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Introduction

The Job Training Partnership Act is designed to ke a performance-
driven program. This means that the desired performance is stated in
advance, clearly defining the goals of the program. The performance
standards system is one of the tools used to assure that job training
programs are a productive investment i human capital.

Since 1983, the U.S. Department of Labor has established national
performance measures and sct national numerical performance stan-
dards tohelpassurethat the goals of the Job Training Partnership Act
are achieved. The U.S. Department of Labor has also designed a
national adjustment methodology, sometimes called the “regression
model,” for adjusting the national standards based onlocal conditions.
Each state must set standards for service delivery areas within that
state using the Secretary’s National standards, USDOL’s adjustment
methodoiogy or its own adjustment methodology established within
parameters set by the Secretary of Labor. States must alsodetermine,
on an annual basis, whether these performance standards have been
met. They may alsoinclude State standardsin their incentive policies,
but the major portion of the incentive funds must be used for reward-
ing performance for the Secretary’s measures. States mustbase their
incentive award policies on achievement of these standards. Where
standards have not been met by service delivery areas, States must
provide technical assistance and may impose sanctious. Sanctions are
actually required ifan SDA fails to meet all performance standards for
two consecutive years. Service delivery areas must formulate policies
and operate programs that will meet or exceed the state-established
performance standards, but they are encouragd to seek further
adjustments if local conditions warrant.

Clearly, the most challenging aspects of implementing the PY 90
perforirance standards system fall to professionals at the local level.
It is there that policies are made and programs are shaped. The
purpose of this guide is to provide local policy makers and program
managers with an approach for using perforrmance standards as a tool
for reviewing and improving performance at the local level. The guide
is keyed to the PY 90 DOL adjustment methodology for activities
beginning July 1, 1990.

Section I: Overview of Performance Standards — This section
discusses the evolution of and rationale supporting performance
standards.

Section II: Identification of Local Performance — This section
details a systematic approach to obtaining comprehensive baseline
clata on local performance, an analysis of the performance of specific
activities and contractors within the SDA, ard an analysis of perfor-
mance trends.
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Section III: Strategies for Improving Performance — This sec-
tion describes three approaches for improving performance: first, the
Oversight Response, which identifies probable causes of poor perfor-
mance; second, the Planning Response, which provides tools to exam-

ine new strategies and approaches wnich will improve performance;

and lastly, the follow-up response which reviews strategies related to
the new postprogram measures.

Section IV: Conclusion — This section sumimarizes the key issues
related to planning aud managing with performance standards.

Readers are cautioned not to rely solely on performance standards to
plan, manage, and evaluate JTPA; the performance standards system
is one aspect of measuring the effectiveness of JTPA. The missicn
established by the private industry council (PIC) and local elected
officials may make other goals as significant as achieving the perfor-
mance standards. For example, the use of JTPA in effecting institu-
tional change at the local level or the use of JTPA in promoting job
creation and economicdevelopment activities could be asimportant as
local performance measures and must be considered in the self-
evaluation process.

Many of the reports and worksheets presented in the guide require
routine, yet time-consuming computations using local participant
data. A software option is available for microcomputer users that
speeds up the analysis. This program operates on MS DOS 2.0 and
higher and requires an IBM PC, XT, AT or true compatible with a
minimum of 256K. The cost of the software is $199.00 with future year
updates priced at $50.00. For more information on the software,
contact the Employment & Training Institute at 1-800-932-0085.

The .software option includes the following reports and worksheets
which 2re referenced in this guide:

Worxsheet
Title Numher
Performance Status Report. .. ... ci it i i i ittt 1
PY 90 Performance Standards Worksheet —Adult............. ..., 13
PY 90 Performance Standards Worksheet —Welfare .................. 14
PY 20 Performance Standards Worksheet —Youth ................... 15
PY 90 Performance Standards Worksheet — Dislocated ............... 16




Section I:

Measures of
Effectiveness

Methods for Assessing
Performance

Overview of Performance Standards

Throughout the 25 year evolution of Federal job training programs,
government officials, local policy makers and job training practition-
ers have agreed on the need to assess program performance. But two
difficult issues have always had to be addressed: what are the best
measures of effectiveness and what is an equitable method for assess-
ing performance?

For along time, the accepted wisdom in the employment and training
field was that the importaat measures of effectiveness concerned
whether an adult obtained a job upon leaving the program, and what
the cost of this job placement was. For youth, it has always been felt
that acceptable results included placement into a job as well as other
“positive” results, such as a return to school or continued schooling.
The system has traditionally measured the cost of these positive
results for youth as well. Measures such as these were in use for many
years, and served a useful purpose. They focused the employment and
training system c¢r the need to improve employability and get people
jobs and to do so in a responsible fiscal manner.

In Program Year 1986-(July 1, 1986), the U.S. Department of Labor
began to require the collection of data on what happened to adult
participants after they left the program. Two years later, USDOL
announced its intention to measure performance based on post-
program data: Beginning with Program Year 1990 (July 1, 1990), the
measures of effectiveness for adults will concern only what happened
to them after they left the program. For youth, placements and other
positiveresults are still considered the importantindicators, but these
have been carefully defined.

Cost standards have been eliminated completely in order to move the
JTPA system toward providing more intensive services to harder-to-
serve individuals and in order to encourage more coordination with
related programs.

This direction in performance measures reflects the U.S. Department
of Labor’s national goals of long-term employability and economic
self-sufficiency for the individuals enrolled in the Job Training
Partnership Act.

An equitable me*hod for assessing performance of local programs all
across the country is a complex issue. Each community has a unique
set of circumstances which directly affects its ability to achieve
positive results for individuals in that community. A program in an
urban setting with a high unemployment rate serving a high percent-
age of “hard-to-serve” individuals may be performing well if 50 percent
ofitsadult trainees getand keep jobs. A similar program in a suburban
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Core Performance
Measures

setting with a low unemployment rate serving a low percentage of
“hard-to-serve” individuals may be performing poorly if only 50
percent of its adult trainees get and keep jobs. Ten years ago, the
expected performance of each program was determined by negotia-
tions between local program operators and representativas of the U.S.
Department of Labor. But there was no precision to this negotiation
process; there was little data to support the various different perfor-
mance goals which were negotiated.

Then, 8 years ago, the U.S. Department of Labor introduced a new
performance standards methodology for JTPA. It is a regression-
based statistical model which adjusts for {actors found to have a
significant effect on performance. The model has evolved over the
years and now includes 29 variables which were found to have a
significant impact on performance. Each variable is weighted accord-
ing to its average impact on performance. For example, it was found
that serving more dropouts resulted in fewer placements. The influ-
ence of this factor was determined mathematically and a correspond-
ing weight was assigned. The current methodology is an extension of
thissimple example. Thus, the performance standards systemincludes
an “adjustment methodalogy” for determining the actual local stan-
dard which reflects such factors as who is served and locax economic
conditions. ¥or example, an SDA with a low unemployment rate
serving a low parcentage of difficult-to-place trainzes will have rela-
tively high standards of performanc 2. In contrast, an SDA with a high
unemployment: rate serving a high percentage of difficult to-piace
trainees will have relatively low standards of performance. If the
model works as intended, the latter SDA would not be penalized
because of difficult local conditions; its standards would be adjusted
downward.

The specific performance standards and the variables used have
changed overthe 8 years, but the methodology — anational system for
judging performance that allows adjustment for local factors — has
remained constant. Many critical issues have been addressed in the
establishment of this methodology. Many of these issues include
technical items, such as statistical mode ing, selection of databases
from JTPA, and tolerance level - djustments. Three of the most
significant policy issues addressed deal with the sel:ction of the
performance measures, the establishment of national standards, and
tneidentification of the local adjustment factors. A description of each
of these issues follows.

