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What does the report card show us about the workforce development

system?

The report card shows program activites and employment outcomes for individual programs, as well as
aggregate results to get a sense of how at least a large portion of the workforce development system is
operating. In addition, each of the metrics in the report card can be broken out by the participants’ educational
attainment, gender, region, homelessness status, and race. These breakdowns tell us who the programs in the
report card are reaching, and they tell us whether outcomes differ based on demographics.

This report explores highlights of the report card. The full report card is available online at
mn.gov/deed/performance.

— The programs in the report card have very different target populations and program strategies. This
translates into a fairly large spread in terms of average cost per participant.

— Based on report card data, we know that wage rates tend to stay unequal along race, gender, region,
and education, before and after program participation. However, programs appear to have an initial
equalizing effect on employment rates and employment quality measured in terms of full-time status
and job stability. This effect is only initial, as retention rates for three and eight quarters after program
exit revert to the same disparities.

Page 2



— We also know that participants sort (or are sorted) into occupations and industries along gender and
educational attainment lines. What the data cannot tell us is whether this is a positive, negative, or
neutral outcome for participants.

Finally, some economic news stories are too big not to make an appearance in the report card, if you know what
to look for: the Iron Range mining layoffs have a unique impact on regional employment profiles.

What longer term outcomes are reflected in the report card?

The report card tracks outcomes for two years after program exit with three snapshots: any employment in the
first quarter after exit, consistent employment for the first three quarters after exit, and consistent employment
for the first eight quarters after exit. Consistent employment is defined as working every calendar quarter.

Employment outcomes appear consistent across cohorts, with 80 percent
gaining initial employment and 60 percent retaining consistent
employment for two years

80% 81%
78%
71% 72%
60%
SFY14 SFY15 SFY16
e % Employed First Quarter % Retained Employment for Three Quarters

% Retained Employment for Eight Quarters

We would expect some wage increases for participants in the first two years of their new job, but the aggregate
wages shown in the report card are complicated by the fact that they do not follow a single set of workers. To be
included in the first quarter median wage, a worker needs only one quarter of employment, but to be included
in the eight quarter median wage, a worker needs to be employed in each of the eight quarters.
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Initial wages for successive cohorts is rising, but longer term wage trends
among those who retain consistent work are less clear

$18.44 $16.82 -
$17.22 $18.90
$16.31 $16.73
SFY14 SFY15 SFY16
e \edian Wage First Quarter Median Wage for Three Quarters ==@=Median Wage for Eight Quarters

How many participants complete training and earn a credential?

Just over two-thirds of participants engage in some sort of training while enrolled in a workforce program, and
most of those successfully complete their training course. Only about a third of participants exit the program
with an educational credential, however. Why is this so much lower than the training completion rate?

Much of the training offered through workforce development programs is short term and not attached to a
recognized credential. Training must be shown to increase the participant’s employment likelihood, and many
training programs fit that bill without offering a degree or certificate, such as seminars in a specialized software
commonly used in the participant’s target occupation.

The slight decline in training and credentialing rates reflects a decline in
rates in the largest program, Dislocated Worker

71% s 68%
0
64% 63%
58%
39%
35% 32%
SFY14 SFY15 SFY16
e % of Participants Enrolled in Training % of Exiters Successfully Completed Training

=% Of Exiters Earned a Credential
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What could be the cause of this decline? A likely explanation is the improving labor market. Participants tend to
have a strong preference to get back to work, if work is available, rather than going back to the classroom, which
for many has been decades removed from their lives. While programs can and do pay for much of the direct cost
of training, the indirect cost of forgone wages is too high for many participants to bear.

The decline in training appears to be concentrated in the most common
field of training: Management, professional, and related

4,518

4,334

3,778
1,750
1,668 1,308
’ 1,146 ’
1,335 975 1 964 1,167 | 1,189
. 735 790 833
Service Sales and office Production, Natural resources, Management,

transportation, and construction, and professional, and

material moving maintenance related

W SFY14 mSFY15 mSFY16

By far the most common field associated with participants’ training programs is Management, professional, and
related. Included in this category would be training for higher-skilled healthcare jobs like registered nurse
(lower-skilled healthcare jobs such as home health aides, for instance, are included in Service) or project
management courses. The decline in training in this field could signal that these training programs are more
common among workers “upskilling” in their current field rather than changing industries altogether—we would
expect these workers to be the first to forgo training as the labor market improves.

We have full eight quarter outcomes for only the earliest cohort—those served from July 2013 to June 2014. For
this cohort, completing a training program does appear to have a positive impact on employment rates and
wages, even two years later. Importantly, this is correlation, not causation. It could be that the participants who
were inclined to engage in training were going to go on to earn higher wages anyway (perhaps the drive to learn
and challenge oneself is rewarded independently in the labor market). However, a causal claim regarding this
same result can be found in the Net Impact study of January 2017 for earlier cohorts in these same programs.!

