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1.1 OBJECTIVES

The purpose of this final report is to present the Productivity Measure-=
ment System (PMS) for State Employment Service Agencies (SESA). The
system as presented represents an effective and feasible means for

measuring SESA productivity.

The productivity measure currently used by the Research Allocation Formula
(RAF) is placements. The purpose of the PMS is to identify and weight
to better define the

additional measures of productivity in an effort
output of SESA. A measure which considers, along with placements, addi-
tional measures of produectivity will serve as a better reference point
from which to allocate agency resources. It will also serve as a more
reasonable basis for comparison of performances across state or local

ffices and will better assist in identifying where particular emphasis

o

may be exerted to improve specific operations.

1.2 SCOPE

The system is designed to address the Employment Service operation as
one which has exprassed goals. Since the key to the relative importance
of one activity as compared to another is the weight placed on the out-
put of that activity by the agency, the system will only be effective

to the extent that the agency can define what it wishes to accomplish.

From this perspective the implementation of the PMS itself may be

viewed as a positive management goal, that is, a stimulus to the better

definition and achievement of agency objectives.

Glven that the objectives, as defined, are accurate and adequate and
that the weighting process acceptably reflects USES priorities, the PMS
is an accurate representation of the production of SESA operations.

Within the PMS the relationship of inputs to outputs is established

(o

O
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directly, and outputs are related to objectives by first de
quantitative measure of each output and by subsequently ass

equitable weights to the quantitative measures.

1.3 BACKGROUND

The USES currently employs as a basic productivity measure

binations of placement "success" as computed by the RAF. B

ieni

various com-

several weaknesses within this current formula it has been ar

some states, particularly those serving large urban areas,
receiving an equitable share of the total EmplcyﬁEﬂt Servie

There have be=sn e

S themselves. Most notable among

y
-F. Shelley=" (USES) and by Dr. Fred Englande

b
New Jersey).= Findings and recommendations from these srudies generally
h L tion

indicate that the current system is inequitable and require

d
Modifications such as those suggested within these studies
constrained by the nature of the RAF-- that is, although th
were initiated to examine the RAF, both studies limited the
tions to the realigmnment of resource allocations within the

framework.

The RAF, however, has the underlying problem of only eredi

with a portion of their productive effort. Labor exzhaﬂgé
short of placement, legislated activities, and other SESA °
clearly aligned with the basic agency objectives are not co
within the formula. Since these additional efforts are per

evenly among the various offices, a measure of the output o

these st

r (State of

e tw
ir recommenda-

mm
basic RAF

ing SESA's
activities
unctions
nsidered
formed un-

£ such

activities must be integrated into the basic allocation formula if it is

to be made equitable.

1l/ E. F. Shelley and Cgmpaﬁy, Incorporated, Han ndbook for Analyz zing Local ES
Performance, Volume 4 (August 1, 1975.)
2/ Englander, Ph.D., An Evaluation of ]

2

8
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The premise for the development of the PMS, therefore, was to devise a

measure of productivity which is sensitive to the outputs of the total

1.4 STUDY RESULTS

The PMS5 has been develcped as a complete model. The study activity over

the past twelve months has served to:

. identify an acceptable set of agency objectives,

. define the system inputs to the agency activity, and

#

. relate the putputs to agency objectives.

The problem of
ment of specifi
report. The desired weighting for each output must ultimately be
established by USES for the system to be considered "operational''.
The system was given a limited test in two states. As a result of these

tests, the following refinements were made to the basic model.

1. A specific level of detail suitable for measuring inputs

and outputs was selected based on the availability of
data
2. A specific measurement plan for input data was developed.

3. A sampling plan was developed for th ollection of out-

w0
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5. The technique for weighting individual productivity ratics

" 6. A detailed and specific pilot test plan was developed.

1.5 ORGANIZATION OF THIS REPORT

The material in this report is organized into seven chapters. This
chapter, the Inzroduﬁtian reviews the purpose and background of the
study and discusses the organization of the fepcrt, Chapter 2 presents
a concise overview of the SESA Productivity Measurement System and in-
cludes a review of the Productivity Model structure, the technical
considerations involved in its construction, the input and output
measures that it utilizes, and other relevant aspects
Chapter 3 consists of a discussion of the measures of
that constitute the "denominator" of the productivity equation developed
in the system. This chapter includes a discussion of n
e

measures are classified, what data sourc

and administrative functions are allocated.

Parallel to Chapter 3, Chapter 4 discusses the measures of SESA output
used by the system. This chapter includes the definition and classifica-
tion of the measures, the data sources utilized, and a discussion of

the process of assigning values to SESA outputs. Chapter 5 pulls
together the various components presented in other parts of the report

and discusses the combining and weigh ng techni

que. Chapter 6 contains
a demonstration of the PMS based on the results of the pilot studies.
Chapter 7 discusses the requirements for implementing the PMS as an

ongoing system, -

1
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2.0 OVERVIEW OF SESA PRODUCTIVITY MEASUREMENT SYSTEM

2.1 INTRODUCTION

An overview of the SESA Productivity Measurement System is presented
within this section. The discussions are designed to be as brief as
possible yet to provide a complete overview of the system. While rele-
vant issues are addressed, detailed discussions and justificatioms

for choosing between alternative approaches have been omitted from this
chapter. Specific supporting detail can be found in later chapters

of this report.

Included in this chapter are discussions of the structure of the model,
the various input and output measurement details, the methodology for
weighting and combining model components, and significant implementation

considerations.

2.2 THE STRUCTURE OF THE MODEL

The SESA Productivity Measurement System uses the basic structure of
the production function, relating the resources consumed in the produc-
tion of each "product” produced by the "firm" to the volume of outputs
produced. The "firm" in this case is the individual SESA agency, and
the "product”" is a complex package of services that result from 5. .
activities. Defining the product as the sum of services or outputs

resulting from SESA activities or inputs, then:

Productivity =

The specification of the measures of SESA inputs is a relatively

traightforward task. Inputs include the amount of SESA staff time

w

evoted to each activity, and the amount of SESA resources devoted to

W
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capital equipment, supplies, and other non-personal services. The pro-
cess of detailing the measures of input in the production function is

relatively uncomplicated.

Measuring the outputs of SESA agencies is a more formidable task. For

SESA outputs, four categories of outputs are recognized. They include:

. applicant process outputs,
. employer process outputs, -
. placement. process outputs, and

- legislatively mandated process cutputs.

n of the four categories of outputs

Weights assigned in the aggregatio

are subjective and must be established through interaction between the
individual SESA and USES. Weighting considerations must include over-
all program objectives, agency objectives, and external variables at
the operational level. The weights given to the four components in the
aggregation process must alsc be influenced by the purpose for which
the PMS is to be used, be it a productivity/time comparison of an
individual cost center, an intrastate productivity comparison of
similar cost centers, or an interstate productivity comparison of

individual SESA's.

The entire process of performing SESA services can be defined as a

function of the four individual components,

P = KlESi + KEEEi + KEESE + E%E?é
fli Efj zlk ETE
where
P = Productivity measurs,
K1,2,3;4 = Weighting of components (policy weighting),
Di = Applicant process outputs,
0, = Employer process outputs,
Qi = Placement outputs,
Di = Legislatively mandated process outputs, and
I = Respective inputs.

i,j.k.2
L2
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Input can be determined by valuing the amount of time or other resources
spent for a specific activity. Output can be determined by an objec-
tive measurement of applicants and employers before-and after SESA
services are rendered, based on a determination of the value of the
services provided, in terms of dollars or a suitable proxy measure.

The aggregation of individual ?rgduﬁﬁivity‘gamponencS is based on a
weighting of the component according to the desired emphasis by USES

or according to specific external considerations. Input and output
measurements and component weightings are discussed in more detail in

Chapters 3, 4 and 5.

2.3 INPUT MEASURES

Considerable data d-scribing both time and cost expenditures 1is cur=

rently available within the SESA system. Difficulties arise in main-
taining the identify of inputs organizationally and functionally when
relating them to the specific outputs. Recognizing that the existing

SESA structure placed limitations on the conceptual framework for the

model, the study team set it aside and developed a structure solely

for the requirements of the model.

H

the model inputs are classified according to activities, where

3
['e]

tivities are defined as a segment of the SESA program consisting of
related treatments, services, or internal work products generated by
agency work. These activities are further divided into subactivities

to reflect a more specific work product level.

The entire spectrum of SESA activities is organized into three basic oy

functional areas. These inelude:

. Labor Market Exchange (ILME) functions which

are client specific,

LME functions which are non client specific,

and

o

]



. non LME functions.

Activities are then classified by the "elient' toward which the
activity is directed: applicants, employers, community/industry, or
other agencies. Such classifications facilitate handling various in-
put activities within the model framework. In total, over 110 separate
activities are identified. These activities are shown in Appendix év»

of this report.

measurement system concerns the actual units of measure. Available
alternatives include the measurement of manhours, equivalent positions,
dollar costs of personal services, and dollar costs for all services.
Examination of these alternatives indicates that the use of dollar
costs for all services as the input unit of measure is best suited

for the model. A discussZon of the impact that the use of these

alternative measurement units would have on the PMS is included in

Chapter 3.

2.4 OUTPUT MEASURES

The development of the output measures for the model employs a "valua-
tion" technique. In the "valuation" technique a subjective system of
measurement is utilized in order to "assign' a value for a specific

service rendered to a recipient based on the relationship of that

The conceptual framework of the valuation approach used in this appli-
cation is one which compares the individual to raw material entering
into a production system which has multiple outputs. As a basie ''raw
material" the individual applicant (or employer) has an identifiable
value when entering the gystém, This value will vary based on relative

employability (or propensity to enter a job order). Movement through



the:“pradugtian process'”" presumably will change this value. Because the
point at which the individual will drop off is unknown, the measurement
system must be capable of developing a value for treatments provided
"based on the increased marketability of the individual (or increased

propensity to enter a job order) after treatments have been provided.

The usefulness of treatments provided to an applicant by the SESA are
viewed as being p:ovidéd along a spectrum, at one end of which are
individuals with no skills, while at the opposite end are individuals
who are fully job qualified. For example, the only productive treat-
ment that is provided to fully qualified individuals is job placement.
For ﬂther\lndividuals an ever increasing range of activities can be

provided as they move toward the "no skill" section of the scale.

A similar treatment for employers is based on the familiarity of the
employer with the SESA operation. Using this concept, more credit is
awarded for job placements which required initial basic "selling" by

- - the SESA office. Credit is also provided for the development of job

openings from particular employers even in cases where the jobs went

unf}lled.

The "valuation" technique is also applied to those services rendered
outside of the normal production cycle, for example, the task of placing
clients or of matching jobs. These services must be arrayed and ordered
according to a subjective determination of their value to USES. The
validity of such determinations, while subjective in nature, can be

3/

supported by employing such techniques as "DELPHI"= in which an evalua-
tion is made by a group, and is systematically narrowed, based on alter-
native rankings by the group in order to arrive at a consensus of

opinion.

3! DELPHI pradggas concensus by requiriﬁg that an evaluation be conducted
through various stnarces, while feeding back interim results to the evaluators.
This technique does not require that evaluators participate as a group,
thus SESA managers can participate in the value development and increase
théif praPEﬂsity ;Qward acceptanca cf ttw= systemi See Andfe L Delbecq,

Elagniqgr(Glénv1ew, Lllin@is chtz, Earesmaﬁ and Campany, 1975.)




The system of valuation eliminates the possibility of double-counting
SESA outputs by using a cumulative measurement system. This means that
when an applicant enters the system witk an employability rating of

10 and is pfovidéd-with SESA services to raise him to a job-ready
level, he emerges as a job-ready individual with an employability
rating of 25. Whether or not he takes a job for which he is matched,
the net value added by the agency in his case is 15, (his final rating
of 25 minus his initial rating of 10). Since an agency supplies to

an individual the services he requires (as reflected in his initial

employability score), and since the person's initial (entering)
employability score is deducted from his final score, the possibility
of double-counting SESA outputs is eliminated. The same case may be

made for valuing employer services.

&

Since the most difficult task in the Productivity Measurement ¢

s
is the treatment of the process outputs, it is appropriate to discuss

such outputs in greater detail.

2.4.1 Applicant Process Qutputs

Applicant Process Qutputs are SESA outputs that affect the employability
of an identifiable individual and which contribute to the economic value
of that individual to an employer. A SESA client is assessed as having

a certain value to an employer when he enters the SESA office and is

‘judged to gain employment value as a result of receiving SESA services.

ability. For example; a scale that measures client employability
might include an assessment of such variables as language difficulties,
legal barriers to employment, work history and outlook, transportation,

and child care needs.

10
10



Conceptually, a client enters the system and is "rated" at whatever
score his current level of employability attains on the rating scale
adopted. The lowest score, zero, is assigned to a client who has none
of the desired employability attributes and who has not been afforc od
any'SESA services. The highest point attainable on this scale is that
of a job-ready individual, one who possesses all of the desired employ-
abllity attributes and/or who has received all of the relevant SESA

gervices.

2.4.2 Employer Process Outputs

Employer process out,uts are those services provided by a SESA that
enhance the movement of an employer toward the entry of a job order
to a SESA office. Any SESA activity that can be seen as encouraging
the solicitation, identification, classification, or delivery of an

eventual emoloyer job order is included in this output category.

similar to that used for SESA applicants. At one end of the measurce-
ment spectrum is an employer who has no awareness of SESA services

" and who has no contact with the agency. At the other end is the

state of employer awareness at the outset, measure the value of the
nEEdE§’SEfViEES, ard determine the net value added to that employer
as a result of SESA service provision. Again, the highest point attain-

able in this class of outputs is the entry of a job order by an employer.

L7
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2.4.3 Placement Process Outputs

Placement process outputs are those services provided by a SESA that
attempt to match, or achieve a match, of a job-ready applicant to an
employer job order. Thus, any SESA activity that can be classified as
the screening of applicants, the referral of applicants, the establish-~
ment of contacts for arranging interviews, or the like is included in’
this output Eatégér?. Placement activities result from matching a job-
ready individual to a job order. The identification of an individual
who matches a job fallsfdn one end of the scale, while verification

of job placement falls on the opposite end.

2.4.4 Legislatively Mandated Process Outputs

This category consists of SESA activities éhat are mandated by legisla-
tion but which do not directly relate to the placement functions. Thus,
for example, the function of making alien or immigrant certifications
is assigned a value using a numerical measure developed specifically

for this function.

2.4.5 A Schematic Illustration of the Qutput Measures

Exhibit 2-1, on the following page, presents an illustration of the
SESA Productivity Measurement System as used with hypothetical values

e for each category of SESA outputs. (The values shown have been selected
for illustrative purposes only and can be set at any level consistent with

ETA policy goals.) These values are: .

Process Qutputs Value Range
1 Applicant Process Duﬁputsﬁ 25 Podints 0=25
2 Employer Process Outputs 25 Points 26=50
3 Placement Process Outputs 30 Points 51-80
4 Legislatively Mandated _20 Points 81-100
Process Qutputs
Total Available 100 Points
12
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As can be seen on the left side of the exhibit, an applicant can have
any of several relevant services supplied (Exhibit 2-1; (1) Applicant
Process Outputs) and can progress along the continuum from any point ==
0 for an unqualified person or (perhaps) 10 for one who is more employ-
able -~ to 25, which is the score that represents a job-ready individual.
Parallel to this process, services can be supplied to emplover such

that they progress along the continuum pictured on the right side of

the schematic (Exhibit 2-1; (2) Employer Process Outputs). The highest
point along thiélséalé oceurs with an EmPlQYEELjGBAQEdEf- >Th35é two
series of SESA outputs come together with the placement outputs (Exhibit
2-1; (3) Placement Process Outputs). This is represented in the upper
center portion of the schematic, and 1s scaled from 50 points to 80
points, i.e., 30 points in this example are awarded to each agency for
each verified plac_ment. The remaining 20 points represent the legis-
latively mandated functions (Exhibit 2-1; (4) Legislatively Mandated
Process). These are measured independently of the other outputs and,
although they are displaved on the same schematic, they do not

necessarily follow in sequence to placements.

2.4.6 Measurement of Frequency of Output

Having identified specific values for each SESA activity performed, it
is necessary to identify specific frequencies for these activities
over a period of time. The two overriding considerations are the identi-

fication of a specific workload item and the ease in obtaining the count.

The identification of a specific workload item is often a difficult -°
task. For'example, Employer Outreach Activities are an important first
step in obtaining the job orders necessary for placements. However,
many outreach activities utilize mass techniques in which no specific
employer-SESA interaction takes place. Identification of a specific
output unit from such activities is impossible, while they do involve

intermediate outputs which impact on later operational activity. Thus,
20

14



ERI

Aruitoxt provided by Eic:

the value of their outputs can be subsumed in a later terminal output.

For example, "employer inquiries“ might be a logical terminal output

for most outreach techniques. éthér situations are not as difficult,
however. A logical unit of measure for counseling is "clients counseled".

The frequency of output multiplied by the value of the output may be

used to express the total value for that output over a period of time.

The other consideration in measurements of frequency of output is the
ease in obtaining the count. In establishing any system today, the
potential aucamétion of data retrieval must be coridered. A model,

no matter how sensitive, which-isrlabcr intensive in its operation may
not be so successful as a less sensitive but more highly automated sys-
tem. The investigation of existing systems which measure SESA outputé
included an examination of ESARS, state production report systems, and
other sources. The specific measures selected use a combination of
existing and newly established counts. In total, 47 measures have been
selected, of which 26 are from existing sources. A more detailed dis-
cussion of the considerations and alternatives leading to the selection:

of the output structure is found in Chapter 4 of this report.

2.5 WEIGHTING AND AGGREGATING MODEL COMPONENTS

The structure for the productivity model was introduced earlier. Such
structure is necessary in order to scale the relationships of the activi-
ties within the four components: applicant processes, employer processes,
placement processes, and legislatively mandated processes. The assignment
of points within these components, in turn, assigns a value for each
component. It is desirable, however, te have a method whiech allows SESA
administrators or USES to weight each componment in order to alter the
value of the components to reflect the program emphasis or to facilitate

theipafticular application of the model.

w1
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A significant justification for altering the weights of the model com—
P |
ponents is to adjust for "extermal variables". External variables can

be those specific economic conditions in which a SESA must operate.

" Altering component weights allows the SESA to adjust for specific condi-

- tions and to place emphasis on particular programs. For éxample, an

external condition of low job availability might make it advantageous
to increase the weight of the employer process productivity component
in order to increase the value for new job deralopment. Conversely,

high employment might make it advantageous to increase the weight for

~the applicant process productivity component to add emphasis for appli-

cant employability development.

The selection of the weighté for the model components can become a
part of the budget process in which various SESA's tailor their budgets
for the model. The model can later be used to monitor performance.

A more detailed presentation of the technique to combine and weight
productivity ratios is found in Chapter 5. An example of this technique
is shown in Chapter 6.

2.6 IMPLEMENTATION OF PMS

The SESA Productivity Model System as developed provides a system which
can be implemented at the lowest SESA cost center level with a minimum
amount of effort. A necessary step in developing a system suitable

for implementaticn throughout the SESA system was to conduct pilot tests

iﬂ‘EﬁD states. The states were selected fangﬁe tests in order to com-
prise an acéeptable fange of characteristics including agénzy structure,
economic and demographic characteristics, and other significant variables.
Results of the pilot tests and the necessary adjustments to. the model

are discussed in Chapter 6.

o
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techniques of data collection to be utilized and to develop a specific
work plan for the collection efforts. Work measurement techniques such
as waré sampling, time ladders, and job tickets are utilized in the
system to measure the amount of effort spent on the various SESA
activities. Also, existing and newly established workload counts and
'sampling techniques are used to identify the output ﬁﬁits. These

techniques are incorporated into an implementation guide for the pilot

testing of the Productivity Measurement System.

2.7 MODEL APPLICATIONS

The conceptual framework of the SESA Productivity Measurement System
(PMS) seeks to incorporate several specific features which could
greatly enhance its application in SF A operations. These features -

include the maintaining of the integrity of SESA functions and cost

Maintaining the functional integrity of the model permits SESA and USES
program analysts to utilize segments of the model to identify

specific problem areas in which productivity is outside the norm. Since
the model is designed for applications both internal and external to the
agency, analysts can also track productivity against time, by funetion,

for an agency. Furthermore, productivity car be noupared between similar

agencies, since their functional variations can ba isolated.

Maintaining the cost center integrity of the modei alows SESA and USES

i

e segments of the model to identify additional

(%]

program analysts to utili
specific problem areas. By tracking functional productivity by cost
center and making comparisons of time series data or similar cost center

data, specific problems can be identified.
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The separation of major areas of SESA and USES emphasis allows the
model to be utilized as a tool during the budget development process.
It can also serve as a means by which performance against that budget
can be monitored. It is well known that various SESA's feel their
unique situation accounts for the variations in the level of output
when expressed in terms of therinﬁﬁtsg While a rural area might have
little difficulty in maintaining 200 placements per man-year, a highly
urban area might find it difficult to place individuals at one half
that rate. PMS can be a useful tool in establishing realistic and
meaningful goals for an ageﬁgy,‘Sincé it can be tailored to the speci-
fic conditions under which the agency operates. In an agency where the

placement ratio is low with sufficient justification the agency could

negotiate a productivity objective for placements which is realistically
attainable through good management and which is acceptable to both

USES and the agency. This can be achieved through an adjustment of

the policy weights in the model to a weighting whiéh places less
emphasis on the placement process for the agency and more empﬁasis on
employer processes. This shift of emphasis would not reflect a shift

of resources, i.e., the agency would continue to strive for placement, but
rather a recognition that the placement ratio in that agency is not ‘
egmparablé to that of other =zencies. The modification of placement
objectives is akin to the chang= in objectives recently suggested by
both the Shelley and Englander scudies cited earlier. However. the

to make such changes than that offered by the RAF.

The option of negotiating policy weights allows the setting of a realis-
tic goal for the agency. For example, an agency with an historical ratio
of 100 placements per man-year might set a goal of 120. Through negotia-
tion with USES this might be raised to 140. Productivity can then

be monitored throughout the year and the agency administrators, having
participated in the setting of the goal and feeling the goal is attain-
able, will have a realistic objective. toward which they can apply their

24
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e applied internally as well. SESA

o

- management skills.- Thds sytem can

administrators can set specific goals for cost center managers through
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3.0 INPUT MEASUREMENTS

The SESA productivity model must include, as one of its basic components,
a means of identifying and quantifying those SESA inputs which result

in a given product. ASD did not constrain the definition of inputs to
fit the framEW§rk previously defined for SESA activities. The most
notable existing framework is that of the SESA Accounting System, the

functional activity codes.

Other structures were evaluated for use in the PMS as well. Although
four of the six structures considered were outgrowths of existing systems
or systems proposed to USES in the past, two new alternatives were
developed for this study. The structure of the two new alternatives is
diséugggd first, followed by a general discussion of all six alternatives.
The rationale for choosing the particular structure selected as a result

of this study is presented in Chapter 6.

3.1 ACTIVITY AND SUBACTIVITY INPUT STRUCTURES . ...

o

efore discussing alternative classifications of SESA activities it is
i

appropriate to define several frequently used terms.

Lity: A segment of a program consisting
of related treatments, services, or internal
work products generated by ageney work; for

example, counseling services.

Subactivity: A subcategory of corresponding

activities that reflect a more specifie work

product level.
i

20
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Utilizing these definitions, activities were categorized into three

basiec functions:

. Labor Market Exchange functions which

are client specifiec.,,

. Labor Market Exchange functions which

are non client specific, and
. Non Labor Market Exchange functions.

Next, the activities were segregated into subfunction classifications

according to the "elient" toward which the activity is directed. Four
basic clients were identified:

. Applicants,

. Employers,

. Community/Industry, and

. Other Agencies (Non SESA).

