether additional youth with diplomas meat
eligibility requirements and really need help.
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Table 5. ACT PARTICIPANTS RELATIVE TO TNt POTENTIAL UNIVERSE

Region

1977 Terminees
Who sad Acquired
a GED or Who
Entered With a
High School
Diploma

ACT Participants
as of August 30,

1978

ACT
Partcipants
as Proportion
of Annual
Potential of

Center

Region III

Charleiton 373 47 13%

Region VI

Albuquerque 336 29 9%

Guthrie 603 68 11%

McKinney 610 65 78

Gary 1460 68 5%

Tulsa 127 30 24%

El Paso 102 56 55%

Region VIII

Clearfield 432 277 64%

Collbran 86 21 41%

Weber Basin 154 14 9%

Anaconda 203 23 11%

Boxelder 84 12 14%

Kicking Horse 274 10 4%

Trapper Creek 69 6 9%
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Acceptance by Institutions of Higher Learning

ACT has been well accepted by participating institutions.
Not surprisingly, the program has been most popular with
schools that have experienced a drop in enrollments and
needed the registrants. Sometimes the high enrollment of
Corpsmembers in a single school considerably improved the
financial stability of the institution. On the other hand,
college officials felt that although the Job Corps
educational funds helped to stabilize their financial
status, much was demanded from the schools for the price
paid per student. For instance, the requirement imposed
by the national office that classes be held during normal
school breaks proved difficult to arrange. In the view
of college officials, too many staff services were needed
by the few students who remained on campus as a result of
this ruling. Moreover, according to these officials,
there was a high risk that (1) students would tire of such
a demanding routine and drop out of school and (2) students
would isolate themselves as a group due to the several
occasions they remained together on campus.

During the initial stages of the college program's
implementation, as schools were approached by Job Corps'
staff, school officials were wary of the program's impact
on their school and the campus population in general. At
times the requirements of the program and the Corpsmembers'

needs created an aura of. complexity. However, after
the initial stages, college officials looked positively at
the program's presence and its possible effect on their
schools. They registered concern for Corpsmembers and
made sure that tutoring was available as well as counseling.
In some cases, if the students did not contact the
counselor on a routine basis, the counselor would take the
initiative and follow-up on them. Counselors at the schools
participating in the college program, in most instances,
felt that they should reinforce career aspirations as the
need arose and thus build on the guislance that had already
been provided at the centers.

College officials together with regional and/or center
staff, Are working towards better coordination with regard
to the type of courses selected by Corpsmember students.
Region VIII, for example, initially encountered problems
due to courses selected by students which required the
purchase of expensive equipment. Guidelines in this area
have been established to avmd this type of confusion in the
future.
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Overall, college officials' perceptions of the college
program and its target group are very positive. There
have been few major disciplinary problems and in most
cases, Corpsmembers exert considerable effort at school.
To date, the only rejection of the ACT program has been
in Lamar College in Colorado. During the fall 1978
semester, racial friction mounted between predominately
black Corpsmembers and white students. The problems
mostly centered around a special component using the
college to give remedial education, while the participants
in the college training had less problem. The former
group was withdrawn from the campus. There have been no
other major incidents.

The ACT program clearly provides a mechanism for
stabilizing institutional support for colleges. In
establishing the program, there was some concern with
targetting this support as well as finding institutions
most comfortable in dealing with Job Corps youth. A special
emphasis was placed on enrollments in minority and United
Negro College Fund institutions. In August 1978, 5 percent
of enrollments were in black and UNCF institutions. This
percentage is projected to increase, although such en-
rollment will be predominately in the South where these
colleges are concentrated.
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The Costs

The guidelines for ACT require comprehensive costs to be
no more than $5,000, which is lower than the $6,900
legislated center operating costs averaged in Job Corps.
Cost comparisions are more complex, however, and to get
a true sense of the effectiveness of this option, detailed
analysis is required. This has been done for a sample of
centers with college programs in Regions III, VI and VIII.

The average contracted cost of the college program in
these centers for fiscal 1978 was $4,800, compared with
$6,770 center costs in fiscal 1978 (and an estimated $7,176
in fiscal 1978 assuming a 6 percent increasl in costs).
The ACT program thus averaged almost a third less than
regular center operations.

Since the implementation of ACT was part of an expansion
effort, the slots added in college must be compared to
slots added through existing center expansion or acquisition
of new centers. The capital or front-end costs for acquiring,
improving and preparing new slots are as follows:

Acquisition and rehabilitation $5,400
Equipment $:1000
Preactivation $1,960

Total $9,360

These are one-time expenses. Figuring a straight line
amortization over 10 years, these front -end costs of center
expansion amount to $911 per slot annually. Such costs are
not incurred in the college program where, in most cases,
existing facilities are utilized.

There is also an annual outlay for maintenance of existing
centers, and for replacement of equipment and materials.
Estimates vary but between 1974 and 1976, these averaged
roughly 10 percent of center operating costs. In fiscal 1979,
this would amount to an estimated $700 per slot.

Adding these figures to the center operating costs in fiscal
1978 would increase the differential between ACT and center
costs to roughly $3,900, making the ACT costs approximately
half of the full costs of operating in expanded centers.
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The contracted costs of the ACT program do not, however,
reflect the total costs. In some cases, centers provide
for administration of the program and the expenses in
providing counselling specifically for the program.
Travel costs for the college program which are paid by the
national office are probably greater than regular center
operations. Regional offices in some instances are making
a special effort on behalf of the college program, although
it is difficult to separate the administrative costs
associated with this from the administrative costs
associated with other center operations. Presumably, much
of the effort is startup and should certainly be no greater
than the labor intensive tasks of acquiring and rehabili-
tating new facilities.

Even if these "hidden" burdens are considered, there is no
doubt that ACT represents a very substantial savings over
the traditional Job Corps approach. To the extent that
the Corpsmembers who participate do as well or better than
they would in centers, it is very clearly a cost-effective
supplement to service within traditional centers.

Any benefit-cost calculations for the ACT program must also
include the costs of enrollment in the Job Corps center for
90 days or more. To say that ACT is cheaper per Corpsmember
year than enrollment in a center does not necessarily mean
that ACT is a good investment. To determine this, the
earnings gains of ACT participants must be compared to the
average for the Job Corps, and these incremental benefits
must be compared to the extra costs of the longer duration
of treatment and the resulting higher investment per
individual for ACT. 'Alternatively, the outcomes might be
compared with those for enrollees who stay equally long in
Job Corps centers, in which case ACT has a comparative cost
savings.
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A Summary of Early Findings

1. The Advanced Career Training Program in Colleges and
Post-Secondary Vocational Institutes, aside from minor
and reasonable start-up problems, is viewed by both
Job Corps staff and students as enriching the regular
Job Corps program in several ways. The Corpsmembers
view it as an opportunity to specialize in certain
occupations for which higher education or advanced
vocational skills are necessary. Regional and center
staff utilize the college program as another option
to improve the career opportunities of Corpsmembers

2. There are, however, wide variations among regions in
their perceptions of the proportion of Corpsmembers
who can benefit from this approach. Likewise, there
are differing views about the positive and negative
impacts on center operations. To date, there has not
been a great deal of difference between the experience
of ACT participants in regions which have heavily
emphasized the program and that of participants from
regions which have sent a smaller proportion of center
Corpsmembers into ACT. The ACT participant/center
corpsmember ratio in the region with the most intensive
program as of August 31, 1978 exceeded that planned for
Job Corps as a whole at the end of the expansion. It
does not appear that the 2,271 planned ACT slots out
of 44,000 Job Corps enrollments nationwide for fiscal
1980 is too ambitious. However, given the wide
variability among centers, cutbacks might be required
in some center ACT programs, while the base is
broadened so that Corpsmembers from all centers get
an equal chance to participate.

3. Most youth now enrolled in the college program feel
they would not have been able to go to college without
assistance. The record of attendance among previous
Job Corps enrollees (less than 4 percent are in post-
secondary education 6 months after termination) supports
this perception. It appears, then, that ACT provides
new opportunities for most of the participants.
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4. Participants have done well to date. Their dropout
rate is lower than for other Corpsmembers who have
gotten past the 90 day period. The school completion
rate cannot be projected but the early dropout rate is
not markedly higher than for other youth entering
participating institutions. ACT participants express
a strong interest in continuing beyond the 2-year
college program. Grade point averages for the
students have been about average for the institutions
they are attending. There is evidence of successful
integration, in most cases, into the college social life.

5. Over half of the ACT participant sample expressed a
career interest along academic lines. While most of
these students view a 4-year degree as their ultimate
objective and they perceive the degree as a means to
achieving life goals, most have generalized occupational
goals. Only a fourth of the sample studied view the
college program as a means to,pursuing any further
development of a specific vocational skill.

6. The findings show college program participants to be
highly motivated, more educationally advanced than
regular Corpsmembers in terms of years of school
completed and scores on standardized tests. These
findings are not unexpected. The centers are selecting
Corpsmembers for ACT on the basis of certain criteria
which would predict a student's ability to complete a
2-year college program. Females are receiving
emphasis.

7. ACT participants appear to be receiving adequate
assistance. Counseling is present and appears of a
high caliber in most cases. College program students
are receiving encouragement from their families. The
major complaint is the inadequacy of the Job Corps
allowance, which may be solved if allowances are in-
creased throughout tie program. While ACT Corpsmembers
appear to be receiviz' the support and services they
need, there are different philosophies about "main-
streaming" vs. "supportive maintenance." The
experience to date has been too limited to determine
the necessary level of support.
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8. Significantly, no adverse impact on other
center operations is apparent as yet. It appears
that there has been some increased incentive to
complete GED programs. It is likely that the average
length of stay will increase because those in ACT
will continue longer than other Corpsmembers. It
is impossible to tell whether Corpsmembers with less
than 90 days tenure will stay longer in centers as
a result of the college option although three-fifths
of enr.Alees in centers indicated they would. ACT
has clearly drawn down the stock of more advanced
students in the centers where it has been given
priority; however, it is not set possible to de-
termine the balance of positive motivational effects
and any negative impacts from remcving the leadership
cohort. There are some indications that more high
school graduates will be recruited in some regions,
but a shift is not yet evident and it is, therefore,
impossible to tell whether eligibility criteria will
be affected.

9. The administrative gu:Aelines for the program have
generally been followed and there is not enough
evidence as yet to determine whether they should be
changed.

The $5,000 limit has been a source of complaint, but
regions with a positive approach to ACT have found
enough slots to mount programs many times the scale
of others which have been most vociferous in their
complaints. The rapid implementation of the program
suggests that the problem has been overcome
quantitatively, although the qualitative impacts are
difficult to determine.

The 90-day waiting period was not always maintained,
but violations were the result of the rapid phase-up
and the resulting draw-down on the stock of qualified
candidates in existing centers, rather than the
recruitment of youth specifically.for the program.
The limitation is now being observed. The wisdom of
the 90-day requirement must depend on a future
determination whether youth who go into ACT really
need and use the 90-days on center, and whether they
could have gone on to college on their own without
Job Corps support. Further experience and study is
needed to resolve this issue.
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The requirement that ACT classes be held during
normal school breaks proved difficult to arrange
and could be a detrimental factor. The opinion of the
college officials interviewed was that due to
continuing enrollment, ACT students would tire of
demanding routine or might isolate themselves as a
result of the occasions they would be alone on
campus. Finally, the college program has increased
the overall workload of center staff. The ACT
selection process has required the time of staff,
teachers, residential advisors and counselors. In
addition, some staff have been charged with the
responsibility of overseeing the college program
in addition to other duties. In a continuing
program, the costs of these extra burdens and the
staff needed to alleviate them must be covered by ACT.

10. College officials' acceptance of the college program
and its target group has been very positive. In most
instances, their efforts have been responsibile for
the smooth transition of Corpsmembers from the center
to college. College officials speak highly of the
students and* in some instances, indicate that Job
Corps students are better prepared,for college than
other students. There need to be some further
adjustments in the program, however, particularly in
terms of awarding academic credit for competencies
gained in Job Corps or elsewhere and in addressing
the issue of services to Corpsmembers during regular
school breaks.

11. The ACT program costs between half and two-thirds of
a residential center slot depending on cost assumptions.
In part, this.is because the Corpsmembers who parti-
cipate need less supervision and assistance. More
important, however, ACT is a way of buying into
existing facilities and capabilities. To the extent
that youth in the program do as well or better than
similar youth remaining in Job Corps centers for the
same period of time, and to the extent that regular
center operations are maintained or improved where
ACT draws off enrollees, there is no doubt that ACT
is a cost effective program option for that component
of the Job Corps population which can benefit from
this approach. Whether the greater investment per
individual from this treatment is justified will
depend on the future employment experience of ACT
participants.
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Appendix 1.

CO4SWICATION

Job Corps
CORRESPONDENCE SYmPOI.

TYJP
'DATE

December 9, 1977

DIRECTIVE: FIELD MEMORANDUM NO. 90-78

TO : ALL REGIONAL ADMINISTRATORS

FROM : LAWRENCE W. ROGERS.../...6pi-ACIO-P/CP"--
Acting Administrator
Field Operations

SUBJECT : Job Corps Advanced Career Training Program at
Colleges and Post-Secondary Vocational
Institutions

1. Purpose. To establish initial guidelines for the
operation of an experimental and developmental project to
provide advanced career training (ACT) opportunities for
corpsmembers at colleges and post-secondary vocational
schools.

2. Policy Overview. As an integral part of the Job Corps
expansion effort, we plan to,establish approximately 3,000
new advanced training opportunities to be provided at
colleges, community colleges and post-secondary vocational
schools. This will allow qualified corpsmembers who have
been identified as having potential to participate in such
training ograms to choose from a much wider variety of
training opportunities and to achieve more advanced
training levels than are now possible. These training
opportunities should lead to better paying jobs with
potenti'al for greater upward mobility than has previously
been possible.

The program will be carried out as an experimental and
developmental effort under provisions of section 413 of
Title IV of the Comprehensive Employment and Training Act
of 1973. (CETA), as amended, and an evaluation of the
effort will be undertaken by the Office of Policy, Lvalua-
tion and Research (OPER). The principles on the basis of
which the advanced training will be implemented are as
follows!

RESCISSIONS EXPIRATION DATE

December 31, 1978

oisTnieurioN L,P Goo pOusoi
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a. The goal of the program is to provide advanced
career opportunities for Job Corps youth. Course
offerings should providh training for marketable skills
which will enable the students to obtain meaningful jobs
in both traditional and non-traditional occupations, and
to make possible career placement in expanding para-
professional and technical occupations. Examples might
be training tailored to achieve the qualifications
necessary to obtain jobs in manpower programs, public
service agencies, computer technology and energy resource
development. Choice of course offerings should, to the
greatest extent possible, reflect upcoming labor demand.

b. All corpsmember students must have been enrolled
in Job Corps for at least 90 days prior to admission to
an advanced career training program. For administrative
purposes, they will continue to be attached to the
Job Corps center to which they were assigned at the time
of entry into school or college. The 90-day enrollment
provision applies only to new advanced career training
opportunities and does not change policies currently in
effect which relate to entrance into regular vocational
training programs now carried out at institutions and
skill centers not on the Job Corps center.

c. Corpsmember students will continue to receive the
type of support services, such as legal assistance and
health care, for which all corpsmembers are eligible.

d. Centers will select prospective students from
among their regular enrollees. Selection will be based
on a program of counseling and career guidance designed
to enable each corpsmember to make informed and realistic
choices from among the variety of Job Corps training
opportunities available, several of which may be at
colleges or vocational schools with advanced training
programs. The availability of these programs will be
taken into account when the employability development
plan is developed for each corpsmember.

Factors which must go.into selection for this advanced
career training program include the corpsmembers' interest
in available training; the school or college's entry
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requirements; the enrollee's potential capability to
meet those requirements and to complete the training;
and the enrollee's ability to function independently
and responsibly at the school or college, either on
initial entry or after a brief period of special
orientation, supervision and counseling after admission.

The counseling program should also encompass specific,
detailed information about the school or college,
including expected behavior, other relevant rules and
regulations, living arrangements, and the possible need
for relocation to obtain a job after completion, with
necessary tuidance to assist corpsmembers to adjust to
a new environment.

e. Arrangements must be made between colleges or
schools and centers to assure that youths who are to
enter advanced training programs meet entrance require-
ments, and to see that colleges or schools receive a
copy of ET 6-40, Corpsmember Profile, which will serve
as a transcript of record.

f. Every effort should be made to obtain college
credit for past experience and training, including that
received in Job Corps.

g. Except as noted herein, the same basic policies
which apply to all Job Corpsmembers will remain in effect
for those who are also adVanced students. This includes,
for example, length of stay, including provision for
extension; allowances/ and leave. There will be no
modification of eligibility requirements to accommodate
those who wish to join Job Corps only for the purpose of
entering a college or post-secondary vocational school.

h. Colleges and vocational schools chosen for corps-
member training must be fully accredited. Training
programs which include the possibility for achieving two
or more levels of competence, at each of which a certifi-
cate of attainment is given, are highly desirable. The
availability of such services as a learning laboratory,
tutoring and counseling, are also important factors to
take into account.
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i. Colleges participating in this program mult
provide contract supported courses for corpsmembers
during all school breaks lasting more than five days.
Such brief periods should be used for tutorinv.
participating in learning laboratories, or study.

j. The cost per year for a corpsmember slot in
colleges and other advanced schools may not exceed $5000.

k. Colleges and schools will be required to provide
an orientation to the school or college and the community
for all corpsmember students.

1. Work-study programs are encouraged and colleges
should, whenever feasible, develop such programs for
corpsmember students.

3. Establishing Job Corps Advanced School Traininc Slots.
Contracting for these advanced slots will be done by
regional offices. All of these slots will represent a
net increase in Job Corps capacity. Contractual arrange-
ments, whether they are directly with a college or school
or are sub-contracts with existing centers, should be
such that youths from all Job Corps centers have an
opportunity to apply for available slots. The number
of slots should be fixed for any given time period, and
every effort must be made to keep the slots filled.
Some alternative ways for doing this are:

a. Buying a specific number of college or vocational,
school enrollments and sending corpsmembers to live in
dormitories with other students.

b. Establishing satellite locations of existing
centers at a participating college or school, either by
contracting for available dormitory facilities or renting
nearby housing.

c. Establishing new centers near to or on college
premises, which would run standard Job Corps programs and
also provide the option for enrollees to become students
at the college when they achieve entrance levels.
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4. Regional Office "Guidelines for Implementing the
Job Corps Advanced Career Training Campus Program.

a. Regional offices should see that centers are
prepared to refer qualified candidates, both residential
and non-residential, to advanced training openings as
soon as these are available.

b. Regions are to make contractual arrangements
with centers and colleges or other school programs to
assure that the following points are covered:

(1) Tuition and Fees. Students will be provided
with full tuition and other fees, and required books and
supplies, including linens and other necessities if these
are not provided by the college.

(2) Housing. Students will be provided with
housing, if residential enrollees, and three meals a day.
Except in cases where it is impossible to make such
arrangements, corpsmember students should live in
dormitories or other housing along with other students,
not in separate 11Ving units. This will makt it easier.
for corpsmembers to be assimilated into the student body.

(3) Medical Care and Legal Services. Students
will receive health care and legal assistance equal to
that provided other Job Corpsmembers. When student health
programs do not meet these requirements, arrangements must
be made with health maintenance organizations or other
providers inthe community. The corpsmember's center of
assignment will follow the health procedures outlined in
Technical Supplement E to ETH 330 concerning transfers.
For purposes of this program, the center should insure,
as close as possible to the day of departure for a college
or school, that each potential student is not pregnant and
does not have a medical or psychiatric condition which may
require early termination. Centers must also insure that
the initial dental examination is given before the corps-
member leaves the center for an advanced career training
program and that extensive dental work is not required,
i.e., the corpsmember's dental classification must be
priority three or four.
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(4) Transportation. Students will be provided
with transportation to and from the college or school at
government expense, as well as all other transportation
for which corpsmembers are eligible.

(5) Allowances. Students will receive the same
allowances as other corpsmembers, including clothing
allowances apportioned so as to best meet individual need.

(6) Leave. Students will receive annual and
emergency leave at the same rate as do other corpsmembers.
Corpsmembers may be required to take annual leave at a
specific time when all other students are on vacation,
e.g., during Christmas holidays. For this experimental
project only, the provision that a corpsmember must be
in Job Corps for six months before becoming eligible for
paid annual leave is waived when the Assistant :regional
Administrator for Job Corps deems if necessary.

(7) College Services. Corpsmembers will be
treated in the same way as other students by the college
and be provided ell of the services received by other
students. To the maximum extent feasible, those referr'ed
to college programs should have the same privileges and
responsibilities as other students and should not require
special supeivision. Corpsmembers will, however, be
provided with extra tutoring and counseling as needed.
These services will be provided as part of the regular
school or college program. Corpsmembers enrolled as
students should not be assigned in a block to one counselor
or tutor, but be assigned as are other students, with the
provision that special help will be provided by the assigned
counselor or tutor as needed.

(8) Work-Study Programs. Every effort should be
made to involve students in work-study programs.

(9) Experiential Credit. Corpsmember records
should be evaluated by the college to determine if they
qualify for experiential credit.
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(10) Job Corps Coordinators. Colleges and other
off-center advanced training schools should identify a
staff person as Job Corps coordinator. The suggested
ratio of corpsmember students to coordinator staff time
is 80:1 (one quarter time for 20 students, etc.). The
coordinator's functions would include:

(a) Assistance in day-by-day communication
with the center with which each corpsmember student is
affiliated, in regard to such matters as emergency leave,
travel, allowances, class attendance, etc.

(b) Coordination with project managers
regarding such matters as AWOL, arrests, terminations,
major health problems, reports to the Office of Workers'
Compensation, etc.

(c) Issuance of cash or tokens for laundry
and transportation to and from classes, if necessary.

(11) Dropouts. If corpsmembers are not successful
in the college or other advanced program, they will be
given the opportunity to return to the center of assign-
ment to complete a vocational skills training, industry
work experience, or other training program.

(12) Absences. Colleges and other schools should
be required to report to the center of assignment when any
corpsmember has been absent without authorization for 24
consecutive hours. Schools are to encourage corpsmembers
to attend classes, but an occasional cut need not Sit
reported.

(13) Length of Stay. When students arc unable to
complete a training program because their maximum length
of stay is exhausted, regions should encourage colleges
and schools to make every effort to provide other types
of financial assistance and to assist enrollees to obtain
part-time work when termination is required prior to
completion of the advanced training program.

(14) Terminations. In the case of serious illness
or injury which interferes with school training or requires
extensive hospitalization or medical expense beyond that
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usually provided by Job Corps, the regional office will
proceed with medical termination, and arrange for trans-
portation to the youth's home. (Notification will be
made to the Office of Workers' Compensation Programs, as
described in ETH 330, TS-E, in all instances of possible
training-related injuries or illnesses, regardless of the
possible need for medical termination.)

In the event a disciplinary termination of a
corpsmember student is recommended, he or she will be
returned to the center of assignment for a review board
hearing or sent home on administrative leave if the youth's
behavior would cause serious.disruption at the center.
Provisions of Job Corps' regulations, CFR 97a.97 apply.

(15) Placement. Colleges should provide placement
assistance to corpsmembers.

(16) Administrative Support Centers
with which students are affiliated are to maintain
enrollee records, payroll accounts, and provide other
administrative support services. This will include
reporting requirements with separate on-board strength
reports for those attending institutions and those in
the regular Job Corps program.

5. Action Required. Regional offices are to:

a. For purposes of coordination, technical assistance,
and evaluation, send to the Director of Job Corps,
Attention: TYJP:

(1) A copy of each college and school contract
or sub-contract as soon as it is negotiated.

(2) The names of regional office and center
contact persons for the ACT college and school program,
no later than January 10, 1978.

(3) The name, address, and telephone number of
the designated Job Corps coordinator at each college and
school, as soon as he or she is appointed.
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b. Contact colleges and schools in the regions to
determine what training programs are available which
would be sLitable for advar.cod .;raining for corpsmembers.

c. Make every effort to obtain a waiver of higher
tuition rates for out-of-State residents.

d. Develop statements of work which conform to the
policy and implementation guidelines of this FM.

e. Contract or arrange for center sub-contracts.
Contracts may be negotiated without formal advertising
for any service to be rendered by any university, college
or other educational institution, in accord with Federal
Procurement Regulations, section i 1-3.205.

f. Develop specific position descriptions for the
college and school Job Corps coordinators and see that
they receive training as necessary.

7. Inquiries. Questions should be directed to
Leon Schertler, 8-376-7163.
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APPENDIX 2. A Synopsis of Regional Impleoientation Experience
through October 1978

Region

The Westover Job Corps Center's future college input is unknown
at this time. The newness of the Center precludes any
immediate college input until the center builds up its
pool of potential college candidates.

Region II

The Region was allocated 125 college slots by the national
office of Job Corps and, presently, has 100 Corpsmembers
enrolled in college.

Region II contracted with the following schools for the 1978-1979
academic year: Southern Vermont College in Bennington, Vt.
for 20 Corpsmembers; Rider College in Lawrenceville, New Jersey
for 30 Corpsmembers; Union College for 20 Corpsmembers;
Trenton State, New Jersey for 10 Corpsmembers, and Sullivan
County Community College for 20 Corpsmembers.

Region II implemented its college program by utilizing a
field liaison person to identify schools interested in
participating in the ACT program. For example, through the
State system, the liaison circulated copies of FM. 90-78
outlining the ACT program guidelines. Interested parties
then contacted the regional office for further information.
Negotiations were handled by the region. In this case, the
involvement of centers was peripheral.

Region III

The Region was allocated 300 slots for FY 1978 and currently
has 79 Corpsmembers enrolled in the college program. The
Charleston. Job Corps Center has 20 Corpsmembers enrolled at
West Virginia State and 21 at West Virginia Technical School.
The region recently contracted with Brandywine College to
place 25 Corpsmembers in the school's academic program.
Seventeen Corpsmembers are presently enrolled at the college
for the fall semester. The Susquehanna Job Corps Center has
been designated by la Department to support the ACT program
in cooperation with Brandywine College. This Center is,
therefore, serving as the Center of Record for the 17 Corps-
members currently enrolled at the college and for others to
follow. Clinch Valley College in Virginia submitted a proposal
to place 10 Corpsmembers from the Flatwoods Job Corps Center.
Finally, the Baltimore Y-ACT program was launched August 8, 1978.
The program is to serve 200 Corpsmembers in the ACT and work
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experience components. There are 21 Corpsmembers currently
enrolled in the college program.

According to the college program coordinator, centers select
only those students who have been enrolled in Job Corps for
at least 90 days prior to admirsion to the college program,
demonstrate motivation and a generally good attitude.

In establishing contractual arrangements with colleges and
post-secondary vocational institutions, regional staff
utilized the State college directory to identify colleges
within their geographic area and financial constraints.
These colleges were invited to submit pronosals based on
criteria and time frames provided by the regional office.
As a rule, regional staff only dealt with college officials
such as the college president, and vice president of
academic affairs. Follow-up discussions were, most often,
conducted in person.

According to staff, the lack of authority to contract on a
sole source basis was the principal cause of delay in
establishing advanced training opportunities. Contracts
with private colleges were contingent upon approval by tha
Procurement Review Board. The region's college program
rapidly expanded once field offices were granted a blanket
waiver to go sole source with private institutions.

Contractual agreements with academic institutions include
costs for tuition, supElies, dormitory facilities, food and
incidentials such as laundry. The center picks up costs
for transportation, medical and legal services, clothing
and subsistence allowances.

Region IV

The region was allocated 140 college slots and 96 Corpsmembers
are currently enrolled in the college program.

The Atlanta Job Corps Center has 10 students enrollee in the
college program in the following institutions: West Georgia
Tech (6 Corpsmembers) and DeKalb Community College (4 Corps-
members).

The Breckenridge Job Corps Center in Kentucky has 38 students
enrolled in the college prep program at Owensboro Business
College. A total of 50 college slots were allocated to the
center by the regional office.

- 96 -

-LUS



The Whitney M. Young Job Corps Center has 31 students enrolled
in the college program under contracts with the following
institutions: Kentucky State University ( 4 Corpsmembers);
Watterson College (11 Corpsmembers); Jefferson Community
College (5 Corpsmembers) West Kentucky State Vocational
Technical School (8 Corpsmembers) and the University of
Louisville (3 Corpsmembers).

In sum, the Whitney M. Young Center was allocated 40 college
slots by the regional office and currently, has 31 corpsmembers
in the college program.

The Mississippi Job Corps Center has 18 Corpsmembers presently
enrolled in the college program at the following colleges:
Mary Holmes College (3 Corpsmembers) and Copiah Lincoln
Junior College (15 Corpsmembers). A total of 50 college
slots were allocated to the center by the regional office.

At the outset, center staff were briefed by regional staff
on the college program's mission and guidelines. The centers,
technically, became responsible for implementing and administer-
ing the college program. Regional staff were available for
consultation or to provide assistance in the event center
staff encountered problems. Regional and center staff still
work under such an arrangement

Recruitment efforts, according to staff, were oftentimes
plagued by problems. For example, the after-effect of
transition from a structured (center) to an unstructured
(college) environment was characterized as a problem by
center staff. Off-center Corpsmembers continuously sought
the reassurance of center coordinators during their initial
period in college. Equally problematic, in the region's
view, is the potential weakening of the centers' leadership
as a result of weeding out the centers' more advantaged
Corpsmembers.

Region V

The region was allocated 260 college slots, and currently
has 208 Corpsmembers enrolled in the college program in the
following institutions: Clark College, Indianapolis,
Indiana (22 Corpsmembers); Central State University,
Wilberforce, Ohio (17 Corpsmembers); Cuyahoga Community
College, Cleveland, Ohio (37 Corpsmembers); Wayne State
University (36 Corpsmembers); I.V. Technical Institute,
Indianapolis (69 Corpsmembers); Oakland City College (18
Corpsmembers); University of Cinncinati (6 Corpsmembers);
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and Cinncinati Community College (3 Corpsmembers).

Regular admissions standards are applied to Job Corps
enrollees in all of Region V's programs. One school (Wayne
State) has developed a special "Orientation Quarter" designed
to prepare students for enrollment in a major urban university.

- Students live in dormitories in four of Region V's
schools.

- Cuyahoga, Clark College and I.V. Tech. contracted
housing and meals to firms mutually acceptable to
DOL and the school.

- Counseling and tutoring are provided to Job Corps
students through the same system as to"regular
students. Extra tutoring is available whenever
necessary, and is arranged by the coordinator at
each school.

- Since the program is fairly new and the students
are still adjusting to the more rigorous demands
of college study, the region has not emphasized
work-stUdy programs at this point. Most schools
require that students complete two quarters
successfully before embarking on work programs.

- Depending upon the length of the program, Job
Corps students will either receive a certificate
or an A.A. Degree upon completion.

The coordinators at the various educational institutions are
responsible for:

a. reporting--(attendance, progress, etc.).
b. disbursal of checks, allowances.
c. counseling, arranging tutoring, planning

course work and dealing with student's
personal problems.

d. preparation of financial materials, e.g., vouchers.
e. monitoring progress and development.

Initially, regional staff limited the participation of educational
institutions in the college program to those previously associated
with Job Corps such as colleges inv.Aved with the Upward Bound
Program. Staff felt that they were not allowed sufficient lead
time to solicit indications of interest from other educational
institutions within their jurisdiction.
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Most of the region's problems have centered on the $5,000 per
student cap, particularly when dealing with vocational-
technical schools. For the most part, they have found that
housing facilities are not an integral part of such institutions,
increasing the likelihood that other more expensive arrangements
must be made for such services.

Staff fault lack of follow-up on Corpsmembers as the prime
reason for some encounters with law enforcement officials.
However, college coordinators, for one, are not required to
be on duty around-the-clock. Secondly, guidelines, which
provide that college Corpsmembers be afforded treatment
similar to that afforded other students, preclude coordinators
from actively following-up on Corpsmembers living of center.
Moreover, current funding per student precludes the addition
of strong follow-up measures, even if desired, because of
the cost.

Regional staff claim that few Corpsmembers meet college
entry requirements or that many are not interested in the
program. So as not to let contracted slots go unutilized,
the region has done some recruiting of more advanced youth.

Region VI

The total number of college slots allocated to the region is
469. The region has 277 Corpsmembers presently enrolled in
college.

The McKinney Job Corps Center has 43 Corpsmembers enrolled
at the Grayson County College. McKinney received 69 college
slots from the region.

The El Paso Job Corps Center presently has 3 Corpsmembers
enrolled at the University of Texas at El Paso and 50 at El
Paso Community College. The Center was allocated 43 slots
by the Region.

The Gary Job Corps Center in San Marcos has 8 Corpsmembers
enrolled at St. Mary's University, 10 at Texas A&I and 39
at Huston-Tillotson College. The total college slots
allocated by the Region to this center are 234.

The Albuquerque Job Corps Center reportedly has 13 Corpsmembers
enrolled at Eastern New Mexico University, .10 at North Eastern
New Mexico Community College at El Rito and 3 at Northern
New Mexico C,,,,,mnnity College at Sahta Fe. The center was
allocated 44 slots by the region.
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The Tulsa Job Corps Center presently has 7 Corpsmembers
enrolled at the Tulsa Junior College, 7 at Oklahoma State
Tech., 9 at Claremore Junior College and 5 at Bacone College.
The center was allocated 43 slots.

At present, the Guthrie Job Corps Center (Oklahoma) has 43
Corpsmembers enrolled at Oklahoma State Tech., 14 at Langston
University, 6 at Central State University, 5 at Connors State
College and 2 at South Oklahoma City Junior College.

In the main, regional Job Corps staff claim that their only
problem in contracting for slots stems from the $5,000
limitation per student.

Region VII

The above region has 105 Corpsmembers presently enrolled in
colleges and universities. The total number college slots
initially allocated to the Region was approximately 100;
this number will be increased. Specifically, the following
institutions are participating: Central Missouri State
University (20 Corpsmembers); Indian Hill Community College
(9 Corpsmembers); Lincoln University (4 Corpsmembers);'
Central Technical Community College (49 Corpsmembers) and
Hutchinson Community College (4 Corpsmembers).

Regional staff is currently in the process of executing two
contracts with Penn Valley College in Kansas City and St.
Louis Community College for ten Corpsmembers, respectively.

Various approaches were used by the region in implementing
the college program. Staff experienced most success with
first identifying the colleges most financially advantageous
to Job Corps. These colleges were then asked to submit
proposals based on materials and information provided them.

According to regional staff, available college slots are,
oftentimes, difficult to fill because Corpsmembers apparently
find more attractive, schools in Region VIII.

Region VIII

This region reportedly has 419 Corpsmembers enrolled in the
college program, and was allocated 495 college slots by the
national office.
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Specifically, Corpsmembers are attending the following colleges:

Weber State College (53 Corpsmembers); University of Southern
Colorado (60 Corpsmembers); Lake Region Junior College (33
Corpsmembers); Black Hills State College (20 Corpsmembers);
Western Montana College (53 Corpsmembers); Otero Junior
College (45 Corpsmembers); Mesa College (8 Corpsmembers);
Eastern Montana College (19 Corpsmembers); Trinidad State
Junior College (70 Corpsmembers) and Lamar Community College
(58 Corpsmembers), where problems have occurred and the
number of enrollees has been reduced.

In launching the college program, regional staff worked
through their centers to identify colleges able to participate
within Job Corps' financial constraints. Those interested
were asked to submit proposals. Potential sites were
assisted in developing their proposals to ensure that they
were consistent with program objectives and guidelines.
Each center enrolls Corpsmembers in colleges within their
geographic area, unless, of course, Oorpsmembers prefer some
other college.

Region IX

The program for this region was launched at the start of the
78-79 academic year. The region was allocated 145 slots by
the national office and it currently has 67 Corpsmembers
enrolled in the college program.

The San Jose Job Corps Center is proViding a non-residential
program at Evergreen and San Jose City Colleges to 26 Corps-
members (10 and 16 Corpsmembers, respectively). The two
colleges offer programs of study in liberal arts, preprofessional
business, and vocational and technical fields leading to an
A.A.

The Phoenix Job Corps Center has contracts with Arizona
Western (2Corpsmembers); Central Arizona (4 Corpsmembers);
Eastern Arizona (6 Corpsmembers); Glendale (1 Corpsmember);
Mesa (1 Corpsmember); and Maricopa Tech. (3 Corpsmembers).

The Hawaii Job Corps Center contracted with Chaminade
University to provide 20 Corpsmembers with training in
marketable skills and possible preparation for entry into a
B.A. To remain within the $5,000 per student cap, the
Hawaii college program is non-residential, i.e., Corpsmembers
either live at home or in some other accommodations off-campus.
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According to regional staff, the $5,000 cap mandated by the
national office of Job Corps and the 90-day requirement
were largely responsible for delays in launching the college
program in that region. Staff found that community colleges
without residential facilities were financially advantageous
to Job Corps. However, such facilities were of little value
to centers seeking to house Corpsmember students. On the
other hand, colleges that provided residential facilities
were, in most cases, too remote from centers, making it
difficult for college coordinators to frequently visit students.

Oftentimes, the 90-day requirement interferred in the timely
start-up of a college program. For example, Corpsmembers
with college potential were frequently found ineligible to
enter the college program because they had not completed
the 90-day period on-center. The Phoenix Center, for example,
had a difficult time filling its college slots because of the
shortage of eligible Corpsmembers. The Director looked into
transfering from the Los Angeles Center Corpsmembers with
college potential who had already completed the 90-day
period. The Los Angeles Center, however, was not receptive
to this idea primarily because its enrollment was below the
established Corpsmember capacity.

Region X

The region was allocated 140 college slots by the national
office and currently has 47 Corpsmembers enrolled in college
in the following 4nstitutions: Edmunds Community College
(1 Corpsmember) Lie Community College (1 Corpsmember);
Mount Hood Community College (5 Corpsmembers); Clackamas
Community College (1 Corpsmember); Portland Community College
(8 Corpsmembers); Beau Mond Beauty College (1 Corpsmember);
Clapsop Community College (5 Corpsmembers); Seattle Central
Community College (25 Corpsmembers).
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Appendix 3

Center Corpsmember Questionnaire

(Clearfield, Weber Basin,
Charleston, El Paso, Gary

N = 359)

(1) Your sex?

Male
Female

Affirmati%
Responses

78
22

(2) How old are you?

16 or younger 11
17 25
18 22
19 18
20 12
21+ 12

(3) 1 have been at this center for 90 days or longer. 67

(4) 1 have completed the basic education program. 34

(5) 1 have completed one vocational skills training
program. 18

(6) 1 have heard about the junior college program. 75

(7) My counselor told me about the junior college
program. 50

(8) The Center Director told us about the junior
college program. 31

(9) Another Corpsmember told me about the junior
college program. 48
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Affirmative
Responses

(10) No one told me about the junior college program. 25

(11) I am eligible for the junior college program. 50

(12) I am interested in going to a junior college. 59

(13) If I get to go, I intend to complete the entire
program. 67

(14) If I get to go, I would like to take additional
study in an

a. academic program 25
b. a vocational skills training 39
c. a course of study other than

an academic or vocational
skills training program. 36

(15) If possible, I would like to earn a degree from
a junior college. 70

(16) I hope to complete 4 years of college. 60

(17) Junior College will help me to achieve my goal. 69

(18) The job I want requires my completing a junior
college program. 50

(19) My friends here at the center know about
the junior college program, 74

(20) Some of my friends here at the center are
waiting to go, but have not been admitted
to junior college. 48

(21) Will you remain in order to be admitted into
the junior college program? 60

(22) Will you work towards obtaining a GED
certificate so that you may eventually enter
the junior college program? 74

(23) Did you know about the junior college program
when you entered Job Corps? 30

(24) Can you get a junior college education on
your own? 37
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Appendix 4

ACT Participant Questionnaire Results

N = 202

(1) Your sex?

Male
Female

Affirmative
Responses

60
40

(2) How old are you?

16 or younger 7

17 4

18 17
19 23
20 27
21+ 23

(3) I have been at this college (school) for
more than 2 weeks.

(4) I am a high school graduate.

(5) I have a GED.

(6) I am taking one or more of the following:

a. an academic program 62
b. a vocational skills training program 28
c. some other program 10

(7) Working toward an AA degree. 88

(8) Now that I am here, I intend to stay longer
than 1 year.

(9) I want to complete 4 years of college.

90

50

SO
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(10)

(11)

(12)

Junior College will help me to achieve my
goal.

The job I want requires my completing a
junior college program.

I have a friend (or friends) enrolled in

Affirmative
Responses

81

67

college. 90

(13) I hope to meet new friends at this college. 92

(14) The classes here are dull and boring. 30

(15) I find I can hold my own with other students. 94

(16) The classes here are interesting. 95

(17) The food here is O.K. 66

(18) The dorms are O.K. 76

(19) The other students seem O.K. 93

(20) I enjoy being on this campus 84

(21) My parents (parent) are/is glad I am here
at this college. 92

(22) College life is really O.K. 94

(23) My instructors are interested in my progress. 93

(24) This college program is a part of my
employability development plan. 89

(25) I will stay here as long as I can. 96

(26) I live on the college campus. 82

(27) Do you receive enoughmoney? 12

(28) Would you have completed vocational training
or junior college without the aid of the Job
Corps College program? 37
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Appendix 5

EVALUATION OF PILOT ACCELERATED COLLEGE GED PROGRAM
REGION VIII

With the approval of the National Office, Region VIII conducted a pilot program
for the preparation of students to enter college by offering an accelerated GED
program at two colleges within the Region. The two colleges selected for this
pilot program were Western Montana, Dillon, Montana, and the Lamar Community
College, Lamar, Colorado.

Ninety-nine students, fifty at Lamar and 49 at Western Montana entered the
accelerated GED program in September 1978. Of these 99, only 21 will have
qualified to enter the standard college program as of the beginning of the
winter sessions. Thirty-three have dropped out of both the GED program and
Job Corp, and 18 have returned to the Center. Thirty-eight students were
removed from the Lamar campus on October 18 because of racial strife and
re-enrolled in a GED program at the Clearfield Job Corps Center. All of these
students are accounted for in this statistical breakdown and assumed to be
part of the pilot program despite their limited time of participation at the
college. The remaining 27 are still enrolled in the program and have some
chance of entering college in the spring or summer. These results and our
analysis of the problems experienced by the oorpsmembers are the basis of our
conclusion not to continue this program as a part of the Region vIII ACT program.
However, our experience with this program has provided us with an opportunity to
compare the on-Center program with this venture.

The students participating in the accelerated GED program were neither psycho-
logically ready to face the pressures of an intensified academic program nor
were they capable of performing at the required learning level. The students'
chances of success would have increased dramatically if they would haze been
kept in the normal Job Corps Center's GED program and would have been available
to receive the counseling and other support services at the Center. These con-
clusions support the positive aspects of the educational systems at the Center
level. Our systems, by offering self-pace learning and individual tutoring
as well as needed counseling, are far superior for our enrollees than can be
constructed for at the college level. CorPsmembers with less than a high school
diploma or GED simply are not mature enough or self-motivated sufficiently to
assume the responsibility of college academics.

Job Corps enrollees need a minimum of 90 days at a Job Corps Center prior to
entering college 1:kfe at any level in order to modify the individual's thought
patterns, behavior and self discipline so they may learn to live and study in
a group living atmosphere. The Job Corps Center experience itself is an asset
to any disadvantaged young man or woman who enters a college for advanced
career training: however, their chances of success without a high school diploma
or GED are minimal. Region VIII does not recommend the continuous or expansion
of the pilot program for achieving accelerated GED certificates for our clientele.
We do, however, express concern that this pilot program not adversely affect
the ACT program as originally designed and implemented which Region VIII strongly
supports as a positive addition to the Job Corps program.
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EVALnTION OF PILOT ACCELERATED COLLEGE GED PROGRAM
REGION VIII

With the approval of the National Office, Region VIII conducted a pilot program
for the preparation of students to enter college by offering an accelerated GED
program at two colleges within the Region.. The two colleges selected for this
pilot program were Weste?n Montana, Dillon, Montana, and the Lamar Community
College, Lamar, Colorado.

Ninety-nine students, fifty at Lamar and 49 at Western Montana entered the
accelerated GED program in September 1978. Of these 99, only 21 will have
qualified to enter the standard college program as of the beginning of the
winter sessions. Thirty-three have dropped out of both the GED program and
Job Corps, and 18 have returned to the Center. Thirty-eight students were
removed from the Lamar campus on October 18 because of racial strife and
re-enrolled in a GED program at the Clearfield Job Corps Center. hll of these
students are accounted for in this statistical breakdown and assumed to be
part of the pilot program despite their limited time of participation at the
college. The remaining 27 are still enrolled in the program and have some
chance of entering college in the spring or summer. These results and our
analysis of the problems experienced by the corpsmembers are the basis of our
conclusion not to continue this program as a part of the Region VIII ACT program.
However, our experience with this program has provided us with an opportunity to
compare the on-Center program with this venture.

The students participating in the accelerated GED program were neither psycho-
logically ready to face the pressures of an intensified academic program nor
were they capable of performing at the required learning level. The students'
chances of success would have increased dramatically if they would have been
kept in the normal Job Corps Center's GED program and would have been available
to receive the counseling and other support services at the Center. These con-
clusions support the positive aspects of the educational systems at the Center
level. Our systems, by offering self-pace learning and individual tutoring
as well as needed counseling, are far superior for our enrollees than can be
constructed for at ..he college level. Corpsmembers with less than a high school
diploma or GED simply are not mature enough or self-motivated sufficiently to
assume the responsibility of college academics.

Job Corps enrollees need a minimum of 90 days at a Job Corps Center prior to
entering college life at any level in order to modify the individual's thought
patterns, behavior and self discipline so they may learn to live and study in
a group living atmosphere. The Job Corps Center experience itself is an asset
to any disadvantaged young man or woman who enters a college for advanced
career training; however, their chances of success without a high school diploma
or GED are minimal. Region VIII does not recommend the continuous or expansion
of the pilot program for achieving accelerated GED certificates for our clientele.
We do, however, express concern that this pilot program not adversely affect
the ACT program as originally designed and implemented which Region VIII strongly
supports as a positive addition to the Job Corps program.
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OVERVIEW

Job Corps has significant economic and non-
economic impacts for participants. It is an
expensive program. An important question is
whether the benefits justify the costs.

Recent evidence and analysis suggest that under
a number of reasonable assumptions, that the social
investment "pays off," with benefits exceeding
costs. It is tempting to site this evidence and
analysis as proof that the Job Corps works. Yet
a review of past and present cost-benefit analyses
of the program suggests that the "rate of retention"
on the Job Corps investment cannot be calculated with
any certainty, and that the cost-benefit technique
with its precise estimates of return, obscures as
much as it reveals.

Cost-benefit analysis may be used to determine in
a general way whether benefits are "in the ball-
park" of costs. I*. is reassuring that this seems
to be true for Job Corps. It would be a mistake,
however, to use cost-benefit findings alone to
justify or critique Job Corps unless the results
are so clearly positive or negative that they
overwhelm the many uncertanties. Findings to
date have not been of this magnitude.

ROBERT TAGGART
Administrator
Office of Youth Programs
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Cost-Benefit Analysis and the Job Corps

Cost-benefit analysis is a tool for allocating scarce
resources among competing ends, or, more exactly, for allo-
cating scarce resources among competing means to achieve
related ends. This methodology, which seeks to quantify
the impacts of programs in dollars and cents terms and to
compare their present value with direct and foregone costs,
was first applied extensively for the analysis of social
programs in the mid-I960s. It was initially perceived
and utilized as a way to document the payoff of social
investments. However, as part of the critique of Great
Society programs at the end of the decade, the generally
favorable early analyses and their methodologies were de-
bunked, and a new round of more critical cost-benefit
studies emerged. Methodological debates and the about-face
in findings cast some doubt on the credibility of the cost-
benefit approach and it fell out of favor in the 1970s.

Intellectual fashions are changeable, and there is a
chance that cost-benefit analysis will return to vogue.
In social welfare programs, retrenchment is again the
name of the game. Sophisticated congressional staffs and
administrative decisionmakers are seeking evidence concern-
ing the absolute and xelative effectiveness of social
programs. Cost-benefit analysis, with its "rigorous"
and quantifiable answers to questions and comparative
effectiveness, will be alluring to those who must make
unpleasant budget-cutting decisions.

Conceptually, the cost-benefit approach would appear
to make the most sense in assessing social programs with
extensive investments per participant. These require
greater justification because of the cost. Significant
impacts are expected which should exceed measurement un-
certainties. Where the impacts are longer term, the
direct comparison of short-run outcomes with costs does
not provide meaningful estimates of effectiveness, so that
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the projection and discounting procedures implicit in
cost-benefit analysis provide an attractive way to
addrons the valuation problem. Finally, cost-benefit
dusty: as mdkes more.. uunse whew impacts dr mossurablo
in dollar and cents terms.

The Job Corps is a program where all these conditions
apply and where cost-benefit analysis would appear to be
most appropriate. Job Corps is a comprehensive remediation
program for the most economically disadvantaged youth age
16 to 21. In a residential setting, it provides
vocational training, basic education, health care, sub-
sistance, clothing, allowances, entertainment and all
other supportive services which may be needed. In fiscal
1978, there were an average of 22,000 Job Corps training
slots serving over 40,000 youth. The participants were
all unemployed and economically disadvantaged, 70 per-
cent were minorities, 85 percent were high school drop-
outs, and their reading and math achievement was at less
than a sixth grade level. The average expenditure per
slot was in excess of $10,000. This extensive investment
is undertaken in the hopes of significantly increasing
lifetime employment and earnings. While there are many
subsidiary goals, the primary one is employability. Benefits
can thus be measured in dollars of increased earnings.
It is an obvious and important question to ask whether
the stream of increased earnings has a present value. ldrge
enough to warrant the extensive investment, and a number
of cost-benefit studies were undertaken in the 1960s and
early 1970s to address this issue. They figured prominently
in public debates over the Job Corps.

In all likelihood, cost-benefit analysis will resurface
in the next few years. The Job Corps is being doubled in
size during 1978 and 1979 to 44,000 slots. The program
is a prominent target for budget-cutters. It will receive
special scrutiny when the inevitable problems arise which
are related to rapid expansion. In addition, analyses have
just been completed of the Job Corps' economic and non-
economic impacts. The economic impact study, perhaps the
most careful and comprehensive of any manpower program
evaluation in the 1970s, includds a cost-benefit formulation.
The data will provide the grist for many analyses to come.

Anticipating increased interest in cost-benefit analyses
of social programs, particularly the Job Corps, it is worth-
while to review the experience to date. Since Job Corps
is,in concept, the type of social program most appropriately
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assessed by this approach, and since extensive analyses
have been completed, the experience is suggestive of the
potential of the cost-benefit approach in helping to better
understand impacts as well as to allocate scarce resources
between and within programs.

Inconsistency of Findings

The effectiveness of an analytic tool must, in the
end, be judged by the consistency and precision of its
findings. Cost-benefit analyses of the Job Corps have
demonstrated neither consistency nor precision.

The first and still one of the best analyses of Job
Corps was by Glen G. Cain. The study calculated benefits
based on (1) a 6-month follow-up survey of the wages of
1966 enrollees and "no-shows" who qualified for and were
interested in Job Corps but failed to enter and on (2)
the experienced education gains of participants translated
into estimated lifetime earnings differentials. The
benefit/cost ratios based on wage gains ranged from 1.04
to 1.45 depending on the assumptions and concepts while
those based on education gains ranged from .60 to 1.89.
Within this range, Cain concluded that the "most realistic
benefit/cost ratios computed in this study are at least
.97 and are more likely to be around 1.22."1/

The Research Management Corporation compiled a study
based on 18-month follow-up wage data for 1966 participants,
using early program terminees as controls for completers.
This yielded a range of possible benefit-cost ratios, with
a best estimate of .3.2/ On the other hand, a study by
Dave O'Neill also compared completers with dropouts using
12-month follow-up data. It concluded that the benefit/
cost ratio was between 1.05 and 1.27 according to different
assumptions but was certainly a profitable social
investment./

I/Glen G. Cain, Benefit/Cost Estimates for Job Corps,
(Madison, Wisconsin, Institute for Research on Poverty
1967) P.10.

2/Dave M. O'Neill, The Federal Government and Manpower,
(Washington, American Enterprise Institute, 19731 P.30.

2/Ibid. P. 43.
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Another regression analysis using this same data set
concluded that there were even more favorable impacts,
with benefit/cost ratios ranging from 1.86 for 18 and
over nonwhite participants to 3.72 for 18 and over whites.1/

An internal study by Job Corps staff used intake and
placement data for 1968 to estimate wage gains. Job Corps
terminees were compared to Job Corps entrants of the same
age to estimate wage gains. Benefit-cost ratios were then
calculated under varying assumptions yielding ratios between
3.54 and 5.00.2/

The most'recent report is based on a 6-month follow-
up of 1977 Job Corps participants with a control group
drawn frbm school dropout lists and local employment
service files. It includes not just the wage effects
but the employment impacts, the estimated value of
reductions in crime, drug rAe and welfare dependency.
This method yields a range of benefit/cost ratios with a
best estimate of 1.05.6/ However, the reductions in
criminal activity, drug use and dependency account for a
lion's share of the benefits. The benefit/cost ratio
would be only .53 net of the transfer, crime, and drug
use effects.

Clearly, then, the findings are inconsistent. The
returns of the Job Corps due to increased earnings may
range from .3 to 5.0 depending on the methodology and
assumptions. There is no consensus whetherJob Corps'
net social benefits exceed or are less than costs.

A Moving Target

The Job Corps legislation has varied little since
the inception of the program. It would appear, then, that
cost-benefit analysis should yield insights about the
payoff of the residential, comprehensive services approach
for disadvantaged youth. Yet there have been some
significant developments which would be expected to impact
on benefit-cost estimates.

//Stephen Engleman, An Economic Analysis of the Job Corps,
(Berkley. Calif: UCLA, 1973) P. 135.

liJob Corps Benefit/Cost Study," A&R Reports #11
(Washington, D.C.: Office of Economic Opportunity, 1969)
Tables A-I, 2&3.

A/Charles Mellor et. al., Evaluation of the Economic Impact
of the Job Corps Program: First Follow-Up Report (Princeton,
New Jersey, Mathematica Inc., August 1978) P. 154.
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First, there has been a steep learning curve. When
Job Corps was first introduced, it was the "cadillac"
of programs -- everything imaginable was provided to
participants and any idea which held promise was put into
action. Over time, the bad ideas were identified and
eliminated. Concern over costs led to a legislatively
imposed ceiling resulting in significant be_t-tightening.
From fiscal year 1967 to 1976, the per man-year Job Corps
cost measured in constant dollars was cut in half. The
job placement rate held firm even though the unemployment
rate for 16- to 21-year olds in the civilian labor market
rose by half. Over the same time, the positive termination
rate--including placement, return to schools, and entry
into the Armed Forces--rose despite the much smaller
number of Armed Forces inductees and the reduced number of
jobs available.

Besides the learning curve effects, there were other
major developments. Job Corps enrollment was 42,032 in
fiscal 1967, declining to 20,840 in fiscal 1970 and stay-
ing at roughly this level through fiscal 1977. While the
drastic retrenchment atthe beginning of the 1970s was not
the model of efficient decisionmaking, many of the worst
centers were closed in the process. Given the skilled
labor pool build up at the high point in the 1960'3,
contractors could pick and choose in order to get more
effective center staffs. Likewise, to the extent youth
are selected with some consideration of their likelihood
of benefitting, the marginal recruits at the 41,000
accession level in 1971 might be better able to benefit
than the.marginal recruits at the 74,000 accession level
in fiscal 1968.

The latest study of Job Corps focused on the experience
of fiscal 1977 participants. The program which will be in
place by the end of the current expansion will be sub-
stantially different from that in 1977. First, there will
be a whole set of new centers and center staffs, so that
the learning curve will again be encountered, although
hopefully it will be less steep than in the 1960s. Second,
the program will be recruiting a much larger proportion of
the universe of need so that the marginal enrollee should
change somewhat. Third, substantial funds were invested
to upgrade existing facilities and the new centers will
likely be better facilities on the average. This may have
some impact on performance. Fourth, new components have
been added to the program such as an advanced career train-
ing program in colleges, a military careers training component,

- 116 -

9')/4.0



and an industry work experience program. All of these
should alter the Job Corps' overall performance.

The benefits and costs of Job Corps might also be
expected to vary with economic conditions.. In a
tight labor market, foregone earnings of participants are
probably greater, and the gains to youth who do not enter
may be significant during the period of nonenroliment.
To the extent that Job Corps impacts mostly on improving
the attractiveness and skills of participants, they should
be able to gain rapidly over time after initial reentry
into a tight labor market. However, to the extent placement
is related more to market leverage (for instance, the
power of.union training programs to place graduates in
the trades), one would expect the relative benefits to
be greater in a slack labor market, since most evidence
suggests that market power pays off more in downturns
than upturns. The 1968 labor market was substantially
different than that today.

Most of the cost-benefit analyses of Job Corps are
based on the 6-, 12-, and 18-month followups of 1966
participants. The results reflect the performance of the
program before its stabilization, with participants
terminating into a tight labor market. The most
recent study will reflect experience under the type of
program which existed from 1973 to 1977, but will not
necessarily serve as a basis for projecting experience
in 1978 and beyond. Any analyses of social program
performance must consider learning curve effects, changes
in the composition of the program and in the setting'in
which they operate. However, since cost-benefit assess-
ments tend to project into the future and to translate
diverse information into point estimates, the obligation
to consider these factors explicitly is much greater.
Yet cost-benefit analyses of Job Corps have typically
ignored these all important real-life factors.

Measuring Net Benefits

The accuracy of cost-benefit analysis rests on the
ability to measure net short-term benefits and costs, to
project these into the future and to discount them to
the present. Analysis can only be as accurate as the
measures of net benefits and costs, as well as the pro-
jection and discounting assumptions. A single benefit-
cost ratio, or even a set of such ratios, gives an
impression of precision which in almost all cases
exaggerates measurement accuracies.

- 117 -

1;



The problems of assessing net economic benefits
are well illustrated by Job Corps evaluations. Control
groups are a major difficulty. In comparing adults, age,
employment status, income, occupation, educational
attainment, and marital status usually provide the basis
for a good match. The "winners" and "losers" have
usually sorted out by the mid-twenties. For youth, whose
future is yet to be written, these variables have less
explanative power. Among economically disadvantaged
minority youth, for instance, there are some who will
make it and some who will not, and this may be related
to motivation, raw intelligence, family background, chance
or a number of other factors. Put in another way, the
basic demographic data explain only a small portion of
the variance in future labor market success. Likewise,
correlations which explain variance on the average may
not be as good at the margin. For instance, earnings
may be correlated with educational attainment, but this
does not mean that the same differential which exists
between llth grade dropouts and high school graduates can
be translated proportionally to predict differences
between persons with 11.2 and 11.5 grade levels.

The differences which may exist between control and
experimental groups are also likely to increase with
time. For instance, most youth experience unemployment
at one time or another. Most begin their careers in
"youth" jobs. Most start by earning the minimum wage or
less. Yet there is substantial-variance by the mid-twenties.
Controlling for labor market status variables at age 16
to 21 hardly controls for or is necessarily predictive
of the future.

The cost-benefit analyses have tried different
approaches for control group selection, and all have
been flawed. The Cain analysis used "no-shows." How-
ever, subsequent studies revealed that a substantial
proportion of the no shows did not enter because they
found jobs in the interim. The job finders are
obviously not comparable to those who had no option but
the Corps. The RMC, O'Neill and Engleman studies all
used early dropouts as controls for completers on the
assumption that the dropouts would not have been in
long enough to be affected by the Job Corps offerings.
The program could, however, have a negative effect by
removing youth from the labor market and reinforcing
the stigma of failure. The dropout process might sort
the winners from losers. Alternatively, the upwardly
mobile participants might leave quickly to find other
opportunities. Completers and dropouts cannot, then,
be considered comparable. Use of Atntrance wages and
employment experience as control for status at termination
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is misdiLected to the extent that youth choose to remain
idle while waiting for entry into the program.

Perhaps the most sophisticated effort to establish
a meaningful control group was in the most recent study
of Job Corps. The controls were drawn from areas where
limited Job Corps recruiting had occurred. The sample
was stratified on the basis of nationwide enrollment
probabilities. In assessing impacts, there were complex
regression equations to standardize any differences
between participants and controls. However, the fact
still remains that within any eligible cohort, there may
be differences between those who choose to go into
Job Corps and those who do not. For instance, a young
dropout whose father is a pipefitter might justifiably
believe he can get into the trade without going into
Job Corps. A young lady with a steady boyfriend might
also choose to stay home, and might also be expected to
have a higher probability of marriage or childbirth
than an otherwise similar female who would choose to
enter. These differences could account for substantial
differences between the long-run experiences of participants
and controls.

Even if the control group issue could be overcome,
there are serious questions about the valuation of non-
economic benefits. The Job Corps may have elements of
a "consumption good." Like college, it may give the
disadvantaged a chance to get away from home, to broaden
horizons and to mature. The follow-up studies of 1966 and
1977 Job Corps participants found that an overwhelmi9g
majority gave positive assessments of the Job Corps
experience, the facilities, counseling and training. In
the earlier study, two-thirds felt better prepared for
marriage and child raising. A majority felt they learned
more about the importance of school, of keeping oneself in
shape, of staying out of trouble and of getting along with
family. An overwhelming majority of relatives, friends,
and employers perceived the Corpsmembers had changed for
the better, becoming less trouble-prone, better able to
get along with people, and more likely to make plans for
the future. The more recent study found that Job Corpsmembers
staying more than three months improved in job seeking
skills, job satisfaction, attitude toward authority,
self-esteem, nutrition behavior, family relations, criminal
justice system involvement and use of leisure time. Enrollees
had ten times as many medical visits as they would have
received on the outside. Entry examinations revealed un-
treated conditions in one of seven enrollees.
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Some of these benefits can be quantified. The most
recent cost-benefit analysis prices the substantial crime
reductions. Attitudes towards family and self-esteem may
be subsequently reflected in reduced transfer payments.
Many behavioral changes will be reflected in increased
'earnings. But certainly, few would claim the benefits
of a comprehensive experience such as college or the
Job Corps are strictly those of preparation for employment.

Also, there are possibilities of long-run payoffs which
may not be reflected in the immediate post-program period.
Health problems which are untreated may not emerge as
impediments until adulthood. Increased maturity may have
future benefits. For instance, the Armed Forces have found
that Job Corps graduates are a fifth more likely to complete
their first term than comparable nonparticipants. Con-
comitantly, they are also more likely to benefit over
their lifetime from veterans benefits which for the most
part require completion of enlistment for eligibility. A
simple thing like a driver's license resulting from drivers
education courses provided in most centers may increase
future earnings by allowing access to a wider variety of
jobs; the courses can also reduce automobile insurance
rates. In other words, all benefits cannot be quantified
and some may have quantifiable impacts only over the long-
run. No one knows the weight which should be given to these
benefits in comparison to measurable economic impacts, the
degree of double counting nor the extent of delayed effects.

There are also questions about the weight which should
be given to quantifiable impacts. For instance, are the
dollars saved in crime reduction equivalent to an equal
number of dollars of increased earnings? It is possible
that Job Corps is not as cost-effective as other interventions
in raising earnings, but is more effective in reducing or
preventing crime. Even taking earnings, one might ask
whether an increase in wages is equivalent to an equal
dollar increase from greater employment stability or
labor force participation. Is a larger employment gain
for a few equivalent to a smaller gain for a larger number?
Do they have the same long-term implications? The benefit
estimates assume that all these impacts are equal, dollar
for dollar.

Complicating benefit estimates is the issue of displacement.
If participants are upgraded in skills, and move into
positions that would otherwise be vacant, they reduce
competition for lower level jobs and no one suffers. If
they exhibit greater stability of employment, reducing
voluntary turnover and frictional unemployment, presumably,
also, no one suffers. If, on the other hand, Job Corps
merely secures positions which would have gone to like youth,
then the net benefit to those in need is reduced even though
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Corpsmembers may have wage gains relative to controls.
Alternatively, Job Corps may succeed in getting
disadvantaged youth onto better tracks, although nondisad-
vantaged youth or adults may suffer some displacement.
A classic example is the union-run training components of
Job Corps which are selective and costly but also
have high wage rates at placement, in part because of
the leverage of the unions. Have participants benefitted
from training, creaming, market leverage or some
combination? Who are the losers, if any? Likewise, Job
Corps pays the Employment Service and other agencies for
the placement of terminees. Does this buy available jobs
or the better available jobs for participants at the
expense of like nonparticipants?

The Cost Issues

Costs are easier to estimate than benefits, but there
are also complications. Because Job Corps offers a
full range of support, there are public expenditures for
housing, health care, clothes and the like which would
have been incurred in the absence of the program. The usual
approach is to subtract these from costs. Yet Job Corps
enrolless are presumably selected because they need and
can benefit from the full range of services provided in the
Job Corps setting. Presumably also, the effects of these
arrangements are reflected in benefits. To count them on
the benefit but not the cost side would yield a biased
estimate. On the other hand, in comparing Job Corps to
other programs, one might also want to assess the re-
distribution implicit in such costs. The Young Adult
Conservation Corps residential program provides housing,
health care and meals. The population is not economically
disadvantaged like the Job Corps. It would not be the
same to subtract these costs in estimating YACC costs
and benefits, since they reflect a lesser degree of re-
distribution. Cost-benefit ratios do not take these
redistributions into account.

Earnings foregone by participants are typically added
to costs. Yet with the massive unemployment rates among
economically disadvantaged youth, it is likely that others
in need would step forward to take advantage of the basically
unskilled jobs which would have been filled by Corpsmembers.
There is very definitely a vacuum effect because the
participants are removed from competition in the labor market.
Some portion of the foregone earnings is really a benefit
rather than a cost to society because it reduces unemployment
among nonparticipants.
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Capital costs have also been ignored in most studies.
By the time these were undertake in the late 1960s,
expansion had already occurred, and only maintenance
expenditures were being undertaken. In the 1970s, Job
Corps facilities were allowed to deteriorate to the point
where many centers were plagued by health and safety
violations. Annual expenditures were inadequate to maintain
the base, so that in 1978 and 1979, $35 million had to be
spent merely to restore existing centers to reasonable
standards. In the expansion in 1978 and 1979, capital
costs were again encountered in purchasing facilities,
rehabilitating them to adapt to Job Corps needs, providing
materials and equipment, and gradually staffing up for
operation. Acquisition and rehabilitation averaged
$5400 pax new slot, equipment $2000 and preactivation
$2000. These front-end expenditures must in some way be
amortized over the use lifd of the new centers. Consideration
of this factor would raise costs and reduce the benefit-
cost ratios.

In the broader sense, costs must also be assessed in
terms of the alternative uses of the same resources. When
schools were overflowing, every trained teacher could find
a job, and salaries were rising rapidly, Job Corps had to
bid away scarce resources. With excess teachers and
declining school enrollments, there are fewer alternative
uses of the resources utili3ed in Job Corps. Presumably,
the wages and salaries should fall to reflect supply and
demand conditions, but adjustment is a gradual process. It
would appear, then, that th,3 real cost reflected in Job
Corps expenditures might have declined somewhat in recent
years.

The Crystal Ball

The fundamental uncertainty in judging a future-
oriented program such as Job Corps is projecting what the
future will hold. The various 1960s analyses were based
on follow-up data for 1966 participants. Six months
after termination, completers earned 18 cents more an
hour than dropouts. At 12 months the differential was only
13 cents. In the 18-month followup, however, the differential
was up to 33 cents. The more recent study of the Job
Corps economic impact found that for the first several
months after termination, Corpsmembers were substantially
worse off than controls; employment and earnings subsequently
increased relatively as well as absolutely up to the sixth
month when earnings were higher for Corpsmembers. The
time period of followup obviously makes a difference,
although it is unclear what is the most dependable base
for making projections. will earnings continue to grow
relatively and absolutely? Will the 12-month follow-up
yield a greater, lesser or equal increment? No one
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To estimate costs and benefits from whatever set of
data is available, some assumption must be made about
the narrowing or widening of differentials. In the
most recent study of Job Corps, it was assumed that
net effects decay by 14 percent a year. This assump-
tion was based on some previous longitudinal analyses
of MDTA. which themselves are suspect because of non-
comparability of experimentals and controls. Under
this decay assumption, the benefit cost ratio of
Job Corps, assuming a 5 percent discount rate, is
1.05. If there were no fade-out in the differential,
the benefit/cost ratio would be 3.13. Some effects
could be expected to deteriorate, such as increases
in labor force participation related to the more
rapid maturation of youth in the Job Corps environment.
Other effects from increased military enlistment com-
pletion, GED attainment, advanced education, mobility
and the like would be expected to have an increased
payoff with time. Given the sensitivity to assumptions
about the future and the lack of any basis for making
projections, any ratio must be viewed with healthy
skepticism.

There are also uncertainties about appropriate dis-
count rates on future returns. A substantial body
of literature on the subject still leaves questions
about the most appropriate rate. The recent Job
Corps study projects a benefit/cost ratio of 1.15
at a 3 percent discount rate, 1.05 at 5 percent, .

and .88 assuming a 10 percent rate. Obviously, the
discount assumption makes the difference between a
very positive and quite negative assessment about the
payoff of the investment.

Is the private sector rate of return the most appro-
priate discount factor? This rate reflects the supply
and demand for funds, both of which are affected by
uncertainties about the future and inflationary
expectations among other things. Presumably, in-
flation should not be an issue here since wages will
rise with the CPI. and differentials will also grow.
If an investment involves little or no risk, the rate
of return expected can be less than for a high risk
venture. It is uncertain whether, on the average,
Job Corps is a high risk or low risk venture. More
basically, however, one might question the meaning
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of this discounting approach. The prime rate has
risen substantially since the mid-1960is. If, as
was apparently the case, placement rates and wage
gains rose and costs declined in real terms, the
program could be considered less effective by cost-
benefit analysis to the extent that tight money or
the bidding away of resources for consumption in
the expectation of future inflation had raised the
prime rate. One could be forgiven for believin
that a program delivering more for less is an
improvement whatever the benefit/cost ratio may
say For certain worthwhile goals such as central
city or farm area economic development, or housing
rehabilitation for the elderly, the government pro-
vides funds at below market rates. The nation invests
in railroads or the post office even though the rate
of return is slight. The private sector invests in
some industries such as steel which have traditionally
had lower rates of return than other industries such
as aerospace. Should we reduce investments in edu-
cation and training whenever interest rates rise?
Can we consider lower rates of return as reasonable
for socially useful ends?

The Meaning of A Benefit/Cost Ratio

Presuming that benefits and costs could be accurately
measured, projected, discounted and compared, the most
basic question still remains unanswered: "What is a
reasonable benefit/cost ratio?" Is an effort unwar-
ranted if it only helps one or two in ten participants
and if their future stream of extra earnings does not
amortize the costs for all ten? Some may consider
success of a small number worth the expense. Society
will spend millions of dollars to rescue a trapped
miner or co merely exhume his body, but it demands
cost efficiency in salvaging individuals trapped by
their social and economic handicaps. In considering
alternative capital investments, the only criterion
is profit, but the effects on individuals are not so
simple. An expenditure on college bound youths from
upper income families might yield a higher return
than an equal amount for Job Corps clients, but the
needs of the latter group are certainly greater.
Alternatively, some critics assert that if a benefit
cost satin is less than one, an income transfer is
preferable. Yet it is doubtful that a cash payment
of the roughly $5000 spent in Job Corps per participant
would be of any long or even short-term benefit to
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the average 16- or 17-year-old Corpsmember with a
fifth or sixth grade education. The problem of the
disadvantaged youth is not just current but future
welfare, and it is more one of earnings than income.

Cost-benefit analysis is usually considered as a
tool for comparing alternatives; even if the meaning
of any absolute ratio is uncertain, the relative
ratios for like programs presumably indicate relative
performance. Presumably they can answer whether Job
Corps is more cost-effective than other manpower pro-
grams. Yet by law, Job Corps is to serve only those
youth for whom other opportunities are not available
as well as those who need and will benefit most from
comprehensive residential treatment. While the
screening and selection system is far from perfect,
it would be incorrect to compare Corpsmembers directly
with participants in other programs, even when con-
trolling for some broad demographic characteristics.
In fact, there is no alternative large-scale voca-
tional training and education program for such a
disadvantaged group. CETA programs serve poor youth,
but prNiominately by offering short-term work
experience, with training usually reserved for those
who are older. Whatever success CETA may be having
with the younger group has not been determined. More-
over, it is unclear whether or how CETA would serve
40,000 additional youths currently in Job Corps each
syear. Work experience is an alternative, but since
almost all the benefits are immediate, then any uncer-
tainties in the'projection and discounting assumptions
used in cost-benefit analysis would be manifestedsin
differences between the estimated rates of return of
Job COrps and work experience. Society might also
prefer to train for the future rather than to simply
keep youth busy for the present. All this is moot,
however, since there are no cost-benefit studies of
any reliability concerning alternatives for serving
the same youth.

Some proponents of cost-benefit analysis have argued
that its value is much greater in intraprogram than
in interprogram decisions. There are a lot of issues
which might be addressed through this approach.
Center sizes vary from a little over a hundred Corps-
members to several thousand. There has been a long
debate about the most cost-effective center size.
Job Corps serves youth age 16 through 21. There are
those who argue that attention should be focused on
more mature youth who will stay longer and will have
less trouble finding training-related jobs upon



termination. Union operated training programs in
Job Corps cost more but also have significantly
higher placement rates and wage levels at placement.
Are these a better investment than regular vocational
training and should they be expanded?

There have been attempts to address such intraprogram
issues, and these have been just as unrewarding as
attempts to estimate the overall rate of return.
The problem is that to calculate benefit -cost ratios
for subcomponents or subgroups, it is necessary to
have either more detailed data or to use generalized
assumptions which may not be equally realistic for
these components or groups. For instance, in a 1969
study,' Software Systems, Inc. attempted to use entry,
termination and center cost data to compare the cost-
effectiveness of Job Corps and various centers in
serving youth of different ages and races._ The
benefit-cost ratio in serving 16- and 17-year-olds,
for instance, was calculated by measuring the per-
centages in various termination categories and com-
paring these to the proportions for 18- and 19-year-
olds, controlling for some other variables. Yet to
really assess the benefits, it would be necessary
to have a control group of 16- and 17-- year -olds and
another for 18- and 19-year-olds. Immediate termina-
tion data may have to be projected 'n different ways
for the two groups. Likewise, outcc.Aes may not have
the same meaning. A training-related placement does
not mean much for a 16-year-old if training is in
building maintenance. The 16- year -old's subsequent
employment may be a bridge job or a career ladder, f

with different future implications. In looking at
how well different types of centers serve different
age groups, similar questions arise. Conservation
centers were originally to serve the least educa-
tionally prepared Corpsmembers, including many 16-
and 17-year-olds. If the better or older Corpsmembers
are "creamed" into the larger centers, the comparisons
of outcomes are spurious; even controlling for age may
merely show that young persons do better when they are
around more older persons rather than reflecting

2/Software Systems, Inc., A Job Corps Study of Relative
Cost Benefits, (Washington, D.C.: Software Systems,
Inc., 1969).
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differences in center performance. In other words,
it is no simpler and, indeed, frequently much more
complex to compare subgroups and components through
benefit-cost analysis than to calculate benefit-cost
ratios for total programs.

A Questionable Payoff

The Job Corps program, with its extensive investment
in the most disadvantaged indiv:_duals, its aim of
significantly increasing lifetine employment and
earnings, and its relatively ca,eful analyses of impacts
and outcomes, is the ideal subject of benefit-cost
analysis. A diverse array of benefit-cost studies
have been completed. Their payoff has been dis-
appointing. Experience has dem)nstrated the very
serious limitations of this analytical approach:

o Benefit-cost estimates fr)m different data
sources and even from the same ones range
across the map; it remain; uncertain whether
benefits significantly exceed, roughly equal
or are less than costs.

o The analyses are aimed at a moving target.
Given the lags in follow-up data and analysis;
the results frequently come available when the
program being assessed or the conditions in
which it operates have changed drastically.

o Control group selection methodologies have
varied widely; in all cases, there are notice-
able differences between participants and
controls, and it is uncertain whether sta-
tistical adjustments based on correlations
which explain only a small part of variance
in outcomes can correct for the differences.

o There is evidence of many positive outcomes
from Job Corps which may not translate directly
into earnings increases. It is difficult to
put price tags on such things as reductions
in crime but certainly these can be important
factors.
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o It remains uncertain whether the economic
impact should be judged primarily in terms
of wage increases or increased stability
of employment, as well as the extent this
is the result of placement or individual
enhancement. Where placement efforts are
the primary factor, there are greater dis-
placement effects and fewer vacuum effects.

o The projection of earnings and employment is
largely an exercise in assumptions since we
know next to nothing about longitudinal
patterns and since the problems of control
group variance become more serious the
longer the period of comparison. There
are some serious issues on the cost side'
including the treatment of foregone earnings,
transfers and capital expenditires.

o Benefit-cost analysis has added little if any-
thing to intraprogram decisions. The assump-
tions become so critical and the necessary
specification so great that the outcomes of
such efforts have always been debatable.

o There are no alternative programs as compre-
hensive and targeted as the Job Corps, raising
questions about the meaning of any benefit -cost
ratio. Job Corps has perhaps a greater redis-
tribution impact than any other major employ-
ment and training program. Income transfers'
are not a reasonable alternative for the clients
served by Job Corps.

The problems benefit-cost analysis has encountered in
its application to the Job Corps are not unique. There
is copious literature documenting issues such as pro-
jection and discounting assumptions, benefit estimation,
control group selection, cost accounting and the like.
Most analysts would agree that the benefit-cost approach
has limitations, that the methodologies need refinement,
and that this can be only one tool of policymaking.
While all this may be true, it skirts the really fund-
amental issues whether benefit-cost analysis has
improved our understanding and whether it has aided
in deciding between programs and in making decisions
within programs. If benefit-cost analysis were turned
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on itself, the payoff might well be questioned. A
null hypothesis for benefits might be posed as follows:
"Nothing has been learned from this approach which was
not readily apparent from the base data:" alternatively
"program and budgeting decisions have not been improved
by benefit-cost analysis." The Job Corps experience
provides little evidence to discount these null hypo-
theses. On the other hand, there are very real costs,
both in terms of the time spent in idle debate over
benefit-cost assumptioni and in terms of the con-
sequences when decisionmakers have used the results
despite the overwhelming uncertainties.

It is frequently asserted that ineffective programs
are difficult to eliminate because of vested interests.
The same is true in the intellectual realm. It is
time that we asked whether the benefits of cost-.
benefit analysis really outweigh the costs. In the case
of the application of this methodology for the assess-
ment of Job Corps, the answer would unquestionably be
no.
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OVERVIEW

This Evaluation of the Economic Impact of the Job
Corps Program: First Follow-Up Report compares
the experiences of Job Corps participants in the
early months after they left the program in 1977
with the experience of a comparable group of dis-
advantaged youth not in the Job Corps. It yields
evidence of a variety of impacts.

After a readjustment period, Job Corps members had
weekly earnings ten percent above controls 7 months
after termination, resulting mostly from increases
in full-time employment. The greatest gainers were
those who completed the program. The completers,
both men and women, had weekly earning gains almost
half again those of their comparison group counter-
parts.

Job Corps participants were substantially more likely
to have attained a GED or high school diploma or to
have gone on to college, and to have entered military
service. They had greater mobility and better health.
They had reduced participation in welfare and other
public benefit programs, substantially fewer arrests,
and reduced drug and alcohol abuse.

Under a variety of reasonable assumptions, it appears
that the dollar value of these benefits exceeds the
cost and that the program is a profitable investment
for society.

The study assesses corpsmembers perceptions as well
as estimating impacts. Seven months after leaving
Job Corps, the great majority (77 percent) of the
participants expressed overall satisfaction with the
program, rating it more favorable than they did when
still in the program (when 67 percent said they were
"very satisfied" or "fairly satisfied"). Some 90
percent gave "good" or "OK" ratings to the training
and education services they received. While in the
program, half said the food and the pay were "not
good" and the most critical comments focused on the
lack of placement assistance. Nearly 60 percent of
terminees said that they did not get placement aid
from the Job Corps or agencies the Job Corps sent
them to, and three-quarters said they could have
used more help in finding a job.



This study was conducted by Mathematica Policy
Research under the direction of the Office of Program
Evaluation in the Office of Policy, Evaluation and
Research in the Employment and Training Administration.
The evaluation design and techniques are highly
sophisticated, but the findings apply only to a
follow-up period averaging 7 months after termination.
A follow-up one year later will help to determine
the critical issue whether benefits decay, are
maintained or grow.

ROBERT TAGGART
Administrator
Office of Youth Programs
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EXECUTIVE SUMMARY

FIRST FOLLOW-UP REPORT OF THE EVALUATION OF THE ECONOMIC

IMPACT OF THE JOB CARPS PROGRAM

This report presents the first postprogram findings of a study, designed
to provide the Department of Labor with a comprehensive evaluation of the short-
term economic impact of the Job Corps program. The information provided herein
is based on the most detailed data yet available to conduct a study of Corps-
members. Detailed interviews were first conducted in the spring of 1977 with
a sample of Corpsmembers then participating in the program and with a comparable
group of disadvantaged youths who had not been enrolled in Job Corps. Nine
months later, reinterviews were conducted with all the youths in the comparison
group and with Corpsmembers who had been out of the program for over five months.
The follow-up survey obtained detailed information on the work histories and
related activities of over 3,700 youths. This report presents the first empiri-
cal analyses of Job Corps from those data.

The most important findings from this report are as follows;

1. During the first two months after they left Job Corps, many
Corpsmembers experienced temporarily low employment and earnings
as they re-entered the regular labor market. After the first two
months out of Job Corps, however, the positive economic impacts
began to predominate, especially for program completers. For the
week prior to the follow-up survey (an average of seven months after
Corpsmembers terminated), the estimated gains in earnings for civi-
lians who had completed the Job Corps program were $23.24 for
males and $22.52 for females without children. Essentially zero
effects were observed for the small number of women who had child-
ren living with them.

2. The impact on employment and earnings for youths who did not
complete the program (partial completers and early dropouts)
are far less certain (small, sometimes negative, and most often
statistically insignificant). However, these former Corpsmembers
also experienced declines in employment and earnings during the
first two months after leaving the program.

3. Program completers also showed positive benefits in the form of
increased investments in human capital (more high school diplo-
mas or equivalent degrees, higher attendance in college, more
training, increased military service, and greater job mobility);
reduced welfare and other transfer dependence (fewer receipts of
AFDC, General Assistance, Food Stamps, public housing, Unemployment
Insurance, and Workers' Compensation); and reduced antisocial be-
havior (less abuse of drugs and alcohol and substantially fewer
arrests). While not all of these individual effects are statis-
tically significant, several are, and the pattern seems clear for
program completers. These other economic impacts are also more
questionable for youths who do not complete the program, except
for the reductions in arrests for males, which amount to over eight
fewer arrests for every 100 Corpsmembers.

- 142
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4. The first detailed benefit-cost estimates are very favorable
for Job Corps. From each of the three perspectives studied- -
Corpsmembers, non-Corpsmembers (everyone who does not enroll in
Job Corps), and society (the sum of Corpsmembers and non-
Corpsmembers)--the value of the program benefits is estimated to
be greater than the corresponding costs. The findings from the
social perspective suggest that public investment in Job Corps
is efficient. Our benchmark estimate is that the present value
of benefits exceeds costs by $251 per Corpsmember, or by approxi-
mately S percent of costs. Because over 40,000 Corpsmembers
enrolled in Job Corps during the base year for the evaluation
(fiscal year 1977), our benchmark estimate of the total social
benefit exceeds $10 million for that year.

5. We estimate that nearly SO percent of the social benefits are
generated by a reduction in criminal activity among Corpsmembers --
particularly burglary and larceny. These benefits from reduced
criminal activities include reductions in personal injury,
property damage, stolen property, and criminal justice system
costs. Another 40 percent of the social benefits are attributed
to an increase in the value of the output Corpsmembers produce
both while they are in the Job Corps program and after they
leave. The social costs consist primarily of the resources
used to operate and administer the program.

6. Approximately 40 percent of the benefits to Corpsmembers are
accounted for by their increased earnings. The other benefits
are primarily the transfers they receive while they are in
Job Corps. The largest cost borne by Corpsmembers is the reduction
in their transfer income, although the opportunity cost of the
time they spend in Job Corps and the reduction in their theft
income are also significant costs to them. Non-Corpsmembers
receive substantial benefits from the reductions in Corpsmembers'
criminal activity and their reduced use of transfer programs.
The non-Corpsmember costs are primarily from the operation and
administration of the Job Corps program. Of these program
expenditures, over 25 percent are for transfers for Corpsmembers.

7. The estimation of the present value of benefits and costs
required numerous assumptions and approximations. In

particular, because this analysis is based on interview
data that covered, on average, only seven postprogram
months, we have had to make some speculative assumptions
about the rate at which the Job Corps effects fade out
over time. We assumed that all effects fade out at
approximately 14 percent a year. Another important
assumption that was used to obtain the benchmark benefit-
cost estimates was that the appropriate discount rate for
converting the values of future benefits into current
dollars was 5 percent. Assumptions of lower (higher) fade-
out and discount rates will make the program appear more
(less) attractive. As long as the sum of the fade-out
and discount rates is less than 20 percent, we estimate
that Job Corps is an efficient social investment.

- 1.4 3 -
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8. As in the baseline survey, Corpsmembers reported a high
level of satisfaction with the overall program seven months
after leaving Job Corps. Seventy-seven percent of the
Corpsmembers in our sample expressed satisfaction with the
overall program at the first follow-up interview. Hispanic
youths and Corpsmembers from Job Corps centers operated by
public agencies expressed the greatest satisfaction with
Job Corps, while American Indian youths and Corpsmembers
from centers operated by private firms expressed the lowest
satisfaction with the program.

9. The in-program services in particular were highly rated by
Corpsmembers, who reported that they liked the training
and educational components of the program, and that the
training and work experience they received in Job Corps
helped them obtain jobs after they left the program.
However, Corpsmembers' ratings of postprogram placement
services were less favorable than for in-program services.
Furthermore, 59 percent reported that they had no contact
with any Job Corps-related placement agency for the first
seven months, on average, after they left Job Corps,
and 78 percent said that they could have used more assistance
in finding a job.

This report presents detailed discussions of each of these

findings. Chapter I introduces the evaluation. Chapters II, III, and

IV provide background to the actual evaluation: Chapter II gives an

overview of the current Job Corps program; Chapter III provides an

overview of the evaluation design; and Chapter IV examines the alternative

econometric approaches used to estimate the economic impacts of Job Corps.

The actual evaluation is presented in Chapters V through VII: Chapter

V measures the economic impacts or benefits of Job Corps on program

participants; Chapter VI compares the value of Job Corpse benefits with

its costs; and Chapter VI/ evaluates Corpsmembers' satisfaction both

with the overall program and with specific program services. The report

closes with some concluding remarks in Chapter VI/I.

1;,-);_;
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I. INTMDUCTION

The Job Corps is a critically important element in
combatting the employment problems of disadvantaged
youth. The program provides comprehensive services
including vocational skills training, basic education,
health care and residential support for young people
who are poor, out of school and out of work. Its
aim is to break the cycle of poverty peppnently by
improving life-time earnings prospects:2/

This is the first follow-up report of a study designed to provide

the Employment and Training Administration of the U.S. Department of

Labor with a comprehensive evaluation of the short-term economic impact

of the Job Corps program. The study consists of three major evaluation

components. The first is an estimation of the short-term economic impacts

of Job Corps on program participants. The second is a comparative assessment

of whether the beneficial impacts of Job Corps--for Corpsmembers, for

other members of society, and for society as a whole--outweigh the costs

of the program (for each of the groups). The third and final component

is an analysis of Corpsmembers' perceptions of and satisfaction with both

the overall Job Corps program and specific program services.

The information on which this study is based is drawn prima'ily

from two surveys that collected relevant data from Corpsmembers and from

a sample of youths who did not participate in the program but who are

similar to Corpsmembers in other respects--the comparison sample. The

first survey (the baseline interview) was administered during April through

-"This is the opening paragraph of "The Expansion and Enrichment
of the Job Corps: A Report by the Office of Youth Programs of the Department
of Labor." In Youth Initiatives, U.S. Department of Labor, Employment
and Training Administration, Office of Youth Programs, March 1978.



June 1977 to a cross-section of Corpsmembers residing at centers and

to the comparison sample. The second survey (the follow-up interview)

was administered approximately nine months later to the same comparison

sample and to youths in the Job Corps sample who had been out of the

program for at least five months. Questions asked in the two surveys

were designed to collect detailed information on the following topics:

General demographic characteristics

Socioeconomic background

Employment and income

Education and training

Antisocial behavior

Corpsmembers' ratings of the program

In addition, information was obtained on where respondents could be

reached for future interviews.

A. OUTLINE OF THE REPORT

The next three chapters provide a background for the actual

evaluation. Chapter II gives an overview of the current Job Corps

program, including descriptions of the institutional setting, the

individuals who are served by the program, the types of services provided

at centers, thr zize of the program, and the changes that are currently

underway. Chapter II focuses particularly on the goal of Job Corps

to increase the employability of youths who enter the program with

severe employment problems, the comprehensive and individualized

services provided at centers, and the recent efforts to expand and enrich

the Job Corps program.
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Chapter III contains an overview of the evaluation design. The

first section of the chapter specifies the policy and research issues that

underlie the evaluation. These are discussed in the context of the three

main analytical components--impacts on participants, benefit-cost comparisons,

and participant opinions about the strengths and weaknesses of the program.

The second section describes the evaluation design that was chosen to meet

the policy and research objectives. The key to this design was to select

a comparison sample that, in lieu of random assignment, permitted valid

statistical comparisons to be made with the Job Corps sample. The sample

selection and data collection methodologies are also summarized in Chapter III.

Chapter IV examines the alternative econometric approaches that

can be used to estimate the economic impacts of Job Corps. The alternative

approaches involve both different levels of disaggregation and varying

degrees of control for pre-existing differences between the Job Corps and

comparison-group samples. This first gection of Chapter IV discusses the

tradeoffs among different levels of control for pre-existing differences

(from simple differences in sample means to complex regression adjustments)

and justifies the empirical techniques used for analysis in later chapters.

The second section of Chapter /V discusses the alternatives we considered

for disaggregations (by Corpsmember characteristics, by time periods, and

by program completion status) and justifies the disaggregations actually

used in the report.

Chapter V contains the first analytical component of the main

evaluation effort--the economic impact of Job Corps on participants.

Each of the sections in Chapter V discusses the findings for the program's

impact on specific types of postprogram activities, which are as follows:
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labor-market activities (e.g., labor-force participation, employment,

hours of work, and earnings); investments in human capital (e.g.,

education, training, work experience, health, mobility, and military

service); welfare dependence (e.g., cash welfare, Food Stamps, public

housing, Unemployment Insurance, and Workers' Compensation); and anti-

social behavior (e.g., drug or alcohol abuse, and criminal activities).

While the impacts on these postprogram activities are measured along

several dimensions in the chapter, we concentrate primarily on the impact

of the overall program, and on the separate impacts for program completers,

partial completers, and early dropouts from the program.

The comparative evaluation of Job Corps benefits and costs (the

second main component of the evaluation effort) is summarized in Chapter VI.

This chapter combines the estimates of postprogram impacts from Chapter V

with data on prices to estimate values for in-program, immediate postprogram,

and future benefits. ,A large portion of the chapter is devoted to the

methods used to place values on the benefits that are not already measured

in current dollar amounts. Program costs are then estimated with the aid

of financial data from the Job Corps Financial Reporting System, from

individual, center staff, and from the U.S. Office of Management and Budget.

Benchmark estimates of the program's net present value (i.e. the current

worth of all benefits minus the current worth of all costs) are then made

from three perspectives--Corpsmember, non-Corpsmember (i.e., all others

in society), and society as a whole (i.e., the sum of the first two). We

then examine the sensitivity of benchmark estimates to changes in some of

the most speculative underlying assumptions.

The final main component of the evaluation effort (Corpsmembers'

opinions about the strengths and weaknesses of the program) is presented
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in Chapter VII. This chapter examines three topics that indicate the

benefits that Corpsmembers perceive to accrue from the program and that

affect the postprogram economic impacts. The first is the Corpsmembers'

ratings of the overall program and their assessment of specific in-program

services. These ratings are analyzed for important subgroups, as well as

for the overall Job Corps sample. The second topic examined in Chapter VII

is the determinants of both the length of stay in the program and the

probability of completing the program. (Program completion is also studied

in Chapter V of the report as an important intervening variable in explaining

the postprogram impacts of Job Corps.) The final topic is Corpsmembers'

evaluation of the postprogram services provided by Job Corps--principally,

job-placement assistance.

The report clones with some concluding remarks in Chapter VIII.

Seven technical reports documenting specific topics in the report in

more detail are also provided as appendices.

S. SOME CAUTIONARY NOTES

A number of interesting and important findings are presented in

this report. However, some of our findings are necessarily tentative at

this point in the evaluation (e.g., the net present value for Job Corps

in the benefit-cost analysis), and additional follow-up surveys of the

Job Corps and comparison samples will be needed to generate data that

will achieve our objective of a comprehensive and more precise evaluation.

The next follow-up survey is scheduled for February and March

1979. This survey will include a larger sample of Corpsmembers than the

first follow-up (many more of the Corpsmembers who were interviewed at

baseline will be out of the program a long enough time to ensure productive
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interviews), and, on average, Corpsmembers in our sample will have longer

postprogram experiences (five to twenty-two months, with an average of

approximately fifteen months). The data from the second follow-up survey

will help us to (1) obtain more precise estimates of the impacts of Job

Corps on participants; (2) analyze more fully the causality of these

impacts (e.g., which program services are effective) and the relationships

among them (e.g., between employment and criminal activities); (3) provide

the first reliable information on the controversial issue of the duration

of Job Corps benefits; (4) make more complete comparisons with other

reference-group programs; and (5) provide better estimates of what the

impact of Job Corps would have been in the absence of alternative training

programs (in this report we are limited to comparisons to the usual amount

of alternative program treatments, rather than to a zero treatment comparison).

Finally, care must be exercised in extrapolating the findings

beyond the program and context in which they are studied: For instance,

our evaluation is most directly applicable to the Job Corps program in

fiscal year 1977. Since that time, there have been changes both

in the program (e.g., the general expansion with proportionately more

slots--i.e., positions--for women and contract centers) and in the social

context of the program (e.g., changing economic conditions and the

implementation of many new youth programs developed by the Department

of Labor). When extrapolating specific findings, therefore, one must pay

careful attention to these changes in the program and its context.
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II. THE JOB CORPS PROGRAM IN 19771

Job Corps is a major public program that attempts to alleviate the

severe employment problems faced by disadvantaged youths in the United States- -

especially those who live in poverty areas.? Youth employment problems,

while always a serious concern, have recently become more severe because

of increases in the teenage population and the persistent downturn in our

economy. Currently, four out of every ten black youths (i.e., between the

ages of 16 and 21) in the labor market are unemployed. Moreover, recent

surveys have shown that in the poverty areas of central cities, feoer than

two out of every ten black youths have jobs.

Job Corps' approach is to provide a comprehensive range of services

that include "vocational skills training, basic education, health care, and

residential support for young people who are poor, out.of school and out of

work. its aim is to break the cycle of poverty permanently by improving

lifetime earnings prospects."2/ Job Corps is designed to serve youths who

=This chapter draws very heavily from three documents prepared
recently by the national Job Corps staff: (1) "Job Corps in Brief, FY-77,"
1978; (2) "A Planning Charter for the Job Corps," 1978: and (3) "The Expansion
and Enrichment of the Job Corps," 1978. The interested reader should refer
to these papers for further details. Also, Levitan and Johnson (1975)
have summarized the first ten years (1964-74) of Job Corps operations (see
Sar A. Levitan and Benjamin H. Johnson, The Job Corps: A Social Experiment
That Works, Baltimore: The Johns Hopkins University Press, 1975).

21The term disadvantaged is used throughout this report to refer
to the set of youths who have employability problems caused by their
socioeconomic background. Thus, it embodies several factors related to
age, educational level, income status, race-ethnicity, employment history,
previous social behavior, etc., that limit the ability of young men and
women to obtain and hold jobs.

3/"The Expansion and Enrichment of the Job Corps," U.S. Department
of Labor, Employment and Training Administration, 1978, P. 1.
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currently live in such debilitating environments that they must be relocated

to residential centers to benefit from basic education, vocational training,

and ancillary services.21 Education and training in a supportive environment

are the key elements in the Job Corps' effort to improve the employability

of disadvantaged youths, which, in turn, will help them become more

productive and responsible citizens.

A. INSTITUTIONAL SETTING

The Job Corps program was originally established by the Economic

Opportunity Act of 1964. Control of the program was later transferred (1969)

from the Office of Economic Opportunity to the Department of Labor (DOL),

and Job Corps was eventually incorporated without changes as Title IV of the

Comprehensive Employment and Training Act (CETA) of 1973. While there has

been a general decentralization and decategorization of the other employment

and training programs under CETA,Job Corps is still administered primarily

at the federal level. Its incorporation into CETA, however, has resulted

in the transfer of direct responsibility for program operations and center

contracting to DOL's regional employment and training offices.

There are two basic types of Job Corps centers: those operated

by private contractors selected in a competitive 'Adding process that is

conducted by the regional offices, and those located on Public lands

1/Some of the Job Corps centers in urban locations added a few non-
residential slots (i.e., positions) in the 1970s. However, the nonresidential
components of Job Corps were not included in our evaluation and, hence, will
not be considered in this report. The nonresidential components were excluded
because we decided that it would be more productive to allocate the limited
funds available for this project to the residential slots, in that they inclnde
approximately 95 percent of all Corpsmembers (see Chapter III for more details).
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(predominantly in national parks and forests) and operated by the Department

of Agriculture and the Department of the Interior. The former centers are

usually referred to as "contract centers," and the latter as "civilian

conservation centers" (CCCs). In fiscal year 1977, there were sixty-one

centers in operation, located in thirty-two states and Puerto Rico:

twenty -seven CCCs; two CCC-type centers operated by the Commonwealth of

Puerto Rico; thirty centers operated under contracts with private business

firms, nonprofit organizations, and state and local government agencies;

and two 'extension centers for advanced vocational training operated by

unions)/ Two contract centers had just opened during the year (a new

center in Mississippi and a relocated center in New York).2/

Recruitment and placement activities are carried out under contracts

with employment service offices, various unions, local schools, volunteer

agencies such as Women in Community Service, Inc. (WICS) and Joint Action

in Community Service, Inc. (JACS), and special private agencies,!" in

addition to the efforts of individual centers and the regional offices. These

1One extension center is operated by the Brotherhood of Railway,
Airline and Steamship Clerks (BRAC) of the AFL/CIO; the other is operated
by Stewards Training ani Recreation, Inc., of the Marine Cooks and Stewards
Union of the AFL/CIO. In addition, several unions (particularly in con-
struction trades) have contracts to provide training at the other centers
(at all CCCs and some of the contract centers).

2/Other centers have since opened and more centers are scheduled to

open in the near future to enable Job Corps to achieve its expansion goal of
doubling the number of slots compared to fiscal year 1976 (see Section E below).
The focus of the MPR evaluation of Job Corps and this report is on ell centers
operating in the continental United States. Chapter III and Technical Reports
A and B present more detailed discussions of the sample used in this evaluation.

3 /Private contracting agencies such as the separate GATE-house
(Graduate Aid to Employment for Ex-Corpsmembers) contractors were operating
in six large metropolitan:areas (Atlanta, Baltimore, Los Angeles, New York,
Philadelphia, and Washington, D.C.) where many ex-Corpsmembers reside after
they leave the centers.

- 153 -165



groups (especially the volunteer agencies and special private agencies)

often provide other support services to youths who have recently left Job

Corps, to facilitate their transition from center living to a job and

regular living arrangements.

H. YOUTHS IN JOB CORPS1/-

Data gathered as part of this evaluation show that the youths served

by Job Corps are severely disadvantaged. Prior to enrolling in the program,

the Corpsmembers have relatively low levels of educational attainment

and employment. In addition, they have relatively high incidences of

welfare dependence and brushes with the law. The combined effect of these

characteristics limits the ability of these young people to obtain and hold

productive jobs.

A review of the socioeconomic characteristics of youths in Job Corps

during the spring of 1977 shows that:

Approximately one-half the Corpsmembers are under age 18 at the
time they enroll, and nearly one-quarter are 16 (the statutory
age limits are 14 to 21, but, currently, very few youths under
age 16 are admitted).

Approximately 70 percent of the Corpsmembers are male (however,
efforts are currently being made to increase female participation
to 50 percent of the total enrollment).

Over 75 percent come from minority backgrounds--59 percent
black, 11 percent Hispanic, 5 percent American Indian, and
less than 1 percent Asian or Pacific Islander.

'For a more detailed description of Job Corps participants, see
"An Examination of Job Corps Participation," special report of the Evaluation

of the Economic Impact of the Job Corps Program on Participants, Hathematica
Policy Research, June 1978.
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Between 85 and 90 percent of the Corpsmembers have not
completed high school at the time they enroll.

Almost all Corpsmembers have experienced difficulties in
obtaining and holding jobs; moreover, when they do find
work, the jobs usually do not pay well. Over one-third of
the enrollees have never had a job at which they worked at
least twenty hours per week and which lasted for at least one
month. In the six months before enrolling in Job Corps, the
typical Corpsmember is employed less than one-third of the time
and averages fewer than 12.5 hours of work per week at a wage
rate ($2.81) that is slightly above the federal minimum.

Almost all Corpsmembers have experienced poverty, welfare
dependence, or both: in the six months before enrolling in
Job Corps, over 90 percent either had incomes that were
below the poverty line or were receiving welfare assistance.

While many (28 percent) have attempted to enlist in the militz..ry
service, most of them fail to qualify (85 percent of those
who attempt).

Maly Corpsmembers have had a brush with the law--at least
38 percent had been arrested at some time before enrolling,
and 19 percent had been convicted (about one-half of those
Corpsmembers who had been arrested).

C. TYPES OF SERVICES PROVIDED AT CENTERS

To help Corpsmembers overcome the problems highlighted above, Job

Corps attempts to provide a comprehensive program that is flexible enough to

meet the individual needs and problems of these disadvantaged youths. The

components of the Job Corps program include remedial education, high school

equivalency classes, vocational training, health care and education, resi-

dential living, and counseling and other ancillary services, each of which

is incorporated into a unified framework tailored to meet the individual

needs of each youth.

1. Education

The Job Corps' education program has evolved with the intent of

being flexible enough to meet the varied deficiencies in the backgrounds

of Corpsmembers and to enable them .to proceed at the maximum pace commensurate

155 -

167



with their abilities. The education program ii.eludes remedial education

(emphasizing reading and mathematics), World of Work (including consumer

education, driver education, home and family living, health education, and

programs designed for people whose primary language is not English), and

General Educational Development (GED) for Corpsmembers who are academically

qualified. The GED certificate is recognized by state educational agencies

as the equivalent of a high school diploma. The Job Corps encourages and

emphasizes the GED program "for those who are academically qualified. In

fiscal year 1977, over 4,000 enrollees were awarded the General Education

Development Certificate."-
1/

2. Vocational Skills Training

Like the education program, the training program at Job Corps

centers is designed to meet individual needs and problems and to enable

Corpsmembers to advance at the maximum pace commensurate with their

abilities. Therefore, all the training programs provide for an open entrance

and exit capability and are continually being reviewed and revised in order

to keep up with the changing needs of Corpsmembers, as well as with the

changing labor market.

There are some notable differences between vocational training

programs at CCCs and those at contract centers. The training programs at CCCS

are often operated by unions and tend to be of a "hands-on" work-project

nature, with actual construction and production taking place.?" In contrast,

the training programs at contract centers are more often operated by the

centers themselves or by individual private subcontractors, and the training

tends to be of a classroom-instruction, shop-type, or "mock-up" nature, with

1/Job Corps in Brief, r -77, p. 3.

1Most of the union instructors use curricula approved for the
first two years of the union's apprenticeship program.
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some work-experience positions available upon the successful completion

of the training.

3. Health Care and Education

Comprehensive health services are provided to all enrollees,

including medical examinations (with follow-up treatments, if necessary),

immunization, dental examinations (for all Corpsmembers who stay at least

ninety days) and dental treatment, professional help for emotional and other

mental-health problems, and instruction in basic hygiene, preventive

medicine, and self-care. Health education is also given high priority

in Job Corps, with the aim of preparing Corpsmembers "to make

responsible decisions regarding health and health-related matters by

providing them with relevant, factual information."1/

4. Residential Living

Residential living is a key component of the Job Corps program

and distinguishes it from most other public employment and training

programs. The concept behind residential living is that the target population

comes from such debilitating environments that they need a new and more

supportive environment to derive the intended benefits of th4 vocational .

training and education courses. The residential-living program (including

meals, health services, dormitory life, entertainment, sports and recreation,

center government, center maintenance, and other related activities) is

"planned to help new Corpsmembers adapt to center life, motivate and support

constructive attitudes and lifestyles, and prepare them to function

effectively in the outside world. . . . It involves such complex areas as

1/
--Job Corps in Brief, FY -77, p. 3.



relationships among racial and ethnic groups, motivation of alienated or

discouraged young people, adaptation to unfamiliar group living situations,

adult-youth cooperation in an institutional setting, and the role of peer

groups in influencing conduct and attitudes.
1/

S. Counseling and Other Ancillary Services

The centers provide counseling services and residential advisors

both to help Corpsmembers plan their educational and vocational curricula

and to help motivate Corpsmembers and create a supportive environment.

Some of the other support services provided by Job Corps (for example,

during recruitment, placement, and the transition to regular life and

jobs) were discussed above.

D. SIZE OF JOB CORPS

At the start of fiscal year 2970 the Job Corps program was cut

back drastically in terms of both financial expenditures and the number of

youths served. From then until fiscal year 1977 the budget was held

roughly constant in nominal amounts, and the number of youths served stabi-

lized at approximately 21,000 to 22,000 slots (i.e., positions) and 45,000

new enrollees annually. However, over the same time period, inflation

greatly eroded the real purchasing power of the budget (held fixed in

nominal amounts), and capital equipment was allowed to deteriorate in order

to serve the same number of youths within the more restrictive budget.

With the decision in fiscal year 1977 to renovate and expand Job

Corps (see the next section), the budget and number of slots in the program

were increased. In fiscal year 1977 the budget rose 58 percent in nominal

terms, to $274 million, while the applied funding increased by 23 percent,

to $231 million. The additional expenditures were allocated to the planning

1/
Job Corps in Brief, FY-77, pp. 4 and 5.



of expansion, actual expansion, improvements in services, staffing

increases, and the repair and replacement of capital equipment that had been

allowed to deteriorate during the previous seven years. Similarly, the

number of slots in the program rose 7 percent in fiscal year 1977, to

22,225 slots, with the addition of one new center and a small amount of

expansion at some existing centers. However, the average length of stay in

Job Corps and the proportion of program completers increased during fiscal

year 1977 (possibly a result of the improved conditions from additional

resources), so that the turnover rate fell, causing the total number of

youths enrolled to decline slightly.

E. CURRENT TRENDS

The most recent trends in Job Corps are dominated by plans to

expand the program. Job Corps began increasing its capacity in

fiscal year 1977 in response to a congressional mandate to double the

size of the program- -from its fiscal year 1977 level of 22,000 slots to

44,000 slots by the end of fiscal year 1978. The national :Job Corps

staff expects to reach the full capacity enrollment of 44,000 by the middle

of fiscal year 1979.

In deciding how best to provide the additional program slots, the program

has taken several factors into account. First, positions are being allocated

across the country according to the relative needs of the various regions

(need is determined from recent data on the incidence of poverty and

unemployment among youths). Second, the new slots will be allocated among

the two current types of centers, as well as among other new types. The

contract centers will receive the bulk of the new slots; the CCCs will

receive only about 5 percent of the new growth.
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Another 5 percent of the new slots will be devoted to industry wOrk-

experience programs, and approximately 15 percent of the new slots will be in

the Advanced Career Training program, which allows qualified Corpsmembers

to attend junior college or technical school. (For the most part, Corps-

members in these programs will be assigned, at least for administrative

purposes, to a regular contract center or CCC.)

In addition, in conjunction with the general expansion of Job Corps,

innovative approaches are being initiated in at least five areas: center

improvements; targeting recruitment and more services to groups that have

previously been underrepresented in Job Corps; developing new vocational

training and education programs; coordinating activities and improving

linkages with other programs that can benefit youths; and additional

monitoring and evaluative research to improve the program.

1. Center Improvements

As mentioned above, the physical plants at centers had been

deteriorating in past years with the restrictive budgets for Job Corps. In

fiscal years 1977 and 1978, one-time renovations totaling $39 million were

authorized and completed to bring all centers up to OSHA standards and,

generally, to upgrade and modernize center facilities. The national office

has also increased the modest resources available for enriching the

entertainment, recreational, and avocational programs for Corpsmembers.

2. Special Target Groups

Additional efforts are being undertaken to encourage the enrollment

and serve the needs of particular groups that have been previously under-

represented in Job Corps. These special target groups include wmen,

Hispanic and American Indian youths, handicapped individuals, and
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ex-offenders. Job Corps has the explicit goal of increasing the

participation of young women to SO percent of the total enrollment in the

next two years. The staff plans to achieve this goal by (1) converting

previously all-male centers to coeducational status, (2) proportionately

increasing the number of female slots at new centers, (3) finding new ways

to accommodate young women who are economically disadvantaged and have

dependent children,li and (4) redoubling the efforts of WICS and other

recruitment agencies to find eligible females.

Job Corps has targeted two other groups of current enrollees for

additional representation and to provide them with more comprehensive

services--Hispanic and American Indian youths. Job Corps is planning

innovative programs for Hispanic youths, such as (1) an education program

in which they first learn to read and write at a high enough level in

Spanish to be able to benefit from a bilingual pfogram before being

introduced to a bilingual program, and (2) a national Spanish-speaking

demonstration center both to develop and test the effectiveness of

Job Corps techniques used for Hispanic youths and to serve as a model

for other bilingual programs. In order to better serve American Indians,

1/One demonstration project has been undertaken at the Atlanta center,
in which residential accommodations and child care have been provided for
the dependent children of female (solo-parent) Corpsmembers. The esults
of the program have generally been favorable in terms of in-program
outcomes (longer stays, higher completion rates, fewer disciplinary
problems, and better morale); however, more evaluative research is needed
to determine if the benefits outweigh the added costs. Another demonstration
project, in cooperation with WIN, is currently underway at tvo centers,
Atlanta and Cleveland, in which WIN mothers (solo-parents) who meet Job
Corps eligibility criteria are being enrolled in nonresidential programs and
their children provided with day-care services. Two additional models for

enrolling solo-parents are also being planned for Job Corps.
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Jcb Corps is planning to open additional centers operated and/or sponsored

by Tribal Councils of American Indians.
1/

Under the current admissions criteria, handicapped youths and youths

who are ex-offenders are sometimes ineligible for Job Corps because the

present Job Corps structure cannot always accommodate their special needs.

However, Job Corps plans to relax eligibility criteria somewhat within the

context of some innovative approaches for handicapped youths and young

offenders. In addition to developing suitable facilities for handicapped

youths in existing centers and programs, Job Corps is considering building

special centers and creating new programs for the handicapped (for both the

physically and mentally handicapped). Mary of the current Corpsmembers

2/
are ex-offenders prior to enrollment; however, they currently receive

no special treatment in any formalized way. In order to develop a program

that helps ex-offenders receive the maximum benefits from Job Corps, a

special center is now being planned for this target group in the state of

Vsrmont. It is envisioned that this Job Corps center for ex-offenders

will provide a formal strategy for the community treatment of eligible

ex-offenders within Vermont's correctional system.