The Department of Labor has identified six core performance mea-
sures for Program Years 1990 and 1991 (July 1, 1990 —June 30, 1992)
for use under Title IIA. Four of the six measures are for postprogram
employment and earnings for adults and adult welfare recipients. The
remaining two measures focus on youth and measure employment
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and employability development. Separate measures were established
for the youth and adult populationz hased on the differing needs and
historical results for each popula.:on. Separate measures for adult
welfare recipients reflect the long-run goal of reduced welfare depen-
Aency. Inadditon, an entered employment rate measure will apply to
State activities and substate area activities under the JTPA Title ITI
Dislocated Worker Program. Brief defiritions of the seven measures
are given below.

Adult Measures * Adult Follow-up Employment Rate—the number of adult respon-
: dents who were employed (full-time or part-time) during the 13th
full calendar week after termination as a percentage of the total
number of all respondents (terminees who completed follow-up
interviews).

* Adul; Average Weekly Earnings at Follow-up—total gross weekly
carnings for all adult respondents who were employed during the
13th full calendar week after termination, divided by the total
number of adult respondents employed at the time of follow-up.

Welfare Measures ¢ Welfare Follow-up Employment Rate—the number of adult welfare
respondents who were employed (full-time or part-time) during the
13th full calendar week after termination as a percentage of the
total number of adult welfare respondents (terminees who com-
pleted foilow-up interviews).

* Welfare Weekly Earnings at Follow-up—total gross weekly earn-
ings for all adult welfare respondents who were employed during
the 13th full calendar week after termination, divided by the total
number of adult welfare respondents employed at the time of follew-

up.

(See Note)  tered employment at termination divided by the total number of
youth who terminated, excludingboth those potential dropouts why
are reported as having remained in school and dropouts who are
reported as having returnea to school.

* Youth Employability Enhansement Rate—the number of youth
who attained one of the employability enhancements at termina-
tion, whether or not they also obtained a job, divided by the total
number of youth who terminated. Youth Employability Enhance-
ments include:

a) Attained two or more PIC-recognized youth employment compe-
tencies -

b) Completed major level of education following participation of at
least 90 calendar days or 200 hours in a JTFA activity

¢) Entared and retained for at least 90 calendar days or 200 hours
in non-Title Il training or received a certification of occupational
skill attainment

' Q 11
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Dislocated Worker (Title lll)

Additional Performance
Measures

Performance Standards

d) Returned to and retained in full-time school for one semester or
at least 120 calendar days (dropouts only), attained a basic or
job-specific skill, and made satisfactery progress

e) Remained in school for one semester or at least 120 calendar
diys (youth at risk of dropping out of schoo!), attained a basic or
job specific skill, and made satisfactory progress.

NOTE: Youth terminges who remain in/return to scheol and enter
employment will be reported on the JTPA Annual Status Report as
“Also Attained Any Adult/Youth Employability Enhancement.” Such
terminees will not be excluded from the termination pool reflected in
the dencminator in the calculation of the Youth Entered Emplcyment
Rate.

For 14-15 year olds, the acceptable competencies will be basic skills or
pre-employment/work maturity.

* Entered Employment Rate—the number of individuals who en-
tered employr.ent at terminatien, excluding those who wcre re-
called or retained by their original employers after receipt of alayoff
notice, divided by tt:2 total number of individuals who terminated,
excluding those who were recalled or retained by their original
cmployers after having received a layoff notice.

The Department will continue to support regression modeling for
seven prior measures which the Governor may use asindividual state
policies dictate. The two cost measures may not be used for incentive
purposes. They are:

- Adult Cost per Entered Employment
- Yout: Cost per Positive Termination

For Title III, there is a regression model for an optional goal:
- Average Wage at Placement

The Secretary of Labor has established national numerical perfor-
mance standards for each of the six core Title IIA performance
measures based on an analysis of prior accomplishments. The stan-
dards are generally set at a level that approximately 75% of the SDAs
are expected to exceed. Earnings, however, have been adjusted to
reflect increased minimnm wage races. Because program data for
Title I1I is not yet available, the numerical standard is unchanged
from the previous y2ar. The national performance standards for
Program Year 199C (July 1, 1990-June 30, 1991) are as follows:




Adult Standards

Welfare Standards

Youth Standards

Dislocated Worker (Title 1)

Local
Adjustment Factors

Characteristics of
Terminees

Adult Follow-up EmploymentRate..............coiiiieiiiniiinn, 62%

Aduit Weekly Earnings at Follow-up .........cooiiiiiiiiiiennnn, $204
Welfare Follow-up EmploymentRate . .............coiiiiniinnne, 51%
Welfare Weekly EamingsatFollow-up ...........coiiieeiinnenn, $182
Youth Enteted EmploymentRate ........coviiiiiiiiiiiinnna.. 45%
Youth Employability EnhancementRate .............. ... . ool 33%

Entered Employment Rate . ........ciiiii ittt 64%

Thenational standards may be adjusted based onlocal conditions. The
factors that are considered in this adjustment fall into two categories:
the characteristics of participants who terminate from the program
and local economic conditions.

The following characteristics were found to affect performance. They
are used in the adjustment model for the core standards or optional
goals:

Female

Age 14-15

Age 29 and under

Age 30-54

Age 55+

Student

Dropout

Less than High School
Post High School Atiandee
10. Reading below 7th grade level
11. Black

12. Other minorities

13. All minorities

14. Offender

15. Unemployed 15+ weeks
16. Not in labor force

17. Handicapped

18. Unemployment compensation claimant
19. AFDC recipient

20. Long-term AFDC recipient
21. GA/RCA recipient

22. Previous wage

O 00No O oM




Eccnomic/Local Factors Seven additional factors which reflect characteristics of the local area

are inciuded ir: the 1nodel. They are:

23. Unemployment rate

24. Percent of families below the poverty level

25. Annual earnings in retial/wholesale trade

26. Population density

27. Employee/resident worker ratio

28. Three year growth rate in real annual earnings in retail/
wholesale trade

29. Employment in manufacturing, mining and agriculture

Nocevery factor is used to establish every standard. For example, the
percentage of 14 and 15 year olds is used only for the youth measures;
and the percent who are ages 30 to 54 is used only for the adult
standards.

The state may establish an SDA’s performance standards using the
Secretary’s National standards adjustment methodology or its own
adjustment methodology established within the parameters set by
USDOL. Adjustment methodology takesinto considerationlocal SDA
conditions and calculates a numerical performance level for each of
the measures. SDAs must plan and operate programs to meet the
established standards or seek adjustments to the state-established
standards when local conditions warrant.

The remainder of this guide provides an approach and some tools that
willenable SDA/PIC siaffto use the performance standards asa“point
of departure” for improving planning, management, and follow-up
practices.

oy
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Section lI:

Calculating Current
Performance

ldentification of Local Performance

In order to begin a serious examination of performance, an SDA must
have accurate, complete program information available on a continu-
ous basis. A sound management informeation system is essential.
Without these resources, a manager does not have the ability to
determine the statusof current activities and cannot begin the process
of improving performance. This first level of review, which includes
calculating current performance, baseline program review, and trend
an¢: comparison analysis, allows the SDA to conduct a comprehensive
analysis of overall performance.

Calculating your current performance enables you to take a snapshot
oflocal SDA performance and compare it to the six core JTPA Title IIA
performance standards, and the Dislocated Worker standard, either
as approved in your Job Training Plan or as adjusted based on actual
experience. This concept is a bit tricky. Because the performance
standards for a local area are adjusted based on the characteristics of
terminees and characteristics of the local area, the standards will
change depending on who is terminated and on local economic factors,
such as the unemployment rate. The performance standards con-
tainedin an SDA’s Job Training Plan will be based on planned service
to the various target groups 2nd economic factors as they are antici-
pated at the time the planis done. It is most accurate to analyze your
performance based on performance standards that have been ad-
justed for actual performance.

Worksheet 1, Performance Status Report, will provide a report on
current actual performance standards. Under the “Actuals” section of
the report, the adjusted Follow-up Employment Rate and Follow-Up
Weekly Earnings refer to follow-up results after making adjustments
fc- nonresponse bias. For SDAs that wish to include the adjusted
standards, Worksheets 13, 14, 15 and 16 provide the methodology to
generate adjusted standards. The Performance Status Report indi-
cates how close you are to meeting your standards. The required
information may be available through existing systems either within
your SDA or from the state.