1 This report is available on DEED’s website at http://mn.gov/deed/about/what-we-do/agency-results/perform-
measures/net-impact.jsp.
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Wage Increase from Training

$1.50

$1.00

$0.50

$0.00

Participants in the SFY14 cohort who successfully completed training earn
slightly higher wages and have higher rates of employment and retention,
even two years later

4 4
$0.99 3
$0.81
$0.23
First Quarter Three Quarters Eight Quarters
Axis Title
 \Wages (S) Employment (Percentage Points)
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How do trends vary across participant demographics?
This section hones in on the cohort of participants served in SFY16 to explore current demographic trends.

Highlights of trends by education level
By breaking out the report card metrics by eduational level at the time of enroliment, we see stark differences in
prior work history.

Higher educational attainment is associated with working full
time at a single job prior to enroliment

6% 8%

16%
27%
26%
31%

36%
15%

15% 42%

13%

52% 11%

45%
35%

20%

College Degree Some College HS Diploma or GED Less than HS Diploma

B FT work, single job B FT work, multiple jobs  ® PT work  ® No work

Median wages prior to enrollment strongly reflect educational

attainment
$31.18
$19.07
$14.72
I $11.69
College Degree Some College HS Diploma or GED Less than HS Diploma
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The attainment of some college, even if not a college degree, appears to open the door to Management,
professional, and related training for participants in workforce development programs. Participants with lower
educational attainment are relatively evenly dispersed by occupational training group.

Participants with some college or a college degree are clustered in
Management, professional, and related training programs

1,794

1,257

579 573
457 333 382 376 310 439
208
149
| EEEST R | B | E
[ ] - - —

48
Service Sales and office Production, Natural resources, Management,
transportation, and construction, and professional, and
material moving maintenance related
M College Degree  m Some College  m HS Diploma or GED Less than HS Diploma

In the first quarter after exit, employment patterns across
education levels are more equal than they were prior to
enrollment

18% 18% 20% 259%
20%
o 25% 27%
26%
13%
14%
14%
15%
49%
43% 399% 210,
College Degree Some College HS Diploma or GED Less than HS Diploma

B FT work, single job B FT work, multiple jobs  ® PT work  ® No work

If patterns from earlier cohort appear in this more recent cohort, we can expect employment retention rates to
show stark differences by education level. Among the SFY14 cohort, 20 percent of college degree holders
retained full-time work with a single employer for eight quarters, compared to just 6 percent of participants
with less than a high school diploma.
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Highlights of trends by gender

Employment rates by gender are very similar, but wages and occupations are not.

Women are slightly more likely to work part time and slightly
less likely to work full time at a single position

11% 11%

34% 29%

14%
15%

1% 47%

Female Male

B FT work, single job FT work, multiple jobs ~ ®PT work  ® No work

Prior to enrolling, women earn 80 cents for every dollar men
earn

$24.58

$19.63

Female Male
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Choice of training courses reveals gender-based sorting

2,218
1,559
1,134 1,008
720 706

201 l 244 180 127
| _—

Service Sales and office Production, Natural resources, Management,

transportation, and construction, and professional, and
material moving maintenance related

B Female Male

Gender-based sorting into occupations is a well-documented reality in the American economy. Although there
are reasons to think this sorting signals inefficiencies in the labor market, workers may still be maximizing their
own individual utility when taking into account scheduling flexibility and childcare responsibilities.?

The report card shows the median wage change from the wage earned prior to enrollment to the wage earned
after exit. It is important to evaluate this metric separately for participants who were employed prior to
enrollment and for those who were unemployed. Gender differences here could simply reflect that wage gains
are easier for populations that start out with lower wages, as women do, or it could signal that women are
actually benefiting more from the programs.

As of the first quarter after exit, female participants tend
to have greater wage gains (or lower wage losses) than
male participants

$10.49 $9.32

$(1.73)
$(3.93)

Employed prior to enrollment Not employed prior to enrollment

H Female Male

2 For more on this, see a recent summary of the literature, “What is the gender pay gap and is it real?”, from the Economic
Policy Institute at http://www.epi.org/publication/what-is-the-gender-pay-gap-and-is-it-real/.
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Highlights of trends by race and ethnicity

The report card has three different options for exploring race as a participant characteristic: broad racial
categories, more detailed ethnic categories based on immigration status and language spoken, and gender
within the White community and all communities of color together. The trends illustrated here will be familiar to
those following racial disparities in Minnesota.