3. Innovative Programs for Education and vocational Training

In addition to the projects for special target groups discussed

above, Job corps is planning (1) more slots at junior colleges and

- /These centers would be similar to the Kicking Horie center, which

is operated under a contract with the Tribal Council of the Confederated

Salish and Kootenai Tribes of the flathead Indian Reservation.

2/--See "An Examination of Job Corps Participation," Mathematica
Policy Research, June 1978.
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technical schools to develop advanced career training; (2) a military

training component to educational services, aimed directly at preparing

Corpsmembers (especially those who have previously been rejected for

military service) to qualify for entrance into the military service; (3)

the expansion of current work-experience programs in terms of creating

both more slots and possibly a few small centers to be associated with

large firms or industries located near those centers; (4) to develop

new areas for occupational training, especially in growth industries;

and (5) to have demonstration centers operated by community-based organizations,

CETA prime sponsors, and labor unions, to assess the effectiveness of these

operators relative to other operators of centers.

4. Coordinating Activities with Other Agencies

As mentioned above, program linkages are currently being strengthened

with other agencies that deal with the employment and social problems of

youths. The programs most prominently considered include WIN, the military

service, community-based organizations, CETA prime sponsors, and labor unions.

Job Corps also has plans fit utilizing each of these groups and the recently

formed Job Corps Alumni Association (JCAA) for the additional recruitment

needed to complete the expansion.
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III. OVERVIEW OF EVALUATION DESIGN

The Job Corps program has survived over a dozen years of

changing attitudes toward social problems and has emerged as the corner-

stone of the current effort to train and employ disadvantaged youths.

However, surprisingly little is known about the magnitude of most of its

economic impacts)/ Of immediate concern are the following: Does

the program provide economic benefits to participants and society?

What are the magnitudes of the benefits? Do some Corpsmembers benefit

more than others? Do some variants of the program work better than

others? Does the total dollar value of benefits outweigh the costs?

In order to design an evaluation to answer the above questions,

we constructed a detailed list of policy and research issues from the

hypothesized effects of Job Corps. (These issues are described in the

next section of this chapter.) We then used the policy and research

issues as a guide to develop an evaluation design. (Our design is

summarized in the second section of this chapter.)

A. POLICY AND RESEARCH ISSUES

The objective of our evaluation is to provide the Department

of Labor with a comprehensive assessment of the short-term economic

1 -Aside from program data, only the survey conducted by Louis
Harris and Associates between 1966 and 1969 has provided economic data
on a reasonable-size sample of former Corpsmembers (i.e., with reasonable
statistical precision). For a comparison group, however, both program
data and the Harris (1969) survey are limited to either early dropouts
or "no shows" (i.e., youths who signed up for Job Corps and were admitted
'nut never attended). furthermore, the Harris data are obviously outdated
given the subsequent changes in both Job Corps and youth labor markets.
(See Louis Harris and Associates, A Survey of Ex-Job Corpsmen, New York:
Harris Associates. April 196g.)



impact of the Job Corps program. To meet this objective, we must focus

on concrete policy and research issues. The issues addressed are as

follows:

1. The extent to which the Job Corps program provides
early economic benefits to its participants in terms
of gains in employment, earnings, and other related
measures of economic well-being

2. The extent to which participation in Job Corps
influences subsequent decisions to enter school,
training or work-experience programs, or the
military service

3. The exten, to which the Job Corps program affects
participanx11 receipt of transfer payments

4. The extent to which participation in Job Corps reduces
various forms of antisocial behavior, particularly
criminal activities and drug abuse

S. The effects of the program by type of participant
(age, race, sex, prior educational level), by duration

of participation in the program, and by type of
center (size, location, operator)

6. The extent to which program benefits (both during and
after program participation) outweigh program costs

7. The satisfaction of Job Corps participants with
their program experience, and their assessment of the
strengths and weaknesses of the program

The first five items on this research agenda show the range of

potential benefits to participants. The magnitudes of economic impact

will be measur,d by comparing the postprogram behavior and economic

status of Corpsmembers with what they would have been had the youths not

participated in Job Corps. Item 6 requires valuing program benefits and

comparing them to the costs. This benefit-cost comparison (or set of

comparisons, as we describe in Chapter VT) is achieved by aggregating

estimates of the dollar values of postprogram benefits with similar

measures of in-program benefits, and comparing the total dollar value
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of program benefits to the total dollar value of program costs. Thus,

the benefit-cost research builds upon the impact analysis by assigning

dollar values to the program benefits.li Item 7 on the research agenda

focuses on Corpsmembeizo perceptions of the program impacts, as well

as on their own assessments of their program experiences.

Each of these topics--participant benefits, benefit-cost

comparisons, and participant opinions--has special implications for

the evaluation design. Therefore, as an introduction to the evaluation

design, we will provide a more detailed description of each topic.

1. Analysis of Participants' Benefits

The theory of economic choice underlies many studies of employment

and training programs. This theory suggests that individuals choose among

competing demands on their time according to the wage rates they can

receive, other prices, and sources of nonemployment income that are

available. A person's wage rate is hypothesized to depend on his or her

productivity, which increases with education and vocational training.

By providing education and vocational training, Job Corps should increase

participants' productivity, wage rates, and economic motivation to work.2/

However, labor-market ihpediments such as the minimum wage may cause an

1/
--A benefit-cost analysis has the advantage of providing a summary

measure that can be ased to judge the worth of the pro7ram. In addition

to providing inputs into the benefit-cost calculations, however, the
impact analysis shows program effects that cannot readily be valued in
dollar amounts, and allows readers to make their own judgments about the
value of various program benefits.

?TheThe effect of an increase in wage rates on economic motivation
to work is not completely unambiguous, because higher wages may afford some
individuals the opportunity to spend more time in activities other than
work. However, most studies of youth labor supply have found work effort
to be positively associated with wage rates.
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excess supply of labor in the markets for disadvantaged youths, so that

another effect of Job Corps might be to increase the employability of

Corpsmembers (because they have increased productivity) without affecting

their short-term wage rate.

The effects of Job Corps on several important postprogram

activities are studied in Chapter V. These activities can be categorized

into four broad areas. The first includes labor-market activities, such

as labor-force status, employment, hours worked, wage rates, and earnings.

Xmprovement in this area is considered the primary objective of Job

Corps. The second area includes additional training and education:

Improvement in this area is an important short-term objective because

it is expected to increase employment and earnings in the long-run. The

third area is welfare dependence, and the final area is antisocial

behavior. The anticipated changes in these last two areas are related

to the changes in employment and earnings (and in training and educational

activities). As better oppytunities arise in the labor market (and

scholastically), we expect a decline in welfare dependence and anti-

social behavior. The hypothesized effects of Job Corps in each of

the four areas are discussed briefly below.

Labor Market Activities. The primary hypothesis is that, other

things being equal, young adults who obtain Job Corps training will become

more productive and, hence, will receive more employment, higher wage

rates, and higher earnings than those who do not.11 The increased

Each of the hypotheses developed in this section is based on the
difference between the postprogram behavior of Corpsmembers and what their
behavior would have been in the absence of any Job Corps treatment. For
ease of presentation, the discussion sometimes assumes that there are no
underlying differences between the Corpsmember and comparison groups, so
that the impacts of Job Corps can be characterized by direct contrasts
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productivity is expected to lead to improved employability (as measured

by increases in labor-force participation, employment, hours worked per

week, and the proportion of weeks worked), as well as to higher wage rates

and higher earnings. This hypothesis is based on previous research on the

effects of training and education on labor-market activities. In addition

to the short-term impacts after leaving Job Corps, there may be subsequent

reinforcing effects. For example, regular employment often provides

on-the-job training and a record of worker reliability that is, in turn,

rewarded with even higher wage rates and earnings in the future. In

contrast, the impacts of Job Corps could fade out over time as the influence

of the program becomes less significant the farther removed former Corps-

members are from the program in time.

Investments in Human Capital. Economists define "investments in

human capital" as any activities in the current time period that cause

increases in future earnings potential. In this evaluation we will consider

five types of investments in human capital: (1) training and work experience,

(2) education, (3) mobility, (4) health, and (5) military service.

between the behavior of Corpsmembers and that of comparison-group members.
Of course, the statistical techniques used (see Chapter IV) will attempt
to compensate for any underlying differences between the Corpsmember and
comparison groups. In addition, all the hypotheses discussed herein are
weakened when allowances are made for the alternative training and education
programs available to youths. In the empirical sections of this report we
measure Job Corps' impacts relative to what Corpsmembers' activities would
have been had they not participated in Job Corps. In the absence of Job
Corps, many Corpsmembers would not have obtained zero treatment but, instead,
would have received some amount of alternative training and education that
they now forego in favor of participating in Job Corps.

- 168 -

100



Training, work-experience, and education programs are important

placement alternatives to employment for Job Corps terminees, especially

for younger Corpsmembers. Most of the younger terminees could still profit

from additional training, work experience, and schooling after they leave

Job Corps, and, moreover, job placements are often difficult for them to

obtain. Therefore, both the impact and benefit-cost analyses must take

account of any postprogram increases in such investments in human capital.

While increased employment and higher earnings continue to be the long-run

goals of both the program and participant, the training, work-experience,

and education programs are important short-term, intervening factors that

may lead to higher employment and earnings in the future.

We hypothesize that former Corpsmembers have higher probabilities

of participating in training, work-experience, and education programs

than comparison-group members. However, to the extent that Job Corps

succeeds in improving immediate postprogram labor-market opportunities

(thereby increasing the opportunity cost of time spent in such programs),

this hypothesis is weakened. In any case, it is expecte,' that former

Corpsmembers will participate in higher-level programs than youths in the

comparison group and will be more likely to complete any given level (i.e.,

more likely to obtain advanced degrees or certificates).

An additional hypothesis that falls '.nto the category of investments

in human capital is that participation in Job Corps increases geographic

mobility. This is supported by the fact that the Job Corps program provides

services that help terminees relocate to areas where employment opportunities

exist. We also expect that the additional income from earnings, as well as
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the health education and treatments provided by Job Corps, will lead to

the improved health status of former Corpsmembers relative to youths in

the comparison group.

The expected effect of Job Corps on enrollment in the military is

somewhat ambiguous. It is not clear whether former Corpsmembers should be

more or less likely to enlist in the military. They may be more likely to

enlist for the investments in human capital associated with military service

(e.g., for the vocational-training aspects and broadened experiences), or

they may be less likely to enlist because of the increased opportunity cost of

their time (i.e., better Job opportunities tr the civilian labor force).

However, we hypothesize that Job Corps terminees who take the Armed Forces

Qualifying Test are more likely than comparison-group members to pass the test.

In addition, military service is an explicit placement target for some

Corpsmembers, and GED training in Job Corps should increase the opportunity

and rewards for enlisting (e.g., the U.S. Mari..a Corps sometimes recognizes

the GED certificate as a high school diplom. in deciding eligibili4 for an

enlistment bonus).
1/

Welfare Dependence. A set of hypotheses that are closely related to

labor-market activities concerns the effects of Job Corps participation on

welfare dependence. Of course, Corpsmembers have reduced recoipts from

welfare while they are at the centers. In addition, because of increased

earnings after leaving Job Corps, former Corpsmeeqrs are expected to receive

1/
-.The new working relationship between Job Corps and the military,

which was initiated by the signing of a memorandum of understanding by
the Department of Labor and the Department of Defense on January 13, 1978,
should facilitate th.' enlistment of Job Corps terminees into the military
service.
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fewer transfers -including AFDC, General Assistance, Food Stamps, public

housing, Unemployment Insurance, and Workers' Compensation--than comparison-

group members during the postprogram period. However, this is not entirely

unambiguous, because this effect of Job Corps may be attenuated if participants

become more knowledgeable about transfer programs and, consequently, increase

their participation in them. This could be a possible outcome for a

program such as Food Stamps, which has relatively generous eligibility rules

and for which current participation is low relative to the size of the

eligible population. In addition, those Corpsmembers who obtain additional

training or education in the postprogram period may require a temporary

increase in their transfer payments. Nevertheless, on balance, the amount

of transfer payments received by Corpsmembers is expected to be lower than

that received by the comparison group in the postprogram period, as well as

during the program.

Antisocial Behavior. Corpsmembers are expected to reduce drug and

alcohol abuse and have lower probabilities of engaging in criminal behavior.

While the Corpsmembers are at the centers, both of these responses should

be very large because their activities are restricted, their behavior is

closel; monitored, and their material needs are provided; consequently, they

have few opportunities and less reason to engage in drug abuse or crimes.

After Corpsmembers leave the program, these reductions in antisocial behavior

are expected to continue, but probably at a smaller rate. The postprogram

reductions in antisocial behavior stem from the entire Job Corps effort

to promote more regular, life-styles and employment--from counseling and

center living to the vocational training and educational services. Training
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and education are important because, to the extent that Job Corps is

successful in increasing the employability (i.e., labor-market prcductivity)

and the educational abilities of Corpsmembers, legitimate activities become

increasingly more attractive relative to illegitimate activities.

Differences in Benefits Among Corpsmembers and Centers. The effective-

ness of Job Corps can be expected to vary by the type of participant, as

well as by variations in the program. Several characteristics of Corps-

members are considered in the impact analysis, including sex, age, and

racial or ethnic heritage. Basic Job Corps treatments include education

and vocational skills training. Two measures of the amount of these treat-

ments received are length of stay in Job Corps and program phases completed.

As described in Chapter II, some of the other aspects of treatments are

common to all Job Corps centers. However, the differences among centers

may stem from center administration (CCC or contract center), operator

(public or private), size (small, medium, or large), location (city or

noncity), and sexual composition (coed or noncoed). Each of these

participant and center variables is examined for differences in program

effects (see Chapter v;.

2. Comparative Evaluation of Benefits and Costs

The purpose of the research outlined in the previous section is

to evaluate the impact of Job Corps on the economic behavior and status of

participants. In contrast, the purpose of the comparative evaluation of

benefits and costs is to determine whether program benefits outweigh

costs. The analysis, which is presented in Chapter VI, builds upon the

results for participant benefits and compares the dollar values of benefits

and costs. The key elements of this analysis are summarized below. (For

a more complete examination, see Chapter VI and Technical Report D.)
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Components of the Benefit-Cost Analysis. The benefit components that

enter into this analysis are essentially those that were discussed in the

previous section--increased labor output, additional investments in human

capital, reduced receipt of welfare, and less antisocial behavior. However,

their use in this analysis requires some important modifications. The first

is that the present dollar value of all program effects must be estimated.

For labor output, the dollar value is measured by the program's effects on

earnings. For other benefit components, outside data are needed in order

to estimate the appropriate values.

The second modification needed is to extend the time period for

which the effects are estimated. Data limitations necessitate restricting

the direct analysis of postprogram participantftenefits in Chapter VI to the

effects observed only in the short-run. This translates into effects that

are observed, on average, within the first seven months after termination

from Job Corps. Projecting beyond the period of observation entails drawing

inferences either from the time pattern of effects observed in the short-run

or from independent estimates in other studies. In either of these ways,

the present value of future benefits from the program can be estimated.

Only a longer period of postprogram observation can yield adequate statistical

precision for estimates of the impacts of Job Corps throughout the lives

of participants.

The in-program effects of Job Corps must also be valued for

categories that are simi'ar to the postprogram analysis. This requires

gathering additional information from each sample member and undertaking

special studies to value the products and services produced by Corpsmembers

in work-experience and training projects. Chapter VI aggregates the net
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present value of benefits estimated for three time periodsin-program,

short-term postprogram, and long-term postprogram.

The cost components are not nearly as numerous nor as conceptually

difficult as the benefit components. Almost all costs can be categorized

as either program-operating costs or opportunity costs of participants'

labor. Virtually all are incurred during the in-program period.

Distributional Effects. Thus far, we have discussed the benefits

of the program as if they totally accrue to one group, we have been vague

about who bears the costs. However, the focus of a benefit-cost analysis

should be on the economic welfare of society as a whole. This perspective

can be viewed by asking the following question: Has the totality of goods

and services available for the economic welfare of society been increased

by undertaking the program? Redistributional aspects are usually ignored,

and cnly benefits and costs that involve the use of actual resources are

included. Another way to view the social perspective focuses explicitly

on the distributional effects. Program benefits and costs are valued and

aggregated for Corpsmembers, and then the same calculations are made for

everyone else in society. Because these two groups constitute all members

of society, benefits and costs to society can be obtained from the sums for

the two groups.

3. Analysis of ParttsiaEL221afaction

The purpose behind analyzing Corpsmembers' satisfaction with

Job Corps is to obtain their assessment of the program, both overall and

for specific components.L' Chapter VII begins with an analysis of Corpsmembers'

--The legislation for the Comprehensive Employment and Training Act of
1973 (Section 413(a)1 also mandates " btaining the opinions of participants about

the strengths and weaknesses of the program."
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ratings of center services, both while they were in the program and after

they had been out of the program for some time. Section B of Chapter VII

examines the factors that affect both the length of stay in Job Corps and

the probability of completing the program. The last section of Chapter VII

covers the ratings of postprogram services.

Corpsmembers' assessments in these areas should provide supportive

evidence for the impact and benefit-cost findings in earlier chapters. In

examining participant ratings, we have disaggregated the results according

to the characteristics of Corpsmembers, the centers they attended, and the

services they received. The objective of this disaggregation is to detect

differences among groups and to explain the variation in responses.

B. EVALUATION DESIGN

The previous section discussed all of the objectives in an evaluation

of the economic impact of Job Corps. It should be clear from the discussion

that in order to address all of the relevant policy and research issues,

the study design must be comprehensive. This section summarizes the

evaluation design we developed to meet the objectives of the study.

1. Comparison -Group Methodology

During the design phase of this study, much effort was devoted to

selecting an appropriate comparison group. Operational considerations

prohibited the random assignment of potential Job Corps enrollees to

nonparticipant status. Therefore, considerable effort had to be devoted

to developing a suitable group of nonparticipants with which to compare

Corpsmember behavior, so that the hypothesized impacts of the program

could be tested and the magnitude of the efects of the program could be

estimated.
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Within the constraint against randomization and the budget limitations

for the evaluation, we had to develop a sample design that would both minimize

bias and maximize efficiency in estimating the effects of Job Corps. We had

to take into account two important factors: (1) that Job Corps was geo-

graphically clustered (in terms of the home areas from which Corpsmembers

came and in terms of where the centers were located), and (2) that the

Corpsmembers would already be enrolled. The most efficient procedure called

for sequential matching--first obtaining appropriate sites and then finding

appropriate youths within sites. Finally, we included in the baseline

questionnaire detailed information concerning the Corpsmembers' socioeconomic

backgrounds, so that the comparability of the Corpsmember and comparison

groups could be tested and any differences controlled for in the statistical

techniques.

The first step was to eliminate program sites in order to reduce

the probability of self-selection biases (e.g., more highly motivated

youths enrolling in Job Corps). These were defined as geographical areas

that are saturated by Job Corps participation (i.e., high proportions of

eligible youths entering the program from the site or a location proximate

to a center). The nonsaturated areas were then assigned selection

probabilities in proportion to their similarities to the home areas of

Corpsmembers, based primarily on the poverty and racial compositon of the

areas as determined from Census data.1/

1/
Socioeconomic characteristics of the home areas of recent Job Corps

participants were used to select the locations of the comparison-group sites.
The Primary Sampling Units (PSUs) were five-digit zip-code areas in urban
locations (Standard Metropolitan Statistical Areas) and three-digit zip-code
areas in rural locations. Data from the 1970 Census on population density,
geographic location, percent of poverty families, mean family income, housing
quality, percent of young (16 to 211 adults, percent of Hispanic youths, percent
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Once the control sites were chosen, youths living in these areas

were assigned selection probabilities in proportion to their similarity to

Job Corps participants (actual participants and not just Job Corps eligibles),

based on their poverty, age, race, and educational status. Names of youths

were obtained from school dropout lists and from local employment service

offices. Together, these two sources provided an adequate sampling list

from the universe of youths who participate in Job Corps. School dropout

lists identified young recent dropouts similar to approximately 70 percent

of the Corpsmembers, and the active files at local employment services

provided older youths who had been out of school for a longer time

similar to the other 30 percent of Corpsmembers. A sample of youths

was then chosen to be included in the comparison group, with females

oversampled relative to thelr proportion in Job Corps to increase the

efficiency of estimates computed separately by sex.
/

This quasi-experimental design seems appropriate for our evaluation

and should lead to reasonably precise estimates of the economic impact of the

of black youths, and youth unemployment rates in the PSUs were used to assign
selection probabilities. Regression analysis was used to determine which
of these variables would best predict the home regions of Corpsmembers. For
both three-digit and five-digit zip codes, the best predictor was the percent
of families in the region that had incomes below the poverty level and were
headed by someone younger than 65 years of age. The second best predictor
was the percent of minority youths in the region. The percent of poverty
families by itself explained nearly 30 percent of the variances in the
proportion of Job Corps enrollments by zip-code regions. Probabilities of
selection were then assigned to all of the nonsaturated zip-code areas in the
United States, proportional to their similarity to the home areas of Job Corps
participants, as measured by the percent of poverty families. Proportional
stratifications by race and region of the country were also maintained (see
Technical Reports A and B for more details).

1/The target for the male/female ratio *.vas 50/50 in the comparison
group, as opposed to the 70/30 split for the Job Corps sample.
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program--especially if an appropriate statistical technique is used, as

developed in Chapter IV. The assumptions needed for unbiased and efficient

estimates of the program treatment effects seem plausible provided that

appropriate statistical techniques are used (see Chapter IV).-
1/

There is

no overlap between the Job Corps and comparison-group samples, and the

Corpsmember sample should differ from the comparison group primarily in

terms of access both to information about Job Corps and to Job Corps

centers.-
2/

2. Se..pie Selection

The sample selection procedures were based on the necessity to

balance the evaluation, operational, and cost considerations.2( For the

Job Corps sample, the strategy we chose was to select a random sample of

participants in the program at a point in time. For analytical purposes,

an enrollment-based sample would have had more appeal, but would have been

1/
"Unbiased," as used here, means that, on average, the estimator

should yield a value close to the "true" one. In other words, any biases
are both likely to be small and unlikely to affect the substantive findings
of our evaluation. Of course, all estimates are biased to some extent
because all statistical models are only approximations to reality. "Efficiency"
is defined to mean that the estimator has a sna ler variance than any other
with the same (or smaller' amount of bias and using the same data.

-The comparison-group methodology is further explained and assessed
in Technical Reports A and C. See also the "Interim Report of the Evaluation
of the Economic Impact of the Job Corps Program," Mathematica Policy Research,
August 1978.

3/
-, The sample design is chosen to minimize the cost of obtaining the

desired level of statistical precision for estimates of Job Corps effects
(see Technical Reports A, B, and Cl.
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much more expensive, would have yielded many early dropouts, and would

have greatly delayed the research findings. To obtain an area probability

sample, we used standard procedures to randomly select approximately

one-third of the Corpsmembers in the program during April 1977. Each Corps-

member then at a center had an equal probability of being selected

(approximately one-third).1( For the baseline survey, 5,297 Corpsmembers

were selected, and 5,133 of those were interviewed (completed interviews)

during April and May of 1977. The follow-up sample included everyone from

the original sample who had been out of Job Corps for at least five months

(2,887 youths), and 2,419 interviews were completed. The survey response

rates for the Job Corps samples were 97 percent at baseline and 84 percent

at the first follow-up (see Technical Report B for more details).

Note that Corpsmembers who drop out of the program early are less

likely than program completers to be at a center at any point in time;

hence, they will be underrepresented in a point-in-time survey such as ours.-
2/

l(There were only two exclusions from the sampling frame--youths
or centers outside the continental United States, and nonresident Corps-
members. Justifications for these sample exclusions are presented below.

2/
The fundamental difference between "enrollees" and "participants"

is that Corpsmembers who stay in the program a longer time (i.e., program
completers) will be overrepresented in participant samples compared to all
enrollees. Among Job Corps enrollees, a high proportion (approximately
40 percent), leave the program within ninety days. These early dro,/outb
are replaced continuously by new Corpsmembers, so that a sample of
participants at a point in time has a higher proportion of completers
than found among enrollees. For the MPR ialuation of Job Corps, a
high proportion of program completers is desirable because the impact of
the program on early dropouts is probably negligible. The overrepresentation
of program completers will be partially offset with data from the first
follon-up survey, because all of the early dropouts will have been (pet
of Job Corps long enough (at least five months) to be interviewed, whereas
many of the program completers will have been out only a short time or will
still have been enrolled in Job Corps. In Chapter IV we explain how the
observations are reweighted to obtain unbiased estimates for enrollees.
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There are proportionally more program completers in our sample of Corps-

members than in a representative sample of all enrollees. For all enrollees

in fiscal year 1977, approximately 40 percent will be classified as early

dropouts (terminated during their first ninety days), 30 percent will be

classified as having completed only a portion of the program, and 30 percent

will be classified as having completed a full program; the corresponding

percentages for our first follow-up sample arli 11, 40, and 49, respectively.

To obtain estimates that are applicable to an averAge enrollee will necessitate

reweighting the data (see Chapter IV and Technical Report C).

Two exclusions were made from the Job Corps sampling frame- -

Corpsmembers in centers or from regions outside of the continental United

States, and those not residing at centers. This was done for two reasons:

(1) those two groups represent only a small proportion of Corpsmembers

(less than 1 percent and approximately 5 percent, respectively); and

(2) their backgrounds and program treatment seem systematically different

from the main group, which would probably require separate analyses (which

would necessarily be imprecise) and would reduce the precision of estimates

for the main group.

The previous section covered many of the issues of the comparison

sample design. As was described, a sequential matching procedure was

followed: first, areas were selected that were stmilar tn those where

Corpsmembers lived but which were relatively treatment-free; second,

Job Corps-eligible youths were selected within each region. The final

sample design consisted of fifteen sites with 100 youths in each, or a

total of 1,500 youths.
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To match the Job Corps population, 70 percent of the comparison

sample were chosen to be young, recent dropouts, and 30 percent were chosen

to be older youths who had been out of school for a longer time. From these

groups, 2,116 eligible youths were identified and 1,496 were interviewed

at baseline (June 1977). From this original group of 1,496 interviewees,

all but two were eligible (two deaths) and 1,321 were reinterviewed for the

first follow-up survey (February 1978). The survey response rates for

the comparison-group samples were 71 percent at baseline (many of the

nonrespondents had moved outside the survey sites) and 88 percent at the

first follow-up (see Technical Report B for more details).

3. Data Collection

All three research topics require in-depth data on each sample

member that must be obtained from interviews. Alternative interviewing

strategies were examined to identify the method that would best minimize

response errors, cost, and analytical difficulties. We adopted a strategy

that consisted of administering two sets of in-person interviews. The

first set was administered to Corpsmembers at centers and to the comparison

sample in their homes. The purpose of the first interview was to collect

baseline data on the pre-enrollment period for the Job Corps sample and

similar data for the same period for the comparison sample. The timing

of these interviews represents a compromise between minimizing the length

of the recall period and maximizing the length of the observation period.

The first follow-up interviews were administered approximately

nine months after the baseline. The entire comparison sample and a subset

of the Job Corps sample were reinterviewed. The subset of the Job Corps
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group included all members of the original sample who had terminated

from the program at least five months prior to the second interview. This

criterion ensured an adequate period of postprogram observation within

the constraints of the overall budget and the time permitted for the

evaluation.1/

As noted above, the comparative evaluation of benefits and costs

requires additional data. Data on program costs were provided by the

national Job Corps office. These cost data were supplemented with information

from Job Corps centers (on center expenditures that were not included in

Job Corps' financial data) and the U.S. Office of Management and Budget

(on federal administrative costs that were not included in the Job Corps'

financial data). In addition, special studies were made of a random

selection of Job Corps work projects to value the products and services

provided.2/ Finally, dollar values for many of the benefits had to be

imputed from secondary data sources.3/

'This survey process is described further in Technical Reports Es,
C, and G. .

2/This work is described further in Technical Reports D, E, and P.

2/See Chapter V and Technical Report D for more details.
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IV. ANALYTICAL APPROACH TO ESTIMATING THE

ECONOMIC ELMCTS OF JOB CORPS

Before presenting the main findings on economic impacts, we must

first discuss the econometric techniques and disaggregations used in

estimating the effects of Job Corps. By necessity, this chapter strikes

some compromise between the desirability of fully documenting the appro-

priateness of the techniques used and, at the same time, making this report

readily accessible and comprehensible to a wide audience of people

interested in public policies for disadvantaged youths. On the one hand,

the more technically inclined readers will want to review the more detailed

arguments presented in Technical Report C. On the other hand, readers who

are less interested in econometrics may wish to skim this chapter and

proceed more quickly to the discussion in Chapter V onthe findings for

the effects of the program on Corpsmembers.

Several econometric approaches can be used to estimate the economic

impacts of Job Corps. The alternative approaches involve (1) varying

degrees of control for pre-existing differences between the Job Corps and

comparison-group samples and (2) different levels of disaggregation. The

possible methods of controlling for pre-existing differences range from

(1) simply using the differences in sample means observed during the

postprogram period (i.e., no control variables) to (2) simple regression

adjustments for pre-enrollment differences in the variables of interest, and

to (3) complex regression adjustments for a wide range of possible

pre-enrollment differences and changes between the Job Corps and

comparison-group samples over time. The tradeoffs among these approaches
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and the justification for the method we emphasize are outlined in the first

section of this chapter.

Disaggregations of the estimates primarily involre issues related to

differences in the impacts of Job Corps by (1) characteristics of Corps-

members (e.g., whether the analysis should be performed separately by sex),

(2) time period covered (e.g., whether to treat each month's data as a

separate observation and estimate the time path of impacts versus aggregating

the data over a longer time period), and (3) category of completion (e.g.,

to obtain reweighted estimates that are representative of all Job Corps

enrollees). The second section of this chapter discusses the alternatives

we considered and justifies the levels of disaggregation used in the

empirical work for this report.

A. ALTERNATIVE ECONOMETRIC METHODS

Several possible econometric methods have been used in applications

with comparison groups. In this section we describe the primary methods

we considered and briefly discuss their appropriateness for our samples.

Each method involves varying degrees of control for pre-existing differences

between the Job Corps and comparison-group samples, and each entails

different computational costs. The econometric techniques used must

have both reasonable statistical properties and manageable costs.

1. Before-After Comparisons

Postprogram minus pre-enrollment differences in participant behavior

have often been used to estimate the impacts of employment and training

programs. Using this type of comparison to evaluate Job Corps was explicitly
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rejected because the young age of Corpsmembers places them in a Ariod in

their life-cycle where their economic behavior and status world be changing

rapidly over time regardless of the Impacts of Job Corps. Thtt importance

and wisdom of the decision to reject simple before-after comparisons can

easily be illustrated with the following example. Males in the Job Corps

sample were earning approximately $35.56 more during the week prior to

the follow-up survey than during a typical week in the pre-enrollment

period ($63.10 - $27.54). However, over the same time period (and using

the same data sources), weekly earnings for the comparison group increased

by $25.02 ($52.26 - $27.24). Given the evidence from the comparison

group, it seems likely that a large proportion of the pre- to postprogram

period increase in earnings for former Corpsmembers would have occurred

even-if they had not entered the program.

2. Simple Comparisons between the Job Corps and Comparison Samples

The basic problem with basing impact estimates on simple differences

in sample means between the Job Corps and comparison-group samples is

the lack of randomization in sample assignments. With random assignments

to program and comparison groups and with everyone having equal probabilities

of being selected for either group, a difference in sample means approach

would be appropriate (i.e., the approach would yield unbiased estimates,

although probably less efficient estimates than the regression approaches

discussed below). The sample for this evaluation of Job Corps was carefully

designed to minimize any biases or inefficiencies usually caused by the

lack of randomization (see Chapter III and Technical Reports A, B, and C).
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In addition, the findings from the "Interim Report" generally support the

validity of the comparison group and lend confidence to its use in

statistical analysis."(

By using a difference in sample means estimator for the above

example, we estimate the impact on earnings in the week prior to the

follow-up interview to be $10.84 ($63.10 - $S2.26) for our sample of

male Corpsmembers (which overrepresents program completers). This

estimate seems to be quite adequate for the full sample of males and is

basically unchanged even for complex regression specifications (see below).

However, the difference in sample means approach becomes more tenuous

when estimates are computed for some subgroups of Corpsmembers that differ

substantially from our overall sample of Corpsmembers. For example,

estimates must be made separately by category of termination from Job Corps

so that we can obtain estimates that are representative of all Corpsmembers

and not give too much weight to program completers (see below). In

Chapter VII we show how Corpsmembers who complete the program differ in

some systematic ways from those who do not (e.g., Corpsmembers who are

Hispanic and have a high school diploma are more likely to be program

completers). Therefore, impact estimates based on separate differences

in sample means between the overall comparison group and Corpsmembers

from each category of completion may yield biased estimates.

=The evidence f')r the validity of the comparison groups is
especially convincing when estimates are computed separately for three
groups: (1) males, (2) females who have no children living with them,
and (3) females who have children living with them. For more details,
see "interim Report of the Evaluation of the Economic Impact of the
Job Corps Program," Mathematica Policy Research, September 1977, and
Technical Report C.
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3. Simple Regression Adjustments Used for Most of the Estimates

A straightforward extension of the difference in sample means approach

leads to a regression model that adjusts for pre-enrollment differences in

the variables of interest, allows for a time trend (aging effect), is easy

to understand, and is relatively inexpensive for computations with large

numbers of observations. The basic procedure is to use the pre-enrollment

to postprogram change in sample mean differences between. the Job Corps and

comparison groups as an estimator of job Corps effects. In the earnings

example for males the postprogram difference is $10.84; that is, the male

youths in the Corpsmember sample were earning an average of $10.84 more than

male youths in the comparison group during the oeek prior to the interview.

However, these Corpsmembers were earning $0.30 per week more than the

comparison sample kefore going into Job Corps ($27.54-$27.24), which needs

to be netted out. The pre-enrollment to postprogram change in sample mean

differences yields an estimated impact of $10.54 on participants' earnings

in the week prior to the interview ($10.84-$0.30).1(

Not surprisingly, the pre- to postprogram change estimate turns out

to be very close to the overall difference in sample means between the

Job Corps and comparison groups for males ($10.54 versus $10.84) because

the pre-enrollment differences are minimal (only $0.30). However, the

change estimate diverges greatly from the simple pre- to postprogram

difference in sample means ($10.54 versus $35.56), which ignores the

substantial time trend (aging) effect of $25.02 that likely would have

1'/TheThe pre-enrollment difference is subtracted from the poctprogram
difference because youths in the comparison sample earned less than Job
Corps participants ($0.30 per week less) during pre-enrollment.
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occurred regardless--and did in fact occur for the comparison group (see

above).

For most types of behavior in which we are interested, estimates

based on the pre- to postprogram changes in the difference in sample means

will be very close to a simple difference in sample means at postprogram

(especially for the overall sample). However, these estimates tend to be

very different from the inappropriate before-after comparisons that ignore

the substantial changes in labor supply and related variables over time

1/
for youths as they grow older.

For a more formal illustration of when the change procedure is

appropriate and how it works, assume the following model:

1. The sample mean for some dependent variable (Y) of interest
(e.g., earnings per week) is equal to u for the Job Corps
group during the pre-enrollment time period, O. With an
error term of e

Oi
for individual observations in the

pre-enrollment period, this can be written as

Y = p e for j=1, . ., J,
Oj 0)

where J is the number of youths in the Job Corps sample.

2. The pre-enrollment sample mean for the comparison group
differs from that of the Job Corps group by a, which

can be written as

y = p 4. a e for owl, . . . C,
Oc Oc

where C is the number of youths in the comparison sample.

1/
Por overall estimates, tha change in differences in sample means

is almost identical to the difference in sample means at postprogram, especially
for Job Corps and comparison subgroups of males, females without children, and
females with children, because the pre-enrollme::: differences are close to zero
for these subgroups.
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3. There is a time trend (aging effect) of y and a Job Corps
impact of 6 for the postprogram period. With an error term
of

eli
for individual observations in the postprogram time

period, 1, the equations for the Job Corps and comparison
groups become, respectively,

Y
1)
. =0-1-y+ 6 -1-e1). for j=1. . . J.

y
lc

=p+a--yf s
lc

for c=1, . . . C.

The estimator for the Job Corps effect is

(71,3 7ic) (70J
foe) = 6 random error term,

or, equivalently.

- ) CF
1C

- ) = 6 random error term.
1/

OJ OC

It is apparent that this estimator is unbiased under the assumptions of

the model, which allow for (1) some initial (fixed) differences between

the Job Corps and comparison-group samples and (2) a time traod (aging

effect).

The change estimates, standard errors, and t-statistics can easily

be obtained from a regression of postprogram minus pre-enrollment values

of the dependent variable on (1) a constant term and (2) a Job Corps dummy

variable. To illustrate how this works, we can rewrite the above equations

for pre-enrollment and postprogram, respectively, as

-The change estimator can alternatively be viewed as the difference
between the Job Corps and comparison groups in changes from pre-enrollment
to postprogram.
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= (1 -JC.) a(1-J for i=1, . . . , n (number of observations),Y.
c01

Yli
1

y 6JC e
li

for 1=1, .

where JC equals 1 if the youth is a former Corpsmember, and 0 otherwise.

Subtracting Yoi from Yu. yields

Yli
Yoi = y 6JC.

1
e
11

. e
01

. for i=1, . . . n.

A regression of Y
1
- Y

0
on a constant and JC produces the unbiased estimate

cf the Job Corps effect (i.e., the estimated coefficient for JC equals the

estimate of the Job Corps effect derived above as a change in difference

between sample means), as well as its standard error and the t-statistic.

The estimates of Job Corps impacts in this simple regression framework are

adjusted for individual differences in the values of the dependent variable

at pre-enrollment, but assume the time trends (aging effects) are identical.

The above procedures are easily generalized (see Technical Report C)

to derive simple regression estimators that yield unbiased and efficient

estimates (under the assumptions of this simplified model) for subgroups

of Corpsmembers and variants of Job Corps treatments. One of the most

important generalizations must be made for completion status, so that

separate estimates can be obtained for program completers, partial com-

pleters, and early dropouts.11 These separate estimates are needed to

reweight the observat .ns in order to obtain estimates that are representative

Another important 9,aeralization of the basic procedure (developed
in Technical Report C) must be made for females, in which case we need to
control for the presence of children. The presence of children may affect
the impact of Job Corps on female participants, as well as affect their
unusual behavior in the absence of Job Corps.
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of all C4Epzmembers, because (1) our sample has a disproportionately

large number of completers and (2) sizable differences in Job Corps effects

are found by completion status (see Chapter V).

The procedure used to obtain separate estimates for each completion

category adjusts for pre- existing differences among the groups (i.e., program

coepleter, partial completer, early dropout, and comparison). However,

it assumes that the growth over time for the dependent variables of interest

(e.g., earnings) would have been the same for all groups in the absence of

Job Corps. To obtain an estimate of the Job Corps impact for a particular

completion category, the generalized change procedure uses the pre- to

postprogram change in the difference in sample means between the Corpsmembers

in that completion category and the comparison group (which does control

for pre-existing differences between the two groups).

As an example, consider the impact of Job Corps on weekly earnings

for program completers. During the week prior to the follow-up interview,

program completers earned an average of $21.27 more than youths in the

comparison sample 074.16-$52.89). However, during the pre-enrollment

period, program completers earned an average of $1.98 per week less than

comparison-group members ($25.97 - $27.95). Therefore, the estimated impact

of Job Corps. on the weekly earnings for program completers in the week prior

to the first follow-up interview is $23.25 ($21.2741.98).
1/

The change estimators have good statistical properties under reasonable

assumptions, and generally yield estimates that are similar to those obtained

'The pre-enrollment difference is added to the postpxogram
difference because youths in the comparison group earned more than program
completers during pre-enrollment.
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from more complex specifications (see below). The change estimators

control for pre-existing differences between participants and the comparison

group by netting out pre-enrollment differences in the dependent variables

of interest (i.e., the most important explanat...ry variable, even in the

complex regressions). These change estimators are also both inexpensive

to compute and easy to interpret. Therefore, the impact estimates presented

in the next two chapters (V and VI) are based primarily on these procedures

(however, exceptions are noted).2/

4. Complex Regression Adjustments

More refined procedures for multiple regressions have been estimated

(see Technical Report C), and they support the robustness of the empirical

findings presented in the next two chapters, which are based on the simple

change specification developed above. Basically, the refined procedures

involve treating the lagged v:lue of the dependent variable as a separate

explanatory variable and adding other variables that are hypothesized to

explain the behavior being examined. The resulting more complex specifi-

cations adjust for (11 differences between the underlying postprogram and

pre-enrollment equations and (2) systematic differences in the time trend

(aging) effects between the Job Corps groups (e.g., by completion status)

and the comparison sample.

1/
We are continuing to test more elaborate specifications to obtain

more refined estimates and, more important, to ensure that the findings are
not sensitive to reasonable changes in the underlying assumptions. Estimates
for groups in which there are small numbers of observations (e.g., early
dropouts and females without children) generally have large standard errors
and, hence, will tend to be more sensitive to the econometric specifications.
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The regression equation for an overall Job Corps effect becomes

(similar to the above notation):

Y * 8
0

8
1

Y
Oi

8
2
Jc + x.

3 1 i

where82isuowtheJobCorpseffect;X.is a vector of explanatory

variables (such as age, race-ethnicity, seasonality, pre-enrollment

health, and other exogenous explanatory variables) with coefficients 83,

and u. is a random error term. The estimated Job Corps effect (02) is now

net of differences in the values of these explanatory .variables

(the X's), as well as differences in the values of the dependent variable

at pre-enrollment (Y). This more elaborate specification yields similar

results to the simple regression estimates discussed above, for two reasons:

(1) the lagged dependent variable completely dominates all other explanatory

variables, and (2) the multiple correlation between the Job Corps variable

and the other explanatory variables tends to be very low (i.e., the

implementation of the sample design was very successful.1/

1/
-.The correlation between Job Corps variables and other explanatory

variables increases when separate estimates are obtained by completion
status (see Technical Report C), thereby increasing the variability of
estimates, especially for early dropouts. (In addition, the number of
observations is small for early dropouts, as noted above.) The more
elaborate procedures will generally yield better estimates than those
from the simpler change specifications in two cases: (1) if enrollment
in the Job Corps (versus the comparison sample), is correlated with errors
in the dependent variables at pre-enrollment (e.g., if transitory reductions
in earnings are more prevalent in the pre-enrollment experiences of Corps -
members).; and (2) if the initial differences between the Job Corps and
comparison group are changing over time (from differential changes in the
underlying independent variables, the X's, or their coefficients, the 8's).
Neither of these two conditions seems to hold either for our full sample
or for the subgroups that are of interest (see Technical Report C).



1

Even when we control for unobserved differences that affect both

Job Corps status (JC) and the dependent variable of interest (i.e.,

correlations between u and JC in the above equation, so that JC becomes

endogenous), we obtain similar estimates to the simple change specification

(see Technical Report C). With a variety of complex (and computationally

costly) specifications, we obtained virtually the same Job Corps effects

on earnings for the three completion categories as with the simple change

specification. For Job Corps overall, the simple change specification

also yields approximately the same findings as complex regressions, with

slightly lower earnings gains for males and slightly higher earnings

gains for females in most cases.

These findings may seem surprising because, despite our efforts

to ensure that the comparison sample differs from the Job Corps sample

only in terms of random access to information about Job Corps and proximity

to Job Corps centers, program completers could have higher growth potential

for labor-market activities than either noncompleters or members of the

comparison group (e.g., more motivation and higher innate abilities/.

This higher growth potential would, in turn, be attributed to a Job Corps

effect for program completers (upward bias) in the simple change specifica-

tion, because it is not controlled for (i.e., no adjustments are made for

these variables). As can be inferred from the findings in Chapter VII on

who completes the program, however, there are equally strong reasons to

believe that program completers have lower, growth potential for labor-

market activities than either noncompleters or members of the comparison

group (downward bias in the simple estimates for program completers).

Corpsmembers who have lower opportunity costs to staying in the program
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(because, for example, they have lower labor-market potential for

uncontrolled reasons) stay in Job Corps longer and are more likely to

complete the program. On the whole, controlling for pre-enrollment

differences in the dependent variables of interest (by using the changes

from pre-enrollment to postprogram in sample differences) seems to be

a reliable empirical approach, and more complex regressions would

contribute little to the findings (and require much additional computational

expense).

B. DISAGGREGATIONS USED IN THE ANALYSIS

In addition to choosing an econometric methodology for the empirical

work, we had to decide among possible disaggregations of Job Corps impacts.

In this section we discuss potential disaggregations by characteristics

of Corpsmembers, by time period covered, and by category of completion

(to obtain estimates that are representative of all Job Corps enrollees).

In discussing each of these types of potential disaggregations, we will

also juAtify the procedures actually followed.

1. Age, Race-Ethnicity, Sex, Marital Status, and Presence of Children

Before undertaking the main impact analysis, some straightforward

labor-supply equations, with hours and earnings as dependent variables,

were estimated for various subgroups to test (with Chow tests) the necessity

for performing separate analyses.1( The results showed that youths could

be pooled together for estimation purposes across age, race-ethnicity, and

l(See Technical Report C for more details.
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marital-status subgroupings. These preliminary regressions also showed

(not surprisingly) that separate estimates should be computed for three

subgroups: (1) males, (2) females who have no children present, and

(3) females who have children living with them. Perhaps the most

surprising finding is that marital status was not crucial in the labor-

supply relationships for females. However, the presence of children did

make a substantial difference. one plausible reason that marital status

did not seem to affect the labor-supply decisions of young women is because

most of the single females lived with their parents, other relatives, or

friends, which may have had some familial types of effects on their behavior

that were similar to being married (e.g., alternative sources of income

within the family unit).

The "Interim Report" a....so showed that most differences between the

Corpsmember and comparison-group samples disappeared when results were

analyzed separately for males, childless females, and females with children

present. In keeping with these findings, we computed the impact estimates

separately for males, childless females, and females with children present.

2. Time Period

Estimates are presented for three types of time periods: (1) for the

week prior to the interviews (2) for values of the variables averaged over the

entire postprogram observation period (which differed in length among individual

Corpsmembers):14/ and (2) for pooled time periods that include data for each

1 -The postprogram follow-up period averaged seven months but

differed among individual Corpsmembers. When the fractional months at the
beginning and end of the follow-up Period are taken out, an average of six
full months of data are available.
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month on each individual as a separate observation. The data for the week

before the interview should provide accurate estimates of the effects of

Job Corps at a point seven months (on average) after Corpsmembers leave the

program. The data covering the last week should have the lowest survey

response errors, because recall errors should be much lower than for the rest

of the time period between the baseline and follow-up interviews.

The aggregate (averaged) data for the entire postprogram period

provides a convenient summary of what has happened to Corpsmembers since

they left the centers, and the averaging should help net out some of the

response errors. Disaggregating the data by month, while very expensive

to construct and use, provides a graphic picture of the time path of the

effects for former Corpsmembers. Together, the estimates for these three

different tit: dimensions yield comprehensive information on the short-term

economic impacts of Job Corps on participants.

3. Obtaining Estimates that are Representative of All Enrollees in Job Corps

As discussed in Chapter III, our sample design overrepresents

program completers because youths who stay in Job Corps for a long period

of time have a higher probability of being at centers at any point in time

(i.e., when the sample was drawn). There is not a perfect correlation

between length of stay and program completion, however, because given

the individualized and self-paced nature of Job Corps instruction, some

youths can complete the program faster than others. In fiscal year 1977

the rgoportions of all Job Corps enrollees who became program completers,

partial completers, and early dropouts were approximately 30, 30, and

40 percent, respectively. A partial completer is defined as a Corpsmember
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who stays in the program for at least ninety days, but who does not complete

the program: early dropouts are defined as youths who terminate from

Job Corps before the end of their first ninety days at a center. In

contrast, the proportions of program completers, partial completers, and

early dropouts for our sample are approximately 49, 40, and 11 percent,

respectively. Therefore, in order to obtain impact estimates that are

applicable to the average Job Corps enrollee, we can use this knowledge

of the "correct" proportions by completion status to reweight the

observations. Estimates weie computed separately for program completers,

partial completers, and early dropouts, and were then added together with

weights of 0.30, 0.30, and 0.40, respectively.

This reweighting procedure should provide accurate estimates.

However, there are some potential biases with our first follow-up sample

that work in opposite directions. Even though we obtain similar estimates

of effects by completion status after controlling for all sorts of exogenous

variables (in addition to adjusting for pre-enrollment differences in the

dependent variables of interest), the estimated impacts for completers may

be biased upwards because nearly one-half of the baseline sample of Corps-

members were still in the program at the cutoff date for the first follow-up

survey. Therefore, the first follow-up sample of completers probably has

too many youths who have high innate abilities and who complete the Job

Corps program quickly (as opposed to youths who move through the program more

slowly and are more likely to still be in Job Corps at the cutoff date).

Similarly, the first follow-up sample may'have too few completers from the

youngest age cohort because younger Corpsmembers will have entered the
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program a shorter time ago, on average, than older Corpsmembers. In

contrast, there may be some downward bias for Corpsmembers because they will

have been out of Job Corps a shorter time than noncompleters on average and,

hence, are closer to the time when employment and earnings were low from

re-entering the labor market (see Chapter V). This downward bias for

completers is likely to be especially strong when data are averaged over

the entire postprogram time period, because the postprogram period for

completers will contain disproportionately fewer months beyond the initial

transition period than the postprogram period for noncompleters.
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V. ANALYSIS OF EFFECTS ON CORPSMEMBERS

One of the primary goals of Job Corps is to help participants

improve their lifetime economic prospects. In this chapter we present

findings on how successful Job Corps is in meeting this goal for the

first few months after Corpsmembers leave the program. More specifically,

we provide evidence on whether Job Corps is having the desired impacts

of (1) increasing employment and earnings; (2) improving future labor-

market opportunities through additional education, training, and work

experience, as well as improving job mobility, health, and the opportuni-

ties for entering the military service; (3) reducing dependence on cash

welfare, in-kind welfare transfers (e.g., Food Stamps and subsidized

housing), and other cash transfers (e.g., Unemployment Insurance and

Workers' Compensation) from public programs: and (4) reducing antisocial

behavior, such as drug and alcohol abuse and criminal activities. The

estimates of these desired impacts are broken down further by duration of

stay in Job Corps (according to program completion categories) and by

differences in the characteristics of both Corpsmembers and centers.

Furthermore, we present graphic estimates of the time path of impacts

from the point at which Corpsmembers leave the program until eight months

later. Detailed findings are presented for each of the four areas of

desired impacts listed above in Sections A through D, respectively.

A. FINDINGS FOR LABOR MARKET ACTIVITIES

In general, we found large and statistically significant increases

in employment and earnings for program completers, and erratic effects for
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early dropouts and partial completers (often negative but usually

statistically insignificant). The positive effects showed up most

prominently in the data covering the week before the follow-up interview

but became greatly attenuated, and even negative, when they were averaged

over the entire postprogram period. The estimates by the length of time

out of the program show that this is caused by the temporarily low

earnings as Corpsmembers re-enter the labor market during the first few

months after leaving Job Corps, which cancel out the positive impacts

observed for the time period just prior to the follow-up interview.

1. Impacts for the Week Before the First Follow-up Interview

Tables V.1 through V.3 smmarize the findings for the week prior

to the follow-up interview (an average of seven months after the parti-

cipant sample left Job Corps). As discussed in Chapter IV, separate

estimates need to be computed for three subgroups--(1) males, (2) females

who have no children present, and (3) females who have their children

living with them--because of significant differences in effects among these

subgroups. The separate estimates are presented in Tables V.1, V.2, and

V.3 for males, females without children, and females with children,

respectively.

For all measures of work activities (i.e., labor-force participation,

looking for work, employment, military service, earnings, and hours), there

are positive, large, and statistically significant effects for male program

completers. For the civilian measures of work activities, males who

completed the Job Corps program were more likely to be in the labor force by

almost 10 percentage points, and they had an increase in employment of
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TABLE V.1

ESTIMATES OP ENPLOMENT AND RELATED EFFECTS IN WEEK PRIOR TO INTERVICtis

Variable

Onweighted
Sample
Ndan For
corpsmembers

At_Pollow-Op

Onweighte4 Average
Meuse. Job Corps
Job Corps Effect For
Effect 79r Program
Seur4ple Computers

TOR LAST MEW

Average
Job Corps
Effect For
partial

Comp leters

Average
Job Corps
Effect For
Early
Dropouts

Average
Job Corps
Effect For
All Enrollees

Average
Job Corps
Effect For
Enrollees With
Noncompleters

Assumed To Be Zero

A. PPON 8LS OUESTIONS

Civilian, in labor force 0.088 0.050 0.097 0.020 0.007 0.040 0.029

In labor force or military 0.890 0.061 0.100 0.031 -0.002 0.030 0.030

Active. Including military-q 0.656 0.070 0.124 '..025 -0.004 0.043 0.037

Employment, civilians 0.546 0.064 0.132 0.016 -0.035 0.030 0.040

In military 0.091 0.045 0.010 0.018 -0.013 0.024 0.024

In training or work,
experience program.
civiliensgf 0.044 0.020 0.025 0.013 0.029 0.023 0.007

In school. clVlllans' 0.110 -0.012 -0.017 -0.012 0.009 -0.005 -0.005

Earnings per week, civilians $62.46 10.54 23.25 1.65 -8.57 3.43 6.90

Earnings per week, including
military

Civilian employment

$69.31

$56.70

12.38

6.14

26.69

15.74

2.53

0.03

-13.66

-11.04

3.30

0.00

8.01

4.71

Nilitary $12.61 6.24 10.95 2.50 -1.82 3.30 3.30

Employed full-time. civilians 0.342 0.074 0.143 0.025 -0.025 0.040 0.043

Employed full-time, including
military

0.401 0.101 0.183 0.037 -0.031 0.054 0.055

Hours per week on civillaa
jobs

10.33 3.04 5.65 . 1.31 -1.25 1.59 1.70

Hours per week if °splayed 33.29 2.06 3.03 3.43 -0.14 1.08 0.91
In civilian job

Dourly wage rate for civilian $3.47 -0.86 -0.13 -1.74 -0.70 -0.84 -0.04
__wioyment
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Taut V.1 (Continued)

Variable

Unweighted
Sample
Mean Vor
Corpsmembers
At Follow-Up

Unweighted
Average
Job Corps
Effect For
Sample

Average
Job Corp.
Effect For

Program
Completer.

Average
Job COrps
Effect For
Partial
Completer*

Average
Job Corps
Effect For
Early
Dropouts

VARIABLES

Average
Job Corps
Effect For
All Enrollees

Average
Job Corps
Effect For
Enrollees With
Noncompleters

Assumed To Be Zero

D. FRONTIHE LINE INFORMATION ON WORK HISTORIES AHO RELATED

employment or looking for
work, civilians

0.785 0.029 o.oao -0.007 -0.047 0.003 0.024

Employment or looking for
work, including military

0.804 0.040 0.094 -0.705 -0.03? 0.032 0.028

Looking for work. civilians 0.364 0.02? -0.00S 0.060 0.036 0.031 -0.001

Active, including military-W 0.628 0.073 0.138 0.011 0.01S 0.051 0.041

1 Employment. civilians 0.503 0.019 0.111 -0.053 -0.084

-:::::

0.033

1.,3
In military 0.091 0.045 0.079 0.010 -0.013 0.024

C7
41

I

In training or work-
experience program,
civillans21 0.044 0.9:16 0.076 0.044 0.100 0.079 0.0:23

In school. civilians 0.110 -0.v12 -0.01? -0.012 0.009 -0.00S -0.005

Civilians in tnion job-W 0.095 0.015 0.046 -0.012 -0.014 0.00S 0.0i4

Civilians in PSE cot-W 0.063 0.013 0.026 0.019 0.026 0.024 0.008

216

I/The estimates of Job Corps effects are adjusted for pre-enrollment differences in the variables between the Job Corps and

comparison samples. except where noted (for more details see Section IV.3).

1/The information on training. wo rk-experience. and school programs comes from the time-lino data on work histories and, related

activities. The information on military service was verified with official records.

2/appropriate baseline measures were not available for these variables. and the estimates are simple Job Corps minus comparison group
means at postprogram.
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TABLE V.2

ESTIMATES OF BNPIDYNENT MD RELATED EFFECTS IN WEEK PRIOR TO INTERVIEW: FEMALES armour amoacall

Variable

Unweighted
Sample
Mean for
Corpsmembers
At Follow-up

Unweighted
Average
Job Corp.
Effect For
Sample

Average
Job Corps
Effect for
Program
Compl.ters

Average
Job Corps
Effect For
Partial
Compl.t.rs

Average
jot, Corps

Effect For
Early
Dropouts

Average
Job Corps
Effect For
All Enrollees

Average
Job Corps
Effect For
Enrollees With
Noncompleters

Assumed To Be Seto

A. TKO agoursTioas FOR LAST mutt

Civilians in labor force 0.76$ 0.110 0.202 0.033 -0.051 0.050 0.061

In labor force or military 0.773 0.129 0.216 0.039 -0.051 0.056 0.065

Active, including militsry5( 0.517 -0.001 0.050 -0.071 -0.082 -0.039 0.015

employment, civilians 0.300 0.030 0.006 -0.029 -0.080 -0.015 0.026

in military 0.024 0.018 0.024 0.009 -0.006 0.008 0.007

In training or work -

experience program,
civilians) 0.032 -0.000 -0.010 -0.020 0.030 0.003 -0.003

In school, civillansY 0.146 -0.080 -0.062 -0.111 -0.030 -0.066 -0.020

Earnings per week, civilians $30.30 13.72 22.52 3.51 1.12 0.26 6.76

Earnings per week, including
military

e Civilian employment

$40.53

$37.20

14.99

12.49

23.30

20.05

5.40

4.23

-0.34

0.49

0.52

7.47

7.01

6.01

Military $3.33 '2.50 3.33 1.25 -0.03 1.05 1.00

Employed full-time, civilians 0.229 0.040 0.073 0.017 0.023 0.036 0.022

Employed full-time, including
military

0.246 0.064 0.093 0.029 0.021 0.045 0.020

Hours per work on civilian
jobs

12.03 2.97 4.76 1.23 -0.96 1.41 1.43

Hours per week if employed
in civilian job

32.57 4.89 2.87 9.08 4.01 5.19 0.86

Hourly wage rate for civilian $2.96 0.16 0.45 -0.45 0.69 0.29 0.14

AMPIOYment
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TABLE V.2 (Continued)

Variable

Unwelghted
Sample
Mean For
Corpsmembers
At Follow-Up

Unwaighted
Average
Job Corps
Effect For

Sample

Average
Job Corps
Effect For
Program
Completer.

Average
Job Corps
Effect For
Partial
Completer&

Average
Job Corps
EffPct For
Early
Dropouts

Average
Job Corps
Effect For
All Enrollees

Average
Job Corps
Effect For
Enrollees Nith
Noncompleters
Assumed To Be Zero.

B. FROM TIME LINE INFORMATION ON NOME HISTORIES AND RELATED VARIABLES

Employment or looking for
work, civilians

Employment or looking for
work, including military

Looking for work, civilians

Active. includinormilitarief

Employment, civilians

In military

In training or work -
experience program,
eivillans2(

in school. eiVillansgt

Civilian, in union job-q

Civilians in PEE lobq-

0.704

0.71i

0.384

0.506

0.374

0.024

0.032

0.146

0.079

0.037

0.119

0.129

0.i83

0.020

-0.041

0.018

-0.009

-0.080

0.052

0.004

0.193

0.207

0.205

0.076

0.011

0.024

-0.021

-0.067

0.061

0.017

0.047

0.050

0.182

-0.050

-0.110

0.018

-0.001

-0.111

0.058

-0.01/

-0.039

-0.033

0.062

-0.051

-0.082

-0.013

0.027

-0.030

-0.027

-02011

0.056

0.064

0.141

-0.012

-0.063

0.008

0.004

10.066

0.025

0_001

0.058

0.062

0.061

0.023

0.003

0.007

-0.006

-0.020

0.018

A AA%

A/The estimates of Job Corp. effects are adjusted for pre - enrollment differences in the variables between the Job Corps and
comparison Samples. except where noted lfok more details see Section 1V.3/.

tiThe information on training. work-experience. and school programs comes from the time-line data on work histories and related

activities. The information on military service was verified with official records.

S/Appropriate baseline measures were not available for these variables, and the estimates are simple Job Corps minus comparison group
means at postprogram.

220 221.



222

TABLE V.3

ESTIMATES OP EMPLOYMENT AND RELATE° EFFECTS IN WEEK PRIOR TO INTERVIEW: FEMALES WITS CNILDRENV

Variable

thwel9hted *weighted
Sample Average

Mean For Job Corps

Corpmsembers Effect For
At Follow -Up L_ Sample

Average
Job Corps
Effect For

Ptegree
ComPleters

Average
Job Corps
Effect

Compieters

Average
Job Corps
Effect For

Dropouts

Average
Job Corps
Effect For
All Enrollees

Average
Job Corps
Effect For
Enrollees With
Noncompieters
Assumed To Be Zero

A. FROM BLS QUESTIONS FOR LAST WEEKW

Civilians In labor force 0.5e 0.031 0.154 -0.036 -0.247 -0.063 0.046

In labor force or military 0.094 0.032 0.155 -0.035 -0.245 -0.062 0.046

Active. Including militarig,

Employment. civilians

0.271

0.198

-0.070

-0.064

-0.008

-0.029

-0.141

-0.071

-0.068

-0.190

-0.072

-0.106

-0.002

-0.009

In eilitary 0.0 0.0 0.0 0.0 0.0 0.0 0.0

In training or work-

experience program,
eiviiiansW 0.052 0.012 0.004 -0.016 0.141 0.053 0.001

In school. civillane 0.052 -0.081 -0.044 -0.133 0.042 -0.070 -0.013

Earnings per week. civilians $18.48 -3.15 -1.09 -6.16 -1.50 -2.78 -0.33

Earnings per week. Including

military

Civilian employment

$18.48

$18.40

-4.09

-4.09

-2.60

2.60

-6.39

-6.39

-2.32

-2.32

-3.63

-3.63

-0.78

-0.78

Military $0.00 0.0 0.0 0.0 0.0 0.0 0.0

Employed full-time. civilians 0.094 -0.050 -0.033 -0.045 -0.137 -0.078 -0.010

Employed full-time. Including
military

0.094 -0.050 -0.034 -0.046 -0.138 -0.079 -0.010

*ours per week on civilian
jobs

5.65 -1.35 1.99 -3.49 -7.36 -3.39 0.60

Hours per week if employed
in civilian job

25.22 1.08 8.72 -8.05 0.00 0.20 2.62

Hourly wags rate for civilian
employment

$4.42 0.33 -3.21 2.42 0.00 -0.24 -0.96

(continued/



TAME V.3 (Continued)

Variable

..
Unweighted Unweighted Average Average Average

Sample Average Job Corps Job Corps Job Corps Average .

Mean For Job Corps Effect For Effect For Effect For Job Corps

Corpseembers Effect For Program Partial Early Effect For

At Follow-up Sample Completer* Completer, Dropouts All Enrollees

Employment or looking for
work. civilians

Employment or looking for
work, including military

Looking ter work. civilians

Active, including military-9/

Employment, civilians

In military

In training or work-
experience program.
niviliansEf

in school. civiliansEf

Civilians in union job8'

Civilians in PSE job'

B. FROM TIME LINE INFORMATION ON WORK HISTORIES AND BELATED VARIABLES

Average
Job Corps
Effect For
Enrollees With
Noncompleters
Assumed To Be Zero

0.050 -0.019 0.115 -0.054 -0.499 -0.181

0.050 -0.015 0.123 -0.058 -0.444 -0.158

0.354 0.052 0.111 0.089 -0.382 -0.093

0.250 -0.091 -0.030 -0.166 -0.068 -0.086

0.177 -0.062 0.002 -0.115 -0.143 -0.091

0.0 0.0 0.0 0.0 0.0 0.0

0.052 -0.034 -0.001 -0.139 0.244 0.056

0.052 -0.081 -0.044 -0.333 -0.042 -0.070

0.034

0.037

0.033

-0.009

0.001

0.0

-0.0002

-0.013

0.052 0.012 0.027 -0.015 0.051 0.024 0.008
0.052 0.012 0.004 0.035 0.040 -0.004 0.U01

1/TAe estimates of Job Corps effects are adjusted for ;we-enrollment differences in the variables between the Job Corps and comparison
samples, except where noted (for more details see section IV.3).,

P/Vte information on training, work-experience. and school programs coves (roe the time-line data on work histories and related
activities. The information on military service was verified with official records.

,Appropriate bagman. measures were not available for these variables, and the estimates are simple Job Corps minus comparison group
means at Postprogram.
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approximately 13 percentage points and in full-time employment (i.e.,

working at least thirty-five hours per week) of approximately 14 percentage

points. They worked almost six hours more per week, and they earned

over $23 more per week (i.e., an increase of over $1,200 in annual

earnings). Furthermore, their probability of being in the military

service was approximately 8 percentage points higher.

All of the large effects shown in Table V.1 for Corpsmen who

completed the program are, of course, significantly different from zero at

greater than the 99 percent level of statistical confidence. In

contrast, the impacts for males who were only partial completers, while

still positive, are small and statistically insignificant. The estimated

impacts for early dropouts are negative, but are also small and

insignificantly different from zero (as with the partial completers). As

shown in the last two columns of Table V.1, the average effect for all

enrollees is still quite large, especially if the statistically insigni-

ficant effects for noncompleters are set equal to 0, as in the final

column (e.g., an earnings gain, including that from the military, of $8.01

per week, or over $400 per year).1/ For all Corpsmen, the most precise

estimate of overall earnings gains attributable to Job Corps (including

military earnings) from our sample (i.e., without assuming zero effects

for noncompleters) is $3.30 during the week before the follow-up survey.

1 -The benefit-cost analysis uses our best point estimate, which
includes the insignificant effects for noncompleters and yields an
estimate of annual earnings gain of $171.60 for Corpsmen (i.e., $3.30 times
52). A prior decision was made to use only the best point estimates for
the benefit-cost analysis in order not to appear to be arbitrarily (or
711ectively) excluding results. Because estimates for a wide variety of
benefits and costs are included, statistically insignificant estimates
o' effects near zero should tend to cancel out.
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This average weekly earnings gain for all male enrollees is just over $171

at an annual rate, and is based on reweighting the observations to correct

for the fact that our sample overrepresents completers. (Again note that

our sample of Corpsmembers contained 49 percent program completers, 40

percent partial completers, and 11 percent early dropouts, as compared to 30,

30, and 40 percent, respectively, for Job Corps as a whole in fiscal year 1977.)1

As discussed earlier (see Section XV.B.3), the differences in

estimates that we observe among completion categories seem to be attri-

butable to separate treatment effects and not to differences in the

underlying characteristics of youths who. select into the different comple-

tion statuses. We obtain similar results to those presented in this

chapter even when we control (i.e., adjust) for several potential differences

As discussed in Chapter IV, 30 percent of all Corpsmembers were
program completers, 30 percent were partial completers, and 40 percent were
early dropouts in fiscal year 1977. However, our sampling approach over-
represented completers (49 percent full completers, 40 percent partial
completers, and 11 percent early dropouts). Therefore, to obtain estimates
that are representative of all Corpsmembers, we have to reweight the
estimates by completion category as follows:

Average for All Enrollees = 0.30 (Average for Program Completers)
0.30 (Average for Partial Completers)
0.40 (Average for Early Dropouts).

Chapter XV presents additional details on the need and justification for
this reweighting of observations. In addition, note that the relationship
between the unweighted average for our sample and the separate estimates by
completion categories is as follows:

Unweighted Average for Sample = 0.49 (Average for Program Completers)
4. 0.40 (Average for Partial Completers)
+ 0.11 (Average for Early Dropouts),

which clearly shows how the unweighted average overrepresents Corpsmembers
who are completers. Because the estimated impacts of Job Corps are usually
larger for completers, the effect of the reweighting to obtain representative
enrollee estimates lowers the estimates compared to the unweighted sample mean.

- 209 -
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among Corpsmembers (including factors such as pre-enrollment values of the

dependent variables, age, race-ethnicity, education, training, previous

work history, health, etc.). In Chapter VII we show how completers seem

to include both youths with high abilities and those with low labor-market

opportunities (lower opportunity costs to staying in the program), which

will result in opposite biases when we attempt to estimate the impacts

attributable to program completion, as opposed to impacts attributable to

underlying differences among completers (upward bias from youths with

high innate abilities, and downward bias from youths with low labor-market

potential). Our best estimate with the current follow-up data (see

Technical Report C for more details) is that the biases are largely

offsetting after controlling for pre-enrollment differences (which we do

throughout this chapter), so that the impacts we estimate for program

completers can be attributed to completion.

With our first follow-up sample, there is some potential for

additional biases, and, once again, the effects will work in opposite

directions. Even though we obtain similar estimates of effects by

completion status after controlling for all types of variables, the

estimated impacts for completers may be biased upwards because nearly

one-half of the baseline sample of Corpsmembers were still in the program

at the cut-off date for the first follow-up survey. Therefore, the first

follow-up sample of completers probably has too many youths who have high

innate abilities and, hence, complete the Job Corps program quickly (as

opposed to youths who move through the program more slowly and, hence,

- 210 -
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are more likely to still be in Job Corps at the cut-off date). Similarly,

the first follow-up sample may have too few completers from the youngest

.age cohort because younger Corpsmembers will have entered the program a

shorter time ago, on average, than older Corpsmembers. In contrast,

there may be some downward bias for completers because they will have been

out of Job Corps a shorter time than noncompleters on average and, hence,

are closer to the time frame when employment and earnings are low from

just re-entering the labor market. This downward bias for completers is

likely to be especially strong when data are averaged over the entire

postprogram time period, because the postprovam period for completers will

contain disproportionately fewer months beyond the initial transition

period than the postprogram period for noncompleters. More precise

estimates of completion effects can be estimated with data from the next

follow-up survey because (1) almost all of the baseline Corpsmember sample

will be out of the program and will be able to be interviewed, and (2) the

postprogram observation period will be much longer than for the first

follow-up survey on average (the expected average is approximately fifteen

months--over twice as long).

The labor-market and related effects for females without children

(SS percent of the Corpswomen who had been out of the program for an

average of seven months) are similar to those for males in the week prior

to the first follow-up interview (see Table V.2). For Corpswomen who

completed the full program the estimated labor-market impacts are similar

to those for male Corpsmembers--of a similarly large magnitude and high

statistical significance. The estimated impacts are slightly larger for

- 211 -
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labor-force participation and slightly smaller for most other variables.

For noncompleters, as compared to males, the impacts for females without

children tended to be approximately the same for partial completers and

slightly larger for early dropouts. However, these patterrl between

females and males are not always clear (partly because the estimates for

partial completers and early dropouts have large standard errors for both

females and males).

The average reweighted effects for all enrollees tended to be

larger for childless females than for males, particularly for earnings and

hours worked. The larger estimated impacts for the average (reweighted)

for all female enrollees (as compared to males) is due primarily to more

positive effects for early dropouts. For all female enrollees without

children, we observe an average gain in weekly earnings of $8.52 (approx-

imately $443 on an annual basis) if all categories of completion are

averaged in, and $7.01 (approximately $365 on an annual basis) if the

insignificant effects for noncompleters are set equal to O. This

compares to $3.10 and $8.01, respectively, for males.

There were very few Corpswomen in the sample with children. Only

100 Corpswomen (accounting for less than 5 percent of the entire Corpsmember

sample) had children of their own (including stepchildren and foster children)

living with them at the time of the first follow-up interview (on average,

seven months after leaving Job Corps). The impacts for Corpswomen with children

(presented in Table V.3) appear to be very small, and the estimates are not very

212
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precise. All impacts for females with children are not only close to 0 in

magnitude, but are also statistically insignificant)/

Two anomalous effects show up in the estimates for labor-market

and related impacts in the week prior to the first follow-up interview.

First, the effects on activity rates (work, military, training, z..r. school)

tend to show reductions for female Corpsmembers. These estimated reductions

in overall activity for females are basically small and statistically

insignificant, however, and occur primarily because of reductions in high

school attendance for former Corpsmembers. These reductions in high

school attendance are, in turn, due at least in part to the timing of

terminations from Job Corps within our sample (late summer and early fall)

and to the GEDs Corpsmembers earned while they were in the program (see

Section V.C, below).

Second, the findings for wage rates among male Corpsmembers are

somewhat more puzzling. Our estimates suggest that Corpsmen tended to

earn slightly less per hour than they would have earned had they not

eLrolled in Job Corps. In contrast, we find that Corpswomen without

children received slightly higher wages. However, the negative wage im-

pacts for males are statistically insignificant (i.e., they easily could

be 0 or above); hence, it is not clear what to make of them. On the

other hand, the positive wage impacts for females are statistically

Because of the small number of observations for females with
children and the generally small magnitude and insignificance of estimates
of Job Corps impacts for them, we will not discuss their results further

in the text. However, we continue to present tabulations of findings for

all groups.
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significant (i.e., they are likely to be greater than 0). A zero wage

rate effect, as observed for Corpsmen, could occur even with increased

employability if that employability manifests itself only through hours of

work and earnings, and not through wage rates--perhaps because of (1) an

excessive supply of youth labor combined with a minimum wage law, or (2)

some youths trading off additional hours (and earnings) for slightly lower

wage rates.

2. Impacts for the Initial Months after Leaving Job Corps

Estimates for the average Job Corps effects on employment and

earnings over the entire postprogram period (from the time of termination

to the first follow-up interview--an average of six full months1/) pro-

vide a decidedly different picture. When Corpsmembers work histories

for the entire postprogram observation period are averaged, they show

much more negative impacts. As summarized if Table V.4, there were

small increases in labor-force participation (looking for work or

employed), employment, hours worked, weeks worked, and earnings for males

who completed the program. However, Corpsmen who did not complete the

program generally showed decreases in each of these measures of labor-

market activity. The effects for both completers and noncompleters are

significant at approximately the 95 percent level of statistical confi-

dence, except for those associated with earnings. Taken together, the

effects for Corpsmen who completed the program and those who did not

yield an estimated impact on employment and earnings for the average

-.Although the postprogram period covers an average of seven months,
the beginning and end months with partial data are excluded from this
analysis.
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TABLE V.4

ESTIMATES OF Repunnentr AND RELATED ErrecTs FOR CIVILIANS

AVERAGED OVER THE ENTIRE FOLLOW-UP PERIODV

Variable

Unweighted
Sample

Mean For
Corpsmembera
At Follow -Um

Onwtighted Average
Average Job Corps
Job Corps Effect For
Effect For Program
sample Comoleters

Average
Job Corps
Effect For
Partial
COmPleters

Average
Job Corpa
Effect For
Early
Dropouts

Average
Job Corps
Effect For
All
Enrollees

A. MALES

Percent of time looking,
for work or employedR/ 0.819 0.050 0.077 0.035 -0.012 0.029

Percent of time employed 0.487 -0.024' 0.053 -0.094 -0.081 -0.045

-'Earnings per week 563.30 .34 12.70 -16.10 -22.37 -9.94

Hours per week 10.86 -1.17 1.52 -3.43 -3.90 -2.13

weeks worked Per six months 12.69 0.62 1.37 -2.44 -2.11 -1.17

E. FEMALES WITHOUT CHILDREN

Percent of time looking.
for work or employee/ 0.729 0.174 0.209 0.152 0.104 0.150

Percent of time employed 0.358 -0.007 0.018 -0.049 0.012 -0.003

Earnings per week 537.29 8.00 14.75 -2.31 10.04 7.75

Hours per week 12.76 0.24 0.78 2.42 0.89

Weeks worked_Ror six months 9.33 70.18 0.48 -1.27 0.31 -0.11

C. MALES WIEN CHILDREN

Percent of time looking
for work or employee( u.C. N.C. N.C. N.C. N.C. N.C.

Percent of time employed 0.213 -0.037 0.064 -0.099 -0.214 -0.100

Earnings per week S20.92 -4.78 4.80 -9.92 -14.89 -11.49

Sours per week 7.70 -1.52 3.21 -4.11 -11.43 -4.84

Weeks worked per six months 5.54 -0.96 1.66 -2.58

-The estimates of Job Corps affects are adjusted for pre-enrollment differences in the variables
between the Job Corps and comparison samples. except where noted (for more details see Section rv.3).

ti-appropriate baseline measures were not available for these variables, and the estimates ere
from regressions of "Looking for Work or Employed" on several sample characteristics.

N.C. w Not calculated
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enrollee that is negative and statistically insignificant for the first

few months after leaving Job Corps, while the effect on labor -force

participation is positive and significant.

The employment and earnings impacts for childless females are

more positive but less significant (statistically). The impacts for

Corpswomen who completed the program are positive, on average, but are

small and, except for labor-force participation and earnings, insignifi-

cantly different from 0 for the first six months after leaving Job Corps.

However, for females, the effects for early dropouts are similar to

those for completers (however, they are less significant in terms of

statistical confidence). The estimated impacts for partial completers

are negative, but are also insignificantly different from zero. For

Corpswomen we found positive but small and statistically insignificant

impacts overall for the first few months after they left the program.

At first glance, the findings for the first six months after

leaving Job Corps may seem puzzling or even contradictory when contrasted

to estimates for the week before the interviewN However, as shown

graphically in Figures V.1 to V.6, the findings are quite consistent..

When Corpsmembers left the program, they initially experienced a period

of unemployment as they re-entered the regular labor market; not until

after a few months did the positive impacts of Job Corps begin to show

through. Rather than a diminishing of the effects over time, as had been

previously suggested (see Harris, A Survey of Ex-Corpsmen), we found a

-A minor factor that may contribute to the observed differences
is that, while jobs for the monthly data must have lasted at least two
weeks to have been recorded in the interview, all current jobs were recorded.
Consequently, the most recent week's data, whether from the baseline survey
questions or from the time-line information, contains transitory jobs that
are missed for earlier periods.
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quite remarkable increase in impacts for the short-term period. Only

after about six months from the point of termination did the positive impacts

of Job Corps begin to predominate. The labor force participation rates were

initially higher for Corpsmembers, but it took a few months for them to

find jobs and for the positive impacts on employment and earnings to be

observable.

An important question to ask is what causes this time pattern of

first negative and then positive impacts in the short-run? There seem to

be two plausible (and reinforcing) explanations. First, as suggested by

Corpsmembers (see Chapter VII), there was probably a need for more and

better placement and related services in the postprogram period (Corps-

members' perceptions seem to be borne out by their short-term work

histories after leaving Job Corps). Second, the main postprogram impacts

on employment and earnings were for program completers who finished a

training program and received GEDs (see Section B), and, because these

youths had been out of the labor market for up to two years, it may have

taken them a few months to catch up to youths in the comparison group who

had been in the labor force more regularly.

In order to be more certain about postprogram time patterns and

their causality, the youths need to be observed over a longer time period.

The number of observations in our current sample becomes too small to use

after the eighth month, because only a very few of the Corpsmembers had been

out that longless than 20 percent of the sample. In addition, it appears

that the main impacts of Job Corps were just starting to become apparent

toward the end of the follow-up time period for the current study. Additional

follow-up data will permit us to learn more about the positive impacts of

Job Corps on the employment and earnings of participants and about the timing

(further growth or decay) of these effects.
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3. Impacts on Employment and Earnings During_the Program

Of course, while Corpsmembers are in the program, they forego some

amount of employment and earnings in the regular labor market (see Chapter

VI). The earnings foregone by the average participant amounted to $29.74

per week (the per-participant basis is appropriate for in-program impacts).

As discussed further in the benefit-cost analysis, however, Job Corps

participants produced output worth an average of approximately $29.59 per

week to society as part of their training in work projects and work-experience

programs.V

4. Differences in Impacts Among Corpsmembers and Centers

Tables V.5 and V.6 present the findings from regressions of pre- to

postprogram changes in earnings and employment on factors representing

characteristics of Corpsmembers and features of centers. The subgroup averages

shown within each factor are adjusted via regression to net out the independent

effects of all the other variables in the table. No differences in the

labor-market impacts of the Job Corps program resulted from the alternative

features of centers that we have been Able to measure thus far in our

evaluation. Neither center administration, operator, size, location, nor

coed status had any significant effects on the pre- to postprogram changes

in employment or earnings for either males or females.

In contrast, the characteristics of Corpsmembers did seem to

affect the impacts of the program on their employment and earnings.

Caution should be exercised in interpreting these differences in Job

Corps impacts among Corpsmembers, however, because the causality of the

differences is largely unknown. For example, the larger beneficial impacts

1 -This value of program output estimate represents an alternative
supplier's price and may be sligntly in excess of the demand value. It

includes only a small amount of output consumed by Corpsmembers and the value
of only a few materials and supplies provided by Job Corps. For more details,

see Chapter VI and especially Technical Reports D and E.
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TAILS v.5

ESTIMATES OF OWITSRUCEE IM LABOR MARKET EFFECTS

AMONG COAPSNRMSERS: MALES

Employment: Changes Se.. Earnings: Changes Se-
loam Pre- Enrollment and Omen Pre-Enrollment and
Week Prior to Folios. Week Prior to follow-
Up interview Up interview
(Overall Changes .141) (Overall change; 31.31)

188102ans (Controlling for Ali Other Factorsl_

Race-ethnicity

Slack (a 1190)V .119 26.08
Whits (a 350) .175 44.84
Sispanic (a 155) .252 37.61
Aesrican Indian (a 61) -.023 12.17
Wvalue1 (4.118) *** (4.5291***

Meet termination

16-17 (n 514) .087 22.95
18-22 (a 942) .170 35.91
(P.va1ue) (6.5741*** (6.9741***

Sigh School diploma at
enrollment

No In 1,295) .142 30.82
Yes (a 161) .132 35.12
(F-value) (0.042) (0.338)

CIJALLO

Administration

CCC (a 638) .107 25.21
Contract (a = els)
(s-value)

.167
(0.543)

36.28
(0.8441

Operator

Public In 894) .159 32.62
Private (a 562) .111 29.11
(!-value) (1.172) (0.268)

Six*

Small (a 760) .169 36.80
Medium (n 125) .169 26.84
Large (a 5711 .097 24.69
(F-value) (0.722) (0.6081

Location

City Om 102) .154 30.90
Noncity Os 1,254) .140 31.34
(rovalme) (0.031) (0.001)

Coed Status

Coed (a 682) .150 31.97
Nonfood (a 774) .132 30.76
(F-value) In-anal ffk Min

Total number of observations for employment 1,4561 for earnings 1,330.

a/The sample sizes are for the employment results. There are fewer
observations for the earnings results due to missing data, so the sample sizes

for subgroups are proportionately smaller.

**The adjusted means for these subgroups are significantly different
from the overall mean at the 99 percent level of statistical confidence.
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/ABLE V.6

Inman or DIFFERENCES Ili LABOR MARKET EFFECTS AMONG

CORPSMEMBERS AND =ERB: FEMALES wrraour CHILDREN

subc/rouP

Corpsmember,

Race-ethnicity

Employment: Changes
Between Baseline and

Prior to Fol1ow-

for

up Interview

(Ovall Change: .096)

Earnings: Changes
Between Baseline and
Week Prior to Follow-
Op Interview
(Overall Change: 20.55)

Ali Other Factors)

Black (n 301)a- /

White (n 105)
.078

.169
19.90
28.46

Hispanic (n 85) .111 14.91
American Indian (n = 17) -.107 10.28
(F-value) (1.581) (0.794)

Age at termination

16-17 (n 133) .109 10.40
18-22 (n-375) .091 24.20
(F -value) (0.093) (3.579)

High school diploma
At enrollment

No (n 355) .053 16.75
is (n 0 153) .197 29.06
(F-value) (6.447) (3.128).

Center

Operator

Public (n 105) .160 26.81
Private (n 4031 .079 18.89
(F-value) (1.634) (1.036)

Size

Small (n 45) .139 22.02
Medium (n 333) .098 21.58
Large (n 130) .076 17.36
(F -value) (0.177) (0.152)

Location

City (n 164) .114 25.36
Noncity (n = 344) .087 18.25
(F-value) (0.202) (0.912)

Coed Status

Coed Cu 354) .111 21.60

Woncoed in = 154) .061 18.39
(V-value) 10.841) (0.2331

Total number of observatwns for employment 5081 for earnings A 472.

=The stospie sizes are for the employment results. There are fewer
observations for the earnings results doe to missing data, so the sample sires
for subgroups are proportionately smeller.

*The adjusted means for these subgroups are significantly different from
the overall. mean at the 90 percent Level of statistical confidence.

The adjusted means for these subgroups are significantly different
from the overall mean at the 99 percent level of statistical confidence.
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for Hispanics are partly determined by their higher program completion

rates; at the same time, better postprogram experience for a group

undoubtedly causes longer participation and more completions.

Among male Corpsmembers (see Table V.5), both race-ethnicity and

age at termination influenced their labor-market experience. Hispanics and

whites tended to have much larger gains in employment and earnings than did

either blacks or American Indians. In addition, those who were at least

18 years of age when they terminated from the program tended to receive

greater benefits in terms of employment and earnings.

For females without children (see Table V.6), those who already

had a high school diploma received more benefits, as measured by employment

and earnings. In addition, Corpswomen who were at least 18 years of age

when they left Job Corps tended to have higher earnings. While race-

ethnicity differences appear, the subgroup differences for this factor

are hot significantly different frdm the overall means for either

employment or earnings.

S. Potential for Future Gains in Employment and Earnings

The time paths of impacts in Figures V.1 through V.6 show a great

deal of potential for future gains in employment and earnings among

Corpsmembers. Other evidence for larger future gains, in addition to

improvements in current earnings and employment rates, are shown by the

higher incidence of union jobs among current employment (see tables V.1

to V.3), as well as by the Job Corps' impact on high school diplomas or

their equivalent (see Table V.7). The potential for gains in future

earnings is discussed in more detail in the following section, "Impacts

on Investments in Human Capital."
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IAILM V.7

e/
ESTIMATIP Or EDUCATVNg AHD TRAEMENG zrptas EN WEEK PRIOR TO INTERVEM-

Varlable

Unmeigbted Unsighted Average
Sample Average Job Corps
Mean for Job Corps Effect for
torpmmembers Effect for Program
At PollogE20 Sample Carleton

Average
Job Cove
',Meteor
Partial
ComPleters

Average
Job Corps
Effect for
Early
t0000uts

Average
Job Corps
Effect for
All
Enrollees

A. MAZES

In schoolW 0.100 0.015 -0.020 0.015 0.004 -0.009

Higbpschool 0.036 -.0.032 -0.046 -0.026 0.001 -0.021

College 0.026 0.01.3 0.032 -0.002 -0.007 0.006

focationaLE( 0.011 0.003 0.004 0.010 0.003 0.003

Other 0.035 0.002 -.0.001 0.004 0.007 0.004

High school diploma or 4E0 0.195 0.081 0.149 0.025 0.010 0.056

In training programki 0.044 0.020 0.025 0.013 0.029 0.023

O. MALTS MINUST CHILDREN

In school-.
b/

0.145 -0.081 -0.067 0.116 0.018 -0.062

High school 0.026 -0.102 0.107 -0.102 0.065 -0.089

Coi/ege 0.064 0.038 4.067 0.0001 0.016 0.027

Voc.ationalfl 0.023 -0.001 -0.002 0.003 0.002' -0.001

Other 0.032 -0.017 -0.025 -0.018 0.034 0.001

Nigh school diploma or GED 0.410 0.098 0.172 0.003 0.010 0.057

Ia treinh 0.032 -4.008 -0.010 -0.020 0.030 0.003

C. !MSS WITH CMILOPCN

In schoolt/ 0.052 »0.081 -0.044 -0.133 0.042 »0.070

High school diploma or GED 0.250 0.043 0.034 0.043 0.081 0.056

In trainino_orogramkt 0.052 0.012 0.004 -0.016 0.141 0.053

11'he estimates of Job Corps effects Axe adjusted for pre-enrollment differences in the variables
betimilen the Job Corps and caparison samples, except where noted (for Wee details VW Section XV.3).

Appropriate baseline amour's were not available for these variables, and the estimates are
simple Job Coop minus ccapi.rizln-group means at coetprogram.

5/Vocational schools are defined to include technical. business, and secretarial schools.

1/Females with children attend school very rarely in a one-week period. Consequently, the detailed
results for this group are not very meaningful and Ore not included here.
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B. IMPACTS ON INVESTMENTS IN HUMAN CAPITAL

For the most part, the impacts on investments in human capital

are quite positive. Therefore, there appears to be great potential for

future gains in earnings. The only possible negative finding is for

high school education--fewer former Corpsmembers than youths in the

comparison group were enrolled in high school during the postprogram

period. However, this high school effect can be attributed, in part,

to both the receipt of GEOs while in Job Corps and the fixed entry dates

for high school, which effectively excluded Corpsmembers who left Job

Corps during the late summer and early fall. Corpsmembers were more likely

to be in college and working toward advanced degrees. For other types

of investments in human capital, the impacts of Job Corps are uniformly

positive. On average, Corpsmembers (1) were more likely to be in a

training or work-experience program, (2) had higher job mobility, (3)

had improved health, and (4) were more likely to be in the military.

1. Education and Training

One effect of Job Corps is to reduce participation in high school

education programs. This is shown in Table V.7 for the week prior to the

follow-up interview, and in Table V.8 for the entire postprogram period.

This effect is most pronounced for childless females, who have a reduced

probability of attending high school (approximately 8 percentage points),

and is statistically significant for both the week prior to the survey

and when averaged over the entire first follow-up period. This reduction,

together with the smetimes negative (but small and statistically insignificant)

effects on vocational, schools and the "other" category of school (e.g.,

adult education), results in an overall reduction in school attendance
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TABLE V.8

a/LST.LIATES OT EDUCATION AND mimic rITECTS MUG= OVER TIM ENTIRE YOLLOw-UP PERIOD-

Unweighted ftweighted Average Average Avvrege
Sample

Average
Job Corps Job Corps Job Corps Job Corp.

Mesa FOr
Average
Job corps Effect for Effect For Effect For Meet For

Corpsmeebers Effect for Program Partial Early All
Variable (Percent of 'Magi At Follow -Up Sample Comoleters ComPletere Dropouts enrollees

A. HALES

In school

Nigh school.

College

Vocational-

Other

in training program

0.099 -0.022 -0.025

0.058 -0.026 -0.029

0.017 0.010 0.021

0.016 0.007 0.006

0.020 -0.002 -0.002

0.010 0.010 0.017

-0.021

-0.024

0.0005

0.009

-0.002

0.006

-0.090

-0.014

-0.0005

0.003

-0.002

-0.005

-0.050

-0.022

0.006

0.006

-0.002

0.005

8. FEMALES WITHOUT CHILDREN

In school 0.114 -0.063 -0.051 -0.085 -0.051 -0.061

High school 0.042 -0.074 -0.078 -0.075 -0.049 -0.066

College 0.050 0.030 0.050 0.003 0.018 0.023

Vocationalk/ 0.027 -0.003 0.006 -0.013 -0.015 -0.008

Other 0.023 -0.020 -0.022 -0.018 -0.014 -0.018

In training program 0.022 0.004 -0.012 .43.001 -0.003

C. FEMALES WITH CHILDREN

In school 0.006 -0.046 -0.017 -0.095 0.011 -0.029

High school 0.021 -0.058 -0.069 -0.040 -0.080 -0.065

College

b/
Vocational-

0.016 -0.001 0.006

0.004 -0.023 -0.019

-0.004

-0.027

-0.016

-0.027

-0.006

-0.025

Other 0.047 0.021 0.040 -0.022 0.097 0.044

In training program 0.021 -0.011 -0.022 0.00/ 0.032 0.008

e/
- Appropriate baseline measures were not available for any of the variables in this table, and the

estimates are all simple Job Corps minus comparison group means for the poimprogram period. All of these

variables are miamOured as the percent of time participating in the program.

12/vocational schools are defined to include technical., business, and secretarial schools.

- 230 -



that is nearly as large in magnitude--except that Corpswomen without

children also have a significantly higher probability of attending

college (see below). The impacts on attending high school for male

Corpsmembers are also negative and statistically significant. However,

the magnitude of these negative impacts are much smaller for Corpsmen

than for Corpswomen (only about one-third to one-fourth as large,

depending on the time period covered).

It is unclear whether the impact on high school attendance

should be considered a net benefit or a net cost to participants. To

the extent that former Corpsmembers are less likely to return to high

school because they obtain GEDs and other educational benefits while

in Job Corps, the impact on high school attendance is a net benefit.

Table V.7 shows large (and statistically significant) impacts from

Job Corps on the probability that youths (both males and females) had

a high school diploma or equivalent degree (i.e., either a regular

diploma or GED). For program completers, there is a 15 percentage-

point increase for males and a 17 percentage-point increase for childless

females in the probability that they had a high school diploma or

equivalent degree.

An alternative explanation for part of the effects on high school

attendance is less positive; some Corpsmembers simply may have left

the center too late to enroll for the 1977-78 academic year. Over 20

percent of the sample did not terminate from Job Corps until after

September 1 (see Technical Report B).

Neither of the above reasons for lower high school attendance

applies to early dropouts from Job Corps. The increase in high school

degrees was only about 1 percentage point for both males and females
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who were early dropouts (statistically insignificant), and they were

all out of Job Corps in time to register for the fall semester. This

may explain why the reductions in high school attendance are much smaller

and statistically insignificant for early dropouts. (In fact, there is a

very slight increase for male Corpsmembers in the week prior to the

interview.)

A more encouraging Job Corps effect is the increase in college

attendance shown by program completers among both male and childless-

female Corpsmembers. Although the size of this effect is modest in

absolute terms, it is more impressive both in percentage terms (an approxi-

mate 59 percent increase over the number that would have attended college--

see Table V.12) and when viewed in the context of the small proportion of

sample members who had a high school diploma and GED and, thus, who were

nominally eligible for college (only approximately one-fifth of the sample

were eligible for college in this sense, even after including the Job

Corps impact on GEDs). Male Corpsmembers were also more likely to be

enrolled in training and special work-experience programs (statistically

significant) during the week prior to the . nterview. .(Evidence on

training and special work-experience Impacts for all groups are shown

in Tables V.1 to V.3, as well as in Tables V.7 and V.8.) Overall, female

Corpsmembers were also slightly more likely to be in a training or special

work-experience program during the week prior to the interview. However,

this impact for Corpswomen is very small and statistically insignificant.

When averaged over the entire postprogram period, attendance iu training

programs increases for Corpsmen and decreases slightly for Corpswomen,

but is statistically significant for neither group.
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2. Other Human Capital Effects

The impacts of Job Corps on other investments in human capital

(see Table V.9) were generally positive. Corpsmembers had greater

mobility, better health, and were more likely to have joined the military.

Even without counting the moves that coincided with their leaving centers

and the program (i.e., moving from a center to a city other than the one

in which the Corpsmember resided before entering Job Corps), Corpsmembers

were very much more mobile than youths in the comparison sample. The

encouraging aspect of these moves is that, except for females with children,

they were usually in response to job opportunities or, to a lesser extent,

school or training. These effects are significantly different from zero at

greater than the 99 percent level of statistical confidence. This pattern

of effects was particularly evident for program ccmpleters. There was

also a strong mobility effect for noncompleters, but they were proportionately

less likely to report that the effect was in response to job opportunities

or for school or training.

Former Corpsmembers also tended to show small improvements in

health status, as shown by reductions in serious health problems. However,

this effect is weak and not significantly different from O. Finally, as

noted earlier, Job Corps increases the probability that individuals will

enter the military service. While this was also reported above as an

employment effect, it also has human-capital implications both because

entering the military (i.e., passing the Armed Forces Qualifying Examination)

indicates the attainment of a certain level of human-capital development

and because participation in the military offers additional human-capital

development through training and job-experience benefits. The increases

in civilian employment discussed in Section V.A should also produce some

longer-run human-capital benefits ' -rough job experience.
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tat= V.9

MUMS or NOSILTTS MID !MALTS EFFRCTS ORPAGED OWLS THE OTTER romm-or PRat00

variable

Onweightl Taweighted average Average Owego average
Sample Average Job Corps Job Corps Job Corps Job Cerro
Mesa Ter Job Corps Meet For Effeet Per Meet For fffect For
COrpenemb.rs Effect For Program Partial tarty Ail
At Follow -up Sanas Conpleters ComPleterm 0ro2 Enrollees

A. MALTS

Rueter of/Noves per Six -Month

Perb*-

tor job opportunity 0.252 0.222 0.321 0.135 0.136 0.191

For school or training 0.076 0.063 0.097 0.029 0.062 0.063

all outside of city 0.355 0.293 0.391 0.214 0.206 0.,264

Outside of city. ex-
cluding Nova coinciding
with leaving Job Corps

b/
sarioup health probbar-

0.245 0.190 0.223

0.017 -0.006 0.001

0.131

-0.009

0.17b

-0.023

0.177

-0.012

S. FEMALES WI11IOJT CHILDREN

Number of Moves per Six-Month
Period-

For lob opportunity 0.249 0.246 0.340 0.165 0.109 0.195

Far school or training 0.670 0.053 0.091 0.021 0.049 0.050

All outside of city 0.514 0.392 0.469 0.114 0.225 0.325

Outside *fait?. ex-
eluding move coinciding
with leaving Job Corps 0.339 0.206 0.230 0.199 0.157 0.199

Serious health 9r0121
eabt

0.045 0.0003 -0.006 0.007 mos 0.004

C. POUTS WITH CStLOREM

Number of/Moves per Six-Month
Period-

For job opportunity 0.063 0.034 0.057 0.024 -0.020 0.016

For school or training 0.:42 0.031 0.036 0.014 0.094 0.049

All outside of city 0.240 0.214 0.173 0.319 -0.026 0.137

Outside of city. ex-
cluding move coinciding
with leaving Job Corps 0.136 0.116 0.099 0.164 -0.040 0.06d

Serious health robl 0.062 0.004 0.013 0.015 -0.0/1 -0.021

Appropriate baseline 004SUCA2 were not available for these variables, so the numbers presented
in this table era from regrassions of number of 001/41 per sin-month period on sample characteristics.

*miss estimates of job Corps effects are adjusted for pre-enrollment differences in serious
haalthprobleas hsewaan the Job Corps end caparison samples (for more details See Section Er.3).
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C. DEPENDENCE ON PUBLIC TRANSFER PROGRAMS

As shown in Table V.10, former Corpsmembers experienced reduced

participation inmost transfer programs. Overall (i.e., for all enrollees),

the percent of time receiving cash welfare, Food Stamps, public housing,

Unemployment Insurance, and Workers' Compensation were all reduced in the

postprogram period. For males, the only statistically significant reduction

was for Unemployment Insurance, and this was concentrated among program

completers and partial completers (in part caused by the loss of entitlements

while participating in Job Corps). For childless females, the significant

reductions were concentrated among program completers for cash welfare,

Food Stamps, and public housing. Reductions in the receipt of cash welfare

were also noteworthy for females with children who were completers. Naturally,

there were also substantial reductions in the receipt of these types of

transfer payments while Corpsmembers were in residence at the centers. Not

surprisingly, as shown in Chapter VI, these in-program reductions were even

larger than the postprogram reductions.

D. DRUG USE AND CRIMINAL BEHAVIOR

Corpsmembers showed reductions both in drug and alcohol abuse

and in criminal behavior in the postprogram period. As summarized in

Table V.11, there were small impacts on the probability of entering drug-

or alcohol-treatment programs. The small size of the effects is due in

part to the low overall ust of these treatment programs. The effect for

male program completers is noteworthy for both its size and statistical

significance.
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TAWS V.1.0

mums cr warias DEPENDENCE EfTECTS AVERAGED OVER= ENTIRE POELDW-UP PERIODV

variable

(Percent of Time AfteiVing)

Deemighted Onweighted Average
Sample Average Job Corps
Mean for Job Corps Effect for
Corpsmembers Effect for Program
In Follow-Up Sample Calkarere

Average
Jab Corps
Effect for
Partial
Completer,

Average
Job Corps
Effect for
Early
Dropouts

Average
Job Corps
Effect for
All
Enrollees

A. 11412S

b/
cash melfere-r 0.014 -0.006 -0.041 -0.006 0.001 -0.004

Food Stamps 0.192 -0.016 -0.009 -0.022 -0.030 -0.021

Public housing 0.124 1.021 -0.029 -0.007 -0.017

Unemployment Insurance 0.002 -0.010 0.010 -0.010 -0.00$ -0.008

Markers' Compensation 0.002 -0.002 -0.002 -0.002 -0.003 -0.002

I. TIMAISE IffINOUT CRIEDREN

Cash welfare -( 0.023 -0.072 -0.086 -0.039 -0.042 -0.060

food Stamps 0.201 -0.033 -0.071 -0.013 -0.139 -0.081

Public housing 0.104 -0.023 -0.053 0.023 -0.014 -0.013

Unemployment Insurance 0.002 1.004 -0.003 -0.004 0.006 -0.003

workers' Compensation 0.001 0.001 0.002 -0.0001 0.0001. 0.001

C. row= WI'XE MUER=

Cash welfare -( 0.292 -0.161 -0.344 0.028 0.146 -0.033

Food SUM, 0.363 -0.054 -0.070 0.0003 -0.194 -0.099

Public homing 0.123 0.014 0.036 0.033 -0.236 -0.067

Unemployment Insurance 0.000 -0.006 -0.006 -0.007 -0.003 -0.003

Markers' Compensation 0.000 -0.0004 -0.0004 -0.0004 -0.0003 -0.0004

t/These estimates of Job Corps effects are all &diverted for pre-enrollment differences Ln the
variables between the Job Corps and comparison samples (for more details see Section IV.3). All of the
variables are measured AS the percent of time receiving the Wee of assistance.

Yeah welfare includes ell of thermions forms of Aid to families yid( Oependent Children (AFDC)
and general assistance.
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TM= V.11.

=NAM OF EFFECTS Olt ANTISOCIAL WHAMS AMA= OM= twin FOLLOW -UP PERIOD'i

Variable

0mmeighted
Sibyls
Neap For
Corpsmambers
In Follow-Hp

Unveightsd Average
Averags Job Corps
Job Corps Utast For
Utast For Prop=
Sample Coaplsters

Avsrage
Job Corps
Ettact For
Partial
Comolaters

Average
Job Corp.
Mart For
Early
Orovouts

Aversqs

Job Corps
Enact For
All
!menses

A. IMLES

Participation in a drug- or
alcebeltreatment program
per six -month period 0.011 ..0.024 .0.035 -0.017 »0.006 -0.018

Number of arrests Per
six -month period

in jail or prise* during
the *sok of the starvaykf

0.124

0.026

-0.072

-0.006

-0.064

-0.023

0.069

0.007

-0.114

0.007

-0.086

-0.002

D. MALES WITH= CHILDREN

Participation in a drug- or
alcohol.-treatment program

per six-month period 0.006 -0.004 -0.002 -0.009 0.002 -0.003

Number of arrests per
six-month period 0.025 -0.009 -0.007 -0.020 0.022 0.001

In jail or prison during
the week of the survevkf 0.002 -0.001 -0.003 -0.003 0.014 0.00S

C. FINALES WITH CHILDREN

Participation in a drug. or
alcohol-trastment program
per six-month period 0.0 -0.004 0.006 -0.020 0.009 -0.001

Mahar of arrests per
six-loath period

in jail or prison during
the week of the sorveyk,

0.007

0.0

-0.04S

0.0

-0.070

0.0

0.011

0.0

-0.111

0.0

-0.065

0.0

Vlas estimates of Job Corp* sffsets are adjusted for pea-enrollment dittersnces in the variables

batmeao the Job Corps and comparison samples.

b(Thim includas cormitments to ".form schools.' "detention centers." and similar criminal justice
facilities for youths, as soli as molar jails and prisons.
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Reductions in criminal.behavior are evidenced by reductions

in the number of postprogram arrests for all crimes (arrests for minor

motor-vehicle violations were not counted) and in the reduced probability

of being in jail or prison during the week of the survey; however, except

for males, the effects tend to be statistically insignificant. The

arrest data for males show very large and statistically significant

reductions in criminality. There were more than eight fewer arrests for

every 100 Corpsmen during the first six months after leaving Job Corps

(significant at greater than the 99 percent level of statistical confidence).

These arrest data almost certainly greatly underestimate the impacts on

crimes, for two reasons: (1) there are typically several crimes associated

with each arrest, and (2) the data are from self-reports of arrests, and

other studies have shown that self-reports of arrests tend to be much

lower than found in court records.

The reductions in crime are continuations of effects observed

during the program (see Chapter VI). During the program, however, the

reductions in arrests were approximately twice as large. As shown in

Chapter VI, these reductions contribute greatly to the social benefits

associated with Job Corps participation.

E. CONCLUSIONS

The participant benefit hypotheses that were discussed in Section A.1

of Chapter III described the goals for the postprogram economic impacts

of the Job Corps program. The empirical analysis summarized in this

chapter finds that Job Corps is successful in achieving most of the desired

impacts during the short-term postprogram period. The desired impacts are
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particularly evident for Corpsmembers who complete the program, which

appears to be attributable to program completion and not just to the

underlying characteristics of completers. We also find that the

beneficial impacts are not deteriorating as rapidly as had been previously

suspected, and, in fact, employment and earnings impacts increase rapidly

during the first three months that the Corpsmembers are out of the program

(after some initial problems for Corpsmembers when they re-enter the labor

market upon terminating from Job Corps).

The analysis was performed separately for males, childless females,

and females with children. For each of these groups we estimated separate

effects by length of stay in the program, as measured by completion status.

For all groups of Corpsmembers, the immediate time period after leaving

Job Corps represented an adjustment period during which the program impacts

appear confusing or even counter to the expected impacts that are subsequently

observed. Males and females who are program completers followed this brief

period with positive and usually statistically significant responses in all

areas--increased employment and earnings, increased investments in human

capital, reduced dependence on welfare and other transfer income, reduced

drug and alcohol abuse, and reduced criminal behavior. (Exceptions are

noted in this chapter.)

The results for noncompleters and females with children are less

consistent and rarely significantly different from zero. Early dropouts

from the program receive small amounts of program treatments at best, and

they are likely to include the least able enrollees as well as over-

qualified enrollees who immediately leave Job Corps for better opportunities

(see Chapter VII). Females with children have special constraints or

opportunities that appear to reduce responses to employment, schooling,
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training, or other opportunities. However, so few former Corpsmembers

have children living with them that it is difficult to form statistically

confident conclusions abou;: them from our sample.

The overall impacts for the Job Corps program in fiscal year 1977

are presented in Table V.12. The primary findings (in terms of magnitude

and statistical signaficance) discussed in this chapter are summarized in

this table. The pattern of the averages for all Corpsmembers follows that

for program completers--increased employment and earnings (after the

immediate postprogram period), increased military service, increased

education and training (except for high school), increased mobility

(extremely large effects), reductions in health problems, reductions in

welfare, reductions in other transfers, reductions in drug and alcohol

abuse, and reductions in criminal behavior. As shown in Table V412, the

impacts of Job Corps are especially large in percentage terms.

Beyond the generally positive results, the most noteworthy finding

is that these results appear to persist to the end of the seven-month

observation period. In fact, if there is any trend after the first few

months of postprogram experience, it appears to be toward increased program

benefits.'" This pattern bears further examination, particularly with a

longer observation period.

/DespiteDespite this early evidence of no fade out in Job Corps benefits,
our benefit-cost estimates in the next chapter take a conservative approach

in the absence of longer-term follow-up data and assume that the benefits
fade out rapidly after the first six postprogram months (i.e., a fade-out
rate of approximately 14 percent per year).
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Tali% 9.12

SUMMARY OF MAIN ?WINGS FOR OVUM' EM PACTS OF 408 CORPS-a/

Variablc-
b/

(1) (2)

Debated
Semple Main

estimated For All
Semple hien Enrollees
For All is the Absence

Enrollees of Job Colpe

(3) (4)

estimated
estimated Percentage
Oifferentiai Impact
For All For All
Enrollees enrollees
(1) - (2) (3) * (2) x 100

A. Civilian labor supply in week
prior to interview

In labor force 0.814 0.778 0.038 5%
Employed 0.451 0.439 .0.012 3%

IseloYed full time 0.270 0.234 0.034 14%

Hours 14.85 13.53 1.32 104

earnings 349.04 944.66 54.38 10%

S. In military during week prior

C.

to interview

education and training in week
prior to interview

0.052 0.033 0.019 SS%

in high solgol.
c/ 0.043 0.083 0.040 -48%

In coilegea 0.027 0.017 0.010 59%

Have high school diploma
or 084) 0.207 0.151 0.056 37%

O.

in training program-c /

number of moves in sixmonth
period

0.049 0.030 0.019 63%

for job opportunity-
d/

for education or traineg-
0.208
0.071

0.024
0.012

0.184
0.059

767%
492%

All moves outside city- 0.362 0.089 0.273 307

E. Percent of time having serious
health problems 0.042 0.050 -0.008 -16%

F. Percent of time receiving public
assistance

Cash welfare 0.035 0.056 -0.021 -38%

?ood SUMP 0.213 0.253 -0.040 4.64

O.

Public housing

percent of time receiving other
transfers

0.103 0.149 -0.019 -13%

Unemployment insurance 0.003 0.010 -0.007 -70%

a.

Workers' Compensation

Participation in drug /alcohol
treatment program per six-month

0.001 0.002 -0.001 -50%

period

uumbdoe of arrests per six -month

0.015 0.028 -0.013 -46%

period 0.113 0.176 -0.063 -36%
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tab= V.12 (continued)

a/
All of the estimates presented in this table are based on observations that were weighted

according to the distributions of sex and program completion categories for Job Corps in fiscal year
1977 (the Primary yeer that our Job Corps sample members were in the program). Thus. the estimates in
this table are representative of (1.e., unbiased for) the average Job Corps impacts from the program in
fiscal year 1977. The Wme for the percentage impacts shown in the fourth column is the estimated sample
mean for all enrollees in the absence of Job Corps from the second column.

k/The estimates of job Corps effects ate adjusted for pre-enrollment differences in the variables
between the job Corps and comparison samples. except where noted (for more details see Section rt.3).

2/Appropriate baseline measures were not available for these variables. and.the estimated impacts
Presented in this table are simple Job Corps minus comparison-group means at postprogram.

-.Appropriate baseline measures were not available for these variables. and the estimated impacts
presented in this table are from regressions of number of moves per six-month period on sample zharacteristica.
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1/
V/. COMPARATIVE EVALUATION OF BENEFITS AND COSTS-

An issue that should be addressed in any program evaluation is

whether the beneficial effects of the program outweigh the costs.

Answering this question is rarely a simple matter, however, and this

is especially true in an evaluation of a program such as Job Corps,

which has such a wide range of program effects. These effects include

the increased employability of Corpsmembers and its related impact on

output, welfare dependence, criminal activity, drug and alcohol abuse, and

the use of alternative training and educational services. Comparing the

beneficial effects of Job Corps to the costs requires not only that the

various benefit and cost components be identified and neasured, but that

a suitable method for placing relative values on these components be

developed.

A benefit-cost analysis provides an appropriate framework for

addressing this isse. The approach entails assigning a dollar value to

each benefit and cost component, and aggregating the components by using

standard accounting procedures. By placing the benefits and costs of a

program in a common unit of measure (dollars), the economic desirability

of the program as a social investment can readily be assessed.

An appropriate procedure in comparing benefits and costs is to

calculate the program's "net present value." This term refers to the

difference between benefits and costs where all dollar values have been

--This chapter is a summary of the benefit-cost,analysis of Job
Corps presented in "A Comparative Evaluation of the Benefits and Costs of
the Job Corps After Seven Months of Postprogram Follow-Up" (Technical
Report D). The interested reader should refer to that report for a more
detailed presentation of the methodology and the findings.
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adjusted to present value units.1/ Dollar values are divided by the number

of Corpsmembers, so that all figures reflect the benefit or cost per

Corpsmember. The resulting criterion used to judge the program is

whether or not the program's net present value per Corpsmember is greater

than zero.