For Worksheet 1, the following information is required.

Number of adults terninated

Number of adults entered employment
Average wage at placement for adults

Total expenditures for adults

Adjusted follow-up employment rate for adults
Adjusted follow-up weekly earnings for adults
Postprogram response rate for adults

Number of adult welfare recipients terminated

9 i5
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9. Number of adult welfare recipients entered employment

10. Average wage at placement for adult welfare recipients

11. Adjusted follow-up employment rate for adult welfarz
recipients

12. Adjusted follow 1p weekly earnings for adult welfare recipi-
ents

13. Postprogram response rate for adult welfare recipients

14, Number of dislocated workers terminated

15. Number of disiocated workers entered emgployment

16. Average wage at placement for dislocated workers

17. Total expenditures for dislocated workers

18. Number cf youth terminated

19. Number of youth entered employment

20. Number of youth who :returned to or remained in school

21. Number of youth employability enhancements

22. Number of youth positive terminations

23. Total expenditures for youth

24. Planned performance standards as contained in the Job
Training Plan or adjusted standards as calculated on
Worksheets. 13, 14, 15, and 16.

If information on any category is not available, it is not possible to
identify your current level of performance in relation o the perfor-
mance standards. Adjustments to your Managemeant Information
System may be required. Worksheet 1 also contains three perfor-
mance indicators, the entered emnployment rate for adults and adult
welfare recipients, the cost per entered employment for adulcs and
dislocated workers, and the cost per positive termination of youth.
Worksheet 1, with these indicators and the performance standards, is
designed to provide an ongoing analysis capability, allowing SDAs to
increase the frequency of performance analysis beyond that currently
provided by most state and local standardized reports.




WORKSHEET ¥

Report Period:

Performance Status Report

oo

ADULT  WELFARE .DISLOCATED YOUTH

DNDI=In G =i (2=

Number of Terminees

Number Entered Employment

|| o

Number Returhed/Remained in School

Employability Enhancements

Positive Terminations

Average Wage at Placoment

Total Expenditures

Adjusted F/U Employment Rate

L @ Nja(a

Adjusted F/U Weekly Earnings

b
Q

Postprogram Response Rate

NTVOAIIC) e T

Enterzd Eniployment Rate

Cost Per Entered Employmen

Cost Per Positive Termination

SOTIETEZD -

Follow-Up
Employment
Rate

Actug! Performance

Expected Performance

% of Standard

Follow-Up
Weekly
Earnings

Actual Performance

Expected Performance

% of Standard

Entered
Employment
Rate

Actual Performance

Expected Performance

% of Standard

Employability
Enhancement
Rate

Actual Performance

Expected Performance

% of Standard
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Baseline Program Baseline program review helps identify probable causes of poor
Review performancc through a comprehensive review of program outcomes

and client characteristics. It begins the process of narrowing down the
specific areas which influence perforinance by gathering data on
program and subcontractor performance.

The process begins with a review of total enrollments, terminations
and expenditures. Worksheet 2 provides a suggested format for this
review. This will give you a general idea of whether the program is
progressing as planned. Deviations from plan in the areas of total
served, ycuth service levels, total terminations and expenditures
could have a dramatic impact on actual performance.

The next two steps in the baseline program review process involve a
detailed anzlysis of actual performance: first by target groups and
then by programs or contractors. Worksheets 3, 4 and 5 will enable an
SDA toanalyze, by performance standard, Title IIA adult, welfare and
youth and Title III outcomes by terminee characteristics. Worksheets
6, 7 and 8 will enable an SDA to analyze, by performance standard,
adult, youth and dislocated worker outcomes by program or contrac-
tor. Taken together, these reports will, in most cases, help isolate
problem areas and provide a starting point for corrective action. This
information will be useful when you are planning new strategies to
improve performance since you will know what programs work best
for what groups. They will also assist in designing new follow-up
strategies.

Although the type of analysis that can be done using Worksheets 3
through 8 can be very useful in pinpointing problem areas, SDAs are
cautioned not to apply the SDA’s overall expected performance levels
to all programs and contractors or to specific target groups.

Programs rnust be iooked at in the context ofv ‘rying client needs and
service strategies. For example,ifan SDA has an average adult follow-
up employment rate of 65% and average follow-up weekly earnings of
$225, the SDA might ke tempted to identify programs and target
groups performing below this levei as “problem areas.” But, upon
closer review, such programs may be exceeding model-based perfor-
mance expectations based on the characteristics of the participants
who terminated and the type of training being provided. Similarly, a
program serving dropouts with an employability enhancement rate of
30% may not necessarily reduce overall performance.

Not all activities will produce outcomes consistent with the overall
expected performance levels established for an SDA — some will
produce higher rcsults and some lower. The challenge is to construct
a job training system that, in total, exceeds overall established
performance levels.
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Analysis of Enroliments, Terminations and Expenditures

£

% OF
12 MONTH % OF % OF % OF PLANNED
TITLE lIA PLANNED TOTAL PLANNED TOTAL NGTUAL TOTAL | FORPERIOD

Enroliments (Total)

Adult

Youth

€T

Terminations (Total)

Adutt

Youth

Expenditures (Total)

Adult

Youth

Title 1l

Enroliments

Terminations I

Expenditures

Full Tt Provided by ERIC.

Q .
- ERIC yopksHEET 2 Report Period:




Performance of Terminees by Characteristic—Aduit & Welfare (Title HA)
ACTUAL PERFORMANGE
ACTUAL TERMINEES | ENTERED EMPL RATE| AVERAGE WAGE FOLLOW-UP
3 3 FOLLOW-UP
MONTHS MONTHS | EMPLYMT | AVERAGE | WEEKLY
CHARACTERISTIC NUMBER | PERCENT | CURRENT | EARLIER | CURRENT | EARLIER RATE WAGE | EARNINGS
Male _ ) I _ B
Female _ _ e L
Age 30-54 . L o
Age 55+ . . - —
White o e O s
i~ Black . _ L o i}
Other Minority T R R .
Dropout o ] T e &
Handicapped - i I I
Readiig <7th Grade — o e e - S N
UC Claimaint . . -
Unemployed 15+ Weeks N . .
____NotinlLaborForce | ___ B D R T
.__AFDC N I S o e
__tongTemAfDE [ | 1 R NS IS N
GA/RCA e L 1 -
Total 3 i
Total Welfare o
Other (Optional) o )
21
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Performance of Terminees by Characteristic—Youth (Title 1IA)

ACTUAL TERMINEES ACYUAL PERFORMANCE

ENTERED EMPLUYABILITY
CHARACTERISTIC NUMBER PERCENT EMPLOYMENT RATE ENHANCEMENT RATE

Male

Female

Age 14-15

Age 16-21
White

Black

<1 8

Other Minority

Dropout

Student

Post High School Attendee

Offender

Reading <7th Grade

Not in labor Force

Total

Other (Optional)

Q
ERICWORKSHEET 4 Report Period:
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Performance of Terminees by Characterisiic—Dislocated Worker (Title Ii)

CHARACTERISTIC

AGTUAL TERMINEES

ACTUAL PERFORMANCE

NUMBER

PERCENT

EMPLOYMENT RATE

ENTERED AVERAGE WAGE

AT PLACEMENT

v

Male

Female

Age 29 and under.

Age 30-54

Age 55+

WhitL

All Minoritles

Handicapped

Less than High School

Post High School Attendee

UC Clalmant

Unemployed 15+ Weeks

Report Period:




Analysis of Programs/Gontractors—Adult

PERFORMANGCE DATA POST PROGRAM FOLLOW-UP

ENTERED AVERAGE FOLLOW-UP FOLLOW-UP

EMPLOYMENT WAGE AT EMPLOYMENT AVG. WEEKLY
PROGRAMS/CONTRACTS RATE PLACEMENT RATE . EARNINGS

Occupational Training
1.