It is our feeling, based on fileld experience and on an analysis of legis-
lation, that the applicant specific and employer specific labor market
exchange functions represent the major focus ol SESA efforts. As a
practical matter, it is within the area of Applicant/Employer services
that the SESA can be most effective. For the above reasons, these
activities represent the most famliliar process on which there is com-
parative role agreement and a clearly defined .. .s flow. As a result
it is withia this area that the most detailed descriptive information
may be found. This conclusion has been verifi d through field visits
as well as through further study of Time Distribution information, POSARS
and ESARS. A typilcal distribution of time for a “ocal office and central
office 1is shown in Exhibit 3-1. In using our m’ 1 for analysis we found
that the vast majﬂfity-of all SESA activities and resources are applied
to Applicant/Employer services. Thus, it 1s essential that the model
adequately define productivity in these areas. ‘

el

o
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% of Total Time Charged
Tocal Office Total Agency
Input Activities 36 26
Counseling 4 4
Testing 6 3
Other - .
Training, Selection, Referral & Follow=Up = 1
Employment 45 35
Employer and Union Services 2 4
Employer Technical Services - -
Immigration Activities - 2
Community Services 1 2
Labor Area Information - 4
Test Development - 1
Memt & Supervision - Local 5 13
Staff Technical Services - Local 1 -
Carear Dev & Training - Local - -
Mgmt & Supervision = Central - 4
Staff Technical Services = Central - 1
Career Dev & Training - Central - -

Exhibit 3-1. Typical Distribution of Time

Emplayment Security Administration

Virginia Employment Ccmm;ssig




Within the SESA labor exchange functions, there is a logical flow of
activity which begins with applicant/employer outreach and terminates
upon verification of job placement and follow-up. The basic flow of
activity is summarized in Exhibit 3-2, following this page.

lovers engage in

The flow chart indicates that both applicants and emp

quently brought together by the matching process. Note that many of the
activities which appear to fall outside of the labor market exchange
function area are included in this description. For example, preferen-—
tial treatment activities (Employability Development), employer technical
assistance, and eaforcement functions (Mandatory Listing) are included

since they each move ultimately toward a job match or placement "output”.

We have identified and catalogéd‘g;lﬂ§§§A-acﬁiviti§§j without regard

to current USES classifications, e.g.,community service or preferential
treatment. The activities are first organized according to primary
functional focus, e.g., Labor Market Exchange Client Specific, and

then according to client group, e.g.,; Applicant or Employer. This
approach is used to permit an orderly pairing of activity/outputs with
related objectives and, ultimately, to place values cu the described

outputs according to policy and "effectiveness" (judgmental) considerations.
The activities/outputs are identified and organized as follows:

1. Client-Specific Labor Market Exchange Functions

Applicant Process
= Qutreach
= Intake
=~ Diagnostic Assessment
= Employability Development Resource
Mobilization
= Employability Development

29
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“Exhibit 3-2, Overview of Client-Snecific Labor Market

Exchange SESA Activities
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2. Non Client Specific Labor Market Exchange Funct

Employer Process

- Qutreach

— Voluntary Order Solicitation

— Mandatory Listing

- Job Creation

= Farm Labor

= Job Identification

= Client Specific Job Order Solieitation
= Order Taking

~ Employer Technical Assistance

Job Matching Process
~ Job Matching

el
ot
[
Iw]
b=
i

. Labor Market Information

. Farm Labor Wage Survey

3. Non Labuc: Market Exchange Functions

This listing c
gsubactivities.
defined.

Employee Protection

Farm Labor Protection

Foreign Trade Act

Employer Complaint (SESA Services)
Immigratien/Alien Certification
Learner Certificate

DMFP #4

atalogs SESA activities. The activities are divided into

32
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The detailed activities and subactivities of SESA inputs make up an
impressive and formidable listing. These are shown in Appendix A.

be reasonably handled within the context of this model. There are mul-
tiple levels of detail which can be utilized, ranging from those just
defined to the aggregation of all SESA inputs into a single value. The
selection of the appropriate level of detail involves, in part, a

consideration of what is actually feasibkle and a determination of the

m

level to which the "production/cost ratios which reflect how ES resource

are being allocated" (a basic study objective) are to be applied. At

a
one extreme, it is desirable to maintain a minute level of detail in
order to determine production/cost ratios for subactivities as small
as work certifications. At the other extreme, a single, aggregatad

production/cost ratio based, for example on placements is desirable.

Realistically, the model must define some middle ground which can be
enough level to allow "management" of resources within functional areas.

3.2 ALTERNATIVE CLASSIFICATIONS OF SESA ACTIVITIES

ix definite levels of detail which can be applied to the model.

s
The specific alternative intake structures include the following:

. A single measure of input derived as an aggrega-
tion of all inputs to the SESA (Alternative I).
This structure is at the same level as that of

the Resource Alloecation Formula.

. The functional code structure currently utilized
in the SESA accounting system time distribution
subsystem at the broad band level (Alternative II).
This structure is the same as what is currently

available through cost accounting.

s
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. The functional code structure currently utilized
in the SESA accounting system time distribution
subsystem at the detail band level (Alternative
III). This structure is the same as what is

~available through POSARS.

+ A new functional code structure based on and
compatible with the SESA accounting time dis-
tribution subsystem, but at a subdetail band
level (Alternative IV). This structure is
similar but slightly modified from that pro-
posed by E.F. Shelley and Company.

defined according to the structure described in
Section 3.1 (Alternative V). This structure is

entirely new.

- A new code structure based on the subactivities
defined according to the structure described in
Section 3.1 (Alternative VI). This structure is

entirely new.

The relationships of these structures is shown in Exhibhit 3-3, on the

following page.

The selected system need not encompass all SESA activities. In fact,

a logiecal rationale exists for the selection of only those activities
which can be réadiiy affected by management and thus can be used to

assist in "improving efficiency and allocating resources”. For example,
"employer outreach activities" can be affected by prudent management
through the use of more efficient methods, while the handling of complaints
concerning SESA services is sensitive to personal contact and may not be

a candidate for improvement through more efficient methods.
34
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ALTERNATIVE 1 ALTERNATIVE II

COHBOSIIE BROAD BAND

ALTERNATIVE III  ALTERNATIVE IV ALTERNATIVE V

DETALL BAND  SUBDETALL BAND ACTIVITIES

(S111) OVIREACH  OUTREACH

ALTERNATIVE VI

SUBE LVIDIES
PRONOTTN

ADVERTISING

(5112) RECEPTION

(SLL) INTAKE

510)ASSESSHENT

(5113) INTERVIENING |  INDAKE

PERSONAL CONACT

(5114) MISCELLANEOUS,

(512) CONSELING _

(As detailed in

(513) TESTING

- Exhibit 4-4)

(514) OTHER (As detailed in

(520) TRAINING SE-
LECTION § FOLLOW-UD

Exhibit 4-3)

TOD4L BS INPUTS

j
(As datailed in

Exhibit 4-1)

EXISTING STRUCTURES ————

(As detailed in

Exhibit 4-2)

— . _ -
— W

Exhibit 3-3. Relationship of Input Alternatives

(As detailed in
Exhibit 4=5)

— FROPOSED STRUCTURES ——————#y
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be displayed in a series of crosswalks. Appendix B shows the time dis-
tribution system detailed band (Alternative III) and subdetailed band
(Alternative IV) relationships. Appendix C shows the subdetailed band
(Alternative IV) and activity (Alternative VI) relationships. Appendix

D shows the subdetailed band (Alternative IV) and subactivity (Alternative
VI) relationships. The selection of the appropriate level of deéail for
the classification of SESA activities can only be achieved through con~
sideration of data availability and an evaluation of the relative difficul-
ties in implementing a specific system to measure an activity. These

considerations are discussed in the following sectionm.

3.3 ALTERNATIVE MEASUREMENT STRUCTURE FOR INPUT DATA

The measurement alternatives for the collection of input data within

the context of existing SESA information systems range from a relatively
simple system to an extremely complex system. The raticnale for the
selection of a specific alternative weighs heavily upon the resources
available and the sensitivity desired by USES. At one extreme, a

very simple system can be utilized based on data currently availlable.
The level of aggregation and the bullt-in bias make it the least sensitive
of the alternatives, and its simplicity and availability make it the
least costly to implement. At the other extreme, a very complex

system can be utilized requiring the development and implementation

of a system of identifying and collecting information at a very de-
tailed level. Such a system would be very sensitive; however, the
difficulty of implementation and complexity of operatiom would make

it the most costly alternative.

Alternative T

The simplest measure of input is the aggregation of all SESA activities.
This measure can be directlv obtained from the existing SESA accounting
system reports. These reports display SESA expenditures ian terms of

man-hours, equivalent positions, personal service costs, non personal

service costs, and total costs. These are shown by organizational unit,

37
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by month, and in a manner which is totally compatible with the PMS
-concept. This data could be collected for the PMS with the minimum
effort and without additional requirements being placed on SESA. This

- measure, however, is largely insensitive to variations in efforts made in
individual SESA activities. The ratio based on the aggregated vali=2 of
all SESA activities could be used to compare overall operationsz but

& .
would not allow decisive action on the part of managers to affect
and improve the SESA system. Superior efforts in one program area
could be offset by inferior efforts in another and could go unnoticed.
Only agencies with uniformly Sup%riéf or inferior services would be
identified. This lack of ability to identify specific areas makes this
level of aggregation too gross even in light of its low cost.
Alternative IT
The second measure of input is the aggregation of SESA activities on
the basis of the broad band code structure of the Cost Accounting System.
This measure can be employed by obtaining values from the existing SESA
accounting systan roports whi.h are in content and format essentially as
described gbove. This meazure is more sensitive to variations in efforts
made in sprcific aztlvities.
Alternative I11
The third alternative measure of input is the aggregation of SESA activities
on the basis of the detailed band code structure of the Cost Accounting
System. The values based or. this measure can be directly obtained from
the existing SESA accounting system reports in context and format
essentially as described abave. This mzasure is more sensitive to
variations in specific activities than the previous twe and does not
appreciably affect the cost: for data collection.
Alternative IV

. The fourth alternative measure of input requires the subdividing of
the detailed b:.:.d code structure of the cost accounting system in order

- to identify sre...fic groups of activities or interest. The collection
of data aeccording to this structure could be achieved through a simple

IR
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modification of the existing time distribution structure or through a
work measurement study utilizing, for example, the time ladder technique.
Such a technique has been utilized for work measurement of ETA programs

in the past and is one of the simplest techniques which can be applied.

Alternative V

The fifth alternative measure of input requires the utilization of a
totally new structure of ES inputs. This structure is based on defining
special ES activities under the particular categories of client specifiec
IME functions, non client specific LME functions and non LME functions.
The collection of data at the activity level could be achieved by a
system of work sampling, either by employing analysts for this purpose
or by utilizing the self-reporting technique. At certain time incre-
ments, the activity currently being worked on is identified. These
sample data, collected over a specified period of time, can be utilized
to determine the distribution of time by employees to the various
activities. This technique is described in the Handbook on Work Measure-

4/

ment Systems for Use in Measuring Office Occupations— . This measure

of input 1s more sensitive than the previous alternatives but would

require a significant effort by analysts in order to col t data.

Alternative VI

The sixth alternative, using the additional subactivities related to the
structure defined in the fifth, could be achieved by the utilization of
job tickets.: Job tickets are a widely utilized work measurement tézhs
nique and are also described in the referenced Handbook. A job ticket

is attached, for example, to a elient file. As the client is processed
through the SESA system, time is annotated on the job ticket. A code

éf P. Pélmquist Haﬁdbaak on _ Wark Measurement Systems for Use in

Measuring Office Occupations. (Washington, D.C.: Office of State
Operations, UIS, Manpower Administration, U.S. DOL, April 1972.)
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identifying the specific activity performed would also be annotated
on the card. This measurement is the most sensitive to differences in
local operations, and the measurement techniques required are not as

difficult as work sampling or time ladders.

The various alternatives are summarized in Exhibit 3-4, titled Summa.y

of Input Measure Considerations. Any one of the altermatives will produce

data which can be converted to man-years, equivalent positions, or dollar

units.

3.4 ALLOCATION OF SUPPORT CATEGORIES

The SESA system of cost accounting provides for charging time to ‘is,.vner
functional code activities which cannot be directly related to outpuz
products. These functions, such as the AS&T codes, are charged back
against ES funding through a cost allocation system. The structure

of most state agencles is such that these costs are outside the control
of ES managers. Since they cannot be directly related to agency products
or readily managed by SESA personnel, it would seem illogical to combine
these AS4T categories into the model itself. Consequently, the produc=

tivity measurement system excludes AS&T costs.

3.5 UNITS OF MEASURE

The selection of the specific units of measure of SESA inputs represents

an important decision. Three distinct alternatives exist. These are:

- man=hours

,,,,,

. dollars.
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Alternative

L,

11,

111,

IV,

VL,

Description

Data Source

Total Aggregation
of SESA Inputs

Aggregation at D
Broad Band Level

Aggregation at TD
Detail Band Level

A New Structure
Compatible with
D but at 3 Sub-
detail Band Level

A New Structure
Using Activit
Codes

A New Structure
Using Subacti
ty Codes

SESA Accounting
System

SESA Accounting
System

SESA Accounting
System

Work Measurement

Work Measurement

Work Measurement

Very Low

Very Low

Low

Falr

Good

Excellent

Measurement Effort

Mininal since information
is readily available,

Minimal since {nformation
is readily available,

Minimal since information
1s readily available,

Hoderate effort if a systen
utilizing the time distriby-
tion forms with a detailed
code 1s used, This method
1s not very accurate,

Large effort if a systen
utilizing tine ladders is
utilized, This method 1
very accurate,

Large effort if a system
using work sampling 15 used,
This method 1s very accurate,

Moderate effort 1f a systen
of self-reporting work sample
is used, This system has
reasonable accuracy,

Moderate effort if a system
of job tickets is used. This
system has good accuracy,

Exhibit 3-4, Sumary of Input Measure Congiderations




The man-hours input in support of a particular activity are a common
denominator of many productivity systems. Man-hours reflect actual
‘ effort input and are not influenced by salary differentials, or other

variables.

The equivalent positions input differs from mah=hours in that the actual
agency work hours during the period are reflected. Equivalent position
data can include or exclude leave. Within the context of the pro=
ductivity model it is advisable to exclude leave since there is no
direct relationship of leave to productivity, and leave factors vary

widely among and within SESA's.

The dollar costs differ from equivalent positions by a cost per man-

year factor. The inclusion of personal costs in input allows a reflec-

tion of the salaries of individual workers. This, of course, varies

o

asis of

throughout SESA's and thus can affect the ratio solely on the

e

n input

=]
a3

(o)

different salary scales. The inclusion o personal costs

allows a reflection of the support costs for rentals, equipment, and

I
)

tivity. The exclusion of non personal costs could allow a well-equipped
state to have a more favorable ratio. This is clearly indicated by the
L expectation that a well-equipped state with higher non personal services
costs should have a higher productivity. Inclusion of those costs would
reduce its ratio since its increased production is offset by its increased
cost. Moreover, exclusion of costs gggpan personal services would encourage

SESA's to utilize these services to increase production.

by utilizing as an input measure the costs input to an activity. This
measure can readily be converted to equivalent positiens or man-hours

by application of the appropriate factor.
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4.0 OUTPUT MEASUREMENTS

method for identifying and quantifying SESA outputs which result from
specific inputs. The development of output measures for the PMS was
not restricted to those output measures utilized in the past. Rather,
working within the context of the detailed subactivities discussed in
a previous chapter, outputs were associated with each operational area.
Using this approach alternative outputs were developed ranging from
gross measures such as "placements" to those in which specific value is

attached to each identifiable SESA output.

4.1 DEFINITION OF OUTPUT

The output component of the model consists of two parts. The first
is the value of the particular output. The second is the frequency
of outputs. The product of the two parts is the total value of the

output and can be summed for all activities.

An output is defined as the result of an activity. An output may or
may not be measurable. An output may be Intermediate or terminal.
An intermediate output is one which merely serves as a step toward
the achievement of a higher output, for example, applicant outreach

activities in support of a registration. Should outreach activities

serve as the final output, that is, registration is never achieved,

the output becomes terminal.

4.2 OUTPUT VALUATION

Determining the value of specific outputs result” : from SESA activities
is a difficult task. For example, within the applicant service process,
the PMS must set the relative market value for the individual who is

being served by the SESA. The technique used in the PMS to assign

. values to SESA outputs is to establish a value for treatment, either

objectively or subjectively, and to assign that value to any product
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which receives this treatment. This is a "value added' approach.

When using the "value added" approach, existing systems of measurement
can be used. For example, techniques of employability assessment have
been developed which may satisfy the needs of the applicant process.
To simplify the model, such a system of measurement can be applied to
applicants at various stages as they move through the system. Average
"value added" values can then be established. Such values can then

be asaigned to specific treatments. Values can also be established

by using other study experience. For example, where a method for
valuing counseling is agreed upon, it can be used to assign values to
counseling outputs. It must Ee‘regognize& that in any such process a
particular measurement system must be ''scaled" so that its range of
values is compatible with those used in other areas. This is necessarily

a subjective judgment but not a difficult one.

and a value for a range of services to be applied to a recipient of
SESA services. For example, legislatively mandated SESA outputs must
be analyzed and specific values assigned to various activities. Where

the development of a value assignment scale is totally subjective,

operations research techniques may be used to set values.

One of the methods most commonly used is the DELPHI technique, discussed
in Seection 2.4. This technique can be used by SESA managers to allow
them to arrive at a consensus opinion as to the value to be assigned to

SESA outputs.

4.3 MEASUREMENT OF FREQUENCY OF OUTPUTS

In addition to the establishment of a value for specific SESA outputs

it is necessary to measure the frequency of outputs for a variety of
categories. Numerous systems exist for collecting SESA data. The
most Important is ESARS, but several other systems exist at the state

and federal levels, both internal and external to USES.



SESA's currently operate with extensive reporting requirements, and
adding new requirements would impede operations. Additionally, the use
of established systems precludes start-up problems that new data systems

encounter.

ESARS serves as the primary source for identifying SESA output information.
The following paragraphs discuss ESARS from the perspective of its utility
for measuring the required outputs. Appendix E describes the specific

items of information available from the system.

The use of the "standard" ESARS system by a local SESA operation does

[~

not guarantee that the forms used are copies of those shown in the ESARS

manual. The system does demand that each local operation develop the

g

specific information that is required within the manual, that the

re observed, and that the information item be placed

[

definitions given
on a data tape in the positions specified. Local offices may develop

additional information or rearrange the data items on the form if they

desire, as long as they produce the tape in required format.

The procedures for aggregating data from the tapes are not consistent
across states. In some states basic data tapes are sent from each local
office to the state, where the summary tapes and tables are produced.
Within other states several central locations may perform the summarizing
function. Regardless of the exact procedure used within states, the
basic decision which had to be made was whether output data could be
taken from the summary tables or whether the basic data tapes had to be

used to measure the output. Some considerations follow.

Although during the study we made an in-depth examination of ESARS in
only two state systems, it is our impression that the mechanics of the
system operate smoothly and that the data required would be physically

available. One of the first problems to be addressed, however, is that




of confidentiality. The PMS system as recommended would appear to favor
strongly the use of basic tape data to track by individual and office.
Use of information related back to individuals, however, may be contrary
to current restrictions in the use of such data.

I

This is of particular note in the area of the "value added" credit for
services short of placement provided to individuals. Although techniques
might be developed to handle ''groupings" of individuals, if summary data
iz used, it would seem that the system could be operated more effee=
tively on data from sample sets of individuals. In this manner a direct
relationship between the background (entry level) of the individual and
the actual services provided can be established. Such an approach

implies the use of the basie data record.

Use of the information presently collected for the 2% sample was also judged

inappropriate for the PMS. The 2% sample information is collected no

ore frequently than on an annual basis. Upon request, states run a
"canned" program against the basic tape data and develop complete inform-
ation sets on individuals having certain Social Security numbers. Data
collected in this fashion is too outdated to be of use in the allocation
process. It also may be difficult to relate or track individuals from -
particular locations through a set of services. It is our recommendation,
therefore, that the 27 sample not be considered as a data source for PMS.

It is our asséésment that the PMS requires information from the basic
data tape,lsupplémented by additional data from such sources as compliance
and farm labor reports. As may be seen within the following subsections,
we have identified the outﬁu; measurement points with respect to theilr
ource. A specific data retfie%al procedure similar to that used during

s
the test period will satisfy the system's data requirements.
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4.4 ALTERNATIVE OUTPUT CLASSIFICATIONS

5ix distinct alternative structures of output classifications have

been established for the model. These are compatible with the inputs

described in Chapter 3. Each structure requires a different level of
<Eéff6ft by SESA's in order to support the model. In this section each

structure is defined, its output measures and sources identified, and the

system sSupport fequirEEEﬁﬁs discussed. Also, alternative systems of

valuation for activities are identified.

The first output structure is that which would align itself with the
total aggregation of SESA inputs. This structure would consist of

a single workload measure. Since placements are the accepted USES
objective, they would be a logical measure. The limitations of such
a measure for productivity have been discussed within and outside

the context of the resource allocation formula and, consequently, are

not elaborated upon here.

The second output structure (Alternative II) is one which would align
itself with an input structure coincidental with the broad band time
distribution code structure. Such a stréctufg has been utilized for
productivity assessments to a limited degree in the past. Exhibit 4-1
displays the major functional areas, the proposed workload eounts, and

workload data sources for this structure.

The third output structure (Alternative III) aligns itself with the input
structure coincidental with the detail band time distribution codes.

load counts and workload data sources.

The fourth output structure (Alternative IV) is based on the time
distribution codes but 1s more detailed than the existing detail band

load counts and workload data sources.
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The fifth output structure (Alternative V) is based on an entirely new
set of activities and is shown in Exhibit 4-4. Finally, the sixth output
structure is a more detailed structure based on the fifth, but with

.each activity broadened into subactivities, as shown in Exhibit 4~5.

Again, the selected system need not encompass all SESA outputs. However,
there are distinct advantages to include as many outputs as posgsible.
Obviously, the more detailed the structure the more sensitive the model
will be with respect to specifying conditions within a state agency.

(Text continues on page 57.)
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560

600

605

(ALTERNAT

Description
Assessment
Training
Employment and Job
Develepment

Employer and Community
. Services

MGT, Supervision and
Training (Local)

MGT, Supervision and
Training (Central)

IVE II)

Registrations
Test Transactions

Placements

Job Orders

Nene Availablei

None Available

None Available

1/This category comprises less than 5% of the total SESA activity

Exhibit 4-1. Time Distribution Broad Band Codes

Output Measures and Sources

41
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(ALTERNATIVE III)

TD
Code Description Unit of Measure Source
511 Intake Registrations ESARS
512 Counseling Counseling Transactions ESAR
513" Testing Testiﬁg-lfansagticns 1 ESARS
514 Other Intermediate Output -
520 Training Referrals ESARS
531 Employment Placements ESARS
532 Job Development and Placement -

oJT - =
533 Job Development and Placement -

PSE - =
534 Periodic Exposure to the Job

Market - -
551 Employer and Union Services None Available -
552 Employer Technical Services Job Modifications New Count
553 Immigration Activities Immigrants Processed New Count
554 Community Services None Available -
561 Labor Area Information None Available -
563 Operations Research None Available -
564 Occupational Analysis Field

Centers None Available -
565 Test Development None Available =
566 Job Search Information None Available -
610 Management and Supervision -

ES Local None Available -
620 Staff Technical Services =

ES5 Local None Available -
630 Career Development and

Training - ES Local . None Available -
611 Management and Supervision

ES Central ‘ None Available -
621 Staff Technical Services -

ES Central None Available -
631 Career Development and .

Training - ES Central None Available : -

Exhibit 4-2. Time Distribution Detailed Band
Output Measures and Sources
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(5112)
(5113)
(5114)
(5121)
(5122)
(5131)
(5141)
'(5142)

c5143)'

{5211}
$5.512)
(531i1)
(5312)

(5313)
(5321)

(5331
(5341)
(5511)
(5521)
(5531)

(5541)
(5611)

(5612)

(ALTERNATIVE IV)

Outreach Activities
Receptioniét Activities
Interviewing

Misec. Intake Activities
General Counseling Activities
Interpreting Tests

Testing

Case Conference Heetings

Training Selection, Referral
Follow-Up

Training Development
Activities

‘Job Order Taking

Selection Interviewing
Job Bank

Job Development/Placement/
Follow=Up=WIN-0JT

Job Development/Placement/
Follow-Up-WIN-PSE

Periodic Exposure to the
Job Market .