The net present value can be calculated for several analytical

perspectives. Determining the appropriate perspective will depend on the

type of issue being addressed. The basis for most benefit-cost application's

is economic efficiency--that is, the welfare of society as a whole, without

regard to any distributional aspects. 2, Because groups within society may

disproportionately receive the benefits or incur the costs of a social

program, calculating the net present value only from the perspective of

society as a whole ignores the relative gains and losses among groups

within society. Because these distributional effects of a program have

policy relevance, we have made an attempt to address one important aspect

of the effect for Job Corps--its impact on the distribution of income

between Corpsmembers and non-Corpsmembers (i.e., all other members of

society).2( This entails making separate estimates of the net present

1/In discounting to present value units, we adjust the value of
benefits or costs that accrue in the future to reflect their worth in the
current time period.

This basis assumes that a dollar of benefit or cost to one person
is equal to a dollar of benefit or cost to any other person.

!"The term non-Corpsmember is used consistently throughout this
benefit-cost discussion to refer to all members of society other than those
who enroll in Job Corps. It should be pointed out that this term is not
meant to refer specifically to that group of non-Corpsmembers interviewed
in our study as a comparison group, although those individuals are of course
included as a small fraction of the non-Corpsmember group.
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value of the program to CorpsmeMbers and non-Corpsmeirtbers, as well as to

society as as whole)"

One analytically useful feature of evaluating Job Corps from these

three perspectives--society, Corpsmembers, and non-Corpsmembers--is that the

sum of the net present values calculated from the Corpsmember and non-Corpsmember

perspectives equals the social net present value--that is, Corpsmember and

non-Corpsmembers together include all members of society. Therefore, transfers

between these two groups cancel each other out when the net present values

are summed, and thus do not appear in the social net present value.3./ Benefits

or costs that accrue to one group and are not offset by corresponding costs

or benefits to the other group will not cancel out, and thus will enter into

the social net present value calculation.

The relationships among the Corpsmember, non-Corpsmember, and social

perspectives for a benefit-cost evaluation of Job Corps are illustrated

in Table VI.1. This table lists the principal components of the benefit-

cost analysis; suggests whether a component is, on average, a benefit, a

cost, or neither from each of the three perspectives; and indicates data

sources used to measure and value each of the components.3/ The redistribu-

1/In general, the net present value of Job Corps participation will
be positive for Corpsmembersessuming they voluntarily enter the program,
and are not misinformed.

3/The value of any resources used in making the transfers, however,
is counted.as a cost from the social perspective. For example, the admin-
istrative expenses incurred in public transfer programs are a social cost.

2/Whether the net effect of Job Corps on one component is a
benefit or a cost is sometimes problematic (e.g., the utilization of
alternative education and training programs could increase or decrease).
Table 11.1 reflects prior judgments based on previous evidence regarding
the impacts.
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12.1LE VI.1

COMPONENTS OP statm-COST ANALYSIS

Component

BENEFITS

PersPectivell Data
C Sourest/

A.

s.

Output Produced by Corpsmembers

1) Value of in-program output
2) Value of increased postprogram output
3) Increased tax psymonts of Corpsmembers (postprogram)
4) Increased utility due to preferences for

work over welfare

Reduced Dependence on Transfer Programs

+
0
4

TIP

0

1) Reduced transfer payments 0 +

2) Reduced administretive costs for transfer
programs

+ + 0

C. Reduced Criminal Activity

1) Reduced criminal jtetice system costs + + 0 I,P
2) *educed personal injury and property damage * * 0 I,P
3) Reduced value of stolen property + * - TIP
4) Reduced psychological costs of crime + + 4. U

D. Reduced °tug/Alcohol Use

1) Reduced dtatr.eradlabellt coats 4 4 0 /,P

2) Reduced alcoholism-trestment costa 4 4 0 LP

t.

3) Increased utility from reduced drug/

eleOhol dependence

Reduced Utilization of Alternative Services

* I. + 0

1) Reduced use of training and educetional programs
other than the Job Corps

+ + 0 I.P

2) Reduced net costs of public service employment + + 0 /4
3) Reduced training allowances 0 + - TIP

P. Other Benefits

1) Improved personal well-being of Corps:embers * + * 0
2) Increased utility from redistribution * + * 0

COSTS

A. Program Operating Expenditures

1) Center operating expenditures, excluding
transfers to Corpemembers

mar mar 0 A

2) Transfers to Corpmeambere 6 + A

3) Central administretive costs - 0 A.S

B. Opportunity Cost of Corpamembers Labor During the Programs - - LP

C. Unbudoeted Expenditures Other Than Corpsiembers' Labor S,P

The columns indicate whether the net impact of a particulAr ism is a net benefit Oh

not cost (-1, or neither (01. This is done from the social (S) non-Corp4member (NC), and

Corpsmember (C) perspectives in order to indicate both economic efficiency and redistributive
effects. It doing thin, Corpsmembers are treated as nontsxrayers texcePt in benefit component
I.3 and in cost component Ii) to simplify the exposition.

The codes used for data sources Aret S special study. I interview: P 0 published

data source: A etcounting system data: U 0 lien Val not be measured.
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tive aspects of Job Corps can be inferred from the table. For example,

the reduction in public transfer payments to Corpsmembers is a net loss

to them, a net benefit to non- Corpsmembers who no longer make the payments,

and, consequently, neither a benefit nor a cost to society as a whole.TM

The individual benefit-cost components listed in Table VI.1 are the subject

of the following section.

Before proceeding, however, it is important to discuss the effects

of those items that cannot be valued in our analysis. In any program such

as Job Corps, many benefits and costs will be either unobservable, impossible

to measure, or both. For exunle, how can we measure individuals' preferences

for work over welfare or the increased social welfare brought about by a

reduction in crime? Some proxy measures are available for these intangible

benefits and costs, but, in general, they fail to capture the "true" values.

One way to interpret our quantitative findings, then, is to note that if

measured costs exceed measured benefits, the program can be considered

worthwhile only if this difference is made up by an equally large (or

larger) excess of unmeasured benefits over unmeasured costs.

A. BENEFIT COMPONENTS

There are six major benefit components. All of them are expected

to derive, at least in part, from an increase in the long-run employability

of Corpsmembers. The increase in the goods and services produced by Corps-

members is, of course, directly related to their employability. Improved

job opportunities should also lead to benefits from reductions in (1) criminal

-.Note, however, that the reduction in the cost of administering these
programs is a benefit to non- Corpsmembers, neither a benefit nor a cost to
Corpsmembers, and, hence, a net benefit.
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activities, (2) drug and alcohol abuse, (3) welfare depundence, and

(4) the use of alternative training and educational services. Another

component includes the intangible benefits from the improved well-being

of Corpsmembers and from inome redistribution, which also stem from the

increased employability of Corpsmembers. Each of the first five components

of benefits is briefly discussed below; they are then aggregated together

with the costs, in Section C.

1. Output Produced by Corpsmembers

The increase in goods and services produced by Corp members

constitutes a major benefit of the program. For analytical purposes, it

is necessary to distinguish between goods and services that Corpsmembers

produce while they are enrolled in Job Corps and those that they produce

after they leave the program. This distinction is necessary because the

production of in-program output is an operational component of Job Corps,

and, therefore, the value of this output cannot be observed directly (and,

moreover, is often forgotten). The value of postprogram output can be

estimated on the basis of wages. However, because the pay allowances that

Corpsmembers receive from Job Corps are unrelated to what they produce while

participating, the in-program output must be measured with different

techniques from postprogram output and treated differently in each of the

three benefit-cost perspectives.

In-Program Output. The in- program output produced by Corpsmembers

in connection with their vocational training provides benefits to Corpsmembers,

to non-Corpsmembers, and to society as a whole.1/ These outputs include goods

'ForFor more details regarding the estimated value of in-program output
and the techniques used to obtain those estimtes, see Technical Reports D and E.
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produced in work projects (for instance, the addition built onto a hospital

in rural Colorado by Corpsmembers who were receiving on-the-job training

in various construction trades) and services provided in work-experience

programs (for instance, the nursing assistance provided by Corpsmembers

at a county hospital in Guthrie, Oklahoma, as they were gaining job

experience). The value of these goods and services was estimated on the

basis of twenty-two special studies of randomly chosen work projects and

work-experience programs at eleven Job Corps centers.

The recipients of this Corpsmember-produced output may be either

the non-Corpsmember community or the Job Corps centers themselves. In

the first case (community- serving output), the entire value of the output

produced is considered a benefit to non-Corpsmembers.1/ In the second

case.(center-serving output), the output will benefit both Corpsmembers

and non-Corpsmembers. Corpsmembers benefit from center-serving output

because they consume some of the output they produce (e.g., housing services

provided in dormitories bui:t or rehabilitated with Corpsmember labor,

part of which is included as a capitalized cost in the Job Corps financial

data); non- Corpsmembers benefit when the capital stock available to society

is increased by Corpsmember labor in center-serving work activities.

The value of the goods and services produced by Corpsmembers

in community- and center-serving projects is estimated by the price

that alternative suppliers would have charged to provide those goods

and services.3/ After adjustments are made to center-serving

Corpsmembers also benefit from the community-serving output as
general members of society. However, for the most part, we will use the

approximate (and computationally convenient) assumption that only non-

Corpsmembers benefit from such output.

3/The value of all materials and labor inputs not provided by Job
Corps are subtracted from the alternative supplier's price. In many cases,

the net price of the Job Corps output was quite close to the alternative
supplier's labor cost.
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output (to account for the value of output used up by Job Corps and

1/
transferred to Corpsmembers)e- the net benefits per Corpsmember year

of service of in-program output are estimated to be $1,364 for non-

Corpsmembers, $175 for Corpsmembers, and therefore $1,539 for society

as a whole.

This implies that because the average Corpsmember is in the

program approximately half a year (5.9 months in fiscal year 1977), the

average social benefit per Corpsmember is $757 (i.e., 5.9 = 12 x $1,538.83 =

$756.59). The benefit per enrolled Corpsmember from the perspective of

non-Corpsmembers is $671, while the benefit seen by the average Corpsmember

is $86.

The price charged by an alternative supplier is a measure of the

value of the resources that would be required to produce the in-program

output of Corpsmembers. However, this price does not directly measure

the value society places on that output. While only imprecise estimates

of this demand value can' be made, tests presented in Technical Report E

suggest that under reasonable assumptions the demand value will be between

103 and 62 percent of the supply-price estimate. Thus, our use of supply

price as a measure of the value of in-program output is a reasonably

accurate estimate of the demand value Omit probably high by a small amount).

Increased Postproaram Output. The increase in the amount of output

produced by Corpsmembers after they leave the program is estimated by the

increase in earnings. The use of earnings as a measure of output produced

is based on the assumption that labor markets function in a competitive

1/
Por more details regarding this adjustment, see Technical Reports

D and E.

2"
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manner (earnings is obviously the correct measure from the Corpsmember

perspective). In this case, employers will set the total compensation

of a worker at a value that reflects the output produced by the worker.

The increase in output produced by Corpsmembers is then estimated by

using the difference between the earnings of the Corpsmember and the

amount they would have earned had they not entered the program.-
1/

Because the interview data used to estimate this earnings difference

cover only a seven-month postprogram period, there are substantial

problems in estimating what the earnings differential will he over Corps-

members' lifetimes. The average earnings differential over the first

six postprogram months shows that Corpsmembers earned a total of $143

less than they would have earned otherwise (i.e., had they not entered

Job Corps). However, during the last week of the seventh postprogram month,

Corpsmembers showed, on average, a $4.32 per-week gain in earnings.

It appears that Corpsmembers experience some adjustment problems

shortly after they terminate from Job Corps, but that they overcome these

short-run problems before the end of the first six-month period (see

Chapter V). Thus, it would be misleading to extrapolate differences in

lifetime earnings on the basis of the average change during the first

six-month period as a whole. Consequently, the earnings differential

observed an average of seven months after Corpsmembers leave the program

will be used as the basis for predicting the differential in lifetime

earnings attributable to Job Corps.

/
See the discussion in Chapter rk, for details regarding the

estimation procedures used for this and the following Job Corps effects.

253.



However, the decision to base the differentials in lifetime

earnings on earnings in the last week of the follow-up period resolves

only part of the problem. Two additional problems must be addressed.

First, the long-run growth of real wage rates (i.e., wages corrected

for inflation) must be accounted for.'" Second, the magnitude of the Job

Corps effect may change over time. Assumptions must be made about these

changes in order to estimate future benefits.

Historical evidence shows that over the post-World War II period,

wages have grown, on average, at a real (i.e., net of inflation) rate of

2 percent per year. While recent wage growt$ has been lower (because of

poor macroeconomic conditions and changes in the composition of the labor

force), the 2 percent estimate is the best available figure to predict

long-run growth in real wages (see Technical Report D for more documentation).

Calculating the time pattern of effects is a more difficult problem.

In the absence of follow-up data for a longer time period for both Corpsmembers

and youths in the comparison group, it is impossible to estimate accurately

the earnings effects over Corpsmembers' lifetimes. To circumvent this problem,

we will use published findings on other manpower programs. In those studies,

it was found that the magnitude of the effect of similar programs on earnings

1MWe We are interested in the increase in output. If there is a general
growth in real wages because labor becomes more productive, it will be
necessary to account for this fact in our estimates. For example, if
productivity increased by 2 percent a year, this growth will apply both to
Corpsmembers' earnings and to what they would have earned in the absence of

Job Corps. If both earnings amour is rise by 2 percent, then the difference

betoeen them (the Job Corps effect) will also rise by 2 percent.
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differentials had declined by one-half after five years..1( While the use

of this figure is probably somewhat conservative for Job Corps,3/ it is

the best documented estimate available at this date. The figure will be

refined ia future analyses as longer-run evidence on earnings differentials

and other Job Corps effects become available for our sample.

Using these assumptions and a 5 percent per annum rate of discounte-
3/

the estimate of the present value of the earnings gain attributed to Job

Corps is $1,224 per Corpsmember. The let increase in postprostam earnings

is therefore $1,224 minus the decline in earnings for the first six months,

$143, for a net increase of $1,081 per Corpsmember.1(

1/A study by Ashenfelter (Orley Ashenfelter, "The Effect of Manpower
Training on Earnings," in Research in Labor Economics: Evaluating Manpower
Training Programs, edited by Farrell Block, Greenwich, Connecticut: JAI
Press, 1977) provides thq best evidence available on the future magnitude
of the effect. He found that the earnings gains for adult men who had
participated in MDTA employment and training programs had declined by
approximately 50 percent after five years. while the gains for adult women
did not fade out. .If we assume a decline for Job Corps similar to the
larger magnitude that Ashenfelter found for males, on a continuous basis
it would imply a rate of decline of just under 14 percent per year (13.8629
percent). In the absence of better information, Ashenfelter's decay rate
for adult males had been adopted. This probably overstates the aecay rate
for Corpsmembers, both because Corpsmembers are young and because Ashenfelter's
estimated 0.ecay rate for males is larger than that for females. However,
when additional follow-up data become available, better extrajolation will
be possible.

2/1n fact, Chapter V presents evidence that suggests that the Job
Corps effects will continue to grow, or at least not decline in the short run.

-This is the discount rate used throughout this study. For a

discussion of its selection and use, see Section C of this chapter, and
Technical.Report D. Section C of this chapter presents estimates of the
net present value calculated by using 3 and 10 percent discount rates
to illustrate the sensitivity of the analysis to the discount-rate
assumption.

This number includes an imputed value for the income earned by
individuals in our sample who entered the military. For the details of
the calculation, see Technical Report D.
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TO derive an estimate of the value of the increased output produced

by Corpsmembers, we must adjust the earnings gain to reflect the total

compensation paid by employers. This adjustment takes into account the

nonwage payments made by employers on behalf of the employees. These

include payments for retirement or insurance plans, the employer's share

of the Social Security tax, and payments made into Unemployment Insurance

and Workers' Compensation funds. The total adjustment is 14.67 percent

of gross wages. Thus: the value of the increase in output due to Job

Corps is approximately 1.1467 times the net earnings gain, or $1,239 per

Corpsmember.

Changes in Tax Payments. As Corpsmembers' income rises in the

future, they will pay more taxes. This increase will be seen as a cost

to Corpsmembers and as a benefit to non-Corpsmembers. However, due to

foregone earnings by participating in Job Corps, the taxes paid by

participants declined while they were in the program, as well as during

the first six months after they had left the program. The decline was due

to the fact that corpsmembers did not pay substantial taxes while they were in

the program, and because they experienced adjustment problems and thus

relatively low earnings during the first six months after they left Job

Corps.

To estimate the taxes paid, we used the tax rate estimate for

1/
low-income households, which is approximately 23 percent of total income.

1/
This discussion draws on the results of Joseph H. Pechman and

Benjamin A. Okner, Who Bears the Tax Burden', Washington, D.C.: The

Brookings Institution, 1966. Their data show that the combined effect
of all taxes is equivalent to a proportional tax of approximately 23
percent of income. These data are rather old (1966) and are less accurate
for low-income youth populations than others. However, they are the best
estimates currently available (see Technical Report D). The Pechman and
Okner estimates of tax burden have the unique advantage of incorporating
accurate data on income that is not reported to the tax authorities.
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The primary taxes paid by individuals in thiajncome range are payroll

taxes and sales and excise taxes. Thus, even though they face low tax

rates on wages, the total tax burden (as a percentage of iLcome) is not

significantly different than the tax burden of most taxpayers (except

perhaps for those households at the very extreme ends of the income

distribution).

The present value of the.net effect of (1) the declines in taxes

during and shortly after participation in Job Corps and (2) the tax increase

in later periods is a decline of $46 per Corpsmember in total tax collections

at all government levels. The earninjs gain (assuming a fade-out rate of

14 percent per year as in the estimates for this report) is insufficient to

generate enough taxes to offset (in present value) the decline in tax

payments in the early period. Thus, non-Corpsmembers view this change in

tax payments as a cost of the program. However, these taxes will not

enter into the social benefit-cost calculations because they represent

transfers of income. Corpsmembers benefit from the reductions in their

tax payments during and shortly after participation.

The turee measured benefits directly corresponding to increased

output are summarized in Table VI.2. In addition to these benefits,

there are also gains to both Corpsmembers and non-Corpsmembers to the extent

that individuals prefer work over welfare. Corpsmembers probably gain

increased self-esteem from working in regular, unsubsidized jobs. Non-

Corpsmembers may prefer that resources be used to provide Corpsmembers

with the opportunity to invest in their human capital, rather than used

to provide direct transfer payments to Corpsmembers. These changes in

well-being are intangible and thus are not measured in this analysis.



Component

TABLE VI.2

BENEFITS FBUI: INCREASEU OUTPUT BY COMPSMEMBERS

In-Program Output

Increased Postpragras Output

Inctvaeed Tax Payments

Change in Behavior
Value

Per Unit

Vote'
Discounte
Velvet!

Behavioral
Measure

In-Program
Changes

----..l piostrogram Changes

Months 1 to 6 Months 7 to 51

Years In Program 0.4916 0.0 0.0 $1,538.03/yr. $756.59

Gross Earnings N.A.2I -$164.17 $2033.15 N.A. $1238.81
Fringe Benefits

Eatimated Tar -$152.74 -$ 52.77 $ 159.40 N.A. -$ 46.11
Payments

This atemes en expected working life of 43 years (515 months) at the time the Corpmembers leave Job Corps.

Before being added into this column. values for months 7 to 516 are discounted in the time of termination from Job Corps,

At an annual rate of 5 percent.

1N.A. moans Not Applicable.



They are mentioned here so that the reader will be aware of the biases

in using only measured benefits and costs in the evaluation.

2. Reduced Dependence on Transfer Programs

The increase in employability attributed to Job Corps should make

participants less reliant on transfer programs (i.e., welfare and other

income and employment-conditioned programs, such as Unemployment Insurance

and Workers' Compensation). This will cause a decline in transfer payments

to Corpsmembers, as well as in the level of resources needed to administer

the transfer programs. The reductions in payments will be a cost to

Corpsmembers but a corresponding savings for non-Corpsmembers. Therefore,

these payments are transfers and will net out from the social perspectives.

In contrast, the administrative savings are a benefit to non-Corpsmembers

for which there is no corresponding cost to Corpsmembers, and, hence,

the administrative savings are a benefit to society.

Reduced Transfer Payments. Seven transfer programs were examined

as part of the analysis: Aid to Families with Dependent Children, General

Assistance, Food Stamps, public housing, Medicaid, Unemployment Insurance,

and Workers' Compensation. For all programs except Unemployment Insurance

and Workers' Compensation, transfers were estimated on the basis of differences

in months receiving the transfers (estimated from interview data) and the

average benefit levels of the programs (estimated from published data).

Where possible, the estimates accounted for major differences in eligibility

criteria that would affect the payment levels. For example, public housing

benefits depend on the number of adults and children in the household.

To the extent possible, these factors were taken into account in determining

the public-housing subsidy received. For Unemployment Insurance and Workers'

Compensation, self-reports of the amount received were used.
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TABLE vI.3

BENEFITS FROM REDUCED TRANSFER PAYMENTS

Component

Chance in Behavior-
a/

Behavioral
Measure

InProgram Postorogram Period
Period Months 1 to 6 Months 7 to 516

Value
Per
Unit

Total
Discopted
value-

Aid to Families with
Dependent Children

Respondent
(head of family)

Respondent
(other than heid
of family)

General Assistance

Respondent
(heed of family)

Respondent
bother than head
of family)

Food Stamps

Poblic Mousing

Medicaid

Unemployment Insurance/
Worker's Compensation

Total Benefits
(Ptesent value)-

Months Received
Transfers

Months Received
Transfers

Months Received
Transfers

Months Received
Transfers

Months Received
Food Stamps

Public Hous..ig
Net Benefit

.1114

.2221

.0178

.0355

.4822

$ 5.72

Months Received AFDC .3335

Amount Received
From

$29.30

.0383

.0837

.0003

.1307

.2376

$ 4.15

.1220

$19.26

.5141

1.1236

.0040

1.7545

3.1895

$ 55.65

1.6377

$258.54

$239.42/mo $124.29

$ 76.41/mo $ 85.05

$151.90/mo $ 3.19

$116.05/mo $165.59

$ 73.65/mo $221.60

N.A. $ 49.90

$ 16.61/mo $126.68

N.A. $234.33.

$1.010.83

I/Reductions in tne receipt of transfer payments are shown as positive numbers.

12/Before being added to this column. values for months 7 to 516 are discounted to the time of termination from
Job Corps at an annual rate of 5 percent.

2 /?his represents a benefit to non-Corpsmembers and a cost to Corpsmambers. Therefore. the net value from the
social Perspective is zero (see the text for more details).
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TARO %'I.4

BENEFITS FROM REDUCED ADMINISTRATIVE COSTS OF TRANSFER PROGRAMS

Chenoe in Behavior-
a/

Value Total

Component

Aid to Families with
Utpendent Children

Behavioral In-Ptogram Postproorsa Period Per WICOUAW
Vat/able Period Months 1 to 6 Months 7 to 516 UT= Benefft=r

Respondent
(heed of family) Months on AFDC .1114 .0383 0.5141 $27.64/sm 5 14.35

Respondent
(other than head
of familY1 Months on AtDC .2221 .0837 1.1236 5 8.83/so 5 9.83

Genetel Assistance

Seepondent
(head of family) Months on G.A. .0178 .0003 0.0040 517.47/10 5 0.37

Respondent
(other than head

of family}

itod Stampe

Months on G.A.

Months on

.0355 .1307 1.7545 513.35/mo 5 19.05

Food Stamps .4822 .2376 3.1895 5 9.48/so 5 28.55

Public Rousing Months in
Public /busing .1389 .0954 1.2806 512.50/mo S 14.43

Medicaid Months in AFDC .3335 .1220 1.6377 5 9.49/mo 5 15.49

Unemployment Insurance/

Worker', Coop/boa/Lon Weeks on U.I./W.C. .1438 .2238 3.0042 5 6.96/wk S 17.58

Total Benefiu (Present lalus) $119.65

e/
-ReduCtions in the receipt of transfer payments ere shown ae positive numbers.

1V8efore being added r, this column, values for months 7 to 516 are discounted to the time of termination from
Job. Corps et an annual rime of 5 percent.
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Corpsmembers reduced their participation in all seven programs

both while they were in Job Corps and during the first six months after

they had left the program. To estimate the total savings over the course

of their expected work lives, it is necessary to extrapolate the results

from the first six months into the future. We use the same basic discount

and fade-out assumptions that were used to extrapolate the earnings difference.-
1/

Under these assumptions, the present value of the benefits from reductions

in transfer payments is $1,011 per Corpsmember. Breakdowns of the changes

in transfer payments by program are shown in Table V1.3.

Concurrent Reductions in Administrative Costs. With the decline

in transfers, the amount of resources necessary to administer the programs

will also decline. This resource saving will be a benefit to non-Corpsmembers

and to society as a whole. The savings are estimated on the basis of the

average costs per year of processing a case in each of the programs. Again,

some adjustments have been made to allow for the effects of household

characteristics on the administrative costs.

The estimated benefits are presented in Table V1.4. We again use

the same assumptions for discount and fade-out rates as in the previous

section, to predict the effects of Job Corps after the first six months of

the postprogram period. The present value of the resource saving is

estimated to be $120 per participant.

MIN11100.

"This set of assumptions (a fade-out rate reducing benefits by
50 percent every five years and a 5 percent discount rate) is used throughout
this paper to arrive at the benchmark estimates. Because the fade-out
rate was derived from a study of earnings effects, its use for other
effects is less certain (more arbitrary).
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3. Reduced Criminal. Activity

Four benefits from the decline in criminal activity among Corps-

members are the reductions in (1) the personal injury and property damage

that accompany victimizations; (2) the fear and anxiety associated with

crime; (3) the resources used in the criminal justice system; and (4) the

value of stolen property. The resource savings associated with the first

three items are benefits entirely to society and to non-Corpsmembers.

The reduced value of stolen property will be a benefit to non-Corpsmembers,

and part of its value wil be viewed as a cost to Corpsmembers who no longer

receive as much theft income. The social benefit of a reduction in stolen

property is associated with decreases in the costs of fencing, in damage

to the stolen property, and in the loss of legal titles.1/

Reduced Personal Injury and Property Damage. A principal benefit

associated with reduced criminal activity stems from the decrease in

victimizations. The benefits that can be measured are the resource savings

from reductions in the amount of personal injury and property damage. Using

data collected as part of the National Crime Panel Survey program, we have

been able to obtain estimates of (1) the average value of property damage

from criminal acts, (2) the average value of the medical care needed by

victims of personal crimes, (3) the average output lost when victim lf.se

time from work while they are recovering from personal crimes, and (4)

the average costs of the administration of insurance needed to compensate

victims.2('

l(See Technical Report D, pages 84 to 86 and pages 9S to 99, for
more details about the treatment of stolen property.

2/We would like to t.iank Wesley G. Skogan for his help in obtaining
the necessary estimates from the victimization-incident data that were gathered
as part of the National Crime Panel program. Technical Report D presents a
detailed breakdown and analysis of the average costs of victimizations by
category of crime.
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A summary of the benefits from the reduction in these victimization

coats is presented in Table VI.5 for several arrest categories. The

numbers have been adjusted to reflect the number of incidents per arrest.

Thus, the numbers indicate the expected resource savings generated by a

reduction of one arrest of the particular type.

The number of arrests among Corpsmeml,erz declined for most arrest

types in both the in-program and postprogram periods. If we use our

assumptLons about the future time pattern of the Job Corps effect, the

total savings is estimated to be $274 per participant. The bulk of this

benefit is associated with the substantial reductions in burglary and

larceny.

Reduced Fear From Reductions in Crime. The values for property

damage and personal injury presented above capture only part of the

costs of criminal victimizations. In particular, they fail to capture

the psychological benefits individuals derive from reductions in crime.

These benefits are undoubtedly important; however, because there is no

accurate way to estimate their magnitude, they have not been included in

the numerical estimates. Their exclusion will bias our benefit-coSt

estimates downward, and they must be kept in mind when interpreting the

results.

Reduced Criminal Justice System Costs. Another benefit associated

with reductions in crime is the resource savings for the criminal justice

system. The reductions in savings are commensurate with reductions in

apprehending, adjudicating, and incarcerating individuals. Processing

individuals through the criminal justice system is quite expensive, as-

shown by the average costs in Table VI.6. Therefore, even relatively
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TADLE VI.5

BENEFITS FROM REDUCED PERSONAL INJURY AND PROPERTY DAMAGE

Component

Chance in Behavior!/ Value
Per

Unit

Total
Discounted
BenefitV

Oehaviora)
Variable-

In-Program
Period

Postprogram Period
Months 1 to 6 Months 7 to 516

Murder Number of
Arrests 0.0009 0.0000 0.000 $100,537.61 $ 90.48

Robbery Number of
Arrests 0.0009 -0.0020 -0.0268 569.18 -11.61

Felonious Assault Number of
Arrests 0.0028 0.0023 0.0309 488.75 13.33

Burglary Number of

larcenT/Notor Vehicle

Arrests

Number of

0.0307 0.0133 0.1785 536.94 92.51

Theft Arrests 0.0345 0.0151 0.2027 408.24 79.71

4/
Narcotics- Number of

Arrests 0.0150 0.0014 0.0187 0 0

Other Personal Number of
Arrests 0.0411 0.0122 0.1638 94.09 13.26

Other Miscellaneous- Number of
Arrests 0.0295 0.0379 0.5087 0 0

Unspecified Number of
Arrests -0.0019 -0.0019 -0.0255 170.79 -3.78

Total Benefits
$ 273.90

a/
- Reductions in arrests are shown in positive numbers. Negative changes in behavior (as with the postpro9ram robbery and

unspecified categories) denote increased criminal activity among Co.psmembers.

hlSee the text for a discussion of arrests as a measure of criminal activity.

c/
- Before beim) added to this column, values for months 7 to 516 are discounted Le the time of termination from Job Corps at

an annual rate of S percent.

g/These categories contain primarily "victimless" crimes. As o result, the value of reduced property damage and personal
injury is small, not estimated, and assumed to be zeso in deriving total benefits.
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TAtis VI.6

ABUOUD CRIMINAL Mallet SYSTA24 COSTS

Cowl'o rent

Congo in Behavior?" Value

Per
Unit

Petal
Discount,
Benefit

c
Behavioral
VariableV

In-Po:gram
Period

Postprogram Perto4
Months 1 to 6 Months 7 to 474

Murder Number of 424,767/
Arrests 0.0009 0.0000 0.0000 arrest $ 22.29

Robbery Number of 12,007/
Arrests 0.0009 -0.0020 -0.0260 arrest -246.46

Felonious Assault Number of 2,732/

Arrests 0.0020 0.0023 0.0309 arrest 74.54

Burglary Number of 5,095/
Arrests 0.0307 0.0133 0.1705 arrest 1,015.61

Larceny/Auto Theft Number of 2,610/
Arrests 0.0345 0.0151 0.2027 arrest 511.15

Narcotics Number of 2,590/
Arrests 0.0150 0.0014 0.0107 arrest 77.45

OLber Personal Number of 75G/
Arrests 0.0111 0.0122 0.1630 arrest 106.50

Other Miscellaneous Number of 919/
Arrests 0.0295 0.0379 0.5007 arrest 379.09

Unspecified Number of 2,040/
Arrests -0.0019 -0.0039 -0.0255 arrest -45.31

Total Benefits $1,095.74

26eductions in arrests are steam In positive numbers. Negative changes in behavior (as with the post-

program robbery and unspecified categories) denote increased criminal activity among Corpamembers.

k/See the test for a discussion of arrests as a measure of criminal activity.

VBefore being added to this column, valves for months 7 to 516 are discounted to the time of termination

from Job Corps at an annual rate of 5 Percent.



small reductions in crime can yield substantial benefits. Using our

benchmark assumptions, ..he estimated savings to the criminal justice

system are $1,896 per Corpsmember. Again, the largest benefits derive

from reductions in burglary and larceny arrests.

Reductions in the Value of Stolen Property. Estimates for the

value associated with the reduction in stolen property were obtained

in a similar manner to those obtained for the cost reductions in property

damage and personal injury.-11 Table VI.7 shows that. the estimated value

of reductions in stolen property is $968 per Corpsmember. This is clearly

a benefit to non-Corpsmembers. However, we estimate that the cost to Corps-

members in terms of foregone theft income is only $581 because, in general,

they will not be able to realize the entire market value of the goods they

steal. The difference between the non-Corosmember benefit and the Corpsmember

cost is a net social benefit of $387.

4. Reduced Drug and Alcohol Use

The principal measurable benefit of the reduction in drug and

alcohol use is the decrease in treatment costs. The types of drug-alcohol

treatments included in the estimates are heroin detoxification, methadone

maintenance, alcohol detoxification, and education and counseling services.

The resource savings associated with the reduction in the use,of drug-

alcohol treatments will be benefits to both non-Corpsmembers and society

as a whole. The psychological benefits from reduced drug and alcohol use

while unmeasured in this report, will accrue to both Corpsmembers and

non-Corpsmembers.

1/
--Technical Report D presents a full description of the estimation

procedures.
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TABLE V1.7

VALUE OF REDUCED AMOUNT OP STOLEN PROPERTY

Component

.mbbery

Burglary

Larceny/Motor
Vehicle Theft

Unspecified

Total Value

Change in Behaviora Value Total
BehaVioK9. In- Program Postprogram Period Per Discountsft

Measure Period Months 1 to 6 Months 7 to 516 Unit BenefitSV

Number of
Arrests .0009

Number of
Arrests .0307

Number of
Arrests .0345

-.0020 -.0268 $ 737.58 $ -15.04

.0133 .1785 3,563.99 614.01

.0151 .2027 1,950.51 380.83

Number of
Arrests -.0019 -.0019 -.0255 535.95 -11.86

$ 967.94

-/Reductions in arrests are shown in positive numbers. Negative changes in behaVicr (as with the

postprogram robbery and unspecified categories) denote increased criminal activity among Corpsmembers.

bi
See the text for a discussion of arrests as a measure of criminal activity.

VBefore being added to this column, values for months 7 to 516 are discounted to the time of

2"sl
termination from Job Corps at an annual rate of 5 percent.
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Reductions in the use of drug- or alcohol-treatment programs

among Corpsmembers were observed both during their stay in the giogram

and after they left Job Corps. The estimates of the per-Corpsmember

reductions in treatment use are approximately 2 treatments per 100

Corpsmembers (- 0.0205) during the in-program period and a reduction of

just over 1 treatment per 100 Corpsmembers (-0.0132) during the first

six months of postprogram observation.

Savings from the reduced utilization of drug or alcohol treatments

among Corpsmembers are estimated by using our benchmark assumptions

regarding discount and fade-out rates. While the cost of treatment varies

tremendously by type, we estimate that the average cost is approximately

$1,086 per person treated. Using this unit value, the estimated total

social benefit (in present value units) is $175 per Corpsmember.

S. Use of Alternative Training and Educational Programs

Decisions by Corpsmembers to obtain more or less training and

schooling generate benefits and costs for both Corpsmembers and non -

Corpsmembers. For example, Corpsmembers enroll in high school programs

much less frequently than individuals in the comparison group. This is

due, in part, to the fact that many Corpsmembers obtained GED degrees

while they were in the program, thus eliminating the need to return to

high school at a later time. In this case, the resource savings associated

with less frequent high school enrollment are benefits to non-Corpsmembers

and to society. Of course, there are benefits associated with additional

training and education. If follow-up data were available for a longer

period of time, the increased earnings measure discussed earlier in this

chapter would capture these benefits for both the Corpsmembers and the
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individuals in our comparison group. In the absence of such data, we

have chosen to examine only changes in the operating costs of education

and training programs. Thus, our estimates of the pet present value will

further be biased downward to the extent that Job Corps induces Corpsmembers

to obtain additional education (compared to what they would have obtained

in the absence of Job Corps) and thereby increase their earnings even more

(e.g., college attendance was higher among Corpsmembers).

The estimates of the present value of the cost savings due to as

overall decline in the cost of the utilization of alternative training

and educational services by Corpsmembers are showu in Table VI.8. As was

mentioned above, the Mk of the 'Avings stems from Corpsmembers' decreased

use of high school programs. The sum of th2se individual components is a

cost savings of $391 per Corpsmember.

6. Other Benefits

In addition to the benefit components discussed above, there are

two benefits that cannot be directly measured and valued; however, evidence

on them does exist. The first of these benefits is the improved personal

well-being of participants beyond what Is caused by both increased earnings

and the value of Job Corps expenditures on enrollees (for room, board,

medical services, etc.). In particular, it is very likely that the value

of improved health status and basic education are not fully captured in

the short-run (if ever).

The second benefit that cannot be directly measured is the atility

that participants and nonparticipants derive from the income redistribution

per se that is implicit in the Job Corps program. This also cannot be

directly measured. This benefit has important policy implications because

the desirability of the program can possibly be founded on equity grounds alone.
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TAbLE VI.0

BENEFITS room REDUCED UTILIZATION OF ALTERNATIVE TRAINING AND EDUCATIONAL PhOORAMS

Component

wi %/am. w,.
a/Change in Behavior

Total
Discounted
Benefit/

Behavioral
Measure

In-Program
Period

Postprooram Period
Value
Per

'Ninths 1 to 6 Months 7 to 516 Unit

Use of Training and Educational
Programs other than Job Corps

Nigh School Months in
Nigh School .5479 .2098 2.0236 $187.42/mo. $521.27

Vocational education Months in . ..

Voc. Ed. .0916 -.0047 .06:10 $ 93.27/mo. 3.09

College/University Months in
College .0654 -.MS -.7987 $410.06/mo. -232.91

Unspecified school Months in
I

h3

School .1632 .0230 .3067 $231.12/00. 94.31

CR CETA and other training Months in
43 programs MA/Other .1232 -.0295 -.3959 $i73.33 /mo. -33.08

1 Public service employment Months in
PSE .2078 .0428 .5745 $ 55.90/mo. 37.09

Training allowances Training
Allowances $22.2760 54.7372 $63.5905 N.A. 71.71

Total social benefitf $399.57

Pi
ReouctIons in utilization are shown as positive numbers. Negative numbers (as with postprogram vocational education) represent

increased utilization of training and educational programs by Corpsmosibcrs.

12/Before being added to this column, values for months 7 to 516 are discounted to the tine of termination from Job Corps at an annual
rate of 5 Percent.

The value of the training ailowances are not included Localise they represent a transfer item from LaxPayere to those receiving training
and hence, are not social costs (i.e., their increases sin nt a sonial coati.



B. COSTS

The breakdown of ;rogram costs by category and analytical perspective

is shown in Table VI.9. There are three basic cost categories: program

operating expenditures; the opportunity cost of Corpsmember labor; and the

nonbudgeted costs other than for Corpsmember labor. The total social cost

(i.e., excluding all transfers) of Job Corps is estimated to be $4,987 per

Corpsmember, while the cost to non-Corpsmemberi is $5,644 per Corpsmember

enrolled. The difference is the value of the transfers provided to Corps-

members ($658 per Corpsmember).

1. Program Operating Expenditures

The breakdown of program operating expenditures into the three

components--center operating expenditures (excluding Corpsmember transfers),

Corpsmember transfers, and the central administrative costs--reflects the

different nature and sources of Job Corps expenditures. Center operating

expenditures are costs to non- Corpsmembers and to society. These expendi-

tures and figures were obtained from the Job Corps Financial Reporting

System. The Corpsmember transfers were also obtained from the Job Corps

Financial Reporting System, but they are not social costs: instead, they

represent a transfer of resources from non- Corpsmembers to Corpsmembers.-
1/

Finally, data on the central administrative expenditures were provided by

the Office of Management and Budget. These expenditures represent costs

to both nor ''.'orpsmembers and society as a whole.

1/
These tz...sfers are expenditures for items Corpsmembers would

have consumed in the absence of Job Corps (e.g., food, clothing, and housing).
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TABLE V1.9

SUMMARY OF COSTS PER COMISMEMBER, BY ANALYTICAL PERSPECTIVE'

Cost Component
Present Value of Costs by Perspective

Social :ion - Corpsmember Corpsmember

A. Program operating costs

Center operating expenditures
Transfers to Corpsmembers

$2,702.98
0

$2,702.98
1,198.26

0

-1,198.26-
b/

Central administrative costs 1,358.77 1,358.7. 0

B. Opportunity cost of Corpsmember
labor

Foregone earnings 878.58 0 878.58
Foregone tax payments 0 152.74 - 152.74

C. Unbudgeted expenditures other
than for Corpsmember labor

Program costs 46.22 46.22 0

Transfers to Corpsmembers 0 - 185.36-
b/

Total costs (present value) $4,986.55 p5,644.33 $- 657.78-
b/

- -The cost per Corpsmember is estimated by multiplying the cost per
Corpsmember year (as estimated in Technical Report D) by the average length
of stay in years for Job Corps during fiscal 1977-0.492 years (5.9 months).

'Because Corpsmembers benefit from transfers, they are presented here
as negative costs.
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2. Opportunity Cost of Corpsmember Labor

Youths who participate in Job Corps forego employment opportunit_es

that otherwise they would have taken. The wages they would have earned

in thc foregone employment are a cost to them of participating in Job

Corps. This "opportunity cost" of Corpsmember lalsor is not balanced by

corresponding benefits to non- Corpsmembers and thus enters into the social

benefit-cost calculation as a cost..1( An estimate of the opportunity cost

of Corpsmember labor is made on the basis of the estimated earnings that

Corpsmembers would have received had they not enrolled in the program.

Another way of viewing this cost is that, from society's point of

view, the decision to enroll a person in Job Corps implies that the output

that person would have produced in the absence of the prcgram must now be

foregone. The loss of this output is a net cost to society. The value

of this foregone output is measured by the foregone earnings. As was the

case in estimatlig the increase in output produced, the estimate of foregone

earnings includes the amount of fringe benefits in order to measure the

total value of the output lost.

3. Nonbudgeted Costs Other than for Corpsmember Labor

The opportunity cost of Corpsmember labor described above is,

of course, an unbudgeted item. In addition, there aze several other

types of expenditures whose costs do not appear in the Job Corps budget.

These expenditures include the following items: surplus goods, for which

the centers pay only transportation charges, meal costs reimbursed by

1/
--However, if labor markets are in disequilibrium (i.e., if dis-

advantaged youths are unemployed in the labor market), non-f::Irpsnembers
receive benefits from replacing Corpsmembers on jobs; thus, social costs
are reduced.
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the National School Lunch program; medical supplies and services provided

by state and local agencies; will other resources acquired at below-market

prices. The use of these resources is a cost to non-Corpsmembers and to

society. However, the use of many of these items represents a transfer to

Corpsmembers, and, hence, does not enter into the social perspective. The

opportunity cost of these resources, which is usually equal to the market

price, was estimated on the basis of special studies conducted at thirteen

Job Corps centers (see Technical Report F for more details).

C. OVERALL FINDINGS FOR NET PRESENT VALUE

Once the various effects of Job Corps have been valued, the cal-

culation of the net present value is straightforward. Table VI.10 presents

the values of the various benefit and cost components with their associated

net present values from the three perspectives.1/ As can be seen, the

program yields net benefits from all three perspectives with our benchmark

assumptions. Corpsmembers benefit principally from the program's transfers

(shown as negative costs)--primarily room and board--and the increase in

their postprogram earnings. Their major costs are foregone earnings while

they are in the program, as well as the reductions in their transfer payments

that accompany their increase in earnings. For non-Corpsmembers, the net

benefit is relatively small. The largest benefit accruing to this group

is the reduction in the costs associated with criminal activity; their

largest costs are those included in program operating expenditures. From

the social perspective, the increase in output (produced both in and out

of the program) and the criminal justice system cost savings constitute

1/
--In those cases where a benefit was unmeasured (e.g., reduced

psychological costs of crime) we have included a plus in the appropriate
row and column in the table.

- 273 -

2



the bulk of the benefits, with program operating expenditures representing

the largest cost.

The final net present value figures from the three perspectives

are presented near the bottom of Table VI.10. As the sum of the present

values of all benefits less all costs, these provide summary estimates

of program performance (measures that incorporate the various assumptions

outlined earlier in this chapter and in Technical Report D). The estimates

of the net present values per Corpsmember from all three perspectives are

positive. The net present value from the social perspective is $251 per

Corpsmember enrolled, with almost 85 percent of that net benefit ($212)

accruing to Corpsmembers, and the remaining 15 percent ($39) accruing to

non-Corpsmembers.1/ The estimates for the alternative summary performance

measures (the ratios of benefits to costs from all three perspectives) are

shown at the bottom of the table, and all of them are, of course, greater

than 1 because the net present value is positive.

However, a single estimate fo the net present value can be quite

error-prone--especially for a short-term evaluation. Even the best estimate

is subject to inaccuracies. In addition to sampling error, numerous

assumptions must be made in estimating the component benefits and costs

(assumptions regarding decay and discount rates, unmeasured benefits and

costs, the competitiveness of product and labor markets, and the appro-

priateness of the methods used to estimate shadow prices and program effects)

Each of these assumptions will affect the magnitude of the net present

value, and while an attempt has been made to keep the assumptions as

1Of course, because there are many more non-Corpsmembers than
Corpsmembers, the benefit to non-Corpsmembers will, on average, be quite
small (much smaller than the $39 per Corpsmember). However, some non-
Corpsmerbers (e.g., recipients of the value of output and additional
victims of crimes in the absence of Job Corps) will benefit substantially.
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TABLE Vt.10

NET PRESENT VALUES PER CORPSNEMER FOR 10$ CORPS UNDER T1 BENCIPIARK asscanIonsff

Social Ron-Corns member Corns:ember

Benefits

$ 756.59

1,238.81

0
+

$ 670.60
0

106.63

$ 95.99
1.238.81

-106.63

I. Output Produced by Corpsmember

In-program output
Increased out of program output
Increased tax payments on poet-
program earnings

Preferences for work over welfare

II. Reduced Dependence on Transfer Programs

Transfer payments 0 1,010.83 -1.010.83
Administrative costs 119.65 119.65 0

III. Reduced Criminal Activity

Property damage and personal injury 273.90 273.90 0
stolen property 387.43 967.94 -580.51
Justice system costs 1,895.74 1,895,74 0
Reduced psychological costs .

N. Reduced Drug/Alcohol Use

Treatment Costs 174.79 174.79 0
psychological benefits

v. utilisation of Alternative Education
and Training Services

Education and training costs

.

390.57 390.57 0
Training allowances 0 72.71 -72.71

VI. Other 8neans

tmproved. Corpsmember health status .

PALL
I. Program Operating Costs

Center operating expenditures other
than for Corpsmember transfers $2,702.98 $2,702.98. 0

Transfers to Corpssembers 0 1,198.26 5-1.198.26

Central administrative costs 1.358.77 1.358.77 0

IX. Opportunity Cost of Corpsmember tabor

e foregone earnings 878.58 0 078.98
foregone tax.payments 0 152.74 -152.74

III. Onbudgted Expenditurss other than
for Corpmember Labor

e Program costs 46.22 46:22 0

Transfers 0 185.36 -185.36

Net Present va u $ 250.93 S 39.03 $ 2:1.90

senefit-Cost Ratio 1.0504 1.0010 1.0800-
b/

1See the text for a review of these assumptions and their implication for the values
presented in this table.

-The numerator of the benefit-cost ratio for Corpsnemmors includes all of their cenefirs
listed in this :able as either positive benefits or negative costs, and the denominator includes

al of their ccsts listed :n this table as either positive costs or negative benefits.
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realistic as possible, they still must be regarded as approximations and,

in some cases, speculative. Therefore, it is necessary to present not only

our benchmark set of assumptions used in estimating the net present value

of Job Corps (the ones that the researchers were most comfortable with),

but also a set of different assumptions used in making a series of alter-

native estimates. In this way, the sensitivity of the net present value

estimates to changes in various assumptions can be examined.

Table VI.11 presents estimates of the net present value per

Corpsmember made under our benchmark and five alternative sets of assumptions.

In each case, one specific assumption is changed (with the remaining bench-

mark assumptions being maintained). Thus, if we were to vary several

assumptions simultaneously, the variation in the estimates of the net present

value could be even greater than that indicated in Table VI.11.1/

The first three sets of alternative assumptions in Table VI.11

concern the rate at which the Job Corps effects fade out over time. The

first alternative presented assumes that there are no effects other than

those already observed by the end of the first six postprogram months. These

estimates indicate that future social benefits (after the first six post-

program months) will have to be worth at least $3,212 if Job Corps is

to be considered an efficient use of resources.3/ The second alternative

assumption is that effects do not fade out at all. In this case, those

effects observed during the first six postprogram months are assumed to

1/Only brief summaries of some of the sensitivity tests made on
the various assumptions are given here. More details are presented in
Chapter V of Technical Report O.

3/Note that because the transfers received by Corpsmembers while
they are in the program are worth more than their foregone earnings (including
the decline in earnings over the first six Postprogram months), Corpsmembers
will have a positive net present value even if there are no future effects.
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TABLE VI.11

NET PRESENT VALUE PER CORPSMEMBER UNDER ALTERNATIVE ASSUMPTIONS-

Analytical Perspective
Alternative Assumptions Social Non-Corpsmember Corpsmember

Benchmark assumptions
(discount and fade out =
19 percent) $ 250.93 $ 39.03 S 211.90

(1.05) (1.01) (1.08)

Effects do not last beyond the
first six postprogram months - 3,211.67 -3,542.18 330.51

(0.36) (0.38) (1.25)

Effects do not fade out (or grow)
over time (discount = 5 percent) 10,612.40 9,531.79 1,080.61

(3.13) (2.69) (1.17)

Earnings and transfer effects do
not fade out but other effects do 5,182.85 2,881.48 2,301.37

(2.04) (1.51) (1.40,

3 percent discount rate (discount
and fade out = 17 percent) 757.39 508.11 249.28

(1.15) (1.09) (1.09)

10 percent discount rate (discount
and fade out = 24 percent) - 581.57 - 794.91 213.34

(0.88) (0.86) (1.08)

a/
--The numbers in parentheses below the estimates of the net present value

are benefit-cost ratios computed as described in Table V.10.

t/Benchmark assumptions are as follows: all effects fade out at a
rate equal to 50 percent every five years;.the discount rate is 5 percent;
the expected worklife of a Corpsmember is forty-three years after leaving
Job Corps. (For a more complete discussion of these and other assumptions,
see Chapter V of Technical Report D.)
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remain constant over the Corpsmember's entire worklife. In this case,

Job Corps would be an overwhelming success, with measured benefits

exceeding measured costs by more than $10,000 per Corpsmember from a

social perspective. The third alternative assumption is that the earnings

and corresponding transfer effects do not fade out, while the other effects

(reduced criminal activity, drug- and alcohol-treatment use, and education-

and training-program use) fade out at the benchmark rate.41( In this

instance, the social, Corpsmember, and non-Corpsmember net present values

again are all positive, with the total social benefits outweighing social

costs by more than $5,000.

The appropriate discount rate to use when evaluating government

training and educational programs is always a controversial issue, because

while the choice of a discount rate is very important for the evaluation

and is well established theoretically, there has never been a completely

satisfactory way to estimate discount rates. Imperfections in the markets

for cap. the existence of risk and uncertainty, inflation, and the fact

that many tax incidence questions are still unresolved have made it impossible

to determine a single discount rate appropriate for evaluating government

investments. As a result, we have adopted somewhat arbitrarily (see Technical

Report D for more documentation) a 5 percent real rate (i.e., net of inflation)

as our benchmark. Therefore, we must test the sensitivity of the findings

to variations in this assumption.

To test the sensitivity of the findings to the use of the 5 percent

discount rate, we also made net present value estimates using 3 and 10

"This procedure was adopted because there is substantial evidence
that criminal activity, drug use, and participation in training and educational
programs decline as people grow older. As a result, the magnitudes of
reductions in these activities would probably fade out even if the percentage
reduction due to Job Corps participation did not fade out.
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percent real discount rates. These alternative estimates are presented

in the last two rows of Table VI.11. As can be seen, the social net

present value changes in the opposite direction from the discount rate.

Lower discount rates increase the present value of social benefits, but

leave social costs unchanged because all of them are incurred during the

initial time period. Thus, using a 3 percent discount rate increases

the social net preswIt value by over $S00 per Corpsmember compared to the

benchmark estimate. In a similar manner, increasing the discount rate

from the S percent benchmark rate to 10 percent decreases the social net

present value by over 5800.1

It should be pointed out that our treatments of the discount and

fade-out rates are analytically identical. In each case, the current

value of an effect decreases over time.-
2/

The important parameter is

thus the sum of these two rates. Id this light, the sensitivity tests

presented in Table VI.11 can be viewed as testing many combinations of

"Because Corpsmembers' benefits and costs are spread out more
evenly over time, changes in the discount rate will have less effect on
their net present value. For example, a decline in the discount rate
increases the present value of the earnings gain (a Corpsmember benefit),
but also increases the present value of the decline in transfers (a Corps-
member cost). Thus, there is only about a $35 difference between the
Corpsmember net present value calculated using a 3 percent real discount
rate and the value calculated using 10 percent, while the difference
between the corresponding social estimates is over $1,300 (because costs
are concentrated in the in-program period and benefits occur mostly in
the future).

2/The value of the effect is its magnitude times its value (e.g.,
reduction in the number of burglary arrests per Corpsmember times the cost
of a burglary arrest). The fade-out rate affects this product by reducing
the magnitude of the effect, while the discount rate affects the product
by reducing its value in future time periods. The present value will be
affected by the sum of these two rates. Thus, if one rate is increased
and the other rate is decreased by the same amount, the net present value
will not change.
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fade-out and discount rates (e.g., the net present value estimates

calculated by using a 3 percent discount rate and a 14 percent (approximately)

fade-out rate are identical to those calculated for any other fade-out

and discount rate combinations that sum to 17 percent). As shown, the

different combined rates that were tested range from 5 to 24 percent. As

long as the sum of the two rates is less than 20 percent, the social net

present value will be positive, and Job Corps will thus represent an

efficient investment of resources.

In addition to the assumptions regarding the magnitudes of future
-.-

effects and the appropriate discount rate, there are several other specific

assumptions whose effect on the net present value should be examined.

These include the following assumptions:

That the marginal savings to the various agencies affected by
changes in behavior among Corpsmembers (e.g., AFDC, General
Assistance, courts, police arid corrections, drug-treatment
programs, and Job Corps) are equal to their average cost of
operation

That the estimated magnitudes of the Job Corps effects correctly
measure the true effects regardless of the statistical
significance attributed to the res:lts

That the value of the output produced by Corpsmembers in Job
Corps is approximately equal to the price an alternative
supplier would have charged to produce that output

That the increase in Corpsmember earnings can be used as a
measure of the increase in social output (in particular,
there is no displacement of non-Corpsmembers)

These assumptions, like those regarding fade-out and discount rates,

are examined in detail in Technical Report D. However, a few points are

worth mentioning here. The use of average cost as a measure of marginal

cost appears to be a reasonable assumption for evaluating the long-run

effects of a program, although it probably causes some upward bias for

the value of benefits in the short run.
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The use of the estimated Job Corps effects without regard to

their statistical significance should not bias our results, but does

indicate the imprecision of the findings, especially for individual

components (e.g., does Job Corps really reduce murder arrests, or is

that result a chance occurrence resulting from our sampling?). However,

the estimates used in the benefit-cost analysis are the best (i.e., most

accurate) estimates of Job Corps effects that are currently available;

they are generally unbiased or conservative, and were obtained from an

evaluation designed to yield accurate overall benefit-cost estimates)'

The price alternative suppliets would charge to produce the output

produced by Corpsmembers while they are in the orogram may overestimate

the actual social value of that output. This supply price reflects the

value of the labor inputs that went into the output rather than its value

to recipients. The social-demand value could differ from the supply price

because of the displacement of other workers, external benefits or costs,

altruism on the part of recipients, the lack of demand for the output, and

other features of the market for such output. Estimates of the social

value might reasonably be rxpected to fall between slightly above the

supply price to only about 65 percent of the supply price. Using a value

that is only slightly above our benchmark estimate will not affect the

final estimate of the net present value. However, if we use a lower-bound

estimate of 65 percent of the supply value of in-program output, the estimate

of the social net present value will be reduced from the benchmark value of

$251 to -$13 per Corpsmember. This decline in the value of in-program output

See Technical Report C for details on the accuracy of the estimates,
and Technical Report A for details on the evaluation design.
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would affect primarily non-Corpsmembers, for

net present value per Corpsmember would fall

have a decline of only $30 in the net present

whom the estimate of the

to -$195. Corpsmembers would

value under these conditions.-
1/

In order for the postprogram increases in Corpsmember earnings to

measure the social value of the increase in Corpsmember- produced output,

Corpsmembers must not displace other workers who subsequently become

unemployed. If they do, the earnings 5ain to Corpsmembers will be offset

from the social perspective by the earnings declines among the displaced

non-Corpsmembers. Thus, the Corpsmember earnings gains would overstate

the true increase in social output. Of course, the social opportunity

costs of Corpsmember time scent in Job Corps would also be overstated

because part of that foregone output would be produced by non-Corpsmembers

who would replece the Corpsmembers. Thus, it is likely that dropping our

assumption that there is no displacement (or replacement) would have little

impact on the overall estimates of the net present value, and it is possible

(as discussed in Technical Report D) that the estimate of the net present

value for society would rise (if non- Corpsmembers benefit more by replacement

than they lose by displacement).

The general conclusion of these sensitivity tests is that as long

as the sum of the discount am' fade-out rates is less than 20 percent, Job

Corps is an efficient use of resources. In addition, non-Corpsmembers will

view the program as producing positive net benefits. Under diverse assumptions,

the sensitivity tests indlcatu. that Corpsmembers will receive a net benefit

of approximately $200. finally, if the various benefits that are left

--See Technical Report E for a detailed disci....%ion of the demand

value of the in-program output.
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unmeasured (reduced psychological costs of crime, satisfaction from

improved Corpsmember health status, preferences for having Corpsmembers

lead "more acceptable" life-styles, further long-run earnings increases

due to increased Corpsmember use of vocational and college education, etc.)

could be added to the measured benefits, the results would probably be

even more favorable toward Job Corps.

D. CONCLUSIONS

The principal issue analyzed in this chapter is whether the

investment in Job Corps is economically efficient--specifically, does

society have more goods aild services at its disposal because of the

investment in Job Corps, or would it be better of if the resources

devoted to the program were used for alternative purposes? The results

of this analysis suggest that public investment in Job Corps is efficient.

Our benchmark estimate is that the present value of benefits exceeds

costs by $251 per Corpsmember, or by approximately 5 percent of costs.

Because over 40,000 Corpsmembers enrolled in Job Corps during the base

year for the evaluation (fiscal year 1977), our benchmark estimate of the

total social benefit exceeds $10 million for that year.

We estimate that nearly 50 percent of the social benefits are

generated by a reduction in criminal activity among Corpsmembers--

particularly burglary and larceny. These benefits from reductions in

crime include reductions in personal injury, property damage, stolen property,

and criminal justice system costs. Another 40 percent of the social benefits

are attributed to an increase in the value of the output Corpsmembers

produce both while they are in the Job Corps program and after they leave.

The social costs consist prmarily of the resources used to operate and

administer the program.
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The analysis of social benefits and costs abstracts from the fact

that members of society share asproportionately in the benefits and costs.

The equity affects of the program are very important for a complete analysis

of the program. As a result, we also analyzed the benefits and costs of

investments in Job Corps from the perspectives of Corpsmembers and of all

other members of society (non-Corpsmembers). Our benchmark distributional

estimates indicate that the average Corpsmember receives a net benefit of

$212 from participating in Job Corps. We estimate that non-Corpsmembers,

as a group, receive benefits worth only slightly more than the costs they

incur. For non-Corpsmembers, the net present value of their investment in

Job Corps is approximately $40 per Corpsmember enrolled.

Approximately 40 percent of the benefits to Corpsmembers are

accounted for by their increased earbings. The other benefits are primarily

the transfers they receive whi33 they are in Job Corps. The largest cost

borne by Corpsmembers is the reduction in their transfer income, although

the opportunity cost of the time they spend in Job Corps and the reduction

in their theft income are also significant costs to them.

Non-Corpsmembers receive substantial benefits from the reductions

in Corpsmember criminal activity and their use of transfer programs. The

non-Corpsmember costs are primarily from the operation and administration

of the program. Of these Job Corps expenditures, over 25 percent are for

transfers to Corpsmembers.

The estimation of the present value of benefits and costs required

numerous assumptions and approximations. In particular, because this

analysis is based on interview data that covered only seven postprogram

months on average, we have had to make some speculative assumptions about

the rate at which the Job Corps effects fade out over time. We assumed
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that all effects fade out at approximately 14 percent a year. Another

important assumption that was used to obtain the benchmark benefit-cost

estimates was that the -ppropriate discount rate for convertiby the

values of future benefits into current dollars was 5 percent. Assumptions

of lower (higher) fade-out and discount rates will make the program appear

more (less) attractive. As long as the sum of the fade-out and discount

rates is less than 2C percent, we estimate that Job Corps is an efficient

social investment.
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VII. CORPSMEN/MRS' SATISFACTION WITH THE PROGRAM

In this chapter we examine three areas of Corpsmembers' satisfaction

with Job Corps that indicate the benefits they perceive to accrue from the pro-

gram and that affect the postprogram economic impacts. In the first section, we

analyze Corpsmembers' ratings of in-program services, which measure their

opinions about the effectiveness of the program. In the second section

we examine the factors that affect Corpsmembers' length of stay at centers

and their completion status. The length of stay and completion rates are

indicators both of Corpsmembers' satisfaction with the program (their

reported preferences) and of the amount of services provided by Job Corps

Centers; hence, they are measures of the amount of program treatments that

are important intervening variables in exaplaining postprogram impacts

(see Chapter V).

The third section presents findings on Corpsmembers' ratings of

job-placement and related postprogram services provided by Job Corps.

Adequate postprogram services, both for job placement and for facilitating

the transition from structured life at centers to the regular lab= market,

are essential for a positive short-term economic impact of a residential

training program such as :lob Corps. Analyzing Corpsmembers' assessments

of job-placement and related postprogram services takes on added importance

when we recognize that Corpsmembers' earnings were temporarily low upon

re-entering the labor market immediately after leaving Zob Corps (this is

discussed in more detail in Chapter V).
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A. IN-PROGRAM SERVICES

As part of the follow-up interview, we asked the Corpsmember sample

to rate the services they received while in the Job Corps program. This

series of questions essentially repeated the set that was asked in the

baseline interview while Corpsmembers were still residing at centers. These

questions and the analysis of Corpsmembers' satisfaction with in-program

services were repeated in the follow-up to check on the generally high

.level of satisfaction expressed at baseline. We wanted to determine whether

the baseline responses were adequate indicators of Corpsmembers' satisfaction,

in that we were concerned that Corpsmembers might have either felt pressured

to give high ratings while they were residing at centers-
1/

or had unrealistic

expectations about the postprogram benefits (program operators have sometimes

been accused of being overzealous in promoting the benefits of their program,

to participants).

One question on Corpsmembers' satisfaction with in-program services

dealt with the overall rating of Job Corps and consisted of four response

categories that ranged from "very satisfied" to "not at all satisfied."

Former Corpsmembers were then asked to evaluate specific components of

services provided at Job Corps centers. In this section we present findings

on the ratings given in the follow-up interviews, and then contrast them to

the answers to the same questions in the baseline interviews for respondents

wh6 completed both interviews.

2./In order to reduce these types of problems, we assured respondents

from both surveys (baseline and follow-up) that the information would be
strictly confidential, and we conducted interviews in private locations.
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In the final part of this section we analyze an indirect measure

of Corpsmembers' satisfaction.with in-program services that was not

available at the time of the baseline interview--namely, whether former

Corpsmembers thought that the training they received in Job Corps helped

them obtain specific jobs during the postprogram period. Not only is

assistance in obtaining employment a useful measure of Corpsmembers'

evaluations of in-program services, but it also establishes a direct

link between in-program training and postprogram economic impacts. We

examine both the overall magnitude of favorable reports and the variables

that affect the responses (i.e., Corpsmember and center characteristics).

1. Ratings of Job Corps: Overall and by Type of Service

Table VII.1 shows both Corpsmembers' overall rating of Job Corps

and their evaluation of specific Job Corps services. As in the baseline

surveye-
11

Corpsmembers reported that they were generally satisfied with

the program and the specific services they received while they were at

the centers. After being out of the program a short period of time,

the youths seemed to view their Job Corps experience even more favorably

than they did while they were in the program. If the "very satisfied"

rating is combined with the "fairly satisfied" rating to indicate a

Corpsmember who was pleased with his or her Job Corps experience, and if

the "not too satisfied" rating is combined with the "not at all satisfied"

1/
For a more thorough discussion of the baseline findings, see "An

Examination of Job Corps Participation," Mathematica Policy Research, June

1978. Even Corpsmembers who did not stay in Job Corps very long gave the

program very high ratings. Reweighting the observations to provide estimates

that are representative of all Corpsmembers (rather than overrepresenting
program completers as our sample does) has no substantive effect on the
findings reported in this section.
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TABLE VII.1

CORPSMEN:MS' RATINGS or JOB CORPS: BY TYPE CF SERVICE

Percentage of Follow -Up SamDle &meting

Retina of . .

Baseline follow-Op
Good OK Not Good Good OK .lot Good

Job Training and Education

Types of training you can
Choose from 54 34 12 63 26 11

Actual training received 61 32 7 67 24 9

Way you are treated by
instructors and teachers 56 37 7 65 28 7

Reading and other education

courses 50 42 8 61 30 9

Social Characteristics

Recreational facilities

way you get along with
other COrpsmembers

40

50

45

44

15

6

53

64

36

30

11

6

Social life 34 52 14 42 45 13

Residential Accommodations

Food 10 38 52 18 46 36

Living quarters 33 50 17 43 44 13

Where center is located 26 37 37 36 31 33

Number of times able to go
brae for a visit 30 34 36 42 27 31

Pay allowanc. 14 35 51 16 38 46

-Medical case/ .. -- .. 49 30 21

Baseline
Percentages

Follow -Up

Percentages

OVERALL RATING OF ms CORPS

Very Fairly
Satisfied Satisfied

Not Too
Satisfied

Not At All
Satisfied

25 I 42 9

29 48 H3.1-117 6

Rados of Observatzons - 2.173

eIn the baseline survey. Corpsmembers wait not asked to rats the medical care
they received from Job Corps.
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rating to signify a displeased Corpsmember, the overall increase in satisfaction

is readily apparent. Sixty-seven percent of our follow-up sample expressed

satisfaction with the Job Corps program during the baseline interview (i.e.,

while they were still at a center). The percent of satisfied Corpsmembers

increased to 77 percent after they had been out of the program for an average

of seven months (i.e., when the follow-up interviews were administered).

The important point is not necessarily that the ratings of Job Corps

increased when we reinterviewed Corpsmembers after they had been out of the

program for an average of seven months, but, rather, that the reports of

satisfaction did not decline.1/ It seems clear that a large proportion of

Corpsmembers are genuinely satisfied with the program. The favorable

responses at baseline thus should not be attributed to either intimidation

from still being in the program or unrealistic expectations about postprogram

impacts. Similar arguments can be developed for Corpsmembers' evaluations

of specific components of the program. In essence, the baseline findings

are substantiated by the follow-up data.

In the follow-up interviews, respondents gave higher ratings to

all components of the program services at Job Corps centers. As was true

in the baseline interviews, the lob-training and educational components

were given the highest ratings (over 60 percent "good," and generally

under 10 percent "not good"). The food served and the pay allowance were

still given low ratings by the respondents--however, only 36 percent of

-.There are many possible explanations why Corpsmembers gave higher
ratings of Job Corps at follow-up. One plausible argument is.that Corps-
members liked the program overall, and that, after the passage of time,
even any specific unpleasant aspect seemed to become assimilated into their
general satisfaction with the program.
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the follow-up sample of Corpsmembers rated the food as "not good," compared

to 52 percent of the sample at baseline. The pay allowance was the only

category that did not increase by at least 6 percentage points for the

"good" response, but even this category showed an increase at the follow-up

interviews (by 2 percentage points). The low rating of the pay allowance

does indicate some dissatisfaction with this aspect of the Job Corps

program, however, and could indicate a potential problem for the continuation

of Job Corps because many new youth programs are being implemented that

provide higher pay 4'.lowances.

Former Corpsmembers were asked one additional question in the

follow-up interview--that is, how they rated the medical care they received

while they were at Job Corps centers. The results for this new question

are higher than the ratings for other residential services (especially for

the "good" category). Nearly one-half of the former Corpsmembers responded

"good," and another 30 percent gave an "OK" rating to medical care.

2. Ratings of Job Corps: By Subgroups

Factors that are expected to affect how a Corpsmember rates the

program include both the demographic characteristics of the Corpsmember

and the program treatments he or she received at the center (i.e., the

features of the program).1/ The relevant demographic and treatment factors

are sex, race-ethnicity, age at enrollment, administration of the center

1/
--Because of both the large number of subgroups and center features

and the similarity in findings across individual center featurei, we
have condensed this section by not discussing individual center services.
Differences among subgroups for center features yield similar findings to
the differences for the overall rating of the program.
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(i.e., CCC versus contract center), center operator (i.e., public or

government versus private), center size, center location (i.e., city

versus noncity), and the coeducational status of the center. Multiple

regression analysis was used to separate out the individual ratings of

Job Corps for each subgroup while holding constant (i.e., netting out)

the independent effects of all other factors on the ratings."(

The overall rating of Job Corps consisted of four values that were

converted into a single binary (0, 1) variable. If the Corpsmembers

reported that they were "very satisfied" or "fairly satisfied" overall

with Job Corps, then the variable was assigned a value of 1, indicating

satisfaction. However, if they responded that they were "not too satisfied"

or "not at all satisfied," then the variable was given a value of 0,

indicating dissatisfaction.a( The results of the analysis are summarized

in Table VII.2 for both the baseline and the follow-up ratings of Corps-

members.

The findings by subgroups in Table VII.2 and all similar tables

in this chapter are determined from multiple regressions. The estimates

presented for each subgroup within any factor are net of all the other

"(Note that in order to obtain estimates for a particular center
or group of centers, all of the features of that (.those" center(sl need to
be averaged. For example, for civilian conservation centers, the percentages
in Table IV.2 would have to be averaged over CCC, Small Size, Noncity
Location, Public Operator, and Noncoed Status (see below).

2(There are several possible statistical techniques that could be
used to examine the categorical (ordinal-level) data on overall ratings of
Job Corps by Corpsmembers. The satisfied versus dissatisfied dichotomy
provides a convenient summary measure that both is easy to interpret and
captures the essence of the main information provided by these ratings.
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TABLE VII.2

CORPSE:OS*5' RATINGS OF JCS CMS& ST SUBGROUPS

Subgroup

Percent Who Are Satisfied
(Controlling for All Other Factors)

Baseline
(Overellv67)

Follow-Up
(Overall -77)

gorpsmembet

Son
Male (n01. SOS) 69 78

Female (n0616) 64 74
(Fsvalue) (2.6S) (1.7S)

Race - ethnicity

Sleek (nv1,308) 63 78
white (n472) 75 72
Hispanic (n257) 75 80
American Indian (nv84) 71 75

(F-value) (9.77)*** t2.54)*

Age at enrollment
16-17 (m1,025) 68 76
18-22 (n 51,096) 67 77

(F-velUe) (0.58) (0.76)

Center

Administration
CCC (n654) 63 73

Contract (n01,462) 69 78

(Fvelue) (1.47) (1.SS)

Operator
Public (n1,058)
Privet, (nv1,063)

(Pvelue)

/Size
(n836)

72

63

(I0.39),0,0*

S8

79
74

(3.68)*

77

Medium (wItS13) 73 77
(ft772) 63 78

(F -value) (4.63),,, (OAS)

:vocation

City (n.303) 70 79

NoncitY (m1la19) 67 76

(F+value) (0.69) ;0.87)

Coed status
Coed (n+1,144) a 75

Noneoed (nv977) 67 79

(F»value) (0.13) (1.7S)

Total Number of CbsorVations 2,121

The ',Ousted means for this subgroup Sr. significantly different from the
overall seen et the 90 percent level of statistical confidence.

***The adjusted means for this subgroup are significantly different from the
overall seen et the 99 percent level of Stara-it/Ma confidence.

It/Center "Site° is besed on the enrollment aped:7 for resident Iorpsmembers
in fiscal year 19771 'Small. is defined as 250 or fever, ":tedium" is 251 through

1,000, end "Large" is over 1,000.
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factors in the tables (i.e., after separating out the independent effects

for all of the other.variables). For example, the estimated effect of CCC

compared to contract center administration in Corpsmembers' ratings (73

versus 78 percent in the follow-up, as shown in Table VII.2) is net of

the estimated effects for all of the other factors included in Table VII.2.

The estimates shown for each subgroup (e.g., CCCs) are conditional means

and assume the average proportions for the subgroups shown under all other

factors. Therefore, the effect shown for CCCs is net of the effect for

being a public operator and for all other variables in the table. To obtain

the estimated rating for a given set of Corpsmember and center characteristics,

we have to average the ratings across all relevant 4ubgroups. For example,

the estimated rating for a Corpsmember at follow-up who was male, black,

and age 16 at enrollment, and who attended a center that was administered

as a CCC, operated by a public agency, small, in a noncity location, and

noncoed, is 77 percent (.1/8 178 + 78 + 76 + 73 + 79 + 77 + 76 + 79} 77).

The percentage of Job Corps respondents who gave a satisfactory

rating to their Job Corps experience increased from 67 to 77 percent from

the baseline to the follow-up period, respectively, as shown in the top

row of Table VII.2. The estimated percentages that were satisfied with

Job Corps are presented for each subgroup under a specific factor (controlling

for all the other factors shown in Table VII.2). For the male subgroup

under the factor labeled "Sex," for example, we estimate that 69 percent

were satisfied with Job Corps at baseline, other things being equal (i.e.,

holding constant the independent effects of all the other characteristics

of Corpsmembers and centers that are shown). With the follow-up data, this
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percentage increases to 78 percent. For both time periods, the estimated

ratings for males are higher than those for females. The F-value for each

of the factors shows whether to hypothesis that there are no differences

for subgroups within a factor can be rejected with statistical confidence.

For the "Sex" factor, an F-value of only 1.75 at follow-up indicates that

the estimated ratings for males are not significantly different from those

for females at an acceptable level of statistical confidence.

Characteristics of Corpamesibers. As was the case in the Interim

Report, only race-ethnicity is statistically significant. At the follow-up,

Hispanic youths were the most satisfied. followed by (in descending order of

satisfaction) blacks, American Indians, and whites (who were the least

satisfied). However, the statistical significance of these race-ethnic

differences decreases from the 99 percent level of confidence at baseline

to the 90 percent level at follow-up, as the range of satisfaction across

race-ethnic groups was considerably narrower at the follow-up period than it

was at baseline. This narrowing of the range is due in large part to the

fact that proportionately more blacks were satisfied with the program after

leaving Job Corps. In fact, of all those specified, white youths were the

only subgroup that showed lower satisfaction after leaving the program.

No significant differences by sex or by age at enrollment were found at

either baseline or follow-up.

Center Features. Here, again, very few differences within subgroups

are significant. In addition, the range of values for the subgroups that

were significant at the baseline interview narrowed when the program was

rated after the Corpsmembers'terminated from Job Corps. At follow-up.
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differences between operators (i.e., public versus private) had only a 90

percent level of statistical confidence, although publically operated

centers were still clearly preferred. The size of the center (by enrollment

capacity) was no longer significant at follow-up, and the differences in

ratings by size were negligible. At both the baseline and follow-up

interviews, no significant differences were found for center administration

(MC versus contract center), center location (city versus noncity), and

the coed status of centers. In general, the overall ratings of Job Corps

were uniformly high at follow-up, and it is difficult to distinguish

differences among subgroups.

A. Increases in Satisfaction Between the Baseline and Pollow-Up Interviews

As discussed above, more respondents were satisfied with the Job

Corps program at the follow-up interview than at the baseline interview.

Table VII.3 shows the percentage of respondents who expressed increased

satisfaction with the program when the follow-up interviews were administered.

Thirty-three percent of the Corpsmembers expressed a higher level of

satisfaction at the follow-up interview, based on the scale shown at the

bottom of Table VII.1 (most of the others remained the same, and only a

very few declined).

Among the Corpsmember characteristics, only the race-ethnicity

factor was significant. Blacks (who expressed below-average satisfaction

at baseline) had a higher percentage of positive changes than did others

in their satisfaction ratings of the Job Corps program. In contrast, whites,

who were very satisfied at baseline, showed the smallest percentage of

increases. Thus, in that blacks showed the most increases at follow-up and
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TAILS VII.3

=RSA= IN CORP. !RS' RATINGS Or JOS CORPS: SY SUBGROUP

SobaouP

Percentage Expressing More Satisfaction
st Follow -Up Than st Sasslins

(Coatroiling for All Other Factors)
(Overall33)

2

Cam

Sam
Male (e1,47$) 32
Female 04611) 34
(T-value) (0.53)

Mace-ethnicity
Slack (n.1,284)
Ware (n+449)
Hispanic (a 254)
American Indian (v42)
(Pvalue)

Age at enrollsent
(n1,00S)

18-22 (n1.091)
(T-vaiue)

38

22

30
(13.93)***

32
33

(0.56)

Employment status at follow-up
Employed (n1.023) 32

Unemployed or not in labor force (1401.06d) 33
(Tvaleel 00.20)

,CCC (n06441) 37

Contract (n1,441) 31

(T-valus) (1.441

OporatOr
Public (n1,039) 31

Private 01,030) 35

(T-valus) (1.73)

Site!/
Small (n823) 30

Medium (n50e) 30

Large (n.760) 38

(T-vaius) (2.90)

Location
City (n3001 34

Poncity (n01,709) 33

(Tvalus) (0.07)

Coed status
Coed (n.1,124) 32

Noneoed (ne943) 34

(Tvaiue) (0.45)

Total. Number of Observations 2,089

*The adjusted means for this subgroup are significantly different from the

overall mean at the 90 percent level of statistical confidence.

** *The adjusted meats for this subgroup are significantly different from the

overall seen et the 99 percent level of statistical confidence.

fiCenter "Sire" is based on ths entailment capacity for resident Corpsmembsrs in
fiscal year 1977: null" is defined as 250 or fever, "Medium" is 251 througn 1,000, and

"Large" is over 1,000.
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whites the least, the differences in satisfaction among subgroups are

reduced at follow-up.

One additional factor was added to the list of Corpsmember variables

in order to control for possible program effects. We hypothesized that

employed respondents would express more satisfaction with the program than

those who were unemployed or not in the labor force following their

participation in Job Corps. We reasoned that current employment might be

a positive outcome that former Corpsmembers would associate with the program.

Surprisingly, however, employment did not have a significant effect on

changes in the level of satisfaction with Job Corps, and the direction of

the estimated effect was the opposite of what we had expected: a slightly

higher percentage of respondents who were unemployed or not in the labor

force expressed a greater amount of satisfaction with the Job Corps program

at the follow-up interview.

The only center factor that has a significant effect on changing

the satisfaction is the size of the center. Thirty-eight percent of the

respondents from large centers reported higher levels of satisfaction with

the Job Corps program at the follow-up interview than at baseline. This is

5 percentage points more than the average increase and 8 percentage points

more than the increase associated with the other two center sizes. As with

the Corpsmember variables, the subgroup that was lowest at baseline (large

centers, showed the most increases at follow-up, reducing the differences

in satisfaction among subgroups.

4. Helpfulness of Job Corps Training for Obtaining Employment

An indirect measure of former Corpsmembers' satisfaction with in-program
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services is whether they felt that the training and work experience they

received at centers helped them obtain jobs after they left Job Corps.

Furthermore, to the extent that (1) former Corpsmembers reported such

effects and (2) their perceptions are correct then a direct link between

in-program services and postprogram impacts is established. In this

subsection we present and analyze findings for four aspects of the

benefits that Corpsmembers perceived to accrue from in-program services:

(1) how many former Corpsmembers reported such benefits; (2) which com-

ponents of their training were most helpful; (3) which Corpsmembers received

more (or fewer) in-program services that were helpful in obtaining jobs:

and (4) what types of centers were most successful in providing services

that Corpsmembers believed were helpful in obtaining employment.

In the follow-up interview, youths were asked detailed questions

about all jobs during the postprogram period for which they had been

employed two weeks or longer (i.e., the job must have lasted for a minimum

of two weeks). Among the questions asked of the Corpsmember sample was,

"Did the Job Corps training or work experience you received help you to

get the job at (EMPLOYER) ?" Corpsmembers who answered "yes" were then

asked for the specific aspects of their Job Corps training that they thought

were the most helpful in obtaining the particular job.

As shown in Table VI/.4, approximately 26 percent of our sample

(20 percent of all enrollees) and 35 percent of those who had jobs (26 percent

for enrollees) reported that the training or work experience they received

in Job Corps helped them obtain a specific job. The percentages for program

completers are 41 and 52, respectively. Program completers tended to perceive

more of these benefits than noncompleters, and most of those who responded

- 299 -



TAWS ViI.4

COUSHOLUSS An0r:D42 TEAT ?PAINING KELM IN MAIN= J08:

SY PROGRAM COMPUTION STATUS AND ASPECTS OT TRAINING THAT HELPED

Percentage of CorpsrAobars having st
least es job Latin" two weeks or
longer

Percentage of COrpoltembess reporting
that training helped in obtaining st
least one job

Farcentage of Corpsmombers ytth jobs
that report training helpol=

Percentage of tkgss helped
reporting . .

Reading program

Getting a OtD

Occupational skills learned

sock experience

Number of Observations 0

Sample
Nea

Average for. Average for
Proems Partial
Completer* Completes

Average
For Early
Drououts

Average

or All
a/Enrollees

75 79 69 75 74

26 41 14 8 20

35 52 20 10 26

19 IS 29 25 23

19 20 14 13 15

88 90 56 63 78

77 78 71 75 75

2.099 846 234 2.099

ItTn fiscal year 1977. 30 Percent of all Corpemeobersuers program completers. 30 percent were
partial cappleters. and 40 percent were early dropouts. Therefore. the average for all enrollees is
obtained by s weightel average of the numbers in columns 2 through.4. Specifically.

Average for Average for Average for ( Average for

eeAll Enrolls w Grogram Completers
0. 3

) Partial C.:ag
4. 0.4

itate) Early Dropouts

Sea Chapter IV for mere details and examples.

k(This if a misleading measure of employment across program completion statuses for two

reasons: first. program comgisters had been out of Job Corps for a shorter tine on awerege: and
second, youths in the military were not asked these questions. Loth these factors led to en

understatement of jobs for program completers relative to noncompleters.

21Thia is the ratio of Corpsmembars reporting that tcsining helped (row 2) to those who had
et least one Sob lasting two weeks or longer crow 1) times 100.

'this the retie of Corpamembers reporting the particular part of the program to those
reporting that the training helped (row 2) times 100.
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said it was either the occupational skills or work experience, or both, that

helped. The much higher benefits reported by program completers (three times

higher than by partial completers, and five times higher than by early dropouts)

supports the expectation that larger economic impacts accrue to those who

complete the Job Corps program (this is what we observed, as discussed in

Chapter V). The more frequent citing of occupational skills and work

experience, as compared to the educational services, can be attributed, in

part, to the emphasis placed on training and work experience in the phrasing

of the question.

The 26 percent figure is probably an adequate proportion of those who had

jobs to be able to report such direct links to in-program services. It should

be noted, moreover, that, for at least three reasons, this is clearly an under-

estimate of those who believe they received this type of direct benefit from

the in-:2rogram services. First, Corpsmembers were asked the set of questions

only in relation to jobs, and not in relation to alternative type: of

positions (e.g., training or school). Second, the emphasis on training

in the phrasing of the question probably reduced the number of positive

responses from Corpsmembers who thought that only the GED or other aspects

of the education they received from Job Corps had helped them obtain a job.

Finally, this set of questions was not asked of former Corpsmembers who

were in the military at the time of the follow-up survey (many of whom had

failed the Armed Forces Qualifying Test prior to participating in Job Corps,

but who then passed the AFQT after participating in Job Corps).

Interestingly, there are substantial differences among subgroups

of Corpsmembers in terms of this rating of in-program services. As shown

in Table VII.5, males tended to find the training more helpful in obtaining
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TABLE VII.5

JOB COPPS TRAINING OR WORK EXPERIENCL =IMO CORPSNDUR OBTAIN A JOS: 8Y =GAM

Subgrour_

Coosmomber

Percent Who Report that Training
Helped in Obtaining at Leest One Job
(Controlling for All Other Factors)

(overall Mean26)

Sex
Malt (n1,465) 27

Female (m614) 23
(r.value) (2.76)*

Rice- ethnicity .

black (noi1,296) 22

White (n466) 36
Hispanic (n0255) 31
American Indian (n82) 17
(I" -value) (11.401***

Age at enrollment
16-17 (n1,019) 23

16-21 (n1,060) 29
(r-value) (7.47)***

C*riter

Administration
CCC (n650) 24
Contract (n1,449) 27
(r-value) (0.26)

Operator
Public (n1,043). 31

Privets (ns1056) 22
(r-value) (10.62)***

Sivea/-
Small (n626) 25

Medium (n.512) 26

Large (n761) 26

(r.-Value) (0.21)

Location
City (n302) 26

Noncity (nl,797) 26
(r-value) (0.45)

Coed status
Coed (1111,134) 27

Noncoed (m965) 26

(P-value) (0.45)

Total Nueber of Observations 2,099

year

over

The adjusted scans for this subgroup are significantly different from the overall mean
at the 90 percent level of statistical confidence.

***The adjusted means for this subgroup are significantly different iron the overall mean
at the 99 percent level of statistical confidence.

Center "Size" is based on the enrollment capacity for resident Corpseembers in fiscal
1977; "Small" is defined AS 250 or fewer, "Medium" is 251 through 1,000, and "Largo" is

1,000.
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a job. than did females (a difference of 4 percentage points and marginally

significant). Among race-ethnic groups, whites and Hispanics reported

more benefits from training in obtaining jobs than did either blacks or

American Indians (statistically significant). American Indian youths are

9 percentage points below the overall mean, and 19 percentage points below

that for whites. Finally, youths who were 18 or older at enrollment

reported significantly more benefits from Job Corps training in obtaining

jobs than did those who were under 18 (a 6 percentage-point difference).

Among types of centers, only "operator" shows a statistically

significant effect. Corpsmembers who went to centers operated by public

agencies were more likely CD percentage points) to report that the training

was helpful in obtaining a job than those who went to centers operated

by private agencies. Center administration, size, location, and coed status

show only small and statistically insignificant effects.

B. LENGTH OF STAY AND PROGRAM COMPLETION

As well as being used as indicators of Corpsmembers' satisfaction,

both the length of stay in Job Corps and the final completion status are

important measures of the amount of program treatments received at the

centers. These variables can be used as measures of the amount of services

"Corpsmembers receive while they are in the program, which, in turn, affects

the postprogram impacts of Job Corps. Most of the empirical analysis of

ppstprogram effects presented in Chaptez V was.performed separately by

completio^ status. The separate estimates are needed (1) to reweight

the sample to obtain estimates that are representative of the average

impacts on all Job Corps enrollees, and C21 because the findings tend to
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show that program completers received much larger benefits than noncompleters

during the postprogram period. Because program completers seemed to have

had much more positive postprogram experiences, it is important to identify both

their characteristics (i.e., what type of participant does Job Corps serve

better or worse?), and if there were any particular center features that

affected the duration of stay and completion status.

For Corpsmembers, any variable that explains differences in training

potential and alternative opportunities (e.g., in home work, at school, or

in the labor market) should be included as an explanatory variable in the

empirical analysis. Higher trainability (training potential) should lead

to a greater duration of stay and a greater likelihood of completing the

program. Variables that should be positively correlated with training

potential (i.e., have a positive affect on completion) include age, education,

previous work experience, and the lack of a previous criminal history. In

contrast, better alternative opportunities should lead to a reduced length

of stay and a lower probability of program completion. The alternative

opportunities available to Corpsmembers (i.e., outside of Job corps) are

probably lower (and, hence, have positive effects on length of stay and

completion) for females, minorities, the young, those with low educational

levels, those with no dependent children, those with poor work histories,

and possibly those with no criminal histories (i.e., fewer illegal oppor-

tunities make Corpsmembers less likely to engage in criminal activities).

The expected signs (i.e., positive or negative) of the effects for age,

education, and previous work experience are ambiguous because they are

hypothesized to be positively associated with both training potential and

alternative opportunities to Job Corps that are available to youths.

- 304 - ,)

Adt)



We have no theories and few preconceived notions about the

direction of the effects of center features, but we suspect that they are

important. The list of center variables examined, as in Section,A, includes

administration, operator, size, location, and coed status.

The results shown in Table VII.6 are much as expected, except that

the center features listed have little effect on completion rates. Better

measures of program treatments are needed to determine the effect of various

center features on in-program benefits. Corpsmembers do stay, on average,

approximately fifty-three days longer at contract centers than at conservation

centers (statistically significant), but that does not seem to affect

the probability of their completing the program. The only other center

feature that seems to matter is that Corpsmembers stayed approximately

seventeen days longer at noncoed centers (puzzling, but marginally

significant)--but that, too, does not seem to affect program completion.

Operator, size of center, and location of center have virtually no effects

on either the length of time Corpsmembers stay at the centers or their

program completion status.

There are some significant effects of Corpsmember characteristics.

The largest (and the most statistically significant) differences are by

race-ethnicity. Hispanics stayed much longer and were much more likely

to complete the program than youths from other race-ethnic groups. Black

Corpsmembers stayed slightly longer (three days) but had almost no

increased.probability of completing the program (less than'l percentage

point) than the average. White youths and American Indians tended to

leave Job Corps sooner and, thus, were less likely to complete the program.

The effects for American Indians are especially negative (fifty-four fewer
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Then VII.6

LENGTH or STAY AND PROGRAM COMPLETION: BY SUBGROUP

Percent Who Are
Length of Percent Who Are Completars or

Stay in Days Progrme Completer, Partial completers
(Overall264) (Overall=411) (Overall09)

(Controlling for All Other Factors)

Corepaember

Sax
Male (n1,421) 269 46 99

Female (n605) 253 53 00

(F value) (3.09)* (5.20)** (0.25)

Race-ethnicity
Black (n1,233) 267 40 09
White (n465) 227 44 00
Hispanic (n245) 335 65 92
American Indian (n03) 210 32 84

(F-value) (25.96)*** (12.62)** (1.72)

Age at enrollment
167 (n9110) 161 48 89
10-22 (nl,046) 267 49 08
(F-value) (0.49) (0.45) (0.20)

High school diploma at enrollment
Yes (n290) 269 65 93

NO (n1,720) 263 45 80

(F-value) (0.24) (33.74)*** (6.41)**

Had children) at enrollment
Yee (R164) 231 41 06
No (n1,662) 267 49 09
(P-value) (7.47)*** (3.94)** (1.50)

Ad regular job before enrollment
Yee (n1.315) 263 50 89

No (n711) 265 46 89
IF-value) (0.03) (2.91)* (0.02)

Arrested before enrollment
Yes (n262) 237 45 06
No (n1.764) 260 49 89

(F-value) (8.65)*** (1.51) (1.76)

/
Center-

a

Administration
CCC (n639)
Contract (n1.387)
(F-value)

Operator
PUblic (n1,022)
Private (n1,003)

228
281

(14.11)***

268
260

51

47

(0.69)

50
47

06
90

(1.70)

$9
39

(F-value) (0.58) (1.34) (0.06)

Coed status
Coed (1,0711) 256 40 90

Koncoed (n940) 273 49 87

(F-value) (2.05) (0.131 (2.691

Total Number of Chaervations 2,026

*The adjusted means for this subgroup are significantly different from the overall
mean at the 90 percent Level of statistical confidence.

**The adjusted means for this subgroup are significantly different from the overall
mean at the 95 percent level of statistical confidence.

***The adjusted means for :.his subgroup are significantly different from the overall
mean at the 99 percent loves of statistical confidence.

'for convenience, size of center and location of center sere excluded from the
final run. Their effects were e asst identically equal to zero and completely insignificant.
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days, and 16 percentage points, or one-third, less likely to be a completer

than average), which may indicate the need to provide special services

to this group) Compared to Hispanics, American Indians stayed 125

fewer days and were less than half as likely to complete the program.

Females stayed approximately sixteen fewer days than males but

were more likely than males (7 percentage points) to complete the program.

Having a high school diploma at entry substantially increased the probability

of completing the program (20 percentage points). Youths with dependent

children did not stay as long (thirty -six days) and were less likely to com-

plete the program (8 percentage points) than those without children,

which may indicate the need to provide special services to this group. 2/

Those who had been employed at a regular job sometime before enrolling in

Job Corps were slightly more likely to complete the program than those who

had not (4 percentage points). Corpsmembers who had been arrested before

enrolling stayed in the program .thirty -one fewer days, but the resulting

negative effect on completion status is not statistically significant.

Finally, enrolling when under the age of 18 had no appreciable effect on

either the length of stay or completion status.

C. POSTPROGRAM SERVICES

Transitional aid early in the postprogram period is very important

to Corpsmembers. They typically come from poverty backgrounds and have

1/
--Job Corps is currently planning to open additional centers operated

and/or sponsored by Tribal Councils of American Indians to increase the
program's relevance for American Indian youths (see Chapter /I for more

details).

2/Job Corps has introduced demonstration projects at two centers
in order to find new ways to accommodate young women who are economically
disadvantaged and have dependent children (see Chapter II for more details).
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had little or no work experience prior to entering Job Corps.--
1/

Moreover,

while they are at Job Corps centers, they are away from the regular labor

market and live in a structured environment in which the program attends

to most of their personal needs. When they leave Job Corps, participants

are likely to need both job-placement assistance and other help to adjust

to life away from the centers.

Job Corps has recognized these needs, and thus has established

contracts with a number of agencies to provide postprogram services.

These agencies include service offices, some unions, voluntary organizations

such as Women in Community Service, Inc. (WICS) and Joint Action in Community

Service, Inc. (JACS), and special private groups known as GATE-house operators

(Graduate Aid to Employment for Ex-Corpsmembers).3/ However, the post-

program services are the most disappointing feature of Job Corps, as

reported by former Corpsmemberso Most of them reported in the follow-up

interview that they had not received any job placement or other assistance,

but that they could have used such help.

1. Placement Services

Fifty-nine percent of the Corpsmembers reported that they had not

"had any contact with Job Corps placement personnel or any job placement

agencies that the Job Corps referred them to when they had been out of

the program, on average, for seven months. In addition. 76 percent of

1/See "An Examination of Job Corps Participation."

2/These privately contracted agencies are currently operating in
six large metropolitan areas (Atlanta, Baltimore, Los Angeles, New York,
Philadelphia, and Washington, D.C.1, where many former Corpsmembers reside
after they leave the centers.
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these Corpsmembers said that they could "have used (additional) help in

finding a job."11

Table VII.7 shows which former Corpsmembers were most (or least)

likely to receive placement services. There are some significant

differences. Black and Hispanic youths were more likely to receive

placement assistance than either whites or American Indians. The percent

of American Indians receiving placement assistance is especially low: only

27 percent of them reported any contact (after adjdsting for the other

explanatory variables). Younger terminees were also less likely to

receive placement assistance: only 35 percent of those under 18 reported

placement contacts. Among center features, Corpsmembers from medium-size

centers and from centers in noncity locations were less likely to receive

job-placement assistance.

From among the 41 percent of CorpsmemberS who had some contact

with a Job Corps placement agency, 43 percent reported a successful placement

as a result of the contact.2/ This represents placements for only 18

percent of all Corpsmembers in the sample, even though program completers

are overrepresented. Table VMS shows which Corpsmembers were most likely

to report a successful placement. The Corpsmembers most likely to report

a placement were (statistically significant effects only) males, program

completers, those receiving assistance from unions, and thoso receiving

assistance from Job Corps center personnel. WICS and JACS scored especially

1/Quoted from the follow -up questionnaire.

3/rt should be noted that this placement definition bears no relationship
to the placement data reported by Job Corps, which shows the percentage of
those available (excluding the ill, the confined, and females working full-time
in the home) who obtain a job, training, schooling, or military service.
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TAKE VII.?

CONSUMERS RICEIVIWO PLACEMENT SERVICES: BY SURORCOP

Subgroup

Percent Who Had Some Contact
with Job corps Placement Personnel
(Controlling for All Other Factors)

(Overall Meen041)

ForPmeembar

Sex
hale (4.4402) 41
Female (n(4618) 43
(T-value) (0.46)

Race-ithnicity
Slack (nal,30S) 44
white (n473) 34
Hispanic (ne2S8) 43
American Indian (484)
(F value) (6.67)

Age at termination
16.17 (n -609) 3S
18-24 (11,431) 44
(Tvalue) (16.97)

canter

Administration
CCC (n6S6) 44
Contract (n1,464) 40
(F-value) (0.78)

Operator
Public (n1,0S6) 39
Private 611,0641 43
(F-value) (1.68)

Sire-
Small (n833) 43
Medium (nS1S) 3S
Large (n772) 44
(F -value) (3.08)

Location
City (0302) 49
)(entity (n1,818) 40
(F- value) (S.34)**

Coed status
Coed (4s1.14S) 43
Monceed (n975) 39
(F- value) (1.71)

Total Number of Observations 2,120

"The adjusted amass for this subgroup are significantly different from the overall
mean it the 9S percent level of statistical confidence.

The adjusted means for this subgroup are significantly different from the overall
mean at the 99 percent level of statistical confidence.

'Center "Size" is based on the enrollment capacity for resident Corpsnembers in
fiscal year 1977; Small* is defined at 2S0 or fewer, "Medium" is 2S1 through 1.000. end
"Large" is over 1,000.
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TULL V22.11

camommuss, RCPORTS OP SUCCESSFUL PIAJTCHERF3 SY SUROROUP

Subgroup

Percent Waving Contact With a
Placement Who Cbtain a Position as a Result

(Controlling for All Other factors)

(Overall43)

Cmorpsmember

Sex
Wale (n760) 47

tamale (ne352) 35

(t-value) (12.93)

Racrethnicity
Slack (4754) 43
White (n0193) 40
Hispanic (aw137) 47

American radian (nn) 50

(P-value) (0.93)

Age et VirldattiOA
i6-17 (n305) 40
10-24 (n.$07) 44

(F-vilue) (1.77)

Program completion statue
Completer (n693) 45

Partial colligates. (ne340) 39

Early dropout (ne19). 3S

(t-value) (2.51) *

Placement Agency

Employment service (n529) 43

Job Corps center personnel (ne306) 49
GATE house (ne1011) 39

Union (n60) 59
VIM (n*43) 9

JACS 010371 6

Other (n29) 52

(r-value) (9.13)

Total Member of Observations e 1.412

The adjusted means for this subgroup are significantly different from the overall
min et the 90 percent level of statistical confidence.

***The adjusted means for this subgroup are significantly different from the overall
mean et the 99 percent level of statistical confidence.

flEach contact with e placement agency is counted as one observation. and some youths
have more than one contact. Thus. the F-values may be slightly overstated.
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low on placement results, placing only 9 and 6 percent, respectively, of

the youths who had contact with them. However, these two agencies (WICS and

JACS) primarily provide other services, and were rated highly (especially

WICS) by the youths who used them, after controlling for placement results

(see Table VII.9).

From among the Corpsmembers who had contact with a placement agency,

the overall ratings were reasonably high (see Table VII.9). Seventy-five

percent rated the services they had received as "good" or "OK" (25 percent

said "not good"). However, these ratings are generally lower than for

in-program services; for example, approximately 90 percent of all Corps-

members rated the training and educational components of center services

as "good" or "OK" (see Table VII.1).

The significant effects on ratings of placement services are by

placement agency and by placement results. As shown in Table VII.9,

Job Corps center personnel and VMS were rated especially highly (83

percent and 78 percent, respectively)., after controlling for characteristics

of Corpsmembers and placement results. All successful placements increased

the ratings of Corpsmembers, except for placement in the military service

(63 percent). The rating by Corpsmembers who did not receive a placement

was 65 percent. The findings for military service are biased downward

because the questions were not asked of youths in the military service

(hence, only eleven Corpsmembers who were placed in the military service

but stayed less than seven months were included in the sample, which is

clearly a biased sample of military entrants).

Table VII.10 shows the adjusted-mean proportions of Corpsmembers

who reported they needed more help in finding a job. As mentioned above,
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TABER VII.9

COOPSHEOSESSI RATINGS OW PlAcEOZOT WWI= *SCUM: SY SUBGROUP

Subgroup

gsCosieber

Percent who Rated Chi
Services as "Good* or "OK"

(Controlling for All CMber ?actors)

(Overall Nearve7S)

Sex
Male fa7451 76
?meals (10348) 74
(7-value) (0.68)

Aacw-ethniclty
Slack (as741) 76
White (as190) 72
Sispanic (ns13S) 78
American Indian (a027) 78
(7-4m)se) (0.56)

Age et termination
16.47 (as298) 77
11 -24 (a-79S) 7S
(7- value) (0.73)

Employment status et follow-up
Employed (nSOS) 77
Unemployed or not in labor force (n -Sag) 74
(7 -value) (1.11)

Program completion stereo
Completer (a68S) 76
Partial completer (10331) 74
Early dropout (n77) SO
(?- value) (0.54)

Placement Agency,

Employment service (asS23)
Job Corps center personnel (n298)
OATPhouse (a0108)
Union (n60)
0/CS (no42)

MKS (se34)
Other (nen)
(7-value)

Placement Results

Mee (n621)
Job (n216)
School (11039)

/raining or work experience program (n029)
Apprenticeship (nw19)

Willtary (n011)
Placed in smo or more typos of positions (riSa)
(7- value)

74

83
7S
61
78

43
6S

(3.60)

6S

91
89
76
9S
63

90
(15.13)44'w

OM= RATINGS OP HAMM SERVICES RECEIVED

Good OK Not Good
38t 37!

Dotal Number of Obsezvetlons - 1,0931'

"'The adjusted means for this subgroup are significantly different from the overall
mean ec the 9S percent level of statistical confidence.

""The adjusted means for this subgroup are significantly dliferent from the overall
mean et the 99 percent level of statistical confidence.

=Each contact with e placement agency ls counted es one observation. and some youtos

have more than one contact.
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TABU u12.10

COMPSNOWS WEEDING NM HELP EN FUDENG A .74034 SY =MOW

Co e_miL____embsr.

Sax
Wale (ore1,437)

Female (n.602)
(F-value)

Portent Who Ctuld Wave Used
(Additional) Help in Finding a Job
(Controlling for All Other Factors)

(Overall Neana.761

78
71

(1046)

Race-ethnicity
81adk (n41,240) 80
white (n0468) 67
Hispanic (n249) 73
American Indian In821 67
IF-value) (13.62)6

Age at termination
16-17 (a0660)
18-24 (n1,379)
(F-value)

8mployment status at folLov-up

76
'78

(0.17)

Employed (101,006) 10
Unemployed or not in labor force (n,033) 82
(F-value) (41.37) 4~

Program completion status
Completer (n.926) 73

Partial completer (nm814) 76
Early dropout (n.217) 79
(F-value) (0.96)

Placement Agency

No contact with a placemmmt agency (n1,204) 76
Employment service (ow3373 76

Job Corps canter personnel (n0160) 70

G1TZ-houss(ns42) OS

Union (n.31) 72

JAGS (n17) 79

PECS (oe9) 79

Other placement agencies (n*12) 65

Contact with two armor, placement agencies (4219) 77

(F -Value) (0.79)

Total Number of Obaorvations 2,039

The adjusted means for this subgroup art significantly different from the overall
mean at the 99 percent level of statistical confidence.
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76 percent of all Corpsmembers reported that they could have used additional

help in finding a job. Those most likely to have reported that they needed

additional help include males, blacks, Hispanics, and youths who were not

employed (i.e., unemployed or out of the labor force). Surprisingly, whether

the Corpsmembers had been to one of the agencies listed, to two or more,

or to none at all seemed to have no statistically significant effect on

their reports of need for additional placement services.

That additional placement services are needed seems clear: 59 percent

of the Corpsmembers in our sample reported no contact with a Job Corps

placement agency; only 18 percent of the full sample reported a successful

placement; and 76 percent said they could have used additional help in finding

a job. Furthermore, when these findings are combined with the finding that

earnings are unusually low in the first couple of months after Corpsmembers

terminate from the program, it suggests that the short-term economic impacts

are reduced by the lack of adequate placement services. However, of those

who did have a placement-agency contact, most (75 percent) seemed satisfied

with the services they received.

2. Postprogram Services Other Than Placement

Tables VII.11 and VII.12 summarize findings from questions that

asked former Corpsmembers about a variety of transitional services

they may have needed and/or received during the first month after they left

Job Corps. Table VII.11 shows that 31 percent of the Corpsmembers received

aid in at least one of the six categories. The type of aid reported most

often was help with money problems (nearly one-half of those who received

any aid other than job-placement services). Corpsmember groups that reported
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TABLE vII.l1

CORPSMEMBERS uctrme TRANSITIONAL AID OTHER THAN PLACEMENT: BY SUBGROUP

5 :soup

Percentage Provided With Any Help
by Any Job Corps Agency

(Controlling for All Other Factors)
(Overall Nean31)

Corpsmember

Sex
Male (n1.479) 33

female (n609) 27

if -value) (3.87)*.

Race ethnicity
Black (ns1.279) 31

(n.469) 22

Hispanic (n256) 43
American Indian (st84) 36

(f-value) (5.29)**

Age at termination

16-17 (st671) 28
18-24 (n1.417) 33

(F-value) (4.78)*

Center

Administration
CCC (n.648) 33

Contract In1.4401 30
if -value) (0.47)

Operator
Public (n1.044) 33

Private in1.0441 29

(p.value) (2.54)

Size-
a/

Small (0825) 29

Medium (n-5011) 31

Large (n.755) 33

(F- value) (0.52)

Location
City (n299) 31

Noncity (n1.789) 31

(i-value) (0.011

Coed statue
Coed (n1.123) 30

Noncoed (n965) 33

(F- value)

Total Number of Observations - 2.088

(continued)
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TOLE VII.11 (Continued)

Percent Yes

Percent No

TYPE OF AID RECEIVED

Guying

Clothes. With My Adjusting
',lading Or Other Other Work With To Life Other
e Place Work Related Money Amoy 'MR Niscel
to Live Materials Problems Problems Job Corips lemons

a 6 Is 8 4

95 92 94 95 92 96

Number of Observations 2,173

*The adjusted means for this subgroup are significantly different from the overall
mean at the 90 percent level of statistical confidence.

"The adjusted means for this subgroup are significantly different from the overall
mean at the 95 percent level of statisticel confidence.

***The adjusted means for this subgroup are significantly different from the overall
mean et the 99 percent level of statistical confidence.

I/Center "Size" is tossed on the enrollment capacity for resident Corpsoaobers in
fiscal year 1977; "Smell" is defined as 2S0 or fever. "Medium" is 251 through 1,000, and
"Large" is over 1.000.
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TABLE VII.12

CORPSHERBERS NEEDING MORE TAABUTIONAL A/O OTHER THAN PLACEMENT: BY SUBGROUP

Subgroup

Percent Who Could Have Used
(Additions') Help in the First Month

After Leaving Job Corps
(Overall I(ran69)

Corpsmembet,

sox
Male (a1,472) 71
Female (no607) 65
(F- value) (5.30) **

Race-ethnicity
Bleck (no1.274) 72

White (n466) 63
Hispanic (n0253) 69
American Indian (no82) 49
(F- value) (4.08)*

Age at termination
16-17 (n671) 68
18-22 (n01,400) 70
(F- value) (0.601

Employment status at follow-up
Employed (no1,018) 65

Unemployed or not in labor force (n01.0611 74
(F-value) (16.90) **

Center

Administration
CCC (no446) rs

Contract (no1,433) 47
(F-value) (3.55)

Operator
Public (n1,036) 68

Ptivate (n1.043) 71

(1.-value) (1.16)

Size-
a/

Small (n.8 21) 65

Medium (no5J1) 69

Large (n -757) 75

(F-value) (2.45)*

Location
City (n297) 68

Monett? (no1.782) 70

(F-value) (0.24)

Coed status
Coed (no1,118) 71

Noncoed (o 961) 68

(F-value) (0.77)

(continued)
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TABLE VII.12 (Continued)

Subgroup

Percent Who Could Have Used
(Additional) Help in the First month

After Leaving Job Corps

(Overall. Hean69)

Center (Continued)

Job Corps agency that helped
No agency helped (n1,SS8) 70

Job COrps center personnel (11330) 69
Employment service (nv72) 71

GATE-house, JAGS, union, WICS, or other (n*S1) 64

WO or more agencies helped (n60) 7S

(Fvelue) (0.39)

Total dumber of Observations 2.079

Percent Yes

Percent No

TYPE OF AID NEEDED

Buying Tools, With Any Adjusting
Finding Clothes, or Other Work to Life
a Place Other Work Related With money Away From Cther
to Live materials Problems Problems JeersCorms Miscellaneous

26 37 37 S3 i9 20

74 63 63 47 81 80

member of Chservations - 2.173

The adjusted beans for this subgroup are significantly different from the overali
mean at the 90 percent Level of statistical confidence.

**The adjusted means for this subgroup are significantly different from the overall.
mean at the 9S percent level of statistical confidence.

***The adjusted means for this subgroup are significantly different from the overall
mean at the 99 percent Level of statistical confidence.

a/
Center "Size" is based on the enrollment capacity for resident Corpsneobers is

fiscal year 1977: "Small" is defined as 2S0 or fewer, "Medium" is 2S1 through LOCO, and
"Large" is over i,000.
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more transitional aid (statistically significant effects only) were males,

Hispanics, American Indians, and older youths (16 to 24 years old when

they left Job Corps). None of the center features has a significant effect

upon who received transitional aid.

While much of the transitional aid that was provided was for

money problems, that also seems to be the largest area of unmet needs.

As shown in Table VII.12, 69 percent of the former Corpsmembers in our

sample reported at least one area in which they could have used more help,

and 77 percent of them (53 percent of all the Corpsmembers) cited the

need for more help with money problems.

Some of the same subgroups that obtained some form of transitional

aid significantly more often also reported that they could have used more

of such assistance (possibly another kind). Males and minorities

reported significantly more need for transitional aid than the average.

Not surprisingly, Corpsmembers who were either unemployed or out of the

labor force reported significantly more need for (additional) help.

Two center features also showed significant effects on Corpsmembers

who reported that they needed more assistance (other than job-placement

services) in the first month after leaving Job Corps: Corpsmembers from

CCCs and those from large centers were more likely to report that they

could have used more help.

D. CONCLUSIONS

Overall, Corpsmembers reported a high level of satisfaction with

in-program services. However, they expressed many unmet needs with post-
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program services. An average of seven months after they left the centers.

77 percent of the Corpsmembers in our sample reported-satisfaction with

the overall programs an increase of 10 percentage points from when we

interviewed them nine months earlier at Job Corps centers. The training

and educational components of center services were especially highly

rated--65 percent of the sample gave positive responses to four questions

that asked them to rate the training and educational services, and 35 percent

were neutral and only 10 percent were negative. Furthermore, 26 percent

of our sample (20 percent of all enrollees) and 41 percent of all program

completers reported that the training and work experience they received

in Job Corps helped them obtain a specific job that lasted at least

two weeks.