N

L1
o0k

Total Occupational Training

Other Classrcom Training
1. Job Finding Skills

2. Remedial Programs
A.
B.

3. Special Programs
A.
B.
C.

oJT

Other

Total All Programs

Q
WORKSHEETE Report Period:
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Analysis of Programs/Gontractors—Youth

PERFORMANCE DATA

PROGRAMS/CONTRACTS ENTERED EMPLOYMENT RATE EMPLOYABILITY ENHANCEMENT RATE

Occupational Training

81
oo s

otal Occupational Training

Other Classroom Training
1. -Job Finding Skills

2. Remedial Programs l

A,
B.

3. Special Programs ‘ A "
|

A.
B.
C.

04T

Oth
29 er R

Total All Programs

Q
WORKSHEET 7 Report Period:

IToxt Provided by ERI




Analysis of Programs/Gontractors—Dislocated

PERFORMANCE DATA

PROGRAMS/CONTRACTS ENTERED EMPLOYMENT RATE AVERAGE WAGE AT PLACEMENT

Occupational Training

61
oo LN

Total Occupational Training

Other Classroom Training
1. Job Finding Skills

2. Remedial Programs
A.
B.

3. Special Programs
A.
B.
C.

oJT

Other

Total All Programs

Q
WORKSHEET 8 o Report Period:
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While analysis of the performance of specific program activities and
subcontractors and the outcomes for specific client groups can be
guided to a certain extent by the DOL model, DOL warns that a strict
application of the model is these instances would be inappropriate.

Trend Comparison Once you have calculated your current level of performance and
and Analysis completed your baseline program review, you may want to conclude
your overall perforiaance analysis by examining performance trends
and by comparing current performance with past SDA performance.
In order to complete both the comparison and trend steps, you will
need the following information:

1. Prior year’s performance standards (where available)

2. Performance reports (available from this section)

3. Planned performance goals contained in the Job Training Plan
or as adjusted based on actual performance.

Trend Analysis Trend analysis allows the SDA to visualize, on a regular basis,
performance variations over a longer period of time. With this type of
analysis, FIC members and SDA staff will easily be able to determine
the direction in which the program is going. They can then take
corrective action when a downward trend becomes apparent rather
than waiting for performance to fall hopelessly below the standard.

Performance may fluctuate at monthly or quarterly review points for
legitimatse reasons. Fluctuations may have a number of explanations:
early terminations from a classroom training program are often
negative; there may be funding delays; some programs coincide with
the conventional school year. Trend analysis may help to pinpoint a
problem area. It may indicate, for example, that your particular SDA
has developed a trend of decreasing follow-up employment rates for a
six month period. These trends would then be considered in analyzing
SDA performance.

Use Worksheets 9, 10 and 11 to maintain an ongoing record of trends
for each of the performance standards groups—adult, welfare, youth
and dislocated workers. Worksheet 12 can be used to track each
standard on a yearly or more frequent basis and compare it with
performance in previous years.

The approach and reperts detailed in this section complete the first
level of performance review and should provide sufficient information
for SDAs to determine priority areas for further investigation and
improvement. This baseline data should be carefully reviewed with
loca’ policy makers and professional staff. Section'1II: Strategies for
Improving Performance describes steps that can be taken to improve
performance—first the Oversight Response which helps pinpoint
reasons for poor performance, the Planning Respons > which helps
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identify new strategies for improved results, and the follow-up re-
sponse which looks at possible postprogramissues. In almost all cases,
an SDA will be involved in some combination of the Oversight
Response, the Planning Response, and the Follow-Up Response.
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WORKSHEET 9

Report Period:

S -

Adult & Welfare Trend Analysis

Complete the bottom portion of the worksheet and
graph the quarterly/monthly trends In performance standards.

% OF STANDARD

PERIOD ENDING
ror

PERIOD ENDING
A

PERIOD ENDING

[

/

PERIOD ENDING
1

150%
140%
130%
120%

110%

— e —— —— — v — S— —— — — — — ]

PERFORMANCE
STANDARDS

LEGEND

% OF STANDARD

Adult (F/U)
Employment Rate

Adult (F/U)
Weekly Earnings

Welfare (F/U)
Employment Rate

Welfaie (F/IU)
Weekly Earnings
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WORKSHEET 10 Report Period:

Youth Trend Analysis

Complete the bottom portion of the worksheet and
graph the quarterly/monthly trends in performance standards.

PERIOD ENDING | PERIOD ENDING | PERIOD ENDli«c | PERIOD ENDING
% OF STANDARD [ [ | [ I

150%

140%
130%
s 120%

110%

PERFORMANCE
STANDARDS LEGEND % OF STANDARD

Entered
Employment
Rate

Employability
Enhancement
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WORKSHEET 11

Report Period:

Complete the bottom portion of the worksheet and

Dislocated Worker Trend Analysis

graph the quartesly/monthly trends in performance standards.

% OF STANDARD A

PERIOD ENDING | PERIOD ENDING | PERIOD ENDIXG | PERIOD ENDING

A | 11 111

150%
140%
130%
120%
110%

90%
80%
0%
60%
50%
40%

100% —————————————g——————f—————— T —————

PERFORMANGE
STANDARDS LEGEND

% OF STAHDARD

Entered
Employment
Rate

Employability
Enrancement
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WORKSHEET 12 Report Period:
Trend Analysis by Standard

Select performance standard, complete the bottom
portion of worksheet and graph the results Performance Standard

PERIOD ENDING | PERIOD ENDING | PERIOD ENDING | PERIOD ENDING
% OF STANDARD [ I [ /1
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Section lil: Strategies for Improving Performance

As noted throughout this Guide, the U.S. Department of Labor has
significantly revi .ed the Federal performancz standards for Program
Year 90. The Department is now attempting to measure the longer-
term success of those enrolled in JTPA. The objective of the changes
in the performance standards is to send a clear message to the JTPA
system that resources and effort should be focused on those individu-
als with multiple barriers to employment and those program compo-
nents which benefit participantsin the long-run. This policy direction
is consistent with the recommendations made by the Job Training
Partnership Act Advisory Comrrittee in its Working Capital reports
and also supports the Congressional inient in establishing JTPA.

A second trendin evidence both in the Working Capital reportsandin
some of the language of the performance standards concerns coordi-
nation with related systems to expand and increase the effectiveness
of service delivery and improve outcomes. JTPA is no longer seen as
a“stand-alone” system and increasingly exists within the context of a
larger “workforce readiness” system in a local area.

For SDAs that need to or want to improve performance, there are
several approaches to take. The “Oversight Response” helps pinpoint
the factorsin your existing programs, systems and relationships with
other agencies which may be causir.g performance problems. The
“Planning Response” helps identify new strategies for improving
performance. The “Follow-up Response”looks at possible postprogram
issues and activities. All of these should be viewed as ways « "
validating or modifying the key policies established by the PIC and
elected officials.

Oversight Response By conducting the baseline review and trend analysis, an SDA wiil be
able to identify programs, contractors or target groups which seem to
be less successful. The next step is to understand why performance
may not be meeting expectations. The “Oversight Response” provides
the SDA with a diagnostic tool to review and identify the factors that
contribute to poor performance.

In order for JTPA to function effectively at the local level, a complex
and interrelated set of program and administrative systems must be
in place. These systems and procedures cover abroad range. including
areas such as participant assessment, job development, contracting,
MIS, supportive services, and classroom training. These syste. as are
operated either directlyby the administrative entit» - insomecases,
subcontracted to local service providers.
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These basic elements are classified in the following three categories:

JTPA Services and Programs — This is the most critical component
of the employment and training system and includes the following
activities: outreach, eligibility determination, assessment, employ-
ability counseling, supportive services (including needs-based pay-
ments), job development, classroom training; on-the-job training, try-
out employment, work experience, and other spetial programs.