Employer and Union Services
Employer Technical Services
Immigration Aectivities
Community Services

Gather and Disseminate
Information

Preparing Newsletters and
Reports

Time Distribution Sul

nit of Heasu:e

,:\

Intermediate Output
Registrations

Job Referrals
Intermediate Output
Counseling Transactions
Testing Transactions

Te sting Transactions
Counseling Transactions

Plans Developed

Intermediate Qutput

for Iraining

Applicants Referrals
for Training

Orders Taken
Placements

Orders Taken

None Available

Job Modifications
TImmigrants Processed
None Available

None Available

None Available

Exhibit 4-3. 1

Dutput Heasures and,S

bdeta
ourc

ail Band Sources
€5

Data Source

ESARS

ESARS
ESARS
ESARS

New Count
New Count



- (5641)

(5651)
(6101)

(6201)
(6202)
(6301)
(6111)
(6211)
(6212)

(6311)

Iﬂiarmatiag

Operations Research

Occupational Analysia
Field Center

Test Development

(ALTERNATIVE IV)

Unit of Measure

None Available

None Available

Nene Available

None Available

Management and Supervision None Available

(Local)

Staff Techmnical Service
Farm (Local) s

Staff Technical Service
Other (Local)

Career Development and
Training (Local)

None Available

None Available

None Available

Management and Supervision None Available

 (Central)

Staff Technical Service
Farm (Central)

Staff Technical Service
Other (Central)

Career Development and
Training (Central)

Exhibit 4-3 (continued)

None Available

None Available

None Available

Time Distribution Subdgtail Band

Data Source

Structuré

Du;put Measures and Saurcas

3
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(ALTERNATIVE V)

Output Unit

1.0 Cl1 nt Specific LME Functions

Applicant Process
1.11 oOutreach
1.12 1Intake

1.13 Diagnostic Assessment

[
'..m

Applicants Registered
Interviews Scheduled
Tested Applicants
1.14 Employability Develop- Agreements Established
ment Resource

‘Mobilization

1.15 Employability Develop-
ment
i

1.2 Empleyer Process
1.21 Outreach

Applicants Counseled

Intermediate Output

1.23 Mandatory Listing Job Openings (by source
1.24 Job Creation Job Openings (by source
1.25 Farm Labor : Job Openings (by source)

1.26 Job Identification Intermediate Dutput

1.27 Client Specific Job
Order Solicitation

1.28 Order Taking

1.29 Employer Technical
Assistance

Orders Taken

1.3 Job Matching
1.31 Job Matching
1.32 Verification/Follow-Up

Job Referrtrals

Placements

Exhibit 4-4. Activity Level Structure
Output Measures and Sources
45
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1.22 Voluntary Order Job Openings (by source)

Job Openings (by source)

Job Openings (by source)

Source

ESARS
New Count
ESARS

New Count

ESARS

New Count

New Count
New Count

New Count

New Count

ESARS

New Count



(ALTERNATIVE V)

o

Qutput Unit Source

2.1 Labor Market Information = -

2.2 Farm Labor Wage Survey - -

e

3.0 Non-IME Functions

"
|

Employer Protection Complaints Resolved Compliance Report

Farm Labor Protection Orders Investigated Compliance Report

(]
]

Foreign Trade Act Referrals New Counrt

WL
agi
W

Employer Complaint : Complaints Resolved New Count
(SESA Services)

mmigration/Alien Certification Cases Processed New Count

=t

Learner Certification -

L L
" y
~J @k

DMP #4 Applications MA 7-38

Exhibit 4-4. Activity Level Structure
Output Measures and Sources

]|
ot
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(ALTERNATIVE VI)

QUTPUT MEASURES UNIT OF MEASURE

ANTTCTPATED SOURCES

APPLICANT PROCESS ACTIVITY OUTPUTS

Qutreach Activity Qutputs

. Applicant/Awareness of SESA Service N/A*
Availability

. Applicant/SESA Office Contract Applicants Registered

(partial or full)
. Applicant/SESA Scheduled Interview Interviews Scheduled

. Cooperation Agreement . N/A%

Intake Activity Outputs

. Applicant Awareness of Service Need Intermediate Output

. Applicant Awareness of Apprenticeship Intermediate Output
Program

. Applicant Scheduled Interview Interviews Scheduled

. Applicant Awareness of Job Market Openings Intermediate Output

. Non-SESA Service Provision (By Referral) Applicants Referred

Diagnostic Assessment Activity Outputs

. Applicant Case File Files Established

. Test Result Testing Transactions

. Non-SESA Service (By Referral) Provision Applicants Referred

ESARS, State

New Count

New Count

ESARS

New Count

ESARS

ESARS

Subactivity Structure

Output Measures and Sources

Figure 4-5. Detailed
15U

O

RIC

Aruitoxt provided by Eic:

o



[E

{ALTERNATIVE VI)

OUTPUT MEASURES

UNIT OF MEASURE

ANTI(TPATLD SOURCES

APPLICANT _PROCESS ACTIVITY OUTPUTS

Diagnostic Assessment Activity Outputs

(continued)

. Applicant Awarenes
and Potential

ment Service Needs

‘Plan/Schedule
. Job Match Plan/Schedule
. Work Test Certification
. Work Test Certification
. Work Test Certification

+ Labor Supply Information Records
. Applicant Aptitude/Interest Profile
ss of Job Qualifications

. Employability Development Service

for
for Welfare

=
[

for Food Stamps

- Applicant Awareness of Employment Develop-

Employability Development Resource Mobility

Activity Outputs

. SESA/Supportive Service
Treatment

Agency

. SESA/Training Agency Agreement

Intermediate Qutput

Intermediate Output

Intermediate Output
Intermediate Qutput

Intermediate Output
Intermediate Output
UI Registration
Welfars Registrations

Food Stamp Registrationg

Intermediate Output

Agreements Established

New Count
New Count

New Count

New Count

O

RIC

Aruitoxt provided by Eic:

Figure 4-5,

Detailed Subact;v;ty Structure

Output Measures and Snurces




OUTPUT MEASURES

(ALTERNATIVE VI)

UNIT OF MEASURE

ANTICIPATED SOURCES

APPLICANT PROCESS ACTIVITY OUTPUTS

Employability Development Activity Outputs

. Arrangement for Supportive Service
. Arrangement for Training

. Referral to Supportive Service

. Referral for Training

. Informed Job Ready Individual

. Job Match Plan (Occupational Goal)
. Apprenticeship Referral

. Referral to Apprenticeship Program
. Follow-Up Report

EMPLOYER PROCESS ACTIVITY OUTPUTS

Employer Outreach Service Qutputs

. Employer Awareness of SESA Service
Availability

. Employer Inquiry
. Employer Job Order

Intermediate Output
Intermediate Output
Applicants Referred
Applicants Referred
Applicant Counseled
Intermediate Output
Applicants Referred
Applicants Referred
Applicants Accepted

Intermediate Output

Intermediate Output
Job Order

ESARS

Figure 4-5. Detailed Subactivity Structure

dﬁtput,ﬁeasures and Sources

O
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(ALTERNATIVE VI)

OUTPUT MEASURES UNIT OF MEASURE _ ANTICIPATED SOURCES

EMPLOYER PROCESS ACTIVITY QUTPUTS

Yoluntary Order Sgli;;tatipn,Agt;vigy Outputs

. Employer Awareness of SESA Service
Availability Intermediate Output -

. Employer Inquiry Intermediate Output =

. Employer Jab Order Job Order ESARS

Mandatory Listing A;ﬁ}vityﬁ@quutg

- Listing Compliance (Legal Requirement
Satisfaction) Intermediate Qutput
- Employer Awareness of SESA Service
Availability Intermediate Output
. Empleyer Inquiry Intermediate Output

. Employer Job Order Job Orders ESARS /Mandatory
Listing

Job Creation Activity Qutputs

. Restructured Job Content Job Modification New Count
- Modified Job Entrance Requirements Job Modification New Count
- Altered Job Benefits and Conditions Job Modification New Count
. Subsidized Job - OJT, PSE, Work Experience Job Modification New Count
- Job With Tax Credit Job Modification New Count

. Employer Awareness of SESA Service
Availability Intermediate Qutput

- Employer Inquiry Intermediate Output =

[z
4]
o
=
L2

. Employer Job Order Job Order

FigureréiﬁiA,De:ailgﬁ Subactivity Structure
Output Measures and Sources

ERIC

Aruitoxt provided by Eic:
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(ALTERNATIVE VI)

OUTPUT MEASURES

UNIT OF MFASURE

ANTICIPATED SOURCES

EMPLOYER SERVICE ACTIVITY OUTPUTS

Farm Labor Employer Activity Outputs

. FLC Avareness of Registration Requirements
+ FLC Registrant Accepted

istered with ESA

gis
b Orders

. FLC Re
. FLC Jo

Available Job Identification Outputs
. SESA Awareness of Job Availabil;ty

Client Specific Job Order Solicitation Outputs
. SESA Avareness of Job Availability
. Employer Inquiry

. Employer Job Order

Order Taking Activity Outputs

. Recorded Order
. Job Bank, Order List
. Job Bank Output

- List Printout

- List Distribution

Intermediate Output
Registrants FLC
Acceptance

Job Orders

Intermediate Output
Intermediate Output

Orders

ESARS

ESARS

Figure 4-5, Detailed Subactivity Structure

Output Measures and Sources

O
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(ALTERNATIVE V1)

QUTPUT MEASURLS

UNIT OF MEASURE

ANTICIPATED SOURCES

EMPLOYER SERVICE ACTIVITY OUTPUTS

Employer Technical Assistance Activity Outputs

. Job Qrders

. Employer Awareness of SESA Service
Availability

. Improved Manpower Resource Utilization

Restructured Job Content

Modified Job Entrance Utiliga;i@n
Altered Job Benefir & Contribdtions
Subsidized Job

Job With Tax Credit

Employer Awareness of SESA Service
Avallability

Employer Inquiry

Employer Job Order

. Assisted AA Plan Development

. EED Compliance

Job Orders

Intermediate Output

Job Modification
Job Modification
Job Modification
Job Modification
Job Modification

Intermediate Output

Intermediate Output
Job Order

N/A

N/A

ESARS

New Count
New Count
New Count
New Count

New Count

ESARS

O

ERIC

Aruitoxt provided by Eic:

Figure 4-3, Detailgd'Subactivity Structure

Output Measures and Sources
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(ALTERNATIVE VI)

OUTPUT MEASURES

UNTT OF MEASURE

JOB MATCHING ACTIVITY OUTPUTS

Job Matching Activity Outputs
. Client/Job(s) Match List
. Job/Client (s) Match List

. Match

. Schedule of Placement Interviéw
- Order Referral for Clearance
. Interview Scheduled

. Referral to Job Openings i

{. Accompanied Client/SESA Job Interviews

. Interview

. Job Placement

. Job Verification Form (Verified Jaob)
. Retained Job

. Job Verification Form (Verified Job)
. Retained Jﬂb‘

-|MARKET EXCHANGE FUNCTIONS

Labor Market Information Outputs

. Labor Market Information Reports

. Job Informatlen System

- Special Labor Market Reports

Intermediate Output

Matches

N/A

Intermediate Output
Intermediate Output
Referrals

N/A

Intermediate Output
Intermediate Output
Verified Placement

N/A

N/A
N/A

New Count

E5ARS

Tigure 4-5. Detailed Subactivity Structure

Output Measures and Sources

O
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(ALTERNATIVE VI)

QUTPUT MEASURES

UNIT OF MEASURE

ANTICTPATED SOURCES

MARKET EXCHANGE FUNCTIONS

FétmiLabnr Wage Survey Activity Outputs

. SESA Awareness of Wage Levels by Crop
. Applicant Awareness of Wage Levels by Crop
. Farm Labor Wage Standards by Crop Report

NON-LABOR MARKET EXCHANGE ACTIVITIES

Employee (Applicant) Protection Activity
Outputs _ i
]
. Employer/Employee (Applicant) Awareness
of SESA Employee Protection Service

» Filed Employee Service
. Improved SESA Service
. Resolved Employee Complaint
- Corrected "wrong"
= No "wrong"
. Reported Complaint
. SESA Sure of éamplaiﬁt Rasolution

Intermediate Output

Complaints Filed

Intermediate Output
Intermediate Output
Intermediate Output
Intermediate Qutput
Intermediate Qutput

Complaints Resolved

Compliance Report

Compliance Report

Figure 4-5. Detailed Subactivity Structure

Output Measures and Sources

O

RIC

Aruitoxt provided by Eic:




(ALTERNATIVE VT)

OUTPUT MEASURES

UNTT OF MEASURE

ANTICIPATED SOURCES

NON-LABOR MARKET EXCHANGE ACTIVITIES

Farm Labor (Applicant) Protection
Activity Qutputs

. Job Order in Compliance

. SESA Awareness of Compliance/Non-Compliance

. Reported Non-Compliance

Foreign Trade Act Outputs

. SESA/ILAB Awareness of Firms/Un}ans
Adversely Affected by Trade Act!

. Applicant Awareness of Allowance Eligibility
. Applicant/UI Referral

Employer Complaint Activity Outputs

. Filed Employer Complaint
. Resolved Employer Complaint

Immigration/Alien Certification
Activity Outputs

. SESA Awareness of Immigrants Occupational
Demand

. SESA/Immigration Awareness of Domestic
Worker Availability

. SESA/Immigration Awareness of Affect of
Immigrant Hire

. Certification/Rejection

Orders Investigated

-Intermediate Output

Intermediate Output

Intermediate Qutput
Intermediate OQutput

Referrals

Complaints Filed

Complaints Resolved

Intermediate Qutput
Intermediate Output
Intermediate Output

Cases Processed

Farm Labor Compli-
ance Report

New Count

New Cou 't

New Court

New Count

Figure 4-5. Detailed Subactivity Structure

Output Measures and Sources

O
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(ALTERNATIVE VI)

OUTPUT MEASURES UNIT OF MEASURE ANTICIFATL-.D SOURCES

NdNELABOR MARKET EXCHANGE ACTIVITIES

Learner Certification Activity Outputs

. ESA Awareness of Experienced ‘orker
Availability

. E5A Awareness of Learner Supply

Defense Manpower Policy ;gggance 14

Activiey Outputs

+ SESA Awareness of High UnemplcyTenE Intermediate Count = ’
Areas Under DMP #4 ‘ . o et

: - . [ P Frenars

-DMP #4 Eligible Area Publication Intermediate Count -

. DMP #4 Employer Awareness of Preference Intafmediaté Count -
Certification Requirements «

. Accepted/Rejected Preference Application Applicationsg MA 7-38

. DMP #4 Employer Preference Certification Iﬁtermediateécgunt =

. SESA Awareness of DMP #4 Employer Intermediate Count -
Compliance/Non-Compliance % .

. Violatiens Reported Intermediate Count -

Figure 4-5, Detailed Subactivity Structure

QPEPut Measures and Sources

O
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4.5 SUMMARY OF OUTPUT MEASUREMENT ALTERNATIVES

It is convenient at this point to summarize the alternative approaches
to the measurement of SESA outputs. This summarf is shown in Exhibit
4~6. Included in this summary is an estimate éf:éhé sensitivity of the
model corresponding to each level of detail for output datauébilectiang
As sensitivity improves the measurement effort imcreases, for example,

Alternative VI requires the establishment of 21 additional measures.

The feasibility of using this alternative was examined during the data
collection phase of the pilot tests. Chapter 6 of this report discusses
the on site experience in evaluating the practicality of these alter-

natives.
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85

Alterna-

tive

Description

Total Aggregation of
SESA Outputs
Aggregation at

Broad Band

Level

Aggregation at De-
tail Band Level

Agpregation At
Subdetail Band
Level

Activity Level

Subactivity Level

Sens:

Wn

12

26

(=]

=
w—l‘

15

20

Very

Very

Exhibit 4-6. Summary of OQutput Measurement Altern




8BS

Alterna- Total Measurement
tive Description Existing New Measures Sensitivity Effort _
I. Total Aggregation of 1 0 1 Very Low Minimal
SESA Outputs
I1 Aggregation at 4 0 4 Very Low Minimal
Broad Band
Level
III. Aggregation at De- 5 2 7 Low Moderate
tail Band Level
IV, Agpregation At 12 3 15 Fair Moderate
Subdetail Band e
Level
v. Activity Level 9 11 20 Good Substantial
VI Subactivity Level 26 21 47 Excellent Substantial
Exhibit 4~6. Summary of Output Measurement Alternatives
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AL

MISSIONS

GOALS

1st LEVEL
0BJ

2nd LEVEL
0BJ

FOR STABLE GROWTH

MARKET EXCHANGE

THE BASIC ES NISSION IS T0

WELL=BEING BY ENSURING *
EXISTENCE OF AN ORDERLY .-
FECTIVE AND EQUITABLE LABOR

AND S0,

T0 ENSURE THAT ALL
| APPROPRIATE PERSONS

ARE PREPARED FOR,
PLACED AND TRAINED
IN SUITABLE ENPLOY-
MENT TN AN ORDERLY
AND EQULTABLE MAN-

L S

10 ENSURE THAT ALL
POTENTIAL EXPLOY-
MENT OPPORTUNITIES
ARE IDENTIFIED AND
DEVELOPED.

T0 ENSURE THAT ALL
APPLICANTS AND JOB
OPENINGS ARE
MATCHED IN AN
APPROPRIATE AND
TIMELY FASHION

T0 FULFILL LEGISLA-
TIVE AND PROGRAM RE-
QUIREMENTS FOR
ASSISTING FEDERAL,
STATE AND LOCAL
GOVERNMENTS IN MEET-
ING THEIR LEGISLA-

] .

]

}

3

b ]

AND DURA-
TI0N OF

REDUCE | | REDUCE
INCIDENCE | JoB
HATCIITNG
C0STS
INEMPLOY

TMPROVE
RESOURCE
UTILIZA-
TION

[RaoieE

TRANSTER
PAYMENTS

THPROVE-
MENT IN
NON-ECO-
HOHIC

PACTORNS

THPROVE

LHPROVE

RESPONSE
T0 LEGIS-
LATTON

2

Page 66 Page 66

Page 66

Page 67

Page 67

INTERNAL
OPERATION

Page 68

Exhibit -1, Sumary of Employment Service Objectives

Page 68
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5.2 STRUCTURING EMPLOYMENT SERVICE OBJECTIVES

" The Employment Service is presently intended to be an instrument of both
economic and social policy, with an operational focus that is limited to

labor market activity. The central mission of the Employment Service,

therefore, is to serve as a labor exchange mechanism with both economic

and social purposes. From this statement of ''purpose', the mission and
purp purp 3

goal structure can be developed.

SESA Mission: The basic Employment Service mission is to

provide an employment climate for stable economie growth
and social well-being by ensuring the existence of an or-
derly, effective and equitable public labor market exchange
system to supplement other private and institutional labor

market exchange mechanisms.

SESA Goal: To ensure that all appropriate péréons are pre-
pared for, trained, and placed in suitable employment in an

- orderly and equitable manner.

SESA Goal: T

nsure that all applicants and job openings

o
Iy

are matched in an appropriate and timely fashion.
SESA Goal: To ensure that all potential employment oppor-

tunities are adequately defined and communicated.

SESA Goal: To fulfill appropriate legislative and adminis-
trative requirements for assisting Federal, state and local
governments in meeting their legislative objectives appli-

czble to the labor market, and to improve agency responsive-

ness through upgrading SESA operational responses.

This statement of the overall mission and major goals provides a frame-
work for defining objectives.
-*
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A summary of objectives is listed in the chart provided on page 64.

rr

First level objectives are to:

. reduce the incidence and duration of unemployment,
. reduce job matching costs,

. improve resource utilization,

. reduce transfer pavments,

. improve non-economic factors,

. lmprove response to legislation, and

. lmprove internal operatien.

Four first level objectives listed are inferred directly from the labor
with secondary social consequences. The other first level objectives
listed reflect a primary concern for soclal consequences. Again, it is
apparent that social objectives have economic consequences. In each
instance, one result is a by-product of the other. The two orientationms,

economic and social, have not been separated with respect to mission and

This lack of separation will increase the policy-making difficulty when

attaching poliecy weights to individual second level objectives. (To

as "objectives" in the remainder of the text. First level objectives
will be referred to as such.) Lack of separation does not preclude
exercising policy judgments, however. The combination of socizl and
economic factors will require that policy-makers make a value trade-off

when setting specific policy values for each objective.

5.3 RELATING OPERATIONAL ACTIVITIES TO OBJECTIVES

To assist in assigning values to objectives it was useful to trace the
relationship of objectives to first level objectives, then to goals and

s
finally to the Employment Service mission as displayed in Exhibit 5-1.
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This exhibit provided a chart showing which specifiec objective was d¢ ived

from whiech first level objective and, in turn, identified the goal from

which the first level objective was derived.

The objeetives were arrayed as shown in Exhibit 5-2, with the
lowest activity level (subactivity) related to individual outcomes of
the existing SESA activities. This arrangement permits policy-makers

to assign appropriate policy weights throughout the program structure.

into an overall productivity index.

The goals and objectives so developed are next related to the basic
program structure. The SESA program structure can display expendi-
ture choices in terms of SESA "programs' and SESA "activities'" designed
to meet ovarall agency objectives. The definitions to be used which

are reflected or suggested by the program structure are as follows:

Goal: A value to be sought; typically a broad statement

implying an ideal or direction in abstract terms; a term of

Objective: An end result which may be attained and for which
attainment may be measured. Objectives are oriented toward
impact consideration and imply that a benefit measure relating

to how people are affected exists.

Benefit: A reflected improvement in the social or economic

well~-being of people. This measure is frequently used for

evaluating alternative investments in terms of objectives.

Program: A constellation of activities directed toward a

specific target group. Program "results' relate directly
to benefits, i.e., indicators of progress toward stated

objectives.

-
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ctivity: A segment of a program consisting of related

[

treatments, services or internal work products generated

by agency work, for example, counseling services.

Sub—Activity: A sub-category of corresponding activities

that reflect a more specific work product level.

Qutput: The result of an activity. An output may or may

not be measuraple.

In approximating the definition of objectives and lower

=

evel activities
of the program structure, the following criteris are used to select and

define candidate categories.

goals and objectives and are consistent with the

departmental goal statement.

. Objectives are logically translatable into quantifi-
able measures of output to provide criteria for investment

choices.

. Objectives are defined with sufficient precision to
b

i
permit specific issues to be identified with respect to

competing or complementary cbjectives.

. Objectives are structured to encourage and facilitate
the systematic analysis of wilde-range of activity

combinations suitable for achieving objectives.
&7
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The extent to which selected objectives meet the above criteria is
extremely important as tlLe process to develop policy weights for
application to selected outputs in the compilation of the overall
productivity index begins. As summarized from the chart (Exhibit 5=1),
which illustrates the relationship among the various levels of objec-

tives, candidate SESA objectives are:

1. Reduce Incidence and Duration of Unemployment

- Reduce duration of job va 1cy.

. Reduce duration of worker unemployment.

. Reduce frictionmal unemployment.

- Reduce structural unemployment.

- Reduce turnover.

- Reduce unnecessary entrance requirements.

- Reduce training/educational barriers to employment.

. Reduce personal/social/medical barriers to emplgymenta_
- Reduce time for job order filling. 7

. Reduce time spent in job search.

. Place job ready applicants.
- Ensure an adequate supply of year-round farm workers.

« Reduce recessionary impact of unemployment on local communities.

2. Reduce Job Matching Costs

. Reduce job search costs.

. Reduce recruitment costs.