The responses to questions about postprogram services were less

favorable. Among the Corpsmembers interviewed, 59 percent reported no

contact with any Job Corps placement agency during the entire seven

months, on average, since they had left Job Corps. Furthermore, 76

percent said that they could have used additional help in finding a

job. Only 18 percent of the Corpsmembers reported any placement (jab,

school, training, apprenticeship, or military that resulted from a

contact with a Job Corps placement agency, as compared to the 26 percent

who reported that the training and work experience at Job Corps centers

directly helped them obtain a stable job. The Corpsmembers who did

have contact with a placement agency generally gave them a positive

rating (38 percent "good" and 37 percent "Or), but a lower rating

than for in-program services.

- 321 -

3 4 "4C



Corpsmembers also reported that they needed additional

transitional aid when leaving Job Corps, for problems other than finding

a job (but related). Thirty-one percent of the Corpsmembers reported

that they received assistance in at least one of six problem areas (most

often with money problems), but 69 percent reported at least one area

in which they could have used more help (once again, most often with

money problems).

Finally, there are a few interesting and consistent patterns

across subgroups. Hispanic youths and Corpsmembers who went to Job

Corps centers operated by public agencies reported more satisfaction

with Job Corps than the average, while American Indian youths and

Corpsmembers who went to Job Corps centers operated under contracts

with private firms reported less satisfaction. These patterns are

especially clear (and statistically significant) for in- program services.

Hispanics or Corpsmembers who went to centers operated by a public

agency reported higher ratings for the overall program, were more

likely to report that the training and work experience received at

Job Corps centers helped them obtain a stable job after leaving the

program, and stayed in the program longer and were more likely to

complete the full program. In contrast, American Indians and Corpsmembers

from centers operated by private firms gave significantly more negative

responses to each of these measures of satisfaction with the Job Corps

program.

There are at least two areas that need further research. First,

we need to examine variants in program treatments other than the simple

center features that have been studied thus far, in order to explain

more fully variations both in Corpsmembers' satisfaction with Job Corps
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and in postprovam impacts. Second, we need to study more thoroughly

what effects Corpsmembere satisfaction and postprogram services have

on economic outcomes.
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VIII. CONCLUSIONS

A number of interesting and important findings are presented in

this report. However, some of our findings are necessarily tentative

at this point in the evaluation (e.g., the net present value for Job

Corps in the benefit-cost analysis), and additional follow-up surveys

of the Job Corps and comparison samples will be needed to generate data

thit will achieve our objective of a comprehensive and more precise

evaluation.

The next follow-up survey is scheduled for February and March

1979. This survey will include a larger sample of Corpsmembers than

the first follow-up (many more of the Corpsmembers who were interviewed

at baseline will be out of the program a long enough time to ensure

productive interviews), and, on average, Corpsmembers in our sample will

have longer postprogram experiences (five to twenty-two months, with an

average of approximately fifteen months). The data from the second

follow-up survey will help us to (1) obtain more precise estimates of

the impacts of Job Corps on participants; (2) analyze more fully the

causality of these impacts (e.g., between employment and criminal

activities); (3) provide the first reliable information on the contro-

versial issue of the duration of Job Corps benefits; (4) make more

complete comparisons with other reference-group programs; and (5)

provide better estimates of what the impact of Job Corps would have

been in the absence of alternative training programs (in this report

we are limited to comparisons to the usual amount of alternative

program treatments, rather than to a zero treatment comparison).
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Finally, care must be exercised in extrapolating the findings

beyond the program and context in which they are studied. For instance,

our evaluation is most directly applicable to the Job Corps program in

fiscal year 1977. Since that time, there have been changes both in the

program (e.g., the general expansion with proportionately more slots- -i.e.,

positionsfor women and contract centers) and in the social context of

the program (e.g., changing economic conditions and the implementation

of many new youth programs developed by the Department of Labor). When

extrapolating specific findings, therefore, one must pay careful attention

to these changes in the program and its context.

Subject to these cautions, the main findings from this report

are as follows:

1. During the first two months atter they left Job Corps,
many Corpsmembers experienced temporarily low employment
and earnings as they re-entered the regular labor market.
After the first two months out of Job Corps, however, the
positive economic impacts began to predominate, especially
for program completers. For the week prior to the follow-
up survey (an average of seven months after Corpsmembers
terminated), the estimated gains in earnings for civilians
who had completed the Job Corps program were $23.24 for
males and $22.52 for females without children. Essentially
zero effects were observed for the small number of women
who had children living with them.

2. The impacts on employment and earnings for youths who did
not complete the program (partial completers and early
dropouts) are far less certain (small, sometimer negative,
and most often statistically insignificant). However,

these former Corpsmembers also experienced declines in
employment and earnings during the first two months after
leaving the program.

3. Program completers also showed positive benefits in the
form of increased investments in human capital (more high
school diplomas or equivalent degrees, higher attendance
in college, more training, increased military service, and
greater job mobility); reduced welfare and other transfer
dependence (fewer receipts of AFDC, General Assistance,
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Food Stamps, public housing, Unemployment Insurance,
and Workers' Compensation); and reduced antisocial
behavior (less abuse of drugs and alcohol and many fewer
arrests). While not all of these individual effects are
statistically significant, several are, and the pattern
seems clear for program completers. These othar economic
impacts are also more questionable for youths who do not
complete the program, except for the reductions in arrests
for males, which amount to over eight fewer arrests for every
100 Corpsmembers.

4. The first detailed benefit-cost estimates are very favorable
for Job Corps. From each of the three perspectives studied- -
Corpsmembers, non-Corpsmembers (everyone who does not enroll
in Job Corps), and society (,the sum of Corpsmembers and non-
Corpsmembers)--the value of the program benefits is estimated
to be greater than the corresponding costs. The findings
from the social perspective suggest that public investment
in Job Corps is efficient. Our benchmark estimate is that
the present value of benefits exceeds costs by $251 per
Corpsmember, or by approximately 5 percent of costs. Because
over 40,000 Corpsmembers enrolled in Job Corps during the
base year for the evaluation (fiscal year 1977), our bench-
mark estimate of the total social benefit exceeds $10
million for that year.

5. We estimate that nearly 50 percent of the social benefits
are generated by a reduction in criminal activity among
Corpsmembers--particularly burglary and larceny. These
benefits from less crime include reductions in personal
injury, property damage, stolen property, and criminal
justice system costs. Another 40 percent of the social
benefits are attributed to an increase in the value of
the output Corpsmembers produce both while they are in
the Job Corps program and after they leave. The social
costs consist primarily of the resources used to operate
and administer the program.

6. Approximately 40 percent of the benefits to Corpsmembers
are accounted for by their increased earnings. The other

benefits are primarily the transfers they receive while
they are in Job Corps. The largest cost borne by Corpsmembers

is the reduction in their transfer income, although the
opportunity cost of the time they spend in Job Corps and
the reduction in their theft income are also significant
costs to them. Non-Corpsmembers receive substantial benefits
from the reductions in Corpsmembers' criminal activity and
their reduced use of transfer programs. The non-Corpsmember

costs are primarily from the operation and administration
of the Job Corps program. Of these program expenditures,
over 25 percent are for transfers for Corpsmembers.
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7. The estimation of the present value of benefits and costs
required numerous assumptions and approximations. In

particular, because this analysis is based on interview
data that covered, on average, only seven postprogram
months, we have had to make some speculative assumptions
about the rate at which the Job Corps effects fade out
over time. We assumed that all effects fade out at
approximately 14 percent a year. Another important
assumption that was used to obtain the benchmark benefit-
cost estimates was that the appropriate discount rate for
converting the values of future benefits into current
dollars was S percent. Assumptions of lower (higher) fade-
out and discount rates will make the program appear more
(less) attractive. As long as the sum of the fade-out
and discount rates is less than 20 percent, we estimate
that Job Corps is an efficient social investment.

8. As in the baseline survey, Corpsmembers reported a high
level of satisfaction with the overall program seven months
after leaving Job Corps. Seventy-seven percent of the
Corpsmembers in our sample expressed satisfaction with the
overall program at the first follow-up interview. Hisnanic
youths and CorRsmembers from Job Corps centers operated by
public agencies. expressed the greatest satisfaction with
Job Corps, while American Indian youths and Corpsmembers
from centers operated by private firms expressed the lowest
satisfaction with the program.

9. The in-program services in particular were highly rated by
Corpsmembers, who reported that they liked the training
and educational components of the program, and that the
training and work experience they received in Job Corps
helped them obtain jobs after they left the program.
However, Corpsmembers' ratings of postprogram placement
services were less favorable than for in- program services.
Furthermore, 59 percent reported that they had no contact
with any Job Corps-related placement agency for the first
seven months, on average, after they left Job Corps,
and 78 percent said that they could have used more assistance
in finding a job.

We are continuing the analysis of the baseline and first follow-up

data both to explore new areas of research (e.g., incorporating program

data from Job Corps to enable us to .better distinguish among alternative

program treatments) and to refine previous work (e.g., estimating more
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causal models of labor-market and related activities). Furthermore, we

will soon be in the field (February 1979) gathering survey data from the

second follow-up interviews. We can only hope that this effort will

continue to be as fruitful and interesting as that reported on here.
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OVERVIEW

The Job Corps, with its intensive and expensive
services, is intended for youth with serious
employment problems who need and can benefit from
a comprehensive residential program. This survey
of Job Corps participants provides a rich array of
information about their backgrounds, their reasons
for enrolling, and their perceptions of the Job
Corps experience.

There are three major findings:

1. Job Corps youth are extremely dis-
advantaged by almost every measure.
On the average, the program is serving
the type of youth who need and can
benefit from such a program.

2. Participants tend to hear about the
program most often from friends and
relatives, and to enroll in order to
improve their job skills and education.

3. Corpsmembers rate most aspects of the
program quite highly, and feel that it
lives up to their expectations. The
major complaints are food and allowances.

This report is one product of a major economic impact
evaluation of 1977 Job Corps enrollees being conducted
by Mathematica Policy Research under the direction of
the Office of Program Evaluation in the Office of Policy
Evaluation and Research in the Employment and Training
Administration.

ROBERT TAGGART
Administrator
Office of Youth Programs
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EXECUTIVE SUMMARY

EVALUATION OF THE ECONOMIC IMPACT OF THE JOS CORPS PROGRAM

SPECIAL REPORT:

AN EXAMINATION OF JOB CORPS PARTICIPATION

This report provides a comprehensive description of who enrolls in

Job Corps, why they enroll, where and how much they learn about Jcb Corps

before enrolling, and how they rate the overall program and its components

while they are at Job Corps centers. The profile of Corpsmembers provided

herein is based on the most detailed data yet available for a study of Corps-

members. Information of rich detail was obta. Yi from the interview responses

of 5,133 Corpsmembers in a survey conducted at centers during May 1977.

The most important findings presented in this report include the

followings

1. Job Corps is confirmed to be serving disadvantaged-4 youths who have
limited abilities to obtain and hold productive jobs before they
enroll in the program. Nearly 75 percent of current Corpsmembers
come from minority backgrounds, and elmost all Corpsmembers have
experienced poverty, welfare dependence, or both. Most youths who
enroll in Job Corps (between 85 and 90 percent) have not completed
high school, and Corpsmembers have extremely poor work' histories,
as evidenced by high unemployment, few hours of work, low wage
rates, and small earnings. Furthermore, 38 percent of Job Corps
enrollees have been arrested before enrolling for a wide range of
crimes other than minor motor-vehicle offenses, and 19 percent of
those arrested have been convicted on such charges.

2. Arrest rates drop dramatically while Corpsmembers are in the
program (by a factor of about 3 to 5).

3. Corpsmembers are motivated to enroll prinarly because of the
training and educational opportunities.

--The term disadvantaged is used throughout this report to define the
universal set of youths who are eligible for Job Corps. As used in this report,
"disadvantaged" embodies several factors related to age, educational level, in-
come status, race /ethnicity, employment history, previous social behavior. etc.,
that limit the ability of young men and women to obtain and hold productive jobs.
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4. Sources of information about Job Corps are dominated by friends
and relatives and by the employment service.

5. The prior information Corpsmembers receive about the program is
quite accurate. Corpsmembers find most aspects of the program
to be as good as or better than expected. There is no evidence that
Job Corps enrollees are being oversold on the program, as has some-
times been alleged.

6. The majority of Corpsmembers (65 to 70 percent) report that they
are satisfied with the overall program.

7. Corpsmembers are most satisfied with the job training and education-
al aspects of the program, and are least satisfied with the resi-
dential aspects, such as the food, pay allowance, home-visitation
privileges, and location of center.

8. The greatest satisfaction is reported by Hispanics, as well as by
Corpsmembers at centers characterized by contract type, medium
size, located in cities, and run by public operators.

The remainder of this report Contains more detailed discussions of

these findings. Chapter I introduces the topics to be discussed, and chapter II

provides an overview of the current Job Corps program and plans for future

directions. Chapter III presents a comprehensive description of Corpsmembers.

Cllapter IV addresses issues relating to why youths enroll in Job Corps, where

enrollees obtain information about the program, and how accurate that information

is. Finally, chapter V considers how Corpsmembers rate the overall program and

its various components.
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I. INTRODUCTION AND SUMMANY

.Yob Corps' purpose is to assist young people who need and
can benefit from intensive programs of education, vocational
skills training, and other services while living in a resi-
dential setting. The typical youth it serves is an 18- year -old
high school dropout who reads at the elementary school level,
comes from a poor family, belongs to a minority group, and
has been unemployed for many weeks or has never held a job.
All enrollees are impoverished and unemployed young people 1,
between the ages ci 16 and 21 who volunteer for the program.-

This paper is the first of a series of reports on a study designed

to provide the Department of Labor with a comprehensive evaluation of the

short-term economic impact of the Job Corps program. These reports wily provide

the necessary information and analysis for such an evaluation, as well az

for an overall assessment of the benefits and costs of the program. The

goal of this particular report is to analyze Job Corps' service to disadvan-

taged youths in terms of the following questions:

1. Who enrolls in Job Corps?

2. To what extent arm youths from the target population being
enrolled in and completing a Job Corps program:

3. Why do youths enroll in Job Corps?

4. How do youths learn about Job Corps, and do they receive infor-
mation which is both accurate and adequate?

S. Now do Corpstaembers rate the program?

6. What aspects of Job Corps do Corpsmembers think are satisfactory,
and what areas do they feel could be improved?

The information reported herein is based primarily on responses ob-

tained in a baseline survey designed to collect data from Corpsmombers .td

from a sample of similar youths not participating in the program. The

--This extract is the opening. paragraph of the "Overview" for

Job Corms in Brief, FY-77, the U.S. Department of Labor, Smoloyment and

Training Administration, 1976.
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interviews included detailed questions on the following topics:

General demographic information

Corpsmembersi expectations about the program

Employment and income

Socioeconomic background

Education and training

Antisocial behavior

Information needed to locate respondents for future interviews

Similar data will be obtained in subsequent interviews so that the progress

of Job Corps participants in the labor market can be compared with the progress

of similar youths who were never enrolled in Job Corps.-1J

The next chapter presents an overview of the current Job Corps program

and outlines the purpose of the program and the institational setting. The

types of services provided to Corpsmembers, tile size cf the program (in terms

of tne number of participants and financial expenditures), and current trends

in Job Corps are then discussed. Some of the main points to be emphasized in

chapter II are the goal of Job Corps to increase the employability of disad-

vantaged youths who face very severe employment problems, the comprehensive

and individualized services provided at centers, and the plans for expanding

Job Corps,

Chapter III describes both recent enrollees in Job Corps and youths

that can currently be found in centers at a point in time -- that is,

1/--See the Appendix for more details on both the sampling procedures

and estimation techniques used in this report.
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"participants."1/ The ages of most Corpsmembers range between 16 and 21 at

enrollment (nearly 25 percent are 16-year-olds), and about 70 percent are male.

The vast majority of Corpsmembers come from racial and ethnic minority back-

grounds (approximately 75 percent), and few have completed high school before

entering Job Corps (less than IS percent). Their family backgrounds when

growing up and just before enrollment are characterized by high incidences of

one-parent families, large family sizes, limited English-speaking abilities,

income below the poverty level, and welfare dependence. Corpsmembers' work

histories before enrolling are characterized by weak labor-force attachments,

high unemployrdent rates, numerous incidences of rejection for military ser-

vice, few hours of work, low wages, low earnings, and greater than normal

antisocial behavior, as shown by arrest rates, convictions, and drug usage.

In short, Job Corps generally appears to be serving the types of disadvantaged

youths it is supposed to be reaching.

Early program drocouts tend to be from the two most disparate groups

of Corpsmembers. On the one band, Corpsmembers who are male, white, and have

better work histories tend to terminate early from Job Corps--that is, before

completing a program. On the other hand, Corpsmembers who are young (under IS),

American Indian, high school dropouts, unhealthy, and more crone to antisocial

1/
The fundamental difference between "enrollees" and "participants" is

that Corpsmembers who stay in the program a longer time (i.e, program completers)
will be overrepresented in participant samples compared to all enrollees. Among
Job Corps enrollees a high proportion (approximately 40 percent) leave the
program within ninety days. These early dropouts axe replaced continuously by
new Corpsmembers, so that a sample of participants at a point in time has a
higher proportion of completers than found among enrollees. For the Mt
evaluation of Job Corps a high proportion of program completers is desirable
since the impact of the program on early dropouts is probably negligible. The
Appendix explains how the observations are reweighted to obtain unbiased
estimates for enrollees.
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behavior also drop out early. This somewhat polarized pattern of early drop-

outs is probably explained by the fact that same of the first group of Corpsmem-

bers (as described above) have better alternatives and leave Job Corps early to

explore them, while some of the latter group (as described above) find the

program too difficult and drop out of Job Corps early because they are not

benefiting from the program.

Finally, chapter IIX shows some w2 the main differences between female

and male Corpsmembers. Compared to males, female Corpsmembers tend to be

older, are more often from racial and ethnic minorities, are more likely to

have completed high school, have worse work histories, have poorer pre-enrollment

tvaily statuses (more one-parent families, larger families, less income, more

poverty, and greater welfare dependence), and have demonstrated less antisocial

behavior (fewer arrests, fewer convictions, and less drag usage).

Chapter 17 addresses issues relating to why lout enroll in Job

Corps. where enrollees obtain information about the program, and how accurate

that information is. Not surprisingly, most Corpsmembers enter the program

because they desire more training and/or additional education to increase their

employability. However, a significant proportion of Corpsmembers, particularly

younger ones, also enroll in order to leave undesirable situations --to get

away from home or away from school. and, in general, away from problems. Older

Corpsmembers more often cite reasons related to employment. Youths from

Hispanic origins are distinctly more motivated than others for the training and

education.

The source of first information, about Job Corps is dominated by friends

or relatives, although significant proportions of enrollees also hear about Zob

Corps from local employment service offices, advertisements, school personnel,
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and parole or probation officers. Male enrollees are relatively more likely

to first hear about Job Corps from friends or relatives and parole or probation

officers; female enrollees more often hear about Job Corps from adVertisements.

White Corpsmembers, compared with minority youths, are more likely to first

heat about Job Corps from the employment service, advertisements, and parole

or probation officers; minority youths Tore often hear about Job Corps from

friends or relatives and school personnel. Finally, younger enrollees are

relatively more likely to first hear about Job Corps from friends or relatives,

school personnel, and parole or probation officers; older enrollees more often

hear about Job Cols from the employment service and advertisements.

The two major sources of most information about Job Crops are the

employment service and friends or relatives (in that order;. Significant

proportions of Corpsmembers also cite a Job Corps recruiter (with no other

affiliation known) and school personnel as their source of most information

about Job Corps. The most significant variations are that (1) black enrollees

cite the employment service lass often, and friends or relatives more often,

than other enrollees) and (2) younger enrollees are relatively more likely to

obtain most of their information about Job Corps from friends or relatives,

school personnel, and parole or probation officers, while older enrollees cite

the employment service more often.

The info=at4on that enrollees receive about Job Corps seems to be

reasonably reliable. There is no evidence that potential enrollees are over-

sold or misled. In fact, the data indicate that Corpsmembers usually find

all of the training and educational and social and residential aspects cf the

program to be at least as good as they had expected. The only categories

that tend to be worse than expected are the food and pay allowance. Male,

minority, and older enrollees are the most likely to find the training and
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educational aspects at least as good as they had expected; male and older

enrollees axe also likely to feel this way about the residential aspects.

The final chapter considers how Corpsmembers rate the 2ro4ram. When

interviewed while still in the program, the vast majority of Corrcmembers

expressed satisfaction with Job Corps, both overall and especially for the

training and education components. The only aspects of the program that were

rated as "not good" were the pay allowance and the food served at centers.

Youths who subsequently terminated early and did not complete the program

were more likely to give neutral ratings to ccp)onents of the program and

a lower rating to the overall Job Corps program. finally, among types of

centers, Corpsmembers were more satisfied with contract centers, centersof

small or medium size, those operated by public agencies, and those located

in cities.



II. NATURE OF JOB CORPS IN 1977--
1/

Job Corps is one of the major public programs aimed at improving

the employability of severely disadvantaged youths--especially the extremely

difficult empi,:;yment problems of minority youths in ghetto areas. Recently,

these employment problems have accelerated and have become very apparent.

Currently, for instance, approximately four out of every ten black youths

(i.e., between the ages of 16 and 21) in the labor market are unemployed.

Moreover, in the poverty areas of central cities, fewer than two out of

every ten black youths have had jobs, as shown in recent surveys.

Job Corps is a program that provides a comprehensive range of

services that include "vocational skills training, basic education, health

cane, and residential support for young people who are poor, out of school

and out of work. Its aim is to break the cycle of poverty permanently by

improving life-time earnings prospects."2/ Job Corps is designed tm serve

a youth population that currently lives in such debilitating environments

that their relocation to a residential center is needed to enable them to

benefit from more traditional education, vocational training, and ancillary

It This chapter draws very heavily from three documents prepared
recently by the national. Job Corps staff: (1) Job Corps in 3rief, FY-77. 1278;
(2) A Planning Charter for the Job Corps, 1978; and (3) The Expansion and
Enrichment of the Job Corm, 1976. The interested reader should read these
papers for further details. Also, LeVitan and Johnston (1975) have summarized
the first ten years (1964-74) of Job Corps operations (see Sar A. Levitan
and Benjamin H. Johnston, The JOb Corps: A social Experiment That 'darks,
Baltimore: John Hopkins University Press, 1975).

2/
This quotation was taken from The Expansion and Enrichment of the

Job Corps, U.S. Department of Labor, Employment and Training Administration,
1978, page 1.
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services.1/ Job Corps attempts to make these youths both more productive (so

they can earn higher incomes and can at least become self-sufficient) and

more responsible citizens.

A. INSTITUTIONAL SETTING

The Job Corps program was originally established by the Economic

Opportunity Act of 1964. Control of the program was later transferred (1969)

from the Office of Economic Opportunity to the Department of Labor (DOW, and

Job Corps was eventually incorporated without changes as Title IV of the

Comprehensive Employment and Training Act (CETA) of 1973. Despite the

general decentralization and decategorization of employment and training

programs carried out under CETA, the Job Corps has largely maintained its

national scope (for instance, the Job Corps program is still administered

at the federal level). However, direct responsibility for program operations

and center contracting has been transferred under CETA to DOL's regional

employment and training offices.

There are two basic types of Job Corps centers: (1) those operated

under private contracts from competitive bids with the regional offices,

and (2) those located on public lands (predominantly in national parks and

forests) and operated by the Department of Agriculture and the Department of

the Interior. The former centers are usually referred to as "contract

centers," and the latter as "civilian conservation centers" (CCCs). In

fiscal year 1977, there were sixty-one centers in operation, located in

thirty-two states and the Commonwealth of Puerto Rico: twenty-seven CCCs;

A/Some of the Job Corps centers in urban locations added a few

nonresidential slots in the 1970s. The nonresidential components of Job
Corps are not included in the NPR evaluation, the baseline survey, nor this
report.
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two CCC-type centers operated by the Commonwealth of Puerto Rico; thirty

centers under contracts with private business firms, nonprofit organizations,

and agencies of state and local governments; and two extension centers for

advanced vocational training operated by unions.!! Two contract centers had

just opened during the year (a new center in Mississippi and a relocated

center in New York).1/

Recruitment and placement activities are carried out under contracts

with employment service offices, various unions, local schools, volunteer

agencies such as Women in Community Service, Inc. (WICS) and Joint Action

in Community Service, Inc. (JACS), and special private agencies,1/ in

addition to the efforts of individual centers and the regional offices.

These groups (especially the volunteer agencies and special piivate agencies)

often provide other support services to "program completers" in order to

facilitate their transition from center livinr: to a job and regular living

arrangements. In addition, several unions have separate contracts to provide

training at centers (At all CCCs and some of the contract centers).

1/ One extension center is operated by the Brotherhood of Railway.
Airline and Steamship Clerks (BRAG) of the AM/CIO; the other is operated
by Stewards Training and Recreation, Inc., of the Marine Cooks and Steward's
Union of the AM/CIO.

2/ Other centers have since opened, and more centers are scheduled
to open in the near future to enable Job Corps to achieve its expansion
goal of doubling the number of uots compared to fiscal year 1976 (see below).
The focus of the tOR evaluation of Job Corps and this report is on all centers
operating in the continental United States; a national probability sample of
approximately one-third of the Corpsmembers at these centers were interviewed
in May 1977 for the baseline surrey.

1/ Private contracting agencies such as the separate GATE-house
(Graduate Aid to Employment for exCorpsmembers) contractors are operating
in six large metropolitan areas (Atlanta, Baltimore, Los Angeles, New York,
Philadelphia, and Washington, D.C.) in which many ax»Corpsmembers locate
when they leave the centers.
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El. TYPES OF SERVICES PROVIDED AT CENTERS

Job Corps attempts to provide a comprehensive program that is

flexible enough to meet the individual needs and problems of disadvantaged

youths. The components of the Job Corps program include basic education,

high school equivalency classes, vocational training, health care and

education, residential living, and counseling and other ancillary services,

each of which should be incorporated into a unified framework tailored

to meet the needs of individual youths.

1. Education

The Job Corps' education program has evolved with the intent of

being flexible enough to meet the varied deficiencies in the backgrounds

of Corpsmembers and to enable them to proceed at the maximum pace commensurate

with their abilities. The education program includes basic education (em-

phasizing reading and mathematics) , World of Work (including consumer

education, driver education, tom.; and family living, hea144.. education, and

bilingual education), and General Educational Development. (GED) for Corps-

members who are academically qualified. The GED certificate is recognized

by state educational agencies el the equivalent of a higa school diploma.

The Job Corps encourages and emphasizes the GED program "for those who are

academically qualified. In fiscal year 1977, over 4,00C enrollees were

awarded the General Educational Development Certificate."1/

2. Vocational Skills Training,

Like the educrtion program, the training program at Job Corps

centers is designed to Meet ind4lidual needs and problems and to enable

1/
This quotation is from Job Corns in Brief, FY-77, p. 3.
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Corosmembers to advance at the maximum pace commensurate with their

abilities. Therefore, all the training programs orovide for an open

entrance and exit capability and are continually being reviewed and revised

in order to keep up with changing Corpsmembers' needs and with labor-market

trends. There axe some notable differences between vocational training programs

at CCCs and those at contract centers. The training programs at CCCs are

more often operated by unions and tend to be of a "hands -or" work-project

nature, with actual constrL4tion and production taLng place.1/ rn contrast,

the training programs at contract centers are more often ooerated by the

centers themselves or by individual private subcontractors, and the training

tends to be of a classroom -instruction, shoo-type, or "mock -up" nature,

with some work-experience positions available upon completion.

3. Health Care and Education

Comprehensive health services are provided to all enrollees. includ-

ing medical examinations (with follow-up treatments if necessary), immunization,

dental examinations (for all Corpsmembers who stay at least ninety days)

and treatment, professional help for emotional and other mental-health

problems, and instruction in basic hygiene, preventive medicine, and self-

care. Sealth education is also riven high priority in Job Corps, with the

aim of preparing Corpsmembers "to make responsible decisions regarding

health and health-related matters by providing them with relevant, factual

information."1

a/Most of the union instructors use curricula approved for the
first two years of their apprenticeship programs.

3/This quotation is from Job Corps in Brief, FT-77, p. 3.
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4. Residential Living

Residential living is a key element of the Job Corps program and

distinguishes it from most other public employment and training programs.

The concept behind residential living is that the target population comes

from such debilitating environments that they need a new and more supportive

environment to derive the intended benefits from the vocational training and

education courses. The residential-living program (including meals, center

maintenance, dormitory Ufa, sports and recreation, center government,

entertainment, and other related activities) is "planned to help new

Corpsmembers adapt to center life, motivate and support constructive

attitudes and lifestyles, and prepare them to function effectively in the

outside world, . . It involves such complex areas as relationships among

racial and ethnic groups, motivation of alienated or discouraged young

people, adaptation to unfamiliar group living situations: adult youth

cooperation in an institutional setting, and the role of peer groups in

influencing conduct and attitudes."1(

S. Counselin and Other Ancillar- Services

The centers provide counseling services and residential advisors

both to help Corpsmembers plan their educational and vocational curricula

and to help zotivate conpsmembers and create a supportive environment. Some

of the other support services provided by Job Corps (for example, during

recruitment, placement, and the transition to regular life and jobs) were

discussed above.

1/
This quotation is from f1-77, 1$9. 4 and S.
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C. SIZE OF JOB CORPS

At the start of fiscal year 1970 the Job Corps program was cut

back drastically in terms of both financial expenditures and the number

of youths served. Prom then until fiscal year 1977 the budget was held

roughly constant in nominal amounts, and the number of youths served

stabilized at about 21,000 to 22,000 slots (i.e., positions) and 45,000 new

enrollees annually. However, over the same time period, inflation greatly

eroded the real purchasing power of the budget (held fixed in nominal

amounts), and capital equipment was allowed to deteriorate in order to sense

the same number of youths within the more restrictive budget.

With the decision in fiscal year )977 to renovate and expand Job

,/
Corps (see the next section) the budget)and number of slots in the program

were increased. in fiscal year 1977 the budget rose sa percent in nominal

terms, to $274 million, while the applied funding increased by 23 percent,

to $231 million. The additional expenditures were allocated to the planning

of expansion, actual expansion, improvements it services, staffing increases,

and the repair and replacement of capita equipment that had been allowed to

deteriorate during the previous seven years. Similarly, the number of slots

in the program rose 7 percent in fiscal year 1977, to 22,225 slots, with

the addition of one new center and a small amount of expansion at some existing

centers. However, the average length of stay in Job Corps and the proportion

of program completers increased during fiscal year 1977 (possibly a result of

improved conditions due to additional resources), so that the turnover rate

fell, causing the total number of youths enrolled to decline slightly.
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D. CURRENT TRENDS

The most recent trends in Job Corps are dominated by plans to

expand the program. The Job Corps began increasing its capacity in

Fiscal year 1977 in response to a congressional mandate to double the

size of the program--from its fiscal year 1977 level of 22,000 slots to

44,000slots by the end of fiscal year 1978. The national Job Corps

staff expects to reach the full capacity enrollment of 44,000 by the middle

of fiscal year 1979.

Several new centers have already begun operating, and more are

scheduled to open in the next Lew months. The expansion of slots has

been allocated on a basis of geographical need, as determined from the

Latest available data on poverty and unemployment among youths. The new

slots will also represent a mix of center types, with CCCs receiving a

smaller fraction of the growth (860 slots, or S percent) than they currently

represent relative to contract centers (17,632 slots). Furthermore, some

of the new slots Wi:l be allocated to innovative types of centers involving

industry work-experience programs (852 slots) and junior college and technical

schools (2,256 slots).

In conjunction with the general expansion of Job Corps, innovative

approaches are being initiated in several areas. The main areas of innova-

tion include center improvements, targeting recruitment and more service

to groups that have previously been underrepresented in Job Corps, develop-

ing new educational and vocational training programs, coordinating activities

and improving Linkages with other programs that can benefit youths, and

additional monitoring and evaluati,te research to improve the program.

- 350 -

3 1"1.;



1. Center Imorovements

As mentioned above, the physical plants at centers had been deterio-

rating in as years with the restrictive budgets for Job Corps. In

fiscal years 1977 end 1978, one-time renovations totaling $39 million

were authorized and completed to bring all centers up to OSHA standards and

otherwise to upgrade and modernize center facilities. The national office

has also increased the modest resources available for enriching the enter-

talnment, recreational, and avocational programs for Cor7smembers.

2. Special Target Groups

Additional efforts are being undertaken to encourage the enrollment

and serve the needs of particular groups that have previously been underre-

presented in Job Corps. These special target groups include women, Hispanic

youths, American Indians, handicapped individuals, and ex-offenders. The Job

Corps has the explicit goal of increasing the participation of young women to

SO percent of total enrollment in the next two years. The staff plans to

achieve this goal by (I) converting previously allmale centers to coeducational

status, (2) proportionately increasing the number of female slots at new

centers, (3) finding new ways to accbmodate young women who are economically

1/
disadvantaged and have dependent childrenr- and (4) redoubling the efforts

of WICS and other recruitment agencies to find eligible females.

1/-.One demonstration project has been undertaken at the Atlanta
center, in which residential accommodations and child care have been
provided for the dependent children of female (solo-parent) Ccrpsmembers.
The results of the program have generally been favorable in terms of in-
program outcomes (longer stays, higher completion rates, fewer disciplinary
oroblems, and better morales). However, more evaluative research is needed
to determine if the benefits outweigh the added costs. Another demonstration
project, in cooperation with WIN, is currently underway at two centers,
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Job Corps has targeted two other groups of current enrollees for

additional representation and to provide them with more comprehensive

services: Hispanic youths and American Indians. The Job Corps is

planning innovative programs for Hispanic youths, such as (1) an education

program in which they first learn to read and write at a high enough level

in Spanish to be able to benefit from a bilingual program before being

introduced to such a program, and (2) a national Spanish demonstration

center both to develop and test the effectiveness of Job Corps techniques

used for Hispanic youths and to serve as a model for other bilingual programs.

In order to better serve American Indians, Job Corps is planning to open

additional centers operated and/or sponsored by Tribal Councils of Amer-

ican Indians.1/

Under the current admissions criteria, handicapped youths and youths

who are ex-offenders are sometimes ineligile for Job Corps because cbe present

Job Corps structure cannot always accommodate their special needs. However,

Job Corps plans to relax eligibility criteria somewhat within the context of

some innovative approaches for such youths. In addition to developing

accommodating facilities for handicapped youths in existing centers and

programs, Job Corps is considering building special centers and creating

programs for the handicapped (for both the physically and mentally handi-

capped). Many Corpsmembers are already ex-offenders prior to enrollment

(see Table //I.6 in chapter ///); however, they currently receive no

Atlanta and Cleveland, in which WIN mothers (solo-parents) who meet Job Corps
eligibility criteria are being enrolled in nonresidential programs and their
children provided with day-care services. Two additional models for enrolling
solo-parents are also being planned for Job Corps.

1/These centers would be similar to the Kicking Horse center, which
is operated under a contract with the Tribal Council of the Confederated
Salish and Kootenai Tribes of the Flathead Indian Reservation.
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special treatment in any.formalized way. In order to develop a program that

helps ex-offenders receive the maximum benefits from Job Corps, a special

center is now being planned for this target group in the state of Vermont.

It is envisioned that this Job Corps center for ex- offenders will provide

a formal strategy for the community treatment of eligible ex-offenders with-

in Vermont's correctional system.

3. Innovative Progrums for Education and Vocational Training

In addition to the projects for special target groups discussed

above, Job Corps is planning Cl) more slots at junior colleges and technical

schools to develop advanced career training; (2) a military training compo-

nent to educational services, aimed directly at helping to prepare Corps-

members (especiallt those who have previously been rejected for military

service) to qualify for entrance into the military service, ;3) the ex-

pansion of current work-experience programs in terms of creating both more

slots and possibly a few small centers to be associated wit large firms

or industries located near those centers; (4) special intake centers for

entrants from outside the continental United States, to teach basic skills

and then refer them to the appropriate regular centers; (5) to develop

new areas for occupational training, especially in growth industries; and

(6) to have demonstration centers operated by community-based organizations,

CETA prime sponsors, and labor unions, to assess the effectiveness of these

operators relative to other operators of centers.

4. Coordinating Activities with Other Agencies

As mentioned above, program linkages are currently being strengthened

with other agencies that can benefit youths. The programs most prominently

considered include WIN, the military services, community-based organizations,
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CETh prime sponsors, and labor unions. Job Corps also has plans for utilizing

each of these groups and the recently formed Job Corps Alumni Association

(JCAA) for the additional recruitment needed to accommodate the expansion.

5. Additional Monitoring and Evaluative Research

Many of the innovative approaches discussed above are demonstration

projects that will need to be assessed to determine both their effective-

ness and feasibility. Job Corps is currently planning for such assessments.

Additional research priorities of Job Corps include further analyJis of

(1) the methods used to encourage retention of Corpsmembers and program

completion/ (2) placement outcomes and the validity of the placement data;

(3) the methods used to introduce enrollees to the occupational training

possibilities at centers: (4) the reading and mathematics prcgrams (which have

changed substantially since they were last studied); (5) the recruitment

and screening activities; and 16) the attitudes and opinions of Corps-

members toward varioussomponents of the program. The study on which

:his report is based will provide analyses relating to many of these priorities

(especially item numbers 1, 2, 5. and 6). A major portion of this report

concerns the attitudes and opinions of Corpsmembers toward Job Corps and

its components (see chapter V). The accuracy and adequacy of information

provided by the main recruitment and screening groups are considered in

chapter IV. The next chapter (chapter III) discusses factors that appear

to affect retention and program completion. Finally, a major part of future

reports on this project will focus on postprogram outcomes for Corpsmembers,

especially placement outcomes.
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III. WHO EUROLLS IN JOB CORPS?

All enrollees are impoverished and unemployed young people ,1

between the ages of 16 and 21 who volunteer for the program.2f

The main purpose of this chapter is to present detailed descrip-

tions of youths who enroll in Job Corps and youths who are participating in

the program at any point in time.2/ The data and discussions in this

chapter assess whether the program is in fact drawing from the target

population of impoverished and unemployed youths. Beyond a simple analysis

of whether the inn:alma= targets are being met, it is important to know

more precisely the extent of the Corpsmembers' impoverishment and the

extent of their employability problems.

Previous data from the screening interviews used to determine

eligibility for Job Corps have already shown some of the basic character-

istics of new enrollees.11 The information on Corpsmembers presented

in this chapter supplements that data and provides a better picture of

Job Corps enrollees in two important ways. First, the new data are based

on Corpsmembers' responses to a survey unrelated to Job Corps admissions

and operations. This separation ensures more accurate information, since

Corpsntmbers have no incentive to provide misleading information.

1 This extract is ti...an from the "Overview" of Job Corps in Brief,

FY-77.

2/ The differences between "enrollees" and "participants" are explained
dote till' in footnote I on page 6 and in the last paragraph of the current
section.

2/ Data on a few characteristics of new enrollees from the screening
interviews are summarized in the annual editions of Job Corps in Brief from
the U.S. Depart trit of Labor.
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Some youths might provide misleading answers to screening questions to

ensure that they appear to meet the eligibility criteria for Job Corps.

Therefore, the survey data can be used both to validate current program

data and to obtain a more accurate analysis of whether the enrollment

targets and eligibility criteria are being met.

The second advantage of the new data is that they provide richer

detail on the characteristics a Corpsmembers. The Job Corps screening

questionnaire is designed to test fcr eligibility and to provide basis

management information, so by necessity it must be simple, direct, and

short. The new survey data provide much supplemental information on

family backgrounds when participants were growing up, employability

prior to enrollment, work history, and other important factors, as well

as basic information on the demographic composition and pr.'- enrollment

status of Corpsmembers. Consequently, this chapter provides a much

fuller profile of the population currently being served by Job Corps

than has previously been available.

The chapter begins by providing basic demographic data similar

to those presented in federal Job Corps reports. Tbe family backgrounds

of Corpsmembers when they were growing up are then covered in detail.

Next, the employability, work history, income, and welfare dependence of

the youths prior to enrollment are examined. Finally, the antisocial

behavior exhibited by Corpsmembers prior to enrollment, as shown by arrests

and by the use of alcohol, marijuana, and narcotic drugs, is analyzed.

In addition to the description of recent- Job Corps enrollees

(hereafter, "enrollees"), a profile is presented of youths who can be

found at Job Corps centers at any point in time (hereafter,
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"participants").1( Participants differ from enrollees to the extent that

youths who stay in the program a long time (e.g., completers) differ from

Corpsmembers who terminate after a short stay)" Fewer early dropouts

than program completers are present at centers at any point in time

relative to their proportions among all enrollees.-- Also, separate data

are shown for females and males whenever there are important differences

between the sexes, and some comparative information is presented for

general samples of the U.S. population.

Information on participants is taken directly from the responses to
the baseline survey of 5,133 Corpsmembers at centers in May 1977. These base-
line data on participants are then reweighted to obtain estimates that are
applicable to enrollees. Separate sample means are computed for each category
of termination for the 2,885 Corpsmembers in the original sample who had left
Job Corps by October 31, 1977. The sample mean for each category of termination
is then given a weight equal to the proportion of enrollees who achieve the
termination category, which yields estimates that are applicable to enrollees.
In effect, for the enrollee estimates, each observation receives a weight
equal to the ratio of the proportion of observations in its category for
all enrollees to the proportion of observations in that category for the
sample. See the Appendix for more details on the computation of these
estimates and their reliability.

2/It is unclear whether the characteristics of participants will
show them to be more or less disadvantaged than enrollees on average. On
the one hand, relatively less disadvantaged youths may perform better in
Job Corps and obtain more beneficial skills, which would tend to cause them
to stay longer and be more likely to complete the program. On the other
hand, the youths who are relatively less disadvantaged will have better
opportunities outside of Job Corps. The benefits of the program (compared
to the opportunities they are foregoing) may diminish rapidly, causing them

to leave the program earlier than youths who are more severely disadvantaged.
In this chapter we will describe which:youths do in fact stay in the program
longer and, hence, are more likely to complete Job Corps. However, a more
detailed analysis of who completes various components of the program and
how tt.t effects their employability after Job Corps requires both program
and follow -up data, which were unavailable when the analysis for this
report was undertaken. A future report of the MPR evaluation of Job
Corps will address the completion issues more directly.

2/See the explanation in footnote 1 on page 6.
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A. BASIC DEMOGRAPHIC DATA

The demographic characteristics presented in Table III.1 largely

confirm the information previously obtained from Job Corps screening interviews.

Youths who enroll in Job Corps tend to be young, are more often male than

female, and for the most part belong to racial and ethnic minority groups.

The average age of recent Job Corps enrollees is about 18.

Approximately one-quarter of the Corpsmembers are age 16 when they enroll,

another quarter are 17 years old, and the remaining half are between the

ages of 18 and 21. The Joo Corps program seems to be serving many of

the youngest youths entering the labor market, who are likely to have the

most severe employability problems. The large proportion of 16-year-old

enrollees indicates a potential difficulty for the job placement of Corps -

members and shows the need for the placement alternatives of schooling,

training, and work-experience programs. Many of the youngest enrollees

will still be under age 18 when they leave Job Corps, even if they complete

a program, and job placement will still be extremely difficult for them.-
1/

However, most of the. youngest enrollees could still profit from additional

schooling, training, and work experience after they leave Job Corps, so

that these placement alternatives to jobs are quite important)/

Table III.1 also shows that female enrollees are on average slightly

older than males. The majority of female Corpsmembers are over age 18. The

' the averrge entry-level age in Job Corps has tended to go up slightly
in recent years, probably as a result of both the difficulties in placing the
youngest Corpsmembers'and a faltering economy that encourages older youths

to enroll.

- .Also, some of the unions sponsoring training programs at Job Corps
centers have recognized the problems of placing youths under age 18 on Sobs
or in apprenticeships. Unions have begun to restrict entry into their training
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TABLE III.1

DEMOGRAPHIC CHARACTERISTICS 1W CORPSMEMBERS

Variable

All

Enrollees
All

Participants
Female
Enrollees

Female
Participants

Male
Enrollees

Male

Participants

Age at Enrollment 17.8 17.8 18.1 1A.1 17.7 17.7

Percentage Sixteen
and Under 24 23 19 18 26 25

Percentage Seventeen 25 24 23 20 26 26

Percentage Eighteen

to Twenty-One 51 53 SO 62 48 49

Percentage Females 27 31 N.A.W N.A. N.A. N.A.

Percentage Black, not
of Hispanic Orig:n 58 61 61 62 56 61

Percentage White, not
of Hispanic Origin 25 21 20 16 27 23

Percentage Hispanic 11 14 13 18 10 12

Percentage American
Indian or Alaskan
Native 6 4 6 3 6 4

Percentage Asian or
Pacific Islander 1 1 <1 1 <1 <1

ti1).>7%0%0

a/
In this table "N.A." means not applicable.
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average entry-level age is about the same for the enrollee and participant

samples. However, as can be seen from the mlire detailed age breakdowns in

Table III.1, the average age masks the fat that the youngest Corpsmembers

tend to leave sooner, especially among female Corpsmembers. As a result, there

are fewer very young (16- and 17-year old) Corpsmembers at the centers at any

point in time (i.e., fewer of them are participants) compared to enrollees.

Approximately 73 percent of the enrollees are males: only 27 percent

of the enrollees sampled are females. The proportion of females is lower

than that reported by Job Corps for fiscal year 1977 (see Job_Corus in Brief,

FY-77), partly because the interviews were conducted in May and thus did not

capture the increase in female enrollment that was due to the addition of

female slots in Job Corps when twelve previously all-male centers were

converted to coeducational status. Table III.1 also shows that females

comprise a larger percentage of participants than of enrollees, since females

tend to stay at the centers longer and are more likely to complete a program.

The Job Corps program has been acknowledged for serving minority

youths who have prevalent employability problems (see Levitan and Johnston,

1975). Table III.1 shows that nearly 75 percent of recent Job Corps

enrollees come from minority backgrounds.'" The representation of black,

programs to youths who will be at least 18 years old when they finish training.
This has caused sate pressure both to recruit older youths and to have the
youngest Corpsmembers concentrate first on basic education if they eventually
want to go into one of the training programs sponsored by unions (in which
case, the youngest Corpsmembers need a full two years to complete and will
therefore be 18 when they Leave Job Corps, if they finish).

11/The percentage of enrollees who are of minority status ip higher
with the survey data than with the data from the Job Corps screening forms:
75 percent versus 70 percent, respectively (based on a comparison between
the data in Table III.1 and information in Job Corps in Brief, FY-77). It

is unlikely that sampling variability could explain a difference this
large in magnitude. A more likely explanation is that the survey data
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Hispanic, and American Indian youths among Job Corps enrollees is

much greater than in the U.S. population as a whole. Even more minority

youths are present at centers at a point in time, since white youths do not

stay as long as minorities and are less likely to complete a program. Among

recent participants, 79 percent axe minority youths. Within this group of

minority youths, only American Indians tend to be early dropouts. Blacks

and Hispanic youths stay longer than whites and American Indians on average

and are more likely to complete a program.

B. FAMILY BACXGROUNDS WHEN GROWING UP

An important eligibility criterion for Job Corps enrollment is that

youths must come from impoverished families, so that Corpamembers need and

can benefit from an intensive program of education, training, and ancillary

services in a residential setting. In sractice, Job Corps screeners examiue

both the home environment:and family income of youths before reterzing them

to Jot Corps. The home environment criterion used for admission to Job

Corps is based on the family living arrangements (Is the dwelling unit where

the youth lives insufficient? Does the youth live with only one or neither

parent?) and on the neighborhood environment (Is the incidence of poverty,

welfare dependence, unemployment. or crime unusually high in the neighborhood

of the youth's place of residence?) . The eligibility criterion for family

income is based on welfare dependence and poverty status. If the youth's

family either receives public aSSilitiM441 or has income below the poverty

level. then the family income criterion is met.

are based on the self-reports of youths in response to direct questions (and
cue cards), while the "screening" questions concerning race and ethnicity
are often filled in from the observations of Job Corps screeners.
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Not surprisingly, data rrom the Job Corps screening questionnaires

show that the families of most Corpsmembers are impoverished at the time

of enrollment. The remaining questions relate to both the extent and

length of time that Corpsmembers' families are impoverished. Were the

families of most Corpsmembers impoverished when they were growing up, or

is the poverty status of many Corpsmembers a temporary phenomenon at the

time of enrollment? Recent studies have shown that many families are

transitorily poor. Also, the poverty status of many Corpsmembers could

be a result of their efforts to establish independence from parental families

just prior to enrollment. Therefor, it is important to look at the poverty

status of Corpsmembers' 4`..milies at an earlier tune to obtain a better

assessment of how disadvantaged the youths really are.

In addition to the advantages of more comprehensive measures and

responses that are not conditioned by incentives to prove eligibility for

Job Corps, the MR survey obtained data 04 family conditions over a longer

period of time and well before enrollment for most Corpsmembers. These

earlier data should reduce the chances of observing temporary family phenomena

or of picking up the effects of youths leaving parental families. Corps-

members were asked a probing set of questions concerning the family they

lived with when they were 15 years old. The questions covered family circum-

stances for an entire year, which varied between one and six years prior to

entry into Job Corps, depending on the age of the Corpsmember.

Table 111.2 provides substantial summary information on the family

backgrounds of Corpsmembers, and contrasts it to the corresponding data

for a more genszal population of American youths. The data in Table 111.2

show that youths entering Job Corps generally do come from disadvantaged

families, and that their impoverished status is not a temporary phenomenon.

3
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Corpsmembers are much more likely to grow up in one-parent families (93

percent of these one-parent families are female- headed), to be living with

other relatives, or to be living in an institution than are other youths

in the United States. Corpsmembers are much less likely to have lived in

two-parent families. Furthermore, the avera.A size of Corpsmembers- families

is nearly twice as large as thst for the typical U.S. family.

Many Corpsmembers lived outside the United States (predominantly

Hispanics, and especially Mexicans) when they were growing up.1( Over ten

times as many Corpsmembers lived outside the United States at age 15 than

did other youths. Similarly, many more Corpsmembers grew up in families

that were non-English-speaking households. Most of these families spoke

Spanish, and, as a result, many of the youths have very difficult employability

problems. Job Corps has recognized that, upon entry, many Corpsmembers are

primarily Spanish-speaking, and thus has developed (and is expanding)

innovatkre b:lingual programs for those individuals.

The parents of Corpsmembers have much lower levels of education on

average than other adults cf the same age. Both the fathers and mothers of

Corpsmembers have educational levels that are much lower on average than

others in their age group, and the probability that Corpsmembers' parents

nave completed high school is only about half that of their peers. Similarly,

the prestige of parents' (fathers') occupations for Corpsmembers is well

below the U.S. norm. Also, Corpsmembers' parents and families earn

much less in wage and salary income than the typical family in the

Note, moreover, that the Puerto Rican, Alaskan, and Hawaiian centers
were excluded from the survey, so that this finding is only for centers in
the continental United States. The centers that were eY.aud.s1 undoubtedly
have even higher incidences of youths who lived outside the United States
when growing up, and whose families did not speak English.

,3
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United States. Corpsmembers families have relatively low earnings despite

the fact that they generally have more "potential" earners than the typical

U.S. family)" The amount of earnings from family members other than the

heads is relatively high but not unusual for low-income families with

teenage children.

The low family earnings (and, hence, income), combined with larger

family sizes, lead to high incidences of poverty and welfare dependence

among Corpsmembers' families. Well over 40 percent of all Corpsmembers'

families had incomes below the poverty level for the year when the youths

were age 15, and well over half (nearly 60 percent) either had incomes below

the poverty level or were receiving welfare assistance. Only 9 percent of

all U.S. families had incomes below the poverty level for the same period,

and only 13 percent either had incomes below the poverty level or were

receiving public assistance. The extent of welfare dependence is about

four to five times greater for families of Job Corps enrollees than it is

for general samples of youths. Finally, Corpsmembers' families are tore

likely to be receivdJtg unemployment benefits than are other U.S. families, even

though the covered employment rate is much lower for the parents of Corps-

members: that is, even though Corpsmembers' parents are less likely to be in

covered employment when working, their unemployment rate is so far above

average that they receive more unemployment insurance payments than the

average for all workers in the United States.

liThe earnings and income data for age 15 are less reliable than
any of the other data in this report. Many youths could not remember these
amounts, if they ever did know them. About 25 percent of the youths could
not answer the questions, and others merely guessed. The averages are
raised by a few extremely large answers: the medians are nearly $2,000
below the mean.
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The neighborhoods in which Corpsmembers grew up show similar patterns

of impoverished environments (see the Interim Report of the Job Corps

Evaluation, 1977). Compared to the typical neighborhood in the United States,

the neighborhoods in which Corpsmembers resided when they were age 1S were

characterized by a higher proportion of minority individuals, individuals

with lower educational attainments (especially, fewer high school graduates),

higher youth and overall unemployment rates, lower family income, and more

families with incomes below the poverty level.

In summary, the evidence from the family backgrounds of Corpsmembers--

combined with the data both from the survey questions on youths' incomes

just prior to Job Corps (see below) and from the screening questionnaires- -

shows that poverty and welfare dependence are widespread and lasting among

Corpsmembers' families prior to enrollment. The enrollment target of

reaching impoverished youths appears to be met reasonably well. The poverty

status of Corpsmembers Just before entering the program is neither transitory

nor caused by the youths establishing separate family units; rather, the

typical Corpsmember grew up in a large family characterized by small earrings

and a large degree of welfare dependence.

The only observable differences between the family backgrounds of

enrollees and participants are due to the greater lengths of stay, higher

program completion rates, and, hence, greater representation of Hispanic

youths in the participant sample. A few more participants than enrollees

grew up both outside the United States and in non - English - speaking households.

The parents of participants have slightly lower educational levels, slightly

lower earnings, and are slightly less dependent on welfare tnan the sample

of Job Corps enrollees. Small differences also exist between female and male

Corpsmembers (not shown), with the higher representation of Hispanic youths
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in the female sample leading to the same pattern of differences as above

(i.e., slightly lower educational levels, lower earnings, and less welfare

dependence for the families of female Corpsmembers).

C. EMPLOYABILITY OF CORPSNEMBERS

Another measure of the disadvantaged status of Corpsmembers is their

low levels of earnings potential or human capital accumulation. Eligibility

for Job Corps is restricted to youths who have either (1) dropped out of

school without a high school diploma, or (2) completed high school but demon-

strate substandard literacy levels. Table 111.3 shows that nearly 90 percent

of enrollees are school dropouts, and the average level of completed education

is about two and one-half years below the U.S. norm. These data are consistent

with the findings from the screening questionnaires, which further show that

literacy levels are even lower in terms of school grade equivalents.1(

Corpsmembers are more likely than other youths to have participated

in a training or work-experience program prior to entering Job Corps. They

also have high rates of attempting to enlist in the zilitaxy services:

approximately 28 percent of the enrollees have tried to enlist. However,

Corpsmembers' success rate at passing the enlistment exams is extremely

low, which in turn is a prime motivation for many youths to enroll in

Job Corps. Nearly 85 percent of the Corpsmembers who attempted to enlist

in the military service prior to Job Corps enrollment failed. These

'That is, the average reading ability of enrollees is even lower
than indicated by their educational attainments. While the average years

of regular school completed is just below ten, the average Job Corps
enrollee had only a fifth-grade reading ability at entry in fiscal year
1977 (see Job Corps in grief. FY-77).

3'
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military enlistment performances are not surprising, since many disad-

vantaged youths who fail the Armed Forces Qualifying Test are referred

to Job Corps in order to acquire the skills needed for successful

enlistment in the military.

The proportion of Corpsmembers with serious health problems ("serious,"

in that they both limit the kind or amount of work Corpsmembers can do and

have lasted for at least one year) seems similar to that for a general

population of yOuths in the United States. Job Corps has screened out some

youths 4ith serious health problems in the past, since appropriate facilities

were not available to ensure that they could receive the benefits of Job

Corps. However, as part of the expansion of Job Corps, new facilities

and approaches are being considered that not only would additionally

benefit current handicapped Corpsmembers, but would encourage the enroll-

ment of other mentally and physically handicapped youths as well.

About the only discernible differences between participants and

-ollees, shown in table 11/.3, are that high school graduates and healthy

youths tend to remain in Job Corps longer and are more likely to complete

a program. Therefore, more high school graduates and healthy youths will be

at a center at any point in time than represented among Job Corps enrollees.

D. WORK HISTORY OF CORPSMEMBERS BEFORE ENROLLMENT

Job Corps is intended to serve unskriled, semiskillea, or skilled

youths who have been unable to obtain gainful employment. Table 11/.4

summarizes the employment success of Corpsmembers in the six months prior

to their enrollment. Most of the youths (approximately 85 percent) were

in the labor force sometime during the six-month period. Of the 15 percent

who were never in the labor force, most were discouraged workers, in

400
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TABLE 111.4

WORK HISTORY OF CORPSM$MBERS FOR SIX MONTHS PRIOR TO ENROLLMENT.-
a /

,mr

Variable
All

Enrollees
All

Participants
Female

Enrollees
Female

Participants
Male

Enrollees

.41. ..

Mate
Particiepts

Percentage in Labor
Force 85 84 76 76 89 87

Percentage Employed 64 61 48 49 69 67

Hours Worked 323 307 221 231 359 340

Hourly Wage if
Employed *2.81 $2.79 $2.61 $2.50 $2.86 $2.92

ca Earnings $711 $635 $441 $421 $807 $730
-.)

w Percentage Ever Had
1 a Regular Job 66 64 55 55 70 68

401

rg.=
The data in this table cover the entire six-month period before entering Job Corps, except for

the percentage ever having a regular job that covers a longer time period (see footnote b). Therefore,
the percentages for being in the labor force and being employed include anyone who achieved that status
anytime during the six months; hours worked is the number of hours worked by an average Corpsmember
during the entire six months; and earnings covers the entire six months as well.

P/Average earnings will not equal the product of average hours worked times average hourly wage
rate because of the correlation between hours worked and wages. Average earnings e uals average hours

1times average wage plus the covariance between hours and wage rates (i.e., E IW H = E 14 E IHI +
Cov IN, HI ). The covariance between hours and wage rates is negative for this sample (partly because
wage rates were computed by dividing earnings by hours worked), so that average earnings will be less
than the product of average hours worked and average hourly wages.

c/
--"A regular job" is defined as any job in which the youth worked at least twenty hours per week

and which lasted for at Least one month; "ever" refers to anytime before entering Job Corps.
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school full time, and/or had family responsibilities that could not be

performed if they worked.

Among Corpsmembers in the lab 'r force, about 25 percent were not

employed at any time during th' entire six-month pre-enrollment period.

The average amount of hours worked was approximately twelve hours per

week per Corpsmember. Even among those who were sometimes employed, the

average hours worked per week was fewer than twenty. The average hourly

wage rate among Corpsmembers who were employed during the six-month period

was only slightly above the minimum wage. The earnings were insufficient

to raise youths' income above the poverty level. Finally, nearly 35

percent of all Corpsmembers never have had a job in which they worked

twenty or more hours per week, and which lasted at least one month.

Corpsmembers with the worst employment histories tend to stay at

the centers for a longer period of time and are more likely to complete

a program than other Corpsmembers. In contrast, Corpsmembers with the

best employment histories tend to leave the program early, probably because

they have better opportunities in the regular labor market. Therefore, on

average, partictrants have lower labor-force participation rates, employment

rates, hours worked, wage rates and earnings, and worse job histories than

enrollees. Finally, females show weaker labor-force attachments and worse

employment histories than males (not unlike the rest of the U.S. population).

E. FAMILY STATUS AND INCOME AT ENROLLMENT

Section S of this chapter found that the degree of deprivation when

Corpsmembers were growing up is similar to that which qualifies them for

admission and is consistent with present targets for enrollment in Job

Corps. Therefore, it is not surprising that the overall results for the

questions concerning the six-month period prior to enrollment are similar



to those for the time when Corpsmembers were growing up (compare Table III.S

to Table III.2). As shown in Table III.S, however, more of the youths were

living alone or with rtlativu other than their parents during the pre-

enrollment period, which causes a few changes. For example,,the average

family size decreases slightly - -by fewer than one person. The family sizes

are still large in the six months prior to entering Job Corps, but the

youths have not yet had many children of their own.
I/

The incomes of mos4 youths leave them below the poverty level.

Furthermore, the incidences of welfare dependence are slightly more frequent

than when growing up. In contrast, fewer Corpsmembers are in families

that receive unemployment benefits than when tney were growing up (no

doebt this is partly because fewer youths are living with their parents).

Overall, most Corpsmembers are not even able to support themselves during

the six months before entering Job Corps let alone able to help support

a family.

As with the data for the year when Corpsmembers were IS years old

the evidence from the six months prior to entering Job Corps shows that the

poverty status of enrollees is not just a temporary phenomenon. Most Corps-

members show a high degree of deprivation both in the year when they were

age IS and for the six-month period before they entered Job Corps, as well

as immediately before they applied (i.e., the screening data).

1In searching for an appropriate comparison group (see the Interim
port of the Job Corns Evaluation, l977), we found many young women who
seemed to be eligible for Job Corps but who differed from the typical
Corpsmember in that they had dependent children. The Job Corps is aware of
this (see chapter II) and is trying to find be ~~er ways to serve solo-parents.
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TABLE III.5

FAMILY STATUS AND INCOME FOR SIX MONTHS PRIOR TO ENROLLMENT-
a/

Variable
All

Enrollees
All

Participants
Female

Enrollees
Female

Participants
Male

Enrollees
Male

Participants

PercentagePercentage Living with
b/ 73 73 70 70 74 75

Percentage Living with
Other Relatives 12 12 14 13 11 12

Percentage Living Alone2( 12 11 14 14 12 9

Percentage Inmtltutionalizedd/- 1 2 1 1 2 2

1w
,j
As

Percentage Married Sometime
Prior to Enrollment 2 2 4 4 2 1

I Percentage with Children 13 11 16 16 12 9

Family Size' 5.74 5.73 5.92 5.86 5.67 5.67

Earnings of Youths $711 $634 $441 $421 $807 $730

Public Transfers to Youth $ 45 $ 48 $ 65 $ 70 $ 37 $ 38

Income of Youths $893 $782 $624 $585 $987 $870

Percentage of Youf/ ths Below

ioverty Level-

percentage of Youth Below

84 85 89 91 82 83

Poverty Level or Reseiving
Welfare Assistance91 90 91 94 95 89 83

Percentage Below Poverty
Leyel or Family Receiving
Welfare Assistance 91 92 95 96 90 91

Percentage of YoutpiReceiving
Public Transfers-f 47 46 51 47 46 45
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Table 111.5 (Continued)

Variable
All

Enrollees
All

Participants
Female

Enrollqes

Female
Participants

Ware
Enrollees

,,,11111
Male

Participants

Percentage of Families
Receiving Public Transfers 59 57 61 57 58 57

Percentage of Youths
Receiving Cash Welfarel/ 7 8 1 12 6 6

Percentage of Families
Receiving Cash Welfare 35 34 42 37 33 32

Percentage of Families
Receiving Food Stamps 35 33 39 34 34 33

Percentage of Families

ca
%.1
in

Living in Public Housing

Percentage of Youth
ReceivinI/Unemployment

17 17 18 17 17 17

1 BenefitsL 3 4 2 3 4 4

Percentage of Families
Receiving Unemployment
Benefits 14 14 9 10 16 16

-The data in this table are based on responses to questions concerning the six-month period just
before youths entered Job Corps.

12/Youths living with one or both parents are counted here. Parents are defined, as in Table 1/1.2, to
include natural parents, stepparents, and foster parents.

2/Living alone includes youths who were heads of their own families or who lived with friends.

Institutionalized is defined aS living in a boardinghouse, halfway house, or some other institution.

e/
Institutionalized youths are counted as unrelated individuals (i.e., as a family with one member) and

are not included here. However, they are included as one-person families for the other variables presented below.
The youths and all persons related to them by blood, marriage, or adoption and legal guardians of the youths are
counted in family size.
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The lower earnings for females and all participants, shown in

Table 111.4, results in more poverty and greater welfare dependence for

these groups. As with the year when Corpsmembers were dge 15 however,

differences in welfare dependence are minimal between enrollees and

participants. Youths who had relatively high earnings and income before

entering Job Corps were more likely to leave early, and they completed

a full program less often than youths who had lower earnings and income

in the six months prior to entering Job Corps. This observation probably

reflects the fact that youths who have the best labor-market alternatives

have incentives to terminate their Job Corps training early. Therefore,

at any point in time, the composition of Corpsmembers will be more heavily

weighted toward weaker work histories than that shown by all enrollees.

F. ANTISOCIAL BEHAVIOR PRIOR TO ENROLLMENT

The reported arrest rates and hard drug usage shown in Table 111.6

is well above the U.S norm for this age cohort.-
1/

more than one-third cf

all Corpsmembers were arrested sometime before entering Jcb Corps, and they

averaged about three arrests (see the Interim Report of the Job Corps

Evaluation, 1977). The arrest charges covered a diverse pattern of severity,

from serious felony charges such as murder, robbery, and burglary to petty

larceny and various vagrancy charges. Conviction rates for these arrests

1/Comparison is based on known arrest rates for this age cohort fin
court records and the reports of drug use in the Youth in Transition and
Monitoring the Future projects (see Lloyd Johnson, Drugs and American Youth,
Ann Arbor: Institute for Social Research, 1973; and Drug Use Among High
School Students 1975-77, the U.S. Department of Health, Education, and
Welfare, Public Health Service, Alcohol, Drug Abuse, and Mental Health
Administration, 1977).
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MULE 111.6

ANT1SOCYAL bEHAVIOR-
a/

4. =11141=. 11411.

Variable

Percentage Ever Arrested before

All

Entolleen

=all 011111MINAM

All

Participants
Percale

Enrollees
female

Participants
Male Male

Enrolleue Pasticipaqp.

Entailment 311 32 20 14 45 40

Pei cenlege Ever Convicted Haulm
Entellment 23 i9 10 7 29 24

Percentage Arrested in Six Months
Pa los to Enrol haunt 14 11 5 3 17 14

Percentage Arrested ire Aix Heaths
at a Job Cotps Center 2/ 3 2 1 1 4 3

Peed:outage Ever Used Alcohol before

Enrollment 67 6S S6 Si 72 70

Peruentage Ever Used Marijuana
Ile eare Enrol latent 56 53 47 41 50 SO

Petventage Ever Used Cocaine

be foie Enrol haunt li 9 9 0 12 10

Percentage Kver 'hue, heroin or
Methadone liofore Enrollment 3 3 3 2 4 3

4..11......10111...11110.1
a/
The data in this table age based on self-reports of arrests and drug use by youths. Research on self-

seporting arrests awl dreg use in response to questions generally finds that some underreportiug occurs (for example,

compared to data on arrests from Wert records). The survey operations for this study attempted In minimize such
modurreporting by using interviewers with backgrounde similar td the youths sampled and by providing intensive
letesviewer traieing.

to/
- Ow course, many vergaumembers are enrolled for less thee six *moths, while others stay at the eenters ep

to two tell years, 'However, tha arrest rate has been adjusted to reflect a constent six-month time period.
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are much lower but are still well above the nationwide average for this age

group.

After Corpsmembers entered the program, their arrests dropped

dramatically. Their arrest rate for a six-month period in Job Corps was

from three to five times less than what it was for the six months before

they enrolled in Job Corps. This decline in arrests for Corpsmembers is

even more impressive when measured against a comparable group of youths (see

the Interim Report of the Job Corps Evaluation, 1977). Arrest rates for

youths from similar circumstances who did not enroll in Job Corps actually

rose over the time period covered. The large reduction in criminality while

in the program suggests that Corpsmembers do not pose a threat to the com-

munities in which centers are located, even though many of them have serious

criminal histories. Also, removing delinquent youths from their disruptive

home environments appears to cause a large reduction in their crimes. An

issue that will be addressed in future reports is whether the youths' crime

rates are reestablished after they leave Job Corps.!"

Table 111.6 also shows that enrollees have worse histories of

criminality and drug abuse than participants, and that participants also

commit fewer crimes while in the program. Corpsmembers who have relatively

worse histories of arrests and drug usage and who commit crimes while in

Job Corps are more likely to leave early and are less likely to complete a

program. Therefore, the Corpsmembers at a center at any point in time

(participants) will be less inclined toward crime and drugs than the average

for all enrollees.

Even this in-program reduction in crimes is of substantial value
to society and will be included as a benefit in the comparative evaluation
of benefits and costs being undertaken for the NPR evaluation of Job Corps.
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Finally, it should be noted that female Corpsmembers report fewer

arrests and convictions Chetween one-third and one-half as many) and less

drug usage that males. As with a general population of youths in the

United States, females are less likely to have been arrested, convicted,

or to have abused drugs.

G. CCNCLUSION

This chapter confirms that Job Corps has been serving disadvantaged

youths with limited abilities to obtain and hold productive jobs before

they enroll in tel program. Approximately one-half of the Corpsmembers are

under 18 at the time they enroll, and the other half are between the ages

of 18 and 21. About 70 percent are male, but an effort is being made

to increase female participation to 50 percent of total enrollment. Nearly

75 percent of current Corpsmembers come from minority backgrounds. Almost

all Corpsmembers have experienced poverty, welfare dependence, or both.

Most Corpsmembers (between 85 and 90 percent) have not completed high

school, and while many (28 percent) have attempted to enlist in the military

service, most Corpsmembers (85 percent) who have tried to enlist have failed

to qualify. Youths who enroll in Job Corps have extremely poor work

histories, as evidenced by high unemployment, few hours of work, low wage

rates, and small, earnings. Finally, 38 percent of Job Corps enrollees

have been arrested before enrollment for a wide range of crimes other than

minor motor-vehicle offenses, and 19 percent of those arrested have been

convicted on such cftarges. These arrest rates decline dramatically rty

a factor of about 3 to 5) while Corpsmembers are in the program.
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IV. WHY DO YOUTHS ENROLL AND HOW DO

THEY LEARN ABOUT JOB CORPS?

The Corpsmembers' characteristics discussed in the previous

chapter describe who enrolls in Job Corps. ?o further our understanding

of the Job Corps population, this chapter explores why these youths

were motivated to enroll in the program and how they learned about it.--
1/

This chapter concludes with an analysis of Corpsmembers' assessments of

how various features of Job Corps participation compared wit.. their

prior expectations.

It is understandable that job training and education are the

main motivations for enrolling, given the emphasis placed on these two

components in the Job Corps program. However, other motivations, less

easily categorized, are.also important and need to be explored. In the

next section, for instance, we find some interesting differences among

race-ethnic and age subgroups.

Sources of information about the program are dominated by friends

and relatives and by the employment service. The accuracy of this

information concerning Job Corps is extremely important, since the degree

of fulfillment of enrollees' expectations toward a program such as Job

Corps can affect their attitudes toward the program and ultimately the

benefits they derive from it. On average, we find that the information

enrollees receive prior to joining Job Corps seems accurate regarding

the training and educational aspects of the program, as well as many of

1/
--Except for the last section, this chapter focuses on Job Corps

enrollees and does not consider the participant perspective. See foot-
note 1 on page 6 for more details on the distinction between enrollees
and participants.
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the social aspects. However, the information seems less accurate about

the residential aspects, such as the food served, pay allowance,

location of centers, and so on. These results are discussed in detail

in the remainder of the chapter.

A. REASONS FOR ENROLLING

In the Job Corps baseline interview, Corpsmembers were asked

why they had enrolled in the program. Many gave several reasons.

However, as the first column in Table r7.1 shows, 71 percent gave a

job- or job-training-related response, while 50 percent gave an education-

related response. Since the provision of vocational skills training

and education is the prime purpose of Job Corps, the number who gave

these training-related responses is not surprising. Of the approximately

one third of the sample who gave other reasons for enrolling, 5 percent

indicated that they enrolled because of problems with the law, either

actual or anticipated/ 29 percent gave such miscellaneous reasons as

problems at home, boredom, personal considerations, or self-improvement.

Increasing attention has been focused on the sexual, racial/

ethnic, and age composition of the Job Corps population. These demo-

graphic subgroups are likely to have different reasons for enrolling,

and it would be useful to become aware of and understand these

differences. However, caution must be used in imputing causality: the

results are derived from simple cross-tabulations that do not control

for the effects of other demographic factors and background character-.

istics on enrollment. Thus, the differences among groups must be

considered as simply the total differences that exist =tong enrollees,

including the indirect effects of correlated explanatory variables.
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TABLE IV.1

CORPSMEMBERS' REASONS FOR ENROLLING IN JOB CORPS

Sex

Sample Response as a Percentlf

Race/Ethnicity Age

Reason
All

Enrollees Male Female White Black Hispanic
Auerican
Indian 16-17 l8 -22_l

Job Related- 71 72 68 77 68 79 71 64 78

Education Related=/ 50 49 52 45 50 58 47 58 42

Legal Concerns,
d/

5 6 1 5 5 5 3 6 3

Other--
e/

29 29 30 30 30 25 28 31 27

1/Column totals can be greater than 100 percent, since respondents could give more than one reason for
enrolling.

b/
Includes "job training." "to get a job," and "could not find work."

(Includes "for education or GED" and "to get away from regular school."

Includes "judge or court decision" and "to stay out of trouble."

(Includes "to get away from home." "nothing else better to do." "for personal reasons," "for self-.
improvement," "for the pay allowance," "to enter the military," and "health reasons."

41_7
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Future analysis may help disentangle the interrelated effects and

establish causality.

1. Sex

The basic pattern of response to reason for enrolling is the

same for both sexes, as it is for all demographic subgroups. However,

some differences do exist. The largest difference in the reason for

enrolling involves problems with the law: although the number giving

this response is small, males are over five times more likely to enroll

for this reason than females. (Recall from-cSibter III that males are

two to three times more likely than females to have been arrested or

convicted.) Males are slightly more likely to be motivated by the job

training aspects of the program; females are less likely to be

motivated by the educational aspects of Job Corps. Females enter Job

Corps with more education on average than males (see chapter III) and

are more likely to desire additional education while in Job Corps.

2. RaceEthnicity.

The only clear pattern that appears among the racial/ethnic

groups is that Hispanics gave both job training and education as their

reasons for enrolling more often thou did members of the other groups.

Blacks are the least likely to suggest a job-training motivation for

enrolling, and whites are the least likely to suggest that education is

the reason. Furthermore, American /Miens are the least likely to enroll

because of problems with the law, and the differences among the other

race/ethnic groups are negligible as far as giving problems with the law

as a reason for entering Job Corps.
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3. Ale

The most significant differences that emerge are among age

groups. To illustrate this, we constructed two age categories--the

younger group for those 16 and 17 years of age at enrollment, and an

older group for those over 17 years of age at enrollment. The older

group was distinctly more job-training-oriented than the younger,

while the younger was much more education-oriented. .he younger group

was also more likely to enroll because of problems with the law.

4. Summary

Corpsmembers' motivations for enrolling in Job Corps are

dominated by the job training and educational aspects of the program.

As expected, given the focus of Job Corps, no other reasons for enrolling

come close to either job training or education. Perhaps the most

interesting patterns that emerge from this analysis are the

particularly high level of both training and education motivation for

enrolling exhibited by Hispanics, and the differences in motivational

factors between younger Corpsmembers (for education) and older Corps-

members (for job training).

S. SOURCES OF INFORMATION ABOUT JOS CORPS

The next step in understanding the Job Corps population involves

the"eouroes of enrollees' information about the program. Although data

on the official referral egncies are collected, much less is known

about the sources of information as perceived by Corpsmembers. Further-

more, if there is a sufficient variation among Corpsmembers in their'sources

of information, it would be possible to analyze differences in the
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expectations and evaluations of the program between the sources. This

would identify the sources that are more efficient than others in

screening and preparing enrollees, and it may suggest ways of improving

these processes.

1. Where Corpsmembers First Heard About Job Corps

Corpsmembers were initially asked where they first heard about

Job corps. The results for the major response categories (i.e., with

over 1 percent of the sample) are summarized in Table IV.2. Friends and

relatives clearly dominate all categories, with almost two thirds of

the entire sample reporting this category as their first source of

information. The employment servi as well as advertisements and news

stories, are far behind as the second and third most common sources.

Other sources are reported by only small proportions of our sample.

Sex. Some interesting differences in the first source of

information are evident between the sexes. Although the majority of

both sexes first heard of Job Corps from friends and relatives, males

are more likely to have first heard from this source than are females.

This may be because most ex-Corpsmeetbers are males, and there may be

more social contact between members of the same sex. Males are also

more likely to have first heard about mob Corps through parole or

probation officers and through welfare offices. The former follows

logically from the finding that males are more likely both to have

had contact with the judicial system and to have been motivated to

enroll because of problems with the law. Females, on the other hand,
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TAHLE IV.2

WHEP CORPSMEMBERS FIRST HEARD ADOUT JOB CORPS

Sample Response as a Percent-
a/

Source -;

All
Enrollees

Sex Race/Ethnicity

Male Female White Black Hispanic
American
Indian 16-17 18-22

i

Friends/Relatives 63 . 65 60 46 71 69 60 66 61

to
co
at

Employment Service

Advertisement4/News

17 17 16 26 12 19 18 12 21

I Articles 11 9 17 17 11 3 8 6 16

School 5 5 5 4 6 3 8 7 3

Parole/Probation
Officer 4 5 2 7 3 4 3 7 2

Welfare Office 2 2 1 2 1 1 3 2 1

A/Column totals are greater than 100 percent. since some respondents name more than one source.

12/Each of the other sources are associated with fewer than 1 percent of the enrollee sample. These
include WICS. unions. Job Corps recruiters, Job Corps centers, judges and courts, and community centers.
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are much more likely than males to havi first heard through advertisements

and news stories. Both sexes are equally likely to have first heard

through the more formal sources- -the employment service and schools.

Race/Ethnicity. Among these groups, blacks and, to a lesser

extent, Hispanics are more likely to have first heard about Job Corps

through informal sources -- friends and relatives. Whites, on the other

hand, are more likely to have first heard through the main referral

agency--the employment service: they are over twice as likely to have

first heard through this source than are blacks. Whites are also much

more likely to have first heard from such different sources as advertise-

ments or news stories and parole or probation officers. Hispanics seem

particularly underserved by advertisements and news stories, perhaps due

to language problems. American Indians are more likely than the other

groups to have first hoard through schools and welfare offices.

MI. Younger enrollees are at least twice as likely to have

first heard about Job Corps from schools, parole or probation officers,

and welfare offices than older enrollees. They are also slightly more

likely to have first heard through friends and relatives. Older

enrollees are more likely to have first heard from the employment service

and from advertisements and news stories.

Summary. While the same basic pattern emerges for all demographic

subgroups, some distinctions can be discerned. In general, whites and

females rely more than other enrollees on a variety of sources. While

the other subgroups tend to be tied more to their networks of friends

and relatives, they also rely on other sources to varying degrees.
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2. Where Corpsmembers ReceivedMost of Their Information About Job
Corps

Corpsmembers were also asked where they received most of their

information about what Job Corps would be like. This question, the

results for which are summarized in Table IV.3, is particularly relevant

to expectations. The employment service is the major source of infor-

mation, although this category is identified as the source of most

information by only about one-half of the enrollees. Friends and

relatives are the other major source of information. .Other categories

that are important as a first source of information about Job Corps- -

including advertisements and news articles, schools, and parole and

probation officers --are less important as sources of most information.

Other categories, particularly Job Corps recruiters (who could not be

placed in the other categories), emerge as important sources of most

information, although they t it the first two categories by a large

margin.1/

Sex. Few noteworthy differences exist between the sexes in

their sources.of most information. Males are somewhat more likely than

females to have obtained most of their information from friends and

relatives, as well as from parole or probation officers. Females are

somewhat more likely to have obtained most of their information from

Job Corps recruiters.

1/The "Job Corps recruiter" category was used only when more
specific information was not available. For example, if the respondent
said that a recruiter was from an employment service office, the
"employment service" option was coded. Most of the responses in
the "Job Corps recruiter" category probably refer to personnel in the
employment service.
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TABLE IV.3

WHERE CORPSNEMBERS RECEIVED HOST OP THEIR INFORMATION ABOUT JOB CORPS

b/Source

a
Response as a Percent/t

All
Enrollees

Sex
Race/Ithnicity

Age
White Black Hispanic

American
IndianMale Female 16-17 18-22

Employment Service 49 49 49 59 42 64 61 45 53

Friends/Relatives 39 40 37 26 48 31 27 42 37

to
co

Job Corps Recruiter 9 8 11 13 8 2 11 9 9
v)

i School 3 3 2 2 3 2 2 4 1

Parole/Probation
Officer 2 3 1 3 2 5 1 4 1

Community Center 1 1 2 1 2 1 3 2 1

Job Corps Center 1 1 2 2 1 1 2 1 2

Welfare Office 1 1 1 2 1 1 1 2 1

a/
--Column totals are greater than 100 percent, since some respondents name more than one source.

YEach of the other sources are associated with fewer than 1 percent of the enrollee sample.
These include WICS, Gatehouse, unions, judges and courts, advertisements, and news articles.
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Race /Ethnicity. The striking feature among these demographic

subgroups is the reliance by blacks on information from friends and

relatives. While the employment service is an important source of

most information for blacks, this category is much less important than

it is for the other demographic subgroups. (Also, blacks are the only

group for which the employment service is a less important source

than friends and relatives.) Although schools are far less substantial

sources of information, they are more important for blacks than for

the other racial/ethnic subgroups. Hispanics lead other groups in

obtaining most of their information from the employment service as well

as from parole or probation officers. They are relatively unlikely to

have received most of their information from Job Corps recruiters'

while whites and American Indians are the most likely to have received

their information from these sources.

. Relative to older enrollees, younger enrollees are mere likely

to have received most of their information from friends and relatives,

schools, parole or probation officers, community centers, and welfare

offices. Older enrollees are more likely to have received most of

their information from the employment service.

Summary. Although differences in sources of most information

exist among demographic subgroups, the employment service and the friends

and relatives categories together dominate this area of inquiry. One

implication is that, excluding friends and relatives--sources over which

government officials can exercise little influence -there is very little

variation in Corpsmembers' sources of information.. While this finding is not

- 390



necessarily surprising, it does suggest that there is little policy

value in investigating the relative impact of alternative agencies on

Corpsmembers' expectations.

C. ACCURACY OF PRIOR INFORMATION

In the final set of questions in this series, Corpsmembers were

asked whether different characteristics of their Job Corps experience

were "better,t "about the same," or "worse" than they had expected prior

to enrollment. The concern is that adverse experiences with regard to

expectations may detract from program benefits. To isolate such

experiences, we have summarized in Table XV.4 the sample response for

each.program characteristic as the percent who rated each "about the

same" as or "better" than expected--tha percent who gave a positive response.

The remaining sample members rated the respective characteristics

"worse than expected," a negative response.

The first column shows the percent of our entire sample of

enrollees who gave positive responses to the various program character-

istics. The first set of characteristics - -those pertaining to job

training and education --do particularly well. Approximately 90 percent

of all enrollees were not disappointed with the actual training received,

the way they were treated by instructors, or by the reading and other

education courses. Somewhat fewer were not disappointed with the types

of job training from which they could choose. This lower positive

response is no doubt the result of the problem of matching enrollees'

interests with available slots.

Enrollees also responded positively to the second set of char-

acteristics - -those pertaining to social aspects of the programm-but
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somewhat less often than they did to the first set. However, the

response was still overwhelmingly positive, with, in the worst instance,

21 percent of enrollees expressing disappointment with the social

rioallY, enrollees gave a positive response much less often to

the last set of characteristicsthose pertaining to the residential

aspects of the program. A large majority were not disappointed with the

living quarters, center locations, and number of home visits; however,

nearly half rated the pay allowance worse than expected, and 61 percent

rated the food served worse than expected.

1. Sex

Males generally view Job Corps more positively relative to prior

expectations than do females, although the differences are large only

for the evaluations of food and living quarters. Females respond

slightly more positively than males to reading and other education

courses, the interaction with other enrollees, and pay allowance.

2. Race/EthnicitY

Hispanics, who es a group are perhaps the most highly motivated

of the enrollees (see Table IVA), are also the most likely to respond

positively to program characteristics. to fact, they lead the other

racial and ethnic groups in all categories except food, center location,

and home visits. As a group, whites are the most disappointed with job

training and education characteristics, while blacks are the most

disappointed with residential characteristics.
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A distinct age pattern exists for enrollees' evaluation of

program characteristics compared with prior expectations. Older enrollees

respond more positively than the younger group to job training and

education and to residential characteristics. Younger enrollees, on the

other hand, respond slightly more favorably to the social aspects of

center life.

4. Program Participants

The discussion in this chapter has thus far focused on the

program evaluations of youths who enroll in Job Corps. Of course, Job

Corps participants at a point in time might give systems % :catty

different responses. This could be expected because the participant

sample would include relatively more completers.1/ The last column in

Table IV.4 shows the evaluations of all participants. This can be

compared directly with the first column- -the evaluations projected to

enrollees. It should be no surprise that there is a positive correlation

between the proportion of completers in the sample and positive responses

to program characteristics (i.e., moms positive responses among the

participant sample). Some of the laziest differences are for the

residential and social aspects of the program, although differences also

exist for the job training component. The differences that exist for

demographic subgroups among participants are virtually the same as those

that exist among the subgroups of enrollees. Consequently, they are not

presented here. No causality can be inferred from these results, since

1See the explanation in footnote 1 on page 6.
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we do not know whether less disappointment (i.e., better information)

leads to longer program participation, or whether longer participation

due to unrelated reasons blurs memories of prior expectations and

results in better evaluations.

5. Summary

Among all subgroups, Corpsmembers rate the overall Job Corps

program at least as good as ^heir prior expectations. They are most

likely to evaluate the job training and education positively, followed

by the social aspects, and concluding with the residential aspects.

Previous allegations that youths are misinformed by Job Corps recruiters

and screeners (see Levitan and Johnston, 1975) do not hold true for

the current program. The most positive evaluations relative to prior

expectations .are given by Hispanics, males, and older youths among the

enrollees, and by program compieters.

D. CONCLUSION

An important part of the baseline interview focused on Corps-

members' reasons for enrolling in Job Corps, their sources of information

about the program, and the accuracy of this prior information. Generally,

the results are reassuring. Corpemembers are overwhelmingly motivated

to enroll because of the training and educational. opportunities. Sources

of information are dominated by friends and relatives and by the

employment service. The former are by far the most important first

source of information, as reported by nearly two-thirds of the enrollees.

The latter is the most important source of most information, although
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friends and relatives are also important. Finally, the prior information

Corpsaembers receive about the program is quite accurate; except for

the food and pay allowance, only a small proportion of enrollees are

disappointed with each program characteristic. Corpsmembers seem to

obtain accurate information about the program and do not appear to be

misinformed, as has previously been alleged.

The demographic subgroup trends are not always clear or convincing

because the effects of other sample characteristics are not held

unchanged as subgroups are analyzed. However, some strong trends emerge.

Among the racial and ethnic groups, Hispanics are the most highly

motivated to enroll for the training and educational opportunities, and

they are also the least disappointed with most aspects of the program.

Relative to younger enrollees, older enrollees are more likely to enroll

for job-related reasons, less likely to enroll for education-related

reasons, and less likely to be disappointed with both aspects of Job

Corps. Furthermore, they are more likely to rely on the main formal

information source --the employment service --and less likely to rely on

informal sources - -friends and relatives. Finally, Corpemembers who stay

in the program longer tend to be less disappointed with almost all program

characteristics.
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CHAPTER v

HOW DO CORPSHEMBERS RATE TRC PROGRAM?

The previous chapter concluded with a discussion of the accuracy

of the information Corpsmembers received about Job Corps prior to enrolling.

Specifically, they were asked to evaluate their program experience with regard

to their prior expectations. This leads logically to the topic of this

chapter: Corpsmembers were asked to rats their program experience, both

in terms of specific program characteristics and in terms of their overall

feelings about Job Corps. 1/

Corpsmembers were asked to rate the program in two ways. First,

they were asked to rate their overall feelings in terms of four levels of

satisfaction. The choices of answers were designed to give Corpsmembers

a meaningful range of response ealections, while permitting some aggregation

of response categories for statistical analysis. Second, sample members

were asked to rate the various aspects of their Job Corps experience. Here,

they were given only three choices- "good," "OK," and "not good." These

choices were designed to funnel respondents toward the center position

(OK), while allowing them to move to the positive (good) or negative (not

good) positions when they felt particularly strongly about a Job Corps

characteristic. This permits us to highlight the particularly good and bad

features of the program from the Corpsmembers' point of view.

1/The two evaluations of Job Corps, the first focusing on the
accuracy of prior information and the second eliciting a more general rating,
were kept independent of each other by placing questions for the first at
the start of the baseline interview and questions for the second at the end.
Thus, they were separated by approximately thirty minutes of other questions.
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A. PROGRAM RATING OP THE ENTIRE SAMPLE

As with the descriptions of Corpsmembers in chapter III, the program

ratings will be viewed from two perspectives: enrollees and participants

at a point in time.1/ Ratings for both Perspectives are summarized in

Table V.I. The first set of columns shows enrollees' evaluations of center

characteristics, and the second set shows participants' evaluations.

The overall evaluation of Job Corps by the two groups is shown at the

bottom cf the table.1

As the "Overall Evaluation of Job Corps" illustrates, enrollees are

generally satisfied with their program experience. Sixty-four percent of

all enrollees said they were satisfied with Job Corps, while over 33 percent

of that group said they were very satisfied. Only 11 percent claimed to be

not at all satisfied with the program. Of course, this summary rating

weights the different program characteristics by the subjective importance

of each to Corpsmembers. The ratings of specific characteristics allow us

to make our own judgments about the success of Job Corps as measured By

enrollees' in-program experiences.

Enrollees gave their most positive ratings to the job training

and education offered by Job Corps. At least SO percent of our sample

gave a positive rating to all such characteristics, and, with a single

exception, fewer than 10 percent gave a negative rating. This exception is

1/
--for an explanation of the differences in these two perspectives,

see footnote 1 on page 6.

- -The two sets of ratings are actually derived from the same data.
The basic data are for a cross-section of 5,133 Job Corps participants wha
were given the baseline interview. This is our participant sample. The
enrollee sample was developed by reweighting the participant sample to reflect
a cross-section of youths who enroll in the program. The enrollee sample
includes only the 2,885 original sample members for whom we had termination
status by the beginning of the follow-up interviewing. See the Appendix for

more details.
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TABLE V.1

CORPSMEMBERS' RATINGS OF JOB CORPS: ALL CORPSMEMBERS

WWI* Response as a Percent
All Enrollees All Participants

Evaluation of . . . Good OK Not Good Good OK Not Good

Job Training and Education

52

57

54

SO

35

35

30

42

13

8

8

8

SS

62

58

53

33

32

35

40

12

6

7

7

types of training you
can choose from

actual training
received

way you are treated by
instructors and teachers

reading and other
education courses

Social Characteristics

41

49

46

43

13

8

42

52

44

42

14

6

recreational facilities

way you get along with
other Corpsmembors

social life 33 52 15 35 51 14

Residential Characteristics

12 38 50 12 38 50food

living quarters 34 50 16 35 49 16

where center is located

number of times you are
able to go home for a
visit

28

27

36

36

36

37

29

30

36

35

3S

35

pay allowance 13 37 50 15 37 48

OVERALL EVALUATION OF JOB CORPS

Very Fairly Not Too Not At All
Satisfied Satisfied

All Enrollees

All Participants

22 42 25 11

27 44 22 7
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for the types of training from which enrollees could choose, and, as was

mentioned in the previous chapter, this may reflect the problem of matching

enrollees' interests with available slots. These results are reassuring,

since the provision of training and education is the prime purpose of Job

COrps

Enrollees are slightly more neutral about the social aspects of

their Job Corps experience. There are distinctly fewer positive responses,

with a range of nearly one-half of the sample rating the interaction with

other enrollees as "good" to only one-third rating the social life as "good."

However, on average, only slightly over 10 percent gave a negative rating

to the social aspects. Thus, the most important shift from the training

and education ratings is the jump from the positive to the neutral position.

Residential characteristics present a totally different picture.

Except for living quarters, which has been given a somewhat positive rating,

the vast majority of enrollees gave these characteristics neutral to negative

ratings. As might be expected, the extreme cases are for food and pay

allowance, for which only 12 to 13 percent of enrollees gave positive ratings,

while 50 percent gave negative ratings.

The program ratings change in a predictable manner when we shift

our attention from the enrollee to the participant sample. 2articipants'

overall evaluation of Job Corps is more positive than that of enrollees.

Seventy-one percent of our participant sample reported that they were satisfied

(with 38 percent of those, or 27 percent of the entire group, reporting

that they were very satisfied). Only 7 percent of the participant group

claimed to be not at all satisfied.
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An interesting pattern forms when this higher level of satisfaction

is sought in specific program characteristics. Participants are distinctly

more likely than enrollees to give a positive rating to the job-training

and education-program components and less likely to give a neutral or

negative rating. While there is some evidence of this trend among social

and residential characteristics, it is much less clear. Therefore, the

strongest correlation is between tenure in the program and satisfaction

with the job training and education. A discussed above, however, it is

inappropriate to ascribe causality.

B. PROGRAM RATINGS Cr SUBGROUPS

There are many things that affect how Corpsmembers rate Job Corps,

and many can be attributed to either the demographic characteristics of

the group or features of the center. The most important of the former

are sex, race/ethnicity, and age. The most important of the latter are

center type (i.e., civilian conservation centers and contract centers),

center size, center location (i.e., city and noncity) , center operator

(i.e, public or government and private), and coeducational status of the

center.

A problem that is encountered in a simple comparison among

subgroups is that the division into subgroups may be confused by

correlations among characteristics, thus making it difficult to determine

which factor is actually responsible for differences within a set of

subgroups. This problem beccmes more acute when we consider the example

of the high correlation among centers that are civilian wnservation

centers (type), small (size), noncity (location), publicly operated (operator),

and noncoed (coeducational status).
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With some compromiselin the subgroups considered, it is possible

to correct for these intercorrelations. In particular, analysis of

variance was used to estimate subgroups' evaluations of Job Corps, while

holding constant the effects of all other relevant variables."( For

simplicity, we converted the range of four responses of the overall rating

into a single binary variable. If a Corpsmember reported to be "very

satisfied" or "fairly satisfied," the variable was given a value of one,

indicating that the respondent was satisfied. If the answer was "not too

satisfied" or "not at all satisfied," the variable was given a value of

zero, indicating that the respondent was not satisfied.?

The results of this analysis are summarized in Table V.2 for both

the enrollee and participant samples. The sample means at the top of

the table indicate the percent of the respective groups that are satisfied

with Job Corps. They indicate that 64 percent of enrollees and 71 percent

of participants are satisfied. These are the same numbers that axe

presented in the previous section of this chapter. The numbers associated

with each subgroup identifier are the percent of that subgroup that are

satisfied for the enrollee and participant samples, respectively (after

separating out the effects of all the other variables in the table). Thus

1/Note that in order to obtain estimates for a particular center or
group of centers, all of the features of that (those) center(s) need to be

included. For example, for civilian conservation centers the percentages
in Table V.1 for Civilian Conservation Type, Small Size, Non-City Location,
Public Operator, and Non-Coed Status would have to be averaged.

2/
--Because of the great number of subgroups that are suggested by the

demographic characteristics and the center features, we have condensed this
discussion by omitting subgroup evaluations of specific center characteristics.
As a rule, differences among subgroups in this regard are adequately reflected
in differences among subgroups' overall evaluation of the program. ror

evidence of this, see the more complete discussion of subgroup evaluations
in the Interim Report of the Job Corps Evaluation, 1977.
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TABLE V.2

CORPSMEMBERS' RATINGS OF JOB CORPS: SUBGROUPS

(Percent of All Enrollees Who are Satisfied: 64)

(Percent of All Participants Who are Satisfied: 71)

Subgroup
Percent of Subgroup Who Are Satisfied

All Enrollees All Participants

Demographic Characteristics

Sex
Male 65 72
Female 62 70
(F-value) (1.42) (1.41)

Race/Ethnicity
'White 69 77

Black 60 67

Hispanic 74 79
American Indian 74 73

(F-value) (12.41)** (19.89)**

Age
16-17
18-22
(F-value)

Center Features

63

66

(2.47)

59
67

(3.08)

71
71
(0.09)

66

73

(6.21)*

Tie
Civilian Conservation
Contract
(F-ovalue)

Size
Small 65 74

Medium 69 74

Large 61 65

(F-value) (3.60) * (7.99) *

Location
Non -City 64 70

City 69 7S

(F-value) (2.45) (4.56)*

Operator
Public 68 76

Private 60 67

(P- value) (9.82)** (26.50)**

Coed Status
Non-Coed 63 70

Coed 66 72

(F-value) (1.05) (0.33)

*Statistically significant at the 95 percent level of confidence.

**Statistically significant at the 99 percent level of confidence.
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the first figure indicates that 65 percent of the eels enrollee group

reported that they were satisfied with Bob Corps, somewhat more than the

average of all enrollees. Finally, the numbers in parentheses are the

F values, each of which shows whether the hypothesis that there are no

differences within a category can be rejected at a stated level of

confidence. The first such number, 1.42, for the "sex" category of the

enrollee sample indicates that while differences appear between males and

females, they are not distinct enough to reject the hypothesis that the two

groups have the same overall evaluations of Job Corps. That is, there is

a reasonable probability that the differences are due to chance rather than to

systematic population differences. The next such number, 12.41,for the

"race/ethnicity" category indicates that the differences within this category

do reflect systematic differences at the 99 percent level of confidence.

1. Characteristics of Corpsmembers

Of the three demographic characteristics of Corpsmembers that are

investigated, only the race/ethnicity subgroups suggest significantly

different levels of satisfaction when other influences are held constant.

Both sex and age appear to affect satisfaction: among both the enrollee

and participant samples, males appear to be more satisfied than females,

and older youths are more satisfied than younger youths. However, the

group differences are so small, relative to the variability in response,

that we cannot reject the hypothesis of no differences.

Among the racial and ethnic groups, Hispanics were the most satisfied

with Job Corps, while blacks were the least satisfied. The gap between these

two extremes is 14 percentage points for the enrollee sample, and 12
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percentage points for the participant sample, and the racial/ethnic differences

are statistically significant. Hispanics, blacks, and whites follow the

overall pattern of increased satisfaction as we move from the enrollee

to the participant sample. However, American Indians exhibit slightly less

satisfaction. This apparent anomaly could be the result of imprecise

estimates due to the small numbers of American Indians in the samples

(they represent 6 percent of enrollees and 4 percent of participants).

2. Canter Features

In contrast to the demographic characteristics, most center features

have a significant effect on satisfaction, at least for participants. After

we control for other effects, interesting trends appear. First, Corpsmembers

in contract centers are more satisfied with Job Corps than their counterparts

in civilian conservation centers. However, this difference is significant

only for the participant sample. Second, Corpsmembers in medium- and

small-size centers are significantly more satisfied than those in large

centers. A difference between medium and small centers is evident only for

enrollees. Third, centers located in cities are associated with higher

levels of satisfaction than are those not located in cities, but the

pattern is significant only for participants. Fourth, Corpsmambers in

centers run by public (i.e., governmental) operators are significantly

more satisfied than those in centers run by private operators. Finally,

there are no significant differences between sample members in noncoed and

those in coed centers, a somewhat surprising finding.
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C. CONCLUSION

When asked to report their overall feelings about Job Corps,

Corpsmembers generally reported that they were satisfied with the program.

As might be expected, a greater proportion of participants than enrollees

reported satisfaction (71 versus 64 percent). Furthermore, only 11 percent

of the enrollees and 7 percent of the participants expressed extreme

dissatisfaction.

When asked to evaluate specific center characteristics,

Corpsmembers reported that they were most satisfied with the job training

and education. In contrast, they were the least satisfied with the

residential aspects of center life. When we compare enrollees and

participants on their evaluations of program characteristics, we find that

the greatest differences between samples are in their evaluation of

job training and education: participants are more positive about this

set of characteristics.

The final analysis was oriented toward the reactions of specific

subgroups of Corpsmembers, holding constant the effects of other subgroups.

At the most general level, variations among demographic characteristics are

less related to satisfaction ratings than are variations in center features.

Relative to others in the respective subgroups, the greatest satisfaction

was reported by Hispanics and by Corpsmembers in centers characterized by

contract type, medium size, located in cities, and run by public operators.

Aside from public operator, the center features describing the most popular

type of center correspond closely to those being emphasized in the current

expansion of Job Coips.
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OVERVIEW

The Job Corps provides a structured environment aiming
to positively influence all aspects of the lives of
enrollees. The effects of the residential experience,
recreation, health care, counseling and personalized
attention will not all be reflected in employment and
earnings changes any more than the college experience
is limited to the income increments which result.

The Noneconomic Impacts of the Job Corps seeks to
assess behavioral, attitudinal and health changes of
corpsmembers. The study was initially intended to
develop a battery of tests to measure noneconomic
benefits. The small sample of Job Corps applicants
and enrollees which were surveyed (489), and the lack
of a stratified sampling, precludes generalization
to the Job Corps universe.

For this sample, however, it appears that many changes
occur for those who stay in the Job Corps for six
months. They improve in job seeking skills, job
satisfaction, attitude toward authority, self-esteem,
criminal justice system involvement, family status,
use of leisure time and nutrition behaviors. The
program appeared to be even more beneficial to women
than to men according to the noneconomic measures.
Dropouts experienced few gains.

There are also some important areas where the Job Corps
did not help. For instance, knowledge of and attitude
toward work improved more among those who did not enter
Job Corps. Apparently, labor market experience is a
better teacher of some things than classroom instruction.

The evidence raises more questions than it answers. It
illustrates that the maturation and learning process is
complex, and that it is difficult to isolate the ways
in which Job Corps affects its enrollees. At the most
general level, the program appears to foster more rapid
maturation and discipline, while helping to ameliorate
the negative influences which frequently impact at
this age.

This report was prepared by Abt Associates under the
direction of the Office of Research and Development of
the Employment and Training Administration. It has
been published separately as R&D Monograph 64.

ROBERT TAGGART
Administrator
Office of Youth Programs
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EXECUTIVE SUMMARY

The purpose of this study was to develop a battery of tests to mea-

sure the non-economic benefits of the Jcb Corps and to apply these tests to

a limited (and not necessarily representative) sample of 489 young men and

women in two Job Corps groups and a comparison group. Respondents in the

study were between the ages of 16 and 22, 85 percent black, and 87 percent

urban.

Summary

In many ways and for many youth, Job Corps is having a substantial

impact. Benefits in the areas of health and crime reduction, in particular,

were revealed by the study. In all areas of study, benefits accrued more

strongly to those who remained in the program at least three months. These

findings imply that the disadvantaged Job Corps enrollees are receiving not

only vocational training, but also health and social services which benefit

the larger society as well as the youth themselves. Crime reduction is an

obvious example. The treatment of contagious diseases that might not have

been identified without the Job Corps physical examination is another exam-

ple of the personal and societal benefits of Job Corps. The fact that

enrollees are learning about gocd nutrition will not only benefit their

health but the healtb%a their families in later life.

Results of the Study

In this study Job Corps had a positive impact on a number of non-

economic outcomes. Twenty-one different outcomes were measured. Those

who remained in Job Corps at least three months improved on eight differ-

ent outcomes, compared to two for those who dropped out and five for those

who did not enroll. Three months or more in Job Corps led to improvement

in the following areas:

Job Seeking Skills

Job Satisfaction

Attitude Toward Authority
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Self-Esteem

Criminal Justice System Involvement

Nutrition Behavior (2 scales)

Family Relations

Leisure Time

Job Corps provided benefits in ail three areas of non-economic impacts

studied: (1) Job-Related Impacts, (2) Social-Attitudinal Impacts, and

(3) Health and Educational Impacts.

Specific Findings

Crime Reduction: Job Corps enrollees had less criminal justice

system involvement than the comparison group during the same 10-month

period of time. or Job Corps enrollees part of this time included

their Job Corps tenure. Women in particular seemed to benefit from their

Job Corps training: of those who stayed more than three months a large

proportion (32 percent) had previous criminal records. However, only

4 percent of these women had bontact with the criminal justice systum

after Job Corps, as faargreater reduction than was found for the comriason

group of non-Job Corps women.

It appears as if Job Corps can be a rehabilitation agent for a large

number of delinquent youth. Since previous studies of Job Corps indicate that

post-program success depends in part on length of stay, it is encouraging to

note that female ex-offenders tended to stay for a longer than average period

of time. In addition, both male and female ex-offenders in the pilot sample

improved significantly in a number of skill areas (Job Seeking.Skills, Sob

Knowledge, Nutrition) while in Job Corps.

These findings have major implications for the young people themselves

and for society at large. Disadvantaged young people, the group served by Job

Corps, account for the majority of arrests and convictions in urban areas.

Many programs refuse to admit young people with criminal records. Job Corps

not only provides educational benefits and vocational training to such youth,

but, as shown in this study, it also reduced recidivism. Crime reduction saves

society money for courts, prisons and probation officers. It saves society

from property damage, personal injury and anxiety. The cost of incarcerating

a juvenile for a year is about $12,000, and the recidivism rate is alarmingly

high. Job Corps, which costs $9,230 a year, can reduce recidivism, while also

offering remedial education, vocational training and personal counseling, all

important factors in rehabilitation.
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RECOMMENDATION: Job Corps should experiment, in some of the
new centers, with programs for delinquent young people. It

should recruit such enrollees from the criminal justice sys-
tem. Whether young people should be *sentenced" to Job Corps
is an unresolved issue, and experiments should include such
young people in order to determine whether Job Corps can re-
main positive if it takes on a custodial function. What is
already clear is that Job Corps can play an important role in
the rehabilitation of ex-offenders.

Health Benefits. Job Corps offers preventive health services,

such as physical examinations, and medical treatment for both major and minor

disorders. Enrollees are entitled to receive complete meacal and dental

care, including optometry, ob-gyn, psychiatry and restorative dentistry, on

an as needed basis. The sirple fact that 45,000 disadvantaged young people

a year (soon, almost 100,000) are provided with complete health services by

Job Corps is evidence of a major non-economic benefit offered by the program

to its participants. The larger society benefits as well, both from the

number of contagious diseases treated, and from the fact that good health

greatly increases employability.

In the present stilly, enrollees were provided ten times as many

medical visits as they would have received outside of Job Corps. They aver-

aged one visit every 21 days. The national average for low income blacks in

this age group is one visit every 215 days. These young people probably

received better medical care than they had in their entire lives, and such

intervention during adolescence will surely have positive impacts in their

later lives. The study revealed that physical examinations at entry iden-

tified previously untreated conditions among 14 percent of the enrollees.

Vision difficulties, venereal disease, and anemia were the most prevalent

conditions found and treated. Identification of such disorders has

positive impacts on current public health and on future employability.

Furthermore, prevention and early detection is far more cost-effective

than later treatment.

A large number of enrollees received dental care in Job Corps- -

68 percent of the eligible men and 82 percent of the eligible women.

Dental care in adolescence has substantial impact on future dental health.

Provision of such care in Job Corps will probably save a great deal of

money and pain in the future for participants.
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All Job Corps enrollees attend health education classes where nutri-

tion, personal hygiene, birth control, and family living are taught. Behav-

ioral impacts of this educational program were already evident only a few

months after Job Corps termination. Given a choice of food for their next

day's meals, participants who had spent three months or more in Job Corps

chose more nutritious foods than the dropouts or the comparison group. This

improvement was particularly strong among women with children, an indication

that Job Corps' health education program is not only improving the health of

participants but is benefiting the next generation as well.

The pilot study also revealed that Job Corps enrollment is not a

factor in the tendency of members of this disadvantaged group to bear children

at an early age. About 40 percent of female participants became pregnant

either during or shortly after Job Corps. Although this number appears high,

it is exactly the same as that of the comparison group.

RECOMMENDATION: Job Corps is playing an important role in
improving the health of disadvantaged young people, and it
is not increasing the rate of teenage pregnancy. Neverthe-
less, it can be assumed that some of the pregnancies that
do occur are unwanted. Job Corps, in some of its new cen-
ters, should experiment with educational and counseling
programs that might reduce unwanted pregnancy.

Employment Benefits: One of the objectives of Job Corps is to make

youth more employable, through basic education, skill training, personal coun-

seling, and health services. The present study compared the post-program

employment rate of the Job Corps group with the rate of the comparison group.

Among those who stayed in Job Corps at least three months, a larger number

were em lo ed full-time at the time of the --st-test than those who had dropped

out or not enrolled. This was particularly true for women. When part-time

and full-time work are aggregated, however, those who did not enroll report

the most consistent work history. Although the study did not document whether,

all respondents were actively seeking work, it should be noted that the

reported unemployment rate for these respondents was about 80 percent, with

the intervention of Job Corps training having little short-run impact.
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RECOMMENDATION: Job Corps should re-examine its post-program
placement system, and perhaps link with one of the recently
funded youth employment programs. Other studies have indi-
cated that youth need specialized job development services to
help them overcome the job market handicaps of age and lack of
schooling. If such services are given, a larger proportion of
these youth might be placed.

Variation in Benefits Across Job Corps Centers. Seven :rob

Corps Centers were studied.* Based on a comparison of centers on attitudes,

average length of stay and improvement on non-economic outcomes, thtt

centers which .tmer ed with the most sitive findin s were Atlanta and

Portland.

The average length of stay at Atlanta was the longest (154 days).

Atlanta women entered the Job Corps with the worst nutritional behavior

and ended with the best. They also scored the highest on health information

knowledge on the posttest. Their level of criminal justice system involve-

ment on the posttest was the lowest of any group, although it was the

highest of any predominantly women's center on the pretest.

Atlanta Corpswomen also seemed to like Job Corps better than

enrollees in other centers. They responded strongly to the "which things

did you like about Jcsb Corps?" list and had few complaints on the "dislikes"

list. At the time of the study ** the Atlanta center was unique within

Job Corps because of its Solo Parent Program--an arrangement through which

young mothers could live with their childre* in an efficiency, apartment

in the Job Corps center. During.the day the women attended classes and

activities while the children were cared for in the Child Development

Center, an innovative on-center day care program. At night women took

full responsibility for their children. Officials in Job Corps and at

the center felt that the Solo Parent Program answered a serious need and

was a great success. The center offered a norral program as well, and

notes from center visits indicated that staff enthusiasm and Corpswomen

motivation were high.

* Atlanta, Georgia; Breckenridge, Kentucky; Cleveland, Ohio; Atterbury,
Indiana; Pittsburgh, Pennsylvania; Keystone, Pennsylvania; and Portland,
Oregon.

** Since then, the Solo Parent Program has been replaced by a similar,
but non-residential. WIN Demonstration program.
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Portland was another canter where findings seemed quite positive.

Although the length of stay was only average (110 days), this figure is biased

by the fact that more than half of the youngsters who had been pretested were

still in the center at posttest time, and therefore were dropped from the

study. In actuality, Portland's average length of stay may have been much

longer. (Job Corps has length of stay information on all enrollees.) Port-

land participants entered Job Corps with the highest scores among the seven

centers in the sample on three variables: nutritional information, nutri-

tional behavior, and confidence in the ability to succeed. After they left

Job Corps they were still highest on nutritional information, and had become

highest ranking on job knowledge, health information and self-esteem.

(Portland students had been lowest on self-esteem on the pretest.) Project

staff returned from their visit there with high praise for the staff, parti-

cularly the residential advisors in the women's dormitory. An increase in

self-esteem in Portland was one of the findings predicted after the center

visit, and the fact that it emerged significantly is a strong validation of

the instrument battery administered to the participants. rn addition, Port-

land participants reported positive feelings about the staff more than did

those in any other center.

The Portland findings are particularly important because Portland was

the only all-white (and the only completely coed) center in the study. The

low initial self-esteem may arise from being poor in the relatively affluent

and advantaged Pacific Northwest. These findings indicate that Jab Corps has

an important role to play for all disadvantaged youth, not only the disadvan-

taged minorities that comprised most of this study's sample.

No center offered a consistently negative profile to the extent that

Atlanta and Portland were positive.