Administrative and Management Svstems — The quslity and effec-

tiveness of JTPA programs and services are directly determined by
the basic management and administrative systems which shape and
support them. The most critical elements here include: planning
(including youth competencies), organizational structure and staff-
ing, fiscal management, MIS, contracting, and monitoring.

Organizational Roles ana Relationships —JTPA allows wide latitude
in determining the roles and relationships formed both within local
SDAs and with other agencies involved in workforce readiness pro-
grams, such as Employment Service, Welfare Department (through
JOBS and other programs) and the various Educatior agencies. The
scope and nature of these roles can have a profor..d influence on the
quality and cost of the programs and services provided under JTPA.
The critical areas here include: responsibilities of grant recipient and
administrative entity, planning responsibilities, cooperative relation-
ships with the other agencies involved in workforce readiness, and
Yeveraging of non-JTPA funds.

The Perforrnance Status Reports, Baseline Program Review Reports,
and Trend and Comparison Analysis Reports detailed inSection Il can
provide you with an abundance of data which offer specific “access
points” to program areas, contractors, or activities wth performance
problems. Large scale deviations frum a given performance standard
should be viewed by management as a flag of a possible problem.
However, the performance standards model cannot tell the program
manager exactly what the problem is.

Forexamrnle, supposean SDA’s follow-up employment rateis substan-
tially beluw the standard. The manager would first identify both
target groupsz ..d programs or contractors which deviate significantly
from the standard. This could be determined from the baseline
program review conducted in Section II. The manager would then
consider whether this deviation is reasonable or not. If it is an
occupational training program, what point in the training cycle does
this represent? Does this represent a significant “drop-out” rate from
the program? Because there is generally a high correlation between
the follow-up employment rate and the entered emgployment rate, it is
worth looking at the entered employmeit rate from both 3 months
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earlier and the current period, to see whether the problem was caused
at the planninglevel, the contracting level or if there is a problem with
cost. Thus, a review could be conducted of the planning and contract-
ing systems of the SDA and the fiscal system of the specific programs
or contractors. It isimportant to look at the entered employment rate
and average wage at placement for the current period so that problems
are identified us quickly as possible. This simplified example does not
address mar:;" important factors, but it does illustrate the type of
branching analysis that can pinpoint the cause of performance prob-
lems.

Some SDAs may opt for a total review of all the suggested systems in
order to maximize performance rather than confine the review to
programs identified as having problems in the baseline review. By
conducting a complete review of all sysiems, the SDA has an opportu-
nity to approach performance improvement in a more comprehensive
manner, allowing for, in most cases, a one-time alignment of these
primary systems.

SDAs should use the Oversight Response Summary to identify the
program, administrative, and organizational systems that may be
causing poor performance. Since all systems may affect verformance
standards to some extent, SDAs should be familiar with the interre-
lationship of the standards and concentrate their reviews on the
primary problems.

Once an SDA has determined which systems should be examined
further, it should refer to the Systems Summaries which provide
guidance on both the areas to be reviewed and the method of review.
Finally, appropriate corrective action plans should be formulated and
implemented.
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JTPA SERVICES AND PROGRAMS

Oversight Response Summary

MOST LIKELY TO INFLUENCE ENTERED
EMPLOYMENT RATE, FOLLOW-UP
EMPLOYMENT RATE A-D
EMPLOYABILITY ENHANCEMENT RATE

MOST LIKELY TO INFLUENCE
FOLLOW-UP WEEKLY
EARNINGS AND AVERAGE
WAGE AT PLACEMENT

Services

Eligibility Determination
Assessment

Counseling

Needs-Based Payment System
Supportive Service System
Job Development/Placement

Programs
Skill/Vocational Training
Basic/Remedial Education
Special Targeted Programs
Work Experience

OJT

Youth Competency System

Initial outreach and assessment
(offering client most
appropriste training) directly
affect dropout rate.

Onguing counseling, needs-
based payment and other
supportive services affect
retention. Job dévelopment is
critical to the entered
employment and follow-up
employment rates.

The qualitv of training and its
appropnateness to trair ~°
directly affect these
standards.

The Youth Competency System
will affect the Youth
Standards.

Job development/placement most
directly affects these
standards.

The design and quality of the
training and OJT affect the
earnings of completers.

Administration and

Management Systems

Planning (including Youth
Competency System)

Organization/Staffing

Fiscal

MIS

Contracting

Monitoring

Planning in demand occupations
is essential.

Quality of youth competency
system could have a major
impact on employability
enhancement rate.

Accurate fiscal and MIS systems
as well as clear contracts are
required to demonstrate
performance.

Monitoring is essential to
uncover problems on a timely
basis.

Problems may oczur at the
planning or zontracting stage.

Organizational Roles and
Relationships
PIC-LEQ Agreement
Emprloyment Service
Agreement
Coordination with:
Welfare
Education
Economic Develcpment
Unemployment
Insurunce

Coordination with welfare
agencies is critical to the
welfare standards.

Coordination with education
agencies is necessary for the
employability enhancemen.*
rate.

Relationships with the
Employment Service,
Economic Development
Agencies and other job
placement/creation agencies
will affect these standards.




SYSTEMS SUMMARIES

PROGRAMS AND SERVICES

1. OUTREACH
AREAS TO BE REVIEWED
Organization and staffing
Subrecipients’ responsibilities
Linkages with community agencies serving targeted groups
Coordination with welfare and education agenciss
Specific outreach goals by target group and geographic area
Outreach process—use of media, written material, personal contact
METHOD OF REVIEW
Examine organization charts, mission and function statements
Review outreach goals by target group
Interview staff
Review sources of referrals
Track characteristics of applicants, enrollees and terminees

2. ELIGIBILITY DETERMINATION/SELECTION
AREAS TO BE REVIEWED
Intake/eligibility process
Stafffsubrecipient coordinating agency responsibilities
Length of time from application to enrollment
Characteristics of eligibles compared to those enrolled
Existence of specific goals
METHOD OF REVIEW
Review the eligibility system as described in JTPA
Examine application/eligibility determination process
Analyze characteristics of eligibles not enrolled
Review intake forms for completeness and accuracy

3. ASSESSMENT
AREAS TO BE REVIEWED
Design of assessment
Administration of assessment
Staffing and organization
Quality of assessment
Use of assessment data
EDP development
METHOD OF REVIEW
Review assessment procedures and tools
Sample assessment files
Sample employability development plans
Review skills and characteristics of successful completers
Interview staff and participants
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4. COUNSELING

AREAS TO BE REVIEWED

Organization and staffing

Procedures for counseling throughout the J1 A system and through related
systems

Use of the EDP as an ongoing too}

Use of case management

METHOD OF REVIEW

Interview staff of JTPA and related agencies, if appropriate

Interview clients

Review client folders for progress reports and identification of needs/action
plans

Determine caseload trends

5. NEEDS-BASED PAYMENT SYSTEM
AREAS TO BE REVIEWED
Methodology for needs-based payment determination
Consistency of such payments for different target groups and activities
Effect of payments and services on dropout rates and enrollment trends
MET:I0OD OF REVIEW
Review written procedures
Track dropout rates and underenrollment trends

6. SUPPORTIVE SERVICE SYSTEM
AREAS TO BE REVIEWED
Adequacy of other supportive services provided directly or thsouigh agreement
with other agericies: child care, medical, transportation
Method of identifying need for and arranging for these services
METHOD GF REVIEW
Review written procedures
Interview staff
Interview clients
Interview service agencies

7. JOB DEVELOPMENT/PLACEMENT
AREAS TO BE REVIEWED
Organization and staffing
Subrecipient responsibility
Performance-based contract usage
Coordination of job develorruent with employment and economic development
agencies
Marketing plan and implementation
METHOD OF REVIEW
Interview job development and placement staff
Review job orders and placement documentation
Track specific vocational training a tivities with poor wage rates
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10.

1.