3. Improve Resource Utilization “

. Reduce employer training time and costs.
. Increase quality of job match.
- Increase appropriateness of job entry requirements.

¢ Improve worker utilization.

66
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. Improve plant resource utilizatioen.

. Maximize applicant earnings.

i « Minimize employer labor costs.

- Improve access of new industry to loecal communities.

- Maximize resource utilization of non-SESA's (Manpower, Vec Ed.,
Welfare, etec.).

- Improve vocational school curriculum planning.

- Improve local/regional economic development planning.

4. Rgd;cé Transfer Payments
. Reduce UI payments.
» Reduce welfare payments.

- Reduce food stamp payments.

5. Improvement in Non-Economic Factors

- Increase equitable distribution of job opportunities.
« Improve worker conditioms.

. Improve worker benefits.

- Provide worker protection.

. Implement service priorities (vets, youth, etec.).

. Ensure adequacy of housing standards for migrant workers.

Ensure equitable distribution of services and employment
opportunities to rural workers.

Minimize adjustment to displaced workers (Trade Act).
Ensure appropriate learner certification of young workers.

Fulfill manpower needs to meet national emergency/mobilization

. needs.
. Ensure equity of services and working conditions.
- Ensure access T refugees to employment opportunities.
+ Support Armed Forces recruitment efforts.
- Develop appropriate Job Corps opportunities.
. Improve access to job opportunities for youth.
67
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6. i Ezgve Response to Legi
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opportunitie

opportunities for women.

opportunities for older

opportunities for economically disadvantaged.
T

opportunities for seasonal

slation

. Ensure legislative com

. Support provisions of
4

pliance with FLCRA.

Immigration Aet through alien certification.

* applicants for Trade Act assistance.

guaranties are made to appropriate plants.

As the complete productivity
flow of SESA agency
activities,) toward the obje

is apparent. The relationsh

model structure falls into place, a logical

resources, from the most basic application, (sub-

ctives and goals to which they are directed

e
ips are shown in Exhibits 5-3 through 5-6.
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5.4 COMPONENT WEIGHTING

In order to establish component weights which are subjective in nature
it 1s necessary to follow a specific and orderly process of evaluatiom.
As earlier defined, a definite relationship exists with USES objectives
and the model outputs. A necessary first step, then, is to estzblish

a ranking of all USES objectives. This can be achieved by utilizing

a panel of knowledgeable evaluators. After a specific ranking is
achieved, the order objectives can be scaled. Using the '"Delphi"
technique a logical value can be established for each objective. Then,
by summing the total weighted objectives which are related to activities,
and summing the corresponding activity weights, a total value for a
component of the model can be established. This procedure was followed

as part of the test and is discussed in detail within Chapter 6.
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6.0 DEMONSTRATION OF PRODUCTIVITY MEASUREMENT SYSTEM

During earlier phases of this project considerable effort was expended
to establish a structure for the measurement system; to formulate the
various measures; and to develop the means of collecting, analvzing,
and presenting the results. The last phase of the contract involved
the conduct of pilot or feasibility tests in four local offices and the
refinement of the model based on their results. The pilot studies
provided an opportunity to test the actual availability of data and

to make adjustments to the model, moving it from a conceptual status
toward an operational status. The results of the pilot studies, their
impact on the conceptual model, and the finalized version of the model
are presented in this chapter. Specifically, this chapter includes:
the description of the structure of SESA activities, outputs, and objec=
cives% a discussion of the technique used to establish values for SESA
services; descriptions of applicant, employer, and agency data: and a

discussion of the methodology for model operation.

6.2 STRUCTURE OF SESA ACTIVITIES

Considerable discussion has been directed in previous chapters toward
alternative structures for use in the PMS. It is appropriate to sum-
marize the alternatives considered, to discuss in detail those which

were most appropriate, and to present the rationale for the selection

of the final structure.

Within these earlier discussions a detailed description of the six
alternative structures was provided to demonstrate the relationship of
one to another. The documentation of this set of relationships was
particularly important, for it allowed each activity level to be

utilized during the pilot study while retaining the 1bility to compare



results. The six levels presented were:

. A single measurement structure derived as the aggregate
© of all activities. This strueture exists at the same

level as the Resource Allocation Formula.

. The functional activity code structure of the SESA account-
ing system Time Distribution Subsystem at the broad band
level.

5

. The functional activity code structure of the 3ESA account=
ing system Time Distribution Subsvstem at the detail band
level

. A new functional accrivity code structure based on the SESA
accounting system Time Distribution Subsystem but at a

subdetail band level.

. A new code structure based on specific activities defined

for the Productivity Measurement System.

. A new code structure based on specific subactivities de-

fined for the Productivity Measurement System.

The pilot studies provided an opportunity to test the structure. Data
was collected for the most detailed structure first, and, as each succes-
sive office was studied, a less detailed structure was used, until the

most appropriate level was identified.

The structure which affered the greatest detail, the subactivity level,

was used first. Time spent on each subactivity was reported at five
minute increments utilizing the Time Ladder approach. SESA employees

were allowed to combine report elements where the reporting of detailed

time utilization was not practical. The results of the studies, as
shown by the time ladders and the employee comments, demonstrated that
- the structure was too minutely detailed. Activities ocecurred in small
time increments, and employees were often performing two or more activi-
ties concurrently. -
101
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Time reporting was cumbersome, interfered with agency operations, and
was often inaccurate because of the requirement for detail. After ome
day of study the structure was abandoned and the next level of detail

substituted.

This level of detail, the activity level, was utilized at two separate

e
local offices. The first office was small in size, and employees were
required to perform diverse functioms. Order taking was performed by
interviewers, and virtually no specialization existed. Other programs
such as CETA and WIN were also administered by the office. The second
office was highly specialized, and a distinet separation existed among

interviewers, counselors, employer specialists, wnd order takers. Little

with time ladders, however, the lack of activity reported within specifit:
areas demonstrated the insignificance of a number of the activity

categories in the PMS. Minor difficulties also occurred in the utiliza-

tion of the structures for employees dealing directly with applicants.

The activity level structure was modified to provide a system that was

a combination of the activity level and the subdetail band level.

This modification was made both to improve the structure utilized earlier
and to facilitate the use of job tickets instead of time ladders. The
amount of time spent with each applicant was recorded on job tickets,
This system was utilized in two separate local offices, and the results
demonstrated that the structure is workable. However, the need for
additional modifications was also evident. For example, while job
tickets allowed for reporting time in increments of less than a minute,
it was felt that the significance of these increments was minor and that

a2 broader code structure would be appropriate.

In analyzing the test it is necessary to answer several questions. First,
what is the relationship of the detailed structure to the measurement

of productivity? Secondly, how significant is the relationship when the

192
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difficulty of implementation is considered? The answers to these two
questions are of paramount importance in the selection of the final

structure.

specific condirions within an office. For example, a system which

identifies food stamp activities, as opposed to one which aggregates

information to the analyst. However, the number of unusual conditions
and subactivities at each location make it virtually impossible to

isolate each action involving an individual. Attempting to do so

detracted from the ability to focus on major activities,

These factors considered, it is appropriate to remain within the strue-
ture of the detailed band of the Cost Accounting Time Distribution sub=-
system for the initial implementation. This provides a basis for

rapid implementation when the PMS5 is installed on a pilot basis. To
the extent that the system is considered successful, modifications can

be made within the existing structure to provide more sensitive measures.

These modifications are discussed in Chapter 7.

Because of the above relationship it is worthwhile to compare the struc-
ture. defined here to the structure recommended for adoption by USES as
part of a project to review the SESA Accounting System. The recommenda-
tions include the combining of the codes into essentially six summary

level codes. While there is no doubt that difficulties ocecur when time

is a
analysis if any can take place. Conversely, to attempt to measure pro-—

duct sity at the summary level would be of limited value since important
variations would be concealed.  When the Cost Accounting System and the

a
Time Distribution Subsystem are to be used as funding vehicles every
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effort should be made to insure that Time Distribution reports are not

- prepared solely to maximize benefits which may be gained from reporting

particular activity within the performance assessment formula.

6.3 STRUCTURE OF SESA OUTPUTS

The necessity to measure specific outputs corresponding to the various
SESA activities is apparent. During the conduet of the study the
numerous alternative measures discussed in Chapter 4 were considered.
Two major considerations exist in the selection of output measures.

First, the measure should be an objective measure of activity capable

o

of measuring the same activity at different locations. Secondly, the

measure should be readily obtainable, preferably through the use of

existing data systems.

The pilot studies provided an opportunity to test for availability of
data in local offices. Data availability depends to some extent upon
the specific information procedures utilized in the state. Where out-

Put measures were defined as specific ESARS items, no problems occurred.

day. Since this data was input at approximately 3:00 p.m. each day,
care was exercised to ensure that the counts were allocated against

the proper day. Other output measures were not as easy to handle.
Counts of selection interviews had to be handled on an individual basis

with some loss of accuracy. It will emhance the PMS accuracy 1f counts

‘are compatible with those currently made for the existing system.

A finalized SESA output structure was developed through an "on-site"
analysis of those alternatives outlined in Chapter 4 of this report.
These alternative structures were refined during the pilot study. The
measures of output are shown in Exhibit 6-1. The data is readily
available since 1t is either collected in support of ESARS or routinely
but unofficially tallied as part of local office op —rations. THE PMS

can be readily computerized where the data is an input to ESARS.

104
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ACTIVITY
Outreach
Reception
Interviewing
Counseling
Testing
Other (Misc.)
Training

Selection Inter-—
viewing

Employer & Union
Services

Employer Techmnical
Services

Immigration
Community Services

Labor Area Informa-
tion

Occupational
Opportunities

Operations Research

Test Development

Management & Supervisor

OUTPUT MEASURE

New Registrants

L.0. Contacts

New Registrants &
Renevals

Counseling Trans-
actions

Testing Trans-
actions

None

Referrals fr-
Training

Orders Taken

Referrals

None

Employer Visits

Certifications
None

None

None

SOURCE

ESARS Table 11,

~ ESARS Table 11,

ESARS Table 11,
& 11015

ESARS Table 11,

ESARS Table 11,

ESARS Table 11,

ESARS Table 7, C

ESARS Table 11,

r—l\

Available at Lo

Exhibit 6-1. Measures of Output
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Cell 11010

Cell 11010

Cells 11010

Cell 11030

Cell 10035

Cell 11070
ell 07015

Cell 11130

~al Office

COMMENT

Allocated Against
Other Categories

No Satisfactory
Measure Identified

Allocated Against
Other Categories



6.4 ESTABLISHMENT OF THE PRODUCTIVITY RATIO WEIGHTS

In response to the study requirement to provide a means of "combining
and weighting" productivity ratios to develop a single overall pro-

ductivity ratio, ASD/ASSI set out to define the specific objectives for

bine and weight the corresponding productivity ratios. As discussed
in Chapter 5, the PMS rationale assumes that USES desires that certain

emphasis be placed in each of the four major program areas-~-Applicant

tively Mandated Programs. The question to be answered is, what emphasis,
or weighting, should be placed on each of the individual areas.

The technique used allowed the top administrators of USES and SESA to
determine subjectively the weights to be placed in each of the four
processes. The values were to be established after considering the

objectives. The actual weight, however, was totally subjective.

|

e DELPHI technique, (discussed in Section 2.4) was proposed to be

tilized.. Since it was the intent to only demonstrate the concept of

[
=

weighting and not evaluate the DELPHI technique, no attempt was made

"0 narrow the responses. A rating form was passed out to fifteen top

[

DOL/USES administrators. Thirteen of those who received the form

responded.

The results of the valuations were interesting in that administrators
appeared to agree on the major objectives, wﬁile opinion was'éidespraad
on some of the 1.:ss important objectives. The range of opinion was broad
even for an objective such as "Reduce Transfer Payments" which is quite
possibly the area of greatest impact for the Employment Service. The
results of the "survey" point up a real need to develop a better agree-
ment of USES objectives among the top administrators. Weilghtings assigned
to each of the four process areas by the respondents showed opinions to

be widespread. All evaluators felt that job matching was an important
196 -~
80
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egg, but judgémaﬂts of its relative imﬁaftange covered a wide range.

of: "whg is really served by SESA s, .the applizant or the employer'. Since
the responses were obtained fram fé? administrators the results reflect

diverse perspectives which have a major influence on DOL/USES policies.

The results of the evaluations are shown on the following pages. Exhibit . .

6-2 shows the ratings made by the thirteen evaluators of the USES objec-
tives. (The respondents rated the importance of each objective on a
scale of 0 to 10.) Exhibit 6-3 shows the weights placed on the four
USES process areas by .the evaluatars. The actual emphasis as reflected
by the amount of effort expended by lccal operations in each Df the

four pllat cifices is shown in Exhibit 6=4. The focus of effort was
developed through the actual distribution of time as found in the four

offices studied. These variations do not appear to be attributable to

state policy decision, since local offices A and B; and C and D are

from separate states.

6.5 DETERMINATION OF VALUE -ADDED
The concept of placing a value .on specific outputs of the Employment
e was adopted early in the project. -However, the practicality of

ning and measuring values of SESA outputs ptoved most difficult.
Early in the project it was suggested that a measurement system could i
be utilized to identify the relative level of employability of an appli- N
cant upon entering the system and when leaving the system, the differ-
ence being the value added. This difference could then be related to
a cost factor. The ability to obtain "before'" and "after' measurements
were important features of the system.

"

Heasufes must be sensitive to the services provided. This '""need" led

to a consideration of the relationships of applicant characteristics to
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the value of the SESA services provided. If, for example, it could be
determined that certain characteristics were related to the value
obtained, then statistical techniques could be used to develop an
estimate of that value. Since ESARS maintains a comprehensive listing
of applicant characteristics, the two could be tied together so that

an agency recelves credit based directly on the characteristics of the
applicants they serve. What remained to be determined was the relation-
ship between the characteristics and the service value. If the objec-
tive of the ES is to place applicants in jobs which are of the greatest
value to the individual, then this is a viable alternative. In effect,
what is important is to place those applicants into jobs which are of
the greétest value to them at the minimum cost to the agency. Thus the
SESA's would serve that segment of the labor market wherein the greatest
return for the dollar is found. Once again this important element of

the systém finally would be dependent on the ability of the USES to

-~ better define its objectives.

The assignment of a value to some of the services to the applicant is

a subjective process. Like the values for USES objectives, a panel of
experts could have assigned values to specific activities and to specific
groups of clients within activities based on their relative importance.
Without considering the difficulties of that task, consider for a moment

es
the concept. Specific activities provided are of more value to one

group than another and some activities of more importance than others.
This approach is reflected in the Resource Allocation Formule. Credit,
via the RAF, is given for services provided to specific groups. Since
the RAF is a funding source, logically productivity should be measured

in similar terms if the funding is, in fact, based on an extension of

The selection of one technique over the other involves more than a per-
sonal preference. From the perspective of work measurement, productivity

represents an increase or decrease in value, not a policy question.

1.2



However, the impact of the measure must also be considered. If agencies
attempt to increase productivity, and their success adversely affects
thelr funding, a negative incentive exists. Tf productivity is measured
in terms of the value added to applicant, then the funding source must

be modified to reflect this as well.

ISTIC DATA

6.6 APPLICANT CHARACT

The availability of applicant characteristic data is of obvious impor-
tance in the determination oI’ the outputs of the SESA's, since data
must be available coincidental to the measurements of inputs. A review
of the ESARS applicant registration card, ES 511, confirmed that a
complete profile of the applicant was obtained during the registration
process. Since this form has been adopted by all states with miner
modifications, a uniform tool to collect applicant characteristics is
available. A complete list of the data items is shown in Appendix E.

The specific data is obtained at the time of the initial applicant
visit. Normally at the close of the work day the information is trans-
mitted to a centralized point for input onto the ESARS computer files.
The data base also includes services provided to the individual includ-
ing testing, counseling, referrals and placements. Thus a complete
listing exists by individual: characteristics, services provided,

and results of those services. This data can be accessed at several
levels. For the purposes of this pilot test the data was obtained
prier t?ﬁtraﬁsmittal to the data processing point. However, this data
is available from monthly summary reports, from a 2% sample drawn at

computer.

6.7 EMPLOYER CHARACTERISTIC DATA

=



Generally, employer data is maintainéﬁ'Ey each loecal office in manual
files. There is no uniform format for the collection of this data in
USES. As a result, each state agency maintains data on items it feels
are appropriate for its needs. 1In reviewing this data béSEi;t was
apparent that the aceuracybof the information would be of major concern.
The status of such factors as employer turnover rares, occupational
needs, and size will vary, and it is a difficult job to maintain cur-
rent files. Records are brought up-to-date only when visits are con-
ducted to the employers. Consequently, utilization of this data would
be difficult. A system to maintain employer data in support of the
PMS and other SESA activities is discussed in Chapter 7.

Other data concerning the employer usage of SESA services is available
through ESARS. Job orders placed and the status of such job orders

pe

are maintadined within the ESARS system. This information is readily

available at the same points described earlier. A summary of the data

items available is provided in Appendix E.

6.8 METHODOLOGY OF DATA COLLFCTION

A complete description of the methodology for data collection is pre-~
sented in Appendix F. It is convenient here to summarize the approach

for data collection and to describe the results of the pilot tests.

The study design utilized a combination of work measurement techniques

in order to identify the distribution of time among a variety of client

and employer related activities. Incremental times spent processing

applicants were also identified in order to relate the services provided

to the value added for the clients receiving services. The latter data
serve as a basis for developing client values based on the services

provided and the client characteristics,

The study design utilized two work measurement techniques which in

combination provide a comprehensive description of the 'agency activities.

1:4
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The job ticket technique is client based, that is, it is a technique

[~

sed to measure the cumulative time expended on specific individuals
as they proceed through the system. The work sampling techaique on
the other hand is utilized to measure those services which are pro-
vided but that might not be related to a specific individual. Units

of output are counted at specific points within the office.

6.8.1 Input Data Collection

The input data collection effort require a detailed structuring of
SESA activities. This structure, present.d earlier, was coded for

use in the study. The procedures required to utilize job tickets were
quite simple. At the reception desk a—jeb-ticket was attachedgta

each applicant record. A central log, céﬁ&falled by occupational

code, was maintained to track tickets. As services were provided to

the applicant the amount of time expended was recorded. The completed
job tickets were picked up at the end of the measurement period.

Some support activities and emplover services were included in the
time ladder approach rather than the job ticket study because of
practical operational considerations. At randomly selected times
dgfingveaéh day, each employee was observed and the specific activity
being conducted at that instant was recorded. The results were sum-
marized and utilized to determine the -distribution of time. for these

support activities.

6.8.2 QOutput Data Collection

The collection efforts for output data utilized both the current report-
ing system for ESARS and appropriate manual points established within
the offices. The manual collection points were established within local
offices based on their specific internal data collection procedures.
Arrangements were made to obtain copies of all production reports at

the end of each day. Since these normally Wére transmitted several

hours before the end of the day, adjustments were made for work



provided after transmittal. This was done by adding each previous

days activity after 3:00 to that of the following day.

In addition, specific count points along the flow of activity were
established for other workload items. Count points were required
because a time lag existed between the work performed and the count.
An example of this is the relationship between placements and place-
ment counts. Normally, placements accomplished are not verified until
the following Monday, the normal start time. Thus, a special count
had to be established for this data. This time lag will create a pro-
blem in implementing the PMS, unless a procedure is used to normalize ;
these counts or they are accepted on a delayed basis.

6.8.3 Calculation of Value Added

A long term study objective is to develop a historically valid means éf
calculating the value added for SESA services (described in the next
chapter). However, for the purposes of the pilot studies a subjective
means of calculating the value was utilized. The technique used
established a value for each service based on the applicant need for
that service. For example, an applicant with a high school education
has less need for service than one who does not have that education.
Also, an interview is of more benefit to a new applicant than to the
renewal or the active applicant. As an extension of this concept, a
scale was established for the applicant services using, for this demon-—
stration, a range of 0 to 10. This scale is shown in Exhibit 6-5, on

the following page.

The initial value assigned for each applicant was determined by utilizing
the ESARS data collected for each applicant. For example, when an active
applicant, a high school gradudate, came into the office and was referred

but not placed, the.office earned 1 point. When a new applicant with an

office earned 4 points.

1:6
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Type Type
Application Repistered Referred Maced  Application Registered Referred  Placed

New 2 4 10 New l ] 9
Renewal |1 3 9 | Renewal 0 2 §
Active 0 l 8 Active 0 1 ]

Extibit 6-5, Value Added Seale
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The productivity for the applicant process is, then, the ratio of value
earned to the effort expended in minutes. Recall that productivity is

OUTPUTS, and performance is CURRENT PRODUCTIVITY
INPUTS BASE PERIOD PRODUCTIVITY

Performance was measured over a three day period utilizing this approach.
The measurements were made at a large and small office within one state
and two medium sized offices in a second state. Utilizing the first

day as the base period, pfoductivity was shown as follows:

Base Period Productivity Index .239
Second Day Productivity Index .353
Third Day Productivity Index .301
Performance, Base Period ' 100
Performance, Second Day 148
Performance, Third Day 126 -

The results of the pilot study are shown in Exhibit 6=6. Since the
period examined was too short to be significant, further details are
omitted. The pilot study results document that different levels of
service are required for particular groups of clients. The“szud§ was
made at two similarly sized offices within one state who were serving

a somewhat different client set. This hypothesis was tested for several
classifications. These results in Average Amount of Service Time P§§=

vided are shown in Exhibit 6=6. '



AVERAGE SERVICE

CLASSIFICATION TIME N
UI RECIPIENTS 22.33 79
NON UL RECIPIENTS 25.01 73
MALF, 24 .84 82
FEMALE 22.87 72
APPLICANT REFERRED 24.62 86
APPLICANT NOT REFERRED 22.82 68
WHITE 24.13 47
BLACK 24.38 100
NEW REGISTRANT 25.75 64
RENEWAL 22.65 46
ACTIVE 22.71 42

Exhibit 6-6. Average Service Time by Selected Classification
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It is important to recognize that this data was corlected over a rela-
tively short period and is not conclusive but it does demonstrate that
the mix of applicants can affect the resources required by the agency

to deal with them and, correspondingly, the productivity.

The amount of non-productive time observed in the pilot offices varied

1

direct proportion to the amount of time spent with each applicant.

This in all li¥elihood would also affect performance and quality of

gservice to the publie.

Although the study durations were extremely short, (only 2 to 3 days

per office studied) the results demonstrated the viability of the
technique. These results suggest that further more comprehensive

studies must be performed and evaluated in order to validate or discredit

these preliminary results.
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7.0 REQUIREMENTS FOR PMS IMPLEMENTATION

We have discussed the development of the PMS and the results of ths
feasibility tests. The concept of value added stands as a major element
which requires further development. The subjective system used for
establishing a value for test SESA outputs was arbitrary and interpre-

tive and not necessarily representative of the desired value.

Other PMS option considerations to be addressed prior to implementation
are discussed in this chapter. Included in the discussions within

this chapter are the development of a data base and an experimental
design to-identify the specific values of SESA outputs for both the
employer and the applicant. The anticipated results, the development
of an employer record system, the feasibility of automation, and

applications for the PMS are also discussed.

7.1 DATA BASE DEVELOPMENT

The determination of an empirical value added to appligantsA@t amployers
as a result of services provided by the SESA's requires the construction
of a data base of potentially significant variables. These can be
separated into six areags--employer characteristics, applicant charac=
teristics, agency characteristics, agency costs, agency level of
services, and agency unit times for services. Variables of interes:

within these classifications are presented below.

7.1.1 Employer Characteristics

Little if any data is available currently concerning employer charac-
teristics that might be of value to this study. If value is added

to an employer then it can be attributed to one or more of the following
areas. First, the employer requires a smaller staff or capital outlay
for handling personnel matters. Second, the employer realizes greater
productivity through a reduction in turnover rate. Third, the employer
has a reduced unemployment insurance rate through better planning

and reduced lay-offs. These and other less apparent emplover benefits



are difficult to quantify. In the model construction, it is desirable

to identify those employer characteristics which might affect

the value

of services provided by the Employment Service. Within this framework,

cost related variables are dependent variables. Those related to

employer or client characteristics are independent variables.
independent variables are hypothesized and their significance
determined by multivariate aﬁalysés_ Such significance could
established by examining data collected from 20 local offices
30 day period.