RECOMMENDATrON: Job Corps is clearly not a monolithic pro-
gram: the outcomes and opinions differed widely from center
to center. In establishing new centers, Job Corps should be
aware that some centers are more worthy of replication than
others. The Solo Parent Program at Atlanta, for example,
should be copied elsewhere in Job Corps. In order to deter-
mine which centers--or which facets of particular centers- -
should be used as models, a survey of center practices and
procedures should be undertaken with the express purpose of
discriminating the successful from the unsuccessful. ccrps7
member opinions have proven, in this study, to correlate
with impacts. Thus, a survey of participants can yield
much reliable information.
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Job Corps has provided substantial non-economic benefits to its

participants and to the larger society, according to the present study.

Youth who enrolled in Job corps and stayed at least three months ipproved

in all areas of study, from eating habits to staying out of trouble; from

self-esteem to dental care. On almost all outcomes, being in Job Corps

at least three months was even more beneficial to women than to men. These

impacts make Job Corps participants more employable and benefit the

larger society in many ways. rt is important to note that these benefits

do not accrue to early dropouts. Job Corps must make a concerted effort

either to screen out those who seem unlikely to survive the first weeks

or to strengthen the program so that more enrollees will remain long

enough to benefit. That such benefits are available has been made clear

by this study.
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1.0 INTRODUCTION

"Alternative education" is a term used to describe, programs which

try to succeed where the public school has failed. Dropouts and under-

achievers are referred to alternative education programs on the assumption

that failure in a traditional school program does not necessarily mean that

the student is unteachable, only that he or she is unteachable under the

circumstances in which mass education is currently being offered. Giving

the benefit of the doubt to the student is a new phenomenon, traditionally,

both public and private schools have been regimented and rigid, leaving

little alternative to the failing student other than resigning. Of

course, an option thathas been available for many years has been the

change of curriculum; a student having difficulty with academic work could

transfer to a vocational curriculum. Only in recent years, however, has

the idea that certain students can learn academics better in alternative

settings or with alternative teaching methods gained acceptability. Like

many innovations in education, alternative educational opportunities have

been concentrated in the more affluent suburban school systems.

Job Corps is an alternative education program for disadvantaged

high school dropouts. Besides providing the vocational training that its

name suggests, it extends the benefits of individualized instruction and

ungraded classrooms to rural and core city youngsters, most of whom attended

schools without such programs. Research over the last twenty years has

indicated that "disadvantaged" is the proper word for describing the edu-

cational situation of youngsters whose family income lies below the poverty

line. The absence of the advantages of a stimulating environment in the

pre-school years and remedial opportunities in the elementary school years

has powerful debilitating impacts by adolescence. Constant failure in

school leads to dropping out early, and the lack of education and/or a

diploma leads to joblessness, welfare or minimum wage jobs. Thus/the

cycle begins again in a new generation.

Job Corps was conceived of as a second chance for disadvantaged

youngsters -- to help them catch up on their schooling so that the cycle

of poverty, which feeds on poor education and dead end jobs, might be

broken in this generation.



The framers of Job Corps had another theory about breaking the cycle

of poverty. They felt that as long as disadvantaged youngsters were living

in deteriorated and crowded neighborhoods with inadequate nutrition and un-

productive role models, they would have little motivation or capability to

alter their inevitable destiny.

Job Corps was therefore conceived of as a therapeutic environment,

a residential center where adolescents could learn, work, and play with

the comfort of knowing that they would have a bed to sleep in, three square

meals a day, preventive and therapeutic medical and dental services, and

individual counseling to help them adjust and achieve. The goal was to

make these former passengers on the "Failure Express" into self-support-

ing adults through basic education and vocational training. The other

services were designed to upgrade their self-esteem and their health, as

necessary components of employabilir development.

In the thirteen years since its inception, Job Corps has had its

share of successes and failures. Tough, street-wise youngsters became

surprisingly homesick when taken from their "debilitating environments" for,

often, the first time. Job Corps Centers in beautiful national parks and

forests were seen as sites of sensory deprivation by city kids accustomed

to noise, traffic jams, and neon lights. Although center staff worked

valiantly to acclimate the youngsters to their new, therapeutic surround-

ings, policymakers gradually made compromises as they realized that they

were unwittingly placing the young participants in another bastion of middle-

class values, where they would fail again. So, centers were opened in cities

and participants were permitted to enroll as day students. Previously

single-sexed centers became coed, and enrollees with low entrance-level

achievement scores were no longer relegated to a school subjectsonly curri-

culum while their peers learned auto mechanics or beauty culture.

The issue of middle-class and generally different values has not

been 4n easy one for Job Corps to resolve, for a number of reasons. First,

although the staff recruited to work with these young people were fully

apprised of Job Corps' "second chance" philosophy, the relatively low staff

salaries resulted in the hiring of a significant number of authoritarian

staff members with backgrounds in the military and law enforcement. Although

many liberal idealists were also recruited, the former group tended to be older

and thus more likely to be placed in middle management at Job Corps centers.
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TOT management was usually taken from the middle rungs of the center con-

tractor's organization, that is, industry or Forest Service veterans who

knew little about alternative education or the problems of disadvantaged

youth. Often, therefore, the disciplinary mentality of the middle management

group prevailed, and crises arose in the 60's and early 70's over compulsory

haircuts, dress codes, and dormitory spotlessness. Thus, one version of

middle-class values was perpetrated through the values of the center staff.

To make matters more confusing, another contrasting version of

middle-class values crept in via national policymakers. Job Corps began

with an explicit policy of permissiveness, perhaps as an extrapolation

from the concept of "free schools" which was so popular in the late 1960s

among the upper middle class. It took years of retrenching to make up for

this early misguided permissiveness and the chaos that often followed when

over a thousand young, mostly black males were assembled near a small,

predominantly white town and given freedom to "explore their environment."

The fears of the local citizenry magnified the inevitable small incidents

into tales of mass rape and pillage. The repression consequently imposed

resulted in demonstrations and near riots--a self-fulfilling prophecy.

Thus, the middle-class philosophy of permissive alternative education

entered Job Corps policy and made a hasty exit. Thus, two types of values,

antagonistic to each other, were both found to be antagonistic to the

Corpsmembers.

Middle-class values were hard to come to terms with because the

Job Corps concept contained a difficult paradox. Although there was a

sincere commitment to alternative education, the program also operated

under the assumption that these youngsters needed to assimilate the middle-

class work ethic in order to be motivated to learn a trade and hold a

steady job. This ethic, particularly in the case of blue-collar jobs,

includes the Virtues of punctuality, deference, and obedience, the same

values which the public school had failed to inculcate. How could Job Corps

offer alternative education and retain the focus on preparing youth for

blue collar jobs?

The answer emerged from trial and error, but it also emerged from

the Corpsmembers themselves. They asked for neither total freedom nor

military discipline. More important, the work ethir was discovered to be

alive and well within most Corpsmembers, although they previously had had little

opportunity to see the value--partly genuine, partly merely symbolicof
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the behaviors that the middle class associates with a positive attitude

toward work. Like many middle-class teenagers of their generation, they

refused to submit meekly to the regimentation still prevalent in most

public schools. In addition, however, they had learning disabilities

which compounded their alienation from the public school and the public

school's exasperation with them. What young people wanted from Job Corps

was a chance to learn at their own speed and get good vocational training.

What Job Corps is, then, is an alternative school set within an

alternative environment, designed to offer the security and moral support

necessary for the capabilities and motivations of disadvantaged school drop-

outs to emerge. It attempts, on several fronts, to restore some of the

self-esteem, that poverty and failure have eroded so thoroughly. Neither

regimentation nor permissiveness hold sway, although practice varies from

center to center along that continuum.

The program offered is standard throughout the country. Adolescents

16 to 21 years of age apply through their State Employment Service, and

six to eight weeks later they are transported to either a large (1,000 or

more Corpsmembers) center on a former Army base, a small (100-200 Corps -

members) "Conservation Center" usually in a national park or forest, or a

medium-sized (200-600 Corpsmembers) center, about two-thirds of which are

to cities. Basic education (reading and math) and vocational training are

the core of the program, with health education and "World of Work" (job-

seeking skills and on-the-job behavior) offered as short required courses.

Ninety-five percent of the trainees live on center, where recreational

programs are provided for after school hours and weekends.

Because the proponents of quick solutions to long-standing problems

invariably gain support when funding is tight, Job Corps has been forced to

compromise some of its early principles. In the late 1960s Job Corps was

reduced in size, and an austerity program was instituted. In addition,

placem&nt rate became the outcome the program was judged by, rather than

learning or rehabilitation. The minimum age for entry, for example, was

raised from 14 to 16, because placement was impossible for graduates

under 16. Despite these cutbacks and compromises, Job Corps has survived,

giving second chances to close to 50,000 youngsters a year.
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Recent legislation has restored many of the budget cuts of the

early 70's, and has authorized establishment of 60 new centers. Along

with these tangible restorations, there are signs (of which this project

is.one) that a less limited sense of the outcomes of Job Corps can also

be restored.

The purpose of the present study was to determine, through a pilot

study, whether the impacts of the Job Corps and of specific program compo-

nents not directly tied to job training could be assessed. Because it is

the only major residential program funded by the Department of Labor, Job

Corps' costs are high in comparison to those of other employment and train-

ing programs. Money is spent on room and board for enrollees, for counsel-

ing and recreational activities and for medical care. Job Corps officials

have assumed that these extra-training services have extra-training bene-

fits (e.g., better health, better mental health, better attitude toward

work) which justify the investment. Yet no study had ever been performed

to test that assumption. Nor had any researchers even explored ways of

measuring these so-called non-economic impacts. All previous research on

Job Corps' effectiveness (and there has been much research) has used

placement rates and pre-post program wage differentials as dependent

variables. This report was designed to begin to fill the gap in Job Corps

research by presenting preliminary findings on the impact of the program

and its support services on non-economic outcomes.
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2.0 SUMMARY OF FINDINGS IN THREE BASIC AREAS OF STUDY

Analysis of non-economic impacts was performed by comparing the

three study groups on twenty-two different variables, each of which was measured

by means of a scale or an unscaled cluster of questionnaire items. Because

it is difficult for a reader to retain and compare information on so many

variables, this chapter presents a summary of findings. The 22 outcomes

are grouped into three areas of study and are discussed as a group. The

areas of study and their definitions are:

1. Job-Related Noneconomic Impacts -- This area of study
includes on-the-job behavior, job interest and satis-
faction and understanding of the world of work.

2. Social-Attitudinal Impacts -- This area of study in-
cludes attitudes and behavior about self, peers,
family and authority figures.

3. Health and Educational Impacts -- This area of study
includes knowledge and behavior regarding health,
nutrition, and education.

Findings and statistical results on each of the 22 outcomes are

discussed separately and in detail in Chapters 3, 4, and 5. In this chapter,

however, a summary table is presented and explained for each of the three

areas of study. The summary table offers information on intergroup compari-

sons for each outcome without statistical details. The reader should remem-

ber to refer to the appropriate section of Chapter 3, 4, or 5 for detailed

discuss inns.

Six basic comparisons among and within groups are covered in the

summary table for each outcome.

1. Group differences on pretest scores: The mean pretest scores

of each group at time of Job Corps application are compared using analysis

of variance (F test). There were expected to be no differences among groups

at that time.

2. Group differences on posttest scores: The mean posttest scores

of each group at the time of the follow-up interview are compared, again

using analysis of variance (F test). Any inter-group differences &.t this

time imply that the intervening treatment (Job Corps attendance or remaining

outside Job Corps) had impact on that outcome.
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3. Pre-post changes among Persisters, Dropouts and NoShows: These

are three separate within-group comparisons, using. the t-test for repeated

measures. This statistic measures whether or not the group changed its

mean score over the ten month period from pretest to posttest. It was

expected that mean scores of the two Job Corps groups would change Over

time and that mean scores of the comparison group would remain the same.

4. Pre-post changes (groups compared): This is a second-order

comparison, in which an analysis a variance of change scores was performed.

Its purpose was to determine whether any group's changes over time were

significantly greater than the changes of the other two groups.

5. Male-female comparisons: Early in the analysis phase of this

study, it became clear that men and women were impacted quite differently.

Every outcome was therefore analyzed separately for men and women. In addition,

male and female scores in each group were compared, using an analysis of

variance. Because each group was divided almost evenly between males and

females, it was possible for a finding to reach significance for the entire

group based on a strong impact on only one sex. This box in the summary

table notes such differential impact. In addition, it notes any other

sex-based differences in impact not covered in the first six boxes.

6. Summary: This box repeats important notations in the upper

seven boxes. Outcomes can be readily compared by reading the summary

boxes of each across the page.

2.1 Job Related Non-Economic Impacts

Eleven of the twenty-one outcomes fall into this area of study. For

convenience the eleven can be divided into four sub-areas:

1. Knowledge of Work

Job Seeking Skills
Job Holding Skills
Job Knowledge

2. Attitude Toward Work

Work Relevant Attitudes
Work Ethic
Lack of Job Skill Confidence
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3. interest in Work

Job Satisfaction
Vocational Aspirations #1 (Right Now)
Vocational Aspirations #2 (Two Years Ago)
Vocational Aspirations #3 (Two Years From Now)

4. Employment Status

At time of follow-up interview
Since Job Corps termination or application

The matrix of findings appears on the following pages (Table 2-1).

2.1.1 Knowledge of Work

On the three scales, there were no differences among groups at

the time of the pretest. Over time, however, the NoShows recorded the

most ikwovement, as they improved on two scales and did not change on

the third. Persisters had the second best showing. with strong improve-

ment on Job Seeking Skills and no change on the other two scales. Three

conclusions can be drawn:

In the Knowledge of Work subarea. being in the labor
market led to more improvement than being in Job Corps.

Job Corps DropoutS lost ground in the Knowledge of Work
subarea.

Remaining in Job Corps at least three months is far better
than dropping out, but not as beneficial as remaLning in
the labor market.

Ceiling effects on the Job Holding Skills Scale made
improvement virtually impossible.

2.1.2 Attitude Toward Work

Again there were no differences on the pretest. On the posttest.

few changes in attitude emerged. and those that did were negative. NoShows

had no significant changes. Persisters recorded one significant decline,

one non-significant decline and one non-significant improvement. Again the

Dropouts brought up the rear, with significant declines on all three scales.

Two conclusions can be drawn:

Attitudes about the value of work are not easily improved.

Dropping out of Job Corps was associated with a significant
and reliable negative change in attitudes toward work.
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Table 24-1

Matrix of Findings on Job Related Non-Economic Impacts
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Table 2-1 (continued)
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2.1.3 Interest in Work

This subarea covers job satisfaction and three vocational aspirations

items. The job satisfaction items did not discriminate well among the three

groups, nor were the items responded to differentially. All groups improved

on all items over time. Persisters, however, tend to rate aspects of their

:lobs (pay, interest, chance for promotion, the boss) lower than other groups

on both the pretest and the posttest. This difference may be interpreted as

the reason for Persisters' remaining in Job Corps (poor previous jobs).

Another interpretation is that Persisters rated their jobs lowest both before

and after Job Corps because their standezds were higher than those of other

groups.

The vocational aspirations items asked the respondent to rate him-

self or herself on a "ladder" as of two years ago, as of now and as of two

years from now. On the first item, estimates of previous vocational level

increased for Dropouts, a probable reflection of the more negative situation

of Dropouts at the time of the posttest. The other group with the worst

employment situation at the time of the posttest, NoShow women, decreased

significantly on "right now" assessments. Finally, on "two years from now,"

NoShows decreased, t sign that their choice of remaining in the labor market

led them t, see their prospects for the future more narrowly.

Two conclusions can be drawn:

The Job Satisfaction Scale used in this study did not
differentiate among groups well.

Vocational aspirations of NoShows and Dropouts decreased
over time, a sign that remaining in Job Corps led to a
relatively more optimistic perception of the future.

2.1.4 Employment Status

There were no questions on the pretest regarding employment status.

Job Corps records indicate, however, that almost all applicanti were un-

employed at that time.

On the posttest, NoShows and Persisters were more likely than Dropouts

to report that they were currently working. Persisters were working full-time

more often than members of the other groups. Female NoShows were the least

Likely to be working.

In the area of percentage of time 'worked since Job Corps termination

(or application, in the case of NoShows) a significant difference emerged:
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NoShows were employed 27.6% of the time, compared to 21.2% for Persisters

and 15.1% for Dropouts.

A disappointing finding was that employment status did not corre-

late with any of the other scales in this area of study. Although there

might be a number of reasons why those who scored high on these scales

were not working, the finding calls the validity of the scales into question.

Three conclusions can be drawn:

Job Corps had at least a short run negative impact on
steadiness of employment.

Those who stayed at least three months in Job Corps
Were more likely than either other group to be working
full-time several months later.

Job Corps had a bigger positive impact on employment
for women than for men.

2.1.5 Summary - Job Related Non-Economic Impacts

Although Persisters did not emerge with flying colors on all scales,

they scored as well as the NoShows and far better than the Dropouts.

The total picture in the area of Job Aelated Non-Economic Impacts

shows declining scores on the part of Dropouts on almost every outcome,

while NoShows declined on two and Persisters on only one. Because there

were no differences among groups on the pre-test, it can be concluded

that the negative Job Corps experience that led to dropping out had serious

consequences in all job related areas.

The decline in vocational er.pectations on the part of women who

did not attend Job Corps is paralleled by their high unemployment rate.

Women who did attend Job Corps fared far better. They (Persisters and

Dropouts) were as likely as their male counterparts to be working at the

time of the follow-up interview. Female Persisters were impacted more

positively than male Persisters in the area of attitudes; women maintained

or improved their scares on every scale. These findings indicate that

Job Corps at:.endance had major employment - related beneits for women.

An analysis of the areas in which Persisters improved indicates

that many of their Job Corps experiences may have long term positive

impacts. The fact that Persisters were most likely to be working full

time and that they improved in Job Seeking Skills is an indication of po-

tential for further vocational advancement.
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2.2 Social-Attitudinal Impacts

Five outcomes are included in this area of study. All deal with the

relationship of the youth to others in the community. (Self-esteem deals

with the image of self in relation to others). The matrix of findings

appears on the following page (Table 1-2).

On all five outcomes Persisters improved, while neither other group

made substantial gains. As can be expected from social norms, males in all

groups reported more involvement than females with the criminal justice

system. However, there was a tendency for women who had previous court

histories to stay in Job Corps at least three months and to stay out of

trouble afterwards. Male Persisters also were somewhat less likely than

other males to have further brushes with the law.

A further analysis of pre-Job Corps police involvement was made to

determine whether Job Corps has differential effects on youngsters with and

without police records. youngsters

entered Job Corps with significantly lower scores on scales which measure

factual knowledge, but they made uz the difference during Job Corps. In

addition, those who entered with such backgrounds reduced their scores on

the posttest somewhat more than the sample as a whole. This is a particu-

larly valuable non-economic impact.

Improvement by Persisters (particularly women) and slight declines

by Dropouts led to significant between-group differences in Self Esteem at

the time of the follow -up interview. NoShows did not change. Persisters

also improved in Attitude Toward Authority.

Apparently, spending three months or more in Job Corps had positive

impacts on attitudes toward peers and family as well. Both male and female

Persisters reported positive changes on a number of these variables.

Three conclusions can be drawn:

Job Corp n reduced recidivism of youth (particularly'women)
with previous court histories.

Job Corps had educational benefits for youth with previous
court histories.

Remaining in Job Corps at least three months had significant
positive impacts on self-esteem, attitude toward authority
and relations with family and friends. These impacts were
not felt by Dropouts or NoShows.
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Table 2-2

matrix of Finoings on social -nttituainai impacts
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2.3 Health and Educational impacts

Variables in this area of study can be divided into those which

measure knowledge (Health Information and Nutrition Information) and those

which measure behavior (Health Care and Health Habits, Junk Food Ratio,

Balanced Diet, Educational Attainment). The matrix of findings appears on

the following page (Table 2-3).

On the knowledge scales, the only consistent finding was that women

fasscoredhihertiy21ffalmostalbartoththeretestandsttest.

There were no differences among or changes within any of the groups, except

that NoShows, especially males, improved in Nutrition Information. The lack

of improvement of the Job Corps groups indicates that the Job Corps Health

Education program had little Impact on either Persisters or Dropouts.

The behavior scales yielded more positive results. Female Persis-

ters entered Job Corps with the strongest tendency to choose junk foods over

nutritious foods. They were the only group, however, to improve signifi-

cantly. Persisters, overall, improved on both measures of nutritional

behavior, while the other two groups did not.

In the subarea of Health Care and Health Habits, the number of Persis-

ters (particularly women) who had gone to the dentist in the past year

increased significantly from pretest to posttest. This change can be attri-

buted to dental care received in Job Corps. Optometry care was not as wide-

spread, as Job Corps participants who thought they needed glasses did not

receive them. In fact, more NoShows got glasses between pretest and post-

test than either Job Corps group.

The final item in this group was Educational Attainment. It was

found that very few youngsters received OED's in Job Corps or were ever

enrolled in GED classes. Female Persisters, however, were the most likely

to be in those two categories. Women of both groups entered Job Corps with

more educational background.

At the time of the posttest, about 30% of the respondents were in

school. There were no significant differences by group or sex.

Three conclusions can be drawn:

Job Corps had significant health benefits for participants,
especially women, who stay at least three months..
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Table 2-3

Matrix of Findings on Health and MUCatiOnal Impacts
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The Health Education program in Job Corps seemed to have
little impact in the area of knowledge, although behavioral
changes did emerge.

The availability of GED classes in Job Corps had little
relevance to the vast majority of participants, who did not
enroll.

2.4 Summary of Findings

In this study Job Corps had a positive impact on a number of

non-economic outcomes. Twenty-one different outcomes were measured.

Those who remained in Job Corps at least three months improved on eight

different outcomes, compared to two for those who dropped out and five

for those who did not enroll. Three months or more in Job Corps led to

improvement in the following areas:

Job Seeking Skills

Job Satisfaction

Attitude Toward Authority

Self Esteem

Criminal Justice System Involvement

Nutrition Behavior (2 scale%)

Family Relations

Leisure Time

Job Corps provided benefits in all three areas of non-economic impacts

studied: (1) Job-Related Impacts, (2) Social-Attitudinal Impacts, and

(3) Health and Educational Impacts. Table 2-4 summarizes these results.

Job Corps has provided substantial non-economic benefits to its

participants and to the larger society, according to the present study.

Youth who enrolled in Job Corps and stayed at least three months improved

in all areas of study, from eating habits to staying out of trouble; from

self-esteem to dental care. On almost all outcomes, being in Job Corps

at least three months was even more beneficial to women than to men.

These impacts make Job Corps participants more employable and benefit the

larger society in many ways. It is important to note that these benefits

do not accrue to early dropouts. Job Corps must make a concerted effort

either to screen out those who seem unlikely to survive the first weeks

or to strengthen the program so that more enrollees will remain long

enough to benefit. That such benefits are available has been made clear

by this study.
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Table 2-4

Summary of Results of the Non-Economic Impacts Study
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3.0 FINDINGS ON JOB-RELATED NON-ECONOMIC IMPACTS

This area of study contained the largest number of variables,

eleven. They cover a number of job-related areas - -knoiledge of work,

attitude toward work, interest in work and employment status. The first

three subareas are taught within the Job Corps program both formally and

informally. Formal teaching takes place in a course entitled "The World

of Work," which is required of all enrollees. The course covers such skills

as filling out applications and reading want ads, and offers opportunities

to learn how to behave on the job and in a job interview, how to dress, how

to handle problems on the job and how to manage money.

Informal education for future jobs takes place in all facets of

center life. Vocational instructors oaten require businesslike dress or

behavior. Training classes are usually divided into work crews, with an

advanced student as leader. Former graduates sometimes return to the center

and describe their work situations.

The following eleven outcomes were chosen to measure the impact of

Job Corps experience in these areas. Seven of these were measured by means

of scales--groups of items scored as a single measure. The other four vari-

ables were scored as individual items. In each case, however, the research

questions were the same. They were:

1. Does Job Corps have an impact on this outcome?

This question is answered by means of pre-post comparisons of mean scores

of each of the two Job Corps groups (Persisters and Dropouts) and by means

of comparing these change scores with change scores of the comparison group

(NoShows).

2. Are Job Corps' impacts on this vrriable different for men
and women?

This question is an4.ered by means of comparisons between change scores

of males and change scores of females in each group.

3. Do there appear tc be patterns of impact on these variables?

This question is answered in the summary discussions of outcomes at the

end of the chapter.

Each outcome variable is discussed separately in this chapter,

and each is analyzed in the same way, for ease of interpretation. First
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the outcome is described briefly. 41fien a table is presented which dis-

plays mean pretest scores, posttest scores, and difference scores, separately

for males and females within each of the three applicant groups (Persisters,

Dropouts, and NoShows). On the far right of each table are the resultssof

t tests of significance. These tests attempt to answer the first research

question--to determine whether there was. a substantial (significant) change

in the mean scores of each of the six groups from pretest to posttest.

Asterisks reference t's which are significant at the .05 level or less;

the presence of more than one asterisk indicates a higher level of signifi-

cance. It should be noted that the size of the t statistic required for

significance varies based on the sample size of each group and subgroup.

To shed further light on the first research question, P tests have

been computed to compare the three groups at the time of pretest and at

the time of posttest. An F test has been also made among the difference

scores of these groups. Results of these P tests on between-groups differences

are reported at the bottom of the table and in the text, with rsttistical infoT-

Mation in parentheses in cases of significance.

To answer the second research question, F tests have been computed

to compare mean scores of males and females in each group at pretest and post-

test. Again, results are reported at the bottom of the t,.ole and in the text.

Answers to the third research question appear in summary discussions.

In addition, on some outcomes the results of interscale correlations are

reported. In order to avoid overusing the data, these correlations were

computed only in cases where associations between two scales were hypothe-

sized a priori.
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3.1 Knowledge of Work

Three separate skills were measured which relate to the obtaining

and the keeping of a job, behaviors separate from the specific skill in-

volved. These indirect skills are: 1) job seeking skills, the ability

to actually look for a job, read ads, fill out an application, and the

like: 2) job knowledge, a general level of knowledge about various types

of employment including duties, salary, etc., and 3) job holding skills,

the knowledge of what to do in order to get along on the job.

These three skills were measured by means of three subscales of

the Youth Assessment Battery developed by Norman Freeberg at the Educa-

tional Testing Service.

3.1.1 Job Seeking Skills Scale

The purpose of this measure is to assess the respondent's

knowledge of the basic skills needed in looking and applying for work.

Table 3-1 presents the mean scores for each of the three treatment groups

(further broken out by sex) before and after Job Corps. The difference

scores, that is the mean difference between the pretest and the posttest

scores of each respondent are also shown. The sign of the mean differ-

ence score Indicates whether there was an overall increase (positive change)

or decrease (negative change) in individual scores.

As Table 3-1 indicates, both those who went into the Job Corps and

stayed at least three months (Persisters), and those who were accepted but

never entered the Corps (NoShows), showed increases in their job seeking

skills. In addition, women who dropped out of the Job Corps within the

first three months also showed a significant increase in work seeking abi-

lities. The only group in the study population which failed to show an in-

crease in job seeking abilities was the male Dropouts, whose scores on this

indicator remained essentially unchanged.

As there were no significant differences among these groups on their

pretest scores, it appears that the intervening experiences of both the Per-

sisters and the NoShows had some impact on their ability to seek employ-

ment. For the Persisters, one can infer that their Job Corps training gave

them this skill. For the NoShows, the hypothesis can be made that they did

s
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Table 3-1

CHANGES IN: JOB SEEKING SKILLS SCALE SCORES

By SEX AUD TREATMENT GROUP

reatment Croups

M:lean
Pretest
Score

Mean
Posttest

Score

Mean Difference
Score (Pretest-

Posttest) I N

AmDifferce
Score
t

Persisters 11.78 12.95 1.17 168 4.81***

Males 11.67 12.78 1.11 100 3.35***

Females 11.94 13.19 1.25 68 3.53***

Dropouts 11.66 12.10 .44 213 1.60

Males 11.66 11.81 .14 119 .76

Females 11.65 12.47 .82 94 2.07*

Noshows 12.00 13.33 1.33 75 LW**

Males 12.19 13.44 1.26 43 2.09*

Females 11.75 13.19 1.44 32 3.17***

Possible range: 0-17

Significant F tests: Across groups on the posttest (overall and males) P*5.97***

p < .05

**p < .02

* *
*p

< .01
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not show up for Job Corps training because they chose instead to look for

a job, and that looking increased their job seeking skills almost as much

as being in Job Corps for at least three months would have. Male Dropouts

did not improve; they apparently did not spend enough time either in Job

Corps or in the labor market to reap the gains that Persisters and No-

Shows did. Female Dropouts, on the other hand, were able to learn from

their mixed experience.

3.1.2 Job Holding Skills Scale

This scale is part of the Youth Assessment Battery and was designed

to measure the extent to which the respondent was aware of certain skills

and possessed attitudes which were conducive to positive employee/employer

relationships. These things included relationships with the boss and with

fellow employees, punctuality, and willingness to do a little extra on the

job.

Table 3-2 shows the mean scores on the pretest and posttest admin-

istrations of this scale as well as the mean change scores for each of the

three groups, separatell for males and females. Analysis of variance in-

dicated that the three test groups were the same in their pretest scores

(P=0.27,df 2/465, p =).10). They were also not significantly different

in their posttest scores nor in their difference scores. While the scores

of Persisters and NoShows did not change, the Dropouts did show a small but

significant decline in job holding skills between the pretest and the post-

test.

It is likely that the major reason that little or no change was

observed on this scale is that the pretest scores were very close to the

maximum. The average score on the Job Holding Skills scale across all

applicants was 30.18, less than three points under the highest possible

score, leaving little room for improvement. In fact, the lack of signi-

ficant decline on the part of the Persisters is a positive finding for

Job Corps, under the circumstances.

.14
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Table 3-2

CHANGES TN: JOB HOLDING SKILLS SCALE SCORES

By SEX AND TREATMENT GROUP

reatment Groups

Mean
Pretest
Score

Mean
Posttest

Score

Mean Difference
Score (Pretest-

Posttest) N

Difference

Score
t

Persisters
30.21 30.12 -0.09 167 .39

Males 30.12 29.85 -0.27 102 .80

Females 30.35 30.53 -0.18 65 .57

Dra2-.1L:s 30.19 29.65 -0.55 219 2.37*

Males 29.87 29.35 -0.52 124 1.83

Females 30.61 30.04 -0.58 95 1.52

Nushows 30.22 30.17 -0.05 74 .13

Males 30.34 30.14 -0.19 42 .43

Females 30.08 30.22 0.14 32 .25

Possible range: 11-33

Significant P tests: Between sexes on the pretest (Dropouts only) F * 7.4***

Between sexes on the posttest (overall) F=4.41**

*p 4.05

**p (.02
***

P 4.01

e,
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3.1.3 Job Knowledge Scale

The determination of whether Job Corps had an impact on this outcome

is difficult to make at first glance. male-female differences at the time

of the pretest complicate the interpretation the pre-post difference

scores. For the Persisters, women had significantly higher scores than men

at both pretest and posttest and neither group changed significantly. For the

the Dropouts, women had significantly higher scores at pretest only, because

the women declined and the men did not change. It thus can be concluded that

Job Corps did not have an impact on this outcome.

The NoShows, however, did improve significantly in job know/edge.

Males and females began at the same level and increased about the same amount.

In the small study sample, the difference is that being in the labor market

has a positive impact and being in Job Corps does not.

The lack of improvement among Job Corps women can perhaps be attri-

buted to a ceiling effect in the scale. Ai in the case of the job holding

skills scale, the fact that the Persister women did not decline is a positive

finding for Job Corps, under the circumstances. It is also possible to attri-

bute the lack of improvement among Job Corps men to a similar ceiling effect.

The fact that NoShows were able to improve despite the ceiling effect, how-

ever, indicates that being in the labor market had a powerful impact on job

knowledge.

3.1.4 Summary

On the knowledge of work cluster of three scales, Job Corps appeared

to have a positive impact only on job seeking skills, and only those who

remained at least three months were so impacted. Being in the labor market

during the same period of time, however, was associated with significant

improvement on two scales, Job Seeking Skills and Job Knowledge. These two

are the scales in the cluster which test factual knowledge rather than aware-

ness of appropriate behavior. Scores on the Job Holding Skills scale did

not improve for any group because of a ceiling effect within the scale. It

can thus be concluded that youngsters who apply to Job Corps know ho,

to behave on the job, but only those who remain in the labor market or
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Table 3-3

CHANGES IN: JOB KNOWLEDGE SCALE SCORES

BY SEX MD TREAT:SET GROUP

Treatment Groups__

Mean
Pretest
Score

Mean
Posttest

Score

'Mean Difference
Score (Pretest-

Posttest)

Difference
Score

t

Persisters 20.61 22,.61 -0.08 163 0.24

Males 20.09 19.96 -0.21 98 0.44

Females 21.41 21.69 0.12 65 0.34

peopouts 20.87 20.29 -0.70 222 2.03*

Males 20.09 19.90 -0.30 129 0.71

Females 21.92 20.79 -1.24 93 2.17*

Noshows 20.60 21.69 0.93 73 2.161

Males 20.60 21.60 0.90 41 1.97

Females 20.59 21.71 0.97 32 1.21

Possible range: Male - 0-25
Female - 0-27

Significant F tests: Across groups on the posttest (males only) F 3.66*

Across groups on difference scores (overall S Females) Fv3.64*/3.36)
Between Sexes on the pretest (Persisters and Dropouts only ) F v 7.41*** AND 15.27***

Between sexes on the posttest (Persisters only) F 7.30***

*Pir..06

**p .02
friribp
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spend at least three monthz in Job Corps improve their factual knowledge.

Spending a short period of time in Job Corps and then returning to the

labor market is a pattern which reduces chances of improvement in the area

of knowledge of work.

Male-female differences appeared on the Job Knowledge Scale, where

both Persister and Dropout women entered Job Corps with a better back-

ground than the men. These differences must be interpreted with caution:

however, this scale contains different items for men and women.* It can

be concluded only that the women knew more about "female jobs" than the

men knew about "male jobs."

3.2 Attitudes Toward Work

In this section, we examine the impact which Jobs Corps training

appears to have had on young peoples' attitudes concerning work and the

work ethic. Two scales *Jre used to measure these potential impacts.

The first, Regis Walther's*Work Relevant Attitudes Scale** taps three

separate types of work related attitudes. These are described by the

scale's author as "Optimism," "Self-confidence" and "Unsocialized At-

titudes." The second scale, the Work Ethic Scale (from Goodwin's Work

Orientation Questionnaire***) attempts to assess the extent to which the

respondent perceives that work advances his or her self-development and

that such efforts will lead to success.

3.2.1 Work-Relevant Attitudes Scale

The results of the pre- and posttests and analysis of the changes

in scores are presented in Table 3-4. While there were no significant

differences among the three groups at pretest, across all the groups

*The Job Mowledge Scale for women also contains two more items than the
scale for men. However, the number of items has been normalized here to
make the two scores directly comparable.

**Walther, F.H. The Measurement of Work Relevant Attitudes, Washington,
D.C.: Manpower Research Projects, The George Washington University, 1975.
NTrs Document No. PR 246260.

***
Goodwin, L. Do the Poor Want to Work? h Social-Psychological Study of
Work Orientations, Washington, D.C.: The Brookings Institution, 1972.
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there was a consistent, though not always statistically significant, drop

in the level of work relevant attitudes between the pre- and posttest.

This drop indicates a general decline in optimism and self-confidence

among these young people. Over the entire group of respondents, this

decline is significant (t=3.41; df=421; p<.001).

The greatest decline in job related attitudes came from those young

people who attended the Job Corps for less than 3 months and dropped out

before finishing their training. The decline is a reflection of the sub-

stantial decrease on the scale by males) the decline among Dropout females

was not significant. While there was a general drop in job related opti-

mism across this entire group of young people, this one subgroup of men

who spent a short time in Job Corps and then re-entered the jlb market with-

out having acquired further skill was most strongly affected. This differ-

ential may indicate that a failure to complete the Job Corps training pro-

gram (or even to last more than 3 months) was one more failure to these

young men, and that such a premature termination may ...aye a substantial

negative impact on attitudes. The overall decline in opr3mism is also re-

flected in the respondents' estimations of their situations in two years

(see Section 3.3.3). Perhaps the high post-program unemployment rate ex-

perienced by all groups (see Section 3.4) tempered their enthusiasm. It

can be concluded that Job Corps had impact only on male early Dropouts,

and that its impact was negative. Job Corps had no significant impact on

women's scores on this scale.

3.2.2 Work Ethic Scale

While all three groups snowed statistically similar scores on the

Work Ethic Scale in the pretest results (see Table 3-5), changes between

the pre- and posttests were almost significantly different (p <.06).

Again, as with the Work Relevant Attitudes Scale, there was a drop in over-

all level of work ethic, with the exception of the Persister mares, whose

scores increased slightly. The greatest drop occured among the Dropout

women. Again, the indications are that among those who persist in their

Job Corps training, the benefits are the greatest, and those who fail to

complete even three months run the greatest risk of major declines in

general orientation towards work.
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3.2.3 Lack of Job Skill Confidence Scale

A fifth non-economic but job related area which was examined was

the degree to which the participants felt confident that they could suc-

ceed in the job market. This dimension was measured bj Goodwin's "Lack

of Confidence in Ability to Succeed in the World of Work Scale" (Lack of

Confidence Scale). A positive change on this scale indicates a decline

in confidence.

As Table 3-6 indicates, there was a decline across all of the re-

spondents on their general level of job skill confidence, especially

among the two Job Corps groups. Such changes reflect a belief that

getting ahead in a Job is largely a matter of luck rather than skill or

hard work. Thus, the "confidence" label may be somewhat misleading. The

increase in scores may simply reflect the impact which Job Corps had on

the enrollee's sense of reality. For the males, the experience may have

convinced them that luck is an important part of being really successful.

Indeed, as Table 3 -7 shows, there, re three items which accounted

for the greatest amount of the difference between the two Job Corps groups

and the NoShows. At least on the surface, none of these three items seems

to reflect a lack of confidence but rather an acceptance of a specific

point of view towards success -- that one must do or believe in certain

things in order to be successful. These items reflect the belief that

success mainly involves:

Knowing the right people;

Caring about making money; and,

Having people like you

The indication is, then, that such values were, to some extent, transmitted

either directly or indirectly to male Job Corps participants, whether they

remained for three months or more or whether they dropped out prematurely.

Women Ad not change their attitudes while in Job Corps, however.
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3.2.4 Summact

On the three stales which form the attitudes toward work sub-area,

the impact of Job Cops was negative for males who dropped out early;

their attitudes toward work became more negative on two of the three

scales. Interestingly, female Dropouts betame more negative only on the

scale which did not change for male Dropouts.

For men and women who stayed at least three months, Job Corps

seemed to have no impact, positive or negative. In this stability thci

are joined by the NoShows, who recorded no significant changes from

pretest to posttest. These findings can be interpreted as follows: At-

titudes toward work are not easily changed over a ten month period. If,

however, a young person makes a commitment to improve his or her work

skills and then does not follow through with it or does not like the

program, this negative experience can have a significant negative im-

pact on attitudes toward what does and what does not help a person get

ahead in the job market. Remaining in Job Corps, on the other hand,

allows a young person to retain his or her initial positive attitudes

toward work.

3.3 Interest in Work

This third sub-area ofjob-related non-economic impacts covers

two topics--job satisfaction and vocational aspirations. Unlike the

previous outcomes, these were measured by means of single item responses.

Job satisfaction items were also aggregated into a scale. The purpose

of examining these outcomes was to determine whether the experience of

attending Job Corps impacted satisfaction with current work conditions

and plans to achieve success in a vocational area

A problem in interpretation in this sub-area lies in the fact

that it is impossible to }.now whether a respondent who reported greater

job satisfaction actually had a better job at the time of the posttest.

Perhaps he or she became more satisfied with a poor-paying job because

he or she was planning to return to school shortly.

4 4
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3.3.1 Job Satisfaction

Job satisfaction was assessed by means of four items which were

developed specifically for this study. Respondents were asked to rate

their current job (or, if they did not have a current job, their previous

job) on four aspects: the pay, the leve1 of interest, the chance for

promotion, and the boss. Each item was rated on a scale of 1 to 4. The

higher the number, the more positive the rating of the job element. Below

we describe the responses to each item, as well as on the job satisfaction

scale derived from combining these four items. It should be noted that

youngsters who had never worked were instructed to skip this section. The

sample size, therefore, is smaller than for other outcomes. A summary of

findings on these five instruments follows id Table 3-8; complete tables

of findings for each item are displayed in Tables 3-9 to 3-12, at the end

of Section 3.3.1.

As Table 3-9 reveals, the three respondent groups started at approxi-

mately the same pretest baseline level on the pay item and increased signi-

ficantly. There were no significant differences on the change scores,

either among groups or between sexes. This item appears not to discriminate,

i.e., all six groups formed by combining sex and Job Corps status increased

their ratings of their job pay between pre- and posttest. Mean ratings for

all groups began at between one (lowest rating) and two on the scale; all

groups averaged between two and three on the posttest.

Level of Interest

Almost the same pattern prevailed on the interest ratings as on

the pay item ratings, as Table 3-10 reveals. All three respondent groups

were at approximately the same baseline level, and the change score ratings

of all three groups reached significance. For the NoShows, haievere the

males accounted for that group's significant improvement, and only the

overall score for Dropouts was significant. It can therefore be concluded

that only within the Persister group did level of interest increase sub-

stantially for both men and women. Interestingly, both male and female

Persisters scored the lowest on this item both times. Perhaps their higher

standards induced them to stay longer in Job Corps, after which their scores

increased more than those of the other groups.
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Table 3-8

SUMMARY OF JOB SATISFACTION FINDINGS

Finding Pay
Level of
Interest

Chance for
Prcmotion The Boss

Overall Job
Satisfaction
Scale

Pretest
scores (Per-
sisters vs.
Dropout vs.

NoShows)

ns

Persisters a
bit lower ns

Persisters a
bit lowerns

Persisters a
bit lowerns

Persisters a
bit lowerns

Posttest
scores as
ahoy.

ns
Persisters a
bit lowerns

Persisters a
bit lowerns

Persisters a
bit lowerns ns

Pre-post
changers -
Persisters

Males*** and
females**
improve

Males* and
females***
improve

Overall*** and
***Males improv

Males*** and

females*
improve

Males*** and
females***
improve

.

Pre -post

changers -
Dropouts

-
Males* and
females*
improve

Overall
improve**

--

ns, but post-
test means
higher

Overall
***

and Mates***
improve

Males** and
females*

improve

Pre-post
changes -
NoShows

Males** and
females*
improve

Overall im-
prove

***
Overall* kid
females* im-
prove

-

Overall
***

and females*
improve

_ .

males* and

females***
improve

Pre-post
changes
(Persisters
vs. Dropouts
vs. NoShows)

,

All

improvens
All
improvens

1

All
improvers

All .

improvens
All
improvens
but
Persisters
appear to
improve the
mostns

*p L.05

** p4 .02

* * *p <'.01

ns no significant difference
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Chance for Promotion

Although there were no significant differences among groups on the

pretest or the posttest, both male and female Dropouts began with the highest

rankings but did not improve on the posttest. In contrast, Persisters and

NoShows recorded significant overall increases in their estimates of the

chance for promotion. This inter-group difference implies that attending

Job Corps for at least three months or remaining in the labor market has

an impact on perceived chances for promotion, and Job Corps matters more.

Spending a short period in Job Corps and a short period in the labor market,

however, does not have similar positive impacts.

It should be pointed out that the two groups that improved signifi-

can4y (Persister males and NoShm, females) recorded the lowest estimates

on the pretest. Their changes may be cases of regression toward the mean

as much as anything else.

The Boss

Ratings of the boss were lowest of the four items and were about'

the same at pretest and posttest for all three respondent groups. The

ratings increased significantly overall between pretest and posttest for

all three respondent groups (see Table 3-12), although only among Persis-

ters did both male and females increase. The two groups which did not

change (Dropout females and NoShow males) had the highest scores on the

pretest. They may hive kept (or returned to) those good jobs and therefore

did not increase markedly in their assessments. Persisters had the lowest

assessment of their bosses on both the pretest and the posttest, although

significant change did take place. As in the case of level of interest,

higher standards among Persisters may have been responsible.

Job Satisfaction Scale

The four item ratings were summed into a Job Satisfaction Scale.

On this "scale," the three groups were similar to each other at pretest

and at posttest. All six groups manifested significant change on the

combined scale between pretest and posttest (see Table 3-13). Persisters,
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Table 341

MAKES IN: CMANCt /OR PROMOTION RATING SCAB SCORES

SY SEX AND TREATKENT moo

sanest Croons

Man
Pretest
Score

Men
Posttest

Srore

Moen
0Mo:ones

Seers N

Difference

Score
t

Persistere, 1.92 2.$2 lak 9S 3.50

Melee 1.7S 2.$0 3.90.750 60

P4solvee 2.20 2.34 0.343 3$ 1.17

REMWIAL 2.37 2.64 0.264 121 1.68

2.33 2.$1 0.186 70 0.68

Peas14e 2.43 2.80 0.373 St 1.59

Misshape 2.14 2.60 0.466 S8 laS

Melee 2.2S 2.56 0.306 36 1.30

Tamale* 1.96 2.68 0.727 22 2.06

Risme 1-4

14 .0S
P< .02
.Pt .01

Treetsent GrOuPP

Table $.42

MN= IN. DOSS RATING SCALE SCOPES

sE SEX AND TREATNENT GROUP

N4445 Men Mean Difference
!settee Posttest Differenre Soars
Score Score Seer* 9 t

/enlisters,

Hales

Pestles

IOUEBMLIL

Hales

females

Noshows

Niles

/mates

1.30

1.31

1.49

1.63

1.27

1.6$

1.74

2.12

2.21

1.92

2.00

1.97

2.05

2&2.

0.55

0.43

0 Se

0.70

0.31

0.$1

0.34

0.77

os

so

3$

122

71

$1

57

35

22

.P t .os
t 4 .02

' .01

Scale: 1 lowest:
4 highest

4 94
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Table 3-13

CHANGES IN: JOB SATISFACTION SCALE SCORES

By SEX AND TREATMENT GROUP

Mean
Pretest

Treatment Grow s Score

Mean
Posttest

Score

Mean

Difference
Score

Difference
score

t

Persisters 6.25

Males 5.98

Females 6.69

Dropouts 7.66

Males 7.57

Females 7.78

Noshows 7.25

Males 7.66

Females 6.59

S. 59

8. 50

8.74

9.29

9.17

9.45

9.26

9.20

9.36

2.34

2.5 2

2.06

1.63

1.61

1.67

2.03

1.54

2.77

93 4..68 AAA

58 3.68 ***

35 2.91 A**

120

69

51

3.48 ***

2.59

2.30

**

*

57 3.63 ***

35 2.42 A

22 2.70 **

Range * 4-16

AP=< .05

AAP=< .02

***Pz< .01

45495



although they improved the most, began with the lowest ratings and ended

with the lowest ratings. This finding can be interpreted in one of two

ways:

Persisters were most strongly motivated to stay in

Job Corps because of previous bad experiences on the

job, and were the most cautious of the groups in rating

their post program jobs.

Persisters' jobs before and after the program were

not.any worse than those of other groups, but these

youth's standards began high and remained high.

In the absence of information about actual pre-program and post-program

jobs of the three groups, conclusions regarding these items and this

scale cannot be reliably drawn. That Persisters improved the most is,

however, a positive finding for Jqb Corps.
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3.3.2 Vocational Aspirations

An attempt was made to ascertain the respondents' perceptions of

their job standing by asking them to rate their jab status as of two years

ago, now, and two years in the future. The ratings were made on a tenrung

"Ladder of Life" scale, as shown below. En the sections below we examine

the results for each item. A summary of findings on these three items

follows in Tables 3-14 and 3-15. Individuals tables 3-16 to 3 -18 are

placed at the end of Section 3.3.

The items were worded as follows:

To the right is a picture of a ladder. Suppose we say that the top of the
ladder represents the BEST POSSIBLE JOB for you and the bottom now represents

the WORST POSSIBLE JOS for you.
.BEST POSSIBLE JOB

10

9

8

7

6

5

- 4
3

2

1

WORST POSSIBLE JOB

Where on the ladder do you feel you personally stand right now?

(Enter step number)

Where on the ladder would you say you stood two years ago?

(Enter step number)

Where do you think you will be on the ladder two years from now?

(Enter step number)
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Table 3-14
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table 3.15

Musa Udder of Lite agting Scores by Treatment Group

Treatment Group*

Two Veers ago 'Right Mow' two Veers tcc We I

Pretest Posttest Proust /*Oust Ptstiost Postteet i

Persletors 4.11 4.33 5.64 4.02 4.40

...

6.61

Dropouts 3.94 4.0 5.63 5.94 8.53 4.30

Mahon* 4.33 4.20 5.71 5.04 8.82 7.73

i i i

Possible gaol.: 1 -10
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Perceived Job Status "Two Years Ago"

It is important to remember that, in most cases, a decrease in

perception of job status two years ago represents an increase in aspirations.

Since these youth were unlikely to have had good jobs in the past, a

decrease in perception would have represented a realization of this. If, on

the other hand, the respondent had been unemployed since Job Corps, previous

jobs might have looked better by comparison, thus yielding an increase in

It appeaks as if bath formulations are applicable in this case,

AS there was a significant negative correlation of posttest scores with

being employed at the time of the posttest. This means that those who were

working were likely to see previous jobs at a lower level than those who

were not working.

Thera were no overall differences among groups on the pretest or the

posttest. Dropouts as a group increased their perceptions of their pre-

vious jobs signficantly. It is not surprising that Dropout males and NoShow

females recorded the highest perceptions, since they were the most likely

.to have been unemployed at the time of the posttest.

It can be concluded that Job Corps did not increase the aspirations

of those who had been enrolled. In fact, only NoShow women decreased their

perceptions. They began at a much higher level than the other groups,

however. Perhaps their sense of already doing well in the job market was

what kept them from enrolling. Ten months (and much unemployment) later,

their perceptions had "coma down to earth" somewhat. There is a possiblity

that this decline only reflects regression toward the mean, however.

Perceived Job Statmslisbitliow

Regarding job status right now, it is difficult to interpret

increases and decreases. If the youth was indeed working at a better job

than at the time cif the pretest, an increase in perception would have been

warranted. If the youth was not working at a better job than priaviously,

a decrease in perception would have indicated higher aspiration. There

is, unfortunately, no way to validate these findings because no objective data

on job quality was provided. Two correlations, however, of posttest

"right now" scores with posttest employment status Were significantly

positive, an indication that those who were working perceived themselves

as higher on the ladder than those who were not working.
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In the present study only NoShow women changed their scores. They

decreased their perceptions from the highest of any group to the lowest.

The same interpretation as in the case of "two years ago" can be made: The

women failed to enroll in Job Corps because they were satisfied with their

current jobs. By the time of the posttest, they were not nearly so satisfied.

Perceived Job Status in Two Years

On this measure the assumption would ordinarily be that those who

raised their scores from pretest to posttest also raised their vocational

aspiration. In this study, however, a ceiling effect was operating which

prevented significant increases from manifesting themselves. AS in the case

of current job status, NoShow women scored the highest of any group on

the pretest and declined significantly from pretest to posttest. Here the

interpretation is more or less the same as has been made previously: No

Show women were far less optimistic about their situations after ten more

months in the labor market.

Because of the presence of the ceiling effect, it is not surprising

that slight decreases were recorded. The fact that the Job Corps groups

stayed stable is a positive finding for Job Corps, under the circumstances.

3.3.3 Summary -- Interest in Work

Job Corps seems to have had a positive impact on those who stayed

at least three months. Although they consistently rated aspects of their

jobs somewhat lower than aid other groups, their improvement was also

most consistent.

The vocational aspirations scale is difficult to interpret without

other data on post-program employment. However, the change in the scores

on the three items for the entire sample is a rather interesting one, as

seen in the summary table provided (Table 3-15). Whereas the mean rating

on the pretest changed from about 4.1 to about 5.6 between "Two Years Ago"

and "Bight Now," it jumped an optimistic three points (to about 8.6)

between "Right Now" and "Two Years from Now." This suggests an overall

optimistic future perception by the sample at the time of the pretest, an

agreement that things will be much better in the future.
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The "Two Years from Now" findings suggest that Job Corps Peraisters

remained optimistic about their prospects after Job Corps, while the Drop-

out males and especially the NoShows demonstrated a more pessimistic pros-

pect. Such a conclusion can be drawn despite the operation of the ceiling

effect.
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Table 3-18

CHANGES IN: "WHERE WILL YOU STAND TWO YEARS FROM NOW ?" LADDER OF LIFE

By si.X AND TREATMENT GROUP

MUMLIMMIL1WL 's

Mean
Pretest
Score

Mean
Posttest

Score

Mean
Difference

Score

Difference
Score

t

Persisters 8.68 8.61 -0.07 119 0.30

Males 8.54 8.63 0.09 67 0.27

Females 8.87 8.60 -0.27 52 0.94

Dropouts 8.53 8.30 -0.23 161 1.18

Males 8.70 8.32 -0.38 93 1.47

Females 8.31 8.28 -0.03 68 0.10

NoShows 8.82 7.73 -1.08 60 3.09***

Males 8.36 7.64 -0.73 33 1.40

Females 9.37 7:85 -1.52 27 3.42***

Possible ranges 1-10

Significant F tests:
Across groups on the pretest (overall and women) F = 3.56*/3.26**
Acrosi groups of difference (overall and women) F = 3.49 * /4.L1 **

Between sexes on the pretest (NoShows only) F 6.06

*pws< .05
**pws< .02

***P=< .01
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3.4 Employment Status

The focus of the present study was on the noneconomic impacts of

Job Corps training. Nevertheless, during the posttest, respondents were

also asked whether or not they were currently employed (full- or part-time)

and the number of months they had worked either full- or part-time since

their Job Corps termination. In the case of NoShows, the period asked

about was since they had applied for the Job Corps. Three variables were

derived from the employment items.

3.4.1 Employment Status at Posttest

The first variable was simply whether or not the respondent was

employed full- or part-time at the time of the posttest interview. Table

3-19 presents the employment status of the three groups at the time of

the follow-up interview.

Table 3-19

Employment Status At Time of Follow -up Interview
By Job Corps Status
(in percentages)

Currently
Employed
Pull-Time

Currently
Employed
Part-Time

Not
Employed

Persisters 21 5 74

Male 22 7 71

Female 19 3 79

Dropouts 12 9 79

Male 11 8 81

Female 13 10 77

NoShows 17 10 73

Male 23 15 63

Female 10 3 87

There are no statistically significant differences among the three groups

(X
2
=6.88; df=4; p=ns). However, the table shows that while the unemploy-

ment rate was approximately equal for the three groups, a greater percentage

of the employed Persisters were working full-time (approximately 80%) than

of the employed Dropouts (57%) or of the employed NoShows (630. While the

numbers are too small to be highly reliable, there is an indication that

the employment fcund by the Persisters tended to be more full time than that
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found by either the NoShows or the Dropouts. This is particularly notable in

contrast to the NoShows, who had much more time to seek a full-time job. In any

case, there is no evidence here to suggest that NoShows or Dropouts failed to

enroll in or terminated from Job Corps in order to accept full-time employment.

In terms of male-female differences, there appear to be none in

either the Persister or the Dropout groups. However, there is a suggestion

that NoShow women found it harder to get a job -- either full- or part -time

--than their male counterparts. At the time of the interview, more than

one-third (38%) of the NoShow males were employed, compared with only 13%

of the NoShow, women. Neither the differences aeong all of the groups

X
2
*15.07; dfl01 NS) nor between male and female NoShows were statistically

significant (X
2
615.60; dfms; NS). Nevertheless, given that women tradition-

ally find it harder than males to get full -time work, it may be that the

Job Corps experience brought the women in the Persister and Dropout groups

Up to the employment levels of their male counterparts, whereas without

Job Corps, their chances for employment would have been substantially Tess.

Findings in Section 2.1 indicated that Job Corps women did not improve in

job-related attitudes and skills any more than NoShow women. The higher

employment rate of Job Corps women may have been related to the vocational

training received.

3.4.2 Amount of Time Employed Since Job Corps

The second employment variable looked at was the amount of time

the respondent was employed, full time and part time, between the end of

the Job Corps experience and the follow -up interview. As is shown in Table

3-20, the NoShows, on the average, reported being employed two and a half

times as long as the Persisters and nearly three and a half times as long

as the Dropouts. Most of this difference, of course, was expected, since

the NoShows had been in the job market considerably longer than either the

Dropouts or the Persisters. What was not expected, however, was the vast

differences between men's and women's employment experience. In the two

Job Corps groups women worked more than men, both full time and part time,

while the opposite was true for NoShows. Furthermore, despite their longer

time in the labor market, NoShow women did not work significantly more than

Job Corps women. What this may mean is that Job Corps gave the women in

this sample skills which made them highly employable, skills that NoShows
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did not gain. Men, on the other hand, took longer to re-enter the labor

market successfully. By the time of the posttest, however, Persister men

were more likely than Persister women to be working and almost as likely

as NoShow men.

Table 3-20

Months
Worked

Full -Time

,

Months
Worked

Part-Time

Persisters 1.101 .500

Males .936 .418

Female 1.333 .615

Dropouts .815 .536

Males .754 .452

Females .896 .646

NoShows 2.771 1.215

Males 3.489 1.444

Females
_

1.824 .912

Males: Males:

F=26.22 F=7.61
p=<.001 Pm<.001
df=2/278 df=2/278

Females Females
F=2.09 F=.34
p=ns pans
df=2/205 df=2/205

Another interpretation of this phenomenon would be that work patterns

differed by sex more than by treatment group. The data area

1. At four months, women had worked 30% more months than men
but were somewhat less likely to be working currently.

2. At ten months, women had worked about half as much time
as men and were one-third as likely to be working currently.

These two facts lead to the speculation that women of all groups tended to

work less and less as time went on, and men worked more and more. The

work frequency curves of men and women probably looked like this:
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% time
working

2 4 6

months

8 10

This interpretation implies that the work patterns of men and women were

unaffected by Job Corps training. Because the data on NoShows and the Job

Corps groups was gathered after different time lags, there is no way to

investigate this possibility further.

3,4.3 Relationship of Employment Variables to Outcome Measures

Although the scales and items used in this study were considered

valid and reliable for this population (insofar as they had bean validated),

it is important for a study of this type to take every opportunity possible

to retest the validity of the scales. One of the most important types of

validity to investigate is criterion validity, which answers the question

"Does a high score on or improvement on this scale correlate with a high

level of or improvement on the behavior which the scale is purported to

predict?" Because the present study gathered data both from scales and

behavioral self reports( a limited test of criterion validity was undertaken.

Posttest scores on scales which were Used to measure indirect job

skill acquisition were correlated with self-reports of (1) current work

status, (2) amount of time employed since Job Corps and (3) percent time

employed since Job Corps.

Findings were disappointing. As the table below indicates, only

three correlations of the twenty-seven were significantly different from

zero. The three significant correlations were in the expected direction:

those who were currently working rated their "work status now" higher, and

their "work status two years ago" lower, than those who were not working

at the time of the posttest interview. Similarly, those who had worked the

greatest percentage of time since Job Corps rated their "work status now"

highest.
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Table 3-21

Correlation of Posttest Scores on Job - Belated
Outcomes with Employment Status Variables

CRITERION

SCALE

Length of
employment
since Job Corps

'Percent time
employed
since Job Corps

Currently
Working

Job Seeking Skills .06 0 .04

Job Holding Skills -.03 -.04 -.02

Job Knowledge -.04 -.07 -.01

Work Ethic -.02 -.03 -.08

Lack of Jo' Skill
Confidence .01 .05 .08

Work Relevant
Attitudes 0 .01 -.05

Work Status
Two Years Ago 0 -.02 -.10*

Work Status Now .05 .10* .16***

Work Status Two
Years from Now -.03 .03 .05

- _

*pm<.05

***P=<.001

What was disapointing was the lack of correlation of such scales

as Job Seeking Skills, Job Knowledge, etc. Although there may have been

good reasons for those with high scores not to be working** (poor job

market, pregnancy, family obligations), the absence of any relationship

casts the predictive value of these scales into question. Either the scales

do not measure skills they purport to measure, or the posession of those

skills did not affect the work behavior of this sample. Further research

must be conducted to identify those scales which are valid against such

behavioral criteria.

**These correlations were computed only on respondents who were not in
school full time at the time of the posttest.
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3.5

Although the overall employment rates for all of these groups of

young people were low, it is possible that the Job Corps experience for

those who stayed on past the initial ttee months was beneficial; they

did seem to find more full-time employment than those who dropped out

before three months. While conclusions are only speculative without figures

at comparable intervals for the three groups, it also may be that previous

Job Corps enrollment helped young women's employment chances. Their

employment rate was essentially similar to those of their male counterparts-. -

a parity which v.= not found among the NoShms.

The lack of correlation of posttest scores on job -relatN2 outcome

variables with post-program employment status indicates that these scales

lack criterion validity, as tested by the three employment status items

in this battery. Although the study was not designed as scale validation

research, this finding calls into the question the validity of the results

of these scales.
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4.0 FINDINGS ON SOCIAL-ATTITUDINAL IMPACTS

Five outcomes were included in this area of study. All are inter-

personal in nature. Job Corps attempts to improve social attitudes by

means of its counseling and residential living programs. Through coun-

seling, it tries to help youth deal with family problems, difficulties

in interpersonal relations and difficulties in adjustment to center life.

The residential living program offers enrollees peer group companionship,

extra-curricular activities and leadership opportunities. The five out-

comes in the social-attitudinal area attempted to measure the impact of

these Job Corps program services. The outcomes were:

Attitude Toward Authority

Self-Esteem

Criminal Justice System Involvement

Family Relations

Leisure Time

The first three of these outcomes were measured by means of scales.

In each case, the research questions were the same. They were:

1. Does Job Corps have an impact on this outcome?

This question is answered by means of pre-post comparisons of mean scores

of each of the two Job Corps groups (Persisters and Dropouts) and by means

of comparing these change scores with change scores of the comparizon

group (NoShows) .

2. Are Job Corps' impacts on this variable different for men
and women?

This question is answered by means of comparisons between change scores of

males and change scores of females in each group.

3. Do there appear to be patterns of impact on these vfriables?

This question is answered in the summary disdussions of outcomes at the

end of the chapter.

Each outcome variable is discussed separately in this chapter,

and each scaled outcome is analyzed in the same way, for ease of interpre-

tation. First the outcome is described briefly. Then a table is presented
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which displays mean pretest scores, posttest scores, and difference scores,

separately for males and females within each of the three applicant groups

(Persisters, Dropouts, and NoShows). On the far'right of each table are

the results of t tests of significance. These tests attempt to answer the

first research question-to determine whether there was a substantial

(significant) change in the mean scores of each of the six groups from

pretest to posttest. Asterisks reference is which are significant at

the .OS level or less: the presence of more than one asterisk indicates

a higher level of significance. It should be noted that the size of the

t required for significance varies based on the sample size of each group

and subgroup.

To shed further light on the first research question, F tests

have been computed to compare the three groups at the time of pretest

and at the time of posttest. An F test has bP^n also made among the

difference scores of the three groups. Results of these P tests on

between-groups differences are reported at the bottom of the table and

-in the text, with statistical information in parentheses in cases of

significance.

To answer the second research question, F tests have been computed

to compare mean scores of males and females in each group at pretest and

posttest. Again, results are reported at the bottom of the table.

Answers to the third research question appear in summary discussions.

In addition, on some outcomes the results of interscale correlations are

reported. In order to avoid overusing the data, these correlations were

computed only in cases where associations between two scales were hypothe-

sized a priori.

In thi case of the two outcomes which were analyzed on an item by

item basis, the results on each item are displayed for men and women separ-

ately. Because these data are limited to the nominal scale in most cases,

the chi-square statistic is used to determine whether or not the distribu-

tion of respondents in the contingency table is significantly different

from the expected distribution.

As in the case of the outcomes measured by means of scales, those

measured on an item by item basis are discussed in terms of the three

research questions enumerated above.
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4.1 Attitude Toward Authority

The Attitude Toward Authority scale of the Youth Assessment

Battery was the instrument used to measure social attitudes in this

study. A. number of other social attitude scales had been considered

for inclusion but were later dropped. Cu this scale, the higher the

score, the more deferential to authority the respondent is. In Table

4-1, the results on the Attitude Toward Authority scale are arrayed.

All three respondent groups started out, at pretest, at about the same

level on this scale, with male Dropouts more deferential than female

Dropouts at a level approaching significance (r= 3.82; df * 2/210;

p .05). Of the three groups, only the Persisters increased their

-.cores reliably. The others did not change significantly, although all

subgroups except the NoShow meh improved somewhat. A surprising finding,

considering expectations based on stereotypes, was that-females in each

group scored somewhat lower (less deferential) than the males On both

pretest and posttest.

These results suggest that Job Corps training inculcates respect

for authority in both men and women, especially those who stay at least

three months.

Table 4-1

CHANGES IN: ATTITUDE TOWARD AUTHORITY SCALE SCORES

By SEX AND TREATMENT GROUP

Item:meet CwouPs

Mae
Protest
Score

Man
Posttest
Stet,

)02215,

OLfteessee
Seem N

Utterance
Store
t

Pessieters, lion 111n. 1.41 164 3.a.

Milos 4t.54 43.22 1.35 99 1.45

resale. 40.1$ 42.34 1.65 45 t.43

MEMI! llat itat t.15 21/ 141.

aloe 42.13 43 44 0.13 121 At

!wales 40.43 42.34 1.71 O. 1.10

moebees liefi Al& 0.03 74 .03

Nabs 43.70 43.13 -0.45 42 1.35

eseelee 4t.13 42.13 0.93 32 .39

Possible antes 12-60

P.t. 4 .02
*elle 4 .0t
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4.2 SelfEsteem

One of the important noneconoeic impacts that job training can

have is to give its participants a sense of self-worth. In this study,

that benefit was measured by Rosenberg's SelfEsteem Scale. The 10 items

of this scale are particularly addressed to adolescents and cover such

areas as self- concept, self-worth, and self-respect.

There were no significant differences among the three respondent

groups at pretest. Examination of Table 4-2 shows that only the Persisters

manifcsted a statistically reliable increase in self-esteem between pre-

and posttest. Persister women, in fact, moved from being the group with

the lowest scores to biting the group with the second highest scores. Drop-

outs of both sexes showed a nonsignificant drop in their Self-Esteem score...

Furthermore, the analysis of variance of the pre-post difference

scores among the three respondent groups revealed that there was a signi-

ficant Between Groups effect (F 3.199, df 2/422, p < .05) due to the.

differences between the Persisters and Dropouts (t = 2.47, df = 350,

p < .05). The fact that there were no significant differences at pretest

(in fact the dropouts began somewhat higher) indicates that the difference

score effect is a "real" one.

That is impressive is that the differences discussed above prevailed

in the presence of a possible "ceiling" effect. That is, all three groups

started out, at pretest, close to the top of the range of SelfEsteem scale

scores (the possible range of scores on this scale is 10-20). Thus the

fact that the Dropouts' Self-Esteem scores declined and the NoShows' scores

did not increase could be Attributed to a ceiling effect artifact. Assuming,

however, that the change scores are not a function of such an artifact, it

can be concluded that remaining in Job Corps gave the Persisters (particularly

the females) an increased sense of self-worth. It is interesting to note

that there is a significant positive correlation (r00 .18, p <.001) in the

Persister group between the Self-Esteem Scale change score and the tendency

to join the Job Corps as a result of problems at home. It might be conjec-

tured that as the Persisters were removed from their home environments for

a substantial period of time, they discovered that they functioned much

better away from home, and as a result, their self-esteem increased.

473

513



Table 4-2

CHANGES IN: SELF-ESTEEM SCALE SCORES

By SEX AND TREATMENT GROUP

Treatment Groups

Main
Pretest
Score

Mean
Posttest
Score

Mean
Difference
Score N

Difference
Score
t

Persisters 17.30 17.69 0.39 155 2.04 *

Males 17.36 17.54 0.20 92 0.84

Females 17.21 17.89 0.68 63 2.10 *

Dropouts 17.53 17.28 -0.25 197 1.55

Males 17.45 17.20 -0.25 106 1.13

Females 17.63 17.39 -0.24 91 1.06

Noshows 17.64 17.83 0.19 71 .69

Males 17.72 17.90 0.18 40 .50

Females 17.55 17.74 0.20 31 .48

Possible range: 10-20

Significant F tests: Across groups on difference scores (overall) F=3.49*

*p= <.05
**p= <.02

***p= <.01
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Although the decrease in self-esteem on the part of Dropouts was not

significant, previously discussed findings on attitudes indicate that

the failure to remain in Job Corps probably did have negative effects

on the self..imagem of these youth.

4.3 Involvement with th, Criminal Justice System

One of the most tangible non-economic outcomes that Job Corps hopes

to achieve is a reduction in the recidivism rate of youngsters who come to

Job Corps with a history of delinquency or adult offenses. Regulations

indicate that applicants with court histories are to be considered "ques-

tionable" in terms of eligibility, with the decision made by the Regional

Office on a case -t1 -case basis. Youngsters with histories of violent or

property crimes are usually rejected; those with status offenses (runaways,

incorrigibles) are usually accepted. According to data from Job Corps

records, 10% of the Banisters and 11.% of Dropouts in this sample were

*questionable*" at the time of application.

On the pretest and posttest instruments, five questions regarding

crimins: justice system involvement were asked. Information on arrests,

convictions, court appearances, probation and incarceration were requested.

Although responses to such sensitive questions are often considered unre-

liable, the self-report method of measurement was chosen instead of research

into court records because of the issue of confidentiality. Because of

the assurances of anonymity given in the instrument instructions, the

research staff felt that the respondents would offer honest responses.

Questions on the pretest and posttest were worded somewhat dif-

ferently. For example, on the pretest, respondents were asked if they had

ever been arrested. On the posttest they were asked if they had been

arrested "since your Job Corps experience ended,** a period of two to four

months for the Job Corps groups, and eight to ten months for the NoShows.

The posttest time frame is therefore much shorter than that of the pretest

The instruction stated:

"We will be asking you questions about what has happened to you since your
Job Corps experience ended. If you did not actually go to Job Corps, when
we say 'Since your Job Corps experience ended' we mean since you applied
to Job Corps. If you were in Job Corps, when we say 'Since your Job Corps
experience ended' we mean what has happened to you since your Job Corps
termination."
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and the "yes" response rate is accordingly much smaller on most items. It

should be remembered that the NoShow time frame on the posttest is more than

twice as long as that of the other two groups.

A scale of criminal justice system involvement was developed to

incorporate all five items. The scale ranges from 0 to 5, with scores repre-

senting the number of "yes" responses. Ads linear scoring method was chosen

because answers here tend to be cumulative; a person who had been arrested

only would score one, while a person who had been convicted would score two,

one for the arrest and one for the conviction. Table 4-3 displays the

findings.

As Table 4-3 indicates, all groups except Dropout females and

NoShow females significantly reduced their police and court involvement.

This drop was expected, considering that the time period covered was only

four to ten months on the posttest. The fact that the two groups of women

did not decline significantly is probably an artifact of a'"floor" effect; that

is, they were so low on the pretest that they could not decrease their scores.

Males in each group were higher than females on both the pretest

and the posttest. Among women, Persisters were significantly higher on

the pretest and reduced their scores significantly more; female Persisters

had the lowest rate of police involvement on the posttest.

NoShows were expected to reduce their scores less than those in the

Job Corps groups because the time period covered for them was more than

twice as long. Their posttest scores were somewhat higher, but not nearly

as much as would have been justified by the time difference. This lack of

difference indicates either that. he Job Corps terminees had a relatively

high rate of police and court involvement or that this scale is not sensitive

to the kinds of differences likely to appear over time.*

The findings for Persister women are encouraging for Job Corps.

For some reason women with previous court problems tended to stay longer in

Job Corps and reduce their rates of police involvement markedly. These

women seem to have found Job Corps a positive influence.

In an attempt to shed more light on the phenomenon of police and

court involvement, the five items on the scale wer.1 analyzed separately.

*
For example, the posttest question asked "Have you been arrested since your
Job Corps experience ended?" Those who had been arrested several times and
those arrested once would have both answered "yes," and no differentiation
was possible.
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Table 4-3

CHANGES IN POLICE INVOLVEMENT

By SEX AND TREATMENT GPOUP

Treatment Groups

Moan
Pretest
Score

Mean
Posttest
Score

Mean
Difference

Score N,

Difference
Score

t

Persisters 1.37 .41 :AM. 165 7.01***

Males 1.64 .61 -1.03 99 5.30***

Females .97 .10 -0.86 66 4.72***

Dropouts 11.30 .55 -0.75 205 6.05***

Males 1.90 .79 -1.10 116 6.07***

Females .52 .24 -0.28 89 1.95

Noshows 1.30 .68 -0.62 69 2.71***

Males 1.94 .92 -0.82 39 2.47*

Females .73 .37 -0.37 30 1.20

Possible range: 0-5

Significant I tests: Across grows on difference scores (women only) 1=3.18.

Between the sexes on the pretest and the posttest (all thrl groups)

*g < .05
**p < .02

***P = < .01
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4.3.1 Legal Status rtems - Males

For males, there were no significant differences among Persisters,

Dropouts, and NoShows on any of the five items on the pretest or the posttest.

The first item was arrests:

Table 4-4
(in percentages)

Males

Have you ever been arrested
by the police?

Pretest: Yes No

Persisters 55 45

Dropouts 60 40

NoShows 57 43

X
2
= .59

df = 2

p = ns

N = 267

Have you been ,wrested by the
police since your Job Corps
experience ended?

Posttest: Yes No

Persisters 19 81

Dropouts 20 80

NoShows 31 69

X 2.6
df = 2
p = ns
N = 274

Pre-post
"yes"

differences

36

40

26

NoShows reported only a slightly higher arrest rate than other groups on

the posttest, although the time period covered was more than twice as long. The

number of arrests is not specified here, however.

Court appearances and convictions are examined next:

Table 4-5
(in percentages)

Males

AY,

Have you ever been up before
a judge for anything?

Pretest:

Persisters

Dropouts

NoShows

Yes No

46 54

48 52

47 53

Have you been up before a judge'
for anything since your Job
Corps experience ended?

Posttest: Yes No

Persisters 20 80

Dropouts 24 76

NoShows 29 71

478

It

5.18

X
2
= 1.2

df = 2

p = ns

N = 279

Pre-Post
"yes"

differences

26

24

18



Table 4-6
(in percentages)

Have you ever been convicted
of a crime?

Pretest: Yes No

Presisters 18 82

Dropouts 17 83

NoShows 21 79

X
2

= .34
df = 2

P = ns
N = 272

Males

Have.you been convicted of
a crime since your Job Corps
experience ended?

Posttest: Yes No

Persisters 7 73

Dropouts 11 89

NoShows 10 90

X
2
= 1.2

df = 2

p = ns

N = 272

On both court appearances and convictions, all groups decreased on the

posttest, and the conviction level of NoShows over ten months was no more than

for the other groups over four months. There were no significant differences

among groups. The pretest and posttest conviction rate was less than half the

rate of court appearances, on both _.3 pretest and the posttest. This is

probably a reflection of the non-conviction procedure of most juvenile justice

systems.

The next question dealt with time in prison:

Table 4-7
(in percentages)

Males

Have you ever spent time in
jail or prison?

Pretest: Yes NO

Persisters 16 84

Dropouts 17 83

NoShows 21 79

X
2
a .52

df = 2

p = ns

N = 268

Have you spent time in jail or
prison since your Job Corps
experience ended?

Posttest: Yes No

Persisters 14 86

Dropouts 11 89

NoShows 14 86
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p 4 ns

N = 268

Pre -Pos t
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differences
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Incarceration rates are interesting because, like convictions, pre-

test rates were low and there was little difference between pretest and post-

test rates. This similarity is probably due to the respondents' increase in

age, which made them less likely to be released into the custody of a parent.

NoShows, over twice as much time, showed no more instances of incarceration.

The final question covered probationary status:

Have you ever been put on
probation by a judge?

Pretest: Yes No

Persisters 36 64

Dropouts 36 64

NoShows 25 75

Table 4-8
(in percentages)

Males

Have you been put on probation
by a judge since your Job
Corps experienced ended?

Posttest: Yes No

Persisters 5 95

Dropouts 12 88

NoShows 10 90

X
2
= 2.1

df = 2,

p =ns

X2 = 4.06
df = 2
p = ns

N = 269 N = 274

Pre-Post
"yes"
differences

31

24

15

Although differences were not significant, Persisters were less likely

than other groups to have been placed on probation after Job Corps.

4.3.2 Legal Status Items - Females

In comparison to males, all items of police involvement were low for

all groups, both pre- and post. The comparison of the legal status of females

contains one significant finding: Female Persisters were most likely to have

been on probation prior to Job Corps.

Items are discussed in the same order as for males. Arrests are

first:
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Table 4-9
(in percentages)

Females

Have you ever been arrested
by the police?

Pretest: Yes No

Persisters 25 75

Dropouts 16 84

NoShows 13 87
.11-_

Have you been arrested by
the police since your Job
Co s rience ended?

Posttest: Yes No

Persisters 4 96

Dropouts 5 95

NoShows 6 94

X
2
= 2.9

df = 2
X
2
= .31

df = 2
p * ns p = ns
N = 199 N = 203

1w,

Pre-Post
"yes"

differences

21

11

7

As noted in the discussion of the scale scores above, Persister

women cams to Job Corps with a more serious police history. As is shown

here, they had the highest pre Job Corps and lowest post Job Corps arrest

rate.

The next table illustrates rates of court appearance:

Table 4-10
(in percentages)

Females .

Have you ever been up before
a judge for anything?

Have you been up before a judges
for anything since your Job
Corps experience ended?

Pre-Post
"yes"

differences.

Pretest: Yes No Posttest: Yes No

Persisters 32 68 Persisters 4 96 28

Dropouts 20 80 Dropouts 7 93 13

NoShows 25 75 NoShows 9 91 16

X2 * 2.7
df 2

p = ns
N = 201

X2 = 1.38
df = 2
p = ns
N = 204

Persister women were highest on the pretest and lowest on the posttest

in rate of court appearance. Next, convictions are displayed:
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Table 4-11
(in percentages)

Have you ever been convicted
of a crime?

Pretest:

Persisters

Dropouts

NoShows

Yes

11

4

6

No

89

96

94

Females

Have you ever been convicted
of a crime since your Job
Corps experience ended?

Posttest:

Persisters

Dropouts

NoShows

Yes No

0 100

4 96

6 94

X
2
= 2.4

df = 2

X2 = 4.02
df = 2

p = ns p = ns
N = 199 N = 204

Dropouts and NoShows reported the same conviction rates on the 'pretest
and posttest. Persisters, on the other hand, went from 11% to 0%, an encouraging

finding for Job Corps.

The incarceration rate for women is displayed in the next table:

Have you ever spent time in
jail or prison?

Pretest:

Persisters

Dropouts

NoShows

Yes No

10 90

8 92

9 91

X
2
= .13

df = 2

P = ns
N = 192

Table 4-12
(in percentages)

Females

Have you spent time in jail or
prison since your Job Corps
experience ended?

Posttest:

Persisters

Dropouts

NoShows

Yes No

1 99

4 96

6 94

X
2
= 1.93

df = 2

p = ns

N = 192

Pre-Post
"yes"

differences

9

4

3

Unlike males, females in all groups reduced their rates of incarcera-

tion. Again, Persisters made the greatest gains, although differences were

small.
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The final question concerned probation:

Have you ever been put on
probation by a judge?

Pretest: Yes

Persisters 22

Dropouts 8

NoShows 16

No

78

92

84

X
2
= 6.31

df = 2

p = <.04
N is 193

Table 4-13
(in percentages)

Females

Have you been put on probation
by a judge since your Job
Corps experience ended?

Posttest:

Persisters

Dropouts

NoShows

Yes No

1 99

3 97

6 94

X
2
= 1.87

df 2

p = ns
N = 204

Pre-Post
"yes"
differences

21

$

10

This item is the only one in which significant differences among

groups were found; significantly more Persister women had been on probation

than women in other groups. Reasons for these baseline differences are

unclear. Perhaps women on probation had been in group homes or reform

cerhools and were thus more comfortable than others in an institutional

environment. Another interpretation might be that these women saw Job

Corps as a way out of their damaging home situations. In any case, the

trend observed earlier appears again: Persister women showed the greatest

decrease over time.

4.3.3 Criminal Justice System Involvement as a Factor in Outcome Scores

Because the findings on the differences among groups were interes-

ting and policy relevant, further analysis was undertaken to determine

whether differences in legal status were associated with differences in the

impact of Job Corps. Study subjects were divided into two groups -- those

who made one or more positive responses to the Criminal Justice System

Involvement questions on the pretest and those,who made no positive

responsei. The former group will be called "ex- offenders" for the purposes

of this analysis. The two groups were compared in terms of their mean

scores on outcome variables; the research question to be answered was
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"Does Job Corps have more impact on ex-offenders than on others?" NoShows

were eliminated from this analysis to assure that all youth were measured

on the impact of Job Corps.

The results of this analysis are extremely valuable to Job Corps.

On a large number of outcome variables px-offenders improved after Job

Corps mov? than others did. Table 4-14 displays pretest, posttest and

difference scores of the two groups for each outcome in which one or more

of the intergroup comparisons was significant.

On Job Seeking Skills, ex-offenders simply improved more than

the others. On Job Holding Skills, Job Knowledge, Nutrition Information,

Health Information and Ladder of Life in Two Years, ex-offenders improved

slightly or remained the same while others declined. Only on two scales --

Ladder of Life Now and Work Relevant Attitudes -- did ex-offenders fare

worse on the posttest than on the pretest. (A final variable -- Criminal

Justice System Involvement -- will be discussed in detail below). The

decline in Ladder of Life Now may not actually represent a negative finding,

since ex-offenders' consideration of themselves lower on the ladder at

posttest than at pretest may well reflect a desirable change -- a sense

of realism replacing a sense of bravado. The decline in Work Relevant

Attitudes cannot be interpreted in a positive way, however.

The fact that ex-offenders improved or did not decline on Job

Seeking Skills, Job Knowledge, Nutrition Information and Health Information

indicates that on all the scales which tested factual knowledge, Job Corps

had a positive impact on ex-offenders. Such a consistent finding is a

rarity in a study of this type, and it merits serious consideration on

the part of Job Corps officials, both for its positive and its negative

implications. Apparently, those youngsters who had police records were

the ones who also had missed much schooling. Whether they missed school

because they had to go to court or they got in trouble for missing school

is unknown. What is clear is that they made up a great deal of what they

missed in Job Corps. They were aware of this improvement evidently, because

their ratings of their job status two years from now increased from pretest

to posttest, while the ratings of the others declined. The negative implica-

tion of this finding lies in the decline of the other group. Those who

entered Job Corps with somewhat better academic skills did not improve, and

in some cases lost ground.
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foible 4-14

Upset of Outcome on tc-Oftendere

MY/ 0 no police racemes X
I. 'ex-offeedefewo X

Scale Noses f dt p

Job seeking Skills Pretest 0 12.10 7.16 1/365 4.005
Seim I+ 11.30 0

Posttest 0 12.67 2.40 1/363 as
Scores 1+ 12.15

Difference 0 .56 2.71 1/352 as
Scores I. .09

Job *oldie, Skills Pretest 0 30.43 6.23 1/363 4.02
Scores 1+ 29.87

Posttest 0 29.84 .12 1/370 as
Scores I+ 29.95

Difference 0 -.69 4.58 1/336 4.05
Scores 1. -.OS

Job tadeledse Pretest 0 2I.3V 12.10 1/362 4.031
Scores 1+ 20.11

Posttest 0 20.27 .44 1/345 as
Sceree I. 20.37

Difference 0 -1.19 8.72 1/330 4%003
Score. 1+ .27

Criminal Justice Pretest 0 0.00 1031.51 1/368 4.001
System :evolvement Score* I. 2.70

Posttest 0 0.22. 23.09 1/368 4.001
Scores 1+ 0.76

Difference 0 0.27 250.09 1/368 4.001

Sevres 1+ -1.94

Mork Palevent Pretest 0 55.76 .S$ 1/334 ns
Attitudos Sem. 1. 55.03

,*attest 0 33.09 10.8$ 1/365 4.001
Scorse 1 51.90

Difference 0 -.50 3.16 1/325 as
Scores 1+ -2.74

Nutrition Pretest 0 2.79 11.09 1/369 4.001
Intormatioe Scores 1+ 2.39

Posttest 0 2.72 4.25 1/348 4.05
Scores 1+ 2.40

Difference 0 -.09 1.92 1/360 as
Saone 1+ .10

Malth Pretest 0 12.43 10.50 1/366 4.005
Information Scores 1+ 11.46

Posttest 0 12.05 2.45 1/369 na,

Seams 14. 11.48

Difference 0 -.23 .33 1/35e as
Scores 1 .00

Ladders! Lite. ftetmet 0 3.511 .3. 1/2% es

tar stens 14. 5.77

Posttest 0 6.28 5.44 1/335 4.02
scene 14. 5.67

Vitrifies* 0 .63 4.00 1/271 4.05
Scores 1 -.10

Ladder cC Lite. Pretest 0 8.74 .48 1/292 ne
too fiefs from *or &Woo to 8.39

Posttest 0 4.21 1.07 1/333 ns
Scores 1 8.33

Difference 0 -.35 5.35 1/263 4.02
scenes 1+ .13
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The final topic for discussion here is the comparison of Criminal

Justice System Involvement of the two groups. To compare them on the

pretest would be redundant; by definition the non-offenders began at

zero, and the 2.70 mean "yes" responses of the ex-offenders was signi-

ficantly higher. On the posttest, however, the results were more valid.

The non-offenders had nowhere to go but up, and so they did, modestly.

The ex-offenders decreased sharply, but not enough to eliminate the sig-

nificant difference between groups. It was enough of a reduction, however,

to assure that the difference between change scores (non-offenders up,

ex-offenders down) would be highly significant. The question remains "Was

this reduction among ex-offenders simply an artifact of the study (the

pretest covered many years, while the posttest covered only a few months)

or can Job Corps be said to have had a positive impact on ex-offenders?"

This question cannot be answered statistically, yet it can be pointed

out that posttest scores of Persisters as a group were 30% of their pretest

scores and posttest scores of Dropouts as a group were 44% of their pre-

test scores, while the posttest scores of ex-offenders were only 28%

of their pretest scores. Job Corps can look at this finding as a major

non-economic impact.

It can be concluded that:

Ex-offenders benefited greatly from Job Corps in the
area of factual knowledge;

Non-offenders did not gain in factual knowledge from
Job Corps training;

Ex-offenders improved in criminal behavior after Job Corps
more than the sample as a whole.
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4.4 Family Relations

Two of the original outcomes proposed for study were family relations

and leisure time activities. Both were dropped as major areas of study because

of the difficulty of finding appropriate instruments to measure these outcomes.

In order to offer a limited view of changes in these areas, a number of items

were developed to be added to the posttest. The posttest items were worded

so that they could be administered both to former Job Corps enrollees and to

NoShows. The phrase "since your Job Corps experience ended" was used to give

a baseline point for comparison. Six items on the topic of family relations

were included--three items concerned behavioral changes in regard to family

life; three items concerned changes in feelings.

4.4.1 Behavioral Items

The first behavioral item presented is marriage.

Table 4-15

(in percentages)
Males

Have you gotten married
or started living with
a partner since your
Job Corps experience
ended?

.

Persisters Dropouts .NoShows Statistics

Yes 6 7 10 2 65X
df*2

p *ns
N 0265No

p

--.-------.-.----

94 93 90

Females

Have you gotten married

1

or started living with
a partner since your

'Job Corps experience
fended

r

Persisters Dropouts NoShows Statistics

1

Yes

_.......

11 12

.

10 X2° .13
df *2
p was

N 0202No

i

89 88

.

90

*The instruction stated: "We will be asking you questions about what has happened
to you since your Job Corps experience ended. If you did not actually go to
Job Corps, when we say 'Since your Job Corps experience ended' we mean since

you applied to Job Corps. %f you were in Job Corps, when we say 'Since your
Job Corps experience ended' we mean what has happened to you since your Job
Corps termination."
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There were no significant differences; all groups remained over-

whelmingly unmarried. The job Corps demographic data discussed in Appendix

B indicated that only one person who later attended Job Corps was married at

the time of application. (NoShows were not included in that data base.)

The second item concerned divorce.

Table 4-16

Table 4-16
(in percentages)

!ales

Have you gotten divorced
or broken up with your
partner since your Job
Corps experience ended?

Persisters Dropouts NoShows Statistics

Yes 12 14 2
1 2

X *3 .97

df=2
p lens

N =268

-

No 88
.

86 98

Females

Have you gotten divorced
or broken 'p with your
partner since your Job
Corps experience ended?

Persisters
1

Dropouts NoShows Statistics

Yes 19 15 17 X2= .41
df=2
p lens

N =201No

-

81 8$ 83

_.

On this variable there were again no significant differences, although

NoShow males indicated more stability in their relationships, perhaps because

those relationships were not disrupted by the absence of one partner at Job Corps.

Another interpretation is that the NoShow males, who were the most likely of

any group to be working at the time of the posttest (see Section 3.4), were

the most reliable breadwinners and therefore least vulnerable to marital

dissolution. Research from the National Longitudinal Study indicates that

marital stability and steady employment of the male are correlated.

488

528



The final behavioral variable was childbirth.

Table 4-17

(in percentages)
Males

i

Have you started your
own family since your
Job Corps experience
ended?

Persisters Dropouts No Shows

I

Statistics

Yes 13 18 12 x'1.45
df2
p ens
N 260No

1

87 82 88

Females

Have you started your
own family since your
Job Corps experience
ended?

Persisters Dropouts No Shows Statistics

Yes

_ -

21 13

-

38 x29.51
df2
P .008
I( X243

4

i

No

i

79 87 63

.

Findings here were significant for females. Over the nine-month

period since Job Corps application, almost 40% of the MoShow women had

children or became pregnant. Perhaps pregnancy was the reason why they

did not enroll. A majority of these women were probably unmarried. This

inference is derived from the fact that there was only one married applicant

in the Job Corps groups and that only 104 of the female NoShows indicated

above that they had recently gotten married. It should be noted that Per-

sister women also started their own families at the same rate, since the

period of time for NoShows was more than twice as long.

The wording of the question was probably confusing. Although it

was an attempt to measure fertility of men as well as women, male respondents

may have fathered children without feeling that they had "started their own

family." /II addition, women who became pregnant but already had a child

might have responded negatively. The same confusion would have held for

men who already had a child. This problem with the wording of the question
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might explain the lower "yes" rate for Dropout women. They might have

dropped out because of child care problems. This is a fairly common prob-

lem among Job Corps women. If they did have children at the time they

were enrolled, then subsequent pregnancies would not have showed up as

"yes" answers to this question.

Although the wording of the question lowered the reliability of the

responses, it should be remembered that such lack of reliability means

only that respondents, both male and females might have under-reported their

fertility rates.

The lack of real differences among groups (when time adjusted

for) indicates that Job Corps has no impact on the high teenage pregnancy

rate. Becacze of problems with the wording of the question, it is difficult

to interpret male-female differences on this item.

4.4.2 Attitudinal Items

The first attitudinal item presented is changes in general family,

relations. The question did not specify whether "family" referred to

parents and siblings or to spouse and children.

Table 4-18
(in percentages)

Males

Since my Job Corps
experience ended, my
relations with my
family have

Persisters Dropouts Noshows Statistics

1-

Become better 35 29 15 2=10 6X
df= 4
p = <.03

N =26gStayed about the same

,

54 64

.

83

-

Become worse 11 7

.

2 s

t-J30
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Females

Since my Job Corps
experience ended, my
relations with my
family have

Persisters Dropouts NoShows

-

Statistics

Become better- 26 23 25 X20 .60
dfi#4

p iwns

N =202Stayed about the same

-

59 64 63

Become worse 16

,

13

.

13

In the area of feelings about their families, significant differences

were found amongthemales. NoShows were most likely to report no change;

while Persisters reported the mast change, both positive and negative.

Women overall were more likely than men to report negative changes in family

relations, and like the men, female Persisters reported the most change.

Job Corps seemed to help men get along better with their families, per-

haps because, having been on their own for a while, they were more able

to see their families in perspective. For women, on the other hand, the

Job Corps experience did not seem to be a factor in their changes in

feelings.

The second attitudinal item presented is charges in heterosexual

relations.
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Table 4-19 (in percentages)

Males

1

Since my Job Corps
experience ended, my
relations with my husband/
wife or boyfriend/girl-
friend have:

Persisters Dropouts NoShows Statistics

Become better 38 30 10 x2=13.44

df= 6
P = <.03
N =264Stayed about the same 37 43 63

Become worse 11 14 10

I have no husband/wife
or boyfriend/girlfriend

15 13 17

Females

Since my Job Corps
experience ended, my
relations with my husband/
wife or boyfriend/girl-
friend have:

t--,
Persisters Dropouts NoShows Statistics

Become better 31 24 31 x 2=8.12
df=6
p =ns
N =198Stayed about the same 37 39 56

.

Become worse

._

13 17 9

I have no husband/wife
or boyfriend/girlfriend

18 19 3

Here again, findings for males but not females were significant.

The trend is similar to that in the previous question; NoShows reported

the least change and Persisters reported the most positive change. On

this item as well as on the previous one, female NoShows reported feeling

as positive as the Persisters and not as negative. The most negative change

was reported by the female Dropouts. Apparently, the Job Corps experience
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helped men relate not only to their families, bualso to their partners.

That it did not help women to do so must be viewed with concern.

The final attitudinal item presented is change in feelings about

living partners.

Table 4-20 (in percentages}

Males

.

Since ay Job Corps
experience ended, how

j: feel about the person
or persons with whom I
live has:

._,

Persisters Dropouts NoShows Statistics

Become better 40 32 27 x2=3.98
df*4

p ng
N *268Stayed about the same 52 57 68

Become worse 10 11 5

Females

.

Since my Job Corps
experience ended, how
I feel about the person
or persons with whom I
live has:

I

Persisters Dropouts NoShows Statistics

r.

Become better

.

42 34 41

-
21,4 47X

df*4

Stayed about the same 49 57 47--
P °o s
N *20 0

Become worse 9 9 19

The general trend continued here: female NoShows felt as positively

as Persisters about their chgnges over the past few months. In this case,

however, a high proportion of female NoShows reported negative changes. Male

NoShows again reported the least change, either positive or negative. Dif-

ferences here were not significant for either sex.

'
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4.4.3 Conclusions

Findings on the behavioral questions indicate that Job Corps had

no impact on the rate of marriage, divorce or childbearing of this res-

pondent group. Because of the variation in time period covered, the lack

of differences among groups is difficult to interpret. Furthermore, the

wording of the childbearing question makes its results unreliable. Thus,

little significance should be attributed to these findings.

The attitudinal questions were not subject to such difficulties,

however. Amin males, two of the three questions yielded significant

differences among groups. In each case, NoShows reported the least change

and Persisters reported the most (and most positive) change. Job Corps

clearly made an impact on the attitudinal part of the family relations

outcome for males.

In the case of females, the findings were less encouraging.

Persisters and NoShows responded almost identically, with Dropouts

reporting an only slightly more negative picture. It appears, therefore,.

that Job Corps had no impact on women's attitudes toward their families

and living partners.
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4.5 Leisure Time

Like family relations, this outcome was dropped as a major focus

because of the difficulty of measuring it. Again, however, some insight

can be gained by examining the posttest results of five items which were

developed to examine changes in friendships and activities.

The first item presented is the making of new friends:

Table 4-21
Cin percentages)

Males

Have you made new
friends since your Job
Corps experience ended?

Persisters Dropouts NoShows Statistics

Yes 69 74 81 2=2 04X
df=2
p =ns

N =269No 31 26 20

Females

Have you made new friends
since your Job Corps
experience ended?

Persisters Dropouts NoShows Statistics

Yes 68 74 77 2 i ..h
0
AX =4.J

df=2
p =ns

N =203
1

i

No 32 26

1

23

There were no significant differences for either sex. Unlike the

pattern in the Family Relations, outcome, here the NoShows reported the

most change and the Persisters the least. For both males and females,

NoShows, then Dropouts, then Persisters were most likely to have made new

friends. Of course, NoShows had the most time to make new friends "since

their Job Corps experience ended." This alone might explain the small

marginal differences.
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The second item presented is relationships with friends;

Table 4-22
(in percentages)

Males

Since my Job Corps
experience ended, my
relations with my
friends have

Persisters Dropouts NoShows Statistics

Become better

.

33

__.

35 12

.

X2=10.25
df= 4
p a < .03

N =267Stayed about the same 60 59 85

Become worse 7 7

-. ._ .

2

Females

Since my Job Corps
experience ended, my
relations with my
friends have

Persisters Dropouts NoShows Statistics

Become better 30 25 28 2,ea2 ci
..ac.X

df=4
p =ns
N =202Stayed about the same 66 63 59

Become worse 4

f

12 13

Here the NoShow males returned to their previous mode of response; they

reported significantly less change than the other groups. Also, Persisters

and Dropouts were more likely than Noshows to have improved their re-

lationships with friends. Among females there was little difference among

groups, except that Persisters felt that their relations had gotten worse

only a third as often as women in the other two groups.
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The next item presented in participation in sports:

Table 4-23
(in percentages)

Males

Since my Job Corps
experience ended, nY
interest and participation
in sports has:

Persiaters Dropouts NoShows Statistics

Become better 37 4S 32
.

-

2=2 86X
df=4
p inns

N =267Stayed about the same SS SO 61

Become worse 8 6 7

Females

Since my Job Corps
experience ended, my
interest and participation
in sports has:

1

Persisters Dropouts NoShows Statistics

Become better

. .

34 2S 22
X2 :3.23

df=4
p inns

N 0203
Stayed about the same S9 62 66

Become worse 7
I

13
1

13

There were no significant differences on this item. As usual,

NoShows reported the least change among the men. This was also the case

among women, although differences were small. There was a slight tendency

among both men and women for both Job Corps groups to report the most posi-

tive change. Perhaps the availability of.recreational activities in Job

Corps served as a catalyst for increased later participation.
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The next item presented is interest in hobbies:

Table 4-24

(in percentages)

Males

.

Since my Job Corps
experience ended, my
interest in hobbies has

Persisters

_

Dropouts

_

NoShows

-

Statistics

Become better 37

.

43 24

.

2=. .1
X %*,
df=4
p ns

N
=26

Stayed about the same 56 50 68

Become worse 7 7 7

Females

Since my Job Corps
experience ended, my
interest in hobbies has

.

Persisters Dropouts NoShows Statistics

Become better 32 31 28

-

X
2= 35

df=4
p =ns
N =203Stayed about the same 60 61 66

Become worse 7 8 6

Responses to this item were similar to those on the previous item;

Job Corps veterans reported more interest in hobbies. There were no sig-

nificant differences, although NoShows (this time of both sexes) continued

to show the least change.

The final item in this outcome is feelings about the environment

in which the respondent lives:
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Table 4-25
(in percentages)

Males

Since my Job Corps
experience ended, how
I feel about where I
live has:

i-

Persisters Dropouts NoShows Statistics

Become better 29 27 12
X2 6.2

df=4
p uns

N =269
Stayed about the same 60 61 81

Become worse 12 12

-

7

Females

Since my Job Corps
experience ended, how
1 feel about where 1
live has:

Persisters Dropouts NoShows Statistics

Become better 33 35 25

x
2
=2.44

Stayed about the same 54

_

47 53

,

dfu4
p =ns
N =202

r

Become worse 13 18 22

Responses to this final question repeated the pattern of the previous

two. The two Job Corps groups felt better about their environments, although

t:texe were no significant differences. The least change was among male

NoShows and the most negative change was among female NoShows.

Conclusions

Responses to these items showed a definite pattern that is encour-

aging to Job Corps. The leisure time activities offered by Job Corps

resulted in a feeling of positive change among males, both PersisterV and

Dropouts, who were exposed to them. The tendency for NoShow males not to

change, and to be least likely to report positive change, was noted in the

Family Relations section and continued here.
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For women, findings followed no discernable pattern. As in the

case of Family Relations, it must be concluded that Job Corps had little

impact on women on this outcome.

4.6 Summary: Social-Attitudinal Impacts.

This area of study included scales which measure both behavioral

and attitudinal change in the area of getting along with others -- friends,

family, authority figures. On the three formal scales, Persisters improved

more than the other two groups. On the two item-by-item outcomes, Per-

sisters improved at least as much as the other two groups. The impact of

Job Corps on those who stayed at least three months is clear.

Xt is encouraging for Job Corps that Dropouts performed quite well

on this cluster of outcomes. On every outcome except Self-Esteem, their

positive changes approached or exceeded those of the Persisters. This

was more true for males than for females.

Probably the most important findings were those recorded for the

criminal justice system outcome. Job Corps' positive impact on ex-offender

women is most encouraging, both in terms of length of stay and in terms

of recidivism. The program also helped both male and female ex-offenders

in acquiring remedial education in a variety of areas.

The Family Relations and Leisure Time outcomes were measured in

the least reliable way -- through a series of previously unvalidated items.

The findings on these outcomes were relatively positive for Job Corps, although

the lack of reliability calls some of the results into question. Xt remains

for further research to study the impact of Job Corps on post-program

family life, social life, pregnancy rate and marriage/divorce rate.
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5.0 FINDINGS ON HEALTH AND EDUCATIONAL IMPACTS

In addition to its central mission of vocational training, Job Corps

offers its participants health and educational aervices. In health, it pro-

vides full medical care, with a clinic for outpatient care and an infirmary

for more serious problems, both on center. Further, all Job Corps enrollees

are required to take a course in health as part of their educational program.

Job Corps' educational services consist of classes in basic reading

and math for those who need it, intermediate-level classes for enrollees with

better backgrounds, and GED (General Equivalency Diploma) classes for those

advanced enough to work toward a high school diploma. These classes are re-

quired for all enrollees except the few who enter with high test scores and

a high school diploma.

In ordei to assess the impact of Job Corps in these two areas, six

outcomes were included in the Assessment Battery. They were:

Health Information

Health Care and Health Habits

Selection of a Balanced Diet

Junk Food Ratio

Nutrition Information

Educational Attainment

All were measured by means of scales, except for Health Care and

Health Habits and Educational Attainment. As in the case of Chapters 3 and

4, the research questions for the scaled items were:

1. Does Job Corps have an impact on this outcome?

This question is answered by means of pre-post comparisons of mean scores

of each of the two Job Corps groups (Persisters and Dropouts) and by means

of comparing these change scores with change scores of the comparison

group (NoShcws).

2. Are Job Corps' impacts on this variable different for men
and women?

This question is answered by means of comparisons between change scores of

males and change scores of females in each group.

3. Do there appear to be patterns of impact on these variables?

This question is answered in the summary discussions of outcomes at the

end of the chapter.
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Each outcome variable is discussed separately in this chapter,

and each scaled outcome is analyzed in the same way, for ease of interpre-

tation. First the outcome is described briefly. Then a table is presented

which displays mean pretest scores, posttest scores, and difference scores,

separately for males and females within each of the three applicant groups

(Persisters, Dropouts, and NoShows). On the far right of each table are

the results of t tests of significance. These tests attempt to answer the

first research questionto determine whether there was a substantial

(significant) change in the mean scores of each of the six groups from

pretest to posttest. Asterisks reference is which are significant at

the .05 level or less: the presence of more than one asterisk indicates

a higher level of significance. It should be noted that the size of the

t required for significance varies based on the sample size of each group

and subgroup.

To shed further light on the first research question, P tests

have been computed to compare the three groups at the time of pretest

and at the time of posttest. An P test has also been made among the

difference scores of the three groups. Results of these F tests on

between-groups differences are reported at the bottom of the table and

in the text, with statistical information in parentheses in cases of

significance.

To answer the second research question, P tests have been computed

to compare mean scores of males and females in each group at pretest and

posttest. Again, results are reported at the bottom of the table.

Answers to the third research question appear in summary discussions.

In addition, on some outcomes the results of interscale correlations are

reported. In order to avoid overusing the data, these correlations were

computed only in cases where associations between two scales were hypothe-

sized a priori.

In the case of the two outcomes which were analyzed on an item by

item basis, the results on each item are displayed for men and women separ-

ately. Because these data are limited to the nominal scale in most cases,

the chi-square statistic is used to determine whether or not the distribu-

tion of respondents in the contingency table is significantly different

from the expected distribution.

As in the case of the outcomes measured by means of scales, those

measured on an item by item basis are discussed in terms of the three

research questions enumerated above.
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S.1 Health Information

The Health Information Scale was developed assess retention of

knowledge transmitted to enrollees in the mandatory Job Corps health

curriculum. The scale was specifically designed tr. reflect the relative

emphasis placed on several areas of health information by the courses.

The areas covered and the number of items in each were:

Personal Hygiene and First Aid -- S items

Venereal Disease -- 4 items

Birth Control -- 2 items

Reproduction, Pregnancy and Birth -- 4 items

Adolescent Sexuality -- 1 item

Sickle Cell Anemia -- 1 item

In this section we look first at the changes in the overall Health

Information Scale (scored as the total number of correct answers across the

17 items). Because there were no significant changes between pre- and post-

test on this scale, we examine, secondly, the relative knowledge levels

of the entire sample groups on each item beforand after their Job Corps

experiences. Finally, we also examine differences in health knowledge

between males and females.

S.1.1 Changes in Health Information Scale Scores

Table S-1 presents the MOM pretest and posttest scores for males

and females in each of the three groups and the mean change scores for each

group. Both the Dropout males and females showed negative mean difference

scores (stronger in the males), although these were not statistically

significant. NoShows, who started out with somewhat higher scores, improved

in health knowledge without being exposed to the Job Corps course. The

other major trend was for the females to do significantly better than the

males -- both in pretest scores and in posttest scores. Even among the

Dropouts, where the scores declined between pretest and posttest, the females'

scores declined less than the males' scores.

It would appear then that the Job Corp; had a small impact on the

level of health knowledge of enrollees who remained for a period of longer

than three months. What is not clear is why the Drcpouts (particularly males)
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Table 5-1

CHANGES IN: HEALTH INFORMATION SCALE SCORES
By SEX AND TREATMENT MOP

Treatment Groups

Mean

Pretest
Score

Mean
Posttest

Score

Mean
Difference

Score

Difference
Score

N t

Persisters 11.91 12.13 .20 167 .79

Males 11.57 11.64 .07 98 .19

Females 12.45 12.83 .38 69 1.25

Dropouts 11.9k 11.59 -.37 215 1.34

Males 11.61 11.00 -.61 120 1.69

Females 12.39 12.33 -.06 95 .15

NoShows 12.00 12.56 .56 75 1.37

Males 11.63 12.37 .74 43 1.?3

Females 12.50 12.81 .31 32 .60

I

Possible range: 0-17

Significant F tests: Between sexes on the pretest (Persisters and Dropouts)
F 3.81*/3.89*

Between sexes on the posttest (Persisters and Dropouts)
F 4.83*/7.17***

*p .05

**P a .02
mkap .01
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showed a decline in knowledge and why those applicants who never attended a

training center showed greater improvement in their health knowledge

scores than those who attended training.

5.1.2 Impact of Job Corps on Specific Content Areas

The overall Health Information Scale scores suggest that the study

respondents already knew a fair amount about health matters before applying

to Job Corps, since all groups answered an average of 12 out of 17 items

correctly on the pretest. This ceiling effect may have been a factor

accounting for the lack of statistically reliable change on the Health

Information Scale at posttest. Because of the high scores on the pre-

test, we also examined the individual item scores to see what patterns

of health knowledge they revealed.

Table S-2 lists the seventeen health knowledge items and give their

rank order by the percentage of respondents who gave the correct answer in

the pretest, while Table 5-3 shows percentage correct for each item. Clearly,

the applicants were most knowledgeable about "the facts of life," with nine

out of ten knowing not only length of human gestation and how eggs are ferti-

lized, but also the position of an infant at birth. Surprisingly, the question

on where the baby develops was correctly answered by only 40%.

On the whole, the group also appeared knowledgeable on the topic of

venereal disease. Nine out of ten males and females knew that a man who

feels burning during urination should see a doctor. In addition, four out

of five (80%) knew that gonorrhea was a venereal disease and three out of

four (74%) knew that VD is spread through sexual intercourse. Less than

one of of three (31%), however, was aware that use of a condom is the birth

control method which is also capable of preventing the spread of VD. Fully

70 percent of both males and females, however, were aware that the pill was

the most effective means of birth control and the one most likely to have

side effects.

Nearly two out of three applicants (620 knew that sickle cell

anemia was hereditary disease which occurs mainly among necks. An equal

proportion were aware that accidents are the leeding cause of death among

young people aged 15 to 20.

It is interesting to note that items which had the most to do with

everyday life and health care--how to care for your teeth and the type of



Table 5 -2

Rank Order of Items by Percentage of Correct Answers

Wealth Information Scale Items

Personal Hygiene and First Aid

Best way to clean your teeth 13 10

Doctor to go to first 14 14

Doctor for female Problems 12 12

Purpose of mouth-to-mouth 5 6

resuscitation

Leading cause of death among 10.5 11

Youths

Pretest Rank Posttest Rank

Venereal Disease

Definition of venereal disease 7.5

Identification of a venereal 6 5

disease

Treatment for burning urination 3.5 . 1

Birth control method which prevents 17 16.5

VD

Birth Control

Most effective method of birth

control

Method most likely to have side
effects

Reproduction, Pregnancy and Birth

Length of normal pregnancy

Orientation of baby at birth

Where baby develops during
pregnancy

What causes egg to be fertilized

Adolescent Sexuality

What is normal for adolescents

8.5 9

8.5 7.5

1 2

2 3.5

16 16.5

3.5 3.5

IE 15

Sickle Cell Anemia

Cause and afflicted population 10.5 13
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Table 5-3

Change in Percentage of Correct Answers on Health Knowledge Items
Between Pretest and Posttest for Total Sample

Percent Giving Correct Response

Health Information Scale Items
Difference

Pretest Posttest Posttest-Pretest

Personal Hygiene and First Aid

Best way to clean your teeth 58 71 13

Doctor to go to first 53 56 3

Doctor for female problems 59 61 2

Purpose of mouth-to-mouth
resuscitation

81 79 -2

Leading cause of death among
youths

62 63 1

Venereal Disease

Definition of venereal disease 74 75 1

Identification of a venereal
disease

80 81 1

Treatment for burning urination 90 91 1

Birth control method which prevents 31 38 7

VD

Birth Control

Most effective method of birth
control

70 74 4

Method most likely to have side
effects

70 75 5

Reproduction, Pregnancy and Birth

Length of normal pregnancy 94 89 -5

Orientation of baby at birth 92 88 -4

Where baby develops during
pregnancy

40 38 -2

What causes egg to be fertilized 90 88 -2

Adolescent Sexuality

What is normal for adolescents 42 46 4

Sickle Cell Anemia

Cause and afflicted population 62 58 -4
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physician to go to for most health problems--were correctly answered by

only slightly more than half of the applicants (58% and 53% respectively).

The awareness that strong desires for sexual activity and sexual experi-

mentation were natural parts of adolescence was reflected by only two out

of five (42%) of the respondents at the time of the pretest.

Table 5-2 also indicates thet overall there. was little change in

the ranking of the individual items on the posttest. Indeed, a Spearman

rank order correlation of .94 exists between the pre- and posttest item

rankings.

Table 5-3 gives the mean pre- and posttest scores for the entire

study sample on each of the 17 health knowledge items, along with the change

between the two administrations. The greatest impacts, across the entire

sample, tended to occur on those variables where the pretest percentages

were lowest. Thus, the greatest improvement was in such items as the best

way to care for one's teeth, type of physicians to see for most health prob-

lems, and norsal adolescent sexuality. Items on which, on the other hand,

applicants did best during the pretest were most likely to show a drop in

numbers of correct answers (e.g., length of pregnancy, orientation of the

baby at birth, etc.). This may suggest that regression towards the mean is

a substantial factor in these changes.