Among non-White cultural groups, Asian participants have the highest full-time
employment rates

0, 0,
16% - 29% 12% - 21% 13% 17%
35%
27%
46% 26% 40%
46%
’ 37% 41% L6 29% 6
0,
17% 14% 47%
17% 12%
19%
24% 0 45% 44% o
o o 34% 26% 6%
22% 14% 18% 12%
US-born Black Somali African US-born Asian ~ Hmong Asian US-born Hispanic or American
or African immigrant immigrant, immigrant  immigrant,  Hispanic or Latino Indian
American not Somali not Hmong Latino immigrant

B FT work, single job B FT work, multiple jobs  ® PT work  ® No work

Prior to enrollment, White women earn 80 cents, men of
color earn 48 cents, and women of color earn 44 cents for
every dollar earned by White men

$28.85
$23.01
White men White women Men of color Women of color

Once in the program, differences by race are apparent in patterns of training engagement.
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Management, professional, and related training programs appear to display
a unique attraction based on race rather than gender

1,699
1,142
691 e0
443 425 446 437 417”19
295 269
89 112 119 125 83 . 97 l 60 l
Service Sales and office Production, Natural resources, Management,

transportation, and construction, and professional, and

material moving maintenance related

B White men B White women B Men of color Women of color

This pattern of training program choice may reflect underlying educational disparties between White
participants and participants of color, as we have already seen Management, professional, and related training is
concentrated among those with at least some college.

White participants are the highest earners after program exit, despite
having the largest decline in median earnings relative to prior to

enrollment
$26.05
$20.89 $15 90
515 v $14 86 $15.75
$14.01 $12.97 .
I I I I I [ 30I
White Hispanic or Latino Black or African Asian or Pacific American Indian
American Islander
B Median wages prior to enrollment ® Median wages in first quarter after
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Highlights of regional trends

Minnesota’s regions face unique labor market challenges. In the time period covered by this report (July 2015 to
June 2016), one prominent trend was layoffs in the Iron Range’s mining industry.® Workforce development
program participants in the Northeast were much more likely to have had full-time, single-employer, high-wage
employment prior to participation.

Prior to enrollment, participants in the Northwest have
the lowest employment rates

Bl " 6% 10% [N 8% 14%
24% 22%
29%
31% 34%
13% 36%
17%
44% ’ 15% 16%
16%
61%
9% 0
49% 43% 42% 35%
23%
Northwest Northeast Central Twin Cities Southwest Southeast
Metro
B FT work, single job FT work, multiple jobs B PTwork H No work

Wages prior to enrollment are highest among participants
in the Northeast

$29.27
$23.10
$18.92
516.22 $15.39
] I I I
Northwest Northeast Central Twin Cities Southwest Southeast
Metro

3 For a recent news analysis of this story, see “Laid off for 18 months, Iron Range mineworkers prepare for uncertain
future”, Minnesota Public Radio, 28 Nov 2016, at http://www.mprnews.org/story/2016/11/28/laid-off-for-18-months-iron-
range-mineworkers-prepare-for-uncertain-future.
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A comparison of first quarter median wages by training
completion reveals counterintuitive trends in the

Northeast
$28
$18
$17 $17 ¢16 $17
] l I I I I I 1 l 1
Northwest Northeast Central Twin Cities Southwest Southeast
Metro

B Completed training M Did not complete training

In the Northeast, workers who did not complete training through their program actually earned higher wages in
the first quarter after exit than those who did—the result of laid off miners returning to the industry rather than
retraining in a new field. We will need more time before we see these workers’ retention rates.

The industries of first quarter employment reveal mining in the Northeast,
professional services in the Twin Cities, and healthcare in the Southeast

4% 2%
8% — I 5% . 7% .
B o 20% 11% 19%
17% ’ 19%
12% 6%
’ B 7 19% - 19%
14% 8% 21% 22%
0,
18% 19%
37% 29% 209 A47%
32% 43%
0,
20% » 25% 17% 16%
(]
Northwest Northeast Central Twin Cities Metro Southwest Southeast

B Professional and Information Services M Education and Health Services
M Trade, Transportation, and Construction m Manufacturing
B Public Administration or Other Services ® Leisure and Hospitality Services

W Natural Resources and Mining
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What programs are included in the report card and how do they differ?
The programs captured in the report card have key differences in target populations and training strategies.