Those deemed to be significant are discussed below.

E, - Employer Size. This variable shows the size of the

employer at the particular location served by the

E5. Many small employers would lack the staff in-

The
can be
be

over a

house to perform ES related services. These employers

would be more likely to utilize the ES or outside

placement agencies to supplement their own staff.

E, - Distribution of Worker Skills. This variable shows

]

the class of worker utilized by the employver. The
ES is thought to provide services more to a segment
of the labor market. Unskilled or semi-skilled
workers are the more common class of labor available
through ES to an employer, thus the employer utilizin

these workers would be better served by the ES.

=
1

Migrant Workers. This variable is similar to E,.

Employers utilizing migrant workers would be more

t

dependent upon the ES teo provide workers.

E, - Seasonal Workers. This variable is similar to EE‘

Employers utilizing seasonal workers would be more

dependent upon the ES to provide workers.

123
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Union Affiliation. This variable would measure the

degree of union affiliation within an employer's
work force. An organization totally unionized would
have less need for ES services since much of the hiring

would be done through the :nion hiring hall.

Turnover Rate. This variable measures the actual

turnover rate of an employer regardless of cause.
An employer in a traditiomally high turnover industry
classification might nave a greater need for ES

services.

- Quit Rate. This variable is a subeclassification

of EE; An employer experiencing an abnormally
high quit rate might have a greater need for ES

services.

" Organizational Structure. This variable identifies

the type of organization. Establishing the relation-
ship between the organizational structure and the

value of services would require "typing" organizational

structures into specific categories.

- Government Contract Work. This variable would

measure the extent to which an employer is dependent
upon government contract work and thus subject to

the mandatory listing requirements.

Years in Business. This variable measures the number

of feazs an employer has been in business and is
then indirectly a measure of the maturity of the
organizational structure. An older organization

might be less dependent upor. outside assistance.
124
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Standard Industry Classification. Many industries

=1
|

historically have a greater use for the ES5. Restau-
rants and hotel industries are heavy users while highly

technical classifications are less dependent.

[
y

12 Ratic Qf7£§;Sog§g;_§ta§£7;ngptgl Employers. This
ratio measures indirectly the extent to which an

employer is dependent upon ES and outside agencies

for personnel services.

E,3 = Proximity to ES Local Office. This variable measures

the desirability of an employer from the perspective
of an applicant. The greater the distance from the
local office, the less favorably job opportunities
will be viewed by applicants who are generally from

the immediate ES local office area.

A vast amount of data concerning the applicant is readily availlable
through ESARS. The value addeﬁ to an applicant can be defined through
increased earnings as a result of a better placement or reduced duration
of unemployment. Such changes can be measured. However, it would be
unrealistic to attempt to measure this value for each applicant or

even to attempt to measure this value for a sample of applicants on

a regular basis. Rather, if a relatlonship can be established between
the characteristiecs of an applicant and the value added as a result

of ES services performed, holding constant such things as quality, this
would then become a basis for estimation of the value added in the PMS.
We discuss below the many applicant variables and some of the reasons

they might be significant.

Al - Applicant Type. This variable identifies the classifi-
cation of the applicant. A fully registered applicant

is more likely to benefit from ES services than a partial

96
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registrant. A renewal will not receive the atten=

E
i

tion of a new applicant and, as a result, i:i is

likely that changes in interests and objectives

t
will not be accurately identified.

Sex. Certaln programs available Ehraughiﬁé are directed

at female applicants making it likely that the value of

services received from the program is greater for women

than for men.

Age. Agaln certain programs are available for youth
groups. Also it is likely that older workers might
receive greater benefits from specific services avail-

able to them.

Military. Again certain programs are available for

veterans which can greatly enhance their job oppor-

tuaities.

Citizenship. Specific program requirements make the
processing of aliens more difficult. It is likely

that ES services are of less value to non—-citizens.

Dependents. The provisions of the ES program calling

for referral of applicantig to non-SESA services such

services avallable of possible greater value.

Applicant Tools and/or Licenses. This characteristic

makes an applicant easier to place, sinee a larger

number of job opportunities are available.

Relocate. This characteristic as A7 above affects the

ability of ES to place an applicant.

97
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Union Member. An ES registrant who is a union member

has a more restricted job market available to him.
Further, his union affiliation makes it less likely
that he will avail himself of the services available
to him through the ES.

Education. This variable is thought to be inversely
proportional to the value of ES services. The higher
the education level, the less likely that ES services

would be of value or would be utilized by the applicant.

Special Schooling. This variable measures technical

schooling. The applicant with this background is more

job ready and will benefit less from ES services.

Occupational Classification. This variable is recognized

as a significant factor in determination of ES services.

7.1.3 Agency Characteristics

Other important data concerning the agency operating procedures and

characteristics are readily available with a minimum of effort. We discuss

below some of the more important agency variables and some of the reasons

they might be significant:

Hlﬁ

=
|

Unemployment Rate. This variable has obvious importance in

the ability of the agency to place applicants. It could, in
fact, change temporarily the objectives of an agency from one
of placement to one, at least partially, of counseling

applicants te the current economie situation.

Computerized Job Matching. This variable can have a sig-

nificant impact on the amount of service time required and
the expected outcome of those services.

127
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HB = Private Market Intermediaries. This variable can have a

significant impact on the demand for ES services in

certain occupational categories.

7.1.4 Cost Data
Cost data 1s readily available through the Cost Accounting System.

The data is available by major activity code, for example, the cost per
man year for Community Services. These figures represent, however, a
level of aggregation which may not be desirable. It has been suggested

by Englander &/

that it may be more appropriate to determine the cost on
an Individual basis reflecting the classification, the grade level, and
experience for employees in each office or even for each client processed.
While comparizons on a local basis could benefit the state, it is

estionable whether this level of detail would be of benefit for national

questio
comparisons.

The Cost Accounting System Reports 61, 92 and 96 are required to compute
the average daily cost for a particular type of funded activity. The
cost per man-year i3 equal to the Total Funded Costs (personal services
and annual leave taken divided by the number of man-years paid.) How=
ever, this calculation cannot be directly obtained using the information
available. Instead, cost per man-~vear can be calculated using the
information contained in these reports by annualizing the average daily
cost per position. iﬂ obtain the average daily cost per position, the
monthly cost per position must first be compared using Reports 61, 92
and 96.

7.1.5 Agency Level of Service Data

The level of service provided to each applicant or employer is signi-
ficant if a correct service value is to be ascribed. Data describing
the amount of carvice can be utilized to determine if a relationship
exists between that and the value added to the client. For example,

a relationship between the number of referrals for an applicant and the

value of that placement would be highly significant.

6/F. Englander, Ph.D., Op.Cit.
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To identify such a relatiomship, data on the level of service by
individual applicant or employer would be required. This data is
available through the ESARS system. Each contact with an applicant

is reported on ES-516 and input into ESARS. The data on this form
includes testing, counseling, referrals, job development contacts

and other data including the specific job order to which the applicant

is referred.

Taken together with the specifiec amount of time spend with an applicant,

the data above provides a comprehensive base for regression analysis.

7.1.6 Agency Unit Times of Service Data

Unit times of service must be properly measured if the PMS5 is to be
effective. A relationship does exist between the amount of time spent
with a client and the results, however, the relationship is not
linear. There exists a point of diminlshing return. The testing of
such relationships would actually be a side benefit in the develop-

ment of the value added equation.

g

pilot study confirmed the ability of a study team to collect unit

imes of service and to identify these values back to the applicant or

r

employer who received the service. -The job ticket technique was
chosen for this purpose. This technique requires the attachment of a
job ticket to each applicant registration card when the applicant enters

the local office. As the applicant is processed through the system, the

amount of time devoted to him and the service provided is recorded.

The pfégéduré for collecting employer unit time of service is similar

in method.

7.1.7 Dependent Variables

The dependent variables for the establishment of the value added by
ES services can be categorized into three major areas. These include
the value added to the applicant, to the employer, and to society at

large. In the model described, no attempt has been made to address the

129
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this is a most difficult concept to apply very broadly. However,
- value added to the applicant and to the employer appear to be suscep-

tible to accurate measurement.

V_ - Value Added to Applicant. There are two commonly

a  =2=Ue . L
recognized values to the applicant. First ES

E

services provide a better job in terms of increased
earnings, benefits, potential, duration, and other
factors. Second, ES services result in a reduced
duration of unemployment. Identification of the
reduetions in the duration of unemployment which

are attributable to the ES services would require
analysis of both user and non-user groups. This is
well beyond the scope of the experimental design for
this study. It is argued by some that the ES might,
in fact, increase unemployment durations under certain
conditions. However, for the purposes of this design
the duration, whether added or subtracted, will be
assumed as uniformly acting on all applicants.

The value added to the applicant will be expressed in
terms of the participants acquisition of a better job.
This value expressed will be the difference in the
wages before and after the period of unemployment.

The starting wages are often not representative, and
the possibility of developing a follow-up wage report
to establish a better base should be considered.
Utilization of the established values on a national
basis would require that adjustments be made for labor
market conditions and for area wage levels. Such
adjustment would not be necessary during the establish-

ment of the value added for ES services.

101
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V., - Value to Employer. The value of ES services to the
employer is thought of as first, the value of
personnel services which would otherwise be provided
by the emplover or performed by private agencies and
pald for by the employer; second, the reduction in
turnover rate which results in greater productivity;
and third, reduction in unemployment taxes through a
lower experience rating by reducing lay-offs. Again,
while the potential significance of the latter two
benefits are obvious, their measurement and inelu-
sion are outside of the scope of the design. The
asgsumption will be that these benefits are of
relatively equal value to all employers served, thus,
they will not be considered in the establishment of
the value added to employers.

The value of services provided to the employer will be
measured by determining the expenditures by employers
both internally and externally for personnel services
for both ES and non-ES users. The value of services
provided to an employer is equal to the total cost of
personnel services less the amount actually spent by
the employer. The total costs of personnel services
can be determined through a survey of the expenditures
of employers who do not utilize ES. This is likely to
be a function of many of the variables previously dis-
cussed. The amount actually spent by the employer
would be collected at the time that ES serviees are
provided. The difference can be attributable to the

value of ES services provided to the employer.

7.2 EXPERIMENTAL DESIGN

variables related to the applicant or employer affect the value of the
131
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E5 services provided to them and to develop a method of predicting the
services (value added) utilizing certain basic daca. This

predicted value added can then be utilized in the productivity model in

f the admittedly subjective value assigned for services provided

.
L
\m‘
O

[

The dependent variables are, then, the values added to the applicants

or employers, each treated separately., The independent variables are
applicant and employer characteristiecs, agency characteristics, cost
data, service data, and unit times for services data. The design is

as follows:

=K 4 +MX, +CX, +85 (. + F
Va Ka + Aaxl i "EXE + ngj + Sax4 + IEXE : Ea

where:
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and VE are the matrices of the values added to the
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applicants or employers,

are the matrices of the applicant and employer
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related cha»uc’.eristics corresponding to the coefficients

deseribed bejo~w,
Ka and Ké are ngtrices of constants,

A and.gE are the coefficients to be estimated for the
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applicant and employer characteristics,

Ma and ME are the coefficients to be estimated for agency

operation data,
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C, and C  are the coefficients tc

cox. data,
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estimated for services

o]
o
m

Sa and Sé are the coefficients t

pravidedrdata,
Ia and TE are the coefficients to be estimated for the

unit times data and

Eg and EE are estimates of the residual.

It is desirable to develop an equation from which the value added cen

be predicted as a function of readily available data. For example, by
inputing the applicant's ESARS da:a into the equation, the value of a
Placement can be calculated. Other variables such as economic conditions
can be used to adjust the value, or integrated into the base equation

if this is justified. Further, the amount of service and the unit

times for service will be used to adjust the values, if appropriate.

Different outcomes will result from the analysis and these are of
sufficient importance to merit special mention. First, consider the
relationship of the level of service to-the value added. At what point
does a referral result in a placement? Do more referrals increase
placement potential or decrease it? Actually, there is probably a
point of diminishing return beyond which additional referrals are
wasted. This point can be identified and, as such, could be used to

establish procedural guidelines for local office operations.

The second relationship of interest is that of the unit time for service
and the value added. How much time should be spent with an applicant?
Does additional time spent counseling or interviewing result in
increased value? Again, there is a point of diminishing return which
can be identified through thé computation of productivity, given the

base objectives are appropriately specified.

and the value added. Obviously, certain characteristics make an
applicant more employable. But consideration must be given to the fact
that the SESA's may be geared to handle the less employable primarily and

that this is reflected in the job opportunities that are available.
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Further, in terms of the measure of value added, the differential
between past employment wages and current employment wages is likely
to be greater for lower wage laborers than for those in higher wage

categoriles.

The analysis should be conducted in all three areas, with specific
factors controlled during certain phases; .For example, when testing
for the ralatiunships of characteristics, unlt times, and level of
service, the sample should include only individuals who have received
the same treatment. Tests can then be easily handled through multi-
riate analysis of variance. Once treatments are identifiéﬁ as

var
significant, they can be included in the regression analysis.

dependency and to reduce the data set where possible. Variguis
regression analysis, including multiple correlations and factuor

analysis, should be considered.

As a result of the analysils an estimator for predicting the value
added to the applicant or. employer as a function of readily available

characteristics will be established.

7.3 CURRENT PMS DATA AVAILABILITY

The Productivity Measurement System, in order to be a viable system,
must be based on objective measures, supported by readily available
data, and sensitive to changes over a short time period. Conceptually,

the features are available within the system proposed.

7.3.1 Value Added Estimates

(e
w

The concept of value added to the applicant or empl oyer by the ES
one of the most significant features of the PMS. o date, the value of

ES services has been estimated. Thg estimated value 1is a Ffunction of

the importance of that service to the client. This subjectivity is

acceptable to demonstrate the concepts of the PMS but not acceptable if



USES desires an objective system that can be utilized for measurements

o

of productivity both internally within an agency and externally among
agencies. The development of estimators of value based on the values
of services provided to clients in the past is a necessary part of the
long term development of the PMS. It is important to also identify

other benefits to USES in undertaking this task.

The determination of the value added to an applicant by service provided
or by the amount of service provided could have a profound impact.
Testing could be determined to have no value for specific classifications
of applicants. The amount of counseling could be shown to reach a

point of diminishing return. Longer referral interviews could be shown
to increase referral to placement ratios. These, to name a few, could

have a significant impact on program planning.

-3.2 ES Employer Rg;griﬁSystem

Each state must of necessity maintain certain basic information cn the

o~

employment habits and characteristics of the employers they serve. This
data ranges from SIC codes, size, type of labor force, and location to

informal comments on whom to contact, iﬁtaﬁgiblg benefits, and other

significant inform ‘on. This information is generally maintained at
the local office where the employer services originate. The files
are maintained on a manual basis, and no systematic effort is made to

update them.

The Unemployment Insurance Service maintains employer files as well.
These files are maintained in support of the UI tax program. The
rate at which an employer is taxed is based on his past history of lay=
offs. Further, each employer is faquiréd to file a quarterly return
which reflects the size of the payroll and other significant information.
These files are normally maintained at the central office on a computer
file.
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The establishment of the value added to an employer would draw heavily
on the two data bases described above. Further, there would exist a
need for the collection of additional data to suppori the model design.
To what extent the information required is available depends on the

"labor market selected for the study itself.

As an aside, it 1s worthwhile to mention that one of the critical problems
which face SESA's today is their ability to get new job orders. Most
offices have depended heavily on past participating employers. Theilr
ability to attract new employers has depended upon their ability to
remove the past image of the agency of handling only the ill-qualified,
unskilled, hard 'core of the labor market. Local offices-lack good
information on the employers they serve. In order to penetrate the
employers who have shunned the ES in the past it is desirable to
develop current and comprehensive information deseribing the employers'
needs. Computerized job matching i3 only as good as the ability to
develop job orders. If an agency would maintain current data on the
employment characteristics of the employers it serves and effectively
utilize this data to develop job orders, a significant increase in

placement rates will result.

7.4 AUTOMATED PMS

It is obviously desirable to create a system which lends itself to
automation. The Productivity Measurement System is no exception.
In order for the PMS to realize its full potential it must be automated.
The PMS should be capable of generating productivity indices o

" center basis each month. In this manner data will be available to

cost center m:nagers on a timely basis, and corractive action can be

taken.

Certain types of reports should be included im the design of an
automated reporting system in support of the PMS, (Reports should be.

provided at a cost center and agency level.) At the cost center level

period, (preferably monthly) and for the year to date. A sample report



is shown in Exhibit 7-1. The report should also allow a comparison
against the agency totals, both current and year to date. Further, in
order to identify the cause for variations for purposes of corrective
action, a component deviation should be provided. This would show the
cause of éhe increase or decrease as a function of the productivity base.
For example, if the productivity index denominator was based on a cost
per man-year of-$10,000, but that for the current period was $11,000,
the input component of the ratio increased by 10%Z. Thus, corrective
action to decrease costs would be indicated. If the productivity
index numerator was based on an average value added per counseled
individual of $1,000, but the current period showed $900, the output
component would show a decrease of 11%. Thus, the corrective action
indicated might be to more carefully screen applicants and counsel
only those who will receive the greatest benefit from the service

provided.

The agency level report should provide a summary of all cost centers.
A sample report is shown in Exhibit 7-2 which would allow the
identification of problem areas within the cost centers. An agency
report, Similar in format to the cost center report, should also be

provided summarizing the productivity ratic for the entire agency.

It is not difficult to conceptualize a PMS reporting system nor to
recognize the value it could have for managers at all levels in
identifying the causes of productivity changes. The difficulties lie
in establishing a system of data collection to support the reporting
system. To the extent possible, this system should be tied to
existing systems. We discuss the components of the PMS below in light

of the problems of automation.

In terms of investigating the pﬂtEDEialﬂfo automation of the PMS it is
convenient to segregate the system into four components -~- the value
added subsystem, the output level subsystem, the costs of ES service
subsystem, and the input level subsystem. These four subsystems would
provide the data necessary to support the PMS.
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Full Tt Provided by ERIC.

PRODUCTIVITY MEASUREMENT SYSTEN
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Exhibit 7-1, Sample Cost Center Report
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The "value added" subsystem would collect data on the characteristics of

" the applicants and employers served and would establish a value utiliz-

ing a formula that was developed through regression analysis prior to

implementation of the system. The subsystem would only require data
concerning characteristics of those served by the ES during a preceding
time period, for example, a month. This data would be readily available
through ESARS for the applicant processesed, and no difficulty would be
encountered in automating this subaystem. However, no data collection
system currently exists for emplover chafaatérigticsi A system to
collect, maintain and update significant characteristic data for
employers would need to be developed to support the model, perhaps

through a revision of the job order form.

The "level of output" subsystem would collect data describing the outputs
of an office. These outputs need not be tracked by individual client in
! order to caleculate the value of services provided. 'Rather, the total
output units produced In each category is all that is necessary.
Currently, output data is collected through ESARS. However, the model
requirements would necessitate some supplemental counting and reporting
of outputs. This requirement is, again, most significant in the
employer processes. Concelvably, the ocutput reporting system could be

tied to the employer records system discussed in Section 7.3.2.

The "cost of services'" subsystem currently provides data on the cost
In addition, it is possible to identify the costs of sp=scific funded

activities for the agency. A more detailed cost

@
y
[a]
W
o
|—l

o
based on the cost center of PMS activity structure 1s des
order to achieve a more detailed breakdown, a revizion to the ecurrent
cost reporting system would be required. Although such a revision might
be feaéiklé; substantial variations in costs per man~year may not exist

if they did, the difficulty in tracking

on a cost center basis and, even
them through the system would offset the gain in the sensitivity to
the model.
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7 The "input level” subsystem measures the utilization of time in provid-

;fT”“”“””' - ing the various ES services. This system cannot be supported by the
existing Time Distributing System (TDS), since it is not accurate
enough for use in the PMS and it utilizes a broader structure. To
support the PMS a system of time data collection must be utilized
which will SGEUfﬂtElY‘beak out time expenditures according to the
structure of the PMS. This system could be established by imposing
a4 requirement to collect time in the 1&231 offlces according to the
detailed structure. Such reporting could be integrated into the TDS
requirements and improve the accuracy of that data as well. This

would minimize the additional reporting requirements for the state.