5.1.3 Summary,

There were no differences among groups of either the pretest or

posttest. It must therefore be concluded either that Job Corps had no im-

pact on health information or that this scale was totally insensitive to

changes in knowledge.

Given that this scale was developed and tailored specifically to

the Job Corps Health Education curriculum, the results suggest that:

Enrollees, particularly women, are fairly sophisticated about
certain health care facts at entry;

There may be forces outside Job Corps which transmit this
knowledge as effectively as the Job Corps Health curriculum.

Although it is possible that the lack of change can be attributed

to a ceiling effect or other validity problems, these findings neverthe-

less imply that the current Health Education program in Job Corps needs a

thorough evaluation to determine whether the lack of significant gains

found here is a reflection of the actual Job Corps situation.
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5.2 Health Care and Health Habits

Health Care and Health Habits is the second in a series of health-

related outcomes. Unlike the previous one, which measured change in

knowledge, this outcome covered behavioral changes in use of health care

services and in personal health practices. It was measured by means of

a series of self-report questions. No attempt was made to obtain a thor-

ough health history or to compare responses to center medical records.

Questions were limited to those which the respondents could be expected

to answer readily and accurately.

Six health care and health habits questions were asked identically

on the pre- and posttest. In addition, four questions concerning change in

health habits since Job Corps termination for application, in the case of

NoShows) appeared only on the posttest. Findings for the entire sample

and for the three groups, by sex, are discussed below.

5.2.1 Pre and Post Items

The first item covered frequency of dental treatment:

Table 5-4
(in percentages)

Pretest-Males

When was the last
time you went to
the dentist? Persisters Dropouts NoShows Statistics

In the past year 53 58 47 X
2
= 2.86

One to three years
ago 25 22 27 df = 6

More than three
years ago 14 12 20 p = ns

Never 9 9 7 N =-- 278

Posttest-Males
When was the last
time you went to
the dentist? Persisters Dropouts NoShows Statistics

In the past year 68 54 52 X 0 6.56

One to three years
ago 15 22 23 df = 6

More than three
years ago 8 12 16 p = ns

Never 9 12 9 N = 277
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Pretest - Females

When was the last
time you went to
the dentist? Persisters Dropouts NoShows

i

Statistics

1 )

In the past year 56 56 65

One to three years
ago

More than three

20 19 9
x
2
a5.5

dfa6
years ago 19 19 12 pans

Never . 6 7 15 . Na206

Posttest-Females
i

.

When was the last
time you went to
the dentist? Persisters Dropouts NoShows Statistics

In the past year 82 56 56

One to three years
ago

More than three

11 20 15
X
2
=16.09

df'6
years ago 6 19 21 pm<.01

Never 1 6 9 Nu208

On the pretest, over half the total group stated that they had

cone to the dentist within the past year, a good proportion in any ado-

lescent population. Furthermore, only 8% overall claimed to have never

seen a dentist, a figure considerably tower than is generally assumed for

this population. There were no differences aaong groups for either males

or females on the pretest.

Differences on the posttest are significant for women, however. Female

Persisters improved 26 percentage points on recent dental visits. Among

males there was a non-significant improvement of 15 percentage points

for Persisters. Clearly, Persisters received dental treatment between

pretest and posttest while Dropouts and NoShows did not. Job Corps policy

specifies that dental treatment is available after 90 ewe enrollment.

This policy explains the differences in the findings; Persisters apparently

received dental care in Job Corps. It should be noted, however, that

32% of male Persisters and 18% of female Persisters chose not to take advantage
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of the availability of dental treatment. Among the male persisters, 9%

both before and after Job Corps had never seen a dentist. The percentages

for women declined frcm six to one percent. Nevertheless, these percentages

suggest tnat a certain proportion of the population may lack dental treat-

ment by choice and that its availability is not the issue. It also indi-

cates that at least occasional dental care is received by all adolescents

in this population, except for those who don't avail themselves of it even

when it is convenient and free, i.e., in Job Corps.

The second question covered another aspect of dental health- -

restorative work. This item was included in order to assess the need for

restorative dentistry in the population and, more importantly, to determine

whether the need is met by Job Corps health services.

Table 5-5
(in percentages)
Pretest -Males

Do you have any
front teeth missing? Persisters Dropouts

1

NoShows Statistics

Yes

No

Yes, but I have
a replacement

10

86

4

.

9

88

3

9

89

2

x
2
=.52

df=4
p=ns

N=280

Posttest-Males

Do you have any

front teeth missing?

-

Persisters

.

Dropouts NoShows Statistics

Yes 5 10 5

No

Yes, but I have

92 88 96 x
2
=4.93

df=4

a replacement 4 2 0
1 p=ns

N=278

Pretest-Females

Do you have any
front teeth missing? Persisters Dropouts NoShows Statistics

Yes 6 8 6

No

Yes, but I have

90 89 94 x
2
=1.85

df=4

a replacement 4 3 0
p=ns

I N=207
1
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Posttest -F

Do you have any

front teeth missing? Persisters Dropouts NoShows Statistics

Yes 7 10 6 X
2
=1.68

No

Yes, but 1 have
a replacement

90

3

87

3

94

0

df=4

p=ns
N=205

Overall, almost 90 percent of Job Corps applicants had their natural front

teeth intact at the time of the pretest. Of those with missing front teeth-,

almost four-fifths did not have a replacement. Differences between males

and females on this item were small both on the pretest and on the

posttest.

A comparison of pre- and pos.-test scores indicates that there must

have been some confusion regarding the proper way to respond to the multiple

choice question. For example, among the male NoShows the number answering

"yes" went down over time while the number answering "yes, but I have a

replacement" also went down. This combination of negative change is im-

possible in the context of the question: therefore it must have been-mis-

interpreted. The third option was chosen by a handful of respondents on

the pretest and a few on the posttest in an apparently random fashion.

It is possible that most respondents considered the answer "no" to be ap-

propriate if they they either had their natural front teeth or a false

tooth. If the data in the tables are restructured to eliminate those who

chose the third option, it appears that Persister and NoShaw males re-

ceived restorative dentistry and Dropouts did not. Among the females

there were no changes in any group.

Although the reliability of these data is somewhat suspect, a

tentative conclusion can be reached that Persister males, but not females,

had restorative dental work done in Job Corps.

The third question in the series covered awareness and treatment of

eye problems. "Do you think you might need glasses?" was the phrasing

chosen, with "I already wear glasses" as a possible response. It was

anticipated that pre-post comparisons would indicate whether Job Corps

meets the need for vision correction among its enrollees. It should be

noted, of course, that thinking one needs glasses does not insure that an

optometrist would agree.
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Table 5-6
(in percentages)

Pretest-Males

Do you think you I!

might need glasses? : Persisters Dropouts NoShows Statistics

Yes i 13

No 73

I already wear]
glasses 14

22

74

5

16

71

13

X2 =8.75

df=4
p=.08
N280

Posttest-Males

Do you think you
might need glasses? Persisters Dropouts NoShows Statistics

Yes 22 20 12

No

I already

71 72 72 x
2
,x4.29

df=4
puns

wear glasses 8 9 16 W277

Pretest-Females

Do you think you
might need glasses? Persisters

L..

I

Dropouts

-----,

NoShows Statistics

Yes 23 24 27

No 54 47 65 x2=6.39

I already wear . df=4
Peas

glasses 24 30 9 N=206

Posttest-Females
,

Do you think you
might need glasses? Persisters Dropouts NoShows

I

Statistics

i Yes
1

No

I already

I
wear glasses

18

52
I

i

31 .

30

48

22

15

62

21 4

X
2
=6.66 1

.gl
Nm207 i
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On the pretest, over 20% of the applicants thought they might

need glasses. Another 15.8% already wore glasses. These percentages

did not differ significantly among groups, although the table for males

approaches significance, as Dropouts reported the least amount of previous

care and the most perceived need for it. Among females, it was the NoShows

who were least likely to wear glasses and the most likely to feel they

need them. Women in general were more vision-conscious than men.

Results of the pre- post comparison are disturbing. Among Persister

males and Dropout females, more thought they needed glasses after Job Corps

than before, and fewer reported that they already wear them.* The other

two Job Corps groups changed in the opposite, more expected direction.

NoShows of both sexes tended to get treatment for vision problems.

These findings indicate that Job Corps served the optometry needs

of only a small portion of the enrollees in this sample. The number wear-

ing glasses actually went down over time. Perhaps some of those who

failed the vision test at entry did 21,4t want to get glasses, and after Job

Corps they realized that they did indeed need them. The vision conscious-

ness of NoShows may be a product of their employment during this period

(and consequent ability to pay for glasses).

Another unexpected finding in the analysis of this item was a sex

difference, on both the pretest and posttest, within the two Job Corps

groups. Males were much less likely than females to feel they needed

glasses or to be already wearing glasses. This difference was highly signi-

ficant for Persisters (Pretest: X
2
= 6.83; df = 2; p = <.03. Posttest:

X
2
= 16.3; df = 2; p = <.0003) and for Dropouts (Pretest: X

2
= 29.5;

df = 2; p = <.0001. Posttest: X
2
= 14.67; df = 2; p a <.0007) but not

for NoShows (Pretest: X
2
= 2.3; df = 4; p = ns. Posttest: X

2
= 1.6;

df = 4; p = ns). Interpretation of this finding seems difficult at first.

Why should vision-conscious women and nonvision-conscious men show up for

Job Corps so reliably? Why didn't more of the waten get glasses in Job

Corps, since they were aware of their needs.?

*Unless a large number of people lost their glasses in Job Corps, this
combination of responses (more need glasses and fewer wear them) might
be another case of item misinterpretation.
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A partial explanation may lie in the different expectations for

training of the two sexes. Most women who enter Job Corps hope to get

training in secretarial skills, keypunching or health occupations, all

of which require extensive reading. Most men, on the other hand, look

toward blue collar occupations such as construction trades, auto mechanics,

and machine repair. These require little reading on the job, although

the training programs include classroom work. The men were probably less

concerned with vision problems both before enrollment and while on center.

The women were concerned both before and after Job Corps, but did little

about it. NoShows, who did not enroll, did not display these sex differ-

ences. They were the only group to improve substantially, however.

That the same proportion of women felt that their vision needed

correction after Job Corps as before must be considered an indictment of

the optometry services offered to this group. Further examination of cen-

ter medical practices to determine whether this apparent deficiency pre-

vails currently seems warranted.

Another pair of questions asked both on the pretest and the posttest

concerned height and weight. One purpose of the question was to determine

the self-knowledge of such personal data among the sample. The difficulties

in analysis of the two previously discussed questions requesting self-reports

of health data have indicated that youngsters in the sample had trouble

either answering or understanding such questions. The results of the

height question were therefore used as an additional check on self-know-

ledge.

An analysis of individuals' height changes was made. Since there

were no records which could verify their self-reports, the method chosen

to examine this issue was a pre-post analysis of self-reported height.

Since a decrease in height is physiologically unlikely among this popula-

tion, any reported decreases even small ones, must be consideied errors.

The table below illustrates the findings:

Table 5-6

(in percentages)

N = 489 Persisters
I

Dropouts NoShows

Decreased in height
one inch

8 11 9

Decreased in height
more than one inch

10

.

8 4
1

,
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These figures imply that 13 to 18 percent of respondents reported in-

accurate personal information on either the pretest or posttest. It can

therefore be assumed that gains in height and changes in weight were also

inaccurately reported by at least an equal proportion of respondents.

The data available, however, did not permit detection of these.

A second reason for asking for height and weight on the pretest

and the posttest was to determine the impact of Job Corps on youth who

were overweight or underweight at time of entry. However, to perform this

analysis, it was necessary for us to define thresholds of underweight

and overweight. For purposes of this study, these were defined as twenty

pounds over or under.the average weight for each height for this age group.*

The pimeentage of respondents in each of the three weight categories,

as defined actuarily, is shown separately for males and females, pre and

posttest, below;

Table 5-7
(in percentages)

Pretest -Males

Persisters Dropouts NoShows Statistics

Overweight

Normal

Underwesght

13

68

19

4

78

18
_0

14

72

1 14
i

X
2
w6.84

d&e4
p=ns

No266

Posttest -Males

Persisters Dropouts NoShows Statistics

Overweight

Normal

Underweight
1

14

74

13

6

79

15

9

79

12

X
2
=4.18

dfmr4

pins

N0270

*M actuarial table of average heights and weights by age was used.
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Pretest-

Persisters Dropouts NoShows Statistics

Overweight 29 20 21 X
2
=3.71

df=4
Normal 68 76 79

puns

Underweight 3 4 0 N=202

Posttest -

Persisters Dropouts NoShows Statistics
r

Overweight 29 24 21 X
2
*4.2

Normal 69 75 74
df=4
puns

Underweight 1 3. 6 N=203
.

About three fourths of both males and females tended to weigh in

the normal range for their height. The other 26% was divided differently

within male and female subgroups; very few women were underweight, while

12-19% of men were underweight. Persisters, bath male and female, were

most likely to be overweight. There were no major changes in any group

from pretest to posttest, and there were no significant differences among

groups.

A separate question was asked to measure awareness of weight

problems and to serve as a baseline for changes in weight. The data

were analyzed in two ways. First we present the basic findings separately

for males and females.

Table 5-8
(in percentages)

Pretest -Males

Do you consider yourself
underweight, overweight,
or normal?

Persisters Dropouts NoShows
1

Statistics

Overweight

Normal

Underweight

11

69

20

8

72

21

7

69

24

X
2
=1.56

df=4
puns

N=266
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osttes -Males

Do you consider yourself
underweight, overweight,
or normal?

Persisters Dropouts NoShows Statistics

Overweight

Normal

Underweight
r_

15

71

14

6

75

19

12

75

14

X
2
1-5.52

df=4
p=ns

N=270

Pretest-Females

Do you consider yourself
underweight, overweight,
or norm. 1

Persisters

L

Dropouts NoShows Statistics

Overweight 34 28 29 X
2
=1.4

Normal 44 50 44
df=4
pens

Underweight 22 22 27 N=202

Posttest-Females

Do you consider youself
underweight, overweight,
or normal?

Persisters Dropouts NoShow3 'itatistics

Overweight

Normal

Underweight

34

51

16

26

55

20

35

44

21

X
2
=2.32

df=4
p*ns

N=203

The above tables present some interesting fiddings. There were

few changes in self-evaluation of weight among either males or females.

The trend in both groups was for underweight to be reported less frequently

at the time of the posttest, but in no case was the change more than nine

percentage points. The most notable difference, however, is between males

and females. A full three-quarters of males considered themselves normal,

while only half the females felt this way. Since the tables in the section

on actual weight indicate that about 75% of females in the sample were of
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normal weight, this phenomenon may be a reflection of a poor self-image

on the part of the women surveyed. What is interesting is that most of

the incorrect perceptions of women concerned underweight, fiat is, women

who were normal thought they were underweight. This perception/actuality

disparity cut across treatment groups and was retained on the posttest.

Another way of pointing out the disparity is to compare the pro-

portion of correct weight evaluations across groups and between sexes.

Tables like the one below were generated for each sex x group x time

period set cf scores. (For example, female Persisters on the pretest).

There were a total of twelve tables in all. (They are not reproduced

because of lack of space).

Over-
PERCEIVED weight
WEIGHT

Normal

Under-
weight

ACTUAL WEIGHT

Overweight Normal Underweight
T

X

A

The proportion of scores in the middle box was used as an indication of

the percentage of respondents who correctly perceived that they of

normal weight.

Correct assessments of normal weight among males (i.e., normal

actual weight and normal perception) ranged from 74% (NoShow males on

pretest) to 62% (NoShow males on posttest). Correct assessments of normal

weight among females, however, ranged only from 52% (NoShow females on

posttest) to 67% (persister females on posttest). The proportion of female

Persisters making correct assessments increased seven points from pre-

test to posttest, while other groups did not change. Among males, Per-

sisters increased four points, while Dropouts did not change and NoShows

increased eight points.
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The problem of poor self-image among women has become accepted

by many employment and training programs as a significant barrier to employ-

ment success. Many programs offer group counseling and assertiveness

training to help women feel confident in their abilities. The findings

discussed above seem to indicate that self-image was a problem among these

Job Corps women and that Job Corps training impacted Persisters but not

Dropouts.*

5.2.2 Posttest-Only Items

A number of questions were asked to all respondents on the post-

test regarding perceived changes over time in their health habits. Issues

of general health, smoking, drinking and physical appearance were covered.

The first issue was general health:

Table 5-9

(in percentages)

Male

1 Since my Job Corps
experience ended,
my health has:

-

Persisters Dropouts NoShows Statistics

Become better

Stayed about the same

Become worse

30

65

5

34

61

6

17

78

5 1

X
2
= 4.45

df = 4

p = ns

}1 268

Females

Since my.Job Corps
experience ended,
my health has:

Persisters Dropouts NoShows Statistics

Become better 27 26 44 X
2

at 4.99

df =4
Stayed about the same 64 62 44 p = ns

Become worse 9 12 13 N = 202

*Similarly, on the ten item measure of self esteem discussed in Chapter 4.2,
female Persisters were the only group to make significant gains.
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From the table above, it can be concluded that Job Corps had a

positive (non-significant) impact on the health of males but not females.

There are two other notable findings here. One is that females reported

more negative changes than males. The second notable finding is that

while NoShow males felt they had changed little, NoShow females reported

the most change of any group. In each case, however, more than three

times as many respondents felt their health had improved than felt that

their health had declined.

The second question concerned smoking behavior,

Table 5-10
(in percentages)

Males

Since my Job Corps
experience ended, my
smokin habit has: Persisters Dropouts NoShows Statistics

Become better

Stayed about the
same

Become worse

1 never smoked

17

52

12

19

15

57

10

18

10

63

12

15

X
2

= 2.07

df = 6

P = ns

N = 269

Females

Since my Job Corps
experience ended, my
smoking habit has: Persisters Dropouts NoShows Statistics

Become better

Stayed about the

17 23 22 X
2
= 9.54

df = 6
same 38 49 47 p = ns
Become worse 20 7 19 N = 203
1 never smoked 25 21 13

An interesting though not significant finding here is that NoShows,

both male and female, reported the most harmful tobacco habit. "Become better"

and "I never smoked," combined, covered only 25% of the NoShow males and 35%

of the NoShow females. These figures were lower than those of any of the Job

Corps groups. For the sample as a whole, only about 20% have never smoked.

The best post-program profile was recorded by the female Dropouts, who

improvea the most and declined the least.
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A similar question was asked about drinking:

Table 5-11
(in percentages)

Males

Since my Job Corps
experience ended,
my drinking habit
has;

Persisters Dropouts NoShows Statistics

Become better

Stayed about the same

Become worse

1 never drank

15

37

6

43

19

35

7

40

12

51

2

34

X
2

2, 5.04

df = 6
p = ns
N = 268

wales

Since my Job Corps
experience ended,
my drinking habit
has;

Persisters Dropouts NoShows Statistics

Become better

Stayed about the same

Become worse

I never drank

17

25

0

58

16

25

2

I 57

13

28

0

59

X
2
= 2.46

df = 6

P = ns

N = 203

On this item, responses may not accurately reflect the condition

of the sample. Because of the wording of the question, a moderate drinker

who did not change would have been confused as to whether option #2 or

option #4 was the proper response. To sor, "my drinking habit" may have

implied previous alcohol abuse (hence a #4 response by a moderate drinker),

while to others the phrase may have Implied any use of alcohol (hence a

#1, #2 or #3 response by a moderate drinker).

Under these circumstances, it is safe to examine only the "became

better" and "became worse" responses. Unfortunately, the three groups

showed virtually no differences among males or females. It must therefore be

tentatively concluded that Job Corps has no impact on the drinking habits

of former enrollees.

The last question in this series asked about changes in physical

appearance:
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Table 5-12
(in percentages)

Males

Since my Job Corps
experience ended,
my physical appear-
ance has:

Persisters Dropouts 1 NoShows Statistics

Become better

Stayed about the same

Become worse

47

52

2

41

51

8

37

59

5

X
2
= 5.22

df = 4
p = ns

N= 268

Females

Since my Job Corps
experience ended,
my physical appear-
ance has:

Persisters

_

Dropouts NoShows

.

Statistics

Become better

Stayed about the same

Become worse

52

39

9

38

55

7

...._

44

47

9

4

X
2
= 3.95

df = 4
p = ns

N = 202

In terms of physical appearance, Persisters of both sexes reported

the most positive change. In addition, two of the three female groups

(Persisters and NoShows) reported more positive change than the man in their

groups. This finding som,what contradicts those found in terms of self-

assessment of weight, in which women with normal figures tended to see

themselves as overweight or underweight, while men were more realistic.

It should be noted, however, that female Persisters improved in their per-

ceptions of weight. Their positive orientation toward their physical

appearance may have been a reflection of this better attitude.

5.2.3 Conclusions

Job Corps seemed to have had a positive impact on the health habits

and health care of Persisters in the areas of dental care (routine and

restorative', accurate pe eption of normal weight and physical appearance.

Positive impacts accrued to Dropouts in smoking habit and general health.

None of the groups changed their figures over the pre-post time period.
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The tendency of women to perceive themselves as overweight or underweight

may be interpreted as a problem of poor self-image. Persisters improved

in this area over time, however.

The lack of optometry care received by the Job Corps groups appears

to reflect a deficiency in the health services provided to these respondents.

In sum, Job Corps had a moderate impact on both Persisters and Dropouts

5.3 Nutrition

The learning of proper eating habits and the basics of good nutri-

tion was seen at an important noneconomic impacts of the Job Corps by both

the Job Corps staff and the Abt Associates research team. In order to

assess the possible impact which the Job Corps training had on trainees'

nutrition habits and knowledge, three indicators were used. Taken together,

these three provide a picture of the impact which the Job Corps had on

these trainees' orientation towards good nutritional habits.

5.3.1 Selection of a Balanced Diet

The first indicator, originally developed for an evaluation of the

"Mulligan Stew" program on educational television, is a quasi-behavioral

index of the respondent's likelihood of selecting a balanced diet during

an average day. The instrument asks the respondent to select up to five

foods out of a possible 42 (including one self selection) which the res-

pondent would like to eat for a particular meal on the following day (see

Figure 5-1). The selection process is repeatJd for breakfast, lunch, dinner

and a Snack, The responses are converted into food groups, summed across

the four "meals" and scored against an ideal "balanced diet" composed of

four foods from the bre4d and cereals group, four fruits and vegetables,

two from the milk and cheese and two from the meats group.*

The results, shown in Table 5-13, indicate that, on the pretest,

respondents were fairly good at selecting a balanced diet. Pretest-posttest

changes, however, were slight, and only the Persister group showed a signi-

ficant increase in the balanced diet score. The Dropout women actually

"The scale was scored by analyzing the food groups of the 20 foods
chosen on the instrument. 'A perfect profile or better
scored a 12, Each group deficiency reduced the score by a paint.
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Pigure 5-1
Item From the "Mulligan Stew" Inetrument

BREAKFAST

Put an "X** on each of the foods you would like to have for BREAKFAST tomorrow. (up to five)

I.S. For BREAKFAST I would like to have . .

% tO
' .4 '

CRACKERS BOLOGNA

L-I.

MILK SHAKE

40
?{NATO CHIPS OR

FRENCH FRIES

Ni

JELLO POPSICLE

COKE
SODA

OR
POP

4dr
'') ,

0111111".;"5-

BUTTER

. t-i.MI''

4E11110

.'

t
tto

BANANA

lArsi

tA"
11110:4 giiir

' ,

TOMATO

..,

, ,

PORK

.
CAKE

1
CHICKEN

Ilk,'

1% itia

RICE

,r

PEANUT ,,, ' . . .
.

POTATO

AF:44;
C.S;174...,.40);.

MACARONI
NOODLES OR
SPAGHETTI

.

Sin
'mot
--- -- ,

CARROTS

GREEN BEANS

omorom,,

----11.****

......

BACON NAME YOUR OWN!

ss fit, t,,,,
%

ORANGE
ORANGE JUICE

.,.....mmo

. r /.
,...... -.

-;.'.. .
'4111111:11i

COFFEE

.
FISH

.: -...01.0'......:
.... .., .......

I
CEREAL

ialir.e.F'IA.,
411r-

N
--...... -...,-./

...: ,

-...-.
,

rd4/10

ICE CREAM

...;7.-=i-r

'%-::.IS,ft:le'
0.0.,:...1,s, ,,,-....,

'' CORN

itils,

0

EGG

:.

TORTILLABEANS

,---"------

1)(0

CHEESE

6,

\

APPLE

''''
.0 0

PIZZA

-.0-.07-. '-. "_:.:;,......--__

140/ 4-C-kl---7
;3 it .":

CAREENS
tea=.

t.

;..

HAMBURGER

It

JAM
-_-.,

-:-----=--,..

k.,t NUN:'.

_..........

,-.,

COOKIES

t.

MILK

s,

HOT DOG

AMO

CANDY

...._. -_-

4

GREEN PEAS

-

.

L

BREAD OR ROLLS

52.5

565



Table 5-14

CHANGES IN: SELECTION OF A BALANCED DIET SCALE SCORES
By Sa AWD TREATMENT GROUP

Treatment GrOUPS

.Mean

Pretest
Score

Persisters 9.30

Males 9.57

Females 8.92

proPouts 9.68

Males 9.79

Females 1..56

Noshows WA
Males 9.51

Females 8.97

Mean
Posttest

Score

Mean

Difference
Score

Difference

Score

9.71 .42 154 2.03*

9.42 .36 90 1.45

9.42 .S0 64 1.42

9.63 -.03 194 .15

10.12 .33 104 1.13

9.12 90 1.51

9.48 .20 71 .49

9.76 .24 41 .50

9.10 .13 30 .20

Sigraficant P tests: Betwees1 sexes on the posttest (overall and Dropouts)
F * 14.21***/10.69**

Possible range: 0-12

"p < .05

**g a,< .02

***p * < .01
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showed an almost significant decline in their approximation of a balanced

diet, with women significantly lower than men on the posttest. These

findings suggest, then, that the Job Corps did have a positive impact on

the dietary orientation of men and women who stayed for at least three

months. The decrease for female Dropouts parallels other findings which

indicate that this group was negatively impacted by Job Corps.

5.3.2 Ratio of "Junk Food" to Wholesome Food in the Diet

A second score which was derived from the Mulligan Stew instrument

consisted of the computed ratio of selections made of "junk foods" (e.g.,

candy, cookies, cake, etc.) to nutritious foods.* This ratio indicates

the degree to which the respondents select wholesome foods over the more

popular, but less nutritious, "junk" foods. Here, a decline in score

indicates an improvement, that is, a decline in the number of junk foods

chosen relative to the number of wholesome foods selected. Table 5-14

shows that, as with the balanced diet index, the Persister group showed

a significant improvement in the "Junk Food Ratio" whereas there were

no significant changes in the other groups. Improvement by Persisters

was primarily attributable to changes on the part of females, who started

out with the worst ratio. Female Dropouts again showed the least positive

scores; they were the only group which got worse.

5.3.3 Changes in Nutritional Information

The third source of nutritional measurement was the Nutritional

Information Scale, developed to test the enrollee's general knowledge of

nutrition. At the pretest, all three groups were essentially alike (see

Table 5-15). However, comparisons of the pre- and posttest scores indicate

that the NoShows improved significantly on the posttest, whereas there

were no significant changes in either the Dropouts or the Persisters. This

finding appears to conflict with the previous two findings, which showed

significant improvement among the Persisters and not among other groups.

One possible explanation for this apparent inconsistency is that substan-

tially more NoShows (44%) had gone back to school during the pretest/

*The scale was scored by stoning all junk foods chosen from the total
of 20 and dividing thst number by the total of nutritious foods chosen.
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posttest interval than either the Persisters (31%) or the Dropouts (25%),

(see Chapter 5.4). The more academic environment of school may have in-

creased the NoShows' factual knowledge of nutrition, although it apparently

had no behavioral effect. On the other hand, the Job Corps training ex-

perience had its impact on the more behavioral components.

5.3.4 Conclusions

Nutritional behavior of Persisters improved significantly over time,

while that of Dropout women declined slightly. As noted before, Dropout

women seem to have been adversely affected by Job Corps on a number of

outcomes. In nutritional knowledge, the patterns were different, with

NoShows making the most improvement. This parallels the findings on

Health Information, discussed in the previous section, where NoShows made

the most improvement and Dropouts declined. It is encouraging for Job

Corps that those who stayed at least three months improved in behavior,

even if their factual knowledge did not increase. Behavior, after all,

is what counts in nutrition.

5.4 Educational Attainment

Four items examined the educational attainment of the study's

participants:

level of education at entry into Job Corps

whether the respondent received a GED in Job Corps

whether the respondent has returned to school since
Job Corps

whether the respondent is currently in school

Although the study, when it was originally designed, was intended to measure

changes in reading and math skills, this part of the outcome was dropped

when Job Corps discontinued its testing program for terminating enrollees.

5.4.1 Level of Education at Entry Into Job Corps

Data on educational level at entry were taken from Job Corps records.

Comparisons of the two treatment groups for whom data were available

(Persisters and Dropouts) yielded no significant differences (see Table

5-17). Analysis betieen sexes, however, revealed that females, both Per-

sisters and Dropouts, had completed significantly more schooling that the

males. Por example, 17% of female Persisters had completed high school as
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Table 5-17

Level of Education at Entry into Job Corps
(in percentages)

Persisters
F

Dropouts Statistics

Eighth grade or less 16 18 X
2
= 1.98

Ninth grade 36 3S df = 4

Tenth grade 31 26 p w DS

Eleventh grade 7 11 N w 310

Twelfth grade 10 10

Table 5-18

Level of Education at Entry Into Job Corps

By Sex for Each Treatment Group*
(in percentages)

Dropouts

Males Females Statistics

Ninth grade or less 61 42 X
2
= 16.88

Tenth grade 26 26 df = 6

Eleventh grade 10 12 p *4.0097

Twelfth grade 3 7 N ;1, 173

*Data were not available for NoShows
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Persisters

Males Females Statistics

Ninth grade or less

Tenth grade

Eleventh grade

Twelfth grade

60

33

4

4

42

28

12

17

X
2
= 16.46

df = 5

= <.0056A
N = 146

compared with 4% of male Persisters. Substantially more male Persisters (60%)

had only finished ninth grade or less as compared with female kersisters (42%).

These findings are displayed in Table 5-18.

The fact that women had significantly more education than men may

help explain their tendency to do better, on both the pretest and the post-

test, on tests of factual knowledge (Health Information, Nutrition Informa-

tion, Job Knowledge).

5.4.2 Receipt of GED in Job Corps

One of the major benefits which Job Corps offers is the opportunity for

an enrollee to study for and pass the test for a GED (high school equivalency

diploma). Because 90% of the enrollees.were high school drop-outs, it was

expected that a large number would be enrolled in a GED course. Table 5-19

displays the findings of this comparison:

Tab ,e 5-19

Attainment of GED During Job Corps Stay
(in percentages)

Males

Persisters Dropouts Statistics

Eligible but
X
2

= 9.40

not enrolled 11 21 df = 1
pans

Ineligible 89 79 N = 32
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Females

Persisters Dropouts Statistics

Passed GED 4 0 X
2

16.63

Enrolled but not
Completed 19 3 df = 3

Eligible but not Enrolled 62 90 p <.0008

Ineligible
15 7 N 121

Findings are disappointing. As illustrated in Table 5-19, the

vast majority of sale participants were ineligible for GED classes, and

eligible women tended not to enroll. Persister women were significantly

more involved in getting GED's than Dropout women, 23% enrolled or passed

vs. 3%. There were no significant differences for males. The sample for

males was small because, for some reason, the Job Corps data file from

which these figures were taken was incomplete on this item.

Apparently, most Job Corps enrollees either did not score high

enough on achievement tests or stay long enough to enroll in GED classes.

Only two Corpsmembers received GED's; both were female Persisters.

5.4.3 Student Status at Posttest

More than a third of the total group had returned to school since Job

Corps involvement ended. Among both males and females, the NoShow group

contained the largest proportion of students. This is understandable when

the time scale is taken into account. Persisters and Dropouts were post-

tested only four months after they terminated from Job Corps. Depending

on the time of year, it is possible that many postoests were given before

a new school semester had even begun, The NoShows, after ten months, had

had a far greater ol.,Jrtunity to return to school.

Another application of these data is the speculation that a number

of NoShows failed to enroll because they went back to school. In Chapter

3.4 it was pointed out that NoShows worked more than those who attended

Job Corps. It could be that Job Corps enrollment took place only if at-

tempts at employment and education failed. Those who succeeded in one or

the oe'clr did not enroll.
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Table 5-20

Has Returned to School Since Job Corps
(in percentages)

Males

-

Persisters Dropouts NoShows Statistics 1

Has Returned to School

Has Not Returned

30

70

.

25

75

40

60

X
2
= 3.24

=df 2

p = ns

N = 266

Females

Persisters Dropouts NoShows Statistics

Has Returned to School

Has Not Returned

32

68

25

75

50

50

X
2
= 7.05

df 0 2
p c .05

N= 204

The final topic covered here is whether the respondc7t was cur-

rently in school, full-time, or part-time. Findings were almost identical

for men and women and followed the same pattern as employment status find-

ings. Job Corps apparently did not impact =rent school status. About

three-quarters of all respondents were not in school at the time of post-

test. Dropouts, male and female, were somewhat less likely than members

of the other two groups to be in school. Female NoShows, as in the pre-

vious item, were in the largest in-school group. What 1.$ interesting,

however, is that while 50% of female NoShows claimed to have returned t*

school (Table 5-21), only 39% were actually in school at the time of the

posttest. This discrepancy parallels that discussed in Chapter 3.4 on em-

ployment status. Perhaps HoShow women's school behavior paralleled their

employment behavior, with both beginning strong and growing weaker.
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Table 5-21

Current Student Status
(in percentages)

Males

Persisters Dropouts NoShows Statistics

Currently runtime Student 14 , 13 20 X
2
= 3.29

df * 4
Currently Parttime Student 16 10 10 p * ns

N * 269

Not Now a Student 71 78 71

Females

Persisters
.

Dropouts NoShows Statistics

Currently Fulltime Student 14 15 18 X
2
* 5.13

Currently Parttime Student 14 8 21
df * 4
p * ns

Not Now a Student 72 77 61 N * 206

5.4.4 Conclusions

Women reported the most promising behavior in the education area.

They entered Job Corps with a better educational background, they gained

more in Job Corps, and they attended school somewhat mots often after Job

Corps. Among the Job Corps participants there were no differences between

Persisters and Dropouts except in GED attainment, which requires a longer

length of stay.
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5.5 Summary: Health and Educational Impacts

In this area of study it can be concluded that tae impact of Job

Corps was moderate to good. Gains were not made in knowledge of either

health or nutrition. Behavioral gains, however, were recorded for Per-

sisters in both these areas. For example, more Persisters had gone to

the dentist recently at the time of the posttest, and Persisters chose

less junk food and a more balanced diet at the time of the posttest.

Dropouts and NoShows did not improve in these areas.

The findings of this study indicate that the Job Corps health

program had positive impacts on this sample. Two areas of weakness,

however, seemed to be the health education program and the optometry

services.

The improvement of Persister women from worst to best on the

two nutrition behavior scales is particularly encouraging, since many

of these women already had children who would benefit from these changes.

The most notable educational finding was that few Job Corps en-

rollees were even eligible for GED classes, much less for the diploma.

No measure of educational gains in Job Corps was made, however, because

such data were unavailable. Those who had attended Job Corps were no

more likely than the comparison group to be enrolled in school at the

time of the posttest.



6.0 THE HEALTH SERVICES SUBSTUDY

6.1 Background

When the noneconomic impacts study of Job Corps was first conceived.

it was envisioned as complementary to the economic impact studies pre-

viously performed. While the economic studies measured Job Corps' impact

in terms of placement rate and starting wages, the noneconomic impacts

study would measure it in terms of eyeglasses dispensed, cases of venereal

disease cured, and number of drug abuse cases ameliorated. The emphasis

would be on quantifying (and perhaps monetizing) those benefits of Job

Corps which had not been measured before.

By the time the original idea had become an RFP mailed out for

competitive bid, however, the emphasis on quantifying material benefits

had given way to a broader purpose--the development and application of

a set of self-report instruments to measure outcomes such as social atti-

tudes and self-esteem. When the final design of the study was completed,

in fact, no data sources other than the corpsmembers (and comparison

group members) themselves were planned, thus removing the possibility of

a detailed accounting of health department records.

After the contract was awarded, the government Project Officer

asked that it be modified to include a substudy of tangible benefits

covering the area of health services. The Health Service in each Job

Corps center offers youngsters high quality medical and dental care, on

a preventive and emergency, as well as routine, basis. The purpose of

the substudy was to ascertain if Job Corps had health impacts on this

sample of participants. Job Corps records indicate that about one-half

of Job Corps enrollees are receiving welfare support at the time of enroll-

ment, * and, therefore, are eligible for welfare-supported medical ser-

vices. If this study were to indicate that Job Corps helps to relieve

some of that medical services burden from the welfare system, or that the

program makes it easier for participants to receive medical attention,

then, Job Corps could be assumed to be providing a substantial benefit.

If the study were to indicate that Job Corps provides medical services to

its participants that they might not otherwise receive (especially those

without access to welfare-supported services), then these are clearly

further benefits of the.program.

*Jab Corps in Brief, 1976.
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At first, the Abt Associates project staff hoped to use the

medical records of youngsters in the sample as a separate data source.

Information. from medical records would form an outcome--Health Services- -

which could be examined in relation to the outcomes measured by means of

the instrument battery. A serious problem for the design of the sub-

study, however, was the confidential nature of medical records. Health

services staff at centers do not permit divulgence of medical information,

and, after Corpsmembers terminate, records are sealed before being stored.

The problem thus lay in how to collect medical data on the Corpsmembers

in the study without violating medical confidentiality. One possibility

would have been to hire medical record librarians to visit Regional Offices

and copy information on youngsters in the study from the medical records

of recent terminees. This plan was dropped for several practical reasons

and because there were still issues of confidentiality. A second suggestion

was that health data be collected only on a self-report basis, as a supple-

ment to the basic instrument battery. This idea was rejected on the

grounds that Job Corps applicants might not be aware of the basic infor-

mation concerning their own condition of health, and self-reports would

therefore be incomplete and possibly inaccurate.

After these tw9 plans had been rejected, it was decided that the

only way to collect health information on Corpsmembers without violating

confidentiality would be by using aggregate, anonymous data. All parties

were aware that this system did not permit medical record information to

be correlated directly and individually with responses to the instrument

battery, and therefore the idea of comparing health services received with

changes in other non-economic variables had to be abandoned.* Instead,

a small incidence and prevalence study was designed to be complete within

itself. Aggregate data would be gathered on the prevalence of a limited

number of disorders and on the incidence of all disorders serious enough

to prompt a visit to the health office. Since aggregate data must still be

collected individually and is subject to the problems of confidentiality,

a method was devised to permit gathering of data on the specific youngsters

in the study without making it identifiable outside of Job Corps. Abt

Associates provided data collection forms to each Job Corps health office,

each form bearing the name of a participant in the main study. The name

*A few questions on health were added to the instrument battery to serve as
a limited source of pretest-posttest comparison (see Chapter 5.2 for these
findings).
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was written on a tearoff sheet, however, so that after the data were entered

on the form the nem could be removed. This system permitted data collection

from a specifi group without abridging confidentiality.

The proce3tre developed therefore relied on the health staff of

each center to collect the data. The drawback to this system lay in the

extra workload that was imposed on center health staff. The Job Corps

National Health Director pledged that center staff would cooperate if they

were trained in the proper use of the forms. Abt Associates staff therefore

arranged to meet with the health staff in each center before asking them to

complete the research forms. Because staff visits to centers could not be

made as early as planned, the start of data collection was somewhat delayed.

Some youngsters in the study, therefore, terminated before the data collec-

tion system had been introduced in their centers. There was, however, no

systematic bias from the aifference in inauguration times from center to

center or in ne enrollees who terminatea too early to be included in the

substudy.

6.2 Data Collection Methodology

Collection of the data for the health services substudy followed

a precise seqUence of steps. When a notice of Corpsmember arrivals reached

hBt Associates, the list was scanned for names of youngsters who had com-

pleted the pretest and become part of the main study. For each such young-

ster on the list, a blank medical data-collection form was prepared with

the name of the new enrollee printed on a tearoff sheet. The form was

then mailed to the health office of the appropriate center. The firm re-

mained in the center health office until the enrollee's termination, when

the relevant data from the medical record were copied onto the forms,

the identifying tearoff sheet removed, and the form sent to Cambridge project

headquarters.

The form consisted of two parts. The first two pages included a

list of some of the disorders which are screened for on the ,fob Corps

entrance physical exam. Entries on this part of the form became data for

the prevalence study. Pages 3 and 4 contdsted of blank lines and boxes to

be filled in each time the participant visited the health office. The

number and type of these entries became data for the incidence study.

Abt Associates staff instructed a member of the health staff at

each canter in the above procedures. In most cases, the center medical
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director selected a nurse as the person responsible for keeping track of

filling out and mailing in the forms. There was a continuous flow of mail

back and forth, as blank forms for new arrivals were sent from Mot Associates

headquarters and completed forms for terminees were returned.

6.2.1 Data Points

The objective of the prevalence study was to determine the health

condition of enrollees at entrance. The choice of disorders, however, was

guided by practical as well as research considerations. Because confi-

dentiality required that all recording be done by center health staff, em-

phasis was placed on brevity and simplicity in data collection. Thus

hard-to-define disorders, such as "emotional probleMs" or "overweight,"

were not included because of the likelihood of diagnostic inconsistencies

from center to center. Standardization of normal and abnormal readings on

various examinations was achieved by including on the form the level or

finding defined by Job Corps' National Health Office for purposes of this

study as abnormal. Only disorders specifidally screened for in the en-

trance physical exam were included in the prevalence study. The disorders

chosen to be examined were those that the National Job Corps Health staff

felt, from other evidence, were either widespread, pervasive but undetected,

or incorrectly rumored to be widespread. Obviously, a ccmplete health pro-

file.: was not obtained on the form.

The objective of the incidence study was to obtain data on the

incidence of s7mptoms serious enough to induce Corpsmember-initiated

visits to the center health office. Symptoms or disorders prompting the

visit were to be determined, and followup data were to he gathered in this

component of the medical substudy.

6.2.2 Data Collection Forms

Six laboratory tests and two examinations performed at the time of

the enrollee's initial physical were listed on the form (see Figure 6-1 for

a reproduction of the form). Noted next to each of the eight tests was the

quantitative level which equaled a positive reading, then a series of columns

where further information was to be entered if the reading reached that

level. For each positive finding, further questions were:

was the condition confirmed?

Was a clinical diagnosis entered of

Was a return visit recommended?
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Was a return visit made?

Was any medication given?

Were other treatmer.s given? (Specify)

Confirmation is considered important in medical practice in four

of the eight disorders. The diagnosis column was included because the

National Office Health staff wanted to know whether formal diagnoses were

generally made when positive readings were recorded. The question aoout

return visits waft included to determine whether center health staff request

followups, and to form a baseline against which to measure the response to

the next question, "Was a return visit made?" From this pair of questions,

the percentage of patients returning when recommended could be determined.

The questions about medication and other treatment were included to compare

individual center practices in the treatment of disorders discovered on

-he initial physical exam.

Data fot the incidence study were collected on page three of the

form (see sample, Figure 6-1). The date of the visit to.the health office

and the symptom or diagnosis were recorded in the first two columns. The

four following columns corresponded to the final four columns in the pre-

valence study, i.e., return visit recommended, return visit made, medication

given, other treatments given. Health ante staff were instructed to list

every Corpsmember-initiated contact.

6.3 The Provl.sion of Health Care and Health -ducation at Job Corps Centers

Before the results of the health services substudy are discussed, it

is important that some background information on the Job Corps health care

system be provided. As indicated above, visits were made to each of the

seven centers to instruct center health office staff in the procedures for

completing the substudy data collection forms. As part of that meeting, a

discussion was held with one or more representatives of the health office and

with the health education teacher regarding health office policies, center

health education policies, and the opinions of staff on a number of health-

related topics. This section offers a general outline of the role of the

health staff, the health office, and the health teacher in different centers,

in order to set a context for the medical records findings of the medical

substudy, discussed in Section 6.3 below. All information was current at the

time of the visits (1976), but may have changed since then.
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Figure 6-1

Medical Substudy Data Collection Form

JOB CORPS NATIONAL HEALTH SURVEY

This health survey of a sample of Job Corps members is part of a
larger national study being carried out for Job Corps by Abt Associates
to study the impacts of Job Corps on corps members. You are requested to
complete the attached healtt record abstract form for the member whose
name is given below.

In order to identify the corps member to you, but to preserve his
or her anonymity regarding the information which you supply, the corps
member's name is written below. This Croat page is to be torn off before
you return the completed fo to Abt Associates, thus preserving the corps
member's anonymity.

The attached health record abstract form has been designed so as
to require a minimal amount of time and effort to complete. Most of the
information which is requested can be gathered from Form SF-88 and Form
SP-93 in the corps member's medical file. Page 1 and most of Page 2 of
this abstract form requires information from Form SF-88. On Page 1 in
the left hand column, the appropriate item number from SF88 is referred
to. The next column lists the test or examination which is covered by
that item. In the next columh, if the test finding was abnormal as stated,
check X (Yes), and continue to the next columns but if it was not as
stated, check N (No), and go on to the next item. If you checked Yes,
the next column asks if the condition was confirmed. Again, check X_
(Yes) if it was, and N (No) if it was not then proceed to the next
column. The next column asks whether a specific diagnosis was made, so
you should again check Y (Yes) or N (No) as appropriate. Complete the
remaining columns for the item in the same way, and then go on to the next
item. On Page 2, a similar item is asked, for which the information may
be obtained from Form SF-93. Information for Page 3 can be obtained by
going through the rest of the corps member's medical file.

Corps Member's Name

(TEAR OFF THIS PAGE AFTER FORM IS FILLED OUT AND RETURN COMPLETED FORM IN
ENVELOPE PROVIDED.)
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Figure 6-1 (continued).
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Figure 6-4 (continued)
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6.3.1 Health Education

Job Corps requires that each center conduct a mandatory health

education course. These courses last up to six weeks and cover a wide range

of health topics. The Cleveland Center, however, offered the entire health

education course during a six-hour orientation session. The personnel in

Cleveland indicated that health education has been an area somewhat slighted

because of lack of funds. Other centers used the orientation session as

an introduction to center health policies and provided health education

weekly in a school course format.

Nutritional information was provided at all centers as part of the

health education course. In addition, food service managers at the centers

provided balanced diets in the cafeteria. Although Corpsmembers were

generally able to choose from a flexible menu, "junk foods" were not avail-

able in the cafeteria. These could, however, be purchased at nearby can-

teens or grocery stores. Students were usually not allowed to take food

out of the cafeteria. Food service managers at the centers felt they

were providing both nutritious meals and a variety of food choices.

Centers varied in the amount of formal attention they paid for

weight control in the health program. Atlanta had a weight-watchers club.

The Keystone Center maintained that between their physical fitness program

and a weight-watchers club in town, the problem received adequate attention.

At the Cleveland Center, Corpswomen with a weight problem were referred to

a physician who suggested special diets. At Portland, non-amphetamine diet

pills were issued by the infirmary. At Breckenridge, an overweight program

was being planned.

Sex education was provided in all centers. At Breckenridge, sex

education was taught in class, at the clinic, and during weekly family

planning sessions. Birth control devices were available at the health

offices and in family planning clinics. Some centers required parental

permission before certain birth control devices could be dispensed.

It is a general health policy at Job Corps Centers to require that

linens be changed weekly and dormitories cleaned daily. As suggested by

personnel at the Breckenridge Center, personal hygiene problems tended to

be controlled by peer pressure. Policies with respect to cigarette smoking

varied considerably among centers. -For example, the Atterbury Center

placed no restrictions on smoking, while the Keystone Center did not permit

smoking in classes, dormitories, or in the cafeteria.
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6.3.2 Health Care

All centers visited had infirmaries that were staffed 24 hours a

day, :even days a week. Most medical problems were treated during office

hours established at the clinic, however. Some centers required an appoint-

ment to see the nurse; others worked on a walk-in basis. All were staffed

to deal with emergencies immediately.

In all instances,' there was a physician at the clinic at least part-

time, and one on call at all times. Specialized health care, such as

optometry, gynecology, and psychiatry, were available at all centers, although

access to these specialists was limited to those referred by the primary

care staff at the health office. Although dental care for emergencies was

available to all enrollees, preventative treatment was provided only to

those who had been enrolled at least three months.

This portrait of health care services is reasonably consistent

throughout Job Corps, as National Office regulations govern many of the

procedures.

6.4 Analysis of Findings of the Health Services Substudy

The results of the health services substudy are provided in this

section. Before they are discussed, however, a few comments should be made

about the quality of the data and the nature of the sample on which the

findings were based.

The data collection forms for the prevalence study called for

results of tests which ordinarily were administered to all enrollees at

entry. Some centers did not, however, administer the full range of tests.

At the Atterbury Center, for example, neither hematocrit nor hemoglobin

tests were administered.' In most centers, however, all tests were given,

and positive results were verified where appropriate through testing of

second specimens.

Center staff usually did not fill in the space providedfon the

data collection form for other conditions requiring treatment while in

'The reason for this was that such tests are only required for females,
and Atterbury was just beginning to admit women at the time of the study.
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Job Corps. Although this may have been a staff oversight, it is probably

safe to assume that the youngsters in the sample were a healthy group.

Large variations were found in the health office visits section of

the data -collection form. Some Centers (e.g., Cleveland) were either

unusually meticulous about recording each visit or had exceedingly high

visitation rates. Other Centers grouped visits, an indication that

visits were not recorded as they occurred. It shduld be noted that dif-

ferences among centers with respect to incidence and prevalence of medical

disorders, discussed below, as well as number of visits made by enrollees,

might be attributable to extraneous variables - -the care taken by center

health staff in filling out the data-collection forms, the level of speci-

ficity provided by them on the forms, individual center health care

policies, or various situational variables (accessibility of infirmary or

health care personnel).

Although visitation rates can be calculated from the study results,

the columns on treatment did not include enough information to assess its

effectiveness. Not enough inforrnationwasprovided on most forms to permit

analysis. In any case, it would be difficult to assess the adequacy of

treatment for a medical condition without detailed symptomatology, which

was not provided. Therefore, the treatment columns of the form were not

analyzed.

All seven centers participating in the main study cooperated in

the medical substudy. Although there were differences from center to center

in the level of detail on the data collection forms, there was no apparent

difference in the percentage of terminees for whom we received these forms.

As Table 6-1 indicates, the proportion of the health services substudy

sample from each center reflected closely the proportion of main study sample

from each center (with only two minor exceptions).

A total of 262 medical forms, from 156 male enrollees and 106

female enrollees, were analyzed in the course of the substudy. The

range in ages was from 17 to 20, with the majority of enrollees 18 years

of age.

6.4.1 'Prevalence Findings

Analysis of the prevalence data encompassed a description and tabu-

lation of preliminary disorders found by the battery of medical tests given

at enrollment. For purposes of this study, enrollees were classified as
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Table 6-1

Number and Percentage of Enrollees in Main Study and in Medical
Substudy, by Center

Center

Enrollees in Main Study
(Persisters and Dropouts)

Enrollees in Medical

Substudy

N % N %
---,-

Atterbury 223 58.8% 131 "50.0%

Cleveland 66 17.4 39 14.9

Keystone 33 8.7 27 10.3

Atlanta 18 4.7 14 5.3

Pittsburgh 16 4.2 25a 9.5

Breckenridge 14 3.7 18a18 6.9_

Portland 9 2.4 8 3.1

TOTAL 2 379 100 262 100

a
Number of medical substudy participants is greater than number of
main study participants of this center due to.failure to track
enrollees after termination for Posttest Interview for main study.
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either (1) negative on all initial tests, (2) negative on all tests as veri-

fied by second specimens, or (3) having a prevailing medical, condition.

Prevalence was disaggregated by disorder.

In the initial battery of medical examinations administered to

the enrollees, over 40 prevalent medical conditions were discovered. The

majority of these conditions were vision related,* 16 for hyperopia (far

sightedness), and six for both myopia (nearsightedness) and hyperopia..

Eyeglasses were prescribed when necessary (i.e., when the new enrollee did

not own a pair). Positive hematocrits (a sign of anemia) were found for

six enrollees. Four cases of syphilis and another four of gonorrhea were

discovered on admission. In addition, two enrollees were found to have

high blood pressure and another three had positive urine albumin tests

(indicative of a urinary tract infection).

That over half the disorders found on the initial exam were vision-

related indicates that this kind of health screening is particularly valu-

able in an educational program such as Job Corps. Having poor vision diag-

nosed and treated is extremely important, and may have been as significant

as other program services in helping to make these youth more employable.

The 41 youth with disorders discovered at entry represented 14%

of the number of youth examined. A quantifiable benefit of Job Corps is

its diagnosis and treatment of health disorders.

6.4.2 Incidence Findings

Analysis of incidence results was performed by means of categori-

zation and enumeration of enrollee-initiated visits to the center health

offices. The variables examined included frequency of visits and the level

of enrollee compliance with medical recommendations. The frequency of

visits and level of compliance was analyzed by each major set of disorders

or symptoms and by center.

*Centers varied in their response to
orders. Some Centers chose to note
(i.e., already wore glasses), while
'finding only those cases discovered

the item on eyesight-related dis-
enrollees with known eye problems
others considered as a positive
for the first time.
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The categorization of symptoms and disorders was difficult for

project staff because of wide variations in terminology. Eight cate-

gories of symptoms were empirically derived from the returned medical data

forms as follows:

Cold and flu: These refer to head colds, sore throats.
coughs, and routine upper respiratory infections.
Nontension headaches were also placed in this category.
Where symptoms such as stomach aches and watery eyes were
found in conjunction with the above symptoms, visits were
placed in this category.

Genitourinary: This category refers to venereal diseases,
vaginal infections, pregnancies, painful or absent menstrual
periods, and other disorders/conditions that would generally
be treated by a gynecologist or obstetrician. Male GU
problems, such as venereal disease and painful urination, were
also grouped in this category. Guidance and planning visits
with regard to birth control, pregnancy, and VD were included
here.

Gastro-intestinal: These refer to digestive problems in the
absence of other symptoms.

Dental: These included toothaches and other problems involving
the teeth, gums, and mouth.

Vision: These include problems typically treated by an opto-
metrist, such as blurred vision.

Asthma, Allergies, bronchitis: Self-explanatory.

Minor Injuries: These included cuts, abrasions, contusions,
and general muscle and bone aches and pains. Sprains and
strains are also included in this category.

Dermatological: These conditions included rashes, skin
inflammations, acne, and insect bites.

Other: Conditions which did not fall in the above categories
were placed in this category.

Approximately 1,400 health office visits were made by the 262

enrollees followed in this substudy. The mean number of visits per enrollee

was 5.3, over an average Job Corps length of stay of three months. The

median number of visits' was less than three, however. As Figure 6-2

shows, 58 enrollees made zero visits and another 61 make only one to two

visits: at the other extreme, nine hundred thrity-seven (67%) of the visits

were made by 16 percent of the sample population (42 enrollees). Therefore,

the analyses which follow were largely influenced by those 42 enrollees

who made 11 or more infirmary visits.

Table 6-2 shows the distribution of health office visits by dis-

order or symptom. As that table indicates, the plurality of visits (35%)

was for cold and flu symptoms. Many of these were for headaches. Genitourinary
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problems were the next most common reason for visits (17%). Most of these

visits involved female enrollees with painful or absent menstrual periods.

Some male problems of painful passage of urine were also recorded. Gastro-

intestinal distress made up 12% of total visits. The majority were non-

serious, with only one case of appendicitis identified. In that instance,

the patient was referred to a local hospital, and an appendectomy was

performed. Minor injuries, the typ.:cal day-to-day cuts, abrasions, strains,

and muscle pains, were the next largest visit cause, 11% overall. This

was followed by dental complaints (9%), other problems (6%), dermatological

symptoms (4%), eye-related disorders (3%), and asthma, allergies, and bron-

chitis (3%). The "other" category included nervous disorders, (e.g.,

tension headaches, hyperventilation, heart palpitations, insomnia), ear

problems (e.g., loss of hearing, painful earlobes, impacted wax), dizziness,

positive tuberculin tests, alleged rapes, psychiatric disorders (depression,

alcoholism), weight problems, seizures, hemorrhoids, fainting, and bivalent

sickle cell anemia.

6.4.3 Comparison Among Centers of Health Care Delivery_

For reasons stated previously, even the limited intercenter analysis

undertaken had methodological problems. All findings discussed below must

be qualified by the limitations inherent in our data collection system.

Frequency counts of health office visits may have bee affected by the

degree of conscientiousnest in recording. Levels of compliance with recom-

mended treatments were also difficult to assess. Some centers requested

return visits only for fairly severe problems, while other centers requested

return visits for almost all disorders. Therefore, the intercenter compari-

sons discussed below should be considered neither highly definitive nor

highly precise.*

Individual center health office visitation rates varied considerably,

according to our data. Much of the variation might be explained by the

differences in care taken in preparing the data-collection forms. Despite

this possibility, however, the data did yield some interesting findings. The

*Portland's sample was very small--8 enrollees--so additional care should
be taken in interpreting the findings for this center.
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three centers (Cleveland, Keystone, and Atlanta) which had all or almost

all female enrollees in their medical substudy sample recorded the highest

mean number of health office visits per enrollee, 18, 8, and 5, respecitvely.

There was, clearly., a sex differential in visit rates in this sample. The

other mean visit rates are indicated in Table 6-3. At the time of the

study the Cleveland center was the only center in the group where an

extensive course in health care was not provided, and its exceedingly high

rate of visitation might therefore have been related to lack of health

education beyond the orientation period.

It might be speculated that health office visitation rates were

related to enrollees' length of stay, that is, the longer an enrollee

stayed at a center, the more likely he or she was to frequent thtt center's

health office. 1e examined this possibility by comparing the center data

for length of stay, calculated for the main Study sample, with the center

data for total number of clinic visits, calculated for the medical sub-

study sample. Thus, while the data are not from identical samples, they

can provide insight into the issue.

Table 6-4 shows the mean length of stay and the mean number of

clinic visits per enrollee in the substudy. Visual inspection of these

data suggest that length of stay was not related to mean number of enrollee

visits. This is confirmed by a fairly small Spearman rank-order correlation

(rho) for these data of -.21, which suggests, if anything, a tendency toward

an inverse relationship of length of stay and number of health office 'isits.

The visitation rates by symptom and center are shown in Table 6-5; For

three of the symptom categories -- colds and flu, minor injuries, and derma-

tological -- visitation rates were roughly consistent across centers. Sur-

prisingly, GU problems accounted for a larger proportion of all visits

in male centers than in female ones. For the other symptom categories,

the visitation rates varied widely across centers, suggesting that centers

may have put different degrees of stress on xeportin and attending to dif-

ferent types of more serious symptoms. Of course, the visitation rate

variation across centers among these symptom categories may well reflect

different incidence and contagion situations at these widely scattered

centers at that time. Again, we must caution against giving too much

weight to these intercenter comparisons due to the many problems in data

reporting and the sampling of substudy participants.
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Table 6-3

Health Office Visitation Rates by Center

Center N
Total No.

Visits

Nean No.

Visits

Atterbury 131 297 2.3

Cleveland 39 692 17.7

Keystone 27 216 8.0

Atlanta 14 71 5.1

Pittsburgh 25 24 1.0

Breckenridge 18 64 3.6

Portland 8 37 4.6

262 1,401 I 5.3 (mean)

Table 6-4

Comparison of Mean Length of Stay and Mean Number
of Health Office Visits

Center
Kean Length of Stay

(days)1

Mean Number of Enrollee
Visits2

Atterbury 110 2.3

Cleveland 114 17.7

Keystone 57 8.0

Atlanta 154 5.1

Pittsburgh 125 1.0

Breckenridge 141 3.6

Portland 107 4.6

All 110 5.3

1Calculated from main study sample (N 0 379)

2
Calculated from medical substudy sample IN 0 262)
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Table 6-5

Infiroary Visits and Visitation Sates by Canter and Sinktos Category

Cattail"

SPoistoo Category

All Cold 4 flu
Giotto-
Urinaty

Gastro-
intestinal

Minor
Injurlea Dental Odor

N N N N %

Attodsney 297 1001 SS 33.0%

Cleveland 642 100% 260 37.6%

to
tn Keystone 216 100% 83 30.41

Atlanta 71 100% 22 31.0%

Pittsburgh 24 100% 6 25.0%

Srectan -

ridge 64 1004 2 3.1%

Portland 37 100% 18 48.61

Ittal 1401 IOC 489

14 23.0%

145 22.5%

37 17.1%

14 19.7%

0.0%

21 32.8%

16.9%

15

112

27

5.1%

16.2%

12.51

12.7%

8.34

7.8%

0.0%

45 15.2t

70 10.1%

10 8.3%

6 11.3%

2 8.3%

3 12.5%

4 16.2%

59

41

14

4

19.9%

5.9%

6.5%

7.0%

16.7%

0.0%

0.0%

33 19.9%

25 3.6%

13 6.0%

1.41

4 16.7%

4.7%

4 10.9%

a ama

111,

Dernatologicel Lys-Ralatad
mMmom aaD

21 7.1% 5 1.7%

20 2.9% 11 1.6%

11 5.1% 6 3.8%

2 2.8% 7 9.9%

1 4.2% 1 4.2%

2 3.1e 11 17.2s

2 5.4% 0 0.0%

59 4.2% 41 2.9%17.0% 170 12.1% 157 11.2 123 0.0% 63 5.91

Notes Perceatago figure le for pars:44461e of Waite for a *Mt** of all visits to that &onuss health office.
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Compliance with recommendations for return visits is shown

in Table 6-6. Atterbury, Pittsburgh, Breckenridge, and Atlanta showed

very high compliance percentages (around 90 percent), while Keystone,

Cleveland, and Portland showed relatively moderate compliance levels

(around 55 percent). With the exception of the Atlanta center, our sample

of the high compliance centers is predominantly male, and our results

might be interpreted to suggest that male Job Corps enrollees were more

likely than females to follow up on medical recommendations. In this

regard, it is interesting that the male enrollees in the main study sample

scored consistently (although not significantly) higher at pretest on

the Attitude TOward Authority Scale), i.e., they were more deferential

toward authority than were females (see Chapter 4.1 above).

6.5 Conclusions

It should be stressed again that the results of this study are

by no means definitive. Recognizing the limitations noted above in the

data-collection process, however, several tentative c)nclusionk can be

drawn about medical care in Job Corps.

Job Corps does appear to provide tangible medical benefits to

enrollees. The.initial medical screening examination uncovered prevailing

medical conditions among 14 percent of the enrollees. Granted, some of

the enrollees may have known about their conditions but also knew that

they would receive medical attention upon enrollment in Job Corps and

so did not seek treatment before Job Corps. Still, a considerable. per-

centage of medical conditions was undoubtedly uncovered in the scrotning

examination. Some of these conditions (e.g., venereal disease) have ob-

vious epidemiological consequences, and so their discovery had even wider

impact.

The number of infirmary visits (a mean of 5.3 visits during a

mean length of stay of 110 days, yielding a mean frequency of one infirmary

visit every 21 days) suggests further that Job Corps enrollees received

medical attention that they might otherwise not have received. It is

difficult to conceive that disadvantaged youth would normally be able,

on the "outside," to receive medical attention an average of once every

three weeks. In fact, national statistics indicate that low income blacks

of this age group visit a medical facility once every 215 days, or one-tenth

as often as this sample did in Job Corps.
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Table 6-6

Compliance Levels with Health Office Recommendations

Center
Percentage Complying with

Recommendations

Atterbury 88%

Cleveland 531

Keystone 58%

Atlanta 92%

Pittsburgh 88%

Breckenridge 83%

Portland 50i

All 70%
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Concerning the health care and health education that enrollees

received in Job Corps, several conclusions deserve discuss ion. For all of the

possible biases that may have been introduced in the data collection, the

finding that the one center with an extremely high average number of health

office visits per enrollee was also the one center which paid scant attention

to formal health education suggests, at least tentatively, that health educa-

tion may contribute toward a decrease in enrollees' seeking of medical care.

In other words, there may be a need for health information among Job Corps

enrollees which, at the center with the least amount of formal health educa-

tion, is satisfied by the enrollees' obtaining it through infirmary visits.

The findings also suggest that, although females may initiate more

health office visits, males comply more with recommendations made by health

office personnel (although this finding may have been confounded by other

center-specific conditions). Job Corps may want to give greater emphasis to

follow-through on medical care recommendations provided to females, while at

the same time monitoring the reasons for health office visits of females to

see if they are excessive, and if health education in specific areas can

reduce what may be informational visits.

A small percentage of enrollees accounted for a disproportionately

large percentage of clinic visits. While this finding parallels the situation

in society in general, it suggests that some attention might be paid to this

issue by Job Corps, so that health care services may be more efficiently provided.

Many of the enrollees with high clinic visitation rates may have

been more in need of counseling than of general medical care. This was

indicated by the nature of visits (every day or every other day within

the findings of Job Corps medical personnel (i.e., no apparent medical cause).

There were a number of enrollees whose complaints (e.g., hyperventilation,

nervousness, insomnia, seizures, alleged rape) imply somatacization of emotional

problems. Although seriously disturbed applicants to Job Corps axe ruled in-

eligible, the incidence of emotional disorders in this sample suggestP that

counseling and psychiatric services provided by Job Corps are needed for this

population.

Finally, it was noted that the more serious symptoms seemed to receive

different amounts of attention from center to center. If further study bears

this out, Job Corps may wish to issue guidelines in the area of minimum care

standards.
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APPENDIX A

STUDY DESIGN AND METHODOLOGY
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1.0 STUDY DESIGN

This study to assess the non-economic impacts of Job Corps was seen

by both the Department of Labor and by Abt Associates as laying the founda-

tion for a broader study of Job Corps' non-ecopomic impacts to be conducted

at a later date. In that sense, then, this was designed as a pilot study

of the non-economic impacts of Job Corps. This chapter discusses the ob-

jectives of the study and the design of the research. This project was

planned to produce three products: an Outcomes Assessment Battery (0AB)

which can be used for research on other employment and training programs

and further research on Job Corps; a Handbook of Noneconomic Outcome Mea-

sures for Employment and Training Programs which instructs researchers in

the use of the OAB; and this report, which presents the findings of a preliminary

pretest-posttest study of about 500 Job Corps applicants.

1.1 Research Objectives

In order for a research design and methodology to be developed, the

objectives of the research first had to be refined. As with any project of

this size, scope, and complexity, deciding on project objectives was an

interactive process. Early in the project, discussions among.Abt Associates

contract staff and DOL government technical representatives successively

refined the project's objectives to the following:

To develop an assessment instrument battery to
measure certain noneconomic impacts of employ-
ment and training programs;

To assess certain noneconomic impacts among
selected Job Corps participants;

To determine aspects of Job Corps programs
which may contribute to noneconomic outcomes.

In each subsection below, the research objectives of this project are dis-

cussed more or less chronologically as they developed from the actual pro-

ject methodology.

1.1.1 Development of a Noneconomic Outcomes Assessment Battery

The first objective of this project was to develop an assessment

instrument package to measure selected noneconomic outcomes of employment

and training programs. Existing literature was searched and experts were

consulted in order to construct a battery of instruments which held promise
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of assessing the outcomes of interest according to certain criteria. This

effort is described more fully in the Design Phase Report (March 1975) of

this project' and in Section 2.2 (Description of the Outcomes Assessment

Battery) of t1.48 Appendix.

The instrument development phase resulted in two products. The

first is the Job Corps Noneconomic Outcomes Assessment Battery, which was

administered to this study's participants and is available for subsequent

employment and training program research. The second is a Handbook of Non-

economic Outcome Measures for Employment and Training Programs, which can be

used for further evaluations of Job Corps and similar programs. The Hand-

book describes each instrument selecte.' for the battery and is produced as

a separate volume.

1.1.2 Assessment of the Noneconomic Impacts of Job Corns

From the beginning of the contract, it was recognized that the

assessment of the noneconomic impacts of Job Corps would be preliminary in

nature and would not lead to findings that would be generalizable to the

Job Corps as a whole. The Request for Proposal which originated this pro-

ject recognized the inappropriateness of attempting to generalize about

all Job Corps enrollees at all Job Corps centers on the basis of the small

sample of centers to which the study was limited. For example, the PPP

stated "If this approach (the application of the developed set of measures

in a limited Job Corps setting) proves feasible and yields meaningful data.

these measures could be applied on a broader scale to the Job Corps program

and to other manpower programs." As the contract work progressed, the

number of Job Corps centers included in the study expanded from one (as

originally envisaged) to seven. Still, because these centers were not

sampled randomly, nor study participants assigned randomly to treatment

and control groups (for ethical and practical reasons), the "evaluative"

component of this study is necessarily limited. The results of this study

cannot be generalized to all Job Corps Centers, at all times, for all

pettohs. All statements of the study's findings have these limits impli-

cit in them. It remains for a larger study, much wider in scope, to pro-

vide a more complete evaluation of the noneconomic impacts of Job Corps.
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APPENDIX B Baseline Datea on the Three Groups

BASELINE DATA ON THE THREE GROUPS

As discussed in the previous chapters, membership in the "Persister",

"Dropout" or "NoShow" group was determined after study subjects had res-

ponded to the pretest Instrument Battery. Their association with the

study and their association with Job Corps were not dependent on each

other in any way after the pretest Instrument Battery was completed

at the Job Corps screener's office.

Because of this posthoc design, there was no way of assuring

that the three groups were comparable before the "treatment" (Job Corps

attendance). Indeed, there were empirical reasons for believing that

NoShows were not as motivated as those who enrolled, and therefore by

definition not comparable. A decision was made to compare pretest scores

of the Job Corps group and the NoShow group in order to determine whether

there were any systematic differences. The first fifty NoShow instruments

were analyzed in comparison to the first 350 or so Job Corps instruments.

(As it turned out, the pretest was administered to many fewer NoShows).

There were no significant differences on any of the 18 scales. This

finding was considered sufficient evidence of the comparability of No-

Shows and Arrivals on these variables at the time of pretest.

Another issue that should be covered here is the comparability of

the study sample to the Job Corps population. As mentioned several times

in Appendix A, the present study was designed as a pilot study to

test the feasibility of measuring non-economic impacts. As a pilot study.

it was not intended to reflect the Job Corps population accurately. No

generalizations to the Job Corps as a whole are made, so it was not necessary

that the study sample be representative. Nonetheless, readers, of course,

are interested in the characteristics of the study sample, and in how

it differed Rica Job Corps as a whole. Both types of information are

included in the discussion of baseline data below. The statements above

serve simply as a caveat: Differences between the sample and the popu-

lation are not important for the purposes of this study.

In the sections below, demographic baseline data on the three groups

are presented. Such information was derived from two different sources:

Data on sex, race, age and urban/rural background are taken from items on

the pretest and posttest of the Outcomes Assessment Battery. The addi-

tional information was taken from the Job Corps Mainstream file, the

computerized management information system used by Job Corps for research
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purposes.* Because of the confidentiality of the Mainstream filo, All

youngsters whose records were searched had first given Abt Associates permis-

sion to do so.

Basic Demographic Data Across Groups

Group Formation

All analysis in the study is focused on differences among the three

groups of Job Coips applicants. "Persisters" were defined as youngsters

who remained in Job Corps 90 days or more. This cutoff date w 3 chosen to

correspond with Job Corps termination categories; Category I and Category II*k

are the names used by Job Corps for those called Persisters here. "Dropouts"

were defined as those who enrolled in Job Corps but remained on center less

than 90 days. (Job Corps calls these Category III terminees). "NoShows"

were defined as youngsters who applied to Job Corps, were accepted and assigned

to a center, but who literally did not show up on the specified date for

enrollment. Job Corps uses the same term and definition. The table below

illustrates the distribution of study subjects into treatment groups.

Table 1

Group Formation

Persisters
I

Dropouts "SoShows" TOTAL

Number

-

178 232 79

_

. 489

Percentage 38 45 16 100 %

Total Job Corps 37 33 30 100%
Percentage in 1976

* Our thanks go to John Amos, Program Analyst in the Job Corps Division of
Program Review, for generating the data tape upon which these findings are

based.

**Category I terminees are those who either graduate or stay 6 months or more:

Category II terminees are those who stay 3 to 6 months. In this study,

these two groups were not differentiated.
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Although there is no problem, for the purposes of this study, in

examining findings from groups of unequal size, it would be well to comment

on the discrepancy in group sizes between the study and National Job Corps

statistics. At the time the research design was developed, the study staff

envisioned an even group division of about one-third of the applicants in

each, like the overall Job Corps figures above. This breakdown had been

relatively consistent in Job Corps for several years. At the time of the

pretest, however, different parts of the country were being affected more or

less strongly by the recession of the mid-70's. For Job Corps, this variation

was reflected in the application and enrollment rates; areas of high unemploy-

ment had long Job Corps waiting lists and a low no-show rate. Instead of not

showing up for Job Corps, many ambivalent youngsters probably enrolled. Hence

the low no-show rate and high dropout rate. If the sites from which this

sample of applicants taken were suffering from higher unemployment than

average, this explanation of the discrepancy between the proportion of Job

Corps NoShows in the study and the proportion in the entire Job Corps is

plausible. There is no way of verifying it however.

Another explanation lies in the well-known methodological bias called

volunteerism. Job Corps screeners were asked to hand out instrument bat-

teries to all applicants after their interview. The slow rate of receipt

of completed pretests indicated that not all applicants were filling them

out. It might be speculated that refusals came mostly from those applicants

who, by the end of their screening interview, had already decided not to

follow through on their applications. Hence, the finding that only half the

applicants who became NoShows filled out the Instrument Battery. This theory

leads to the inevitable conclusion that the small NoShow group is biased

in favor of the more motivated applicants, i.e., those who were willing

to spend an additional 45 minutes in the screener's office filling out a

questionnaire. But, under that argument, all three groups should have been

biased in that direction. Under thwoonditions of this study, there was no

way in which the volunteer bias could be eliminated. If the NoShow group

were more biased than the others in ways that might affect the study, the

comparison of scale scores should have reflected that. Since there were

no differences, it may be concluded that, although only well motivated

NoShows became part of the sample, they were comparable to the Job Corps

groups in the areas under study.
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Male/remale Breakdown

Table 2

Male/Female Breakdown

Persisters Dropouts No Shows TOTAL

All Job Corps
Contract Center

Enrollees

Percent Male 60% 56% 56% 58% 58%

Percent Female 40% 44% 49% 42% 42%

Percent TOTAL 100% 100% 100% 100% 100%

The sample was 58% male, identical to the proportion in all Job Corps

contract centers. The male/female ratio within each group is consistent with

the total ratio.

Racial Breakdown

Early in the survey phase of the project, it became clear that almost

all applicants in the study were black. The reason was that the pretest was

administered only in large cities east of the Mississippi, where a large

proportion of the disadvantaged population;is black. In an attempt to add

more white study subjects, the survey was later extended to Portland, Oregon

and its local Job Corps Center, where almost all enrollees are white. The

addition of Portland did not make a significant change in the study's racial

profile, however, because most of the applicants pretested enrolled in Job

Corps and stayed too long to be posttested. Table 3 displays the distribu-

tion of the study sample in terms of race and treatment group.

CO
566



Table 3

Racial Breakdown
(in percentages)

Persisters Dropouts NoShows TOTAL

All Job Corps
Contract Center
Enrollees

Black 88 83 85 85 BLACK: 61

White 8 13 9 10
WHITE: 22

SPANISH-
American Indian < 1 1 I < 1 SPEAKING: 12

Mexican-American c 1 0 0 < 1
OTHER: 5

Puerto Rican 1 2 1 1

Other 2 1 4 1

Two comments should be made regarding the table above. One, the

proportional distribution of the races, although highly skewed, is reasonably

consistent among treatment groups. Two, a somewhat larger proportion of white

youngsters is found in the Dropout group. This situation is a familiar one to

Job Corps; in centers, especially large ones, where minorities predominate,

white youngsters often feel out of place and consequently terminate early.

Age Breakdown

The ages of applicants were taken from birthdates entered on the post-

test questionnaire. Because the study covered almost 18 months, it was

necessary to standardize ages by subtracting birthdates from a common date.

January 1, 1976 was chosen because it represents an approximate midpoint of

the pretest survey period. Table 5 displays the ages of the study sample and

the Job Corps population.

567

609



Table 4

Me Breakdown
(in percentages)

Persisters Dropouts NoShows TOTAL

Ali Job Corps
Contract Center
Enrollees

Under
16 3 6 1 3 -

16 34 35 39 33 26

17 27 27 34 28 24

18 19 IS 22 18 21

19 10 10 10 10 15

20 7 7 9 7 15

This distribution approximates that of Job Corps as a whole, although

this study population has about 10% more youth 16 years old and younger. This

is not surprising, since younger applicants are usually sent to Contract

Centers (such as those in the study) rather than Conservation Centers.* Within

the study sample, the NoShow group was somewhat older, with 41% of the NoShows

aged 18 or over compared to 36% and 32% of Persisters and Dropouts, respec-

tively. Getting a job may have been a major reason for not showing up, and

older youth have a better chance in a competitive job market.

Urban/Rural Background Breakdown

Although all youngsters in the sample applied to Job Corps in a

screening office in one of the cities selected, it was considered important

that the applicant's background be determined, because of the possible

differential impacts of Job Corps on youngsters brought up in urban or rural

areas. Table 5 displays the breakdown or urban/rural background.

*Conservation Centers offer union-run draft training programs designed to lead
directly into apprenticeship after Job Corps graduation. The unions cannot
place those under 18 in apprenticeships so they prefer not to train them in
Job Corps.
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Table 5

Urban/Rural background Breakdown
(in percentages)

Where have you lived
most A your life? Persisters Dropouts No Shows

In farm country
outside the town

3 3 4

In a small town 9 7 8

In a city 88 90 89

As can be seen, recent rural to urban migration isnot a character-

istic of this sample. Job Corps does not keep statistics on this variable,

so no comparison with the entire population is possible. With a few excep-

tions, all members of the study sample were living in a.city of 250,000 or

more at the time of application. In Job Corps as a whole, only 43% of

enrollees come from large cities. The sample, however, was purposely taken

from cities only.

Conclusions

Although there was no attempt to make this purposive sample represen-

tative of the Job Corps population, it fortuitously turned out to be represen-

tative by sex and somewhat representative by age. The three groups of appli-

cants--Persisters, Dropouts and NoShows-were not actually sampled, and there-

fore were not stratifiable by any demographic variables. Nevertheless, the

groups were virtually identical by sex and urban/rural background. There were

some differences, none of them significant, in race and age.

Additional Demographic Information on Job Corps Groups

As an additional source of information, the Job Corps management

information system was cc,sulted. Personal data, mostly demographic, was

accessed for all study subjects who were in the Job Corps file (all NoShows

and some Dropouts and Persisters are missing from the file). As stated in

the previous section, deviation of this sample from the Job Corps population

should not be construed as a weakness of the sampling frames no attempt was

made to make the sample representative or to make generalizations to the entire

program.
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Some demographic items covered in the previous section are repeated

here in order to display all variables according to internal Job Corps

categories. The racial breakdown appears in Table 6.

Table 6

Group by Race (in percentages)

Males

N n 179 Persisters Dropouts Statistics

White

Minority

4

96

9

91

x2=1.53
df=1
p =ns

Females

N a 136 Persisters Dropouts Statistics

White

Minority

7

93

20

80

v=4.01
df=1
p =4.04

For both sexes, whites tended to be Dropouts rather than Persisters.

Differences were significant for women. Almost 75% of white women left after

less than 90 days.

The next demographic variable, size of city of origin, is displayed

in Table 7.

Table 7

Group by City Size
(in percentages)

Persisters Dropouts Statistics --]

Less than 2500 3 2

2500 to 50,000 3 5
e =2.07

df*3
50,000 to 250,000 7 6 p =ns

More than 250,000 87 87
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Because patterns for males and females were identical here, only one

table is presented. There are no differences between groups. Table 8 illus-

trates differences in welfare status.

Table 8

Group by Welfare Status (in percentages)

Males

N = 182 Persisters 1 Dropouts Statistics

Yes

No

-...
50

50

69

31

x206.32

df01
p = .01

Females

N = 138 Persisters Dropouts Statistics

Yes

No

64

36

67

33

x2,63.11

df=1
p sins

Job Corps appears to be less successful with males who were on

welfare before enrolling. over 60% of male welfare recipients dropped out

early. There were no differences for women.

Applicants with a history of delinquency or crime are classified

as "questionable." Each such case is considered for eligibility on an individual

basis. Often a questionable youngster is permitted to enroll as an alterna-

tive to probation. The breakdown for the study sample appears in Table 9.

Table 9

Group by Behavior Category (in percentages)

Males

N 0 180 Persisters Dropouts Statistics

Questionable

Eligible

16

84

r.

15

85

g

x201.22

df=2
p sins

Females
1

N w 136
.

Persisters Dropouts Statistics

Questionable

Eligible

3

97

6

94

)( .07

df02
p sins
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It is not surprising that more males than females were questionables.

There were no differences between groups for either sex.

Educational attainment prior to Job Corps is illustrated by Table 10.

Table 10
Group by Highest Grade -ompleted (in percentages)

Males

N = 182 Persisters Dropouts Statistics

6th 0 2

7th 0 3

8th 17 19
x2=8.16
df=6

9th 43 37 p ams

10th 33 26

11th 4 10

12th 4 3

Females

N = 138 Persisters Dropouts Statistics

th 0 1

7th 3 0

8th . 11 9 X3.63

9th 28 32
df=6
p =ns

10th 28 26

llth 13 12

12th 17 20

Although there were no significant differences in educational attain-

ment for either sex by group, within both groups females entered Job Corps

with more education than males (Persisters: x2=16.46) df=5; p=<005. Dropouts:

x2=16.88) df=6) p=<.01). These differences may help...account for the consis-

tent results in the findings section that women scored higher on the scales

that test knowledge (see Chapters 3 and 5).

Summary

In general, the youngsters who became Persisters or Dropouts were

alike in background. White women and men from families on welfare tended to

terminate early.
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1.1.3 Assessment of Job Corps Program Elements Related
To Noneconomic Outcomes

The project's third objective was to ascertain, in a preliminary

fashion, which specific aspects of various Job Corps training programs con-

tribute to various noneconomic outcomes. This objective had a process

focus; attention was paid here to Job Corps program elements which might be

tied to noneconomic outcomes. A case study approach was deemed the most

appropriate one to use here since the seven centers were not selected ran-

domly, nor was the number of centers studied large.

Each center in the study was visited and center personnel were

interviewed using a semi - structured interview protocol. The center study

interviews focused upon program elements which could be related to the

study outcomes. A variety of center personnel, ranging from center director

to residential advisors, were interviewed, as appropriate, about various

program elements relating to the study outcomes. In these interviews Abt

staff attempted to ascertain critical components of the program.

1.2 Research Design

To achieve the three objectives described above, a research design

was needed that would allow administration of the Outcomes Assessment

Battery to a large number of respondents, that would determine the

extent to which Job Corps impacted various noneconomic areas, and that

would examine different program elements and determine in a preliminary

fashion, what elements influenced what outcomes. The research design which

seemed to meet these criteria and reach the project objectives in the most

cost-effective manner, was a pretest-posttest, Nonequivalent Control Group

Design.*

In this quasi-experimental design, the study participants were

not assigned to treatment and control groups randomly, as is required in

a true experimental design. Obviously, both ethical and practical

considerations did not allow randomly assigning Jnb Corps applicants to

* Cook, T.D. and Campbell, D.T. The Design and Conduct of Quasi-Experiments
and True Experiments in Field Settings. In M.D. Dunnette (Ed.), Handbook
of Industrial and Organizational Research. Chicago: Rand McNally, 1976.
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a "treatment" status (participation in Job Corps) or to a "control" status

(non-participation in Job Corps). Rather, the Job Corps applicants "selected"

themselves for assignment to treatment and "control" groups by their subse-

quent behavior. When they applied at selected Job Corps screening sites,

applicants were given the pretest questionnaire, that is, the Outcomes

Assessment Battery. Of those applicants sampled, some did not show up for

travel to, or enrollment in, their assigned Job Corps center; these partici-

pants were classified as NoShows. Of those applicants who did subsequently

enroll in Job Corps, some terminated before the Job Corps "treatment" could

reasonably be expected to have any effect (i.e., in less than 90 days).

These study participants were classified as Dropouts. Finally, those appli-

can.= who enrolled in Job Corps and subsequently remained for at least 90

days comprised the treatment group, the Persisters.. A time lag of about

three months after termination from Job Corps was allowed before Dropouts

and Persisters were tracked and given the Posttest interview. About nine

months after their scheduled arrival date, NoShows were tracked and given

the posttest interview.

Figure 1-1 schematically shows the process by which the initial

pool of Job Corps applicants were subsequently classified into the three

study respondent groups. The resulting research design consisted, then,

of two measurement points, a pretest and a posttest, and three groups of

study participants: a treatment group of Persisters, a comparison group

of Dropouts, and a "control" group of NoShows.

To obtain data on the contribution of Job Corps to the outcomes,

the Job Corps centers to which the study participants were assigned were

visited. Information was gathered at each site in order to inform the

data analysis regarding the relationship of program elements and outcomes.

Table 1-2 displays the types of center staff interviewed and the topics

discussed.
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figure 1-1
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1.3 Analysis Plan

Data analysis for the project was tailored to each of the three

objectives of the study. The analysis for the first objective (development

of a noneconomic outcomes assessment battery) was a psychometric evaluation

of the instruments selected to measure noneconomic impacts. The analysis

for the second objective (assessing noneconomic impacts of Job Corps on

enrollees, as measured by these instruments) was more in the nature of a

hypothesis-testing analysis, although for this pilot study specific hypo

theses were not made or tested. Analysis for the third objective (determin-

ing program aspects contributing to noneconomic outcomes) was purely quali-

tative.

6.1.3
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2.0 STUDY METHODOLOGY

Planning, conducting and monitoring the pretest--posttest Non-

equivalent Control Group Design took two of the study's three years. The

procedures followed for selection and development of outcomes and measures

and for site and respondent selection are discussed in this chapter.

2.1 Criteria for Instrument Selection or Development

Investigation of the measurability of the outcomes initially listed

was the major focus of activity during the project's design phase. In

coordination with the outcome selection process, project staff identified,

collected, and selected existing scales and developed original measures

where adequate scales did not exist for assessing a particular study outcome.

In considering the tradeoffs between the research advantages of previously

validated instruments and the specific appropriateness of newly-generated

instruments, cost considerations dictated a preference for instruments

already validated and nonmed. It was not always feasible, however, to

find such instruments, and, where necessary and feasible, new items were

written to measure several of the outcomes.

In evaluating existing instruments or in developing new items,

the primary criteria were as follows:

Brevity - A time limit of about ninety minutes for the
entire instrument package was set, meaning that individual
instruments would have to be fairly brief.

Self-administrability - Because the pretest was self-
administered by Job Corps enrollees at the screening
office where they applied, the instruments had to be
self-administerable, or readily modified to be self-
administerable.

Appropriateness to population - Disadvantaged youth tend
to have unique problems vis-a-vis tests and test-taking,
namely, low reading level, unfamiliarity with objective
tests and test-taking, anxiety about written instruments
and short attention span. Instruments selected or
developed had to have been designed to minimize these
problems. The existence of normative data on disadvantaged
youth was a distinct advantage for any instrument.

Reliability - Instruments selected had to be internally
consistent without being redundant and had to measure
the same thing consistently over time. The latter
consideration was particularly important since the
experimental design calla* for a pre-post test interval
averaging nine months.
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Validity. - Instruments should, of course, measure what
they are purported to measure. Evaluation of instruments
paid close attention to validity considerations and
evidence.

Efficiency - The research design called for up to 2,000
instrument administrations. Considerations of time,
cost, and ease of scoring consequently also guided evalu-
ation of instruments.

2.2 Description of the Outcomes Assessment Battery

This section described the measures finally selected for submission

to the Department of Labor as the Outcomes Assessment Battery (0AB). With

slight modifications, the battery served as the assessment instrument for

both the pretest and the posttest. Separate male and female versions of

the test battery were used because three subscales of the Youth Assessment

Battery (YAB) have male and female versions.* A few questions appeared on

the pretest only; several groups of questions appeared on the posttest only.

Table 2-1 is organized by outcome and summarizes the instruments and sub-

scales selected. The discussion presented below is organized by instrument,

with a description and major referenced provided for each instrument. The

order in the Outcomes Assessment Battery was administered to study subjects,

and the item numbers in brackets refer to item numbers in the final OAB.

Form 16 Crsi) is a Department of Labor form completed for each Job

Corps enrollee. It provided an estimate of the enrollee's ability to speak

English at the time of pretest. It also provided supporting demographic

information needed in data analysis. It is not included in the Outcomes

Assessment Battery, but was part of the data flow of the study.

Biographical Information Blank (BIB) (Al -A10) was developed by

Richardson, Bellows, Henry 6 Co., Inc., under contract with the U.S. Depart-

ment of Labor. It has been used extensively in Job Corps and, as such,

it was appropriate to the study population. The seven "motivational" items

selected from it (BIB items 7, 15, 39, 50, 51, 63, and 66) were selected as

those which best differentiated both male and female Job Corp* Persisters

*The sex differences on the YAB were regarded negatively by many reviewers,
and the Educational Testing Service plans to revise the scales to eliminate
the separate forms. The use of separate forms was not intended to discrim-
inate against females, but to permit respondents of each sex to identify
with the cartoon characters which were used to illustrate the items.



from Dropouts in previous research. Major references: Dropout Prediction

and Intervention (Washington, D.C., General Services Administration: 1972).

Youth Assessment Battery (YAB) (81 - B28, Cl - C30, D1 - D13) was

developed at Educational Testing Service, also under contract with the De-

partment of Labor, specifically to provide a nontraditional, innovative

approach to the assessment of disadvantaged youth. The battery consists

of fifteen scales. Extensive and careful research went into the develop-

ment and validation of the battery. The three subscales selected for inclu

sion in this test battery (Attitudes Toward Authority, Job-Seeking and Job-

Holding Skills, and Job Knowledge) have been shown to have the greatest

validity among the noncognitive skill subscales. Major reference: Norman

E. Freeberg, Development of Assessment Measures for Use with Youth - Work

Training Program Enrollees. Phase II: Longitudinal Validation, Final

report of U.S. Department of Labor Contract No. 41-9-005-32 ( Princeton,

New Jersey, Educational Testing Service: 1974).

Woa'Arientation Questionnaire (W0A9 - (El - E24) was developed by

Leonard Goodwin as part of a Brookings Institution study of the motivations

and orientations of welfare mothers. It is appropriate in wording and

content for disadvantaged persons. Originally developed as a personal

interview survey, it was easily modified to be self-administered. Major

reference: Leonard Goodwin, "Do the Poor Want to Work?" (Washington, D.C.,

Brookings Institution: 1972).

Self-Esteem Scale (SEL) - F10) was developed by Morris Rosenberg.

Of the various self-esteem scales considered (including the Self-Esteem

Scale of the YAB, Coopersmith's Self-Esteem Inventory, and Fitts' Tennessee

Self-Concept Scale), the Rosenberg scale was selected because of the exten-

sive developmintal research involved in its construction and the consistent

research findings pertaining to its validity. It was originally validated

on a sample of over 5,000 urban high school students. It was also the

shortest and the most appropriately worded of the various scales for the

disadvantaged adolescent population. Major reference: Morris Rosenberg,

Society and the AdolescentiSelf-Image (Princeton, New Jersey, Princeton

University Press: 1965).

Work-Related Attitudes Scale (WRA) (GI - G26) was developed by

Regis H. Walther, director of the George Washington University Manpower

Research Projects, under a U.S. Department of Labor contract. It is a

twenty-six item scale requiring only a sixth-grade reading level. It

measures the attributes of optimism, self-confidence, and unsocialized
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attitudes. Major reference: Regis R. Walther, The Measurement of Work-

Relevant Attitudes, Final Report of the U.S. Department of Labor Contract No.

41-7-004-9 (Washington, D.C., The George Washington University: 1970).

Ladder of Life (LAD) (H1 - H3) is a psychometric technique developed

by Hadley Cantril to obtain self-report measures of human status. It was

adapted for purposes of this study to provide a brieand easy-to-understand

measure of long-term vocational aspiration. Major reference: Hadley Cantril,

The Pattern of Human Concerns (New Brunswick, New Jersey, Rutgers University

Press: 1965).

*Mulligan Stew* Questionnaire (STW) (11-114) was developed by Abt

Associates as part of a contract with the U.S. Department of Agricaiure to

evaluate the efficacy of that Department's *Mulligan Stew" nutrition televi-

sion series aimed toward 9-12 year olds. It proved to be a highly effective

instrument in that study, and its straightforward wording and pictorial for-

mat ideally suited it for the mea.arement of nutrition information in this

study. Selected items of the extensive questionnaire were chosen for the

instrument battery. Major reference: Sydelle Stone Shapiro et al., An Eval--

uation of the Mulligan Stew 4-H Television Series, Final Report of U.S.

Department of Agriculture Contract No. 12-05-300-256 (Cambridge, Massachusetts,

Abt Associites Inc.: 1974).

Job Corys Information Survey (JCS) (Posttest 83-11) was developed

by J-Squared, 8-Squared Consultants under contract with the U.S. Department

of Labor. The Inikvey was administered to approximately 2,000 Job Corps

enrollees. The seven items chosen from the ever 200-item survey instrument

were the items dealing with opinions and attitudes about Job Corps training.

These items appeared only in the posttest battery. Major reference: 12B2

Consultants, Job Corps National Drug Survey, Final Report of the U.S. Depart-

ment of Labor Contract No. JCC -2169-99 (Los Angeles. California. J-Squared,

B-Squared Consultants: 1973).

Newly Constructed Items were developed by project staff to cover those

few areas of outcomes for which adequate existing instruments were not found

to exist. Those area. included demographic identifiers (front page), health

care and health habits (All -IA16 and posttest items K14, K16. K19), court

involvement (K1 - K5), job satisfaction (327 - G30), health information (11 -

J17), changes in family relations and leisure time (posttest K7, K13, K17, K18,

K20, K21). While, of course, these items could not and do not have a develop-

mental history bearing upon their validity, reliability, and appropriateness

for the study population, the items did draw upon Abt Associates staff's

extensive capabilities and experience in survey design and questionnaire

construction.
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2.3 Sampling and Data Collection

Strictly speaking, the study did not involve sampling among the

universe of interest--all people who apply to Job Corps. The necessity

of obtaining a large enough and diverse enough pool of Job Corps applicants

to pretest in a timely and cost-effective manner meant that a few cities in

which large-scale Job Corps screening is done and several Job Corps

centers which process a relatively large number of applicants would have

to be used. Otherwise, it would have taken too long to obtain a large

enough sample for the study. The generation of 1,210 completed pretest

questionnaires required surveying applicants in five cities over a thirteen

month period during 1975-76. Four hundred eighty nine posttests were

completed during an overlapping thirteen month posttest period during

1976-77. Table 2-2 presents the cities and centers selected. Tables

2...3 and 2-.4 present information on the sample.

teals 2.2
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Table 2-3

Total Sample Size

COMPLETED PRETEST 1210

No posttest attempt made (did not terminate,
no status notification received from DOL, etc.) 537

QUALIFIED FOR POSTTEST 673

Could not locate for posttest 137

Not available for posttest
(in army, jail, deceased, etc.) 9

Refused to take posttest 7

Interviewer fraud on posttest 31

COMPLETED POMEST 489

Table 2-4

Sample Size by Treatment Group and Sex

Group Sex

Persisters Males 103

Females 75

Dropouts Males 129

Females 93

NoShows Males 45

Females 34
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whether the impacts of the program on earnings, reduced
This benefit-cost analysis of Job Corps seeks to determine

OVERVIEW

crime, drug use and dependency, increased tax payments and
other effects of benefit to corpsmembers and society have
an economic value which exceeds the cost. The analysis is
based on a follow-up study of a large sample of 1977
enrollees and a group of comparable youth seven months
after termination; in other words, it projects measured
benefits during this period into the future.

The analysis reaches the encouraging finding that the
public investment in Job Corps is "efficient" -- that
benefits exceed costs.

However, as the study carefully illustrates, markedly
different benefit-cost estimates emerge from the same
data under equally plansible assumptions. For instance,
if the economic benefits experienced at the seven month
point after terminations are assured to fade out at 14
percent a year, and future benefits are translated into
current value by a 5 percent discount rate, the ratio of
benefits to costs is 1.15 -- in other words, the human
resource investment has a positive rate of return. If
a 10 percent discount rate is used, the benefit-cost
ratio is only .88. On the other hand, if it is assumed
that benefits do not fade out, the ratio increase to
3.12 even with a 10 percent discount rate.

The detailed study is important because it assesses all
these alternative assumptions and their consequences.
The analysis of the components of benefits and costs is
also important. For irqtance,the report illustrates
how experienced crime corrections really are,
estimating the savings which accrue as a result of the
measured reductions in criminal activity among corps-
members. Nearly half of the youth benefits of Job Corps
are the result of these reductions in criminal activity.

This study was conducted by Mathematica Policy Research
under the guidance of the Office of Program Evaluation
in the Employment and Training Administration. A one-
year later follow-up is planned which will provide
critical evidence on the permanence of benefits and thus
a better foundation for benefit-cost analysis.
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EXECUTIVE SUMMARY

This report presents detailed findings of a benefit-cost
analysis of Job Corps, a federal training program for disadvantaged
youths. The analysis was conducted as part of an evaluation of the
economic impact of Job Corps being performed for the U.S. Department
of Labor. The findings are based on short-term economic impacts
covering the time that Corpsmembers spend in the program and the
first seven months after they leave Job Corps centers.

The principal issue analyzed in this report is whether
the investment in Job Corps is economically efficient--specifically,
does society have more goods and services at its disposal because
of the investment in Job Corps, or would it be better off if the
resources devoted to the program were used for alternative purposes?
The results of this analysis suggest that public investment in Job
Corps is efficient. Our benchmark estimate is that the present
value of benefits exceeds costs by $251 per Corpsmember
or by approximately 5 percent of costs. Because over 40,000 Corps-
members enrolled in Job Corps during the base year for the evaluation
(fiscal year 1977), our benchmark estimate of the total social benefit
exceeds $10 million for that year.

We estimate that nearly 50 percent of the social benefits
are generated by a reduction in criminal activity among Corpsmembers --
particularly burglary and larceny. These benefits from less crime
include reductions in personal injury, property damage, stolen
property, and criminal justice system costs. Another 40 percent
of the social benefits are attributed to an increase in the value
of the output Corpsmembers produce both while they are in the Job
Corps program and after they leave. The social costs consist primarily
of the resources used to operate and administer the program.

The analysis of social benefits and costs abstracts from
the fact that members of society share disproportionately in the
benefits and costs. The equity effects of the program are very
important for a complete analysis of the program. As a result,
the report also analyzes the benefits and costs of investments in
Job Corps from the perspectives of Corpsmembers and of all other
members of society (non-Corpsmembers). Our benchmark distributional
estimates indicate that the average Corpsmember receives a net benefit
of $2t2 from participating in Job Corps. We estimate that non-
Corpsmembers, as a group, receive benefits worth only slightly more
than the costs they incur. For non-Corpsmembers, their net present
value of the investment in Job Corps is approximately $40 per
Corpsmember enrolled.,

Approximately 40 percent of the benefits to Corpsmembers
are accounted for by their increased earnings. The other benefits
are primarily the transfers they receive while they are in Job Corps.
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The largest cost borne by Corpsmembers is the reduction in their
transfer income, although the opportunity cost of the time they
spend in Job Corps and the reduction in their theft income are also
significant costs.

Non -Corpsmembers receive substantial benefits from the
reductions in Corpsmember criminal activity and their use of transfer
programs. The non -Corpsmember costs are primarily from the operation
and administration of the program. Of these Job Corps expenditures,
over 25 percent are for transfers for Corpsmembers.

The estimation of the present value of benefits and costs
required numerous assumptions and approximations. In particular,
because this analysis is based on interview data that covered, on
average, only seven postprogram months, we have had to make some
speculative assumptions about the rate at which the Job Corps effects
fade out over time. We assumed that all effects fade out at approxi-
mately 14 percent a year.

Another important assumption that was used to obtain the
benchmark benefit-cost estimates was that the appropriate discount
rate for converting the values of future benefits into current dollars
was 5 percent.

Assumptions of lower (higher) fade-out and discount rates
will make the program appear more (less) attractive. As long as the
sum of the fade-out and discount rates is less than 20 percent,
we estimate that Job Corps is an efficient social investment.
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TECHNICAL REPORT D

A COMPARATIVE EVALUATION OF THE BENEFITS AND COSTS OF JOB CORPS

AFTER SEVEN MONTHS OF POSTPROGRAM FOLLOW-UP

I. INTRODUCTION

This report presents the detailed findings of a benefit-cost

analysis of Job Corps, a federal training program for disadvantaged

youths.1( The analysis was conducted as part of an evaluation of the

economic impact of Job Corps that was performed for the U.S. Department

of Labor. The purpose of this introductory chapter is to describe the

Job Corps program and how the benefit-cost analysis fits into the overall

evaluation. Chapter II presents an overview of the benefit-cost analysis.

The next two chapters are devoted to the benefit and cost findings, which

are then aggregated and assessed in Chapter V.

A. JOB CORPS

Job Corps was established by the EconattiC opportunity Act of 1964.

The program was later transferred from the Office of Economic Opportunity

to the Department of Labor (DOL) under Title IV of the Comprehensive

Employment and Training Act (CETA) of 1973. Job Corps is composed of

individual centers located throughout the country and is administered

centrally by DOL. The program is designed to provide "vocational skills

training, basic education, health. care, and residential support for young

1/
-.711e term disadvantaged, as used in this report, embodies several

factors related to age, education, income, race/ethnicity, and employment
history that limit the ability of young men and women to obtain and hold
jobs. These factors also define eligibility for the Job Corps.
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people who are poor, out of school, and out of work. its aim is to break

the cycle of poverty permanently by improving life-time earnings prospects."-
1/

In fiscal year 1977, there were sixty-one centers operating in

thirty-two states and the Commonwealth of Puerto Rico. The centers were

of two basic types; (1) "contract centers," which were operated by

business firms, nonprofit organizations, or local government agencies

under contracts with DOL regional offices; and (2) "civilian conservation

centers" (CCCs), which were located on public lands (primarily national

parks and forests) and operated by the Department of Agriculture and the

Department of the Interior under executive agreements with DOL.-( During

fiscal year 1977, these centers had a total capacity for enrolling

22,000 Corpsmembers, and over 40,000 youths received some training in

Job Corps. The program, however, was under a congressional mandate to

double the size of its enrollment by the end of fiscal year 1978.2(

Job Corps attempts to provide a comprehensive program of services

to its participants, which includes the following:

1. Education. This aspect of the program is intended to correct
the various educational deficiencies of enrollees. It includes
basic education (emphasizing reading and mathematics), "World
of Work" (including consumer education, driver education,
home and family education, health education, and bilingual
education), and General Educational Development (leading to
the GED certificate, which is equivalent to a high school diploma).

1/
The Expansion and Enrichment of the Job Corps, U.S. Department

of Labor, Employment and Training Administration, 1978, p. 1.

?There were also two "extension centers," which offered advanced
vocational skills training and had a combined capacity of 110 slots
(i.e., positions).

3 -The expansion to a capacity of 44,000 will entail
centers and initiating some new education and training programs. For
details of the expansion, see A Planning Charter for the Job Corps, U.S.
Department of Labor, Employment and Training Administration, 1978.
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2. Vocational Skills Training. This component of the program
encompasses training in almost fifty occupations. It typ-
ically offers both classroom instruction and on-the-job
training. The training offered at CCCs is generally in the
construction trades, is often operated by trade-union
representatives, and typically involves on-the-job experience
in a work project on center improvements or in a nearby
community. Training of this type is also provided by some
of the contract centers, though classroom training in service
occupations (such as nursing, cooking, clerical, and custodial
services) is the most common form of training at contract
centers. Training in the service fields often concludes with
work experience in a part-time position at a center or with
an outside employer.

3. Residential Living and Ancillary Services. The residential
setting of Job Corps distinguishes it from other public
employment and training programs. Job Corps provides meals,
health services, counseling services, recreation and enter-
tainment, and other support services to all Corpsmembers.
In addition, 94 percent of the Corpsmembers receive dormitory
accommodations and live at centers. The residential living
component of Job Corps reflects the belief that the youth
population served by the program can derive the greatest
benefits from the education and training services when new
and more supportive living accommodations are provided.

The recruitment and placement of Corpsmembers is carried out by

Job Corps centers (primarily placement), and by other agencies under separate

contracts with DOL. These agencies include employment service offices,

certain unions and local schools, volunteer agencies Such as Women in

Community Service, Inc. (WXCS). and Joint Action in Community Service, Inc.

(JAGS), and special private agencies. The placement agencies often attempt

to provide Job Corps graduates with other support services to facilitate

their transition from center living to regular living arrangements.

B. THE EVALUATION OF THE ECONOMIC IMPACT OF THE JOB CORPS

The economic evaluation of Job Corps consists of two main components:

an analysis of the effects of the Job Corps experience on program participants,
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and a benefit-cost analysis. The former component focuses on how the

individual behavior and economic status of Corpsmembers change as a

result of participatiug in the program. These changes are estimated

from the observed pre- and postprogram differences between Corpsmembers

and a comparison group for four broad categories: employment and earnings;

welfare dependence; antisocial behavior (criminal activity and drug use);

and investment in human capital (education and training). The attitude

of Job Corps enrollees toward the program and their rating of program

services were also examined in the impacts component of the evaluation.

Baseline interviews were administered to 5,133 Corpsmembers at

fifty-two centers and to 1,496 comparison-group members at fifteen sites

during an eleven-week period from April to July 1977. Approximately

nine months later, follow-up interviews were obtained from 2,419 Corps-

members and from 1,321 comparison-group members...,
1/

On the basis of

multiple regression analysis of the interview data, estimates of the

effects of the Job Corps program on participants were obtained for the

variables of interest. The design and results of this analysis are

presented in detail in separate reports...,
2/

The second component of the Job Corps evaluation is an analysis

of the benefits and costs of the program. Benefit-cost analysis

1/
Nearly one-half of the Corpsmembers who were interviewed at

baseline (2,241 of 5,133) had not been out of the program long enough
to be included in the follow -up survey. For additional details, see
"Survey Methodology and Resu?.ts," Technical Report B.

2/See "Econometric Models and Methods for the Impact Analysis,"
Technical Report C, for further details on the methodology. The results
are xummarixed in the main volume of the full report.
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is a method of aggregating the diverse effects of Job Corps--both on

Corpsmembers and on other members of society - -and determining the net

desirability of the program according to public investment criteria.

Data for the benefit-cost assessment are derived from the foliating:

the impact analysis; budget records from Job Corps centers, DOL, and

the Office of Management and Budget (OMB); special studies conducted at

a sample of Job Corps centers; and "shadow price" data, derived from

various published sources, for cases in which the economic values could

not be observed directly.1 The benefit-cost evaluation presents one

view of the results obtained in the impact analysis and should not be

regarded as separate from, or an alternative to, that analysis; rather,

it is a supplement to the impact analysis and provides a useful summary

interpretation of the basic findings.

"Shadow prices" are used to value the program's effects in those
situations where market prices either do not exist or are inappropriate,
and thus where the economic values cannot be observed directly. The
shadow prices, as well as the other data sources mentioned, axe documented
in the appropriate sections of this report. For more information regarding
shadow pricing, see R. McKean, "Shadow Prices," in Problems in Public
Expenditure Analysis, edited by J.B. Chase, Washington, D.C.: The
Brookings Institution, 1968, as well as Chapter III of this report.
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II. OVERVIEW OF THE ANALYSIS

The main question addressed in this benefit-cost analysis is

whether the social investment in Job Corps is efficient. In ottier woras,

does society have more goods and services at its disposal as a result

of providing funding for Job Corps, or would society be better off

if the resources devoted to Job Corps were to pe used for alt:rnative

purposes? The tentative answer to this question, as provided by our

analysis, is that Job Corps is socially efficient. However, there are

numerous qualifications to this simple answer, and precise estimates

can be based only on findings obtained from longer follow-up periods.

The benefit-cost methodology and our general findings are outlined

in this chapter. The details are then presented in the chapters that

follow.

The basic technique used to determine economic efficiency

is to obtain current dollar values for all of the estimated effects of

the program under study. These values are then summed together to yield

an estimate of the program's net present value (i.e., the difference

between the total discounted value of benefits and the total discounted

1/
value of costs). A positive net present value indicates that

resources are being used efficiently. A negative net present value

indicates that the program represents a poor use of resources (at least

1/Discornting is a technique used to adjust the value of benefLL::
or costs that accrue over several time periods to reflect their value at
the present time (as Corpsmembers are entering the program). See
W.J. Baumol, "On the Social Rate of Discount," American Economic Review 57,
September 1968, pp. 788-802.
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at its current scale). For Job Corps, under the most plausible set of

assumptions, the social net present valuk is estimated to be approximately

$250 per Corpsmember, or approximately $10 million in fiscal year 1977$

thus, the program appears to be efficient.

In addition to the problems that arise in the empirical application

of this benefit-cost technique, there are numerous theoretical issues that

must be resolved. While many of these empirical and theoretical issues

are beyond the scope of this reporte-
1/

the issues that bear directly on

the'analysis of Job Corps are discussed in the relevant sections of this

report.

A. EFFICIENCY AND DIETRIBUTIONU. EFFECTS

Economists usually distinguish between two criteria in judging

the desirability of social programs--efficiency and equity. As was

previously mentioned, "efficiency" is the maximizing of the value o. the

goods and services available to society. "Equity" is the distribution of

those goods and services among groups in society. In many program

evaluations (particularly of employment and training programs for

economically disadvantaged youths), equity considerations may dominate

efficiency considerations in determining the program's social desirability.

However, regardless of the equity aspects of the program, an evaluation

of its economic efficiency is important for determining the best means

For an introduction to benefit-cost analysis, see A.K. Disgupta
and D.W. Pearce, Cost-Benefit Analysis: Theory and Practice, New York
MacMillan and Co., 1972. Two collections of essays are also convenient
sources of discussions of these questions: Problems in Public Expenditure
Analysis, edited by J.B. Chase, Washington: Brookings Institution, 1968;
and Public Expenditure and Policy Analysis, edited by 11..3, Haveman and
3. Margolis, Chicago: Markham, 1970.
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for achieving any particular equity goal. Examining the resource

efficiency of programs should enable policymakers to identify which

program provides a given level of benefit for the lowest cost.

Emphasizing the efficiency aspects, as do most social

benefit-cost estimates, provides useful information but tends to blur

the fact that groups within society benefit disproportionately from

the program. Estimates of the net present value of Job Corps from the

perspective of society as a whole ignore the relative gains and losses

among these groups.1/ To deal with these distributional aspects of the

program, we will make net present value estimates from the perspective

of Corpsmembers and from the perspective of all the other people in

society (non-Corpsmembers).2/

One analytically useful feature of evaluating Job Corps from the

social, Corpsmenber, and non-Corpsmember perspectives is that the sum of

the net present values calculated from the Corpsmember and non-Corpsmember

perspectives equals the social net present value. This result holds

because, together, Corpsmembers and non-Corpsmembers represent all members

of society. Therefore, transfers between these two groups cancel each

The usual assumption made in applications of benefit-cost analysis
(at least implicitly), including most of this report, is that the marginal
utility of income is equal for all individuals in society--that is a dollar
of benefit or cast to one person is equal to a dollar of benefit or cost
to any other person (see Dasgupta and Pearce, Cost - Benefit Analysis,
pp. 38-46). This assumption is needed to abstract from the distributional
aspects of the program and focus on efficiency.