Table 1. Select demographics, by program, among participants served July 2013 to present

Has a
Has a Immigrant/  Criminal People
Disability Homeless Refugee Record of color
Customized Manufacturing Trng Program 4% 10% 40%
«» Dislocated Worker Program 6% 0% 3% 3% 18%
E Low-Income Worker Training Program 9% 32% 8%
§° Pathways to Prosperity 10% 11% 20% 17%
% WIOA Adult Program 8% 4% 11% 9% 38%
Women in Nontraditional Jobs Program 8% 28%
«» American Indian OIC 9% 14%
§ Latino Academy TTOIC _
5 ™ol
S Northwest Indian OIC 15% 18%
§ RESOURCE Inc 21% 21% 38%
# Summit Academy OIC 22%
é’ Twin Cities RISE 16% 7% 40%

YWCA St Paul

Table 2. Prior employment and training patterns among the SFY16 cohort, by program

Median wages Percent of
Percent prior, among Percent exiters who
employed those engaged in earned a

prior employed training credential

Customized Manufacturing Trng Program
Dislocated Worker Program

(7]
g Low-Income Worker Training Program
§° Pathways to Prosperity
S WIOA Adult Program
Women in Nontraditional Jobs Program
« American Indian OIC
§ Latino Academy TTOIC
5 b 54% $10.38 0% 0%
g Northwest Indian OIC 59% $9.89
<& RESOURCE Inc 49% $11.67
£  Summit Academy OIC $11.29
.%’ Twin Cities RISE 59% $10.95
YWCA St Paul $12.77

Page 15



By statute, all state-funded workforce development programs administered by DEED’s Commissioner are
included. Two programs specifically named in the statute—Minnesota’s Family Investment Program and Adult
Basic Education—are not administered by DEED’s Commissioner. DEED is working with the agencies responsible

for those programs to include them in the next report.

How much do the programs in the report card cost?

What are the costs associated with a typical workforce development program? Major costs include the cost of
training (whether provided directly or paid as tuition to an educational organization), the cost of staff time
working directly with clients, and the cost of any financial support provided to clients (such as gas vouchers or
tools needed to start a new job). In addition, any organization requires basic administrative costs to function
effectively, such as IT support, printing supplies, and rent. All of these costs are included in the program costs

presented here.

Generally, funds appropriated by the Legislature can be spent over multiple years. We present the amounts
actually spent in a given fiscal year.

Understanding the impact of co-enrollment with other DEED programs
Co-enrollment refers to when a person is actively involved and enrolled in two separate programs. This can be
an effective way to serve someone if a second program can provide a unique service that will help make the

participant successful.

Some DEED programs actively encourage co-enrollment, while the practice is rare with other programs.

Table 3. Co-enroliment rates by program
Percent of participants co-enrolled in any other

workforce development program reported to DEED

Northwest Indian OIC 48%
Low-Income Worker Training Program 47%
Summit Academy OIC 35%
RESOURCE Inc 34%
Pathways to Prosperity 26%
Women in Nontraditional Jobs Program 26%
American Indian OIC 24%
WIOA Adult Program 21%
Twin Cities RISE 17%
YWCA St Paul 17%
Customized Manufacturing Training Program 15%
Latino Academy TTOIC 3%
Dislocated Worker Program 3%
MDI 0%

Co-enrollment complicates cost accounting because when programs use multiple sources of funding to serve the
same participant, they appear to have a lower cost per participant when looking at a single source of funding.
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In a simplistic case, when a participant is co-enrolled in two different programs, both programs would bear half
of the total cost of training and supporting that person into employment. If all participants in a given program
are co-enrolled in a second program, that program will look half as costly as if no participants were co-enrolled.

Understanding the impact of non-DEED funding
Similarly, some programs and providers co-enroll participants in programs funded by federal or private sources
outside DEED’s scope. DEED is not able to track this type of co-enrollment.

Wherever this is true, we are not capturing the full program cost, so programs look less costly than they really
are.

Program costs in SFY16

The report card shows total administrative spending (broken out by DEED and local program provider spending)
in addition to the total program spending, and a cost per credential in addition to the cost per participant. We
present just the highlights here.

Table 4. Total program cost and cost per participant, State Fiscal Year 2016

Participants Cost Per
Total Program served in Participant in
Spending in SFY16 SFY16 SFY16
(All Programs and Appropriations) $51,162,515 18490 $2,767
Customized Manufacturing Training Program $157,967 39 $4,050
€ Dislocated Worker Program $40,524,257 12980 $3,122
%} Pathways to Prosperity $3,585,041 1624 $2,208
& WIOA Adult Program $9,682,743 997 $9,712
Women in Nontraditional Jobs Program $304,962 121 $2,520
., American Indian OIC $125,000 81 $1,543
‘5 Latino Academy TTOIC $105,539 981 $108
T MDI $494,704 40 $12,368
g’ Northwest Indian OIC $124,996 546 $229
<% RESOURCE Inc $337,867 103 $3,280
£ Summit Academy OIC $125,000 216 $579
-g Twin Cities RISE $199,000 177 $1,124
YWCA St Paul $364,738 76 $4,799

* The Low Income Worker Training Program does not have SFY16 costs available at the time of this printing.

Total program spending, and program spending per participant, vary widely across program. In total, programs
spent over $50 million with an average cost per participant of under $3,000.

Program costs for SFY14 and SFY15 are available in the online report card.
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