Overall, the requirements to automate the PMS are realistiec. Much
remains to be done prior to actually determining the feasibility of
automation, but it stands as a realistic and attainable goal in light

of expected benefits.
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APPENDIX A. PROPOSED SUBACTIVITY CODE STRUCTURE

(ALTERNATIVE VI)

CLIENT SPECIFIC LABOR MARKET EXCHANGE FUNCTION

1.0
1.1 Applicant Process Activities

1.1.1 OQutreach Activities

1.1.1.1 Promotion, e.g., Job Fairs

1.1.1.2 Advertising

1.1.1.3 Mandatory Referral Arrangement

1.1.1.4 Cooperative Agreement Development

1.1.1.5 Personal Contact or Individual/Staff Outreach

1.1.2 Intake Activities

1.1.2.1 1Initial Applicant/SESA Information Exchange
1.1.2.2 Minority Applicant/SESA Apprenticeship Information

Exchange
1.1.2.3 Referral to Non-SESA
1.1.2.4 JIS Provision
1.1.2.5 Scheduling for Interview

1.1.3 Diagnostic Assessment Activities
~1.1.3.1 Applicant/SESA Information Exchange
. " 1.1.3.2 Job Bank/File Imput (Manual)

1.1.3.3 Job Bank/File Input (Automated)
1.1.3.4 Testing - Aptitude
1.1.3.5 Testing - Interest
1.1.3.6 Testing = Achievement
1.1,3.7 Referral to Non-SESA
1.1.3.8 Client/SESA Service Plan Development
1.1.3,9 Service Scheduling

1.1.4 Ewmployability Development Resource Mobilization Activities
1.1.4.1 Supportive Services Resource Development
1.1.4,2 Training Opportunity Development

1.1.5 Employability Development Activities

1.1.5.1 Vocational Problem Counseling
1.1.5.2 Occupational Choice Counseling
1.1.5.3 Group Counseling

1.1.5.4 Orientation
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1.1.5.5 Caseload Conference - Staff/Client

1.1.5.6 Caseload Conference - Staff Only

1.1.5.7 Arrangement for Apprenticeship

1.1.5.8 Arrangement for Supportive Services

1.1.5.9 Arrangement for Training

1.1.5.a Assist Minority Applicants to Enter Apprenti;a—

ship Programs
1.1.5.b Follow-Up

1.2 -Employer Process Activities

1.2.1 Employer Outreach Activities
1.2.1.1 Advertising
1.2,1.2 Promotion - Non-Staff
1.2,1.3 Promotion - Staff Contac ct
1.2.1.4 Cooperative Arrangement Development

1.2.2 Voluntary Order Solicitation Activities

1.2,2.1 Employer On-Site Visits
1.2.2.2 Phone Solicitation
1.2.2.3 Mail Solicitation

1.2.3 Mandatory Listing Activities

Mandatory Listing Compliance Investigation
Receipt and Review of Employer Lists
Receipt and Analysis of Employer Reports
Employer On-Site Solicitation/Enforcement
Phone Salicitacion/Enfarcement
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1.2.4 Job Creation Activities

Employer Contact

Job Restructuring

Job Requirement Modification
Altering Job Benefits and Conditions
Subsidized Job Development
Financial Incentive Job Developument
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or Employer Activities
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Initial SESA/Farm Labor Contractor (FLC) Information
Exchange

Issue Form to Fill for Registration

Transmit Registration Form to Employment Standards
Administration (ESA)

1.2.5.4 Write FLC Job Order
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1.2.6 Available Job Identification Activities

1.2.6.1 Review of Classified Ads, Trade Journals, CBC
I Announcements, etc.

1.2.6.2 Agency Association, etc., Contact
1.2.7 Client Specific Job Order Solicitation Activities

7.1 Employer On-Site Visits
7.2

iigi
1.2, Phone Solicitation

1.2.8 Order Taking Activities

1.2.8.1 Central Order Taking

1.2.8.2 Solicitation Order Taking

1.2.8.3 Job Bank Input - Manual
e 1.2.8.4 Job Bank Input - Automated

1.2.9 Employer Technical Assistance Activities

Work Force Selection Assistance

1.2.9.1
1.2.9.2 Work Ferce Development Assistance
1.2.9.3 Work Force Utilization Assistance
1.2.9.4 WVork Force Stabilizatien Assistance
1.2.9.5 Hiring Policy Assistance
1.2.9.6 Job Specification Assistance
1.2,9.7 Functional Job Analysis Assistance
1.2.9.8 Identifying Training And Testing Needs
1.2.9.9 EEO Compliance Information Provision
1.2.9.a Affirmative Action Plan Development

1.3 Job Matching Process Activities

1.3.1 .Job Matching Activities
1.3.1.1 Client File Search
1.3.1.2 Job File Search
1.3.1.3 Match Selection
. 1.3.1.4 Client Call-In
1.3.1.5 Selection Interview
1.3.1.6 Clearance for Job Referral
1.3.1.7 Job Interview Scheduling
1.3.1.8 Referral to Job Opening
1.3.1.9 Client Job Interview Suppert Visit
1.3.2 Verification/Follow-Up Activities

Job Placement Verification/Follow-Up

1.3.2.1
1.3.2.2 Employer/Applicant Support
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2.0 NON-CLIENT SPECIFIC LABOR MARKET EXCHANGE FUNCTIONS

2.1, Informati

on Development Process Activities
2.1.1 Labor Market Information (LMI) Activity

2.1.1.1 Develop and Disseminate LMI for Applicants/

Public
2.1.1.2 Develop and Disseminate LMI for Employers/
Industry
2.1.1.3 Develop and Disseminate LMI for Other Agencies
2.1.1.4 Provide on Request Special LMI

2.1.2 Farm Labor Wage Survey Activities

2.1.2.1 Conduct Agricultural Wage Survey by Crop
2.1.2.2 Convey Wage Levels to Applicants
2,1.2,3 Publish Finding as Wage Standard by Crop

3.0 NON=LABOR MARKET EXCHANGE ACTIVITIES

3.1 Protection Process Activities

3.1.1 Employee (Applicant) Protection Activities

3.1.1.1 Publish SESA Employee Protection Services
3.1.1.2 Accept Employee Complaints

3.1.1.3 Resolve SESA Service Complaints
3.1.1.4
3.1.1.5

Refer Employee Complaints to Appropriate Agency
Follow=Up Resolution of Complaints

3.1.2 Farm Labor (Applicant) Protection Activities
3.1.2.1 Review Job Orders for Wage Level, Wgrkingr
Conditions, Housing Standards Compliance
3.1.2.2 Verify Compliance with Random On-Site Visits
3.1.3 Employer Complaint Activities

3.1.3.1 Accept Eumployer Complaints Regarding SESA

Services _
3.1.3.2 Review Employer Complaints

-
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3.2 Other Legislatively Mandated Process Activities

3.2.1 Foreign Trade Act Activities (Applicant)

3.2.1.1 Collect Data on ILAB on Firms/Unions Adversely
Affected by Trade Act

3.2.1.2 Determine Applicant Eligibility for Job Search/
Relocation Allowances

3.2,1.3 Screen Applicants

3.2.1.4 Refer Applicants to UL

3.2.2 Immigration/Alien Certification Activities (Agency)

3.2.2.1 Receive Requests for Information Requested on
Occupations Sought to be Fiiled by Immigrants

3.2.2.2 Conduct Survey of Domestic Worker Availability
3.2.2.3 Determine Potential Domestic Worker Adverse

Effect
3.2.2.4 Certify Allen Application

3.2.3 Learner Certification Activity (Agency)
3.2.3.1 Collect Data for ESA on Experienced Worker
Availability by Occupation and Industry
3.2.3.2 Determine "Learner” Availability
3.2.3.3 Supply Certification Information

3.2.4 Defense Manpower Policy Issuance #4 Activities (Agency)

3.2.4.1 Identify High Unemployment Areas Uader DMP #4
3.2.4,2 Publish List of DMP #4 Eligibility Areas

3.2.4.3 1Initial ES/DMP #4 Employer Contact (Mail)

3.2.4.4 Initial ES/DMP #4 Employer Contact (Persomal)
3.2.4.5 Review Preference Application

3.2.4.6 Igsue Preference Certification

3.2.4.7 Review DMP #4 Employer "Hire" Reports

3.2.4.8 Notify Defense Contract Agency and Non-Compliance




FAISTIAG TIME DISTRIBUTION CODES (DETALL BAND) (ALTERNATIVE I11)

(511)

APPENDIX B, RELATIONSUTE OF EXISTING TINE DISTRIBUTION DETALL EAND

AND PROPOSED SUBDETATI, 4D CODES

(ALTERNATIVE IT1 AND ALTERVATIVE 1¥)

Intike
Includes all clme:

= gpent outside local offlces, including initlal contact and
follov-up; to reach and bring into local offices {ndividuals
who da not come on thelr own Initiative but who require
agslatance to become employable;

- gpent recetving 1ndlviduals vho come into loeal offices,
making prolininaty judgements as to the services needed, and

= apent {n nlt{al or subzequent interviewing of replatered,
partially reglerered and non=registered persons to deternine
thelr neds for exployment services; Including completing
new of updating former applications and reluted forms, and
referdng applicents to appropriate otpanizational units
andfut other agencles for necessary serviees, (does nat
fzelude selection Intcrvivuing related to emyloynent vhich
15 pact of the definition of Code 531, Emplayment);

gnent on wiscellansous activities related to Infake, such

g3 angvetlng telephone calls, referring to other apencles
petsanis vio ace not secking employment services, plving out
brochures, and weher piuted vaterinls, and parforning

gther work that invalves focidencal contacts with the public,

FROFOSED SUSDETALL BAND CODES (ALTERMATIVE IV)

(5111)

(5119)

(5113)

(5114)

Quereseh Activities

Iicludes all time spent outside local offices, including initial
contact and follov-up, to reach and bring into local offlces indi-
viduals who do not cone on thelt own initiative but vho require
asglstance to becore employable,

Recention Activities

Includes all tine spent recelving individuals who come Into local
offices, naking prelimlnary judgenents au to the services needed,
and arranging for and scheduling services vithin the offices,

Interviewing

Includes all time spent {n initial or subsequent interviewling of
reglstered, partially reglstered and non-registered persons to
deterning thelr needs for caployment seevices, {ncluding completing
new of updating former applications and related forms, and re-
fercing aoplicants to appropriate organizational units and/or

other agencies for necessary services, (does nat [nclude selectlon
interviewing related to employment which 1s Code 5317, Selection
Intervicuing), ‘ |

Miscellaneous Intake Activities

Includes all tine spent on miscellaneous actlvitles related to
Intale, such a8 apsvering telephono calls, referring to other
agencles persons who are not seeking employment services, glving
out brochures, and other printed materlels, and perforring other

ro—



APPENDIX B,

RELATIONSHIP OF EXISTING TINE DISTRIDUTION DETATL BAND

AND PROPOSED SUBDETATL BAYD CODES

(ALTERNATIVE TIT AND ALTERNATIVE IV)

EXISTING TI3E DISTRIBUTION CODES (DETALL BAND) (AMTERMATIVE ILD)

(312)

(514)

Coumgeling

Includes a1l time spent in counseling indlviduals or groups,

and such related activities as recording {ntervievs, revieving
and analyzing lafornation on counseling cases, interpreting

test tesults, arranging for and referring to supportive survices,
wilch {ncludes cosching, that arz necessary to assuté lmple-
aentaticy of the employability development plan and follov-up
getivitles to deternine the progress made by counselees in
achicving thelr plamned objectlves,

Ig;ting

Includes 811 time spent in schedoling, adninistering, nonitoring,
and scoring tests or vork sazple exerclses, preparing reports of
test results ar ualt activity, and malntaining related files,
Mo {ncludes tise spent adviaing ES ataff ag vell ag employers
on tests, testing techniques and related matters. ‘

Tncludes all time spent on other assessment-related activities,

guch g case conference veeting tlme (with or without the client -

belng present) and In developlng employability plang (exeept
counseling pe se betueen the counselor and the elient); and
Oelentation, which is designed generally to provide understanding
of those attributes, other than job skills, eequired to got and

such natters as personal sppearance and health, preparation
of job application and related forms, job hunting techniques,
vazes and taxes, and sinilar natters of employment related
concern, Also fncludes time gpent in growp intervieving for
the purpose of helping job ready applicants and such special
peaups g8 candidates for the suamer youth program, to relate
thelr skills to the job market,

PROPOSED SUNDETATL BAND CODES (ALTERMATIVE 1)

(5121)

(5122)

(3131)

(3141)

(5142)

(5143)

General Counge

Ling hetivities

Includes all tize spent in counseling ndividuals or groups, and
such telated activieles as recording intervieva, revieving and
analyzing {nformation on counseling eases, arcanging for and re-
fetrlng to supportive services, vhleh {ncludes coaching, that

are necessary to zssure dplenentation of the employability ,
developent plan and follov-up sctivities to deternioe the pro-
geess aade by counselees Lo achieving thedr plamed objectives,

Interpreting Test Results

Includes all time gpent In {nterpreting test results,

Testing

Tncludes all tiue spent in scheduling, sdministering, monitoring,
and acoring tests of vork sample exercises, preparing repots,of
teat regults of unlt activity, and malntaining related files. Also
includes tine spent advising ES ataff as well &5 eaployers on
tests, testing techniques and related matters.

Case Conferenco Veetings

Ineludes all tine spent on case conference meetings (vith or without

the client belng present)

Develop Employability Plang

Tncludes all tioe spent in developing employability plans (exeept
counselding per se between the comaelor and the).

ggggg_prlgntatiqn

Includes all tine spent in orientation vhich 1 designed generally
to peovide wnderstanding of those attributes, other than job skills,
tequlred to get and hold a job and 1s normally conducted with groups.
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APPENDIX 3,

RELATIONSILY 0F extstong 1oy
A 1S0pGED SUBDETAI

E DISTRIBUTION ognat,

0D CODES

(ALTERNATIYE 117 AND ALTERSATIVE Iv)

) (st 1y

ELISTIV THNE DISTRIBUNION cones (grag, yum

(54)  Other (Cont fnued)

Trabnlog Selection, Referral gnd Follou-lp

Includes g]] t1py spent (exeest o 835e33ment) {p Telating
Applicont needs, Characteristics, g4 Clreumstances, {p g
selection and reforry) to 4 specif

w30 fncludeg tip devoted £ develgpgey it
thﬁ@wHumu@ﬁmEMaMthu
actions fneluding toaching to asgure satlsfactory traines
djustnent gy Progress In training,

(530)

Eployment Job Developaent (

Includes Codeg 53 through §34)

(331) Eaploy ment

Includes all ¢z SPENE asaiating {ndividualy kg
Obtaln enploynent oy asalating employery 1y obtatn
vorkers such as: Otder taking, tecruitmsnt, tlearance,
file geare), gelection iﬂtervieuingi calls{
wﬂﬁaﬂm.ﬁhmﬂmam&,hﬂﬂ@
BERL, pian visits go Bcqualnt staff yigy i
ments and folloveup astigny Including cose
detemlne of gogyre ]
Includes algp ¢ige devated

o prepating {nput foy
coputerized Job Banks gnd Job Hatehing Systens,

¢h require-
hing to

Hﬂﬁhwmhfﬁﬂﬂmﬂﬁnﬂﬁi

FOIUSED SUDETATL b cons (tERuiTIYE 13)

(3143)

(5201)

(5222)

{3311

(531

Sroup Orientation (Cont nued)

Mso covers gg) WaCters ag paranpg] Ippearance and health,
Preparation of Job applicatioy ind related form, {ob hunting .
teehniques, vages ang Lexes, and aini)sp Battets of employaent re-
lated concezn, Alsg Ineludes g SPENE 10 group Intervieaag for
the purposs of helplng job ready pplivanty gag sich gpecial

BFOUpS as candidates for s SUBmer youth progean, ¢ telate their
mmmmmmm

ﬁmmﬁﬂmhmMMHHMﬁuw%
Includes all tipe apent
CEnt needs, charaoterqpe
mdmﬁﬁﬂ@na@&ﬁi

Except on aggesgent) [n relating appli
&3, and clreumgtances, p the selection
¢ tralning Opportunity,

Iralnin Devglnpmen;_hgtivitigg

Includes al] ¢ige Apent in order taking,

Sglg;;ign_Ip;afvi;gin

Includes a1] £ipe Spent agnisting {nd]vidyals 0 chtatn exploynegs
such a recruitaent, cleatance, fi]e search, gelection intervievin;-
Qall-iﬁ,:referral, verlfieation, file waintenance, {ndiyidyyl Job
developmient, plan visits g Scquaint staf vith joh Fequirenents
and follow-up gotiong neluding coaching to deternine or assurg
sultable worker adjustment to g Jab,

o et
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APFEILE . ELATLORSHE? OF ESISTIAD T DISTRBuTio oev, oy
AAD PROPOSED SUBVETALL B3 COS

(ALTERNATIVE 111 AND ALTERNATIVE W)

) ' PROPOSED SUBDETATL BAND CODES (ALTERNATIVE 1)

‘ELSTUG NS DISTRLAUTION GODES (ORATL B (ALERNATIV 1)

(330) Eaployment (Continued) (N3 Job Bank
Ineludes tima devoted tg preparing Input for computerized Job
Banks end Job Matching Systems, ;
(332) Job Development, Placeoent end Follov-lj - WIN-OIT (30)  Iob Developnent, Placenent, and Follow-lj - WIN-01T

Includes all tine spent for creation of Jobs for WIN
wﬂ@nﬁhmmnﬁrﬁgﬂmmﬁmﬁhb
Bank and Job Katching Systems and all otfer sourees
of information on exfsting vacanclos; tontacting area
profitmaklng caployers for possible vatincles, or e
posltions 1n thelr etablishoents, efther a5 direct
hdiees or for OJT opentngs; fand Uarlzing employers
with the tax credit provisions of the Revemue Aet of
1971 for NIN participants,

Includes all time spont for creation of fabs For VI partici
mm@umﬁ:m@ﬁ&m@ﬁﬂﬁ@h@ﬁ
Hatching Systens and all other naurces of Infotnation on exlsting
vacancies; contacting ares peofitoaking emloyars for pozaible
vacaneles or nev positions in their eatablishuents, either gs
dlreet hiress or for 01 openings; fandllarizing emplovers vigh
the tak credit provisions of the Revenue Aet of 1971 for I
participants,

Mso Includis tine devoted to velerring participants to epeetfic
Jobs and follow-up actlong {ncluding coaching to aepute satlsfactory
MQmm“mqmsmﬁi

MﬂdeEﬂmﬁﬂﬁﬂﬁ&ﬂ@mﬁﬂmﬁﬁ
spueltle Jobs and follow-up actions Including coaching
to assure sutlsfactory adjustment or progeess iy Job,

(533) Job Development, Placenent and Follow-Up - NIN-fSE (531

Job Developuent, Placenent gnd Follou=lp = WIN-PSE

Includes all tine spont for creation of Jaba for WIN
partieipants by means of: reviey of computerized Job Bank
and Job Matching Systens and all other sourecs of informa=
toi on existing vacancles; contacting public or non=
profdt organtzations for development of public service
enployrent oppoctunities; contact other federally=funded
progras for possible existing or potentil vacincies,

bmmmmmmmmmmmmmm

Systens and all other sources of inforsatiog on exiating vacances;
tontacting public o non-profit orgunizations for development of
wmmmmmmmmmmmmmmma;
funded progeans for possible entating o potential vacarces, ];ij(j

Includza all tine spent for creation of jobe for WIN participants

lso Includes’tioe devoted to reforring particlpants to spectfie

Mao {ncludes clue devoted to teferring participants to Job and follov-up actiong including coaching to sssure satlsfactory

specifle job and follov-up aetlons Including coaching to
ﬂmnmmmgMMmmmmmuH@Wm
respect £o the ISE Program, thig will nclude tine davoted
to the send-annual reviev of each P3E ezployee,

QMMnmmmﬂHmHMEmﬁEMEﬂmmi
“this vill {nclude tioe devoted to the senl=annusl reviev of each
PSE emploves,




APPENDLX 8. RELAVIONSITP OF EXTSTING TIME DISTRIBUTION DeTktt, o
AND PROPOSED SUDETALL BAND CODES

(ALTERSATIVE T11 AND ALTERVATIVE 1V)

EXISTING TINE DISTRIDUTION CODES (DETATL BAND) (ALTERMATIVE 111) FEOPOSED SUBDETATL BAYD CODES (ALTERSATIVE Iv)
(334) Periodic Exposure o the Job Macket (3341)  Perlodic Exposure to the Job Market
Includes all tine spent by ES staff at the State and Includes all time apent by ES ataf{ ac the Stare -nd local levels
local levels in calling {n on & vegular basls those fn calling in on a regular basis those WIN pagticipants, vho
WIN participants, vho have been appraised but vho are have been appratsed but who are not belng served 1n any other WIN
not belng served In any other WIN conponent, and exposing component, and exposlng then to labor matket information in 4 .
then to Labor market information in an attespt to maceh attempt to match thelr skills vith job apening,

thelr skills with job opening,

(5%0)  Foployer and Community Serviees (Includes Codes 551 through 554)

(331) Employer and Unlon Services (3811)  Employer and Union Services
Ineludes time spent in devaloplng and malatalnlng contacts Includes time spent in developing end maintaining eontacs with
vith eaployers, Inclulng esployer and unfon organizations, eaployers, including esployer and undon orgaulzations, This in-
This includes personal, telophone, or wall contacts of e cludes personal, telephone, or mail contacts of a general pro-
general promotional nature to develop job opportunities notional nature to develop job opportuilties for all applicant
for all applicant groups or to prometa aeceptance of o groups or to promate acceptunce of or participation {n spacial
particlpation in special manpover prograns, ‘ GARPOVEE PTOprams,

(352) Emoloyer Technlcal Services (3521)  Employer Techaical Serviees
Includes all time spent {n providing advice or ssslatance Includes all time spent {n providing adviee ot assistance to the
to the eaployer, community and other govariment agencies euployer, comunlty and other governzeat agencles in the identi=
In the dent{fication, alleviation, or resolutfon of man featlon, alleviatlon, or resolution of manpover problems in the
power problens In the arca of vork force seleation, srea of vork force selection, development, urilizatien, and
development, utilization, and stabillzation, Also {ncluded stabilization. Also included are the use of tools and techniques
are the uke of tools and technlques for providing asslstunce for providing ssslstonce on Riring policles; development of job
on hirlag policles; developnent of Job speciHeations and specificatlons and related waterials; conducting job analyses,
related naterfals; conducting job analyses, job restructuring Job restructucing and upgeading studles; {dentifylng tralning nd
ind upsradlng studies; ddentlfylug tralning and testing needs; testing needs; providing labor market {nformation; interprating
providing labor market information; {nterpreting manpover manpouey teehnieal sepvices,

tachnical servicey,
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(ALTERNATIVE T1T 23D ALTERNATIVE IV)

SXISTING TIWE DISTRINTION CODES (DETATL D) (ALTERMATLVE T11)

(553) Ionigration Activities

Includes tine devoted Lo lemigration activities,

(554) Eammuggf:tﬁgfyi;es

Includes all tine spent on the folloving activities:

- Stlaulating community actions tovard salving manpover
prablens which hinder maximum developnent and use of
humin resources,

= hsslsling In {ndustrial and econonic development of
comnunitles,

= Establishing a continuing and developmental working re-
Latieashlp vith comunity action groups, Job Corps, educas
tlonal Institutions, vocational rehabilitacion, and other
comnuity agencles or groups,

- Tralnlig other governmental, soclal, and community
egency personnel in che prograns and operations of the
State manpover agency,

= resenting information or proposing manpover actions to
emploer, union, educational, governnental bodies, or
other groups; Including time devoted tu developlng Manpower
training proposals,

= Partlclpating {n local civle functions, organizations, snd
clubs to pronote the policles and objectives of the Employ-
uent Jervice within the comiunity.

109

- Dissealnation of labor and econonfc information by radle,
televiston, mail, or n person to Individusls ot groips
wlthin a comunity on natters regarding the ES,

PROUSED SUBDETATL BAXD CODES.(ALTERRATIVE 1)

(531)  Iomigration Activities

Includes tine devoted to lnmigration activities,

(856)  Comunity Services

Includes a1l tine gpent on the following activities:

- Stinulating comsunity actions toward anlving manpover problens
Whidch hinder maxlnun develoment aud use of human resgurces.

= heslsting In Industrisl «nd economic development of communities,

!MﬁMM@umMﬂgmM%%mﬂﬂquahmm
ship wlth comunity actlon groups, Job Corps, educational
ingtituclons, vocatlonal rehabilitation, and ather community
@mﬂﬁﬂrywﬁ,’

-hﬂm%umHEWﬁmmulsmmlndmmmnygmqpﬁ-
sonnel {n che prograns and operationg of the State manpiver
ageney.