2/The term non-Corpsmember will be used consistently throughout
this benefit-cost report to refer to all members of society other than those
who enroll in Job Corps. It should be pointed out that this term is not
meant to refer specifically to that group of non- Corpsmembers interviewed
in our study as a comparison group, although those individuals are of
course included as (a small) part of the non-Corpsmember group.
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other out when the net present values are summed for society and, thus,

do not appear in the social net present value.1/ Benefits or costs that

accrue to one group and are nct c". ^4- by corresponding costs or benefits

to the other group will not cancel out and, thus, will enter into the

social net present value calculation.

The relationships among the Corpsmeiber, non-Corpsmember, and social

perspectives for a benefit-cost evaluation o2 Job Corps are illustrated in

Table II.1. This table lists the principal components of the benefit-cost

analysis; suggests whether a component is, on average, a benefit, a cost, or

neither, from each of the thr: perspectivesr- and indicates data sources

used to measure and value the components. The redistributive aspects

of Job Corps can be seen in this table. For example, the reduction

in public transfer payments to Job Corps enrollees is a net loss to them,

a net benefit to nonparticipants who no longer make the payments, and,

consequently, neither a benefit nor a cost to society as a whole. The

individual benefit-cost components listed in Table II.1 are explained

in the following section.

Before proceeding, however, it is important to note that many

items will not be valued in this analysis. Some benefits and costs of

1/The value of any resources used in making the transfers, however,
is counted as a cost from the social perspective. For example, the admin-

istrative expenses incurred in public transfer programs are a social cost.

Whether the net effect of Job Corps on one component is a
benefit or a cost is sometimes problematic (e.g., the utilization of
alternative education and training programs could increase or decrease).
Table II.1 reflects prior judgments based on previous evidence regarding
the impacts.
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TABLE 22.1

COMPONENTS or BENEFIT -COST ANALYSIS

Component
perspectiv4( Data
S NC C Source V

BCD:TITS

Output Produced by Corpsmembers

1) Value of in-program output
2) Value of increased postprogram output
3) Increased tax payments of Corpsmembers (postprogram)
4) Increased utility due to preferences for

work over welfare

+
+

0
+

+
0

+
+

+
+
-

+

S
I,11

I.?
U

A.

S. Reduced Dependence on Transfer Programs

1) Reduced transfer payments 0 + I,P

2) Reduced administrative costs for transfer
programs

+ + 0 I,P

C. Reduced Criminal Activity

1) Reduced criminal justice system costs + i. 0 I,P
2) Reduced personal injury and property damage + + 0 I,P
3) Reduced value of stolen property + . - I,P
4) Reduced psychological costs of crime + + + U

D. Reduced Drug/Alcohol Use

1) Reduced drug-treatment costs + + 0 I,11

2) Reduced alcoholism - treatment costs + + 0 I,P
3) Increased utility from reduced drug/

alcohol dependence

+ + + U

E. Reduced Utilization of Alternative Services

1) Reduced use of training and educational programs
other than the Job Corps

+ + 0

2) Reduced net costs of public service employment + + 0 I.P
3) Reduced training allowances 0 +

COSTS

F. Other Benefits

1) Improved personal well-being of Corpsmembers
2) Increased utility from redistribution

A. Program Operating Expenditures

+ +
+

1) Center operating expenditures, excluding - 0 A
transfers to Corpsmembers

2) Transfers to corpsunambers 0 - + A
3) Central administrative costs - 0 A,S

B. Opportunity Cost of Corpsmembers Labor During the Program - - LP

C. Unbudgeted Expenditures Other Than Corpsmembers' Labor 0 S,P

,The columns indicate whether the net Impact of a particular item is a net benefit (*),
a net cost (-). or neither (0). This is done from the social (5), non-Corpsmember (NC), and

Corpsmember (C) perspectives in order to indicate both economic efficiency and redistributive
affects. In doing this. Corpsmembers are treated as nontaxpayers (except in benefit component
/.3 and LA cost component II) to simplify the exposition.

tine codes aged for data sources are: S special study) I interview= p :Aiblished

data source: A accounting system data U item will not be measured.
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a program such as Job Corps will be unidentifiable, unobservable, or

unmeasurable. How can individuals' preferences for work over welfare

be measured? What is the value of increased social welfare brought about

by a reduction in crime? What are the true foregone opportunities

implicit in the resource-use decisions made by Job Corps? Some proxy

measures are available for these intangible components, but, in general,

they will fail to fully capture the true benefits and costs. One way to

interpret the results, given these problems, is to note that if measured

costs exceed measured benefits, the program can be conside-ed worthwhile

only if this difference is made up by an equally large (or larger) excess

of unmeasured benefits over unmeasured costs.

B. COMPONENTS OF THE ANALYSIS

1. Benefit Components

The benefit components of the analysis include the following: the

output produced by Corpsmembers in the program and the increase in the

output they produce after they leave Job Corps; reduced dependence on

transfer programs; reduced criminal activity; reduced drug and alcohol use;

reduced use of alternative employment training services; and other benefits.

Output Produced by_Corpsmembers. The goods and services produced

by participants constitute an important benefit of the Job Corps program.

For analytical purposes, it is necessary to distinguish between goods and

services that Corpsmembers produce while they are enrolled in Job Corps

and those that they produce ater they leave the program. This distinction

is made because the production of in-program output is an operational part

of Job Corps, and, therefore, the value of this output cannot be observed

directly (and, moreover, is often forgotten). The value of postprogram



output can be estimated on,the basis of wages (see Chapter III). However,

because pay allowances that Corpsmembers receive while in the program are

unrelated to what they produce during the program, the in-program output

must be measured with different techniques from postprogram output and

treated differently for each of the three benefit-cost perspectives.

The in-program output produced by Corpsmembers in connection with

their vocational training provides benefits to Corpsmembers, to

non-Corpsmembers, and to society as a whole. These outputs include

goods produced in work projects (for instance, the addition built onto

the community hospital in rural Colorado by Corpsmembers who were

receiving on-the-job training in several construction trades), and

services provided in work-experience programs (for instance, the nursing

assistance provided by Corpsmembers at a county hospital in Gilthrie,

Oklahoma, as they were gaining job experience). The value of the goods

and services produced on program work assignments was estimated on the

basis of twenty-two special studies of randomly chosen work projects

and work-experience programs at eleven Job Corps centers.?

There are several benefits that can be estimated from the interview

data that relate to the increases in postprogram output produced by

1/
Corpsmembers also benefit from some of the in-program output

as members of society. However, for the most part, we will use the
approximate (and computationally convenient) assumption that only
non-Corpsmembers benefit from community-serving output. The Corps-
member benefits included for in-program output arise from the center-serving
output production that provides transfer benefits to Corpsmembers (e.g.,
residential services from dormitory construction) corresponding to items

on the cost side of the ledger (see Section III.A below).

For more details, see Technical Report E, "The Value of Output
in Job Corps Work Activities."
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Corpsmembers in the jobs they obtain.-
1/

The increase in output provides

benefits to Corpsmembers in the form of increased wage earnings and fringe

benefits, but is neither a net benefit nor a net cost to non-Corpsmembers

(because they both pay for and consume the output). Consequently, increased

wages and fringe benefits are a net benefit to society. The, increased

taxes paid by Corpsmembers of their earnings are a cost to them but are

a benefit to non-Corpsmembers; therefore, they do not enter into the

social benefit-cost calculation. Finally, increases in Corpsmembers'

and non-Corpsmembers' utility due to their preferences for having people

work rather than receiving transfers are social benefits, but cannot be

measured.

Reduced Dependence on Transfer Programs. Corpsmembers and their

families should have lower rates and levels of participation in

income-conditioned transfer programs. This reduction in dependence is

expected both for cash transfers (AFDC and General Assistance) and in-kind

transfers (Food Stamps, Medicaid, and public housing). Reductions in

welfare dependence are expected for Corpsmembers while they are enrolled

in the Job Corps, since during that time all their living needs are

being provided. Postprogram reductions in transfer dependence should

result from improved employment status.

Reductions in the amount of transfer payments represent a cost

to participants of being in Job Corps and a corresponding benefit to

non-Corpsmembers. In contrast, reductions in the administrative costs

1/The benefit associated with the postprogram earnings of
Corpsmembers will be measured as the increase in earnings--the difference
between what Corpsmembers earn and the estimate of what they would have
earned in the absence of the programs based on interviews with the
comparison group.
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of making these transfer payments benefit non-Corpsmembers and do not

cost Corpsmembers anything. Therefore, while the value of the transfers

themselves is not included in the social benefit-cost computation,

administrative cost savings do enter into the computation.

Reduced Criminal Activity. The observed reduction in Corpsmembers'

criminal activities after entering the program appears to be caused by

two factors. First, during the period of enrollment, criminally prone

participants may respond positively to the institutional features of

Job Corps centers. Potentially important features include the structured

environment, staff oversight and counseling, peer models, the prospect

of career opportunities provided by education and training, and the

virtual absence of opportunities for theft crimes. Second, the increased

attractiveness of legitimate activities compared to illegal activities

should cause continued reductions in crimes after Corpsmembers leave the

program.

Four types of benefits result from reductions in criminal activities.

The first is reduced criminal justice system costs. These are the resources

saved by the police, courts, and corrections systems in not having to

investigate, arrest, prosecute, judge, sentence, or incarcerate as many

of the Corpsmembers. The second benefit is the reduced costs of personal

injury and property damage from crime. These first two benefits accrue

to non-Corpsmembers, with no offsetting costs to Corpsmembers; therefore,

they represent social benefits. Third, the value of reduced stolen

property represents a benefit to non-Corpsmembers, but is partially offset

by a loss to Corpsmembers. However, the administrative costs associated

with recovering losses from insurance and fencing stolen property are

6,431.1.
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social costs. All these benefits are estimated on the basis of self-reported

arrests in the interviews (by arrest charge) and valued by using national

arrest data, criminal justice system expenditure data, and criminal

victimization survey data.

The fourth benefit from the reduction in criminal activities is

related to the psychological costs of crime. These costs are associated

with the fear and anxiety induced by actual or potential victimizations.

Offenders may also incur such costs if they find criminal activities

distasteful per se. A reduction in criminal behavior will reduce these

psychological costs. However, these psychological benefits are intangible

and cannot be measured accurately beyond society's willingness to pay to

prevent and punish criminal behavior (as reflected in the expenditures

of the criminal justice system).

Reduced Drug and Alcohol Use. The primary benefit of decreases in

drug and alcohol use (in addition to increased output from employment and

fewer crimes) is the reduced costs of drug/alcohol treatment. The

differences estimated in the impact analysis are valued on the basis of

cost data for drug- and alcohol-treatment programs. The reduced costs

of drug/alcohol treatment are counted as a benefit to non-Corpsmembers

and to society.

Reduced dependence on drugs may also result in psychological

benefits to both drug users and others in society. However, as with the

psychological benefits associated with.incyeased employment and reduced

crime, these benefits cannot be measured beyond the willingness to pay

for treatment. Finally, it should be emphasized that reduced drug dependence

may cause employment output to increase and may reduce criminal behavior- -

benefits that will be captured in those benefit components.
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Reduced Utilization of Alternative Services. While they are

enrolled in Job Corps, participants' demand for alternative training

and educational services is clearly limited. The resource costs associated

with the reduction in the utilization of such programs as CETA, other

public vocational training, and remedial high school programs represents

a benefit to non-Corpsmemhers and society. Training allowances associated

with these programs affect the Coxpsmember and non-Corpsmember calculations,

but not society, because they represent a transfer.

The effect of Job Corps on the postprogram utilization of these

alternative services is less clear. If Corpsmembers decide to obtain

additional education and training (i.e., higher levels), the net inctease

in their earnings caused by this training will represent an additional

benefit to them. The cost of this education will be borne by CorpsmemberS

and (to the extent that education and training programs are subsidized

by tax revenues) by non-Corpsmembers. The net social benefit will be the

present value of the earnings gain minus the costs of the training or

education. However, with an observation period of only seven months, these

training and education effects cannot be measured accurately.

Other Benefits. In addition to the benefit components discussed

above, there are two benefits that cannot be directly measured and valued;

however, some indirect.evidence on them does exist. The first of these

benefits is the improved personal well-being of participants beyond what

is reflected in increased earnings and the value of the transfers they

receive from Job Corps (room, board, medical services, etc.). In particular,

it is very likely that the value of improved health status and basic

education (including high school equivalencies through the General
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Educational DevelopmentGEDprogram) are not fully captured in the

benefit componentsespecially in the short run.

The second benefit is the utility that both Corpsmembers and

non-Corpsmembers derive from the income redistribution implicit in the

Job Corps program. This benefit has important implications because,

as mentioned above, the equity considerations may even dominate the

efficiency concerns addressed by this paper.

2. Cost Components

The three cost components of the analysis are as follows:

(1) program operating expenditures; (2) the opportunity cost of participant

labor; and (3) the costs of unbudgeted expenditures other than the

Corpsmembers'

Program Operating Expenditures. This cost component includes

three categories of budgeted Job Corps expenditures: center-operating

expenditures other than transfers to Corpsmembers; transfers to

Corpsmembers; and central administrative costs. This division is

necessary for analytical purposes. While all program expenditures are

costs to non-Corpsmembers, transfers to Corpsmembers provide benefits

to Corpsmembers, as well as costs to non-Corpsmembers. Therefore,

expenditures for transfers are not included in the social benefit-cost

calculation.

The source of the center-operating expenditure data is the Job

Corps Financial Reporting System. The data used for this report cover

fiscal year 1977J/ Estimates of central administrative costs were

provided by the Office of Management and Budget.

I/
--The federal. Job Corps staff provided access to center-by-center

cost estimates.
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Opportunity Cost of Participant Labor. Youths who enroll in

Job Corps forego employment opportunities that otherwise they would

have taken. The wages they would have earned in the foregone employment

are a cost to them of participating in Job Corps. This "opportunity

cost" of participant labor is not balanced by corresponding benefits

to non- Corpsmembers; thus, it enters into the social benefit-cost

calculation.1/ An estimate of the opportunity cost of participant

labor is made on the basis of the estimated earnings foregone by

Corpsmembers while they are in the program.

Another way of viewing this cost is that, from the social

perspective, the decision to enroll a person in Job Corps implies that

the output that person would have produced otherwise must now be

foregone. This output is a net cost to society, and its value is

measured by the wages plus fringe benefits that would have been paid

to the Corpsmembers. Therefore, the opportunity cost of Corpsmembers'

labor can be viewed as an offset to the value of output they produce

during the program.

Other Unbudgeted Expenditures. The value of some of the resources

used by Job Corps is not reflected in its budget. These resources fall

Into six categories: meal costs reimbursed by the National School Lunch

program; surplus goods received from the General Services Administration;

surplus food supplied by the Department of Agriculture; medical supplies

and services provided by state and local agencies; other goods received;

1/
However, if labor markets are in disequilibrium (i.e., if dis-

advantaged youths are unemployed in the labor market), non-Corpsmembers
benefit in that they replace participants in the foregone jobs, so that
social costs are less than the opportunity cost for Corpsmembers.



and other services acquired at below-market prices. The use of these

resources is a cost to non-Corpsmembers and to society. The opportunity

cost of these goods and services, which are normally equal to the market

price, was estimated on the basis of special studies conducted at thirteen

Job Corps centers.1/ However, many of the unbudgeted items are in-kind

transfers (benefits) to Corpsmembers (e.g., food from the school lunch

program) and are netted out of costs to non-Corpsmembers from the social

perspective.

C. SUMMARY OF THE MAW FINDINGS

In Chapter V we present estimates of the net present value of the

Job Corps program. The benchmark estimate is that Job Corps provided

net social benefits (net of costs) of $251 per Corpsmembar in fiscal

year 1977. Because over 40,000 Corpsmembers participated in Job Corps

during fiscal yeai 1977, the benchmark estimate yields a total net present

value of over $10 million for that year or benefits that exceed costs by

approximately 5 percent of costs.

The ccmputations of the net present value are obtained by summing

together the estimated present values of all observed benefits and then

subtracting out the estimated present values of all observed costs. The

benchmark estimate of the net present value is designed to yield our best

point estimate at the current stage of the evaluation)! As a result

of the short postprogram observation period, the estimates of the present

1"For additional details, see Technical Report F, "Special Studies
of Resource Use at Job Corps Centers."

The benchmark estimate will tend to be conservative, however,
because unmeasured benefits probably exceed unmeasured costs and because
in general, when two or more equally plausible values for benefits were
available the lowest value was systematically chosen.
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value of many of the benefits are imprecise. Many of the benefits can

occur long after Corpsmembers leave the program (e.g., increases in output,

reductions in welfare dependence, and reductions in criminal activity),

and the postprogram observation period underlying this report covers,

on average, only the first seven months of the postprogram period.

Not surprisingly, the estimates of the net present value are sensitive

to assumptions about how benefits continue into the future. Furthermore,

some benefits are difficult to value (e.g., the savings to society from

fewer murders), other benefits are not valued at all (e.g., increased

utility due to preferences for work over welfare), and the appropriate

discount rate is known only within a broad range (i.e., 3 to 10 percent).

Sensitivity tests are presented in Chapter V by comparing

estimates that incorporate alternative assumptions about the following:

(1) the time profile of postprogram effects; (2) shadow prices that are

difficult to measure: and (3) the discount rate. These sensitivity tests

generally support the finding that the net present value is positive for

Job Corps. The Job Corps program seems to be an efficient use of resources

and represents a desirable social irwttment. However, the degree of

economic efficiency will need to be estimated more precisely when follow-

up data over a longer postprogram period become available.

Of the $251 in net present value to society per Corpsmember in

the benchmark estimate, approximately 84 percent ($212 per Corpsmomber)

accrues to Corpsmembersmost of the Corpsmember benefits are from increased

earnings in the postprogram period and from program transfers. The remainiug

16 percent of the net present value to society ($39 per Corpsmember)

goes to non - Corpsmembers- -most of the non-Corpsmember benefits are from
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the value of in-program output, from reductions in Corpsmembers'

dependence on transfer programs, and from reductions in criminal activity

among Corpsmembers (benefits from reductions in personal injury, in

property damage, in stolen property, and in judicial system costs).W

The principal sources of social benefits are the increases in output

produced by Corpsmembers during and after the program and the reduction

in criminal activity among Corpsmembers. These two benefits account for

nearly 90 percent of the tote/ present value of benefits to society in

the benchmark estimates.

1/Of course, because there are many more non-Corpsmembers than
Corpsmembers, the average benefit to non-Corpsmembers will, on average,
be quite small (much smaller than the $39 per Corpsmember). However,
some non-Corpsmembers (e.g., recipients of the value of output and
potential victims of Corpsmembers' crimes) will benefit substantially.
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III. PROGRAM BENEFITS

This chapter presents detailed discussions of the separate

Job Corps benefit components outlined in the previous chapter--

specifically, increases in output produced (both during and after

the program), reductions in welfare dependence, reductions in criminal

activity, reductions in drug/alcohol abuses, and changes in the use

of alternative training and educational programs to Job Corps. Each

of these benefit components is discussed and estimated below. In

Chapter V the benefit estimates will be combined with the costs

presented in the next chapter to yield estimates of the net present

value for the Job Corps program.

A. IN-PROGRAM OUTPUT-

Benefits from the value of output produced by Corpsmembers

consist of three categories: (1) the value of output produced by

Corpsmembers while they are in the program; (2) the increase in the

value of the output produced by Corpsmembers after they leave the

program; and (3) changes in the amount of taxes Corpsmembers pay after

they leave the program. These three distinctions are necessary because

of (1) the different nature of the three types of output, (2) differences

in distributional effects on Corpsmembers and non-Corpsmembers, and

(3) the separate measurement problems posed by each. This section

1/
--For more details on the concept and measurement of in-program

output, see Technical Report E, "Value of Output in Job Corps Work
Activities." The key elements of Technical Report E that relate to
the benefit-cost analysis are summarized in the text below; hovever,
the interested reader should definitely consult the entire report.
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discusses the in-program output; the next section discusses the

postprogram output.

There are two types of work activities at Job Corps centars- -

work projects and work-experience programs, both of which produce

socially valuable goods and services. These work activities are

undertaken as part of the vocational skills training component of

the program. Work projects are typically part of the vocational

training in the construction trades. The output produced in these

projects p"ovides bepefits to individuals outside Job Corps (usually

in communities near the center), or are part of capital improvements

at the centers themselves.

The second type of work activity (work-experience programs)

entails job experience in a position with an outside employer or at

a center. Work-experience positions in Job Corps are often arranged

for Corpsmembers who are being trained in the service vocations

(nursing, clerical, cooking, etc.) after they complete the classroom

component of thelr training. Employers do not pay for the labor

services they receive from these arrangements.

The value of in-program output is estimated on the basis of

a representative sample of twenty-two studies of work projects and

work-experience positions at eleven Job Corps centers. A full report

on these studies, as well as exiaiples of the studies themselves, is

contained in a separate volume (See Technical Report E).
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1. Sampling and Estimation Procedures

The work activities chosen for study were randomly selected

on a probability basis, so that a simple average over the twenty-two

studies of the value of output per assignment day in the activities

would yield a representative estimate of all Corpsmembers." The

probability of choosing any work activity was proportional to the

total number of Corpsmembers assigned to that work activity at the

time of sampling in June 1977 (se.* Technical Report E for more details).

Therefore, to obtain an accurate estimate of the value of output per

assignment day for Job Corps as a whole, we found it necessary to

estimate the average for each work activity studied, and then to average

these estimates over the twenty-two studies (i.e. in the final estimate,

the weight for any work activity was proportional to the inverse of the

total number of Corpsmembers assigned to that work activity). Therefore,

our estimates of the value of output were based on the averages for the

twenty-two work activities studied.

Table III.11ists the twenty-two activities and the eleven

centers that were chosen. At the time of sampling, 554 Corpsmembers

were assigned to these twenty-two work activities, which is over 10

percent of the 5,404 Corp5members who were assigned to work activities

programwide. The extent of this coverage reflects the weighting used

in the random-selection process, which resulted in choosing centers

and work activities that had relatively large numbers of work-aqtivity

1 -The estimate should be unbiased and as efficient as possible
for the given budget. The objective of the sample design, as usual, is
to maximtze the accuracy of estimates subject to a budget constraint or,
equivalently, to minimize the cost of obtaining a desired level of accuracy.
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TABLE Il/.1

RANDOMLY SELECTED WORK ACTIVITIES

Atlanta Contract Center (Atlanta, Georgia)
Center Clerical: Work Experience Program (clerical and office
services)

Southside Day Care: Work Experience Program (other services)

Blackwell Civilian Conservation Center (Laona, Wisconsin)
Center Maintenance: Work Project (building and grounds maintenance)
Nicolet National Forest Welding: Work Project (special trades con-

struction--fence and gate construction)

Breckinridge Contract Center (Morganfield, Kentucky)
Center Auto Body Shop Construction: Work Project (general construc-

tion--buildings)
Cooking and Baking: Work Experience Program (food Services)

Collbran Civilian Conservation Center (Collbran, Colorado)
Leon Creek Access Road: Work Project (general construction -- other)
Plateau Valley Hospital Addition: Work Project (general construction- -

buildings)

Fort Simcoe Civilian Conservation Center (White Swan, Washington)
Bison Hall Dormitory Rehabilitation: Work Project (general construc-

tion-- buildings)

BIA Material Storage Building: Work Project (general construction- -
buildings)

Gary Contract Center (San Marcos, Texas)
Center Building Trades Shop: Work Project (general construction- -

buildings)

Wilfred Hall Nurse's Aide; Work Experience Progrown (health occupations)

Guthrie Contract Center (Guthrie, Oklahoma)
Clerical: Work Experience Program (clerical and office services)
Nursing Assistant: Work Experience Program (health occupations)

Oconaluftee Civilian Conservation Center (Cherokee, North Carolina)
Center Rehabilitation: Work Project (special trades construction --

masonrY)
Twin Creeks Seasonal Quarters: Work Project (general construction --

buildings)

Pittsburgh Contract Center (Pittsburgh, Pennsylvania)
Automotive Trades: Work Experience Program (automotive trades)
Welding: Work Experience Program (other services)
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Table III.). (continued)

San Jose Contract Center (San Jose, California)
Center Maintenance: Work Project (building and grounds maintenance)
Nurse's Aide: Work Experience Program (health olcupations)

Weber Basin Civilian Conservation Center (Ogden, Utah)
Center Dormitory Construction: Work Project (general construction- -
buildings)

Clearfield Pad Cud', Gutter, and Approachways Construction: Work
Project (general construction-other)
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assignments. Thus, while the eleven centers in the sample constituted

20 percent of all centers, they had almost 30 percent of all work-activity

assignments (and roughly one-third of the total participant enrollment).

The twenty-two activities drawn.at the centers in the sample comprise

only 18 percent of the 122 work projects and work-experience programs at

th2se centers, but include 37 percent of the Corpsmembers' assignments

to those 122 activities.

Table 111.2 shows that the twenty-two activities drawn for the

study were representative of the work projects and work-experience

programs throughout Job Corps. The table compares the breakdowns of

the twenty-two work activities studied (by industrial type, recipient

of the outputs, and center administration) to those same breakdowns

for work assignments programwide. Only building construction at COCs,

which is center-serving (e.g., on-center dormitory construction),--
1/

is

noticeably underrepresented, and community-serving service activities

at contract centers (e.g., work experience as nursing assistants in

local hospitals) are correspondingly overrepresented. These differences

are small, however, and are well within the expected bounds on sampling

error (e.g., a 95 percent confidence interval for a simple random sample

contains values well beyond those observed).

The sample is equally divided between construction and service

activities. The construction activities (all of which are work projects)

are evenly divided between those that produce center-serving and those

Gleagft

1 -The work projects and work-experience programs are divided
into two groups-center-serving and community-serving--according to the
principal recipient of the project's output. Center-serving projects
produce goods and services for the center, whereas community-serving
projects produce output for individuals outside Job Corps.
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TABLE 111.2

WORK-ACTIVITY DISTRIBUTION, BY INDUSTRY, RECIPIENT, AND CENTER TYPE

Category of Work Activity
Total. Assignment Days

at All Centers
Studies in

Sample

Construction
General Construction--Buildings 2,136 (39%) 7 (32%)

General Construction--Other 408 (8%) 2 (9%)

Special Trades Construction 545 (10%) 2 (9%)

3,089 (57%) 11 (50%)

Services
Health Occupations 430 (8%) 3 (13%)

Building and Grounds Maintenance 560 (10%) 2 (9%)

Clerical and Office Services 400 (8%) 2 (9%)

Automotive Trades 230 (4%) 1 (5%)

Food Services 220 (4%) 1 (5%)

Other 475 (9%) 2 (9%)

2,315 (43%) 11 (50%)

Center-Service Output
Construction 1,808 (33%) 5.5 (25%)

Services 738 (14%) 3.0 (14%)

2,546 (47%) 8.5 (39%)

Community-Serving Output
Construction

a/
Services

1,281'
1,577

(24%)

(29%)

5.5
8.0

(25%)

(36%)

2,858 (53%) 13.5 (61%)

Civilian Conservation Centers
Construction 2,600 (48%) 9 (41%)

Services 350 (7%) 1 (50
2,950 (55%) 10 (46%)

Contract Centers
Construction 489 (9%) 2 (9%)

Services 1,965 .460 10 (45%)

2,454 (45%) 12 (54%)

Sources: Data are obtained from Job Corps center directors and from
special studies of the work activities.

--The Blackwell welding project produced output for both the center
and a national forest: therefore, it is allocated between center-serving and

community-serving.
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that produce community-serving output. Most of the construction (seven

of eleven projects) is general contracting work for buildings--that is,

it involves all aspects of building construction. However, there are

four construction projects that entail only one construction trade (e.g.,

masonry), or that involve nonbuilding construction (e.g., an access

road in a national forest in Colorado). The service activities, most

of which are community-serving work-experience programs, include health,

clerical, custodial, automotive, food, and other (e.g., day-care or

welding) services.

2. Value of Output Measurement

The value of the output produced by Corpsmembers depends on

(1) the amount of goods and services they produce and (2) the value that

society places on those goods and services. In the special studies,

determining the amount of output that had been produced in a randomly

drawn work activity was relatively straightforward once the activity

had been defined. For example, in studying a nursing-assistant work-

experience program, the activity had to be defined in terms of nursing

services provided by a specific number of Corpsmembers during a specified

period. Normally, work-project outputs are discrete (e.g., a hospital

addition or a dormitory) and therefore easily defined. However, the

access road in Colorado had been under construction for several years

and had not been completed at the time of evaluation, thus, the study

was limited to the 6,380 feet of road that had been completed at the

time the study was undertaken. Accurate estimation of the value of

output requires that both the identified outputs and the Corpsmember

input in terms of days assigned to the activity correspond to the

activity definition (see below).
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Having identified the outputs, their values can be estimated.

TWO methods of valuing these outputs are used: (1) deriving an estimate

of the price an alternative supplier would charge to provide goods and

services produced by Corpsmembers, and (2) obtaining and analyzing

available information on the willingness of society to pay for these

outputs.

3. Alternative Supply Price

Three techniques were used to estimate ate alternative supply

price for individual work activities. For construction projects, an

independent estimator--a professional contractor experienced in the

type of work ),eing performed--was hired to provide an estimate of the

price an alternative supplier would charge to produce the same output.

We gave the estimators the necessary blueprints and specifications and

asiced them to make a work-site inspection. As warranted, MPR staff

members made supplementary estimates on the basis of production standards

either contained in published commercial-estimation guides or provided

by recipient organizations.

In service activities, Corpsmember labor is all that is typically

provided. Thus, the output that has been defined (services provided

during Corpsmember labor hours) should be valued in terms of an

hourly labor price--that is, a shadow wage.1( MPR staff analysts

determined this wage rate by (1) estimating the ratio of time needed

by regular workers in the relevant occupational field to provide the

same services, to the hours actually required by Corfemembers, and

/1
iIbis is the unobse4ed value of one hour of a Corpsmember's

labor in a work-experience position.
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(2) multiplying this relative productivity ratio by the regular

workers' wage rate* This shadow wage multiplied by the amount

of Corpsmember labor hours supplied yields an estimate of the amount

that would have to be paid to regular workers (alternative suppliers

of the service4) to provide the same output produced by Corpsmembers.

All supply prices estimated with these techniques--independent

estimator, production standards, and relative productivity--were

needed per assignment day of service by Corpsmembers to obtain estimates

per Corpsmember for the benefit-cost analysis. This entailed dividing

the supply price determined for a given work activity by the total

number of Corpsmember assignment days recorded for that activity)!

The result was then multiplied by the average number of Corpsmember

assignment days per Corpsmember year at the time of sampling, which

was 69.13 days, to obtain estimates per Corpsmember year of service.-
3/

Estimates per Corpsmember were then obtained by multiplying the per

Corpsmember estimates by the average length of stay in years (5.9 months

divided by 12).

Ebr the purpose of the benefit-cost analysis, an adjustment had

to be made in thesa supply-price estimates that corrected for four

1/
The time required by regular workers to produce given outputs,

as well as the appropriate wage rate, was determined from the recipient
organization or published sources. For more details, see Technical

Report. E.

2(Corpsmember assignment time for work projects was recorded

in months. This was converted to days by multiplying the average number

of work days in a month--21.67.

'This was determined as (1) the ratio of all Corpsmembers
assigned to work activities at the time of sampling (5,404) to total
enrollees at that time (20,324), times (2) the total number of work
days in a year (52 x 5 = 260).
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troublesome aspects of center-serving output. First, center-serving

output that does not increase the capital stock of Job Corps, but

that merely serves to reduce program operating costs, is not a net

benefit."( Any of this output produced by Corpsmembers is also

consumed by Job Corps, so that the net effect on benefit-cost estimates

is zero. Second, the Job Corps capitalizes some expenses incurred in

center-serving work activities, which makes the supply-price estimate

of output benefits inconsistent with incurred costs.? Third,

capital output that is center-serving depreciates while Corpsmembers

are in the program.2( Therefore, the center -etirving capital output

has been adjusted downward to reflect only increases to the center's

capital stock at the end of the operating period under study (fiscal

year 1977). An estimate for all depreciations from Corpsmember additions

to capital stock (both current and past additions) has been netted

out. Finally, there are benefits to Corpsmembers corresponding to some

of tie costs of both the depreciation of Corpsmember-produced capital

1/For example, center-serving building maintenance work serves
to «educe the custodial expenses of the center. As a result, the value
of the work is already reflected in program costs, which presumably
would be higher in the absence of these activities. The construction
of a dormitory would be capital-adding because the project increases'
the supply of capital plants and equipment available to Job Corps (or

for some alternative use).

Job Corps capitalizes direct expenses incurred in connection
with large center-serving work projects. This means that the value of
output that can be attributed to capitalized inputs is included in the
supply-price estimate of the benefit from the project, but that the
capitalized costs of those inputs is not reflected in current program
costs (see Chapter IV) .

2/For example, Corpsmembers in Job Corps at the time a center
dormitory is renovated are often able to use the renovated dormitory
before leaving the program. Also, Corpsmembers in the program at any

point in time use capital assets previously produced by other Corpsmembers.
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and the capitalized value of materials used in construction. These

transfer benefits (e.g., housing services) are provided to Corpsmembers

as part of their labor in work activities. Because corresponding costs

are shown on the cost side of the benefit-cost accounts (opportunity

cost of Corpsmember labor and capitalized direct project expenditures),

the benefits need to be included as wel1.1/

The average supply-price estimates per assignment day for the

twenty-two special studies are presented in Table 111.3. The average

value of output is $1,364 per Corpsmember year of service for non-

Corpsmembers, $175 for Corpsmembers, and $1,539 for society. Two aspects

of the figures reported here are especially noteworthy. First, construc-

tion activities generally result in higher gross supply prices per

Corpsmember year, which reflects, in part, the value added by inputs other

than Corpsmember labor. Second, the center-serving output adjustment

reduces the value of center-serving output by approximately 53 percent.

Readers should be cautioned about drawing conclusions from

Table 111.3 about project differences. The number of Corpsmember

hour: worked per assignment day varied between activities in he sample.

1 -The housing services provided by Corpsmember labor are a
benefit from a social perspective, because the opportunity cost of Corps-
member labor is included on the cost side of the ledger. Also, the
depreciation from the capitalized value of materials used in building
the dormitories is treated as a cost by Job Corps and thus is added
back in here as a net benefit to Corpsmembers because this depreciation
tran.sfers benefits to Corpsmembers.
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TABLE III.3

SUPPLY PRICE OF IK-PROGAAM OUTPUT PER COBPSMEMIER ASSIGN:MST DAY

FOR EACH WOW ACTIVITY STUDIZDil

work activity'
BuMber of Work
Assignment Days

Cross
Supply
Price per
Assign-
meet Div

Center-Serving Adjustpent
p*r Assignment Day-

Supply Price
for non-

Corpsmetbers
per Assign-
...1...._ nay

Benefits to
Corosumbers

No Social
Sonefits

Atlanta tlerical 12 $ 3.08 --- $ 3.08 ---

Atlanta day care 40 10.19 ..-- --- $10.19

Blackwell -inter maintenance 1.716 33.81 $ 6.20 27.61 - --

Blackwell melding 55 21.89 --- 2.29 1P.60

Bretkinridge shop construction 5.b40 105.92 .... 95.44 10.48

Breckinridge cooking end baking 20 12.68 --- --. 12.68

Colibran road construction 1,798 46.89 --- ..... 46.89

collbra hospital construction 3,835 15.45 --- --- 35.41

Fort Simcoe dormitory construction 3,467 110.93 33.27 13.53 u4.10

Po:t Simms storage building 779 31.38 --- - -- 31.28

Gary shop construction 520 49.27 ....w 32.75 16.52

GssY nurse's aide 25 18.95 --- --- 18.95

Guthrie clerical 90 11.50 --- ... 11.50

Guthrie nursing assistant 120 12.01 .... ...Wm 12.0i

Oconaluftee tenter rehabilitation 82 22.77 - -- 9.82 12.95

Oconaiuftee seasonal vacua, 2.752 29.14 --- ..... :9.14

Pittsburgh automotive trades 46 23.11 --- --. 23.11

Pittsburgh weld,ng 22 13.00 --- ... 13.00

San Jose center maintenance 1.920 4.42 0.81 3.61 --.

San Jose nurse's aide 73 13.24 --- --- 13.24

Weber Basin dormitory construction 4.590 14.25 15.38 26.26 9.61

Weber Basin read construction 91 43.25
. --- ... 124.75------

Average for all work
activities studied 1,231.50 32 01 2.53 9.75 19.73
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Table III.3 (continued)

Benefit to CorpeseMbers per CorpsmeMber year

r

ve

assignment
number of

w (Average net benefit) x essigent days per
Corpemember year

2: (2.53) X (69.13)

6174.90

Average number of
d/Benefit to non-Corpsseebers per Corpsmember year- + (Averago net supply price) x assignment days per

Corpus/ober year

Benefit to society per Corpemeeber year

Benefit to Corpsmembers per Corpamember

Benefit to non-Corpameebers per Corpseamber

Benefit to aociety per Corpemember

ft (12.731 x (69.13)

M 61,363.23

5174.90 51,363.93

Z.° 61,538.33

At $174,90 x (-5)
2/

12

585.99

$1,363.93 m (V)

$670.60

'41 $756.59

a/
-.This table presents both the groas and net supply prices Per assignment day. The gross supply

price shows our estimate of what it would have cost an alternative supplier to produce the output. The
net supply price shows our estimate of what it would here cost non-Corpsmembers to purchase the net output
accrutng to them in the year of the atudy (net of output consumed by Job Corps).

14/The work ectivities studied are described in mere detail in 'fable

lne center-serving adjustment is our estimate of the amount of gross supply price of current
Corpsmember output that is used up in the current year (from current and past work activitiea). This

includes noncapital assets consumed by Job Corps, capitalized direct project expenditures (on current and
past Corpsmember output), and capital depreciation (on current and past Corpseember output) Part of this

consumption by Job Corps provides benefits to corpsmembers, the costs of which are included on the cost

side of the benefit-cost accounts (capitalized direct project empenditurea and opportunity cost of Co:member

labor), so that a corresponding bloneff needs to be shown.

floc the purposes of this table we assume that the consumers of the output would have been

willing to pay the supply price.

2/On average, Cotpsmembers stayed in the program for 5,9 months during fiscal year 1977.
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For example, one center-maintenance project entailed only two hours

of work per day, while some construextion projects involved eight-hour

work days. In addition, the supervisory costs and training benefits

varied among work activities.

4. Value of the Output

The price that an alternative supplier would charge to provide

the output produced by Corpsmembers can provide a measure of the

resources that went into the output. However, it does not necessarily

provide an adequate measure of the value that society places on the

output. The value of the output to society is estimated by obtaining

information on the demand for the output and on the markets for both

the output and its associated inputs.

If the output produced by Corpsmembers represents an expansion

of the amount of goods and services that otherwise would have been

available to society, the social value of the output equals the price

(unobserved) that society would pay for it. In most cases of output

expausion caused by Job Corps, the demand price is less than supply

price. If the price society is willing to pay for the output equals

or exceeds the supply price, the output generally would be provided

without Job Corps. Of course, if there are benefits that accrue to

individuals other than those who pay for it, or if the collective demand

for a public good is underestimated by the governmental (or quasi-public)

recipient, then the good might not have been provided in the absence of

Job Corps, even if its value to society exceeds the supply price."(

For a detailed discussion, see Dasgupta and Pearce, Cost-Benefit
Analysis: and A.C. Pigou, The Economics of Welfare, 4th edition, London:.
MacMillan, 1932, Chapter 9,
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In the case of output that substitutes for goods and services

that would have been produced in the absence of the program, the social

value of the output equals the value of the resources freed to produce

output elsewhere in the economy. Under conditions of full employment

and smooth market adjustmentsill the value of the new output produced

by the freed resources will equal the alternative supplier's price. To

the extent that these conditions are not present, however, the supply

price overstates the value of the output.

Therefore, the social value of the output can be described as

a function of five variables: the alternative supply price; the extent

of substitution; the extent that freed resources are employed; the

demand for the output by recipients; and the value of external benefits

and costs that are not reflected in the recipients' demand. The estimates

of supply price have been reported above. The extent of substitution

was also estimated by the MPR field analysts for the work -- activity

studies (see Technical Report E for more details on the procedures

and findings). In general, construction activities represented output

expansion, while most service activities entailed at least some

substitution.

The other three parameters needed for demand estimates are

even more difficult to measure. However, data were collected in the

special studies that can be directly related to these variables:

the observed effects of substitution (layoffs, use of freed labor

resources elsewhere in the recipient organization, etc.); reports by

! /These are normal assumptions in benefit-cost analysis (see
Dasgupta.and Pearce, Cost-Benefit Analysis, pp. 103-109), although
present economic conditions suggest that they may not be the most
reasonable assumptions for this study.
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recipients of satisfaction with the output, the quality of Corpsmember

workmanship, etc.; and any observable evidence of external benefits

and costs. With these data, it is possible to assign a range of values

to all of the parameters of the demand price. In Technical Report E,

the demand values are estimated under alternative assumptions about the

parameters of demand withia the observed ranges. Not surprisingly, we

find a very broad range of value of output estimates at the extreme values

of the demand parameters.

The alternative supply price estimate of the in-program output

falls near the upper middle of the range of estimated social values from

the sensitivity tests (with the extreme values cn demand parameters) and

.is just below the top of a narrow and more reasonable range...11 This

supports our judgment that while the alternative supply price is probably

an upper-bound estimate of the social value of output, the actual value
0

is probably quite close to the supply price. The procedures used by

Job Corps to select work activities, as well as the evaluative data

collected, provide further evidence to support this judgment)! Conse-

quently, the overall supply price estimate of $1,538 per Corpsmember

year ($757 per Corpsmember) is used as the benchmark in the benefit-cost

analysis for the value of in-program output.

See Technical Report E for precise numbers and details.

2/Community work projects, for example, are typically chosen
in cooperation with community leaders based on community priorities

and on Corpsmember training opportunities. In addition, Job Corps staff
members explicitly seek to minimize the substitution of Corpsmember
services for those of paid employees (see Technical Report F for additional
discussion). Of course, the supply price estimate will still.tend to
overestimate the value of some work activities. For example, part of

the high value for the Fort Simcoe dormitory construction project is
due to the remote location of that center.
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B. INCREASED POSTPROGRAM OUTPUT

Although the benefits associated with the it-1.1rogram output are

important, the major focus of the program is on the output produced by

Corpsmembers after they leave the program. Specifically, the primary

long-run benefit of the program is expected to be the extent to which

postprogram earnings are greater than they would have been in the absence

of Job Corps.'"

1. Estimates of Output Changes for the First Six Postprogram Months

To value postprogram output in the absence of detailed knowledge

about Corpsmember productivity, postprogram employment history, and other

items needed to value output directly, we will use an analytical simplifi-

cation. If we assume that labor- and products-markets function

competitively, then workers' total compensation will reflect (i.e., be

equal to) the value of the output that they produce.?/ (An employer will

hire a worker only if the value of the worker's output is at least as

great as the cost of the worker to the employer.) Therefore, by using

Corpsmembers' earnings, we can estimate the value of their postprogram

output. The value of the increase in Corpsmembers' postprogram production

1/For example, an earlier benefit-cost analysis of Job Corps used
the estimated increase in output as the principal measured benefit of the
program (in-program output was the only other benefit included). (See

Glen G. CAin, "Benefit/Cost Estimates for Job Corps," Institute for
Research on Poverty, Discussion Paper no. 9-68, Madison, Wisconsin, 1968.)

2/Technically, competitive firms will pay gross wage rates (wages
plus employer-paid benefits such as Social Security and Unemployment
Insurance taxes, health care, insurance premiums, and other fringe benefits)
that are equal to the value of the marginal product of labor.
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compared to what it would have been in the absence of Job Corps can be

estimated simply by using the difference in earnings between the Corpsmember

and comparison groups.2/

By using sample differences between the Job Corps and comparison

groups, estimating the program's effect on earnings was relatively straight-

forward. We had detailed interview data that covered the civilian earnings

of both Job Corps and comparison-group members from six months before

Corpsmembers entered the program to seven months (on average) after they

left the program. We were also able to determine military earnings for

these groups by using our survey data on military participation for the two

groups, combined with data on military earnings provided by the

Department of the Defense.-
2/

On the basis of pre- and postprogram data,

we estimated that the effect for Corpsmembers was a reduction in earnings

by an average of approximately $5.51 per week during the first six months

For more details regarding the nature of the earnings gain
attributable to Job Corps participation and how the earnings gain was
estimated, see Chapter V.of the main report ( "Evaluation of the Economic
impact of the Job Corps Program," MPR, 1978) or Technical Report C,
"Econometric Models and Methods for Impact Analysis." The estimates adjust
for pre-enrollment differences between the Job Corps and comparison groups
by using the change in the sample mean differences between pre - enrollment
and postprogram.

2/
We used an estimate of regular military compensation (RCM)--basic

pay, quarters and subsistence allowances, and the tax advantage on these
allowances--provided by the Office of the Assistant Secretary of Defense
for Manpower, Reserve Affairs, and Logistics: Office of the Deputy
Assistant Secretary for Military Personnel Policy: Compensation Directorate.
The number, based on RCM for a person in grade E-1 who was unmarried, is
$1,205 per year. This number is fairly accurate for the Job Corps sample,
most of whom had been in the military for less than six months. For further
information regarding military compensation, see Military Compensation
Background Papers: Compensation Elements and Related Manpower Cost Items,
Their Purpose and Legislative Background, The Department of the Defense, 1976.
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after leaving the program, or a total of $143.17 for a six-month period.--
1/

However, this overall negative effect on earnings for the first six ,,ost-

program months was caused by temporarily low earnings when Corpsmembers

re-entered the labor market immediately after leaving Job Corps. By the

time of the interview (almost seven months, on average, after Corpsmembers

had been out of the program), earnings had increased greatly for Corpsmembers

and were well above what they would have been in the absence of Job Corps

participation (see the discussion of future output, below).

2. Adjustments for Fringe Benefits

Because we are interested in 'ne effect of the program on the output

produced by Corpsmembers, the estimate of earnings gain (loss) must be

adjusted to a total compensation basis. In addition to wages, three

categories of emploltm. compensation are considered: (1) paid leave and

premium benefits; (2) private retirement and insurance benefits; and (3)

legally required employer payments. These three categories of benefits

are treated as follows:

1. Paid leaves (e.g., vacation, sick leave, and holidays),
severance pay, andwags and salary premiums (e.g.,
overtime, shiit differentials, and bonuses) are part of
the payroll, consequently, we assume that they were
fully captured in reported earnings.

2. Employer contributions to private retirement, health,
accident, and lift-insurance plans are treated as part
of compensation. The imputed value of these benefits
(see the discussion below) is added to earnings for all
benefit-cost analysis uses.

'The actual estimate was 85.50658 per week. This was multiplied
by 26 to obtain an estimate for the six-month period. See the main volume
of the report and Technical Report C for more details on the estimation

procedures.
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3. Legally required payments programs (Social Security, Unemploy-
ment Insurance, Workers' Compensation) are treated as taxes.
Employee taxes (paid by either employees or employers)
indicate a benefit to society (output) and taxpayers (tax
revenue). Employee taxes should be included in the interview
data on earnings, and secondary data are needed to separate
them outat

Employer contributions to private fringe benefits and taxes must be

determined bi using national data on employee compensation, payroll tax

rates, and regulations on the basis of reported earnings. Briefly, the

various items were estimated as follows.

Private Retirement and Insurance Benefits. An estimate was

derived from national data on employer expenditures for private retirement

and insurance plans. Bureau of Labor Statistics survey data indicate that

such expenditures for low-wage employees amount to approximately 5 percent

of wages and salaries (i.e., monetary earnings).Y Therefore, these

benefits were estimated as 5 percent of total monetary earnings.

Payroll Taxes. These taxes were determined on the basis of

applicable federal and state tax rates and regulations. The payroll tax

rate for Social Security (both employer and employee components) was

5.85 percent of wages; in 1977 this. rate applied up to a taxable wage base

1/While benefits to individuals are directly associated with these
taxes, quid pro quo benefit formulas do not apply. Thus, payments should
be realistically viewed as tax revenue to finance redistributional and
other social objectives, rather than as insurance premiums.

2/This figure was derived from U.S. Department of Labor, Bureau
of Labor Statistics, to ee in the Private Non -Farm Economy,

1972, Bulletin 1873, Washington, D.C.: GPO, 1975, Tables 1, 22, 24 and 25.
It applies to office and ponoffice employees who receive less than $3.00
of total compensation (including fringe benefits) per hour in 1972.
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of $16,500.1/ The rate was applied to all reported wages--a procedure

that overestimated these tax payments to the extent that (1) Corpsmembers

obtain jobs in uncovered industries (primarily casual employment that, for

tax purposes, is not reported), and (2) Corpsmembers earn more than $16,500

a year in covered employment (errors caused by this second consideration

are probably very small).

Unemployment Insurance. The implicit tax rate for Unemployment

Insurance varies according to state regulations and "risk" ratings of

individual employers. However, the standard rate (the rate used prior to

an employer rating) is 2.7 percent of wages up to a taxable base in all

states except New Jersey, where the standard rate is 2.8 percent. Social

Security contributions are subtracted from wages to compute the wage base,

which is $4,800 in most states.2/ Consequently, the tax is determined

on the basis of the standard rates and reported earnings. It should be

noted here that, as in the case of Social Security, thi de facto loss of

coverage with casual earnings and incomes above the wage base may cause us

to overestimate the Unemployment Insurance payments.3/

1/This causes a slight problem because some of the reported earnings
we :e earned in January and February, 1978, when the tax rate was increased
from 5.85 to 6.05 percent. However, given that most of the earnings were
earned in 1977 and that the difference between rates is small, the approxi-
mation should be adequate.

2/See Joint Economic Committee, U.S. Congress, "Studies in Public
Welfare," Paper No. 20, Washington, D.C. : GPO, for information on the Social
Security program.

2/Tendencies to overestimate taxes and fringe benefits caused by high
incomes will be at least partially offset by the fact that retirement and
insurance benefits are underestimated for individuals with higher paying jobs;
that is, the estimated rate for private retirement and insurance benefits rises
rapidly with wage rates, so the 5 percent figure reported above may result
in an underestimate of these benefits.
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Workes' Compensation., Finally, employer contributions for

Workers' Compensation average 1.12 percent of gross payroll wages. There-

fore, reported earnings were further adjusted by this amount.

Together, these adjustments imply that reported earnings must be

adjusted upward by 14.67 percent to arrive at (1) an estimate of the total

amount an employer is willing to pay for the employees and, thus, (2) an

appropriate estimate of the value of the employees' contribution to total

output. Applying this adjustment to the earnings reported by our sample

suggests that during their first six postprogram months, Corpsmembers

produced, on average, $164.17 less in output than they would have produced

had they not entered the program.

3. Estimated Changes in Future Output

Because the interview data from the first follow-up survey dealt

only with Corpsmembers' experience during the first seven months after

they left Job Corps, estimates of benefits occurring in later time periods

have to be based on extrapolations. These extrapolations require five

pieces of informations (1) any trends in the seven-month data or another

method by which to base an extrapolations (2) the rate at which the Job

Corps effect fades outs (3) the rate of growth in real wages: (4) the

appropriate discount rate for determining the present value of future

benefits, and (5) the time period over which benefits accrue. Because

extrapolati will be necessary to estimate many benefits in addition'to

those that involve earnings gains, it will be useful to examine these five

items in detail.
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Extrapolation Basis. The first step in the extrapolation is to

examine the seven-month data to find a basis for estimating future benefits.

This was quite difficult in the case of earnings gains because Corps-

members had adjustment problems after leaving Job Corps, and it is

unclear whether these problems had been fully resolved after seven months.

Thus, using the average Corpsmember's employment and earnings performance

over the entire seven-month period as the extrapolation basis would be

inappropriate.

A more accurate basis can be obtained by using the trend in

Corpsmembers' earnings over this initial postprogram period. An examina-

tion of the data shows that while Job Corps had a negative effect on

average total earnings over the first six-month period, the effect was

not uniform throughout the, entire period)/ Immediately after leaving

the program, Corpsmembers earned, on average, much less than they would

have had they not enrolled in Job Corps. However, as time went on, their

employment rates and average earnings increased. By the end of the first

seven months of postprogram observation, Corpsmembers were earning more

than they would have in the absence of Job Corps. Thus, there was a

tendency for the earnings gain induced by Job Corps to increase in the

short run. Therefore, this short-term trend needs to be incorporated in

the extrapolation of earnings gain into the future.

Specifically, the basis for extrapolating the gains in earnings

was to use an estimate of the difference between the average Corpsmembers'

1 -For a detailed discussion of the employment and earnings effects
of Job Corps during the months covered by interview data, see Chapter V
of "Evaluation of the Economic Impact of the Job Corps Program," MPR,
1978.
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earnings and what they would have been earning in the absence of Job Corps

at the end of the first follow-up period. On the basis of earnings data

for the Job Corps and comparison samples at the end of the follow-up

period (just after the six-month polod for which estimates were provided

above), the earnings effect for Job Corps was estimated to be a $4.32 per

week gain. If we adjust this, figure to account for fringe benefits, the

estimated value of the increase in output production was approximately

$4.95 per week per Corpsmember.1"

Fade-Out Rate. While the observed seven-month trend in earnings

suggests that the $4.95 per week figure should be used as the basis for

estimating future earnings gains, the trend does not provide much

information about how long such an effect will be likely to persist. It

is possible that the Job Corps effect- -the difference between what

Corpsmembers actually earn and what they would have earned had t y not

entered the program- -will either continue to grow over time or will peak

and begin to diminish.

A study by Ashenfelter provides the best evidence available on

the future magnitude of the effect.2/ He found that the earnings gains

for adult men who had participated in employment and training programs

had declined by approximately 50 percent after five ytsrs, while the gains

This utilizes the 14.67 percent adjustment discussed in the
previous section. Because all magnitudes will be put on a six-month basis
wheif the extrapolations are made, this per-week figure will be multiplied
by 26 to yield an estimate of the Job Corps effect on output produced in
a six-month period. The exact estimate of the basic effect is thus
$128.80 per Corpsmember per six months (4.32 x 1.1467 x 26).

Orley Ashenfelter, "The Effect of Manpower Training on Farnings,"
in Research in Labor Economics: Evaluating Manpower Training Programs,
edited by Farrell Block, Greenwich, Connecticut: JAI Press, 1977.
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for adult women did not fade out. If we assume a decline for Job Corps

similar to the larger magnitude that Ashenfelter found for males, on a

continuous basis it would imply a rate of decline of just under 14 percent

per year.'" In the absence of better information, Ashenfeliers

decay rate for adult males has been adopted.2/ This probably overstates

the decay rate for Corpsmembers, because Corpsmembers are young and

because Ashenfelters estimated decay rate for males is larger than that

for females. However, when additional follow-up data become available, better

extrapolation will be possible.

Rate of Growth in Real Wages. Because we are interested in the

value of the goods and services produced by Corpsmembers, it is necessary

to account for any secular rises in real wages (i.e., growth in the general

A more exact rate is 0.138629 per year. This "fade-out," or
"decay," rate will be used as a standard throughout this chapter in order
to obtain benchmark estimates of the present value of benefits. Alternative
rates are then used in Chapter V to test the sensitivity of our overall
findings to the decay rate assumed.

2/In mathematical terms, this implies that the increase in earnings
at any time will equal:

E(t) = (E E
C
)e
-ft

,

where E is the postprogram earnings of Corpsmembers, E is what they would
have earned in the absence of Job Corps, f is the aecay rate, and t repre-
sents calendar time (e of course is the base of natural logarithms used for

continuous discounting). As noted in the previous section, we will use
$128.80 as the estimate of (EJ EC), and t will be measured in periods of
six months (e.g., at one year, t would equal 2).
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level of wages net of inflation).1/ Such growth will imply that not only

will actual Corpsmember postprogram earnings rise at this growth rate, but

the wages they would have earned in the absence of Job Corps (estimated

on the basis of the comparison group's earnings) would also have risen

at the same rate. Therefore, the difference between these two earnings

levels--the Job Corps effect--will rise at the rate of growth for real

wages. Because the Job Corps effect is the basis for estimating the increase

in goods and services available to society as a result of the program, this

growth will be accounted for in our estimates by adding the growth rate

to the decay rate when present values are calculated.2/

While exact estimates of future growth in the general level of

wages are not available, historical data indicate that such growth may be

on the order of 2 percent a year. Since 1947, the growth in real wages

BAs discussed below, a real discount rate will be used to estimate
present values; therefore, all benefit streams must be valued in real
terms.

2/If the secular rate of growth in real wages is g, the equation
for the Job Corps effect at time t will be:

or

(33 .jt - E egt)e-ft

(E - E ) e
(g-f

C

Therefore, this growth rate for real wages is a partial offset to the decay

rate given by f.
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1/has been approximately 1.8 percent a year.-- This long-run average rate

has fallen during the past few years because of the generally poor

economic conditions (relatively high rates of inflation and unemployment

since the early seventies) and because of the changing composition of

the labor force (more youths and women). However, a return to more normal

macroeconomic conditions and less dramatic changes in the composition of

the labor force should be accompanied by growth rates of real wages that

average close to 2 percent.per year. Therefore, a 2 percent rate has been

adopted for this study.2/

Discount Rate. It is inappropriate to simply sum up benefits that

accrue in different time periods, because the value of a dollar several

years from now will be worth less than the value of a dollar in the current

period (even when all arguments about uncertainty are eliminated). Therefore,

a discount rate is used to translate the value of benefits that occur in

different time periods into common units - -namely, monetary value in the

31
current time period.-1

1/This is computed by using the wage data for non-farm workers given
in "The Employment and Training Report of the President," 1978, U.S.
Department of Labor, Table C-10, p. 275.

2/This is, of course, slightly arbitrary, but the 2 percent rate is
a reasonably accurate approximation. It should be noted, however, that
this 2 percent rate is for quality-constant labor: if wages rise because
higher skilled labor enters the labor force (thus raising the average wage
level), then this part of the overall rise should be subtracted out because
it does not correspond to the productivity of Corpsmembers and the comparison
group. See Glen G. Cain, "Benefit/Cost Estimates for Job Corps," and Gary
Becker, Human Capital, National Bureau of Economic Research, Number 80,
New York: Columbia University Press, 1964.

2/For further discussion of discounting, see David Bradford,
"Constraints on Government Investment Opportunities and the Choice of
Discount Rate," American Economic Review, December 1975, pp. 887-899, and
the references cited in that paper.
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Because we are concerned primarily with the use of actual resources,

all values assigned to benefits will be "real" values (i.e., we will

measure all benefits and costs with 1977 dollars); thus, we need a reel

discount rate. However, estimating such a real discount rate is extremely

difficult. Government projects have been evaluated by using rates that

range from zero to 15 percent per year.2/ Even when we look only at

evaluations of employment and training programs, we find that rates range

from 3 to 10 percent a year.

The benchmark rate used in this study is 5 percent. This rate was

chosen somewhat arbitrarily, but it does represent a moderate assumption.

To test the sensitivity of the results to this assumption, we will also

present the final estimates of the net present value by using 3 and 10

percent annual discount rates.2/

2/See E.B. Staats, "Survey of Use by Federal Agencies of the
Discounting Techniques in Evaluating Future Programs," in Program Budgeting
and Benefit-Cost Analysis, edited by H.R. Hinrichs and G.M. Taylor,
Santa Monica, Calif.: Goodyear Publishing Company, 1969.

2/The 3 percent rate is used as a reasonable lower bound on the
real long-run discount rate. The 10 percent rate is used in accordance
with an OMB directive to evaluate government programs with that rate (see
Executive Office of the President, Office of Management and.Budget,
"Discount Rates to be Used in Evaluating Time-Distributed Costs and
Benefits," OMB Circular No. A-94, March 27, 1972); such a rate is probably
an upper bound. Present values (PV) will be calculated by using the formula:

PV

=J/'T

B(t)e-rtdt,

where B(t) is the benefit at time t, r is the discount rate, and T is the
time horizon (discussed in the next section). In the case of earnings
where there are both decay and real wage growth effects, the formula will be:

PV =ji.
T

(E E )e
(g-r-f)t

dt.
C
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Benefit Time Horizon. The benefits from Job Corps can accrue

over the lifetimes of Corpsmembers. Therefore, some estimate of the

appropriate time horizon must be made. If we assume that the average

Corpsmember leaves the program at age 18, then the expected worklife of

that Corpsmember is about 43 years, or 516 months.-
1/

Therefore, our

entire time period for the evaluation will start with time zero (the

enrollment date) and extend through month 516.21

The Value of Changes in suture Output. It is now a relatively

straightforward procedure to value the Job Corps-induced change in output

produced by Corpsmembers. Given our assumptions of (1) a decay rate that

yields a 50 percent reduction after five years, (2) a 2 percent rate of

growth in the wage level, (3) a 5 percent discount rate, and (4) an

expected worklife of forty-three years, then the present value of the

increased output is estimated to be $1,402.98 per Corpsember. When this

figure is added to the estimated change in output for the first six months

of the postprogram period, the estimated net increase in output during the

entire postprogram period is $1,238.81 per Corpsmember.

Thus, if (1) the decay rate is 13.8629 percent per year, (2) the annual
real wage growth rate is 2 percent per year, and (3) the discount rate
is 5 percent per year, then the resulting rate used in the discounting
formula will be -0.168629 per year (-.138629 .02 - .05).

IlHoward N. Pullerton, Jr. and James J. Byrne, "Length of Working
Life for Men and Wt4en, 1970," Special Labor Force Report 187, U.S.
Department of Labor, 1976.

3/Because the calculations are made on the basis of six-month
periods, the time frame in the analysis will be 0 to 86.
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4. Corpsmember Tax Payments

Because.of taxes, the benefits or costs associated with changes

in Corpsmember earnings will not accrue entirely to Corpsmembers. A

portion of any increase in earnings will go to non-Corpsmembers in the

form of taxes, and any decline in Corpsmember earnings will partially be

borne by non-Corpmmembers in the form of reduced tax receipts. Thus,

the estimation of Corpsmember tax payments is an important consideration

in determining the distribution of social benefits.

However, estimating tax incidence is a very difficult task

because the individuals who ultimately bear the burden of a tax may differ

from the individuals who make the tax payments to the government (e.g.,

part of the burden of the corporate income tax may be borne by employees

and consumers, as well as by stockholders).1( Attention must be given to

the incidence of taxes such as federal corporate income taxes and various

local property taxes, which are at least partially passed on to consumers

and workers. It will also be necessary to go beyond tax withholding

schedules and statutory tax rates in order to examine effective tax rates.

Such a major research effort is clearly beyond the scope of this

benefit-cost analysis. As a result we rely heavily on the estimates of

tax incidence calculated by Pechman and Okner.2( By utilizing data from

federal tax returns and economic surveys, they were able to estimate the

combined incidence of federal, state, and local tax systems. These

1/For a discussion of tax incidence, see Richard A. Musgrave and
Peggy Musgrave, Public Finance in Theory and Practice, San Francisco:
McGraw-Hill, 1975, Chapters 15-19, or Joseph A. Pechman and Benjamin A.
Okner, Who Bears the Tax Burden?, Washington, D.C.: The Brookings Insti-
tution, 1974.

See Pechman and Okner, Who Bears the Tax Burden?
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estimates are presented for several sets of incidence assumptions and are

broken down by income class and type of tax (income, payroll, property,

sales, excise, etc.). The estimates show that the cumulative effect of

the tax system is approximately equal to a 25 percent proportional tax

on income for all households except those at the extreme ends of the

income distribution.

For households at the low end of the income distribution, the

major form of taxation is sales and excise taxes. Because these taxes

are based on consumption and are collected by retail firms, it is very

difficult to avoid paying thesult The other major form of taxation for

these households is the payroll tax, which, when combined with sales and

excise taxes, accounts for 66 percent of the total tax burden of low-income

households. Thus, even though these households face low rates for the

individual income tax, their total tax burden (as a percentage of income)

is not significantly different from the tax burden of most taxpayers.

The principal reason for supplementing income data from the survey

with the Pechman and Okner estimates (rather than using estimates of tax

liability based on data reported in the interviews) concerns the treatment of

income that is not reported to the tax authorities. The earnings data

collected in the interviews contain information on total income only

and Make no distinction between income reported and not reported to the

tax authorities. Because there is evidence that earnings are substantially

underreported for tax purposes, estimates of taxes based solely on the

total income figures would overestimate actual taxes paid. The Pechman

-.However, it could be argued that the incidence is at least
partially incurred by producers.
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and Okner study explicitly treats this prcblem, and their estimates reflect

such underreporting. Therefore, their rates can be applied directly to

our measures of total income without any need for additional information

on Corpsmember underreporting. Another advantage in using the Pechman

and Okner estimates is that they estimate the incidence of taxes where the

payee and ultimate burden of the tax differ substantially (e.g., property

and corporate income taxes)--tax incidences that would be difficult for

us to estimate directly.

There are, however, problems with using the Pechman and Okner

findings--specifically, because the Job Corps program is being evaluated

and ten years after their study. First, their analysis was based on tax

rates on household income, whereas our interview data contain information

only on Corpsmember (or comparison-group member) income. Second, their

study was based on 1966 incomes and tax laws: thus, it is somewhat outdated.

Third, their definition of income meant that many individuals receiving

private pensions or living temporarily off their savings were classified as

low income even if their normal cash flow (and, hence, current consumption

patterns) reflected high long-run incomes. Because several important taxes

for low - income individuals are based on consumption patterns, the inclusion of

these individuals along with those whose long-run incomes are low may lead to

an overestimate of the effective tax rates for our purposes)/

For example, individuals with highly variable incomes might have
low or negative income during a particular year. However, those persons
could continue to consume on the basis of their higher average income if
they had savings. Their taxes would reflect this high consumption, while
their income would be defined as low for the year. A similar case would
occur when individuals retire and live on cash flow from a private pension
plan or from savings. In these cases, income would be low, but consumption
and taxes would be relatively high. These types of situations may have led
Pechman and Okner to overestimate taxes on low-income individuals- -
especially low- income youths who have very low savings.
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While these problems should not be overlooked, we feel that the

Fechman and Okner estimates are currently the best available and, on

balance, are fairly accurate. The rate used for this study is approxi-

mately 22 percent, which is the average of the eight estimates that

incorporate different incidence assumptions for 1966 household income

in the 0 to $1,000 range (this would be a'0 to $5,400 range in 1977

dollars) .1/

Once this rate had been determined, it was necessary to estimate

total income for Corpsmembers. Income was defined as earnings plus trans-

fers (in accordance with the definition used by Pechman and Okner). Using

the procedures outlined elsewhere in this report, the Job Corps-induced

change in the average 0Jrpsmember's income during the first six postprogram

months was estimated to be a loss of $239.87. The present value (using a

5 percent discount rate) of the estimated change in their income after

those first six months was $724.56 per Corpsmember. The 22.percent average

tax rate implies that tax payments (revenues for non-Corpsmembers) were

$52.77 less per Corpsmember than they would have been in the absence of

Job Corps during the first six postprogram months, while the present value

of the change in taxes for later periods was $159.40. Thus, the net present

value of the postprogram tax changes is a net cost of $106.63 per Corps-

member and a net benefit of the same amount to non- Corpsmembers.

'See Pechman and Okner, Who Bears the Tax Burden?, page 49. The
GNP deflator showed that prices had risen on average by about 80 percent
between 1966 and 1977. This rate was used to adjust the income ranges
presented by Pechman and Claw For all incidence assumptions in this
income range, the average effective tax rate was 21.85 percent, with a
standard deviation of 3.08,
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In addition to this net charge in postprogram taxes, there is

an in-program reduction in COrpsmember taxes that is due to the fact

that when Corpsmembers participate in the program, they give up earnings

opportunities they might otherwise have accepted)] They also give up

the transfer payments they would have received had they not enrolled.

Corpsmembers will view this foregone income as a cost of participating in

the program, but part of this cost Is being borne by non-Corpsmembers in

the form of reduced tax receipts. The loss in tax revenue is partially

offset by the tax imposed on the pay allowances from the Job Corps

programe2/ The estimated foregone income (earnings and transfers) is

$1,005.57 per Corpsmember during the program. This reduced income

yields a reduction of $221.23 per Corpsmember in tax payments. The

average tax paid while they are in the program is $68.49 per Corpsmember,

which implies a net reduction in in-program taxes of $152.74 per

Corpsmember.Y

For additional discussion of the opportunity cost of Corpsmembers'
foregone earnings while participating in the program, see Chapter IV.

2/Corpsmembers pay Social Security taxes and are liable for federal
income tax, althongh, as a rule, they end up paying only the Social
Security tax and sales and excise taxes because of their low income.

This estimation poses severe problems because of the tax-free
nature of many of the in-kind transfers made to Corpsmembers. However,

they do pay the consumption-based taxes and the Social Security payroll
tax. Our estimate utilizes the most progressive Pechman and Okner estimates
of the tax rate for households with less than $3,000 a year income, and
further excludes that component of this tax rate that is due to income

taxes. Furthermore, the definition of income included only the cash trans-
fers (i.e., the value of the food, shelter, and medical care provided by
Job Corps was not included). The resulting per Corpsmember "income" was
$405.28, and the tax rate was 16.9 percent, so the tax paid is estimated to
be $68.49 per Corpsmember.
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The results of the estimation of the benefits associated with

increased output are summarized in Table 111.4. The $757 per Corps-

member from output produced in connection with Job Corps training yields

$671 in benefits to non- Corpsmembers and $86 in benefits to Corpsmembers.

The entire $757 is also the value of the social benefit. Of the $1,239

per Corpsmember net increase in Corpsmember postprogram earnings, $107

accrues to non-Corpsmembers, while the rest 41,132) accrues to Corpsmembers.

There is also a net cost to non-Corpsmembers of $153 per Corpsmember for

tax receipts foregone while the Corpsmembers are in the program. From the

social perspective, the total benefit from increased output of $2,039 per

Corpsmember covers approximately 40 percent of the program cost.
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MOM 111.4

BENEPITS mom moose') OUTPUT BY CORPSHEMBERS

Component

Change in Behavior Total

Discounted
Valuct/

Behavioral
Measure

lo-Program
Changes

Postimage_Changes Value
Months 1 to 6 Months 7 to 516-F Per Unit

In-Program Output Years in Program 0.4916 0.0 0.0 51.538.13/yr. 5756.59

Increased Postprogram Output Otos* Earnings tr.A.1 -5164.17 52033.15 h.A. 51230.0i
Fringe Benefits

ti

Increased Tax Pnyments Estimated Tax - $152.74 -5 52.77 159.40 h.A. -5 46.11
Payments

4/This assumes an expected working Oft of 43 years (516 months) at the time the Corpsmembern leave Job Corps.

WUefore being added into this column. values for months 7 to 516 arc discounted to the time of termination Cram Job Corps.
at a rate of 50 Percent.

'N.A. meals. hot Applicable.



C. REDUCED DEPENDENCE ON TRANSFER PROGRAMS

The expected increase in Corpsmember employability from

participating in Job Corps should lie accompanied by reduced dependence

on transfer programs. These programs include the welfare programs- -

Aid to Families with Dependent Children (AFDC), General Assistance (GA),

Food Stamps, public housing, and Medicaid- -and the employment-related

programs -- Worker's Compeisation (WC) and Unemployment Insurance (UI).

In each case, reductions in the use of a specific program will

give rise to two benefit components. First, there will be a decline

in the level of payments. Because these are transfer payments, the

decline will be a cost to Corpsmembers and a benefit to non-Corpsmembers.

Fran a social perspective, these benefits and costs will offset each

other. The second benefit component will be the administrative costs

associated with making the transfers. Any reduction in these costs

due to a decline in the use of transfers by Corpsmembers will be a

benefit to non-Corpsmembers. Because there is no offsetting cost

to Corpsmembers in this case, the value of these administrative Cost

savings will be a social benefit)/

While the transfer programs considered herein vary a great

deal, the methods used to estimate the benefits resulting from declines

in Corpsmembers using the programs are quite similar. The first step

is to estimate the extent to which Corpsmembers reduce their partici-

pation in a particular program (using the interview data). The Ocib

Corps effect is typically measured in terms of months of participation

1/
We are ignoring the costs incurred by Corpsmembers in obtaining

transfers (particularly the cost of their time). Reductions in these'
costs also constitute social benefits.
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A

(extrapolated by using a fade-out rate similar to that used for earnings).

This effect can be multiplied by the transfer program's benefit per

participant month (obtained from budget data) and then discounted appro-

priately to yield an estimate of the present value of the reduction

in transfer payments. The administrative cost savings can be estimated

in a similar manner by multiplying the Job Corps-induced change in the

number of months in a program by that program's average administrative

cost per case.A/ The details of the estimation procedures for the

seven transfer programs included will be discussed in turn below.

2/
1. Aid to Families with Dependent Children.-

The procedures for estimating the benefits associated with

reduced use of AFDC are essentially similar to those discussed above.

The major difference is that a procedure was developed to distinguish

between those Corpmembers who were heads of households with children

(and would thus be able to receive their own AFDC benefits) and those

Corpsmembers who were receiving AFDC benefits as secondary members

(i.e., as neither head nor the spouse of the head of household). Once

the effects for these two groups have been separated out, the Job Corps

effect on their average months of AFDC participation can be multiplied

by the average transfer payment (administrative cost per household or

A/This use of average rather than marginal cost may lead to an
overestimate of the savings. However, in the long-run, marginal and
average costs are probably about equal, so that approximating marginal
cost by average cost is acceptable (except for small differences caused
by short-run adjustment costs).

'For a discussion of the purpose, administration, and legislative
history of AFDC and the other six transfer programs discussed in the
text, see Studies in Public Welfare, Paper No. 20--Handbook of Public
Income Transfer Programs: 1975, Joint Economic Committee, December 1974.
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per recipient, depending on the group in which the Corpsmember belonged)

to yield the appropriate benefit estimates.

For the purpose of estimating the Job Corps effect on AFDC, the

rules adopted for distinguishing household heads from household members

were to assume that all females with children were heads of households

and that all males and females with no children were only secondary members

of families. The assumptions about females are somewhat conservative

because they assume that females with no children will not have children

later. However, because the presence of children is a requirement for

AFDC eligibility, the assumption is accurate in the short-run. Furthermore,

because future benefits are discounted heavily, the net effect of this

assumption may not be too large. The assumption that all males are in the

secondary family-member category will also tend to bias the estimate of

benefits downward because in states that cover families with unemployed

fathers, males can have children and be eligible for AFDC benefits. However,

because relatively few males in the program had children, the error introduced

by this procedure is probably small (except for the problem posed by future

births).11

The average benefit levels were estimated with data from the

U.S. budget.!" Total benefit payments for fiscal 1977 were $10,270,985,000,

'At baseline, only 9 percent of Job Corps males in our sample
had children, while about 16 percent of the comparison-group males had
children. See "Evaluation of the Economic Impact of the Job Corps Program- -
Interim Report," Volume 1, MPR, September 1977; p. 83. For the follow-up
time period the comparable figures are approximately the same. Furthermore,

even among those who had children, some (about 15 percent) did not have
any child living with them.

'The "Budget of the United States Government," Appendix: Fiscal

Year 1979, p. 448.
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and the average monthly caseload was 11,202,000 individuals. This

implies an average benefit per recipient year of $916.89, or $76.41

per month. To estimate the average benefit per household (for the

head-of-household group), we multiplied the benefit per recipient

month by the average number of recipients per AFDC family (3.13),

which may be high for our sample. The resulting figure was $239.43

per family month.

The average administrative cost was estimated in a similar

manner. The AFDC fiscal 1977 budget showed an expenditure of

$1,185,694,000 for program administration. This implies a cost of

$105.85 per recipient year, or $8.82 per recipient month.1/ For

families, this cost is estimated to be $27.64 per family month

($8.82 x 3.133).

The estimated Job Corps effect showed a substantial reduction

in AFDC use while Corpsmembers were in the program, and a smaller

but significant reduction during the first six months of postprogram

observation. The findings are shown in Table III.5.

To estimate the effect of Job Corps on AFDC dependence in

future time periods, we used a similar extrapolation procedure to

that used with the 3ains in earnings. A 5 percent discount rate was

used to compute the present value, and the time period was assumed

to be the expected worklife of Corpsmembers (forty-three years).

1/
--See "Budget of the U.S. Government," Appendix, p. 448.

State and local, as well as federal, administrative costs are included.
The calculation assumes that enrollment costs associated with AFDC
participation (i.e., costs associated with putting someone on or
taking them off the rolls) can be spread out over all the months of
participation. If Job Corps leads to people exiting and re-entering
the system, the assumption may lead us to overestimate the actual
administrative cost savings.
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TABLE III.5

BENEFITS FROM REDUCED TRANSFER PAYMENTS

Ccesponent

Change in Eehaviot
Behaviotal
Measuts

In-Ptogtam Postptogtam Petiod
Petiod Months 1 to 6 Months 7 to 516

Value
Pet
Unit

Total
Discounted
Value

d to families with
Dependent Childten

Respondent
(head of family) Months Received

Ttensfets .1114 .0383 .5141 $239.42/no $124.29

Respondent
(othet than head
of family) Months Received

laneral Assistance

Transfets .2221 .0837 1.1236 $ 76.41/op $ 95.05

Respondent
(head of Saoi1y) Months Received

Transfets .0178 .0003 .0040 $151.90/mo $ 3.19

Respondent

(othet than head
of family) Months Received

Transform .0355 .1307 1.7545 $116.05/mo $165.,19

'ad Stamps Months Received
food Stamps .4822 .2376 3.1895 S 73.65/mo $221.S0

HCUSZAg Public Mousing
Net Benefit $ 5.72 $ 4.15 $ 55.65 n.A. $ 49.90

Medicaid

maPloyment Insurance/

Months Received AFDC .3335 .1220 1.6377 $ 16.61/to $124.68

Noemes Compensation Amount Received
from U.I./W.C. $29.30 $19.26 s2sa.s4 N.A. $234.33

ital Unefits
'Present Value)- 51.013.83

1 Thas topteSent3 a benefit to non-Corpstembets and a cost to Corpsmembers. Therefote, the net valve iron
V

social perspective is tern (see the text Not mote details).

655

698



In addition, the Job Corps effect was assumed to fade out over time,

so that it was reduced by 50 percent after five years.1/ The only

differences between the extrapolations used for transfers and those used

for earnings concerns the basic effect from which the extrapolation was

made and the adjustment for secular growth in real wages.

Tne effect used as the basis for extrapolation was the

average reduction in months of AFDC participation observed among

2/
Corpsmembers during the first six months after leaving Job Corps.

This was done because, uh Ike earnings, no clear trend was observed

in the use of AFDC; the six-month average seemed to be representative.

The only problem with this procedure is that if Corpsmembers are

financially eligible for AFDC but do not become enrolled because of

adjustment problems caused by their stay in Job Corps, their experience

in the first six postprogram months may be dominated by their adjustment

problems, and future benefits to non-Corpsmambers and society will be

underestimated. Similarly, Corpsmembers may lose their eligibility for

welfare as their earnings gains become larger in the short-run. However,

we have no detailed information about such adjustment problems; thus:for

analytical simplicity, the entire six-month period is used.21

1/This 50 percent/five-year assumption is somewhat arbitrary for
the transfer calculations because Ashenfelter estimated this decay rate
for earnings gains from employment and training programs only. However,
because the transfer effects should parallel the earnings effect, the use
of this rate may not introduce too much error. Further follow-up data

should help refine these estimates.

From this point on in the text, we will refer to a six-month
postprogram period, which is the time dimension for our estimates, although
the average postprogram experience was closer to seven months.

3/
The data from the'next follow-up survey should yield more

definitive findings for the extrapolation of effects, especially for

the first few years after leaving the program. These first few years

are crucial because later years are discounted heavily.
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The second difference between this extrapolation and the

extrapolation for the earnings gain is. that, here, no adjustment

is made for a secular rise in real prices, No adjustment is made

because once we net out the influence of inflation, real product

prices will move both upward and downward over time, whereas real

wages will generally rise. Because there is no secular trend

visible in real product prices, there is no basis to estimate a

future trend. As a result, there is no reason for adjusting Job

Corps benefits (for effects other than on earnings) to include an

expected secular increase.

The final estimates of the benefits resulting from the

effect of Job Corps on AFDC dependence are shown in Table 111.5.

We estimate that the decline in AFDC use among family members (male

and females with no Children) results in benefits whose present value

is $85.05 per Corpsmember. The present value of the benefits from

reduced AFDC use among Corpsmembers who are household heads (females

with children) is $124.29 per Corpsmember. Thus, the value of the

aggregate Job Corps effect on AFDC payments is $209.34 per Corpsmember.

The administrative cost savings are similarly computed and

are presented in Table 111.6. The total benefits from reduced AFDC

administration is $24.18 per Corpsmember. Of this amount, $14.35

is associated with a reduction in AFDC use among females with children,

and $9.83 is associated with a reduction in AFDC use by males and

females without children.
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TABLE /1/.6

BENEFITS FROM REDUCED ADMINISTRATIVE COSTS OF TRANSFER PROGRAMS

'Component

Chance in Behavior Value Total
Behavioral inProgran Postprovam Period Per Discounted
Variable Period Months 1 to 6 Months 7 to 516 Unit Benefit

! to Families with
7ependent Children

Respondent
(head of family) Months on AFDC .1114 .0383 0.5141 527.64/mo S 14.35

Respondent
(other than head
of family) Months on AFDC .2221 .0837 1.1236 5 8.83/mo 5 9.83

Aeral Assistance

Respondent
(head of family) Months on G.A. .0178 .0003 0.0040 - 517.47/mo 5 0.37

Respondent
(other than head
of family)

zood Stamps

Months on G.A.

Months on

.0355 .1307 1.7545 $13.35/mo 5 19.05

Food Stamps .4822 .2376 3.1895 S 9.48/mo 5 28.11

111c Mousing Months in
Public Rousing .1389 .0954 1.2806 512.50/mo 3 14.43

dicaid moths in A(DC .3335 .1220 1.6377 5 9.49/mo S 15.49

Unemployment insurance/
Worker's Compensation Meets on U.I. /W.C. .1438 .2238 3 004: S 6.96/wk S 17.58

Total Benefits (Present Value) 5119.65
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2. General Assistance

The procedures used to estimate the benefits from reduced

Corpsmember dependence on general assistance programs are the same as

those used to estimate the benefits from reduced dependence on the AFDC

program. Corpemembers were divided into two groups according to the

likelihood that they were receiving GA benefitsas a secondary member of

a household or as the head of a household. We used the same, relatively

conservative, assumptions as before: females with no children were

assumed to be household heads, while males and females with no children

were assumed to be secondary members. Estimates of the average reduction

in months on GA due to Job Corps were then made for hese groups, and

these estimates were valued by using average benefit and average

administrative cost estimates.

The pattern of GA effects is similar to that for AFDC. There

were very large reductions in the use of GA while the Corpsmembers

were in the program. For females with children, the Job Corps effect

became quite small during the first six months of postprogram observation.

However, males and females with no children showed a large decrease in

GA dependence after leaving Job Corps, as well as while they were at

the centers. This pattern of welfare effects is probably due to the

fact that GA, unlike AFDC, is targeted toward single individuals and

childless couples. Thus, low-income females with children probably

qualified for AFDC and, thus, did not participate in GA. In contrast,

the low-income males and females with no children probably found that

they were categorically ineligible for AFDC and, thus, participated

more heavily in GA. These effects are shown in Table 111.5.
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Average benefit levels were zomputed by using data from

forty-two states and territories that had GA programs)/ Using

figures from fiscal year 1977, we estimated that the average monthly

benefit payment per recipient was $116.05, and the average payment

per family was $151.90.

Because the state and local general assistance programs are

run independently, there is no central budget from which average

administrative costs can be estimated. As a result, the cost savings

from reduced administration were estimated by using an indirect

procedure. We used the ratio of AFDC administrative'costs to total

AFDC benefits as an estimate of the ratio of these two magnitudes for

GA. Because these programs are similar cash transfer programs, there

is reason to believe that they have similar ratios of administrative

costs to benefit payments (although GA may be slightly less expensive

to administer because it has simpler eligibility rules). In fiscal

year 1977, the ratio was 0.115 for AFDC.3( By applying this number

to the GA benefit amounts, we estimated that the average monthly

administrative cost was $13.35 per recipient, or $17.47 per family.

If we follow the same assumptions used to extrapolate the

postprogram benefits from reduced AFDC dependence (i.e., a 5 percent

discount rate, a forty-three-year time horizon, a fade-out of 50 percent

after five years, and no adjustment for secular growth in real prices)

1/See "Public Assistance Statistics,U U.S. Department of Health,

Education and Welfare, Table 8. This publication presents monthly
data; those months used in this report were July 1976 through August
1977. To eliminate seasonality problems, we based all estimates on
the average value for this twelve-month period.

1/"Budget of the U.S. Government," Appendix; Fiscal Year 1979,
p. 448.
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and adopt as our basis for extrapolation the average effect over the

first six postprogram months, the estimated present value of the benefits

from reduced GA dependence is $168.78 per Corpsmember. This benefit

can be broken down into a per Corpsmember benefit of $3.19 attributed

to reduced GA use among females with children, and a per Corpsmember

benefit of $165.59 from reduced use by males and females with no children.

These results are summarized with the other transfer results in Table 111.5.

The administrative cost savings are presented in Table 111.6.

They indicate that the total benefit from reduced GA administration is

$19.42 per Corpsmembers. The bulk of this benefit, $19.05, is associated

with reductions in use by males and females with no children. Females

with children accounted for only a small fraction of this benefit--$0.37

per Corpsmember.

3. Food Stamps

The benefits resulting from Job Corps-induced reductions in the

use of Food Stamps were estimated by using the basic methodology outlined

above. The U.S. Department of Agriculture budget provided estimates

of the average bonus per participant, as well as the data necessary to

estimate average administrative costs.1/ The average bonus was $24.55

per recipient month during fiscal year 1977, and the average administrative

cost was $3.16 per recipient month. To obtain figures on a per-household

basis, we multiplied these figures by 3.00, which is the average number

p. 195.

li"Budget of the U.S. Government," Appendix: Fiscal Year 1979,
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of recipients per household.-1/ The estimates for average bonus value

and average administrative cost per household month were $73.65 and

$9.48, respectively.

Because Food Stamp benefits are given to households without

the requirement that there be children present, it was not necessary

to separate out household heads from the rest of the Corpsmembers.

Thus, the overall Job Corps effect on Food Stamp use was estimated

directly. While Corpsmembers were in the program, there was a

substantial program effect: of average, participation fell by 0.4822

months per Corpsmember. For the first six postprogram months, the

effect fell by about half to 0.2376 months per Corpsmember.

If we again use the same assumptions as above regarding the

future time pattern of effects, the data for the first six postprogram

months will yield an estimated total reduction of 3.1895 months per

Corpsmember in the use of Food Stamps. Using the estimated bonus

and administrative cost figures with a discount rate of 5 percent,

we estimate that the present value of the Job Corps-induced reduction

in Food Stamp bonus is $221.80 per Corpsmember, and the associated

administrative cost savings are $28.55 per Corpsmember. The findings

for Food Stamps are shown in Tables III.5 and 111.6.

4. Public Housing

The procedures used to evaluate the benefits associated with

reduced use of public housing among Corpsmembers differ substantially

1 -The estimate of recipients per household came from Character-
istics of Food Stamp Households -- September, 1976, U.S. Department of
Agriculture, 1977, Table 36.
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from those used to evaluate the Job Corps effect on other transfer

programs. The principal difference is due to the fact that because

public housing is an in-kind transfer, it is necessary to impute a

value to the transfer. A second difference is that program adminis-

trative costs must be adjusted in order to separate the costs of making

the transfer from those of operating the housing units (these latter

costs are part of the transfer).

The value for the transfer is estimated for our purposes as

the difference between what a tenant pays for the housing unit and

the regular market rental rate for that unit. This difference is

the cost to taxpayers of the transfer. However, it is possible that

this value does not equal the value that the recipients place on the

transfer. Specifically, it is possible that the recipients believe

the transfer is smaller because of the stigma associated with public

housing, or because the recipient would have purchased a different

amount of housing if the transfer had been in cash. In addition,

locational and neighborhood effects are, at best, imperfectly captured

in the estimates of the units' market values, and public-housing units

may tend to be located in undesirable locations and neighborhoods with

hiJh incidences of crime.

We obtained estimates of the value of the public-housing

transfer from a report by James Storey)/ Be estimated the average

1/
--James R. Storey, Welfare in the 70's: A National Study of

Benefits Available in 100 Local Areas, Joint Economic Committee, 93rd
Congress, July 1974, pp. 32-34 and Table 18. The 100 local areas included
a larger proportion of the U.S. poverty population, and it appears
that accurate estimates regarding average national benefit lev can
be made with these data.
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difference between rent paid and market value for public-housing

projects in 100 counties. These estimates are quite detailed,

accounting for such factors as family size, housing-unit size,

family income, and the effect of public-hovoing rent levels on other

transfer programs, such as AFDC and Food Stamps. The estimates we

used in calculating the public-housing transfers to recipients were

$18.27 per month for individuals living alone, $44.12 per month for

couples, and $61.28 per month for individuals living with children.-
1/

The procedure used to separate the respondents in our sample

into these categories of public-housing recipients involved six steps.

First, youths living with their parents (or other legal guardians)' were

excluded, because it war assumed that children' behavior or income

were unlikely to affect their parents' receipt of public housing.

Second, youths who were living alone were grouped into the single

category. Third, youths living with others were grouped into a

couples or family category, depending on whether or not they had

children living with them. Fourth, the Job Corps effect on public

housing was estimated for each of these groups of youths. Fifth,

the estimated effects were multiplied by the appropriate transfer

values to construct an estimate of the value of the Job Corps effect

on public-housing transfers for each group. Finally, the values for

each group were added together, with each group receiving a weight

equal to the proportion of Corpsmembers in that group. As might be

2/We adjusted Storey's estimates (Table 18) for inflation to
obtain estimates that were applicable to 1977. Storey's estimates
were obtained with data from 1972. We multiplied his estimates by a
factor equal to.the increase in the GNP price deflator between 1972
and 1977 (i.e., 1.4052).
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expected from the orientation of public housing toward families

with children, the bulk of this benefit is due to a decline in the

use of public housing among Corpsmembers with childrenj( We estimate

the reduction in average public-housing transfer per Corpsmember to

be $5.72 for the time when Corspmembers were in the program, and $4.15

for the first six postprogram months. Extrapolating by using our

assumptions about decay rates and worklife, we find that the estimated

reduction in public-hc4sing transfers over the remainder of a Corps-

member's worklife will be $55.65 on average. If this value is then

discounted by using the 5 percent rate, the present value of the reduced

public-housing transfers is $49.90 per Corpsmember.

Because administrative costs fqr public housing are essentially

independent of family size, no distinctions were made in estimating

administrative cost savings about the family circumstances of sample

members who were not living with their parents. However, it was

necessary to use an estimate of average administrative costs that

included only the costs of providing the transfer and that counted

the costs of ianaging the public-housing units as part of the transfer.

The estimate we used came from data gathered as part of the Housing

Assistance Supply Esperiment.2( While this experimental program

1 -For example, during the first six postprogram months, the
total reduction in average public-housing transfers per Corpsmember
was $4.15. Of this amount, $3.23 was attributed to a reduction in
the us_ of public housing by Corpsmembers with children. Of course,

our assumption that youths living with their parents do not affect
their parents' receipt of public housing also accounts for part of
this phenomenon, because most youths who live with their parents do
not have children.

2/
Ira S. Lowry, "Early Findings from the Housing Assistance

Supply Experiment," publication number P-6075, Santa Monica, California:

The Rand Corporation, 1979.
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differs from the usual low-income public-housing programs, the

eligibility requirements are roughly equivalent. Becuase the

administration of these eligibility rules determines to a large

extent the administrative costs, we believe that the figures from

the experiment serve as adequate proxy measures. The estimate

given was $150 per client year to administer the transfer component

of the Housing Assistance Program. If we assume that in-take costs

are spread evenly over the year, this annual figure implies a monthly

cost of $12.50.

The estimated Job Corps effect on public-housing residence

is a reduction of 0.1389 months per Corpsmember during the in-program

period, and a reduction of 0.0954 months per Corpsmember during the

first six postprogram months. The present value of the administrative

cost savings associated with this reduction in public-housing residence

(under our usual assumptions for extrapolating and discounting) is

$14.43 per Corpsmember. The results for public housing are shown in

Table 111.6.

5. Medicaid

Estimating the benefits associated with the reduced use of

Medicaid by Corpsmembers presented several problems. First, the

interviews did not contain direct questions on Medicaid use; thus

1/
Medicaid use had to be determined on the basis of other information.

l'OneOne of the reasons for not including questions on Medicaid
use was the fact that it was possible to make this alternative
determination. Also, the reliability of direct questions on Medicaid
use was doubted, unless a very lengthy and probing set of questions
could be added. Therefore, in an effort to keep down the length of
the interview, direct questions were dropped.
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Second, it is difficult in general to value Medicaid transfers, because

not only are they in-kind, but there may also be significant external

effects (i.e., benefits to persons other than those who receive the

medical care). Finally, the lack of published data on the actual

claims experience of Medicaid makes it difficult to estimate accurately

either the average benefit levels or the administrative costs.

The procedure used to resolve these problems was to treat

Medicaid as an additional benefit given to individuals participating

in the AFDC program. This method was adopted because over 90 percent

of AFDC beneficiaries also received Medicaid benefits. However, this

method will fail to account for individuals who are ineligible for

AFDC (because of family status, income level, etc.), but who do

qualify for Medicaid by meeting the "medically needy" provisions.1/

Our procedure of linking Medicaid to AFL may fail to capture the

insurance provided to individuals who are marginally above the income

eligibility levels. This omission may bias our results upward if an

effect of Job Corps is to raise income levels high enough so that

Corpsmembers become ineligible for AFDC but can still obtain Medicaid

benefits, especially if they incurred heavy medical expenses for some

reason.-
2/

1/
For a description of the medically needy provisions and the

Medicaid program in general, see Handbook of Public Income Transfer
Programs: 1975, Joint Economic Committee, 93rd Congress, December 1974,

pp. 220-239.

2/
In other words, by not accounting for benefits given to

these people, we may overestimate the actual reduction in Medicaid

benefits. However, it is conceivable that an even larger proportion
of Corpsmembers would have been in the medically needy and not eligible
for AFDC categories had they not entered Job Corps, in which case we
are underestimating the impact of Job Corps on Medicaid.
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The estimate of Medicaid benefits was derived from the ratio

of the dollar cost of Medicaid services provided to AFDC recipients

to the number of families receiving AFDC. In fiscal year 1976 this ratio

was $919.28 per family, or (if benefits are provided uniformly over

the year) $76.61 per AFDC family month..11 If this estimated transfer

value is multiplied by the Job Corps-induced change in AFDC partici-

pation, the resulting estimate of the value of the decline in Medicaid

transfers is $25.55 per Corpsmember for the in-program period, and

$9.35 per Corpsmember for the first six postprogram months. If these

amounts are extrapolated and discounted by using our standard methods, the

present value of the change in Medicaid transfers is $126.68 per

Corpsmember. -21

The administrative costs were estimated by dividing AFDC's

pro rata share of Medicaid administrative costs for 1976 by the number

1/See Medicaid Statistics, 1976, U.S. Department of Health,
Education and Welfare, 1977, and Public Assistance Statistics--January
1977, U.S. Department of Health, Education and Welfare, 1977, p. 22.

2/
In addition to the exclusion of people who receive Medicaid

through the medically needy provisions, there is another bias in this
estimate. This bias is due to the fact that the youths in our sample
may have received far less than the average amount of Medicaid services.
This would be the case if the bulk of Medicaid expenditures were devoted
to health care for older poor people. Thus, even if we correctly
estimated the Job Corps effect on Medicaid participation, we might
have overvalued that effect by using the average Medicaid benefit level.
This problem may be partially alleviated by using Medicaid benefits to
AFDC families, because these families may contain a higher proportion
of young people than the general Medicaid pOpulation. In any event, in

the aosence of a detailed analysis of Medicaid, it does not seem possible
to substantially improve our estimate.
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of AFDC family years in that year.-
1/

The resulting estimate of

average annual administrative costs is $113.86 per year, or $9.49

per month. By multiplying this estimate by the Job Corps-induced

reduction in months of AFDC participation (extrapolating to future

periods by using our standard method, and then discounting future

benefits at a 5 percent rate), we estimate the present value of

the administrative cost savings to be $15.49 per Corpsmember. The

estimated benefits from administrative cost savings are included in

Table ru.8, while the estimated taxpayer savings associated with

the reduction in transfers are shown in Table

6. Unemployment Insurance and Workers' Compensation

The goals of the Unemployment Insurance and Workers' Compensation

programs are different from the public assistance programs discussed above.

However, increased employability among Corpsmembers should cause reductions

in transfers and administrative costs from Unemployment Insurance and

Workers' Compensation in a similar manner to those for the public

assistance programs. Similarly, while Corpsmembers are in the Job

Corps program, there should be significant reductions in their use of

Unemployment Insurance and Workers' Compensation, which would augment

the savings induced by Job Corps for transfer programs.

These two programs were aggregated together in the baseline

interview. As a result, it was necessary to use the interview data

directly to estimate the size of the transfers. These data provided

1 -See Medicaid Statistics - -1976, in which total Medicaid adminis-

trative costs were multiplied by 0.642 - -the fraction of all Medicaid
recipients who are in AFDC ---to estimate those administrative costs
attributed to AFDC families.
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information on the weekly benefit amounts received from either of the

programs, as well as the number of weeks the payments were received.

Multiplying these two numbers together determined the total amount of

the transfer. The estimated effects of Job Corps on these payments was

a reduction of $29.30 per Corpsmember for the in-program period, and

a further reduction of $19.26 per Corpsmember during the first six

postprogram months. Using our standard assumptions, we estimated the

present value of the average reductions in Unemployment Insurance and

Workers' Compensation payments to Corpsmembers to be $234.33.

The administrative cost savings accompanying this reduced use

of Unemployment Insurance and Workers' Compensation was estimated by

multiplying the number of weeks the person received payments by $6.96,

which is the average administrative cost per case week of Unemployment

Insurance.li Given that the in-program and early postprogram effects

were, respectively, 0.1438 and 0.2238 fewer weeks per Corpsmember, the

estimated present value of these savings is (if we utilize the extrapolation

procedure outlined above) $17.58 per Corpsmember.

7. Summary of Benefits Related to Reduced Transfer Program Participation

The overall results are presented in Tables III.5 and 111.6. The

total present value of the reduction in transfers is estimated to be

1/
--This number was used rather than the average of the administrative

costs of both programs because the average number of weeks per Corpsmember
on Unemployment Insurance is approximately four times the number of weeks
per Corpsmember on Workers' Compensation. In addition, because of the
greater federal participation in Unemployment Insurance, better data
were available to estimate the average administrative costs (see "Budget
of the U.S. Government," Appendix; Fiscal Year 1979, p. 619). Both the
transfer and administrative cost estimates include state and local, as
well as federal, expenditures. Finally, from available state data, it
appears that the administrative costs of these programs are similar,

with Workers' Compensation, if anything, being slightly more expensive
to administer (approximately $1.50 more a month).
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$1,011 per Corpsmember. This value will be a benefit to non-Corpsmembers,

who, in the absence of Job Corps, would have had to provide these dollar

amounts of transfers to the Corpsmembers. The Corpsmembers will view this

value as a cost because they lose the transfers. Corpsmember costs from

the changes in transfers will be exactly equal to the non-Corpsmember

benefits (under our assumptions), so that the Job Corps-induced changes

in these transfers will not affect the social benefit-cost calculations;

however, they do affect the other perspectives because the distribution

of income between Corpsmembers and non-Corpsmembers is affected.

The estimated present value of the administrative cost savings

is $120. The resource savings represented by this value will be a

benefit to society and will accrue primarily to non-Corpsmembers.

The largest effects are estimated for Food Stamps, due

prirarily to the large reduction in the use of Food Stamps. The large

benefits from reduced receipt of transfers, in addition to Food Stamps,

were the reductions in transfers from AFDC, general assistance,

Unemployment Insurance, and Workers'' Compensation. The large adminis-

trative cost savings were for Food Stamps, AFDC, and general assistance.

Altogether, from the non-Corpsmember perspective the transfer-related

benefits cover about 20 percent of program costs, while from the sobial

perspective they cover only about 3 percent of costs (because only the

costs of administering the transfers affect the social perspective).

Of course, for Corpsmembers, the reductions in transfers represent

costs.
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D. REDUCED CRIMINAL ACTIVITY

This section discusses the methodology used to value the

reduction in criminal activity brought about by Job Corps partici-

pation. The section analyzes measures of criminal activity, and

then examines the valuation of the three measured crime-related

benefit components: the reductions in (1) property damage and

personal injury, (2) stolen property, and (3) criminal justice

system costs.

1. Measuring Criminal Activity

The first step in the valuation of any benefit is to measure

the associated behavioral effect. However, in the case of criminal

activity this step presents difficulties because such activity is

inherently unobservable. To solve this problem, we use arrests as

a proxy for criminal activity. This is clearly only a crude estimate

of the amount of criminal activity for youths, because many youths

commit crimes for which they are not arrested, while others are arrested

for crimes they did not commit. On average, arrests will greatly

understate the number of crimes (see the correction factors discussed

below).

One alternative proxy measure that is not used here is

convictions. This measure would reduce the problems associated with

arrests of individuals for crimes they did not commit. However, it

has other serious shortcomings. Because of plea bargaining and

problems with evidence, the charge on which a person is convicted

may not reflect the seriousness of the crime actually committed.

More important, the use of judicial outcomes (such as convictions

to measure short-run changes in criminal activity may fail to capture
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the Job Corps, effect on the more serious crime types, because arrests

for these crimes often take a long time to fully ajudicate.

To correct for the fact that many crimes do not result in

arrests, we used data from victimization studies, where appropriate,

to adjust the Job Corps effect on arrests. Surveys of crime victims

indicate that not only do many reported crimes go unsolved, but

many crimes are never reported to the police. The adjustment used

here to obtain an estimate of criminal activity involves multiplying

the Job Corps effect on arrests by the ratio of criminal incidents

to arrests for each crime type. This procedure (which is explained

in more detail in the following sections) will yield an adequate

estimate of the effects of Job Corps on criminal activity, as long as

the "true" ratio of incidents to arrests is relatively constant and

independent of Job Corps participation.

The measure of arrests used in this analysis 4s the number of

self-reported arrests per Corpsmember. The self-reports were gathered

as part of the series of interviews given to Corpsmembers and the

comparison-group members in our sample. The use of self-reports yields

considerable savings in data collection costs compared to what they

would be to obtain arrest measures for a nationwide program through

searches of court records. However, there is some empirical evidence

that people tend to underreport their arrests in interviews. If the

underreporting bias is independent of participation in Job Corps, then

the final estimate of the Job Corps effect on crime will be understated.

Thus, the estimates presented here may be biased toward zero.

The general approach used to value the reduction in criminal

activity caused by Job Corps participation is outlined in Table 111.7.
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TABLE 111.7

SOCIAL BENEFITS FROM REDUCED CRIMINAL ACTIVITY

M ap .
i(OiVC,+01Z

PCi
Ci fFii,)

"3 a oi L a o.

a/
Variable Definitions.-

B = Social benefit per Corpsmember from reduced criminal
activity

6. = Mean reduction in arrests per Corpsmember for crime
type i attributable to Job Corps participation.

O. Mean number of offenses per arrest for crime type i

Vci = Direct costs to victims of crime type i = pri PDi

Pl.=Mean personal-injury cost per offense associated with
crime type i

PDi = Mean property-damage cost per offense associated with
crime type i

P.. = Crime-prevention costs involving the use of resource j
13

for crime type i

J. = Criminal justice system costs per arrest =

pir

Ak =

CA =

DTm =

C
n

=

piok pit CAt in pie% pinCn piqCORci

Fraction of people arrested for crime type i who experience
judicial event r

Police-apprehension costs for event k

Court-arraignment costs for event t

Costs of detaining arrestees for trial (for event 00

Trial-court costs for event n

CORq = Corrections costs for event q

PC
i

= Psychological costs associated with crime type i
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TABLE Irr.7 (continued)

= Expected costs associated with subsequent criminal
Fii'

activities of type i' committed by individuals initially
arrested for crime type i

Subscript Definitions:

i,i' = Murder, robbery, felonious assault, burglary, larceny/
motor-vehicle theft, narcotics violation, other personal
crime, other miscellaneous crime, unspecified

j = Public police, private police, public goods, private goods

k = Detective investigation, patrolman investigation, detective
court activities, patrolman court activities

sound over, final disposition, appealing disposition

m = Released, bail review, released on bail (released on own
recognizance, money, and other)

n = Dismissal, plea, bench trial, jury trial

q = Presentence investigation, probation, corrections
(incarceration), parole, postrelease programs
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The approach takes the estimated change in arrests for nine crime

types and multiplies it by a shadow price that yields the average

social cost of an arrest for each crime type.1( The nine crime

categories include all possible arrest charges: murders robbery;

felonious assault; burglary; larceny or motor-vehicle theft or

other property crimes; narcotics violations; other personal crimes;

other miscellaneous and a special unspecified arrest category.3/

The average social cost of an ar is the sum of the average direct

losses incurred by victims, the value of the resulting change in public

and private crime prevention expenditures, the average cost of processing

an arrested person through the criminal justice system, the psycholocical

costs resulting from the crime, and the expected value of the future

costs due to recidivism.

The estimation procedure used to value the crime reduction

from the Corpsmember and non -Corpsmember perspectives is quite similar

to the social procedure. The basic difference is the treatment of

the value of stolen property. From the non-Corpsmember perspective,

reductions in the amount of stolen property result in benefits, and

This procedure assumes that other criminals do not change
their behavior because of the reduction in crime among Corpsmembers
(i.e., they do not "take up the slack" left when Corpsmembers reduce
their criminal activities). That is, the reduction in criminal activity
among Corpsmembers is assumed to not make it significantly more
profitable for other persons to enter into illegal activities and
replace the Corpsmehbers.

2 /In some instances, the respondent could not tell the
interviewer the charge for which he or she was arrested. In this case

the arrest was coded as unspecified, and the estimated cost of an
average arrest was used to value these unspecified arrests.
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thus are added to the direct losses to victims (0ii/Ci in the

equation in Table 111.7).1/ The Corpsmembers who engage in less

crime no longer receive the stolen property, and thus should view at

least part of its value as a loss. Any difference between these

benefits and costs will represent the social costs associated with

stolen property--in particular, damaged property, fencing costs,

added risk, and the loss of legal title to the goods. Only the

savings from the reduction in resource losses, not the entire value

of the stolen property, are included in the social benefit-cost

estimates.'

Not all of these crime-related benefit components were

estimated. As was mentioned in the benefit-cost overview, we did

not have an accurate method for estimating the psychological costs

of crime; thus, they have been omitted from the benefit estimation.

In addition, the lack of adequate data has forced is to omit the

change in crime prevention costs. Because of these omissions, our

estimates of the benefits of reduced crime will probably underestimate

the true benefits.

1/Because some Corpsmembers would be expected to be victims
'of crime, some of the reduction in victims' losses should be counted
as a benefit to Corpsmembers. However, this gain is likely to be
very small, and thus the entire savings is treated for analytical
purposes as a gain to non-Corpsmembers.

2/A related difference between the value of reduced crime
as seen from the three perspectives is the reduced criminal penalties.
Corpsmembeis view this as a benefit because they will spend less time
in jail or prison. There is also a gain to society to the extent
the Corpsmembers are more productive, on balance, when they are out of
rather than in prison. These benefits, however., are not included in
the estimation because of the lack of adequate data with which to
measure (in the short run) and value them (in general).
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The measured benefit components associated with the reduction

in crime will be discussed below. The first benefit discussed is

the reduction in direct losses to victims associated with personal

injury and property damage; the second is the reduced value of

stolen property; and the third is the reduction in resources devoted

to the criminal justice system.

2. Reduced Personal Injury and Property Damage

Personal injury and property aimage are two of the most

serious components of the losses incurred by crime victims. We

have been able to value four specific components of these costs by

using data collected as part of the National Crime Survey (NCS)

program)/ These components are as follows: (1) the average value

of property damage due to criminal acts; (2) the average cost of the

medical care needed by victims of personal crimes; (3) the average

administrative cost incurred by insurance companies when compensating

insured victims; and (4) the average value of the output lost when

victims lose time from work while they are recovering from crimes

(or, in the case of murder, because of death). The cost per arrest

of these items is given in Table 111.8.

1/
The data from the National Crime Survey are a good source

of information regarding criminal incidents. The data are based on
a survey of approximately 60,000 households (containing 135,000
individuals) and 14,000 business establishments. The data used here
are from the criminal-incident data extracted from the main National
Crime Survey data base. They were gathered during the first half of
1977 and refer to incidents that took place in 1976. For a more

detailed description of this data, see Criminal Victimization in the
United States, 1974: A National Crime Survey Report, Law Enforcement
Assistance Administration, U.S. Department of Justice, 1977. Wesley
G. Skogan provided us with the information needed from this data base.
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TABLE 111.8

ESTIMATED COSTS OF PERSONAL INJURY AND PROPERTY DAMAGE PER ARREST

Arrest
Category

Property, Medical,
and Insurance Costs

per Incident

Lost Output
per

Incident

Total Measured
Cost per
Incident

Incidents
per

Arrest

Cost
per

Arrest

Murder $537.61/- $100,000.00 $100,537.61 1.0 $100,537.61

Robbery 46.04 27.88 73.92 7.7 569.18

Felonious
Assault 66.51 29.32 95.83 5.1 488.73

Burglary 30.99 5.29 36.28 14.8 536.94

Larceny/Motor
Vehicle Theft 17.33 2.88 20.21 20.2 408.24

Narcotics N.E. N.B. N.E. N.E. N.E.

Other
Personal 8.86 9.13 17.99 5.2 94,09

Other
Miscellaneous N.E. N.B. N.E. N.E. N.B.

Unspecified 8.68 2.78 11.46 14.9 170.79

N.E. means that the amount could not be estimated and is assumed to be small, so that
zero will subsequently be used.

- /The murder estimate does not contain an estimate of insurance costs, which
wouLd be very small compared to the other costs because only the administrative (and
not the transfer) costs of insurance are counted.
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Once the victimization data had been obtained, estimating

these direct losses to victims was relatively straightforward for

the following five arrest categories: robbery, felonious assault,

burglary, larceny and motor-vehicle theft, and other personal crimes.

However, the remaining categories posed some problems. The losses

from murder were difficult to estimate because data for this crime

are not collected as part of the National Crime Survey program, and

the value of a lost life is difficult to measure. Victimization

losses from narcotics violations and other miscellaneous crimes were

not available. However, these crimes are primarily "victimless," so

that the direct losses to victims are small; hence, we used a

value of zero. Finally, a method had to be found to estimate the

average cost of an unspecified crime. The following four subsections

will describe the techniques used to estimate the direct losses to

victims of these, arious groups of crimes.

Robbery, Felonious Assault, Burglary, Larceny or Motor-Vehicle

Theft, and Other Personal Crimes. Estimating the direct losses to

victims of these crimes was relatively straightforward because NCS

obtained detailed information on the victims' losses from nse crimes.