Review coordination agreements with Employment Service and Economic
Development
Centact local employers

SKILL/VOCATIONAL TRAINING

AREAS TO BE REVIEWED

Organization and structure of the course

Instructional materials

Swuaffing

Instructor’s flexibility and responsiveness

Frequency and accuracy of trainee assessment

Entered employment rate and wage at placement for trainees in courses
METHOD OF REVIEW

Review course curriculum

Conduct site visits

Interview instructor and trainees

Review reports from training providers

Discuss appropriateness of curriculum with local eraployers

BASIC/REMEDIAL EDUCATION
AREAS TO BE REVIEWED

Organization and structure of the course
Instructional materials

Staffing

Instructor’s flexibility and responsiveness
T'requency and accuracy of trainee assessment
Completion by trainees of m yjeor levels of education
METHOD OF REVIEW

Review course curricalum

Conduct site visits

Interview instructor and trainees

Review reports from iraining providers

SPECIAL TARGETED PROGRAMS

AREAS TO BE REVIEWED

Ability of targeted programs to increase participation of the “hard to serve”
Services and support provided to “hard to serve” populations

METHOD OF REVIEW

Perform a desktop review of each targeted program

Review enrollments, positive terminations and placement data

Compare enrollee profile to SDA goals for target groups

WORK EXPERIENCE (YOUTH EXEMPLARY PROGRAMS)
AREAS TO BE REVIEWED

Organization and staffing

Characteristics of clients served in this category

Quality of training experience
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METHOD OF REVIEW

Review work experience agreements

Conduct. site visits

Interview SDA staff responsible for monitoring worksites
Interview participants

Review timesheets

Review progress reports

12. 04T
AREAS TO BE REVIEWED
Organization and staffing
Written procedures describing specific responsibilities
Linkages with other job development activity at subrecipient level
Procedures for marketing
OJT contract development
METHOD OF REViEW
Review criter... used to develop and approve OJT contracte
Review of OJT contracts
Conduct site visits
Review completion rates

13. YOUTH COMPETENCY SYSTEM
AREAS TO BE REVIEWED
Design of Youth Competency System
Organization and staffing
Characteristics of clients served by Youth Competency System
Quality of Youth Competency System
METHOD OF REVIEW
Review Youth Competency System and method of documentation
Observe classes
Review completion rates

14. PLANNING
AREAS TO BE REVIEWED
Organization and staffing
Plan preparation
PIC involvement
Planning process (including Youth Competency System)
Procedures for tracking performance of subcontractors
Procedures for collecting and distributing ongoing performance infermation
METHOD OF REVIEW
Review written procedures
Interview staff
Review program evaluations
Review PIC input through interviews or review of minutes
Examine youth competency system procedu-es and monitor implementation




15. ORGANIZATION AND STAFFING
AREAS TO BE REVIEWED
Number and functions of staff
Lines of authority
Formal and informal methods of exchanging information
Staff training and development efforts
Ratios of service staff to client population
METHOD OF REVIEW
Review organizational charts and job descriptions
Interview staff to validate lines of authority and information exchange
procedures
Examine the reasonableness of agency departments of units
Analyze ratios of staff to clients for program and service systems

16. FISCAL
AREAS TO BE REVIEWED
Staffing and procedures
Budgeting procedures and cu.. categories
Accrual system, report preparation and distribution
Subrecipient reporting system
Timeliness of reports
METHOD OF REVIEW
Review back-up of total JTPA budget and subrecipient budgets
Interview staff, review and validate monthly reports, accruals and report
distribntion

17. MIS
AREAS TO BE REVIEWED
Organization and staffing
Data collection
Expertise of MIS staff
Distribution of reports and validation process
METHOD OF REVIEW
Review written procedures
Validate written procedures and definitions through interviews with staff
Track sampie reports to source documents

18. CONTRACTING
AREAS TO BE REVIEWED
Organization and staffing
Scliciting proposals, evaluating proposals
Negotiating contracts, modifying contracts
Evaluating contracts
Staff expertise in federal, state, and local procuremant regulations
Clarity of -equest for proposals
Specificity of contract goals and objectives
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METHOD OF REVIEW

Review written procedures

Interview staff

Track RFP process through contract execution and modification
Review use of performance contracts

19. MONITORING
AREAS TO BE REVIEWED
Organization and staffing
Monitoring procedures
Frequency and depth of monitoring and evaluation
Process for report distribution and corrective action
Utilization of evaluation results in planning and contract modification
METHOD OF REVIEW
Review written procedures
Interview staff and determins the level and frequency of monitoring
Track reports through corrective action process
Determine the extent to which evaluations are used in the planning process

ORGANIZATION AND COORDINATION

20. PIC-LEO AGREEMENT
AREAS TO BE REVIEWED
Clarity of roles and responsibilities
Procedures for developing job training plan
Level of involvement in policy guidance and oversight
METHOD OF REVIEW
Review written agreement
Interview PIC members
Review PIC meeting minutes

21. EMPLOYMENT SERVICE
AREAS TO BE REVIEWED
SDA/Employment Service coordination agreement
Staffing and organization
Information exchange
Client flow
METHOD OF REVIEW
Review written agreement
Interview Job Service and SDA staff
Track number and results of referrals




22. WELFARE

AREAS TO RE REVIEWED
SDA/Welfare agreement

Welfare recipient participation rates
Information exchange and referrals

Plan for JOBS implementation in local area
METHOD OF REVIEW

Review SDA/Welfare agreement

Review written procedures

Interview staff of public assistance agencies and SDA
Track numbers and results of veferrals

Review JOBS plan

. EDUCATION
AREAS TO BE REVIEWED
Coordination to define at risk youth and satisfactory progress
Information exchange and referrals
METHOD OF REVIEW
Review correspondence or written agreements
Interview appropriate education staff
Track numbers and results of referrals

. ECONOMIC DEVELOPMENT

AREAS TO BE REVIEWED

Cooperative SDA/Econémic Development agreements

Procedures used to share local economic development and labor market
information

Information exchange:

— Listing of companies planning to relocate to the SDA

— Listing of companies anticipating expansion within the SDA

— Listing of planned or actual plant closings or reductions in force within
the SDA

METHOD OF REVIEW

Review written agreements

Interview staff of economic development agencies and SDA

Track results of any cooperative projects

. UNEMPLOYMENT INSURANCE

AREAS TO BE REVIEWED

Coordination agreement with the lscal Unemployment Insurance office
Procedures for timely information exchange and referral of Ul claimants
METHOD OF REVIEW

Review written procedures

Interview appropriate UI and SDA staff

Analyze number and results of Ul referrals

"
~.
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Summary of Oversight
Response Approach

Planning Response

Step 1: Identify specific performance measures needing improve-
ment through Performance Status Report.

Step2: Identifyprograms, contractors,or problems with target groups
which may be causing poor performance by using Worksheeis 4, & 6,
7, 8 and Y. Make allowances for varying client needs and service
strategies.

Step 8: Identify probable systems causing poor performance either
within the program or contractor or throughout the entire program
using the Oversight Response Summary.

Step4: Use the Systems Summaries to conduct a review of each area
identified above.

Step 5: Design, implement, and follow up on corrective action recom-
mendations.

In addition to correcting deficiencies identified through the “Over-
sight Response,” most SDAs engage in what is termed ..1e “Planning
(or Replanning) Response”. After exc.mining the results, they rethink
key policy decisions and initiate new policies :n such critical areas as:

e Who will be served?

JTPA funds are limited. SDAs must decide which groups of individu-
als will receive priority within JTPA and how JTPA will work with
other workforce readiness programs which serve similar populations.
Individuals who are enrolled in 2nother program may still be retained
in JTPA as well.

* What services and programs will be provided?

Taking into account the characteristics of the people who will be
served and the availability of other training and remedial programs
and services in the local area, SDAs determine the mix of programs
and services that will be offered with JTPA funding and how financial
resources "vill ke allocated.

* What arrangements should be negotiated with non-JTPA
service providers?