= Pregenting Information ot proposing wanpover actions to
esployer, union, educational, governnental bodies, or other
groups; intluding tlme dEVuted to developlng Hanpawgr tralning
proposals,

= Patticipaiing In local civie functions, organizations, md clubs
to proote the policles and objectives of the Eaployment Service .
withln the comunity, 11

= Dissealnatlon of labor and econonic information by radlo, teles
vislon, mall, or {n peraon to individuals or groups vithin g
comnunity of matters regarding the E5,



WPRERDLE . - RLKTIONSHIP OF BRISTING 1108 prsypppmpy DETATL Bitp
100 PROPOSED SESUETTS, 34D cone

(ALTERNATIVE 117 Ay ALTERVATIVE 17)

BAISTING TIOE DISTRIBITIOS (ngS oerary BAAD). (ALTERMATIYE 111)

(560) Yan over Informatlon (Includes Codsg 561 through 565)

(361) Labor Area Infornation

Ineludes all tine spent on:

= Gathering, analyzing, interpreting, and disseninating
infomation regarding laeg] Jabor area conditions,
overall employment and unemployment 1n the State,
Ceutunle reglons, counties, distelets, and parts of
Labor areas, and for applicant groups auch ag poar,
dsadvintaged, ete,

EFWMH@I@MEEQ@%EEHEMdEWHLaﬁ
Infoemation related to eligibility for assistance
chmﬁmﬁWMHEMquma

(562) Qgggpatinnal_ﬂppar;unt;ie; Infomat fon

Includes tine spent on the following aceivites:

= Freparing, analyzing, Interprating, and dissentnating
etononde {nfomation en current and profected occups-
Uonal shottages by State or ares,

= Developing Informativg 1o Ueatify cureent or antlel
pated enploynent opportunities by octupatisn and area
occupational guides,

= Preparing job vacancy Surveys, area skill and other
RIUpower prujection sutveys, Industey sutveys, and
4T3 VAE surveys,

] = Haklng training needs Surveys and previding Job gearch
4 1 Information for applicants,

JACPOSD SUAETALL B0 OO0 (snivgtav )

(3611)

(3612)

(+621)

Gathering and Dissenination of lnfa;ﬁa;;éq

Gachering, snalyzing, {nterproting, and disaeninating dnformation
regardlng local labor ares conditions, overall employient ang

unemployment 1n the State, econmic reglons, counties, disteiets,
and parta of labor areas, ang for 4ppLicant groups such 29 poct,
dlsadvantaged, ete, '

Egggar;;g Newsletters on Fede;gl_rrug;amg

Peeparing labor areq newaletters and reports, and {nforzation
ﬁMQmQQMmenﬁMM&ﬁﬁmumfmﬁﬂ
Federal proprans,

Qccupatianui7Dppu;§uni;ie§_Infﬂrmatiﬂq

Includes tine spent on the following activit{es:

= Preparlng, analyzing, Interpreting, and d;saemiﬁasing econonic
Information on current and profected oceupational shortages
by State or aeea,

smmmgmmmnummnmmgmmm@

euployment opportunities by occupation and arey occupatfona)
guldes,

=PEMﬂ@jﬁ?@ﬂ@5M%ﬁ[ﬁﬂéﬂHaMﬂmﬁmmmﬁr
projection surveys, Industry surveys, and area vage surveys,

= Making training needs Burveys and providing Job search infor-
mation for applicants,
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APPENDIK . RELATIONHID 0F BUISTLNG TIE DISTRTOUTION DETAL
| 480 PROROSED SUBDETAT BAND CODES

L]
(ALTERIATIVE 111 AND ALTERMATIVE Iv)
EMISTING TIAE DISTRIBITION COES (DETATL WD) (NABRNTIVE 111) PROPOSED SUBDETATL BAND CODES (ALTERMTIVE Ii)
(363) Operations Research (3631)  Operatfons Restarch
Includes tine spent dn the following activities: Includes tlne & ot fn the followtng getivieies:
= Speclal research or sinilar eiﬁgfimenzal projects for the = Spectal reseatch of sinflar experinental projects for the
developnent of new concepts and toole to make operations  developuent of new concepta and taols to make operations more
wore résponsive to exlsting or changing needs, for vesponalve to existing or chnging needs, for neasuring the
neasuring the effectiveness, eosts, and benefits of various effectiveness, costa, and benefits of varlous services, snd
8ervices, and for the development of new or fmproved tech- for the development of new ot {nproved techniques and pro-
‘ niques and procedures for conplling labor area or - cedures for compiling labor area o occupational Job opportuni=
occupational job opportunities {nfornation, ties information, ,
= Developing and testing nev appronches of procedures for = Developing and testing new approaches o procedures for obe
abtalning wanpawer Inforsation for management pilrposes, Calning mangower inforsation for management pucposes; locul
local offiee participation in cost-benefit analysls, and ~ offlce partleipation in cost-benefie analysis, and ofler
other special studles for later adsptation to a continuous special studles for later sdaptation to a continuous ongolig
ongolng progran, progran,
(364) Qeeupational Analysis Fleld Cencers (5641) Qccupat{onal Analyais Field Centers
Includes all tine spent by Fornally otganized fleld centers Includes all tine spent Ly fornally organized Held centers in
in the collectlon, analysts, preparation, md dissentnition the collection, analysis, preparation, and disseatnation of oceys
of oceupational information of nationide gpplication, Alsg pat{onal information of nutionwide spplication, Also {nclued
Incluled are rescarch and developnent projects for improving are research and developuent projects for fuproving the effective-
the cffectiveness of occupational snalysis tools, ness of occupational anglysls tools, '
(565) Tast Develo meat (5651)  Test Develp wit
S T AN
Includes a1l tine spent in preparing eesearch plana, collects Includes all ting spent {n prepaing research plans, collecting J‘ b‘i
ng and analyzing research data, and validating end preparing and analyzdng research dats, . and valldating and preparing tech-
technical reports on research results to develap tests, nical reports on research results to develop testa,




AN PROVSED SIDETATL bbD g

TIME DISTR

BLBUTION DETALL kD

(ALTERSATIVE 11 AMD ALTERMATLYVE 1)

FHLSTING TG DISTRIBOTON CO0ES (OFTATL D) (HLtsRwoLve 1)

- {610)

ALL tlue vhich can be selated directly to the adundstration
and superviaion of the State Danpower program should be
reported undet this code, Tine teported under this cod
prisarlly fnvolves but {5 ot necessarily Linited ta the par-

* fornanca df the following functions:

Tmﬂﬁh@ﬁMMMMMmummmm
all Line persone]. enpageq 1n managing and supervising enploy-
mmﬁmmﬂmmmhmmmmmmnmﬂml
hm.MHmHHMﬂMQMMﬂmmmﬁw
tloss should be charged to the function belng supetvised,
m”ammmmmmwﬁammmmuUMMﬁme
to aetlvity Code 531, Eaploynent,

= Flanning, dliecting and controlling local offiee opesation,
= Develoning, Loplenenting and monitoring plans of serviee,
= Preparing budget justifications and supporting matertal,

sAﬁﬂMuﬂﬁﬂﬁpm&ﬂﬁmlmdmﬁﬁui&ﬁamwaﬁ
EH@iMH@SmeﬂmEﬁEMEMEMME
wlth overall operating problens, polietes, procedures,
@WMmmmmeWmﬂmmHMW
ferences, within of outside the dgency, related to 8 gpecifle
functlonal ares should be chazgod to the appropriate functional
activity code)

= Prepartng and vertfying dats for local offlee activity re-
mmaMﬁMmmmhnMﬂﬂMﬁﬂ@ﬁmEmmm;

= Office services (sultclboard operation, mail gervice, etc,),

HAONOSED SUDDEALL BAND CODES (NWANATLYE 1Y)

(8100)

(Lacal)

Hanagesent and Superviefon

ALl tine vhich ean be relsted directly to the adutntsteation
and supervision of the State uanpover progean should be repored
under this code, Time reported uider this code prinarily
1mMﬂﬁﬁmmmmmHMEMMmmmm

of the folloving funeeions:

= Tae of the local off{ce supervisor and his coslatants, and
all line persomnel engged In nanaging and aupervising employ-
aent, tralning, and related Banpavet operstions at the loeal
hm.ﬂmﬁﬂunmun@mQMuhwmmﬂm&
tlons should be ehaeged to the function belng superviaa, 1,e,,
a vorking supervisor of a plasenent uni ghould charge to the
uppropriate employnet setivity code,

‘smM@JmeMMMEMQEMQmEmﬁmﬂ

= Develosing, {uplenenting and monitoring plans of service,
ﬁﬁﬂﬂmgMﬁﬁjﬁﬁﬁHHME@dﬂﬁﬁﬂ@mﬂﬂhL

emmﬂ@mmhﬁﬁmﬁmjmmmmﬂmﬁmmga

ﬁnasMwﬁueﬂﬂfmﬁmgaﬁgmkmMﬁd@H@

with overull operating prablens, polietes, procedures,
persome] problens, ete, (Time spent at neetings and con-
&&Ma,ﬂmhnrmﬁﬁemegﬂq,mh&dﬁasmdﬁt
functional ares should be tharged to the eppropriate functions]
sctlvity code,) '

« Prepartng and verifylag data for local offiee aetivity re-
mﬁamdﬁhrmnﬁwemdﬁﬂﬁﬂml@ﬂﬁﬁgﬁ@ﬂ&

-4m¥mMﬂ@MMMWWMmMHm@ﬁmL
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mmu&mmmmmmmmnmmmmmumumn

AND PROPOSED SUBDETA(L BAND CODES

(ALTERNATIVE 171 AND ALTERMATIVE 1V)

(611)

EUISTING T DISTRTAUTION CODES (DETATL BAMD) (ALTERWATIVE 111

Hanagenent and Supervision (Central)

ALL tioe vhich can be relaced directly to the adninistration

and sipeviaion of the State wanpower program should be reported
under this code. Time requested under this code prinarily
Involves but 13 not necessarlly Mnited to the performance of
the following functions:

= Time of the Employoent Service Diractor and his ssaistants,
and all Une pergonnel dn the central or distriet offices
engaged in munaglng and supervising emploveent, teaining,
and related nanpowet operatlona, Tlme spent in direct
supervisiﬁn uf npsrating funttians ghould be :harged to the
central Jub bank placemant unit shuuld zharge ED activity
Cade 331, Enployment.

- Planning, directing and conteolling State and local of fice
gperations, '

= eveloplng, loplenentlng; and nonltoring plans of service,

= Attending outalde professional and technical conferences as
well ag dn-office staff meetings and conferences dealing
with overall opernting: problens, policles, procedures, per-
somnel problens, etc. (Time gpent 4k meatings and conferences,
wlthin or outside the sgeacy, related to  specific funceional
ared should be charged to the sppropeiate functional activity
eode,)

= Preparing and verlfylng data for local office activity reports
and other narrative and statistical operating reports,

= Offlce services (switchboard operation, mail service, ete.).

1ROPOSED SUBDETALL BAND CODES (ALTERMATIVE 1)

Hansgement and Suerviaion (Central)

ALL time which can be related directly to the adninistration

and superviston of the State manpower progran should be repozted
under this code, Time requested wnder this code prinarily
involves but 1s not necessarily Linited to the necformance of
the following Functiona;

= Tine of the Enployaent Setvice Director apd hia asalstents,
and all lne personnel 1 the central oF'district offices
Engagﬂd iﬂ managing and superviaing emplayment, training,
supervisinn of avérsting functinna should bn charged to the
function belng sunervised, L.e., a vorking supervisor of o
central Job Bank placenent unit should charge to activity
5313 Job Bank,

= Flanning, dlrecting and controlling State and local office
operations,

= Developing, Lnplesencing, sud nonitoring plans of mervice,

= Attending outside professlonal and techateal conferences as
vell ag 1n-offlce staff eetings and conferences dealing
vith overall opersting problees, policies, procedures, per-
gonnel problens, ece. (Tine spent ot meetings: and conferences,
within ot outside the agency, related to a apecifie functional
ared should be charged to the appeopriate functlonal activity

code, ) i , 1 “ 8

= Preparing end verlfylng data for local office sctlvity reports
and other nareative and statistical operating reports,

- = Office pervices (gwitchboard speration, mafl service, ete.).



" EXISTING TIY DISTRIAUTION CODES OETALL BAND) (M TPRWATIV 1)

APPENDIX B, RELATIONSKIP OF EXISTING TIME DISTATBUTION DETALL BAND

AND PROPOSED SUBDETALL BAND CODES

(ALTERNATIVE ITT AND ALTERNATIVE IV)

(60)

(621)

PRIFOSED SUBDETATL BAND CODES (ALTERMATIVE 1)

Staff Igghnieal Serviee (Local) (6201)
Includes all tlue of managenent and program staff (such as

managencnt analyats; placement techalelans; youth, older

workers, and uinorlty group specialists, ete.) in developlng

and organizing materlals, perforalng functional superviaton,

noitorlng contzacts, conducting evaluations, attending cone

ferences or providing tecn{cal assistance fo local or central

offlce Euploynent Service staff or ehe public in matters

affectin= thelr partleular area of work,

Includes time spent on the following activitless

= [ubliclzing and/or explaining requirements of the Farm Labor
Contract or Reglstratlon Act (FLCRA) at the State level,

(6202)
= Recelving and trensmitting applications for registration
under the Act.

= Recelving and transuitting complaints made againat
. teplatered farm labor contractors,

Staff Technical Service (Central) (6:11)

Tncludes all ting of managenent and program ataff at the State and
area level (such as managenent analysts; placement technicians!
youth, older vorker, and ninority group specalists, ete.) in_
developing and organizing naterlals, perforaing functional super«
vigion, moiltorlny contracts, conducting evaluations; attendlng

~ tonferences of providing technical gssistance to local o cemtral

offlee Loployment Service staff or the public In matters affecting
their particular area of work.

Staff Technical Service-farn (Local)
Includes tine spent on the folloving ectivities:

= Publiclzing and/or explaining requirements of the Farm Lubor
Contractor Reglotration Act (FLCRA) at the State level,

= Recelving aud transmitting applicationa for reglateation
under the Act.

. = Recelving and transnitting couplaints made againat reglatered

farm lshor contractors,

£
Staff Technieal Services-Other (local)

Includes all time of managenent and program staff (such.ag
manageaent analysts; placement Cechniclans; youth, older vorkers,
ad winotlty group specialists, eté,) in developing and or-
ganizing materlala, perforning functional supervision, monitoring
contracts, conducting evaluations, actendlng conferences or pro=

vlding technical assistance to local or central office Employment

Service gtaff or the public In natters affecting thelr particulsr
ared of vork.

Staff Technical Service - Farn (Central)

Includes time spent on the folloving activities:

= Publicizing and/or explaining requirenents of the Farm Labor
Contraetor Reglstration Act (FLCRA) at tha State level,

- Recelving and transaitting applications for repistration under
the Act,

= Recelving und transmitting cosplaints mad& agalnat reglatered
farm labor contractors,

Ll



APPENDT B, RELKTIONSHIP OF EXISTING TIWR DISTRIBUTION DETATL BAND
AND PROPOSED SUBDETATL BAYD CODES

(ALTERWATIVE T11 AND ALTERNATLVE I¥)

EXISTING TINE DISTATBUTION CODES (DETAIL BAND) ALTERNKTIVE 11T) PROPOSED SUBDRTALL BAD CODES (MLTERNKTIVE 19)

(621)  Staff Technical Service (Ceatral) (continued)
Ineludes tine spent on the folloving activities:
= Publiclaing and/or explelning requirenents of the Parm Labor (6212)  Seaff Technical Service - Other (Central)
Contzactor Registration Act (FLCRA) at the State level. |
Includes all time of mnagenent and progran ataff at the State and
« Receiving and transmitting epplications for reglatration area level (such sa nanagencnt analysts; placement techniclans
uader the Act, youth, older worker, and minority group speclalists, etc.) in de=
veloping and organizing materials, perforning functional supervision
= Recelving and teansmitting complaints made against reglstered monitoring contracte, conducting evaluations; attending conferences
farw labor contractors, ot providing technical assiatence to local ot central offlet—.
Eaploynent Service staff or the publie in natters affecting thelr "
pactleular area of watk, LY
(630)  Cureer Dovelopment and Trafning (Local) (6301)  Career Developnent and Tralning (Local)
Inchudey L) tloe gpent avay frou regular Job essigmments for Includes a1l tine spent aday from regular job esafgnuents for
ut-geciies and Ln-gervice acatf tralning for eareer developaent, » dut-servlce and In-secvice atafl tralnng for career developaent,
Includes the tloe of the training as well as the tralnee for Includes the tine of the trainng os vell sa the trainee for
bath ceatral office and local office Employment Service both central office and local office Employnent Service
taployees. employees.
ExceptLons: : . Except Lons:
- Tine speat for tranlog on-the-job in the actual vork aitustion . < Tine gpent for training onthe«job 1 the actual vork situation
siould be charged to the uppropriate activity coe dn vhieh should be chacged to the appropriste activity cofe In which
the vork and tralning are being petforned, the work and tealning are belng perforned.
« Tine of the trainer conducting tralning outside the , = Tme of the trainer aonductng trgining_ntugidg_th& 1 e
s  mjency to other governnctal, soctal and comunlty agency agency to ather governnental, soc{al and commimity agency { 2
1 | 1 persunne] should be charged to Code 554, Commnity Services. persomnel should be charged to Code 5561, Comunlty Services,
' Whete such trainees are included s part of the regular Where such tralnees are Included as part of the regular
schedule of tralning glven to State LS enployecs, thg tine schedule of training glven to State ES eaployees, the tlme
of the tralner 1s chacged to this Code (630, Career Develop- of the tealner {8 charged to this Code (6301, Career Davelop=
: gent and Tralning). aent and Tradning).




AFFENDILX B, REQET}ﬂNSHIf OF EXISTING TIME DISTRIBUTION DETALL AAND

D PROPOSED SIBDETAIL BAKD CODES

(ALTERNATIVE 111 AMD ALTERMATIVE V)

- AISTG TR DA CODES (ORTALL BAWD) (ALIBRWLYE 111 PROPOSED SUBDETAL AND CODES (MLTERWATIVE 1)

{

(631)  Carest Development and Traininy

(Central) _ (B311)  Career Dovelopment asd Trainin

(ngtrgl)

Includes all tlne spent avay fron regular fob asslgnuents for oute Includes all tine spent avey from regular fob asalgments for outs

service and {n-gervice staff training for earser davelopment or serviee ond In-service staff tratning for-career developnent or

on towporary deted] outalde the agency, Ineludes the ting of fhe ammmmmmmmmmgmmmmmm

Lralner 25 vell ag the trainee for both centeal office and trainer as vell ag the traine for both central office gnd

Jocal offlce Enploynent Service emplayees, Jatal office Enployaent Service enployees,

ExzePtiansé ‘E:ceptiansz ’

= Thae spent for tratning un-the-Job 1a the sctsal vork situation
mmmmmﬁmmmmmmummm&mmmm
wark and tralniog are belng perforned,

= Tine spent for tralning on=the={ob in the actual work sttuation
‘mmnﬁm@mm@mmmummﬁaﬁmmm
wock and tealning are belng perforned,

= Mot of the tratner conducting tratning outside the ageney to
other governmental, social, and comunity sgeney personnel
should be charged to Code 5%, Connunity Services, Where such
trainees ave dncluded o5 part of the regular scheduls of
Eratning given to the State ES employees, the tine of the

= Tlue of the trainer conducting training outside the spency to-
other governsental, soedsl, and comnulty ageney personnel
should be eharged to-Code 5341, Gommunity Servives, Where such
trainees are {neluded aa patt of the regular schedule of
ﬁ@gMMMﬂMEmM%ﬁMﬂﬁm

tralner 1 charged to this Code (63), Career Develapment and teainet 1s charged to this Code (6311, Career Developnent and
Tralning), Training),

174



0 SIMACTIVITIES S

(ALTERNATIVE IV AND ALTERNATIVE

PROROSED SUBDETAIL BAND CODES (ALTERNATIVE 1Y) ZROFOSED SUBACTIVITES (ALTERMATIVE VI)

(110) Outreach Activities

-mﬂmﬂﬂmﬂﬁmﬁﬁ@ummhmmmd , Tronotien, &.g., Job falrs
follovsp, to reach and bring dnto local offices {ndividuals . hdvertising
oo do not cane on their ova {nitiative but who require . Personal Contact or lndividual/Staff Outresch

asslstance to becone eaployable; ,

(5112) Reception Actlvities

"=mmmmmmmmmmmmﬂ@ . Inittal Applicant/SESA Information Exchange,
mmHMMWHmmmnmmummum% .mmmemEEMMmeMmmmmmy
and arcanging for and stheduling services vithin the v JI§ Provision
pfflces; . Scheduldng for Intervie

(5L13) Intervieddng

ammmmmmanmmmmmuh@mm, , Applicant /SESA Infornation Exchange
mﬂﬂymﬁm@mhm&pmwuHMsmﬁmmm v, lefereal to Non-SESA

thelr needs for enploynent services, {ncluding tonpleting

new of updating forner applications and related foms, and

roferring applicants to appruprlate organizational unies

and/or other ageneles for necessary serviess, (doea not

nelude selection lntervievlog related to caploynent vhich

13 Code 5312, Selection Interviewlng); \;ff
(5114) Hscellancous Intake Activities |
qum@mmmmm®MmMMmﬁ LMMmMm;mmmm@MmmmMMQ
a¢ angverlng telephone calls, referrlag to other agencles . Cooperative Agrecuent Development (Voluntary Referral, &g, in

Vocationa] Rehabilitation, Community Groupe)

persons vho are not seeking employment services, glving
., Referral to Non-SESA

out brochures, and other printed nateclals, and petfoming
other vork that {nvolves incidental contacts with the
publit,




10 SUBACTIVITIES CODES

PROBOSED SURDETALL B CODES (ALTERVATIVE 1y)

(3121)  General Counseling Activities

Includes all tine spent in counseling {ndfviduals or geoups,
and such related activities as recording interviews, re=
vieving and analyzing Infornation on counseling caes,
arcanglng for and referring to supportive services, which
Includes coaching, that ate necessary to assuce foplenentation
of the employability developnent plan and follovup activities
o determina che prosress made by counselees {n achieving
thelr planned objectives,

{3122) Interpreting Test Results

Includes all tlne speat {n Interpreting test results,

(3131) Testing

Includes all tine spent in scheduling, adaintstering, nenitoring
and scoring tests or work sample exerelaes, preparing reports

of test results or unlt activity, ud naintelning related files,
Also ineludes time spent advising ES staff as vell as

enployers on tests, testing techniques and related natters,

(3141) Case éanetﬁngg_jgggings

Ineludes all tlae spent on case conference meetings (uith o
without the ¢lient belng pregent),

(5142) Develop Employability Plans

Includes all tine spent {n developing employability plane (escept

coumseling per se, between the counselor and the client),

+ Client/SESA Service Plan Developaent

APPENDLX C, - RELATIOISHLY OF SVODETALLED B Cobs

(ALTERNATIVE IV AND ALTERMATLVE i)

PROROSED SUBACTIVITES (ALTERWATIVE V1)

+ Serviee Scheduling
+ Vocatlonal Problem Counseling
+ Oecupational Chofce Conseling

‘v Testing

+ Aptitude

v Interest

. Achievements

Cageload Confergnee = Clent/Staff

+ Caseload Conference = Staff Only

18
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APPERDIK . RELATIONSHIP OF SUBDETATLED BAND CODES

10 SUBCTIVITIES CODES

(ALTERNATIVE IV AND ALTERNATIVE V1)

(5143)

(3211)

(3212)

- ZROPOSED SURDETAIL BAND CODES (ALTERRATIVE 1)

Group ﬂ!{Eﬂ§§E}§n :

Includes all time spent in orfentation which {s desipned

sonal appearance and health, prepacation of job application nd
related. forng, job hunting techniques, wages and taves, and
ainilar matters of employnent related concern, Also includes
tine spent in group Interviewing for the purpose of helplng jeb
realy opplicants and much speclal groups as candlates for the
sunmer youth program, to relate their skills to the Job matket,

Toating Selsstion, feferral and Followg

Includes all time spent (except on assesement) in relating applicant

ferral to a speclfie tralalng opportunity,

Training Developnent Activities

Includes tine devoted to developuent of satisfactory relationships
vith tralning facilities and followup actiong including coaching
to assure satlsfactory tralnee adjustment or progress in training.

(3311) Job Order

Includes all elme spent in ordér taking,

PROPOSED SUMCTIVITES (ALTERSATIVE V1)

Aeeangenent for Apprenticeship

", Areangenent for Tralning
« Asslst Hinority Applicants to Enter Apprenticeship Prograns

Supportive Services Development
Training Opportunity Developmedt

160

Central Order Taking

. Soliciration Order Taking



APPENDIX €, RELATIONSHIP OF SUIDETATLED LAYD CODES
70 SUBICTIVITIES CODES

(ALTERNATIVE TV AND ALTERSATIVE VI)

PAOZOSED SUBDETALL D CODES (ALTERNATLVE 14) PROPOSTI SUBACTIVTTES (MTERWTIVE V1)

(5312) Selection Interviculng

Tncludes all tine spent ssslsting individuals to obtain employment . Client Fle Search

such as recruitment, clearance, file -~arch, selection Interviewing, . Job File Search

tall In, referral, verification, file palntenance, {ndividual fob . Mateh Selection
devalopaent, plan visits to acquaint geaff with job requirements . (lient Call-In

and followp actions including eoaching to deternine or assure . Selection Interviev
sultable vorker adjustment to a job. . Clearance for Job Refarral

+ Job Interviev Scheduling

+ Relerral to Job Openlng

. Client Job Interview Support Visit
+ Job Placenent Ver!fieatlon/Followup
.+ Employer/Applicant Support

. Employer On-5ite Vislts

» Phone Solieitation

(5313) Job Bank :
Includes tine devoted to preparing input for computerized Job « Job Bank Input
Banks and Job Matching Systems, = Hanual

= Automated

(3321) Job Jevelopment, Placement, and Followup = WIN-OJI

Includes all time spent for creation of jobs for WIN participants

by negng of ! review of computérized Job Bank and Job Matching
Systens and all other sources of information on existing vacancies
or nev positions in their establishments, either as direct hirees
ot for 0JT openings; faniliarizing employers with the tax credit
provisions of the Revenue Act of 1971 for WIN participants,




I

b

J

APPENDIX €. RELATINSHIP OF SULDETAILED BAYD CODES

T0 SUBCETITIES (s

(ALTERVATIVE IV AND ALTERMATIVE V1)

PROPOSED SUBDETALL 349D CODEY_(ALTERMATIVE 1

o

(5341)

(3301)

Job Developnent, Flacenent and Follgwup-HIN PSE

Tncludes all time spent for creation cf jobs for WIN particlpants
by meang of: reviev of computerized Job Bank and Job Matching
Systens and all other gources of informacion on exiating vacancies;
contacting public or nomprofit organizations for development of
public service employnent opportunities: contact other federally-
funded programs for possible exlsting or potential vacancfes,

Also, Includes tine devoted to refeering partielpants to speclfic
Jub and followup actions Includir- coaching to assure satisfactory
adjusinent or progreas In job.  th respéet to the PSE program,

this will include time devoted : the seml-annual review of each
PSE employea,

Parfodle Exposure to the Job Harket

Includes all time spent by ES staff at the State and local levels

In calllng In on a regular basls those WIN partielpants, vho have
been appraized but vho are not belng served in any other WIN con-
ponent, end exposing them to labor market {nformation In an attenpt
to mateh their skills with job opening,

Euployer and Comnunity Services, Includes Codes 3311 through 3341

(3511) Employer and Unfon Services

with eaployers, Including enployer and union organizatiens,
This Includes pereonal, telephone, or mail contacts of a
gereral 7 motional nature to develop job oppartunicies for

all applicant groups or to promote acceptance of of particl-

patlen in speclal manpower programa.