To estimate the expected property-damage costs per incident, we

multiplied the percent of the victims reporting property damage by

the average cost of repairing or replacing the property. The expected

medical costs per incident were estimated in a similar manner by
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multiplying the percent of victims who reported incurred medical

costs by the average amount of the costs.11

Estimating the social benefit from reduced insurance costs

was more problematic because only the administrative costs of an

insurance plan represent social costs (the compensation expenditures

are merely transfers between individuals who are pooling their risks

in the insurance plan). To estimate the value of the change in

administrative costs of insurance, we first estimated the ratio of

administrative costs to claims paid, with data from both the

government and the insurance industry.2/ For medical insurance

the ratio was approximately 5 percent, while the ratio for property

insurance was approximately 28 percent. The average claims paid

for crime-related medical treatment and property damage were estimated

for each crime category by using the NCS data. The changes in

insurance administrative costs were then estimated by multiplying

the insurance compensation amount by.the appropriate ratio for

administrative costs.

The final component of the personal injury and property loss

to victims is the lost output when crime victims lose time from work.

To value thi, lost output, we multiplied the average number of hours

1/
For the average cost of both property damage and medical

care, the NcS data apply only to those who actually incurred costs.
That is why it is necessary to multiply by the percent of victims
who incurred these costs to obtain estimates on a per-incident
basis.

2/
Data were from the fiscal year "Budget of the United

States Government" regarding expenditures for the administration of
the federal crime-insurance program operated by the Federal Insurance
Administration (see page 505 of the "U.S. Budget," Appendix: Fiscal Year
1979). The data for private insurance plans were obtained from
Best's Aggregates and Averages, 1977, Oldwick, New Jersey: A.M. Best

Company, 1977.
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lost from work for each crime category (as estimated from the NCS

data) by $6.01, which is the average hourly gross compensation

rate for workers in the nongovernment sector.1(

All these estimates of the value of the direct losses to

victims have been calculated on a per-incident basis (primarily

because the NCS data are collected on the same basis). However,

because we need estimates of the average losses per arrest, we must

convert incidents to arrests. This conversion is performed by

multiplying the various estimates by the ratio of incidents to

arrests shown in Table III.8.3/

Murder. Estimating the social benefits derived froM a

reduction in the number of murders was difficult not only because

of the problems associated with valuing human life, but because no

victimization data on murder are gathered by the NCS. For our

proposes, we have adopted a conservative strategy. We have assumed

liThe average gross hourly wage rate for U.S. nongovernment
workers in 1977 was $5.24 (The Employment and Training Report of the
President, U.S. Department of Labor, Employment and Training Adminis-
tration, 1978, p. 265). To obtain an estimate of output per hour,
we need to estimate gross compensation (i.e., the cost to the employer
of the employee). This estimate is obtained by multiplying the wage
rate by 1.1467 (see the discussion of fringe benefits in Section B).
The estimate of total compensation per hour is thus $5.24 x 1.1467 P $6.01.

2/The estimated number of incidents (based on the NCS data)
and the estimated number of arrests {based on PEI data) used to
compute these ratios were obtained from the Sourcebook of Criminal
Justice Statistics--1977, U.S. Department of Justice, Law Enforcement
Assistance Administration, 1978, Table 3.1, 3.16, 4.1. These data are
for 1975, the year for which the most recent published data ware

available. This procedure merely assumes that the actual reduction
in crime is greater than the reduction in arrests by a factor equal
to the national incident to arrest ratio. It does not assume that the
arrested person personally committed all the uncleared criminal
incidents.
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that the property damage and medical costs are the same for murder

as they are for victims of felonious assault who actually incurred

medical costs.1/

The only other cost we have assigned to murder is the value

of the output the murdered person would have produced had they lived

which admittedly is a conservative measure of the loss of life (see

below). There are several estimates of this lost output, ranging

from $100,000 to ever $400,000.2/ In keeping with general conservative

nature of our estimates, we use the lower and of this range. The

results of this estimation are presented in Table 111.8. It must be

emphasized that these estimates are extremely conservative because

they do not account for any of the psychological costs that murder

imposes on its victims, their families, and potential victims. However,

we will present some tests in the final chapter that indicate what

effect this exclusion of psychological costs has on the final estimate

of net present value.

Narcotics Violations and Other Miscellaneous Crimes. These

categories contain primarily "victimless" crimes; thus, it is difficult

to estimate the value of any direct losses incurred by victims

1/Insurance costs associated with murder were not estimated;
however, they are probably relatively small because only administrative
costs would enter into the social perspective.

2/This range of estimates is given in Steven E. Rhoads, "How
Much Should We Spend to Save a Life?" The Public Interest, Spring 1978,
pp. 74-92. For a detailed discussion of the problems associated with
valuing life, see M.W. Jones-Lee, The Value of Life: An Economic

Analysis, Chicago: The.University of Chicago Press, 1976,

2/The "Other Miscella4eous Crimes" category contains such
crimes as prostitution, failure to make family-support payments,
gambling, drunkenness, obstructing the police, obscenity, and vagrancy.
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While it is clear, at least in some cases, that there are social

costs associated with these crimes (other than the judicial system

costs discussed below), we have no way to accurately measure

them. Therefore, we have omittedthese costs from the analysis.

Unspecified Crimes. This category of crimes was created to deal

with those individuals in our sample who, when interviewed, reported

that they had been arreltad, but reported that they did not remember

or could not adequately specify the arrest charge. In such cases,

the arrest charge was coded in the unspecified category.

In the absence of other information, we have assumed that

the arrests in this category were for an "average" crime category;

thus, to estimate the cost of this average charge, we have taken a

weighted average of the costs of the other arrest categories (with

zero used as the value for narcotics and other miscellaneous crimes

arrests). The weights used for each crime in calculating this

average were the proportions of total criminal incidents accounted

for by that crime category.1/ The results are shown in Table 111.8.

Benefits from Reduced Personal Injury and Property Damage.

Once the values per arrest have been estimated for personal injury

and property damage, the value of the benefits resulting from the

Job Corps-induced reduction in these items can be estimated by using

the techniques developed in the section on transfer programs. First,

the reduction in arrests for the various categories is estimated

/The proportions were computed by using the estimated number
of arrests pkovided in the Sourcebook of Criminal Justice Statistics- -
1977 (U.S. Department of Justice, Law Enforcement Assistance Adminis-
tration). These arrest estimates are based on data reported by the
FBI for 1975. *f
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from interview data.-
1/

Because discounting is unnecessary in the

initial period, the benefits accruing during the in-program and first

six postprogram months can then be estimated by simply multiplying

the estimated reductions in arrests for each category by the value of

personal injury and property damage per arrest for that category.

For benefits accruing in later periods, it is necessary to extrapolate

the Job Corps effect and then discount the future values in order

to estimate the present value of the stream of future benefits. We

used the procedure described in the section on transfers to value

the future benefitse2/ and then added in the early period benefits.

Overall we estimate that the present value of the benefits

from the Job Corps effect on crime-related personal injury and

property damage is $274 per Corpsmember.2/ Approximately 34

percent of this benefit derives from burglary reductions, 34 percent

from the reduction in murder arrests, and 30 percent from reduced

larceny and motor-vehicle theft arrests. These figures are presented

in Table 111.9.

The interview data included all charges for which the individual
WAS arrested. A "most serious" charge was selected from this list by
using a ranking procedure that took into account measures of social
concern regarding the crime (such as the Sellin-Wolfgang index; see
Thursten Sellin and Nerving Wolfgang, The Measurement of Delinquency,
New York: John Wiley, 1974), and the relative social costs of the
charges (determined from the data presented here, or system, personal
injury, and property damage costs).

--"That is, a decay rate of 50 percent every five years, a
forty-three-year expected worklife, a 5 percent discount rate, and
using the effect estimated for the first six postprogram months as
the basis for extrapolation.

--The fade-out and worklife assumptions are primarily speculative
for crime effects. Longer term data are needed to estimate these Job
Corps benefits accurately.
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TABLE 111.9

BENEPITS FROM BEDUCED PERSONAL INJURY AND PROPERTY DAMAGE

a/
Change in Behavior- Value

J

I

Total

Component
Behavior0
variable-

In-Program
Period

Postprogram Period
Months 1 to 6 Months 7 to 516

Per

Unit

Discount

Benefit

Murder Number of
Arrests 0.0009 0.0000 0.000 $100,537.61 $ 90.48

Robbery Number of
Arrests 0.0009 -0.0020 -0.0260 569.10 -11.61

Felonious Assault Number of
Arrests 0.0026 0.0023 0.0309 488.75 13.33

Burglary Number of
Arrests 0.0307 0.0131 0.1705 536.94 92.51

Larceny/Motor vehicle Number of
Theft Arrests 0.0345 0.0151 0.2027 408.24 79.71

Narcotics-
c/

Number of
Arrests 0.0150 0.0010 0.0134 0 0

Other Personal Number of
Arrests 0.0111 0.0122 0.1630 94.09 11.26

Other Miscellaneous2/ Number of
Arrests 0.0295 0.0379 N.E. 0 0

Unspecified Number of
Arrests -0.9019 -0.0019 -0.0255 170.79 -3.78

$ 273.90
Total Benefits .

1/Reductions in arrests are shown in positive numbers. Negative chances in behavior ;as with the postprogtam robbery and
unspecified categozies) denote increased criminal activity among Corpsmembers.

b/SeeSee the text for a discussion of arrests as a measure of criminal activity.

c_ /TheseThese categories contain primarily "victimless" crimun. As a result, the value of reduced property damage and personal
injury is email, not estimated, and assumed to be zero in deriving total bene'itS.
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3. Reductions in Stolen Property

The procedure for estimating the value of changes in the

amount of stolen property is essentially the same as that used to

value changes in personal injury and property damage. Estimates

of the net property loss per arrest for several theft arrest categories

were obtained from victimization data. The amount of property loss

by crime category was then used to value the estimated effect of Job

Corps on the average number of arrests per Corpsmember by crime

category.

The estimates of stolen property per arrest were obtained

from NCS data. These figures were adjusted, as shown in Table rxx.lo,

to net out the average value of the property recovered from the value

of the stolen property. Therefore, the numbers represent the expected

net loss to the victims of the various categories of theft incidents.

The per-incident estimates are then adjusted by the ratio of incidents

to arrests to obtain estimates on a per-arrest basis.1/ The figures

for the unspecified arrest category are the weighted averages of the

expected losses for all crime types where zero was used for the value

of stolen property in nontheft crimes, and the weight for each crime

type was the proportion of total arrests classified as that crime

type. It is interesting to note that among theft crimes the highedt

average value of stolen property is attributed to burglary ($3,564

per arrest), and that robbery has the lowest average ($738 per arrest).

I/The stolen-property figures, like the personal-injury
and property-damage figures, were obtained from the National Crime
Survey incident file for 1976 with the assistance of Wesley Skogan.
The ratios of incidents to arrests for each of the theft crime
types are the same as those used in the personal-injury and property-
damage analysis (see Table 111.8).
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TABLE 111.10

VALUE OF STOLEN PROPERTY

Arrest
Category

Average Value
of Property
Stolen per
Incident

Average Value of
Property Recovered
per Incident

Average Property
Loss per
Incident

Incidents
per
Arrest

Average
Value of
Property
Loss per Arrest

Robbery $ 178.19 $ 82.40 $ 95.79 7.7 $ 737.58

Burglary 261.34 20.53 240.81 14.8 3,563.99

Larceny/Motor
Vehicle Theft 137.08 40.51 96.56 20.2 L,950.51

CO
co

Unspecified 46.95 10.98 35.97 14.9 535.95

Source: Unpublished data from the National Crime Survey Program.
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The estimates of the Job Corps effect on arrests were the

same as those used in the personal-injury and property-damage analysis.

If we use our standard assumptions regarding future patterns of

effects and a 5 percent discount rate, the estimated present value of

the net reduction in stolen property due to Job Corps is $968 per

Corpsmember. As might be expected, the large value per arrest for

burglary (in addition to the relatively large effect Job Corps had on

burglary arrests) resulted in burglary accounting for 65 percent of

this total value. A detailed breakdown of the benefits is presented

in Table III.11.

Non-Corpsmembers will view the reduction in stolen property

as a benefit (because the goods are no longer stolen from them), while

Corpsmembers will view it as a cost (because they no longer receive the

stolen goods). However, the benefit to non-Corpsmembers will not

necessarily equal the cost to Corpsmembers. For example, if thieves

try to convert stolen goods into cash, they will be able to realize

only about 35 percent of the goods' value to the victims of theft.'

Furthermore, there may be a decline in the social value of the goods

for any one of three reasons: (1) the goods may be damaged; (2) the

thief (and whoever else ultimately receives the stolen property) does

not have a legal title to the good; and (3) resources (human labor

and others) are used up in fencing and related activities for selling

stolen property. Therefore, the estimation of the value of the $968

1/This estimate is taken from "Heroin Related Crime," Drug
enforcement Administration, February 1977. The figure is based on
a study by McGlothlin et al. (McGlothlin, William H., V.C. Tabbosh,
C.D. Chambers, and K. Jamison, Alternative Approaches to Opiate
Addiction Control: Costs, Benefits and Potential, Final Report,
BNDD contract J-70-33, Washington, D.C., 1972) and includes an
adjustment for the fact that stolen cash need not be converted.
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TABLE 1'1.11

VALUE OF REDUCED AMOUNT OF STOLEN PROPERTY

Component

Robbery

Burglary

Larceny/Motor

Vehicle Theft

Unspecified

Total Value

Change in Behavior Value
Per
Unit

Behavioral
Measure

In-Program
Period

Postprogram Period
Months 1 to 6 Months 7 to 474

Number of
Arrests .0009 -.0020 -.0268 $ 737.58

Number of
Arrests .0307 .0133 .1785 3,563.99

Number of
Arrests .0345 .0151 .2026 1,950.51

Number of
Arrests -.0019 -.0019 -.0255 535.95

Total
Discounted
Benefit

$ -15.04

614.01

380.83

-11.86

$ 967.94
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reduction in stolen property as seen by the different analytical

perspectives is quite difficult to compute.

To facilitate our estimation we assume that thieves directly

consume property obtained through larceny, and that they convert

property obtained through robbery and burglary into cash (if it is

not cash to begin with). Thus, the $614.01 per Corpsmember decrease

in property obtained through burglary implies a cost to Corpsmembers

of only $214.90 (35 percent of $614.01), while the cost to Corpsmembers

of the decline in larceny would be the entire $380.83. For unspecified

arrests, we assume, as above, that the cost to Corpsmembers is the

weighted average of the costs for all arrest types. The resulting

total loss to Corpsmembers is $580.51.

The difference between the $968 benefit to non-Corpsmembers

and the $581 cost to Corpsmembers is the net social benefit. This

$387 social benefit is derived from three sources. First, there

are fewer resources devoted to fencing activities. Second, there are

reductions in damage to property that would otherwise have been stolen.

Third, there is less loss in value due to stolen goods being sold at

a discount, because the legal title attached to the good has been

destroyed, and, hence, risk has been added (i.e., the purchaser

has no legal recourse against the seller if the good proves to be

defective).

4. Reduced Criminal Justice System Costs

The final, anr largest, measured benefit associated with

reduced criminal activity among Corpsmembers is the resource savings

due to a decline in arrests. This benefit is estimated by multiplying
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the Job Corps-induced reduction in arrests by the average cost of

processing an arrestee through the criminal justice system. This

calculation is performed for each of the nine crime categories, so that

not only reductions in the overall level, of Corpamember criminal

activity are valued, but changes in the portfolio of criminal

activity are also valued.

The average cost figures were estimated on the basis of a

study on justice system costs in Baltimore, Maryland)." This study

broke down total system costs by Lajor subsystem, police, detention,

district court (for preliminary hearings and misdemeanors), Supreme

Court bench (appeals and felonies), and corrections. The costs

were also broken down by crime type. Because the study also included

data on the number of people arrested for each crime type, it was

possible to estimate average costs per arrest for the different

crime categories. The average cost of an unspecified arrest was

taken to be the weighted average cost for all arrests.

While the Baltimore data probably reflect the relative costs

of the different arrest charges, they may be inaccurate for nationwide

studies because they 'sere obtained from only a single jurisdiction.

Furthermore, the Baltimore data were obtained in fiscal year 1974,

and we need estimates for 1977. Therefore, an adjustment was necessary

to obtain estimates of the average cost of processing the different

types of arrests that would be appropriate for a 3.977 evaluation

of a nationwide program like Job Corps. Our adjustment procedure

1/Michael A. Lettre and Anthony M. Syntax, "Application of
JUSSIM to the Maryland Criminal Justice Planning Process," Maryland
Governor's Commission on Law Enforcement and the Administration of
Justice, 1976.
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entailed calculating the average system cost per arrest for the

United States as a whole. This was done by dividing total fiscal

year 1976 expenditures (the most recent year available) for all

levels of the criminal justice system by the estimated total number

of arrests for that time period;A/ the estimated value was $2,048.33.

This can be compared with an average cost per arrest for all arrest

types of $1,262 in Baltimore during fiscal year.1974. The ratio of

these two numbers (1.6231) was then used to adjust the Baltimore

average cost by crime category so that they more closely reflected

national cost levels in 1977.-4
2/

Once this adjustment had been made,

the resulting average cost figures were used to estimate the criminal

justice system resource savings. These savings were estimated to

have a present value (under the assumptions outlined in the transfer

section) of $1,895.74 per Corpsmaeber. Of this total, more than

one-half was accounted for by the reduction in burglary; the reduction

in larceny and motor-vehicle thefts accounting for another 25 percent.

These results are detailed in Table 111.12.

'The cost data came from Expenditure and Employment Data
for the Criminal Justice System--1976, U.S. Department of Justice,
1978. The figures include all expenditures except those incurred
by police for non-crime-related activities (see p. 382). The
estimated number of arrests came from FBI data presented in Crime
In the United States, 1976: Uniform Crime Reports, Federal Bureau
of Investigation, U.S. Department of Justice.

3/For example, the average cost of processing a burglary
arrest, as estimated from the Baltimore data, was $3,632 per arrest.
This number was multiplied by the ratio of national to Baltimore
costs, 1.6221, to obtain an estimate of the national average cost
per burglary arrest of $5,895. It should be noted that because
system costs (as defined here) are incurred only when a person is
arrested, it is unnecessary to adjust the figures further to reflect
the number of incidents per arrest.
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TABLE 111.12

REDUCED CRIMINAL JUSTICE SYSTEM COSTS

Component

Change in Behavior Value
Per

Unit

Total
Discounted

Benefit

Behavioral
Variable

In-Program
Period

Postprogram Period
Months 1 to 6 Months 7 to 474

Murder Number of $24,767/
Arrests 0.0009 0.0000 0.0000 arrest $ 22.29

Robbery Number of 12,087/
Arrests 0.0009 -0.000 -0.0268 arrest -246.46

Felonious Assault Number of 2,732/
Arrests 0.0028 0.0023 0.0309 arrest 74.54

c
to
46 ,.:urglary Number of 5,895/

Arrests 0.0307 0.0133 0.1785 arrest 1,015.61

Larceny/Auto Theft Number of 2,618/
Arrests 0.0345 0.0151 0.2027 arrest 511.15

Narcotics Number of 2,590/
Arrests 0.0150 0.0014 0.0187 arrest 77.45

Other Personal Number of 756/
Arrests 0.0111 0.0122 0.1638 arrest 106.58

Other Miscellaneous Number of 919/
Arrests 0.0295 0.0379 0.5087 arrest 379.89

Unspecified Number of 2,048/
Arrests -0.0019 -0.0019 -0.0255 arrest -45.31

Total Benefits $1,895.74
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5. Summary of the Benefits Related to Crime Reduction

Of the three measured crime-related components, the combined

value of the social benefits from reduced personal injury and property

damage, reduced stolen property, and reduced judicial system costs

is estimated to be $2,557 per Corpsmember. This is the largest

of the measured social benefits and covers over 50 percent of the Job

Corps program's cost per Corpsmember. The combined value of non-

Corpsmember benefits is $3,138 per Corpsmember, or approximately

55 percent of the program's cost to non-Corpsmembers. Corpsmembers

will view the reduction in stolen property as an income loss of about

$580 per Corpsmember.

The benefits derived from the Job Corps effect on criminal

activities are attributable in large part to burglary. The benefits

associated with fewer burglary arrests account for over one-half of the

total benefits. This is due in part to the relatively large effect the:

program appeared to have on this type of crime, and in part to the

fact that the social costs of burglary are relatively high.

One important qualification to the valuation of the Job Corps

effect on crime is that we have been able to measure only a part of

the total benefits. In particular, benefits from reduced fear about

crime have not been measured. These benefits could be substantial,

and it is possible that non-Corpsmembers would be willing to pay a

good deal more than the average costs measured here in order to avoid

being victimized. Thus, while our estimates of the three benefit

components studies may be accurate, our overall estimate of the value

associated with reductions in crime is low.
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B. REDUCED DRUG AND ALCOHOL ABUSE

The only benefit associated with reduced drug and alcohol abuse

that will be measured here is the reduction in treatment costs that

should accompany the reduction in abuse. Thus, psychological benefits

(or costs) to Corpsmembers and non-Corpsmembers will not be measured.

However, benefits associated with increased earnings and reduced

drlg-related crime brought about by decreases in drug and alcohol abuse

should be captured in our measures of earnings and crime.

It was difficult to value the decline in drug and alcohol treatment

because very little information on the use and type of such treatment was

obtained in the interviews.-,
1/

The costs vary tremendously by type of

treatment--group therapy may cost only a few hundred dollars per person

treated, while in-patient hospital care can cost thousands of dollars per

person treated. Because of the data limitations, our estimates for this

benefit component are less precise than for other components.2/ However,

the procedures followed for valuing the effects are the same.

The behavioral measure used was whether or not a person was in a

drug- or alcohol-treatment program anytime during the intarview period

(either the in-program period or the first six-month postprogram period).

A/Tbe questions regarding drug and alcohol abuse were greatly
restricted during the federal clearance process. A slight cLange is being
planned for subsequent interviews to provide more detailed information
on each incidence of treatment, including two important aspects of drug
treatment costs--detoxification and residential care.

2/The value estimated for drug and alcohol treatment is probably
a reasonable average figure; however, because of the wide variance in
treatment costs, there is a great deal of uncertainty (i.e., high variance)
associated with these estimates.
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As a result, the shadow price had to be the cost of a drug or alcohol

treatment during the period. This price was determined by estimating

the costs of drug and alcohol treatments separately, and then using the

average of the two as a measure of the cost per treatment.

The cost of drug treatment was estimated by using a report by

Bjorklund et al.1" The report provided daily costs and average lengths

of treatment for a sample of forty-four treatment programs from ten

drug-abuse treatment centers. Altogether, fourteen different types of

treatment were studied. Using this data, we computed an average cost

per treatment for each drug type, and then constructed a weighted average

from the individual estimates (using as weight' the relative sizes of the

treatment types in terms of admissions per year). The costs of the

different treatments ranged from $156 per treatment for outpatient

detoxification to $2,262 per treatment for residential programs for youths.2/

The largest program (a weight of 0.37) was outpatient methadone maintenance)

its average cost was $1,694 per treatment. The weighted average of the

various drug treatment costs was $1,382.19 per treatment in 1977 dollars.

The estimates used for the costs of alcohol treatment were taken

from an article by Hertzman and Montague)" They reported monthly costs

"Peter B. Bjorklund, P.A. Schooley, W. Byrd, and N.S. Borgeson,
A Survey of Drug Abuse Treatment Costs, Stanford, California: Stanford
Research Institute, 1975.

2(All cost numbers from the Bjorklund study have been multiplied by
1.1049 to adjust them for the inflation Crieasured by the change in the GNP
price deflator), since 1975 (the year the Bjorklund survey was made).

2(M. Hertzman and B. Montague, "Cost-Benefit Analysis and Alcoholism,"
Journal of Studies on Alcohol 38, No. 7, 1977, p. 1382. They report that
the numbers we.*e originally estimated as part of a study performed by the
California Department of Health and the National Institute on Alcohol Abuse
and Alcoholism. As was the case with the drug-treatment members, these
average cost figures mask a great deal of the variance in costs across
specific treatment programs.
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of $100 for outpatient care, $3,000 for inpatient hospital care, and

$450 for intermediate care. Assuming that the relationships between

these types of treatments is the same as those observed for drug treatment

(60 percent outpatient and 21 percent inpatient), then the weighted average

of the costs is $788.80 per month. In the absence of any other information,

we have made the additional assumption that treatments last, on average,

a month, so that the $788.80 is also the cost per treatment.-
1/

Averaging

this figure with the estimate of drug-treatment costs yields an estimated

cost per drug or alcohol treatment of $1,085.50.

This price must then be multiplied by the Job Corps effect on

drug-treatment utilization in order to value the benefit. The estimated

effects were a reduction of about 2 treatments per 100 Corpsmembers

(-0.0205) during the in-program period, and a reduction of just over 1

treatment per 100 Corpsmembers (-0.0132) during the first six-month

postprogram period. Together, these estimates imply a benefit of $36.58

per Corpsmember. If the effect decays by a rate of one-half after five

years and continues to decay at that rate over mg expected worklife of

forty-three eyars, the present value of the total benefit will be $174.79

per Corpsmember at a 5 percent discount rate)/

This $174.79 is a benefit to non-Corpsmembers who would have had

to pay for this treatment in the absence of Job Corps. Because there

is no direct offsetting cost to Corpsmembers associated with these benefits,

the entire amount is a benefit to society.

A/The sensitivity of the final results to these assumptions will be
examined in Chapter V.

2/
The fade-out and worklife assumptions are primarily speculative for

drug/alcohol treatment. Longer-term data are needed to accurately estimate
these Job Corps benefits.
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F. USE OF ALTERNATIVE TRAINING AND EDUCATIONAL PROGRAMS

Alternative training and educational programs generate a wide variety

of benefits and costs in a manner similar to those generated by Job Corps.

In the short-run, there are the costs of operating the programs, including

the opportunity cost of participant labor. In the long-run, there will be

benefits associated with increased earnings, less dependence on transfer

programs, less antisocial behavior, and psychological benefits from more

socially acceptable lifestyles. If Job Corps causes Corpsmembers to alter

their use of alternative training and education programs, then the resulting

changes in all these benefits and costs should be incorporated into the

evaluation of Job Corps.

1. General Methodology

In an evaluation with a relatively long follow-up period, the

incorporation of these benefits and costs into the eva'uation would be

relatively straightforward. The various benefits would be captured in the

estimates (. the Job Corps effect on earnings, transfer dependence, and

antisocial behavior that were discussed in the previous sections. The

change in costs associated with a change in the use of alternative programs

would be estimated by using the interview data to estimate the change

in the average number of months that Corpsmembers use such programs. This

change would then be multiplied by the average operating cost per participant

month. A further refinement would be to perform this cost estimation

procedure on a disaggregated basis for several program types--including

CETA training (possibly by programi, public service employment, and high

school, college, and vocational education. This would enable any change

to be made in the general level of alternative program use and, thus, any

change to be valued in the specific type of programs used.
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The problem with this procedure for our analysis is that we do not

have a long follow -up period. As a result, our net present value calculations

will be biased because of an inability to fully capture the second-round

changes in benefits and costs resulting from Job Corps-induced changes in

the use of training and educational programs. For example, if Job Corps

motivates Corpsmembers to obtain vocational training that they would not have

obtained in the absence of Job Corps, our net present value results will

be biased downward for two reasons. First, we will underestimate the

Job Corps effect on earnings because while Corpsmembers are in vocational

education programs, they will earn less than they would have if they had

been in the labor market. Second, it is highly unlikely that we will observe

any effect of this post-Job Corps vocational training on Corpsmember

earnings during our six-month follow-up period. As a result, benifits

are understated, while costs are relatively accurately captured; thus,

the estimated net present value will be too low.

It is also possible that our net present value estimates may have

some upward bias. For example, if, in the absence of Job Corps, Corpsmembers

would have obtained a good deal of training and education through alter-

native programs, then we may overestimate the Job Corps effect on average

earnirtgs.1' Thus, if the individuals in our comparison group enroll in

high school programs to a greater extent than Corpsmembers (i.e., if we

estimate that in the absence of Job Corps the CorpsmemberP would have

1 -This fact highlights the trouble inherent in evaluating a program
in the presence of a variety of alternative (and, in some sense, competing)
programs. Our estimates should be understood to refer to a comparison
of Job Corps with a general mix of other programs, rather than as a treat-

ment versus no-treatment comparison.

700 7.1G



obtained more high school education), their earnings during the follow-up

period will be understated for the same reasons Corpsmember earnings were

understated in the previous example. Therefore, estimates of the Job Corps

effect on postprogram earnings that were based on these low comparison-group

earnings would be biased upward. This would in turn lead to overestimates

of net present value.

A potential way to avoid these biases in such a short-run evaluation

would be to incorporate estimates of the returns to education and training

into the evaluation.1/ In this way the present value of any future earnings

gains associated with participation in education and training programs

other than Job Corps could be figured into our estimates of the Job Corps

effect on long-run earnings. However, for several reasons, this method was

not adopted. First, the inclusion of these estimates would lead to the

double-counting of some earnings gains, unless the effects of such alternative

education and training prcgrams could be eliminated from our direct measures

of earnings based on interview data. Second, many of the studies that

estimate returns to education deal with populations that are not nearly as

disadvantaged as the Corpsmemberst therefore, their estimates may be

inappropriate for this evaluation. Finally, it is not at all clear that

the returns to completing an education or training program can be used to

infer the returns to completing a portion of a program.2/ Even for those

1/Such estimates are contained in Jacob Mincer, Schooling, Experience,
and Earnings, New York: National Bureau of Economic Research and Columbia
University Press, 1974; and Zin Griliches, "Earnings of Very Young Men,"
in Income Distribution and Economic Inequality, edited by Zin Griliches,
Wilhelm Krelle, Hans-Jurgen Krupp, and Oldrich Kyn, New York: Halsted Press,
1978, pp. 209-219.

There is substantial evidence of a "diploma effect," in which the
benefits from completing a program are significantly higher than those gained
by almost completing the program.
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cases in which returns to a year of schooling have been estimated, these

estimates are inappropriate for valuing the changes of a few months of

discontinuous participation, such as those observed for disadvantaged youths.

Therefore, the procedure adopted here is to expressly account for

Job Corps-induced changes in the operating costs of alternative programs,

while not imputing any observed changes in benefits associated with the

change in the use of these alternative programs. We will distinguish

between five types of alternative education and training programs: high

school, vocational education, college or university education, an unspecified

educational program, and CETA or other training. In addition, we will

consider the Job Corps effect on public-service employment. The details

of the exact procedures used to estimate the changes in the costs of these

programs are outlined below, while the results are summarized in Table 111.13.

2. gigh School Education

There is a fairly sizable reduction among Corpsmembers in partic-

ipation in regular high school programs. This is probably due to the fact

that (1) they obtain basic education in Job Corps, (2) they are unable to

participate in such programs while in Job Corps and some left Job Corps too

late to enroll for school year 1977-78, and (3) many Corpsmembers obtain

GEDs (i.e., high school equivalency certificates) while in Job Corps, so

that further high school education is unnecessary after they leave. The

changes in participation are estimated from interview data on the number of

monthi respondents spent in various training and eftcational programs.

The operating costs of high school programs were estimated by

using national data on the average operating costs for school year
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TABLe 111.13

°m ins PROM REDUCED UTILIZATION OP ALTERNATIVE TRAINING AND EDUCATIONAL PROGRAMS

Cimponent

Change in Behavior
Value
Per
Unit

Total
Ldscounted
Benefit

Behavioral
Measure

In-Program
Period

Pestprogram Period
Months 1 to 6 Months 7 to 474

Use of Training and Educational

Programs other than Job Corps

'Nigh School Months in
Nigh School .5479 .2098 2.0236 $187.42/mo. $521.27

Vocational education Months in
Voc. Ed. .0916 -.0047 -.0630 $ 93.27/mo. 3.89

College/University Months in

.4 College .0654 -.0595 -.7987 $410.06/mo. -232.91
C)

Unspecified school Months in
School .1632 .0230 .3007 $231.12/mo. 94.31

CM and other training Months in
programs CETR/Other .1232 -.0295 -.3959 $173.33/mo. -33.08

Public service employment Months in
PSC .2078 .0420 .5745 $ 55.90/m. 37.09

Training allowances Training
Allowances $22.2760 $4.7372 $63.9909 N.A. 72.71

Total social benefit2( $390.57

2The value of the training allowances are not included sine they represent a transfer item from taxpayers to those receiving training
and, hence. are not Social costs (i.e., their increases is not a social cost).
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1975-701 These figures were then inflated to 1977 dollars by multiplying

them by the change in the implicit price deflator for gross national

product .31 The resulting cost estimate ($187.42 per pupil month) was

obtained by dividing the annual costs by the average length of a school

term in months. Using the same assumptions regarding extrapolation and

discount rates as before, 1/ we estimated the present value of the savings

to be $521.27 per Corpsmember. Of this amount, $102.69 is due to reductions

in the use of high school while the Corpsmembers are enrolled in Job Corps.

3. Vocational Education

As expected, there was a decline in the use of alternative

vocational education programs among Corpsmembers while they were enrolled

in Job Corps. However, during the first six months after they left the

program, Corpsmembers were slightly more likely to be in a vocational

education program other than Job Corps. These changes, measured in months

of participation-per Corpsmember, are shown in Table 111.13.

The operating-cost figures were obtained from a review of vocational

ifSee Digest of Education Statistics--1976 edition, National Center
for Education Statistics, 1977, Table 75. The figures ir-lude all current
operating costs as well as the interest on school debt. They do not
include capital costs.

3/Between 1975-76 and the second quarter of 1977, this price
deflator rose 7.65,percent.

2/The fade-out and worklife assumptions are mostly speculative for
training and educational programs. Longer-term data are nAeded to accurately
estimate these Job Corps impacts.
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programs by Stromsdorfer. 1/ He most recently reviewed a study by Fernbach

and Somers, in which the annual average cost of vocational training was

estimated to be approximately $661 for the United States during the period

1964-69. If these figures are inflated to 1977 dollars, this cost would

be $1,119.23, or $93.27 per month.

The cost savings due to the reduced use of vocational education by

Corpsmembers while, they are in Job Corps average $8.54 per Corpsmember.

The increase in Corpsmember use during the first six postprogram months

implies an increase in costs of about $0.44 per Corpsmember. If this

increase in costs is extrapolated to future periods by using our standard

assumptions, the estimated present value of the net change in the use of

alternative vocational educational programs is $3.89 per Corp-member.

4. College and University Education

The effect of Job Corps on Corpsmember enrollme#t in college and

university programs was similar to the effect on vocational education

enrollment. There was a decline in Corpsmember use of these programs

while they were in Job Corps. After leaving, however, Corpsmembers were

motivated to increase their participation in college and university programs.

Measured in months of participation, the average in-program reduction was

0.0654 months per Corpsmember, while the average poetprogram increase

was 0.0595 months per Corpsmember.

Ernst W. Stromsdorfer, Review and Synthesis of Cost Effectiveness
Studies of Vocational and Technical Education, Columbus, Ohio: ERIC
Clearinghouse on Vocational and Technical Education, 1972. The cited
study by Susan Fernbach. and Gerald G. Somers is An Analysis of the
Economic Benefits of Vocational Education at the Secondary, Post-Secondary
and Junior College Levels, Madison, Wisconsin: Center for Studies in
Vocational, Technical Education, University of Wisconsin, 1970.
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The average operating cost of these programs was estimated from

statistics provided by the National Center for Education Statistics.1(

The national average cost per full-time equivalent student in a public

college or university was estimated to be $2,362 in the 1973-74 school

year.2( Assuming a typical thirty-two-week year per full-time student

implies an average cost of $319.85 per month. If this figure is inflated

to 1977 dollars by using the implicit price deflator, the resulting

estimated average cost is $410.06 per month.

Using these cost figures and our standard assumptions for extrap-

olating the postprogram increase in college and university participation,

the present value of the net increase in operating costs is $232.91 per

Corpsmember.

5. Unspecified Schooling

Some interview respondents indicated that they were in school, but

could not specify the type of program (e.g., vocational, high school, or

college/university). As a result, we constructed a special unspecified

schooling category. Changes in participation were again estimated on a

months-in-program basis. Average operating costs were estimated by taking

a weighted average of the costs of the three specific types of education,

where the weights were the proportion of all Corpsmembers reporting participation

in an educational program made up by those who reported a specific type.

The estimated average cost per participant was $231.12.

1/Digest of Education Statistics--1976 edition, p. 138.

2 /For cost purposes, a part-time student is, on average, equivalent
to one-third of a full-time student.



With (1) this cost number, (2) the estimated Job Corps effects

(reductions in the use of schooling for both observation periods), and

(3) the usual assumptions regarding the time pattern of future effects,

the present value of the cost savings is stimated to be $94.31 per

Corpsmember.

6. CETA and Other Training Programs

Because CETA-funded programs represent the vast majority of

training programs available to Corpsmembers, the analysis of the

operation costs of training programs was restricted to CETA programs.

Specifically, we %Ise CETA Title I programs because they represent most

of the non-Job Corps employability development programs within CETA.

It is implicitly assumed tat the costs of other training programs

do not differ substantially, on average, from those of the CETA Title

programs. Data for estimating these costs came from the glAJZWLEI2erlt

Progress Reports and Desk Review (914). By dividing total expenditures

by the number of participants served, average social costs were estimated

to be $173.33 per participant month)/

This average cost per participant is multiplied by the average

change in the number of months Corpsmembers participate in training

programs, to provide an estimate of the value of the change. During the

in-program period, Corpsmember use of training programs was reduced from

/The 01 divides costs into six categories: (1) administration,
(2) allowances, (3) wages, (4) fringe benefits, (5) training, and (6)
services to clients. The allowances, wages, and fringe benefits are
treated as transfers, so that the social costs are just those in categories
1, 5, and 6. For exact definitions of the categories, see CETA Porno
Preparation Handbook.
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what it would have been in the absence of Job Corps by an average of

0.1232 months per Corpsmember. This implies a savings of $21.35 per

Corpsmember. After leaving Job Corps. Corpsmembers were motivated to

increase their use of training programs by 0.0295 month:' per Corpsmember.

This implied a cost of $5.11 during the first six postprogram months.

If this increase in the use of alternative training programs by Corps-

members decays by 50 percent every five years for forty-three years,

and if the associated costs are discounted at 5 percent, the present

value of all future costs (excluding those incurred. during the first

six postprogram months) is $49.32. By summing these costs, the present

value of the net change in the operating costs of training programs due

to Job Corps is approximately an increase of $33.08.

7. 2121111135211anam

As mentioned above, only part of the total expenditures for

training representssocial costs. Part of those expenditures - -the allowances,

pay, and fringe benefits--represent transfers to the trainees. As a result.

these expenditures do not enter into the estimates of the social net present

value; however, they do enter into the distributional perspectives of

Corpsmembers and non-Corpsmen berr.

These transfers were estimated directly from interview data. As

a result, we have measured the allowances received from all training programs,

and not just those funded by CETA. The receipt of training allowances

from programs other than Job Corps reflected the degree to which Corpsmembers

participated in such programs. While Corpsmembers were in Job Corps they

received, on average, about $20 less from these other programs than they would

have received in the absence of Job Corps. This reflects the fact that their
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participation in Job Corps prevented them from participating in alternative

training and educational programs. once Corpsmembers had left Job Corps,

they were free to enter alternative programs, and the decrease in training

allowances for Corpsmembers fell correspondingly. In the first six-month

postprogram period, Corpsmembers* receipt of training allowances were

reduced by $4.74 from what we estimate they would have seen in the absence

of Job Corps. If this initial postprogram effect is extrapolated by using

our standard assumptions, the present value of the reduction in training

allowances will be $72.71. This reduction will be a cost to Corpsmembers

and a benefit to non-Corpamembers. Given our assumption about a dollar

of benefit or cost being equivalent for everyone in society, these benefits

and costs will offset each other exactly from the social perspective.

8. Public Service Etsployment

As was the case for training programs' operating costs, we use CETA

public service employment CPSE) programs as the basis for our cost estimates.

This procedure is probably quite accurate because almost all public service

employment jabs are CETA-funded (with the exception of WIN): and very few

individuals in our sample (much less than 1 percent) report any WIN-related

employment. Therefore, our CETA-based average cost estimates are probably

reasonable. Data on these costs were obtained from the CETA gmArterly

Progress Reports and Desk Reviews in the same manner as the training

program,costs. In the psR cases the training and client services categories

ATe quite small, and administration is the principal social cost. We have
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included the costs from both Title XI and Title VI programse-11 The resulting

average social cost per participant month in public service employment is

$55.90.

As was the case for all the alternative education and training

programs, Job Corps caused Corpsmembers to reduce their use of PSE programs

while they were in the program. We estimate. that if the Corpsmembers had

not been in Job Corps, they would have spent, on average, 0.1232 months

in public service employment. The program also led Corpsmembers to participate

less in PSE during the first six postprogram months, although the magnitude

of this latter effect is Approximately SO percent smaller than the in-program

effect. If we use the CETA-based cost estimate and our standard assumptions

about future benefits and the discount rate, the present value of the decrease

in the administrative costs of public service employment is $37.09.

9. Overview of the Use of Alternative Programs

As was suggested at the beginning of this section, the effect of

Job Corps on the use of alternative programs depends on the nature of the

alternative program. In all cases, participation in Job Corps caused a

reduction in participation in other programs while youths were participating

"There is some overlap between Titles I, II, and VI, so that the
distinction between CETA training and CETA PSE is not always clearcut.
There is also a problem with participant counts in Title II and VI,
because participants are sometimes shifted between titles as funding is
exhausted. However, the division of programs is fairly close to that
adopted here, -nd the participant count problem is avoided by using costs
per participant year.
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in Job Corps. However, when Corpsmembers leave the program, they may

be motivated to increasetheir use of more advanced training and educational

programs--particularly vocational and college education--beyond what it

would have been in the absence of Job Corps. The sum of the present values

of the various cost changes is a reduction of $390.57 per Corpsmember in

costs of operating alternative training and educational programs. The

largest cost reduction, $521.27, is associated with lower use of high school

programs. This is partially offset by the increases in costs associated

with a higher likelihood for Corpsmembers to enroll in college and

university programs--$232.91 per Corpsmember. The net cost savings will be

seen as a social benefit (at least in the short-run) that accrues primarily

to non-Corpsmembers.

G. SUMMARY OF BENEFITS

/able 111.14 summarizes the benchmark estimates of the values

of each benefit component. As can be seen in Table 111.14 the largest social

benefit component is associated with reduced crime. These benefits from

reductions in systems costs, personal injury and property damage, and

costs related to the sale of stolen goods, account for over 50 percent of

the social benefits. Another 40 percent of the social benefit; are associated

with the increases in output produced by Corpsmembers. The total social

benefits are valued at $5,237 per Corpsmember, while total non-Corpsmember

benefits are valued at $5,684. The larger benefits for non-Corpsmembers are

due primarily to the fact that non-Corpsmembers will view reductions in

transfers as a benefit, while society as a whole (i.e., society including

the Corpsmembers) will see this benefit cancelled out by a corresponding

cost to Corpsmembers.
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TAILS 111.14

SUMMARY OP ESTIMATED VALUES or jos CORPS =WITS

Analytical Perspective

Socha NOW.COrPil40b*r
s /

COrNambor-

I. Output Produced by Cart/member

/ft-program output

Increased out of program output
Increased tax payments on post-progran
earnings

Preferences for work over welfare

i 766.92
1.238.81

0

$ 670.87
0

106.63
+

$ 88.03

1.230.81

-106.63
+

II. Ago:Wood Dependence on 'transfer Programs

Transfer payments 0 1.010.83 -1,010.83
@Administrative costs 119.66 119.66 0

III. Reduced Criminal Activity

*property damage and personal injury 273.90 273.90 0
Stolen property 387.43 967.94 -680.61
Justice system costs 1,896.74 1.496.74 0
Reduced Psychologicel costs

IV. Reduced Drug /Alcohol use

Weit11180t costs 174.79 174.29 0
Psychological benefits

V. Utilization of Alternative Training
and rdccetional Services

Training and educational 390.67 390.57 0
Training allowances 0 72.71 -72.71

VI. Other 8anefits

improved Corpsmeaber health status

Total Value of Benefits 36, 237.81 ilraLW =Lull

'components ere categorized as benefits according to their expected *Pact on the social
net present values. Thus, some of the items listed here ere costs to Corpsnembers. These
items are indicated as negative benefits.
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The Corpsmember costs corresponding to reductions in transfers

to Corpsmembers are substantial. In fact, they are large enough to more

than offset an earnings gain worth $1,238 per Corpsmember. The largest

loss in transfer income (and, correspondingly, the largest transfer-related

benefit to non-Corpsmembers) is that associated with the public transfer

programs. This lost income was worth, on average, $1,011 to

Corpsmembers, or approximately 40 percent of their total costs. Other

Costs were the loss in theft income and training program allowances.

However, as we discuss in the next chapter, Corpsmembers receive many

offsetting transfer benefits from Job Corps that are counted in program

costs.

In Chapter V some alternative values of program benefits are

estimated based on assumptions different from those underlying the values

in Table 111.14. The values developed in this chapter (and shown in

Table 111.14) are the ones that we have the most confidence in at the

current time. As is shown in Chapter V, however, alternatives to the

most speculative estimates and assumptions (e.g., the long-run effects

of Job Corps) can yield substantially different values for benefits.
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IV. PROGRAM COSTS

This chapter presents a detailed discussion of program costs

and their estimation. For analytical purposes the various expenditures

are divided into three categories: the first contains all of the

budgetary expenditures made by the Job Corps and reported in its

financial accounting system; the second category is the opportunity

cost of Corpsmember labor while they are participating in the program;

and the third category contains all of the other unbudgeted expenses.

Items for the second and third categories are not included in the

DOL financial accounts for Job Corps and, thus, must be estimated

from other sources. In the first three sections of this chapter wa

discuss the measurement issues for each of the categories: in the

fourth section, we then present the aggregation of costs into the

total present values from the social, non-Corpsmember, and Corpsmember

perspectives.

A. BUDGETARY EXPENDITURES

The program expenditures reported in this chapter are pre-

liminary, but nearly complete, estimates provided by Job Corps. Final

numbers for expenditures in fiscal year 1977 are not yet available,

although the estimates used here are expected to be proximate to the

final numbers (within $20 per Corpsmember year). Each of the methods

used to separate the various recorded expenditures into center operating

expenditures, transfers to Corpsmembers, and central program and

administrative costs is explained in this section. The budgetary

items are separated into these subcategories both to help understand

the financial costs and to show transfers to Corpsmembers, which are



treated differently in the benefit-cost estimates than are expenditures

on resources that are used up in the program but would not have been

in the absence of Job Corps. Table IV.1 provides a summary of the

estimates for all of the major items in the Job Corps Financial

Reporting System.

1. Center Operating Expenditures

As shown in Table IV.1, center operating expenditures were

the largest budgeted item (more than one-half of the total expenditures

reported)--almost $113 million during fiscal year 1977, or approximately

$5,500 per Corpsmember year. These expenditures were for such items

as facilities and equipment leases, staff salaries, and inputs for

work projects. Because these expenditures represent the value of

resources paid for by non-Corpsmembers and are used up by Job Corps

personnel in the program, they are costs fog' both non-Corpsmembers

and society.

2. Transfers to Corpsmembers

In addition to the operating expenditures mentioned above,

Job Corps made sizable transfers to Corpsmembers. The total expendi-

ture for these transfers, as indicated in Table IV.1, was over $50

million, or approximately $2,500 per Corpsmember year. The cash

allowances paid to Corpsmembers accounted for 45 percent of these

transfers. The remaining 55 percent represented a variety of in-kind

1/
transfers--particularly mealse- housing, and medical services. These

Center staff and visitors sometimes take meals at the centers
and pay for these items themselves; this revenue is subtracted from
total expenditures to arrive at transfer estimates.
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TABLE IVA

PROGRAM OPERATING EXPENDITURES FOR JOB CORPS IN

FISCAL YEAR 1977, BY CATEGORY

Category
Total Expenditure
Fiscal year 1977-

Expenditure Per
b/

Corpsmember Year

Center operating expenditures
excluding transfers to
Corpsmembers

Capital expenditures $102,492,363 $4,986.73
Noncapital expenditures 10.499.624 510.86
Total $112,991,987 $ 5,497.59

Transfer:, to Corpsmembers

Cash allowances $ 22.382.734 $1,089.03
In-kind transfers 27,707,871 1,348.12
Total $ 50.090.605 $ 2,437.15

Central administrative costs

Central administration $ 19.200,000 $ 934.17
Recruitment and placement 13,200,000 642.24
Engineering support 13,600,000 661.70
Enrollee transportation 3,600,000 175.16
Union training contracts 5.200,000 253.00
Other miscellaneous 2,000,000 97.31

Total $ 56.800.000 $ 2,763.58

Total program operating
expenditures $219,882,598 $10.698.32

Sources: Job Corps Financial Reporting Systems, and Office of Management and
Budget.

a/Center expenditures and Corpsmembers' allowances were estimated on
the basisof Job Corps financial data for fiscal year 1)77. Central services
and administrative cost estimates were obt=ined from the Office of Management

and Budget.

-Expenditures per corpsmember year are calculated by dividing the
overall expenditure figures by 20,553--the total Corpsmember years during

fiscal year 1977.
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items are costs to non-Corpsmembers and benefits to Corpsmembers,

therefore, they will not affect the social net present value

calculations.

In general, Job Corps expenditures were classified as operating

or trans.!er expenditures directly from definitions given in the Job

Corps financial reporting manual.M The rule used to classify

expenditures as transfers was whether the Corpsmembers could have

reasonably been expected to consume an item in the absence of Job

Corps. Thus, food and clothing expenditures, as well as Corpsmember

allowances, were treated as transfers, while expenditures for training

were treated as operating 6Apenses.

3. Central Administrative Costs

Cost estimates for the federal administration of Job Corps

and for centrally provided program services were obtained from the

Office of Management and Budget. In addition to expenditures related

to central administrative functions, these figures include expenditures

for recruitment and placement services provided by regional DOL offices

and private agencies, engineering support (for work projects and

center construction), enrollee transportation to and from canters*

union training contracts, payment services for Corpsmembers' allowances,

legal services, and special enrichment projects.

The cost of providing these services was $56.8 million, which

brings the total financial expenditures from Job Corps to $219.9 million,

'ET landbook No. 334, Job Corps Center Financial Report MA2-223a-
MA2-223b, Definitions of Report Line Items (April 1976), pp. VII-43 to VII-66.

717

764



or $10,698 per Corpsmember
1/

As was the case for operating

expenditures, the central administration expenditures represent the

value of the resources used and, thus, are included as costs in both

the non-Corpsmember and social perspectives. Therefore, the financial

costs of $10,698 per Corpsmember year for non-Corpsmembers (taxpayers)

include $8,261 in social costs and $2,437 in benefits to Corpsmembers

from the transfers.

B. OPPORTUNITY COST OF CORPSMEMBER LABOR

The largest cost item not included in program expenditures is

the opportunity cost of the Corpsmembers' labor while they are in

lob Corps. When youths participate in Job Corps, they forego employ-

ment opportunities that they otherwise would have taken. The wages

Corpsmembers forego by participating in Job Corps represent a cost

to them and society. If labor markets function competitively and are

in equilibrium, these foregone wages will be exactly equal to the

value of the reduction in output. These costs are borne by Corpsmembers

in the form of foregone income and fringe benefits and by non-Corpsmembers

in the form of reduced tax revenues.

If labor markets are in disequilibrium (i.e., if disadvantaged

youths are unemployed in the labor market), non-Corpsmembers receive

benefits because they replace Corpsmembers on the job, thus, the social

According to the Office of Management and Budget, the total
fiscal year 1977 obligation of Job Corps was $221 million. The dis-
crepancy between this figure and the $219.9 million estimate provided
by Job Corps is probably due to the fact that two centers were late
in reporting their costs to the central financial division of Job
Corps. The OMB figures suggest that costs to Corpsmembers have been
:aigher than those estimated from Job Corps accounts by approximately
$55 per Corpsmember year, or $27 per Corpsmember.
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costs of foregone employment are reduced.-- However, the benefits from

non-Corpsmembers replacing Corpsmembers on jobs while the latter are

in Job Corps cannot be estimated very precisely and are assumed to be

trivially small (i.e., zero) for the current analysis)/

The social cost of Corpsmembers' foregone labor includes gross

wages plus fringe benefits. Using similar procedures to those for

the postprogram impact analysis,
3/

we obtained an estimte of $87.58,

of which $725.84 is estimated to be borne directly by Corpsmembers,

and $152.74 represents reduced tax revenues to non-Corpsmembers.11

C. OTHER UNBUDGETED EXPENDITURES

In addition to the opportunity cost of the Corpsmember labor

input into Job Corps, there are a variety of other expenditures that

are not included in the Job Corps budget. The estimates for these

11See George E. Johnson, "The.Labor Market Displacement Effect
in the Analysis of the Net Impact of Manpower Training Programs," in
Researcl. in Labor Economics: Evaluating Manpower Training Programs,
edited by Farrell Block, Greenwich, Connecticut: JAI Press, 1978.

31Given the imperfections in youth labor markets, this assumption
is almost certainly wrong. However, some of the postprogram gains in
earnings that are counted, as benefits probably also result from
Corpsmembers displacing non-Corpsmembers in employment.

'The growth in earnings from before to during the program
period among youths in the comparison group is added to the preprogram
earnings of Corpsmembers. Because our samples are so well matched,
this is almost identical to using the during-program arerage for
the comparison sample. Furthermore, our sample of participants is
self-weighting for in-program effects. The wage costs are estimated
to be $891.93 for males, $499.59 for females without children, and
$320.85 for females with children. Fringe benefits are estimated
to be 14.67 percent of wages.

1/The estimate og tax revenues is discussed in Chapter III.
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expenditures are based'on the findings of special studies on the use

of goods and services at thirteen Job Corps centers.-
1/

1. Sample of Centers

Goods and services used at Job Corps centers were studied

concurrently with the work activities that were used to estimate the

value of output. A sample of thirteen centers was used for this

unbudgeted expenditure analysis, which included the eleven centers

where work activities were evaluated (see Section A of Chapter III).

For reasons identified earlier, these eleven centers are larger and

place greater emphasis on work activities than is the case programwide.

Therefore, to protect against potential sample bias, we randomly

selected two additional centers from the nine centers that had less

than twelve work-activity assignments at the time of center/work-

activity sampling.11 These two centers were Cass CCC in Ozark,

Arkansas, and Timber. Lake CCC in Estacada, Oregon.

As is apparent in Table IV.2, the inclusion of these two

additional centers (which are CCC, small, noncity and have few work

1/A detailed report of these studies is included in Technical
Report F, "Special Studies of Resource Use at Job Corps Centers."
The interested reader should consult that report because of the
condensed nature of the discussion herein.

2 /Centers with fewer than twelve work-activity assignments were
excluded from the sample selection for studies of the value of output
in work projects. The probability of selection from the nine-center
group was proportional to the ratio of Corpsmembers at a given center
to the total number of Corpsmembers at all nine centers. The random
selection of two out'of the nine centers excluded from the work-assignment
sample yields a selection probability per center that is approximately
equal to the average selection probability for centers included in the
work-assignment sample. Therefore, each Corpsmember has an approximately
equal chance of being selected, and the sample can be treated as self-.
weighting. For more details, see Technical Report F, "Special Studies
of Resource Use at Job Corps Centers."
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TABLE IV.2

SELECTED CHARACTERISTICS OF CENTERS SAMPLED FOR STUDIES OF UNBUDGETED EXPENDITURES

Number (Percent)
of Centers

Number (Percent.).
DI

of Corpsmembers

Center Characteristic Job Corpsa/ Sample Job Corps
a/

Sample

Center Administration

Civilian conservation centers 27 (50%) 6 (46%) 14,990 (74%) 5,973 (SW
Contract centeul

c/
Center size

27 (504) 7 (544) 5,334 (26%) 1,490 (204)

Small 36 (674) 9 (70%) 6,374 (31%) 1,809 (24%)

Medium 14 (26%) 2 (154) 6,954 (34%) 999 (14%)

Large 4 ( 7%) 2 (154) 6,996 (35%) 4,574 (62%)

Work-activity emphasis

0-5% of Corpsmembers assigned 10 (18%) 2 (154) 2,364 (12%) 399 ( 5%)

5-25% of Corpsmembers assigned 23 (434) 5 (394) 13,420 (664) 3,363 (46%)

254 of Corpsmembers assigned 21 (39%) 6 (464) 4,540 (22%) 3,620 (494)

Location4(

Large city location 12 (22%) 3 (23%) 3,736 (18%) 810 (114)

Other location 42 (78%) 10 (77%) 16,588 (82%) 6,572 (894)

Sources: (1) Job Corps in Brief, Fiscal Year 1977, U.S. Department of Labor
Employment and Tzaining Administration; (2) information obtained from Job Corps
center directors; and (3) data obtained from special studies of work activities.

a/
--Includes all centers in opert.tion at the beginning of fiscal year 1977,

except those in Hawaii, those in Puerto Rico, and the two extension centers.

hiCorpsmembers are estimated from the distribution of positions given to
us by the center directors.

- -Size was determined by the center's number of slots (capacity for
Corpsmembers); if capacity is less then 250 Corpsmembers, the center is in the
small category; if it is larger than 1,000 Corpsmembers, it is in the large
category; all others are in the medium category.

WLarge cities are defined as those with populations greater than

100,000 in 1970.

721

68



activities), makes the sample more representative of all centers.

However, large Job Corps centers are still slightly overrepresented

in the sample. Overall, more than one-third of tn.: slots (i.e.,

positions) for Corpsmembers (7,382 out of 20,324) are represented in

the thirteen sampled centers.1(

Results. Based on the detailed reviews of resource use at the

sampled centers during fiscal year 1977, six categories of unbudgeted

Job Corps expenditures were significant: reimbursements from the

National School Lunch program; receipt of GSA surplus; receipt of

surplus food; acquisition of medical goods and services at zero or

below-market prices: other donated miscellaneous goods; and other

donated miscellaneous services. The findings are summarized in

Table IV.3.

National School Lunch program reimbursements are the largest

single component of unbudgeted costs. Twelve of the thirteen centers

in the sample received reimbursements in fiscal year 1977; the other

center began receiving them in 1978. Job Corps centers meet the

necessary institutional eligibility requirements, and most Corpsmembers

are under the age limit set by the National School Lunch program. A

total of $2,236,944 in monthly reimbursements was received by the

centers in the sample during fiscal year 1977, which amounts to $303

per Corpsmember year.

1/
In this section we use the center capacity of 20,324 slots

corresponding to our sampling frame, rather than the total capacity of
Job Corps 20,553 stated this larger ',umber includes the Hawaiian and
Puerto Rican centers, which were not included in our sampling frame.
Por more details on our overall sample exclusions, see Technical Report
A, "Sample Design and Implementation."
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TABLE IV. 3

VALUE OP UNBUDGETED EXPENDITURES AT JOB CORPS CENTERS

Type of Resource

Results from Studies

Percent of
Centers
Using
Resource

Net Value
of Resourcea/

Expenditure per
Corpsmember Year

School Lunch Program 92 $2,236,944 $303.03

GSA surplus goods 85 564,437 76.46

Department of Agriculture
surplus food 77 268,017 36.31

Medical supplies and services 62 156,516 21.20

Other goods 39 121,109 16.41

Other services 62 1'8;625 17.42

Total for all resources 100 $3,475,648 $470.83

Source: Special studies of resource use at Job Corps centers (for more
details, see Technical Report F). Details do not sum to the total
because of rounding.

a/
-.See text for description of measurement techniques.

-Net value of resource divided by total Corpsmembers (7,382) at the
thirteen centers included in the special studies.
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It was more difficult to estimate the value of surplus goods

received from the General Services Administration by the centers.

In terms of the acquisition values recorded for the GSA excess property

acquired, the centers received roughly S4 million during fiscal year

1977. The market value, however, was estimated to be much lower. First,

the acquisition value of all goods "excessed" in 1977 by the centers

(i.e., surplus goods returned to GSA) was subtracted. Second, it was

assumed that the value of all nondurable goods was zeror-
1/

consequently,

these acquisition values were subtracted. Third, it was assumed that,

on average, general-purpose durable surplus goods office furniture,

dormitory furniture, and construce'n equipment) had half their useful

lives remaining when acquired by the Job Corps (by applying a straight-

line depreciation rule, the value of these goods is estimated to be

one-half of the acquisition value). Finally, one center received scrapped

military airplanes that were used temporarily in its welding training

program, with an acquisition value unrelated to its value in alternative

feasible uses. An estimate of value was thus made ...In the basis of the

scrap value of the planes.2/ The estimate of the total opportunity

cost of all GSA surplus property received in fiscal year 1977 is

$564,437, which is approximately 15 percent of acquisition (book) value.

"These included surplus clothes, linens, and similar items
that, as used goods, have very limited market value. Moreover, center
staff often has to have them cleanded before they could be used, and
complained about the quality and usefulness of these items.

2/According to the GSA, legal restrictions on the use of the
planes meant that when the planes were returned to the GSA after use
by job Corps, they would be sold as scrap. Therefore, the value
imputed for these planes was an appropriate interest amount on the
scrap value.
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Most centers also received surplus food through the U.S.

Department of Agriculture. The food's market value was estimated

by knowledgeable staff at the centers where the food was received.

The total value was estimated as $268,017, or $36 per Corpsmembei

year.

Medical supplies and services were received at zero or below--.

market prices by eight of the thirteen centers in the sample. The

estimated value of these supplies and services, subtracting the amount

paid for them, was $156,516, or $21 per Corpsmember year.

Other unbudgeted goods and services received by the centers

in the sample included various goods contributed by the local community

and by public agencies, as well as uncompensated labor from CETA

workers, tutors, and counselors from local colleges and public agencies,

and others. The market value of these goods and services was determined

on a case-by-case basis.TM The total estimated value amounted to

$249,734, or $34 per Corpsmember year.

The estimated opportunity cost of the unbudgeted resources

was $3,475,648, or $471 per Corpsmember year. The bulk of these

resources represents transfers to Corpsmembers and, therefore,

enter into the Corpsmember and non-Corpsmember benefit-cost calcu-

lations onlr. These transfers include the following: National

School Lunch Program foods DOA surplus food, and medical services

and about half of the other donated goods and services. The value

1/We attempted to exclude the fraction of these services that
Corpsmembers might be expected to receive in the absence of the Job
Corps. See Technical Report E for more details on the estimation
procedures.

725.

772



of these transfers is 80 percent of the total value, or $377 per

Corpsmember year. The remaining unbudgeted items are used by

Job Corps and, therefore, represent social (as well as non-Corpsmember)

costs. The value of these resources is $94 per Corpsmamber year,

D. AGGREGATION OF COSTS

The costs of Job Crps as seen from the three analytical

perspectives are presented in Table rv.4. The financial costs,

opportunity cost of labor, and costs from miscellaneous unbudgeted

items are converted from a Corpsmember year to Corpsmember basis

and are added together for each perspective. ks was the case in the

benefits aggregation, transfers appear only in the Corpsmember and

non-Corpsmember perspectives, while resource costs appear in the

social perspective as well as the relevant distributional perspective.

The social cost per Corpsmember is almost $5,000 while the cost from

the non-Corpsmember perspective is approximately $5,300 per Corps-

member. The average Corpsmember, however, receives net benefits from these

components (negative net cost) of about $660 because they receive

substantial transfers while they are in the program, while their

only cost is the cost of foregone earnings.
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TABLE IV .4

SUMMARY OF COSTS PER CORPSMEMBER, BY ANALYTICAL PERSPECTIVE:-a/

Cost Component
Present Value of Costs by Perspective

Social Non-Corpsmember Corpsmember

A. Program operating costs

Center operating expenditures
Transfers to Corpsmembers
Central administrative costs

$2,702.98
0

1,358.77

$2,702.98
1,198.26
1,358.77

$ 0 bi

0

B. Opportunity cost of Corpsmember
labor

Foregone earnings 878.58 0 878.58
Foregone tax payments 0 152.74 - 152.74

C. Unbudgated expenditures other
than for Corpsmember labor

Program costs 46.22 46.22 0

Transfers to Corpsmembers 0 - 185.36-
bi

Total present value of costs 64,986.55

_185.36

$5,644.33 $- 657.78Y

2/The cost per Corpsmember is estimated by multiplying the cost per
Corpsmember year (as estimated in the previous sections) by the average length
of stay in years for Job Corps during fiscal 1977-0.492 years (5.9 months).

WBecause Corpsmembers benefit from transfers, they are presented here

as negative costs.
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CHAPTER V

OVERALL FINDINGS FOR NET PRESENT VALUE

Calculating the net present value is quite simple once the various

benefits and costs have been estima4ed and valueC. All that is required

is to sum up the present values of the benefits and subtract the present

values of the costs. The resulting difference can then be used as a

guide for assessing the degree to which Job Corps represents in

economically efficient use of resources.

However, a single estimate for the net present value can be quite

error-prone--especially for a short-term evaluation. Even the best estimate

is subject to inaccuracies. In addition to sampling error, numerous

assumptions must be made 1n estimating the component benefits and costs

(assumptions regarding decay and discount rates, unmeasured benefits and

costs, the competitiveness of product and labor markets, and the appro-

priateness of the methods used to estimate shadow prices and program effects).

Each of these assumptions will affect the magnitude of the net present

value, and while an attempt has been made to keep the assumptions as

realistic as possible, they still must be regarded as approximations and,

in some cases, speculative. Therefore, it is necessary to present not only

our benchmark set of assumptions used in estimating the net present value

of Job Corps (the ones that the researchers were most comfortable with),

but also a set of different assumptions used in making a series of alter-

native estimates. In this way, the sensitivity of the net present value

estimate to changes in various assumptions can be examined.
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This chapter will begin with a presentation of the benchmark net

present value estimate. The proceeding sections then discuss the basic

assumption* underlying the benchmark estimates, and show the sensitivity

of the estimates of net present value to changes in some of the more

uncertain assumptions. The final section summarizes the findings.

A. BENCHMARK NET PRESENT VALbE ESTIMATE

The benchmark estimates of the net present value of Job Mrps are

show in Table V.1. As can be seen, the estimates indicate that, from all

perspectives, the present value of the benefits is greater tb the value

of costs. Non-Corpsmembers receive benefits that are in excess of their

costs by $39.03 per Corpsmember while the benefits received by Corpsmembers

outweigh their costs by an average of $211.90. The estimated social

impact of Job Corps is a net benefit of $250.93 per Corpsmember. The

largest benefits are associated with reductions in the criminal activity

of Corpsmembers, and with increased output. These two components account for

approximately 87 percent of the total social benefits and 69 percent of

the non-Corpsmerober benefits. As expected, the largest costs are those

associated with operating theoenters and providing training to the

Corpsmembers. These estimates clearly indicate that Job Corps is an

efficient use of resources, especially because unmeasured benefits are

likely to exceed unmeasured costs (see Section V.D below).

Of course, as explained above, these estimates are only beneAmarks.

In an effort to provide an indication of the economic efficiency of Job

Corps, these estimates utilize assumptions that, while plausible, are to

some extent speculative. In particular, assumptions about the rate At
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TABLE V.1

NET PRES= VALUES PER CORPSMEN= roa JOS CORPS UNDER THE DENODWAR RSTUMFTIONSW

Social Non-Cornsmember Cousmember

Senfits

$ 756.59

1,238.81

0
+

$ 670.60
0

106.63
+

$ 85.99
1.238.81

-106.63
+

I. Output Produced by Corpamesher

In-program output
'accessed out of program output
'accessed tax Minato on post-
program earnings

Preferences for work over welfare

I2. Reduced Dependence on Transfer Programa

Transfer payments 0 1,010.83 -1,010.83
Administrative costs 119.65 119.65 0

Iii. Reduced Criminal Activity

Property damage and perSOAS1 injury 273.90 273.90 0
e Stolen property 387.43 967.94 .580.51
a "Tustin* system costs 1.895.74 1,895.74 0

Reduced psychological costs + + +

/V. Reduced Drug/Alcohol Use

/cement costs 174.79 174.79 0
Psychological benefits + +

V. Utilization of Alternative Education
and Training Services

Education and training costs 390.57 390.57 0
Treinies allowances 0 72.71 -72.71

VT. Other Benefits

Improved Corpemember health status + + *

Costs

I. Program Operating Costs

Center operating expenditures other
than for Corpseember transfers

Transfers to Corpsmembrs
Central administrative costs

$2,702.98

0
1,358.77

$2,702.98
1,198.26
1,358.77

0
5-1.198.26

0

II. Opportunity Cost of Corpssembr Labor

Foregone earnings 878.58 0 878.58

FOr4g0A0 tax payments 152.74 -152.74

III. Unbudgeted Expenditures other than
for Corpseseber Labor

Program costs 46.22 46.22 0

Transfers 0 185.36 -185.36

Net Present Value $ 250:93 $ 39.03 S 2:1.90

Benefit-Cost Ratio 1.0504 1.0070 1.0800-
h/

/See the text for a review of these assumptions and their implications for the values
presented in this table.

12(The numerator of the benefit-cost ratio for Corpsmembers includes all of their benefits
listed in thin table as either positive benefits or negative costs, and the denominator includes
ell of their costs listed in this table as either positive costs or negative benefits.
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which the Job Corps effects fade out (which were made to compensate for

lack of longer-run follow-up data) significantly affect the estimates

of net present value. Also, some potentially important benefits remain

unmeasured in our analysis. Some of these items are represented by plus

signs in Table V.1, to indicate how their omission may bias the estimates.

It seems likely that if we had been able to measure these items, our

estimates of net present value would have been larger.

Because the estimates of the net present value will change in

response to changes in the underlying assumptions, we must review our

benchmark assumptions. The assumptions will be divided into three sets:

those that concern the measurement of a wide range of benefits; those that

deal with specific benefit or cost components; and those regarding unmeasured

components. For each set of assumptions, the rationale underlying their

use as benchmarks will be reviewed. In addition, tests will be made of the

sensitivity of the final estimates to changes in these assumptions. This

discussion should provide a better understanding of (1) the context within

which the estimates are made, and (2) what the actual net present values

are.

B. GENERAL ASSUMPTIONS

There are four assumptions that were used in estimating almost

all the measured benefits; they can be summarized as follows:

All effects of Job Corps fade out over time by approximately
14 percent per year.

The appropriate annual discount rate in real (zero inflation)
terms for computing present values is 5 percent.
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The marginal savings to the various agencies affected by
Changes in behavior among CorpsmeMbers (e.g., AFDC, General
Assistance, courts, police and corrections, drug-treatment
programs, and Job Corps) are equal to their average cost
of operation.

The estimated magnitudes of the Job Corps effects correctly
measure the true effects regardless of the statistical
significance attributed to the results.

Each of these assumptions will be considered in turn.

1. FadeOut Rates

Until the longer-run follow-up data are available, it will be

necessary to make some assumptions about or indirect estimates of the

degree to which the effects of Job Corps fade out over time. The fade-out

rate we used for the benchmark estimates--that effects decay at a continuous

rate so that they are 50 percent lower after five years, or approximately

14 percent per year--is based on previous research by Orley Ashenfelter.1/

Ashenfelter's study examines (among other things) the degree to which earnings

gains declined over time for adults who had participated in MTh training

programs, and he finds a fade-out rate of SO percent.after five years for

males who had received MDTA training. However, this 14 percent annual decay

rate is likely to overestimate the fade out in Job Corps earnings gain for

three reasons: (1) Ashenfelter finds a much lower (zero) fade-out rate for

females) (2) there is no evidence of fade out in our short-term data) and

Orley Ashenfelter, "Estimating the Effect of Training Programs on

Earnings," Review of Economics and Statistics LX, no. 1, February 1978,
pp. 47-57. He found the 14 percent decay rate for men but the earnings
gains for women did not fade out at all. We adopted the 14 percent rate
because males constitute 70 percent of enrollees, and the Job Carps effects
for females were very similar to those for males.
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(3) with increasing employability for youths as they grow older and the

effects of additional investments in human capital (e.g., college) among

Corpsmembers, there is reason to believe that Job Corps' impacts on earnings

could continue to grow in the short-run.

While the use of the 14 percent annual decay rate to estimate

earnings gains in periods for which we do not have interview data seems to

yield a reasonable lower bound on the earnings gains, it is less certain

for estimating long-run benefits for other effects (e.g., criminal activity

and the use of alternative employment and training programs).1/ However,

we felt that this assumption was as good an estimate as could currently

be defended, especially because most of the effects of Job Corps are

hypothesized to be related to increased employability among Corpsmembers.

The effect of variation in the decay rate can be illustrated by

recalculating the net present value estimates undmr different rates.

At one extreme it could be assumed that there are no future benefits--that

all benefits accrue while Corpsmembers are in the program or during the

first six months after they leave the program. Only those effects

actually observed need to be valued. If we maintain all other benchmark

assumptions, the estimated net present value per Corpsmember is -$3:212

from the social perspective, -$3,542 from the non-Corpsmember perspective,

For example, Belenko and Friedman ("The Impact of Supported Work
on Arrest Bates of Ex-Addicts," Federal Probation, June 1977) found that
arrest differentials observed during the first six postprogram months
for the Wildcat supported work program disappeared by the end of the first
postprogram year. For benefit components such as crime and the use of
alternative training and educational programs, a rapid fade out is expected
for Corpsmembers because of the tendency of youths to engage in less crime
or to enroll in fewer trtraining programs as they grow older. However, it is

very uncertain whether the fade-out rate that we use is sufficiently rapid,
too rapid, or about right.

7fto



and $331 from the Corpsmember perspective. The components of this estimate

of the net present value one year after enrollment are shown in'Table V.2.

Most of the benefits to non- Corpsmembers and society are realized after the

first year in the benchmark estimates, so that total fade out immediately

after six months would make the program very inefficient from these

perspectives. In contrast, most of the Corpsmember benefits are realized

while Corpsmembers are in the program, with future gain.; in earnings being

offset by losses in transfer income (ignoring the benefits from reduced

welfare dependencies).

The net present value estimates for the first year are almost

certainly lower-bound estimates, because some benefits have already been

observed beyond six months (the seventh month of the postprogram data).

If there were no benefits beyond the first year, then the program clearly

would not be an efficient use of resources from society's point of view

(unless unmeasured benefits were exceedingly large or the net present value

changes substantially for a different scale of program). In fact, the

estimates suggest that the future benefits must be worth. over $3,200 per

Corpsmember (in present value) for the program to be acceptable on

efficiency grounds. Non-Corpsmembers will view the program in a similar

light--that is, they will generally find it undesirable in the absence

of substantial future benefits.. Corpsmembers, however, should view the

program's first -year effect as positive. This is due to the fact that

they receive large transfers during their participation in Job Corps,

which more than outweigh the costs to them of participating in the

program.
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TABLE V.2

NET pPrum VALUE PER CORPSMEMBER FOR CNE YEAR PERIOD

Socisl Ron-corosmember Corpsmember

Benefits

I. Output Produced by Corpsmember

e in-program output $ 756.59 S 670.60 S 85.99
Out of program output 35.37 0 -35.37
Tax payments on post-program

earnings 0 -26.80 26.80
Preferences for vork over wel:are + + +

U. Reduced Dependence on Transfer Programs

Transfer payments 0 228.04 -228.04
Administretive costs 26.01 26.01 0

III. Reduced Criminal Activity

Property damage and Personal injury 137.76 137.76 0
Stolen property 101.08 250.72 -149.64
Justice system costs 526.41 526.41 0
Reduced psychological costs + * +

IV. Reduced Drug/Alcohol Use

Treatment costs 36.58 36.58 0
Psychological benefits + + +

V. Utilixstion of Alternative Education
and ?reining Services

Education and trsining costs 225.82 225.82 0
?reining allowances 0 27.01 -27.01

VI. Other Benefits

Improved Corpsmember health status + + +

Costs

I. Program Operating Costs

.11111.111.111MMO /.11IM

Center operating expenditures other
than for Corpsmenbsr transfers

Transfers to Corpsmembers
Central edministrative costs

:I. Opportunity Cost of Corpsmember Labor

Foregone earnings

52,702.98
0

1,358.77

878.58

$2,702.98
1.198.26
1,358.77

0

0

-1.198.26
0

878.58

Foregone tax payments 152.74 -152.74

III. Unbudgeted Expenditures other than
for Corpssumber Labor

Program costs 46.22 46.22 0

Transfers 0 185.34 -185.36

Net Present Value -$3,211.67 -$3.542.18 $ 330.51

Benefit-Cost Ratio 0.3605-
s/ -a/

0.375r- 1.2507-
a/

a/-The numerator of the benefit-cost ratios includes sir of the benefits listed in this table
as either positive benefits or negative costs, and the denominator includes all of the costs listed

in this table as either positive costs or negative benefits.
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Another extreme assumption about future effects is that the effects

observed during the first six postprogram months remain constant forever

and never fade out at all. If we maintain all the other benchmark

assumptions, the resulting estimates of net present value per Cotpsmember

are $10,612 for society, $9,532 for non-Corpsmembers, and $1,081 for

Corpsmembers. Not surprisingly, the Job Corps program is very desirable

from all these perspectives, with zero fade-out of effects. The benefit

and cost components of these estimates are summarized in Table V.3.

The no fade-out assumption is probably unrealistic. For example,

there is much evidence that criminal activity declines with age, as does

participation in training and educational programs. Therefore, the magnitudes

of reductions both in arrests and in the use of alternative training

and educational programs would likely fade out even if the percentage

reduction due to Job Corps participation did not fade orit. As a result,

a better assumption about future effects may be that only earnings gains

and the associated reductions in transfers remain constant, while the other

effects fade out. Under these assumptions (assuming that crime and

training/education effects decline at the standard 14 percent per year),

the social net present value estimate is still substantially larger than

the benchmark estimate, but not as high as it is under the no fade-out

assumption. As shown in Table V.4, the social net present value per

Corpsmember is about $5,183, while the estimates from non-Corpsmember

and Corpsmember perspectives are approximately $2,882 and $2,301 respectively.

The program is still very desirable from all three perspectives, and

Job Corps would clearly be an efficient use of resources under these

assumptions. However, allowing for a fade out in the crime effect causes

the social and non-Corpsmember estimates to decline substantially. In
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TABLE V.3

NET pus= VALUE PER CORPSMEN= xr trroms 00 NOT FADE OOT

.., $111L11-----J-110JOMULECEEtrElEL_

Benefits

$ 756.59 $ 670.60 $ 05.99
1,930.07 0 5,930.87

0 704.04 -704.04

I. Output Produced by Corpemember

In- program output

Out of program output
a Tax payments on post-program

earnings
e Preferences for work over welfare

II. Reduced Oepeadence on Transfer Programs

e Transfer payaents 0 3,016.01 -3416.01
*Administrative costs 319.51 359.51 0

III. Reduced Criminal Activity

e Property damage and personal injury 622.66 622.66 0

46 Stolen property 1,120.90 2,805.21 -1.684.23
*Justice system costa 1,467.50 5,467.50 0

is Reduced psychological costs + + 4

IV. Reduced Orug/Alcohol use

*Treatment costs 528.01 520.01 0

stsYsSological benefits + 4

V. Utilisation of Alternative Education
and Training Services

e Education and training costa 812.03 012.03 0

*Training allowances 0 109.75 - 109.75

VI. Other Benefits

e Improved Corpsmember health status + + 4

COSU

:. Program Cperatiog Costs

*Center operating expenditures other
than for Corpsmember transfers

*Transfers to Corpsmembers
*Central administrative costs

$2.702.90
0

1.350.77

$2,702.90
1,198.26
1,358.77

0
S-1.198.26

0

II. Opportunity Cost of Corpsaamber Labor

*foregone earnings 878.58 0 870.58

e Foregone tax payments 152.74 -152.74

III. Unbudgeted Expenditures other than

for C4mpamember Labor

a Program costa 46.22 46.22 0

e Transfers 0 185.36 -105.36

Net Present Value $10,612.40 $9.531.79

...
$ 1.000.61

=....... =.........

Benefit-Cost Ratio 3.1283 2.6800 1.1670-
a/

j/The numerator of the benefit-cost ratio for Cotpsmembers includes all of their benefits
listed in this table as either positive benefits or negative costs, and the denominator includes

all of their costs listed in this table as either positive costs or negative benefits.
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TABLE V.4

NET PRESENT VALUE PER CORPSMEN= IP THERE IS NO FADE
OUT OF EARNINGS AND TRANSFER crrEcTs

SOC.A.41

Benefit*

Z. Output Produced by Corpaseber

Non-Coresmember Comsmember

4
In program output $ 756.59 $ 670.60 S 85.99
Out of program output 5,930.87 0 5.920.87

II.

III.

Iv.

V.

Vi.

Tax payments on post-program

earnings
Preferences for work over welfare

Reduced Dependence on Transfer Programs

Transfer portents
Administrative costs

3duced criminal Activity

Property damage and personal in3ocIP
Stolen property
Justice system costs
Reduced psychological costs

Reduced Drug/Alcohol Use

Treatment costs
Psychological benefits

Utilization of Alternative Education
and Training Services

Education and training costs
Training allowances

Other Benefits

improved Corpszeebr health status

0
+

359.51

273.90

1,895.74
+

174.79

390.57
0

+

704.04
+

3,016.01
359.51

273.90
967.94

1,895.74
+

174.79
+

390.57
72.71

+

+

-3,016.01
0

0
-480.51

0
+

0
+

0
-72.71

Costs

I. Program Operating Costs

e Center operating expendivares other

111MII/MI =1111

than for Corpsmembr transfers
oTransfess to Corpomembers

$2,702.98
0

$2,702.98
1,198.26

0
S-1,198.25

Central administrative costs 1,358.77 1,358.77 0

II. Opportunity Cost of Corpomeeter tabor

Foregone earnings 878.58 0 878.58

Foregone tax payments 152.74 -152.74

III. Unbudgted Expenditures other than
for Corpse/amber Labor

Program costs 46.12 46.22 o

Transfers 0 18C.36 -185.36

Net Present value $5,182.85 $2,881.48 52.301.37

Benefit-Cost ItatiO 1.0394 1.5106 1.438TV

a/-.The numerator of the beneet-cost ratio for Corpsommbers includes all of their benefits
listed in this table as either positive benefits or negative costs. and the denominator Includes

all of their costs listed in this table as either positive costs or negative benefits.
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contrast, the Corpsmember estimates increase somewhat with a higher

fade-out rate for effects on criminal activities, because their income

would be higher from illegal activities.

This discussion of the future pattern of Job Corps effects shows

the necessity for follow -up data ovor a longer poetprogram period. The

program does not appear to be a socially efficient use of resources if

only those effects occurring during the initial observation period are

valued (i.e., those effects that accqr while Corpsmembers are in the program

or during the six months immediately after they leave the program). As

shown above, it is likely that the future benefits will be large enough to

make the program socially desirable. The Job Corps effects observed from

the first followup'data would have to decline by more than 14 percent

per year in order for the social net present value to be negative. If

tha impacts resulting from Job Corps participation remain constant for

a relatively long time, then the net present value estimates will be

overwhelmingly favorable. The data from the next follow-up interview

should enable us to make much better extrapolations. Also, estimates with

the next follow-up data will become more precise because the unobserved

years are further into the future and, hence, discounted more heavily

when present values are computed.

2. Discount Rates

The appropriate disctunt rate to use when evaluating government

training and educational programs is always a controversial issue, because

while the choice of a discount rate is very important for the evaluation

and is well established theoretically, there has never been a completely
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satisfactory way to estimate discount rates.1( imperfections in the

markets for capital, the existence of risk and uncertainty, inflation,

and the fact that many tax incidence questions are still unresolved

have made it impossible to determine a single discount rate that is

appropriate for evaluating government investments. As a result, we

have somewhat arbitrarily adopted a 5 percent rate as our benchmark

and will present sensitivity tests on this assumption.

The social net present value will change in an opposite direction

from a change in the discount rate, because all of the social costs are

incurred during the base period (i.e., the time period to which all other

benefits and costs are discounted), while the benefits accrue over many

time periods. Therefore, if a higher rate is used, the present value

of future benefits will fall, while coats remain the same. As a

result the net present value (the difference between the present value

of the benefits and costs) will decline with a higher discount rate.

William Davao' ("On the Social Rate of Discount," American
Economic Review V, 58, No. 4, 1968, pp. 788-802) provides a theoretical
foundation for measuring the social discount rate. He suggests that it
sUould measure the rate of return that the resources used for the public
investment (Job Corps) would have otherwise earned in the private sector.
David Bradford ("Constraints on Government investment Opportunities api the
Choice of Discount Rate," American Economic Review 'V, 65, 1975, pp. 887 -899)
suggests the use of the rate at which consumers trade off future for current
consumption (the social rate-of-time preference). These approaches lead
to the same rate if all markets are competitive. In the presence of markets

characterized by monopoly power, inflation, taxes, and uncertainty,
however, the approaches lead to quite different results and are difficult
to implement empirically in a correct manner.
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If a smaller discount rate is used, the present value of benefits

accruing in the future will rise, with costs again remaining constant.

The effect of a smaller discount rate would be to increase the net

present value.

The effect of changes in the discount rate on the net present

value estimates for non-Corpsmembers will be similar to the effect

on the social net present value, because non-Corpsmembers also incur

all of their costs during the base period. However, Corpsmembers

incur costs (e.g., reductions in transfer receipts), as well as

benefits (e.g., increases in earnings) in the future. Chulges in

the discount rate will thus affect the present value of costs and

benefits more uniformly for Corpsmembers, so that the effect of

increasing or decreasing the discount rate will be smaller for them

than it is either for non-Corpsmembers or for society as a whole.

The magnitude of the effect of changing the discount rate

can be seen by comparing estimates of the net present value that

are made with discount rates of 3 and 10 percent with the benchmark

estimates that are rade with a 5 percent rate)/ Such comparisons

arz shown in Table V.S. As can be seen, the net present value for

Corpsmembers does not differ substantially as the discount rate is

changed. The rion-Corpsmember net present value, however, changes

1/The range of 3 to 10 percent includes most of the rates that
have been used to evaluate government education and training programs.
The 10 percent rate is the one mandated by the Office of Management and
Budget for the evaluation of government investments (see OMB Circular
No. A-94, "Discount Rates bolos Used in Evaluating Time-Distributed
Costs and Benefits," March 27, 1972).
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TABLE V.5

NET PRESENT VALUE PER CORPSIVABER
UNDER DIFFERENT DISCOUNT RATES

Analytical
Perspective

Net Present Value Per Corpsmember For Given Discount Rate'

3 Percent 5 Percent 10 Percent

Social $757.39 $250.93 -$581.57
(1.15) (1.05) (J.88)

Non-Corpsmember $508.11 $ 39.03 -$794.91
(1.09) (1.01) (0.86)

Corpsmember $249.28 $211.90 $213.34
(1.09) (1.08) (1.08)

Benefit,-cost ratios are shown in parentheses below the estimates of the
net present values.
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substantially, as does the estimate of the social net present value.

Prom the social perspective, doubling the discount rate leads to a

decline of over $800 per Corpsmember in the net present value.

Decreasing the rate from 5 to 3 percent leads to an increase of

over $500 in the social net present value. Using the 3 percent

figure, we estimate that the program is economically efficient;

at 10 percent, we estimate that the program is inefficient. In

order for the program to be economically efficient at the 10 percent

rate of discount, either unmeasured social benefits must exceed

unmeasured social costs by at least $581.57 per Corpsmember, or the

Job Corps effects must not fade out as rapidly as 14 percent per year.

Our belief is that the appropriate discount rate should be close

to the 5 percent ral.e used in the benchmark estimates. In computing

net present value, we use the dislount rate to obtain estimates in

current dollars; hence, a "real" rate net of inflation should be used.

A 5 percelt real rate, alotg with a 6 percent inflation rate, corresponds

to a nomital interest rate of 11 percent (i.e., including points

built in for inflation). This figure is in line with current interest

rates and, in fact, may be somewhat high considering the rate of

return on relatively risk-free assets such as short-term government

bonds)" However, the net present value estimates with alternative

discount'rates indicate that a relatively small cvAnge in the

discount rate will lead to a substantial change in the net present

value estimates for both non-Corpsmembers and society.

1/Twenty-six-week Treasury bonds currently yield slightly
over 9 percent interest, while long-term Treasury bonds yield over
8.5 percent interest.
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3. Other General Assumptions

Two additional assumptions were used in estimating many

of the benefits: the assumption that average and marginal costs

are equal, and the assumption that the point estimates of the Job

Corps effects obtained from the interview data are the true effects.

No alternative estimates will be presented for these assumptions.

Brief discussions of their effect on the estimates of the net present

value can indicate the sensitivity of the overall findings.

Average and Marginal Costs. In many instances, the benefits

from Job Corps take the form of reduced Operational or administrative

costs for other public programs. In these cases, the value of the

benefit is the marginal cost reduction or the change in total system

costs that result from the reduced use of that system by Corpsmembers.

However, the changes in total system costs are likely to be

small and extremely difficult to detect because the system will be

responding to hundreds of other forces at the same time As a result,

we have used the average system cost (total costs divided by the total

number of cases) as a measure of marginal costs for valuing the Job

Corps effects on all such programs.

Average and marginal costs do not have to be equal (and, in

fact, are not likely to be equal in the short run). For example,

a small change in AFDC caseloads may not require any change in the

capital equipment needed by the administrative system for AFDC. As

a result, the marginal cost reduction will be the value of the

resources saved from not having the additional cases (e.g., caseworker

time, postage, paper, computer time, etc.). The average cost, however,
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will include some portion of the cepitil costs in addition to the

marginal costs. Thus, in our example, average costs will be greater

then marginal costs, although under other circumstances, marginal

costs could be greater.

The basic rationale for using average costs is that they are

much easier to estimate, and, in the long run, marginal and average

costs will tend to be equal. The data necessary to estimate average

cost, total costs, and caseload per period of time are almost always

available from budget data. Marginal costs, on the other hand,

require special estimation, by using cost data corresponding to several

caseload levels. Thus, average costs can be estimated accurately

and cheaply. In addition, in the long run, agencies will adopt the

level of capital equipment that best fits their caseloads. By adjusting

their scale in this manner they can minimize their average costs;

by doing so, they will tend to equate marginal and average costs

in the long run. Thus, if Job Corps reduced the system's caseloads

in the long run, the agency would respond b changing its scale;

therefore, the change in the marginal costs would be approximately

equal to the change in average costs.1/

'This result does not require that the affected programs
actually reduce their scale if there is continually increasing demand
for the system's services. In that case, the fact that Job Corps
reduced the demand of Corpsmembers for the service would mean that
the expansion to the optimal scale would be smaller than in the
absence of Job Corps. Of course, this entire argument is based on
the assumption that the agency can and will make optimal adjustments
in its scale (i.e., that marginal cost equals average cost in the
long run)--an assumption that is reasonably valid. Of course, we
are also implicitly assuming that the adjustment to a long-run optimal

level is relatively' quick and costless.
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The effect of this assumption on our estimates of the net

present value is difficult to determine. However, if we adopt a

long-run view of both Job Corps and the other affected programs, then

the approximation error from this is probably quite small.

Estimates of Job Corps Effects. We have used the estimates of

Job Corps effects on Corpsmember behavior without regard to statistical

significancejf The rationale for this approach is that we should

use the best estimates of Job Corps effects, regardless of their

precision. However, it must be noted that many effects that were

valued in this report (e.g., the reduction in murder and robbery

arrests and some of the changes in the use of other program's) are

not statistically significant at the levels usually adopted. Thus,

there is a good chance in these cases that the estimates for Job

Corps effects used in this report do not accurately reflect the

direction of Corpsmembers' behavior.

To the extent that our estimates are unbiased we should be

just as likely to observe a negative effect as we would a positive

effect if the true effect is zero or close to zero. Thus, our decision

to include all estimated effects, regardless of significance, should

lead to neither an overestimate nor an underestimate of the net

present. value. The estimates used in the benefit-cost analysis are

the best (i.e., most accurate) estimates of Job Corps effects that

are currently available; they are generally unbiased or conservative

1/In essence, statistical significance isa statement about
the probability of the estimated effect being observed by chance.
The usual standard for determining significance is that an estimate
is significantly different from zero if the probability of observing
that effect (given that the true effect is zero) would beless than
S or 10 percent.

746 793



(i.e., underestimates of benefits); and they were obtained from an

evaluation designed to yield accurate overall benefit-cost estimates.-1/

C. ASSUMPTIONS REGARDING SPECIFIC BENEFITS AND COSTS

Estimating the five benefit components (dealing with changes

in output, transfer dependence, criminal activity, drug and alcohol

use, and the use of alternative education and training programs)

involved many specific assumptions or approximations. of these,

four are of sufficient importance to restate here:

The value of the output produced by Corpsmembers in Job
Corps is approximately equal to the price an alternative
supplier would have charged to produce that output.

The increase in Corpsmember earnings can be used as a
measure of the increase in social output (in particular,
there is no displacement of non-Corpsmembers).

Corpsmewbers view as a cost 35 percent of the reductions
in the value of stolen property from robbery- and
burglary-related theft, plus all of the value of stolen
property from larceny-related theft.

The social cost of a murder can be measured by the value
of the output the victim would have produced, plus the
medical costs incurred in trying to save the victim.

The basis for each of these specific assumptions and the impact of

each on the estimates of the net present value are discussed in this

Section.

1. Value of Output

The use of the price an alternative supplier would Charge to

produce the output that CorpsmeMbers produce as part of their vocational

1/
--See the main volume of the "First Follow-up Report." Also,

see Technical Report C for details on the accuracy of the estimates
of Job Corps effects, and Technical Report A for details on the
evaluation design.
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training while in Job Corps may overestimate the actual social value

of that output. As was described earlier, this supply price may

be viewed as an upper bound for the socialyalueelf The supply price

reflects the value of the resources that went into the output rather

than the value of that output to its recipients. The social-demand

value could differ from the supply price because of the displacement

of other workers, external benefits or costs, altruism on the part

of recipients, the lack of demand for the output, and other features

of the market for such ,tput.

As is shown in Technical Report E, the value of this output

might reasonably be expected to fall between slightly above the

supply price to only about 65 percent of the supply price. Using

a value that is only slightly above our benchmark estimate will not

affect the final estimate of the net present value. However, if we

use a lower-bound estimate of 65 percent of the supply value of

in-program output, the estimates of the net present value will

decline appreciably. Under this lower-bound assumption on the value

of output, our benchmark estimate of net present value to society

would be reduced from approximately $251 to $ -13 per Corpsmember;

the non-Corpsmember net present value would drop about $235 to a

value of $-195; and the Corpsmember net present value would drop

about $30 to a value of 6182. Under the lower bound for the estimate

of the value of in-program output, the social net present value of

Job Corps would be close to zero (given our, assumptions about the

fade-out of effects, etc.), with the net benefits to Corpsmembers

being offset by net costs to non- Corpsmembers.

See Section A.4 of Chapter III.
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2. Earnings as a Measure of Output

It is quite possible that some of the jobs that Corpsmembers

obtain after leaving Job Corps would have otherwise. gone to other

workers (i.e., non-Corpsmembers). If these other workers remain

unemployed (i.e., if they are displaced by Corpsmembers who would

have been unemployed in the absence of Job Corps), then social output

will not have been increased. In fact, if there is 100 percent

displacement, total output will remain the same, with the Corpsmembers

merely taking the place of the displaced workers. In this manner,

the earnings gains observed among Corpsmembers may overstate the true

increase in social output.

In cases where the workers who were displaced later obtain

jobs, the earnings gains among Corpsmembers will still overstate the

actual value of the benefit to society from increased output, because

the earnings gains ignore the adjustment costs associated with the

efforts of displaced workers to find new jobs. Therefore, by ignoring

displacement and adjustment costs, the earnings gains of Corpsmembers

will overestimate the increase in social output and, thus, the present

value of social benefits.

Corpsmembers will view all the earnings gains as benefits;

thus, their estimate of net present value will not be changed if we

assume that there was displacement. The non-Corpsmember group,

however, will have an additional cost associated with the Program- -

namely4the value of the reduction in the output they produce as a

result of the displacement. The social benefit would then be the

net change in total output, or the difference between the gain to

Corpsmembers and the cost to non- Corpsmembers.
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Of course, if.there is displacement in the markets that

Corpsmembers enter upon leaving Job Corps, there is even a higher

probability of displacement in those markets Corpsmembers leave

in order to enter Job Corps, so that the present value of social

costs will also be too high. Our estimate of the opportunity cost

of Corpsmember labor while in Job Corps also will be too high.

Social output will not fall by the full amount of the in-program

reduction in Corpsmember earnings; instead, other workers will fill

some of those jobs vacated or foregone by Corpsmembers. Thus, there

will be a cost to Corpsmembers of their foregone earnings, a benefit

to. non-Corpsmembers who become employed, and a net social cost of

the difference between losses to Corpsmembers and the gains to non-

Corpsmembers.

If we were to assume that there was displacement, therefore,

the value of the benefits would be reduced, but the value of the

costs would also be reduced. To the extent that Job Corps is

successful in removing youths from labor markets that have high

unemployment rates and are Slow to adjust to changing economic

conditions, and in training them for jobs in more flexible markets

with less unemployment, we would expect that the percentage reduction

in costs due to replacement should be greater than the reduction

in benefits caused by displacement.1/ Therefore, it is likely that

This hypothesis is also supported by the fact that displacement
problems should be worked out after a few years. As a result, benefits
corresponding to earnings gains several years after Corpsmembers leave
Job Corps are not likely to be affected by our assumptions regarding
displacement.

7,9 71

750



dropping our assumption that there is no displacement (or replace-

ment) should have little impact on the overall estimates of the net

present value, and it is possible that the estimate of the net present

value for society would rise (with non-Corpsmembers benefiting

more by replacement than they lose by displacement).

3. Stolen Property

The benchmark estimate treats the value of stolen property

as a loss to the victim, a partial gain to the criminal, and a net

loss to society. The entire value of the stolen property is taken

as the value of the loss to the victim, while criminals are assumed

to view the gains differently--depending on whether they consume

the stolen property directly or convert it into cash. In cases where

the property is sold for cash, the criminal is assumed to receive 35

percent of its value.-1( When the property is consumed directly, the

criminal is assumed to benefit by the entire market value. From the

social perspective, the losses of the rictims and the gains of the

criminal partially cancel out, leaving a net social cost corresponding

to the fencing costs, damaged property, added risk, and costs associated

with the fact that stolen property carries no legal title.21

1/This estimate of 35 percent includes an allowance for stolen
cash that does not have to be converted.

-There are,'of course, other social costs associated with
stolen property. Some other property may be damaged in the crime
(e.g., windows broken in order to steal property), and there may also
be some personal injury. These costs are captured to a degree in our
estimates of the reduction in personal injury and property damage.
This treatment is analogous to the treatment of Food Stamp transfers,
in which the value of the goods transferred (food) is treated as a
transfer, while the costs of making the uransfer are treated as social
resource costs.
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Because Job Corps leads to a reduction in the overall amount

of property crime conwitted by CorpsmeMbers, this treatment of stolen

property implies that there are benefits to non- Corpsmembers. The

benchmark estimates of the gain to non-Corpsmembers was approximately

$970 per Corpsmember, while the average foregone theft income of

Corpsmembers was estimated to be approximately $580. The benchmark

estimates assume that all property stolen by means of robbery or

burglary was fenced, while property obtained through larceny or other

property crimes was consumed by the Corpsmember (and had full value

to the Corpsmember),

These assumptions are only crude approximations to what

actually happens. It is possible that Corpsmembers would have consumed

all the goods they stole, or that they would have fenced all of them.

It is also possible that the estimate of the amount of cash realized

by fencing the property is inappropriate for Corpsmembers. For example,

youths may btidefficient at dealing in illegal markets and, consequently,

are not able to realize as much as 35 percent of the market value of

the stolen property.

To test the sensitivity of the net present value estimates to

the assumptions regarding the value of stolen property, we can calculate

two alternative estimates. First, if Corpsmembers value the stolen

property as highly as non-Corpsmembers (i.e., if they consume it all

or are able to sell it at the legal market price), then they will

view as a cost the entire Job Corps-related reduction in the value of

stolen property. This would reduce the net present value estimate

for Corpsmembers by an average of $387.43 from the benchmark estimate
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to -$175.53 per Corpsmember. If this assumption were true,

Corpsmembers would, on average, incur a loss in order to participate

in Job Corps, and, therefore, it is unlikely that we would observe

individuals continuing to enter Sob Corps (at least some of the

Corpsmembers would be making irrational decisions).1(

If Corpsmembers valued stolen property as highly as non-

Corpsmembers, there would be no social costs other than those

associated with personal injury and property damage. Because

Corpsmembers would directly consume all the stolen property under

this assumption, there would be no social cost due to fencing or

other sources. Therefore, the estimate of the social net present

value would have to be reduced by $387.43 to yield an estimate of

-$135.50. Under these conditions Job Corps would seem to be inefficient

from a social perspective, with the net present value of losses equal

to $136.50. The non-Corpsmember would, of course, still perceive

the entire value of the reduction in stolen property as a benefit.

The second sensitivity test would be to assume that all

stolen goods are fenced, and that Corpsmembers receive only 35

percent of the market value.2t Under this assumption the cost to

Corpsmembers, with respect to the value of foregone theft income,

Of course, it is possible that the Corpsmembers would place
a high value on those benefits not included in our benchmark (e.g.,
improved health status, time spent on their own away from their home
environment, etc.). In these cases, the true net present value could
be positive even though our estimate was negative.

We mentioned previously eat this "fence factor" includes
an adjustment for the fact that part of the stolen property is cash
that does not need to be fenced.
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would be reduced, while the fencing and other social costs would

be increased. The non-Corpsmembers estimates would again be

unaffected by this change in assumptions. The estimates of the net

present value per Corpsmember under these assumptions about stolen

property would be $492.66 from the social perspective and $453.63

from the Corpsmember perspective. The Job Corps program would

clearly be desirable from all perspectives under this set of

assumptions about the value of stolen property.

Changing the treatment of stolen property ha a substantial

effect on the estimates of the net present values for society and

Corpmembers. However, as long as thieves value stolen property

at less than 80 percent of the pretheft value to victims, the net

present value estimates will be positive from all three perspectives,

society, non-Corpsmemhers, and Corpsmembers.

4. The Cost of Murder

All the estimates of property damage and personal injury

suffer from the fact that they do not include the psychological

costs associated with crime. However, this shortcoming seems

particularly problematic in the case of murder. Here, the anxiety

and fear over potential murders, as well as the grief and suffering

incurred by families and friends of murder victims, seem to be

greatly undervalued.

To partially correct for this omission, we would increase

the estimate of the property damage and personal injury cost of

murder. We could use an estimate of the lost output that was in

the upper part of the $100,000 to $400,000 range estimated by
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Rhoads, instead of using the conservative $100,000 estimate.2/ If

we used $400,000, it would imply that the total nonsystem cost was

$400,537.61 per arrest. This would, in turn, raise the estimated

social and non-Corpsmember net present value estimates by $270,

to values of $520.93 and $309.03, respectively.

Of course, even this number is conservative, in that it

still fails to capture the amount people would be willing to pay

to reduce the chance of murder. Jones-Lee provides evidence that

society would be willing to pay approximately $6 million to avoid

one (anonymous) murder..3( If we used this estimate in our

calculations, the net present values for both society and non -

Corpsmembers would rise by $5,400 per Corpsmember.

Cauti,.1 must be exercised in interpreting these results,

because the estlmate of the reduction in murder arrests is not

statistically significant. As a result, it is possible that the

true effect of Job Corps on murder (and, thus, on murder arrests)

is zero. In any event, we would need a larger sample to accurately

predict the effect of Job Corps on the number of murders; such an

effort seems unwarranted because, even if we assume no effect on

murders, the benchmark estimate of net present value from the

social perspective clearly remains positive.

2/See the discussion in Chapter II, Section D.2 above.

3/M.W. Jones-Lee, The Value of Life: An Economic Analysis,
p. 139.
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D. UNMEASURED BENEFITS AND COSTS

In order to interpret the benchmark net present value

estimates accurately, it is necessary to consider those benefits

and costs that have been omitted or are unmarred. While we

have operated under the assumption that the measured components

will dominate the unmeasured components, these other benefits and

costs may be substantial. In fact, the extent of the unmeasured

benefits suggests that the true social net present value is probably

larger than our benchmark estimate.

1. Unmeasured Benefits

While the major tangible benefits of Job Corps have been

identified and estimated in our analysis, several potential benefits

remain unmeasured. These potential benefits include the following:

Therbduation in the psychological costs of crime (both
costs to actual and potential victims and incarceration
costs incurred by convicted criminals)

Satisfaction Corpsmembers derive from having more socially
acceptable lifestyles

Increased satisfaction among both Corpsmembers and nom -
Corpsmembers due to preferences for having individuals
work (even in subsidized jobs or training programs)
rather than receiving transfers

Satisfaction that Corpsmembers derive from being in Job
Corps

Increases in the health status of Corpsmembers

Changes in the welfare of Corpsmembers and non-Corpsmembers
due to reduced CorpsmeMber drug and alcoho: use and
treatment for both problems

Future earnings increases of Corpsmembers if they obtain
further training and education after leaving Job Corps
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Satisfaction from a more equitable distribution of income,
with high per capita benefits for Corpsmembers

While no values are assigned to these intangible benefits,

some indication of their magnitude can las inferred from other data

sources. For example, it seems clear that people ate Itreatly con-

cerned about perceived increases in crime. Data gathered as part of

the National Crime Survey indicate that approximately SO percent of

the people in the lte.ited States have "changed or limited their

activities in the past few years because of crime.91( In addition,

because of the short-term nature of the follow-up data, we have not

included the benefits Corpsmembers receive because they receive

less punishment for crime (particularly the reduction in foregone

earnings associated with detention and incarceration, which is a

social benefit).

The reduction in criminal activities along with increases

in Corpsmembers' employability may also lead to increases in

Corpsmember self-esteem and satisfaction with their more socially

acceptable lifestyles. This point also has importafit implications

from the non-Corpsmembers' perspective of Job Corps because they may

be willing to pay for the program in order to induce Corpsmembers

to adopt more acceptable lifestyles:a(

One element of a more acceptable lifestyle is that Corpsmembers

reduce their use of drugs. Recent survey data indicate that between

A(Sourcebook of Criminal Justice Statistics- -1977, Table 2.14,

p. 265.

Thus, they may view Corpsmembers' return to school as a
benefit, even though it implies further costs for non-Corpsmembers.
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SS and 58 percent of the population feels that in their own

communities, drug "and alcohol use by young people is a serious

problem...11 These people would conceivably support a program like

Job Corps that seems to reduce drug and alcohol use among youths.

2. Unmeasured Costs

From the financial data provided by Job Corps, our inter-

views with Corpsmembers, and the special studies of resource use,

we have been able to capture the bulk of the costs of Job Corps.

We have omitted the costs that stem frost the displacement by

Corpsmembers of other workers, as well as any costs brought about

by community disruption due to the location of Job Corps centers.

However, these costs are likely to be small. The fact that the

net effect of including both labor-market replacement and displace-

ment is probably small, as discussed above. The costs of community

disruption are also probably small because centers make concerted

efforts to smooth relationships between themselves and the neighboring

communities. A final potential unmeasured cost that we him been able

to identify would occur if Corpsmembers value the in-kind transfers

they receive from Job Corps (food, housing, etc.) less highly than

their cost to Job Corps. Thus, there would be a social cost associated

with the provision of such items as food and housing to Corpsmembers

if the cost to non-Corpsmembers were greater than the benefitto

Corpsmembers.

1 "Sourcebook of Criminal Justice Statistics--1977, Tables
2.45 and 2.46, p. 277.
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E. CONCLUSION

The conclusion that emerges from this comparative evaluation

of Job Corps benefits and costs is that the social benefits outweigh

the social costs. Our benchmark estimate suggests that, on average,

it costs society $4,987 to enroll a person in Job Corps, and that

this investment generates benefits worth (in present value) $5,237

Thus, Job Corps appears to be an economically efficient use of

resources.

As a group, non-oorpsmembers appear to be slightly better

off because of Job Corps. Non- Corpsmembers receive benefits

averaging approximately $5,683 per Corpsmember, primarily from

increased output and reduced criminal activities among Corpsmembers.

Their corresponding costs are about $5,604 and derive mainly from

the Job Corps program expenditures. leaves a net present value

for non-Corpsmembers of about $40 per Corpsmember.

Corpsmembers appear to profit from Job Corps to a greater

extent than non-Corpsmembers. The Corpsmembers incur costs of about

$2,650, on average, but receive corresponding benefits worth over

$2,860. The Corpsmember benefits stem from the increase in their

employability attributable to Job Corps. They also receive substantial

benefits in the form of transfers (both cash and in-kind) given to

them while they are in the program. The main costs to Corpsmembers

are from reductions in welfare transfers, less income from crime,

and the opportunity cost of their labor while they are in Job Corps.

The largest social benefit component is the one associated

with reductions in Corpsmember criminal activity. The reduction in
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the casts to the criminal justice system of processing individuals

who are arrested averaged about $1,900 per Corpsmember. When this

benefit is added to those associated with reductions in stolen and

damaged property and personal injury, the total crime-related benefits

come to over $2,500 per Corpsmember. The bulk of these benefits

is due to reductions in burglary and larceny.

The other large social benefit from Job Corps is the increase

in output produced by Corpsmembers. The value of the goods and

services they produce while they are in Job Corps is almost as

large as what they would have produced if they had not entered

Job Corps. This fact is encouraging given that work projects in

Job Corps are chosen primarily for their compatibility with the

training objectives of the program. Furthermore, the training seems

to pay off because the present value of Corpsmember's earnings after

leaving Job Corps is estimated to increase by an average of approxi-

mately $1,200.

The effect of Job Corps on Corpsmember use of transfer programs

has a relatively minor impact on social benefits, but represents a

substantial cost to Corpsmembers. We estimated that approximately

40 percent of the cost of Job Corps to the average Corpsmembers is

accounted for by such reductions in transfers ($1,010 of a total

cost of $2,650). However, the costs to Corpsmembers of the reduction

in transfers is cancelled out from the social perspective !,y the

correspone4.ng benefit to non-Corpsmembers, who as a group no longer

must pay for the transfers. The only social benefit derived from the

reduced use of transfer programs is the estimated decline in adminis-

trative costs of about $120 per Corpsmember.
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The other measured social benefits are relatively small.

They include a benefit of $175 per Corpsmember associated with less

use of drug- and alcohol-treatment facilities by Corpsmembers, and

a benefit of approximately $400 per Corps:member that is due to the

fact that Corpsmembers enroll in fewer alternative training and

educational programs because of Job Corps.

Further social benefits undoubtedly exist but are not valued

in this analysis. These unmeasured benefits include the increased

well-being of Corpsmembers because of improved health status and

self-esteem, and psychological benefitL resulting from reductions

in criminal activity. Thus, our benchmark estimates of the net

present value probably underestimate the true value to society of

investments in Job Corps.

The sensitivity tests on the importance of the different

assumptions highlight the Importance of the postprogram effects of

Job Corps. It seems clear that if the program were evaluated only

on the basis of during-program effects, it would be regarded as

socially inefficient. Even if we include the benefits from the

first six postprogram months, the social costs still outweigh

benefits by over $3,200. Thus, future benefits must be worth at

least this much if the program is to be successful.

Until we finish collecting and analyzing follow-up data

from a longer time period, the estimates of these crucial postprogram

benefits will, by necessity, remain imprecise. The sensitivity

tests indicate that if the actual decay rate for program effects is

lower than our benchmark assumption of approximately 14 percent a
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year (a decline of 50 percent every five years), then the program

will be a success. If, however, the actual decay rate is much

above 14 percent, the net present value will be negative. In

general, however, we feel that the assumption of a 14 percent decay

rate is upper-bound approximation for the individuals in our sample,

and that the resulting estimates'of net present value probably

understate the true social benefits and costs. In this light and

onfthe basis of our early observations, we conclude that Job Corps

is an efficient use of resources.
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