Increasingly, age ucies are working together so that the progrums and
services offered complement each other in such a way that the client
receives the optimal combination of services. This could range from
having existing education agencies provide remedial education while
JTPA provides occupational training to having social service agencies
provide childcare or health services which are needed to make a client
truly employable.
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Adjustment Variables

* What will be'acceptable performance standards?

In addition to the minimum standards established by DOL and the
governor, SDAs may uc.clop additional performance guidelines or
request waivers of state standards when appropriate.

The performance standards system, while establishing accountability
for such policy and planning decisions, does not usurp this important
local policy making role. In fact, one of the strengths of the perfor-
mance standards system is that it does not reward or penalize SDAs
for these types of policy choices, but simply holds them accountable for
achieving performance standards which reflect those choices. SDAs
which allow performance standards to “drive’ the decisions in these
key areasrather than consciously establishing policies will quickly get
lost in a maze of variables and formulas at the expense of quality
programs.

Local policy makers should, however, have a clear understanding of
the mechanics of the performance standards system so that they can
be aware of the performance-related implications of their decisions.
The following list shows that 22 adjustment variables which affect the
computation of an SDA’s expected performance are directly influ-
enced by the SDA’s policy making and plauning decisions in the areas
noted above.

Influenced by SDA
Who is Served
1. Female
2. Age 14-15
3. Age 29 and under
4. Age 30-54
5. Age 55+
6. Student
7. Dropout
8. Less than High Scheol
9. Post High School Attendee
10. Reading below 7th grade level
11. Black
12. Other minority
13. All minorities
14. Offender
15. Unemployed 15+ weeks
16. Not in labor force
17. Handicapped
18. Unemployment compensation claimant
19. AFDC recipient
20. Long-term AFDC recipient
21. GA/RCA recipient
22. Previous Wage
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Not Influen DA
1. Unemployment rate
2. Percent of families below the poverty level
3. Annual earnings in retail/wholesale {rade
4. Population density
5. Employee/resident worker ratio
6. Three year growth rate in real annual earnings in retail/
wholesale trade
7. Employment in manufacturing, mnining and agriculture

Moreover, as can be seen on the “Effect of Changing Variables on
Performance Standards” chart, SDAs can determine precisely what
impact each of the variables will have on their expected performance.
The variables across from ea.i. f the performance standards are
listed in order of their significance. For example, the variable which
most significantly decreases t' adult follow-up employment rate is
the annual earnings in retail .nd wholesale trade. The next most
influential variable for decreasing this standard is the unemployment
rate. Of those that can be influenced by the SDA, the most influential
on this standard is the percent of dropouts.




Effect of Changing Variables on Performance Standards—PY90

(Listed in order of significance of impact)

RAISES STANDARDS LOWERS STANDARDS
PERFORMANCE STANDAF.D IF INCREASED IF INCREASED

Employment Rate— 1. Three Year Growth Rate
At Follow-Up

Annual Earnf ygs R/W Trade
Unemployment Rate
Employnient Mf. Mng. Agr.
Dropout
Not in Labor Force
GA/RCA Recipient
Long Term AFDC
. Black
. Unemployed 15 Weeks or +
10. AFDC Recipient
11. Other Minority
12. Reading Below 7th Grade
Weekly Earnings— 1. Population Density Family Below Poverty Level
At Fullow-Up 2. Annual Earninins /W Unemployment Rate

Trade Handicapped
3. Three Year Growth Rate Female
4. UC Claimant Age 55 and Above
5. 30-L4 Years Old Dropout
Black
Empl/Res Worker Ratio
Unemployed 15 Weeks or +

 ad——F -
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Employment Rate— 1. Three Year Growth Rate
At Follow-Up

Annual Earnings R/W Trade
Unemployment Rate
Employment Mfg. Mng. Ag:
Dropout

GA/RCA Recipient

Female

Black

Not in Labor Farce

Other Minority

. Unemployed 15 Weeks or +

. Long Term AFDC

Weekly Earnings 1. Annual Earnings R/'W . Pamily Below Poverty Level

At Follow-Up 2. Population Density . Female
3
4
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1
2
. Three Year Growth Rate 3. Dropout
. Post H.S. Attendee 4. Age 30 and Above
5. Black
6. Reading Below 7th Grade
7. EmpVRes Worker ratio
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Effect of Changing Variables on Performance Standards—PY90

(Listed in order of significance of impact)

LOWERS STANDARDS

RAISES STANDARDS
PERFORMANC? STANDARD IF INCREASED IF iNCREASED
Y Entered Employment 1. Post H.S. Attendee i. Unemployment Rate
0 Rate 2. Three Year Growth Rate 2. 14-15 Years Old
3. Dropout.
u 4, Offender
T 5. Student
H 6. Reading Below 7th Grade
7. Not in Labor Force
8. Black
Employability 1. Unemployment Rate
Enhancement 2. Student
Rate 3. Not in Labor Force
Entered Employment 1. UC Claimant 1. Unemployment Rate
D Rate 2. Posu:lS. Attendee 2. Family Below Poverty Level
3. Age 55 or Older
I 4. All Minorities
S 5. Dropout
L 6. Handicapped
7. Female
g 8. Unemployed 15 Weeks or +
A
T
Elr———m o e ]
D Average Wage at 1. Previous Wag , 1. Female
Placement 2. Annual Earning R/W Trade 2. Aga 55 orOlder
3. Three Year Growth Rate 3. Unemployed 15 Weeks or +
4. Post H.S. Attendee 4. Handicapped
5. Age 29 and Under
6. UC Claimant
7. Dropout
8. All Minorities
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Follow-up Response

It is important to note that the impact of specific variations on the
overall standard is not, in most cases, substantial. The cumulative
effect, however, can significantly change the local SDA standards.

Familiarity with the dynamics of the performance standards system
will enable SDA staffto examine how local factors are shaping current
expected performance and to determine what effect program modifi-
cations would have on future expected performance levels. By follow-
ing the “examining impact” instructions on the next page and using
Worksheets 13, 14, 15 and 16, an SDA can identify the extent to which
each factor is increasing or decreasing its expected performance
levels. Users should also compare local values with extreme factor
values detailed in Section G of the Department of Labor’s Training
and Employment Information Notice No. 3" -09, dated May 29, 1990.

The value of this exercise is in understanding how local factors have
shaped current expected performance levels, not in determining the
extent to which the SDA has deviated from the national averages.

Once an SDA has completed the type of analysis recommended in this
guide, it may consider changes in program design or emphasis for the
balance of the program year. The Baseline Program Review conducted
in Section II provides valuable information for this replanning effort.
Obviously any new program emphasis should be based on what has
worked best, for what groups, and at what cost. By following the “dry
run” instructions on the next page and using Worksheets 13, 14, 15
and 16, SDAs will be able to determine precisely what effect these
various policy and planning options would have on their expected
performance levels.

For the first time, JTPA programs fur adults are being measured
based on what happens after these adults leave JTPA. This calls for
program operators to look, for ‘he first time perhaps, at such factors
as:

* What ~auscs people to remain or not remain employed?
* How does aparticipant’s experienceinJTPA relate to whathappens
afterwards?

Although there has been found to be a high correlation between the
entered employment rate and the follow-up employment rate, the fact
remains that some people remain employed while others do not; some
people get jobs on their own after termination. Although follow-up
data is required,.it is not required for 100% of terminees, or even
employed terminees, nor is a breakdown by program or target group
required. In addition, follow-up is only required at the 13-week point.
Some studies have found that employment status at the 13-week point
correlates well with longer-term employment, but this may or may not
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be the case for particular individuals or groups. In short, in order to
find out more about why people are and are not employed after
participation in JTPA, it may be necessary to either collect more
follow-up data or conduct special surveys or studies periodically. It
may be useful to obtain information from both the former participants
and their employers from time tc tir

Information shouldbe collected so that the SDA can be knowledgeable
about what factors seem to lead to continued employment and what
factors seem to be correlated with individuals leaving or being let go
from their jobs. These factors may include:

the wage or salary itself

wage or salary increases, after how much time
the hcurs of work (e.g. day, night, shift-work)
fringe benefits, especially health benefits

ease of getting to and from work (transportation)
quality of supervision received on the job
success of childcare arrangements

kealth of the individual

houzing problems

other personal problems/situations

feeling of being appreciated

preparation for the job, in terms of skill
suitability of the work environment

The information must be analyzed to see if there are trends or if there
are particular employers that seem to be more and less successful with
former participants. Depending on the information, the SDA may
want to change some of its programs or services, institute new
programs or services or even begin to provide or arrange for services
to employers. These additional services can range from an earlier
follow-up with individuals, for example a 4-week follow-up, to assis-
tance to employers in training them in supervisory techniques.

7]
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™Y 90 Performance Standards Worksheet—Adult
Variables National Actual Percent Standards Galculations
Percent Terms | of Terms (Actual - National x Weight)
TotalTerms | | Follow-Up Employment Rate Follow-Up Weekly Earnings
Female 57.1 B 470
Age 30to 54 52.0 ---- __ +.509
_ _Agesss: B 3.5 o | ~  +.468
Black 24.6 ] ' -.091 =310
Other Minority - 11.7 L -.041 -
~ Dropout 25.2 B -137 =355
S Reading < 7th Gr 27.0 L -.033 e
|___Handicapped 10.9 o ~ -562
____UC Claimant 7.9 A . +.89%4
Unempl 15+ 46.9 o -.081 -.05%
Not in Lbr Force 15.7 L -.125 N -
Long Term AFDC 10.0 R -.094 -
~_AFDC 25.7 L -.058
GA/RCA 5.0 - - 111 -
" Unemp Rate 59 ) -377 7 -e3m [
Annual Earn RIW 135 | 392 | T 43.078
Pop Density 7 +3.139
Emp/Res Ratio 98.1 T -.231
Fam Below Pov 9.7 -.954
3 Yr Growth Rate 1.1 T " +.208 +1.718
" "Emp Mig/Mng/Agr | 234 |~ T -146 ) - - e
Net Effect of Variables
National Departure Point 62.0 | 204.00
Local Expected Performance
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PY 90 Performance Standards Workshect—Welfare

Variables National Actual | Percent Standards Calculations
Percent Terms | of Terms (Actual - National x Weight)
Total Terms | ] Employment Rate Weekly Earnlngs

Female 795 B -089 | _ -.642 A

Age 304_ ... 506 L R i =374 A

Black .. 325 . 3 _...=089 | _ -315 e
__Other Minority __ 108 -.051 — _ -

Dropout ) 294 o112 -.380 g -

Post H.S. 204 +.308 o

Reading < 7th Gr 30.0 . - -2.33 N

Long Term AFDC 33.0 _ ~ -,028 )

GA/RCA 129 . . -092

Unempl 15+ 568 L =044 .

Not in Lbr Force 22.8 -.086 .

Unemp Rate 59 =547

Annual Earn R/W N 13.5 B - 754 +3.646 1 .

Pop Density o g . e L +3.266 |

Fam Below Pov._ 87 L - -773 N

3 Yr Growth Rate 1.1 L _+.347 _ +1.786

Emp Mfg/Mng/Agr 25.4 -.262

Emp/Res Ratio 98.1 -.195 e

Net Effect of Variables
National Departure Point 51.0 182.00
Local Expected Performance
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PY 90 Performance Standards Worksheet--~Youth

Veriables National Actual Percent Standards Calculations
Percent Terms | of Terms (Actual - National x Weight)
Total Terms i Entered Employment Raie Emp. Enhancement Rate
Age 141015 . 8.1 . . . -516 I R
_Black 2726 . -.032 e e .
Dropout 258 -155 . e I
Student 440 - -.113 . +.281
Post H.S. 58 . o +.369 N o
N Reading < 7th Gr 340 - L -.103 . -
® | ____Otfender 66 -.131 _ -
____Notin Lbr Force 443 3 -.078 . +.095
Unemp Rate 59 | _ -1.069 R +.887
3 Yr Growth Rate 1.1 o +.316 -

Net Effect of Variables
National Departure Point 45.0 33.0
l.ocal Expected Performance
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PY 90 Performance Standards: Worksheet—Dislocated

Variahles National Actual Percent Standards Calculations
Percent Terms of Terms (Actuai - National x Weight)
Total Terms [ | Employment Rate Wage at Placement

Female 40.5 o -.019 - .0101 e
___Age 29 and under 23.0 . _ . ...=:0050 . —

Age 55+ 8.0 . -.110 -.0079

All Minorities 29.0 B N 078 | o -.0028

Dropout 16.0 R -.078 .0038

Post H.S. 31.0 B +.033 +.0051

Handicapped 3.0 I -.052 -.0072
____UC Ciaimant 470 . B +.035 -.0040

Unemp 15+ 42.0 L -.013 ) . =.0076 1 _

Previous Wage 8.6 +.5034

Unemy Rate 5.9 -2.564 -

Fam Below Pov 9.7 -.405 A -

Annual Earn R/'W 13.5 +.1279
____3Yr Growth Rate 1.1 ~ D Y +.0300

Net Effect of Variables
National Departure Polint 64.0
Local Expected Performance
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Section IV:

Conclusion

Clearly, the Performance St..ndards system has evolved over the last
eight years. The performance measures and standards currently in.
use reflect the recoonmendations made in two important reports, both
issued in 1989.

The first study, “Evaluation of the Effects of JTPA Performance
Standards on Clients, Services and Costs” was conducted by the
National Commission for Employment Policy. The study concluded
that federal and state policies related to performance standards have
both intended and unintended effects on client mix and level of service.

The study recommended certain revisions to eliminate the unin-
tended effects of these policies. Overall, the study found the impact of
the standards to be positive, and consistent with congressional intent.

The second report, “Working Capital: JTPA Investments for the 90’s”
was issued by the JTPA Advisory Commitiee The report recom-
mended significant revisions to the performance standards system,
many of which have been made for PY 90. These include the elimina-
tion of cost standards and the reduction in the number of standards.

What does the future hold? The policy dir ectlons for JTPA certainly
involve:

e Targeting those most at risk. Information is now being collected on
the number of individuals who lack a significant work history, who
are hom ~less, and who have multiple barriers to employment. In
additior Governors may not use cost standards as a basis for
making incentive awards.

* An emphasis on training investments that will have an impact in
the long run. The stundards for adults involve only follow-up
measures. Employability enhancements for youth are equal in
sitatus to job placements. Information will be collected on the
number of weeks in training.

* Promoting skill attainment. New information will be reported for
adults and youth on achievement of a major level of education and
attainment of basit education and occupational skills. Dropout
prevention is recognized as a valid outcome for youth. Several of the
employability enhancements for youth include length of participa-
tion requirements as a means of validating the enhancement.

* Fostering coordination. The JTPA system must work with the
education system todefine “at-risk” youth and “satisfactory progress”
in school. Participants can remain enrolled in JTPA while enrolled
in non-JTPA-funded training.

£S5
48




While the focus and mechanics of the performance standards ~yst~—
will change, performance management will continue as an integ.al
part of public job training policy.

Performance standards are not “the” solution to effective JTPA
planning and management but rather one of several tools available to
administrators to improve performance. The ch:allenge to locai pclicy
makers is to use performance standards to guide the development of
programs which will meet the needs of the eligible population and
business commurity.

In order to work eftectively with performance standards, an SDA must
have a clear vision of its role in the community. The key policy issues
related to who is served, with what types of JTPA programs and
services, in conjunction with what other agencies, are important
building blocks in establishing the foundation for planning and
management decisions. Since the performance standards model ad-
justs an SDA’s standards according to who is served, the degree of
difficulty in meeting the standards should be the same, regardless of
who is served. For local policy makers who fail to establish this
foundation, performance standards can become a “numbers game”
unrelated to the mission and purpose of JTPA in a community. With
a proper foundation, performance standards can assist policy makers
and program operators to have an effective program.

it
49
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