PROPOSED SUBACTIVITES (MLAERSATLVE V1)

. Advertising :
. Pronotion - Non Staff, e.g., Masa Hailing
. Promotion = Staff Contact, e.g,, Chamber of Comerce

Associatlong
Coaperative Arrangement Development, &,g., CETA

. Employer On-Site Vieits
. Phone Soliedtation
o Mall Solieliation

D
ffeien

e



mmnc&mmmmmmmmwmwm
0 SUBACTIVITIE§ cants )

(ALTERSATIVE 1V AND ALTERSATIVE V1)

PROPOSED SUBDETALL BAND CODES (ALIERMATIVE 1Y)

PROPOSED SUBACTVITES (ALTERVATIVE i)

(3501) Eaployer and Comunity Services, Includes Codes 5511 through $541 + Handatory Listing Conpliance Tnvestigation

(3311) Employer and Union Services (continued)

(3320) Eaployer Technical Services

Includes all tine spent In providing advice or asslstance to the
enployer, comunity and other governaent agéncles in the dentifi-
Eatiﬂn aIIEIistiﬂﬂ or rﬂaalutian af uanposer prubiems In the

8t bilizatinn. Alsn included ire thE use uf _tc;uis_and EEchniquEE
for providing sssistance on hiriag polieles; development of job

specifications and related materials; conductlng Job analyses,

job restructuring and upgradng studies: {dentifylng tralning
and testing needs; pruvldiﬂg labor market {nformation; interpreting
nanpover technical Eervltns

.+ Recedpt and Revlew of Employer Lists
+ Recelpt and Analyss of Employer Reporta

Employer On-Site Solieftation/Enforcement

» Phone Sollcitation/Enforcenent

Mail Soliciation/Enforconsnt
Identify High Unemploynent Areas Gnder DIF f4

o Publish List of DNP f4 Eligibility Aress
+ Initlal ES/D'P J4 Employer Contact

= Muil Contact
= Pepsonal Contact
Review Preference Application

» lasue Preferance Certificate
+ Review P 0 Enployer "Hre" Reports
+ Votlfy Defense Contract Agency of Non=Compliance

« Work Force Selection Assistence

+ Work Force Develoment Assistance

v Work Force Stabildzation Assistance
+ Hiring Policy Assistance

Job Speetfication Assfstance’
Functional Job Anslyais Assistance

' Idéﬁtifying Training nnd Tcsting Needs

Afflfmdti¥é Azzinn Plun Davglupment

+ Employer. fontact

Job Reserusturing
Job, Requirenent Modification

« Alterlng Job Benofits ang Conditions

Subsidized Job Developnent, e.g., 0JT, BSE, WE

l

O

b



APPEOLS €. RELATIOISH OF SUBRTAILED B s
10 SUBKCTIVITIES Cones

(ALTERNATIVE I A¥D ALTERNATIVE i

PROLUSID SUBICTIVITES (MTERMATLVE )

HROPOSED SUBDETALL BAND COES (ALTERMATLV 1y

(3321) Enployer Technical Services (contdnued)

+ Financia. Incentive Job-Develoment, e.g,, Tax Credit
o Beview of Classifled Ads, Trade Journals, CEC Ammouncements, ete,
+ Agency Assoctazion, ete,, Contaet

(3331) Lmigration Activitles

Includes all time devoted to mﬁigrati_nﬂ aetivities, IHIIGRATION/ALIEN CERTIFICATION ACTIVITIES (AGENCY)

v Recelve Requests for Informatton Requested on O¢cupatons
Sought to be Filled by landgrants

+ Conduct Survey of Donestic Worker Availability

+ Deternlne Potential Domestic Worker Adverse Effect

v Certdfy Allen Application

(3541)  Comunity Services

Includes all tine spent on the followlng activities:

= Stinulating comunity actions tovard solving manpover prohlens
which hinder mexinm development and use of human Fesources;

- dgslsting In Induserlal and economic developnent of commun{=
: e

£

= establlshing 2 continuing and developmental wrking relation- J
ship with community sctlon groups, Job Corps, educational
Institutions, voeatlenal rehabllitatlon, and other comunity
agencles or groups;

- &
1{57 = tralning other govermental, socal, and coneunity agency

personnel in the prograns and opetationg of the Seate Ranpower

agency, '




(ALTERNATIVE IV AND ALTERNATIVE VI) '

PROPOSED SUBACTIVITES (ALTERAATIVE V1)

PROPOSKD SUDDETALL BASD CODES (ALTERNATLVE 1V

(3341)

Conmundty Services (continued)

= preaenting Lnformation or proposing manpover actions to aiployer,
union, educationsl, governnental bodiea, or other groups; In- *

cluding tine devoted to developing Nanpower training proposals;

= participating In local civic functlons, organlaations; and
clubs to pronote the policies and objectives of the Employment
Service within the community;

- dizsenination of Jabor and econoalc information by radle, tele-
vislon, wall, or in person to {ndividual or geoups vithin a
connunity on satbérs regarding the Enployment Service.

(581) Gatherlng and Dissenination of Inforation

- gathering, malyzing, interpteting, and disseminating nforue- © . Develop and Disseninate Labor Harket Infore *lon for:
tlon regarding local Labor arca conditions, overall employment - Applcants/Public
and unenploynent dn the State, economic reglons, counties, = Enployers/Industry
diazricts, and parts of labor areas; and for applicant groups = Other Agencies

such ag poor, disadvantaged, etc, , Conduet Agricultural Wage Survey by Crop

. Convey Wage Levala to Applicants

. Dublish Finding as Wage Standard by Crop .
Colloct Data on TLAB on Firms/Unlons Adversely Affected by

Tade Act
. Deternine Applicant ELigibility for Job Search/Relocation
Allevances

, Sereen Applicanis

, Refur Applicanta to U1 _

. Collect Data for ESA on Experlence Worker Avallability bY
Qacupation and Industry



ARRENDLX €, - RELATIONSHIP 0F SUBDETATLAD BAND CoDts
10 SUBACTIVITLES CODES

(ALTERVATIVE IV AND ALTEKNATIVE VI)

PROPOSED SUBDETALL BAXD COBES (ATERSATIVE 19) TROTOSED SUAACTIVITES (ALTERMATIVE V1)

ﬁm&wmw%QM@ﬁMWMWMMQ

+ Daternine "Learner" Availabilyty
« Supply Certifieation Information co £5

(5612) Preparing Newsletter on Teders] Progracs

= preparlng labor ares nevaletters and repotts, and nformation
telated to eligibility for assistance of ateas under varlous
federal peograss,

JmMmMm%MMM%@MmMn

(3621) Oceupational Opportunit fes Infotmat{on

Includes cime spent on the folloving actlvities:

= prepaclag, analyedng, interprating and dlsseninating econcaic
Infornation on current and projecteq occupational shortages
by state ot area;

= develuping information o Hdentify current or anticipated
enployment opportunities by occupation and areg oecupational
guides; -

" Preparlng Job vacancy sutveys, area skill and other Ranpover ' ' i ?ﬁ;g
projection surveys, Industry surveps, and area vage siieyeys;

= naking tralning needs surveys and providing fob search in-
.191 fornation for applicants,




APPENDLX . RELATIONSUID OF SYIDETAILED BAKD CODES

10 SUBACTIVITIES conis

(ALTERSATIVE IV AKD ALTERBATIVE VD)

FROROSED SLADETALL BAND CODES. (ALTERMATIVE 1)

(3631)

(3641)

(3651)

PROPOSED SUBCTIVITES (AMTERWATIVE V1)

Operatlons Research

Includes tine spent In the folloulng activities:

- speclal research or sloflar experinental projects for the develop-
ment of new concepts and tools to make operations more responsive
to existing or changing needs; for measuring the effectiveness,
costs, and beneflts of varlous sexvices, and for the development
of naw or Inproved techniques and procedures for compiling labor
ared or pccupatlonal Job opportunities information;

- developlng and testlng new approaclies of procedures for obtatning
masipover Informatfon for managenent purpases, local office
partieipation In coat-benefit analyals, and other speclal studies
for later wdaptatlon to a continuous wigolng proprae.

Information of nationwlde application. Also incluled are research
and developent projects for lnpraving the effectiveness of
sccupational analysis tools,

Test Development '

Lcludes'all tine spent In prepacing research plans, collecting and
analyzing research Cata, and valldating and preparing technical
repotts on research results to develop tests,

1 )

i



APPEDIX €. BELATIONSILP OF SUIETATLED ASD CODES
10 SUBHCTIVITLES conts

(ALTERATIVE IV AN ALTEOATILE i

PROPOSED SLBACTIVITES (ALTERWATIVE i)

PROFOSED SBDETALL BAD CODES (ALTERWATIVE 1)

(6101) Mansgenent and Supervision (Local)

M1 tioe vhich can be related directly to the alinistratlon and + Publish SESA Employee Protection Services
smmmmﬂhmmmmﬁmmMMH&mmﬁMH + Accept Employee Complaints
mmmnmmmmmmmmeWMM + Fesolve SESA Service Complaints
gmmmﬂﬂﬂﬁmmmmmﬂMMME !mmmm@mmmummmmw‘

fwetions: v Follow=Up Resalution of Conplalnts

. + Accept Enployer Conplalnts Concerning SESA Services
aﬁﬁﬁﬂmﬂﬂﬂﬂﬁmmﬂ@mﬁhnaﬂmﬁam + Review Enployer Complalnte

all line personnel engaged 1n managing and supervising employ-
nent, training, and related manpover operations at the local
level. Tire spenc in direct supervision of operatlng functions
mmuummmmﬁmmﬂmymmmgﬁJ
mmmgﬂmﬂﬁﬁafaﬂxmmtmﬁsﬁﬂdﬂﬁy;g -

Che appropedate employment activity code; !

planning, directing, and controlling local office operations;

!
developing, implenenting, and nonitoring plans of service;

prepating budget Justifications aad supporting materfal;

attending outside professional and technieal conferences gs well

28 In-office staff mestlngs and conferences dealing with overall :
operating problems, ete, (Tne spent at moetings and conferences,

Within ur outslde the agency, related to 8 specific funetfona]
Mﬁﬁmmﬂﬂmy“aMam@m&ﬁmmmhﬂmu

code,)

[r—
-
ot

Lo e



ARPENDIX €. RELATIONSHIP OF SUDDETALLED BAND CObss
T SUCTIVITIES CooEs

(ALTFRNATIVE IV AND ALTERMATLVE Vij

PROPOSED SURDRTALL B CODES (ALTERNATIVE 1)

PROPOSED SUBACTIVITES (ALTERNATIVE V)

(6101) Management and Supervislon (Local) (continued)

- preparing and verifylng data for loeal offlce ackivity reports
and other nacrative and atatfstical operating reports;

- office services (switchboard operation, matl service, ete,), A ‘

(6200)  Staff Technical SesviceFarn (Local)

Include tine spent on the following sctivitiees: .mmMEMmmNMMmﬂmﬁmmmﬂmMe
' « lasue Forn to FLC for Reglstration
= publledzdng and/ar explaining requirements of the Farm Labor + Transait Reglstration Form to Employment Standards
Contractor Rogistration Act (FLCRA) at the State level: Mnuiniateation (ESA)
+ HWrite Bl Job Order
= tectiving and transmitting applications for reglstration ,ﬁﬂymwmmEm%gkwh%mmhﬁmMamm@
under the Act; - Standards Compliance

+ Verify Conpliance vith Random On=Site Visits
= receiving and transmiteing complaints made sgalnst reglatered
farn labor contractors,

(6202) Staff Technical Seevice-Dther (Local)

Includes all tine of nanagene . and progran staff (auch a8

managenent analysts; placenenc technictans; youth, older workers, : ‘
nd ninoelty group speclallsts, ete.) n developing and organiz-

ing matertals, perforning functional supervision, nondtocing

contracts, conducting evaluations, attending conferences or pro-
vmmmmmumhmﬁmhﬂanmmhﬁ&ﬁmmmt
ﬁﬂgmﬂﬁmWMEmmmmﬁmm@mkpmMH

area of work,

Bl




APPENDIX €. RELATIONSHI? OF SUMDETAILED BAND CODES

FROTOSED SUSPETALL BAND CODES (ALTERVATIYE 1V)

© (63 Caree: Develoment and Tralnlng (Local)

10 SUBACTIVITIES CODES

(ALTERNATIVE IV AND ALTERRATIVE VD)

PROPOSED SUBACTIVITES (ALTERMATIVE V1)

Includes all tine spent avay from regular job asslgnments for
gut-service and In-service staff tralning for cavesr developaent,

Includes the tise of the training os vell as

the trafnee for

both central of fice and local office Employment Service

anployees,
Exceptlons:

- time spent for training on-the-Job in the

getual vork altuation

ghould be charged to the appropriate activity code {n which

the work and tralnlng ave belng perforned;

= tine of the trainer conducting training outslde the agency to
ather govermental, soclal and community agency personiel should
be charged to Cole 5541, Conmmity Services. Where such trainess
are {ncluded as part of the regulat schiedule of training glven
to State FS employees, the tine of the trulner 13 chaeged to
this Code (6301, Curcer Uevelopment and Trafning),

A11 tine which can be related directly to the adninlsteation gad
supeey Lsinn of thie State manpover proprana should be reported

under this cole, Tine requested under this code pelnarlly lnvolves
but {5 not necessarlly Linited to the perfornance of the following

Funcrlons:

- tise of the Eoployment Service Director and hs aselstants, and
gll line peesonnel In the central or districe offices engaged
in nanaglng and supervising enploysent, tralning, and related

nanpover opecatlons, Time spent ln divect

supeevision of

apetatlng functions should be eharyed to the functlon belng

superelaed, 1.2., vorking supervigor of 2

pentral Job Rank

placenent unlt should charge to actlvity code 5313; Job Bank, !




= APPENDIX €, RELATIONSITP oF SUBDETAILED BAKD (0D%S
I0 SUBCTIVITIES congs
(ALTERNATIVE IV AND {11cmyeTIvE i)
PROPOSED sUBDETA;L BAND EDDESrfALTEBNA?iVE Hj] FROVOSED SUBACTIVITES (ALTERAATIVE vy)
(6111) Hingpzment and Supervisim (Central) {continued)
= plamnisg, direczing, ad controlllng state and local office
operatlons;
- developing, implenenting, and nonitoring plang of service;
fi

-ﬂﬁmmwmﬁmmﬁmnmhﬁmahmmmaﬁwn
38 In<offlee staff meetings and conferences dealing wlth overal]
operating problems, polictes, procedures, persennel problens, etc
(Tine spent 3t sectings and confereuces vithin or outslde the
aency, telated to a specifie funettang] #r6a should be charged
to the approprlate [unlivi, activiey code.)

3
¥

= preparlng and verdfylng data for local offics setivity teports
aﬁﬁﬁmmmhu@smﬁ@ﬂﬂﬁm@mmm;

= offiee services (suitchboar! aperation, mail servlee, ete.),

(6211) Staff Technlea] Service - Jarn (Central)

Include tine spent on the folloving activities:

= publielzing and/or explalning requirenents of the Farn Labor

Cmm@ﬂ@mﬂmkﬂﬂ@anmﬁmmm;

- vecelving and tranmitting applications for registration
under the Act;

=ﬂ@h@amumm&mﬁmmmmmﬁgﬂMHQMﬁﬁ
farn labor contractors,

o



APPRADIX C. RRLATIONSHIP OF SUADETATLED YD CODES
0 SUBACTIVITLES COlgs
(ALTERSKTIVE IV AND ALTERIATIVE VI)
77 TROPOSED SUBDETATL BAND CODES (ALTERNKTIVE ) PROPOSED SUBACTIVITES (ALTERNATIVE

(6212) Staff Technieal Service - Other (Central)
Includes all tine of mansgenent and program staff at the State and
area lovel (such os management analysts; placement technicians;
youth, older vorker, and ninority group speeialises, ete,) In de-
veloping and organlaing materdals, perfornng functional supervieion
mon{torlng contracts, conducting evaluations; attending conferences
or providing technleal asalscance to local or central office
Enploynent Sorvice staff or Le public In matters affecting thel
particular area of vork,

(6311) Carcer Developnent and Trafalug (Central)

Includes all time spent awuy from regular job assignments for out-
service and dn-service staff trainlng for career development or
on temporary detall cutslde the agency, Includes the tlme of the
trulner a5 well us the tralnee for both central office and local
office Emplovment Service employees,

Exceptions:

should be charged to the appropriate activity code fn which the
work and training are being perforned;

= tdne of the trainer conducting training outside the agency to
other governnental, oclal, and conmunity agency personnel
should be charged to Code 3541, Community Services. Where such
teainees are Included as part of the regular schiedule of tralning
glven to the State ES employees, the tiue of the trainer s charged |
to this Code (6311, Career Development and Tralning). a



APPENDIX D, CROSSHALK: OF ACTIVITIES AND SUBACTIVITIES
T0 THE SUBDETATL BaND CODES

(AUTERBATIVES 1V, V AND V)

PROPOSED AC.TVITIES 4D SUBACTIVITIES

1, APPLICANT PROCESS ACTIVITIES

Duah vl

» Promotlon, e.g., job falrs

+ Advertising

+ Mandatory Referral Arvangement, e.g., UL, Welfara
Foad Stamps

» Cooperative Agrecment Developnent (Voluntary
Refarral, .., Vocation Rehabilitation,
Communiy Oroupa)

, Personal Contact or Individual/Staff Outreach

Ik hxbltls

+ Inttlal Applicant/SESA Information Exchange

+ Ninoeity Applicant/SESA Apprenticeship Information
Exchange

» Hefueral to Non=SESA

« 415 Frovislon

+ Scheduling for Interview

Dingnostic Asseasment Activities

+ Applleant/SESA Inforation Exchange
+ Job bank/File Input

= Manual

= Automated
 Testing

= hptltude

- Interest

= Achlevenent
+ Referral to Non-SESA
+ Client/SESA Service Plan Development
» Service Scheduling

SUBDETAIL

sl
5l

Sl

5114
L1411

i

1Y
5113
512
5112

5113
53

k)

5114
5142
51

PAOFOSED ACTIVITLES AND SUBKCTIVITIES OUPUTS

» APPLICANT PROCESS ACTIVITY QUTPUTS

Outreach Activity Outputs

« Applicant/hvareneas of SESA Service Avallability
+ Applicant/SESA OFfice Contaet

+ Applicant/SEEA Scheduled Interview

» Cooperation Agreenent

Ty

Intake Activity Gutputs -

» Applicant Avareness of Service Need
» Aplicant Avareness of Apprentleeship Progran
» Applicant Scheduled Interview

« Non-3E34 Service Provision (By Referral)

Diagnostie Asseasment Aetivity Outputs

» pplicant Case File

+ Test Result

» Non=SESA Seevice (By Referral) Provielon
+ Labor Supply Information Records

» Aplieant Aptitude/Interest Peofile

+ Applicant Avareness of Job Qualifications and Potential
+ Applicant Awareness of Employment Development Serviee Needs

+ Enploysbility Development Service Plan/Sehedule
» Job Wateh Plan/Sehedule

» Work Test Certification for U

+ Work Teat Cereification for Welfare

» Work Test Certification for Food Stamps

SUBDETALL,

BANI CODES

* 511,514

5111, 5114
5111,5114
511,514

5l

52
il

5113
51
5114
5113
%)
1K)}
LY
514
5142
5113

ay o

5113

200

AL
13V



APRRIDIX D, CROSSUALK O ACTLVITIES A SUBCTIVITES
10 THE SUBOETAIL BRI CO0ES
(LLERMTIVES 1V, v 440 v1)

SURDETALL SUBDETALL
PROPOSED ACTIVITLES AND SUBCTIVITISS D CODIS PROPOED ACT: 11388 M0 SUmACTIVITLes oumuts B ConES
APLICANT PROCESS ACTIVITIES 1. APELICANT PROCESS ACTIVITY oupeirs
Eaployability Develo nent Resoures Hobilisation Activities Emloyabiliey ﬁgvziﬁument Resource obility hctivity Outputg
+ Supportive Services Resoures Development 5212 + SESA/Supportive Service Agency Treatuent an
+ Training Opportunity Developaent 22 « SEEA Tealning Agency Agreencnt 5312
Eaployability Development Activities Emloyability Doveloginent Acelvity Qutputs
+ Vocational Problen Gounseling 3l + Artangesent for Supportive Service sl
+ Decupational Cholce Counseling 5121 + Accangenent for Trataing ‘ il
+ Group Counseling 514 + Referral to Supportive Service 521
+ Urlentation 5143 « Referral for Training -
+ Caseloud Conference = Clent/Seats 3141 o Infored Job Ready Individual ‘ 3121, 5143, 5141
+ Caseload Conference = Staff Only 5l + Job Mateh Plan (Decupations] Goal) 5121, 5143, 5141
+ Arrangeaent for Apprentieeghi 5l + Apprentieeshlp Referral il
+ Accangenent for Supportive Services 51 v Referral to Apprenticeship Referral 21l
« Atrangenent for Training sl + Follow-lp Report 5ell
« Asslut Minority Applicants to Eneer Apprenticeshlp Prograns 5211 , '
+ Follovellp ' il
BOOUR ot
2, EMPLOYER PROCESS ACTIVITIES 2. DMPLOYER PROCESS ACTIVITY OUTPyTS
Emloyer Qutreach hetivlleg Employer Qutresch Service Outputy
« Mvertising ' 5511 + Enployer Auareness of SES) Service Availability 351l
+ Promotion - Nom-Seaff, €8 Nasa Mafling 551 + Esployer Inqulry 5ill
+ Promotion - Staff Contact, e.g,, Chagber of (omerce + Enployer Job Ordet il
hagociationg 5l Y e,
+ Looperative Arrangegent Developsent, e.g,, CETA 5311 .
Toluntaty Order Solfeitation Aetivieies Yoluntaty Order Solietation hetivit Qutputs
+ Euplover On-Site Visies 5l o Esployer Avsrenesy of SESK Serviey hvailebility il
+ Pugne Golfcitation a3l + Esployer Inquizy i1l
+ Hall Solicieae(on 3l + Enployer Job Order 51l

207



APPBNDLX D, CROSSUALK OF ACTIVITLES D SUMCTLVITIES

10 THE SUIDETALL BAD COOES
(ILTERSATIVES 1V, V 430 V1)

- SUBDETATL
PROPOSED ACTIVITIES AD_SUBACTIVITIES BAND CODES - PROPOSED ACTIVITIES AND SUBACTIVITIES QUPUTS
2, BOLOER PROCESS ACTIVITIES 2, FOLOVER SERVICE ACTIVITY OVEPUTS
Handatory Listing Aetivity Outputs
: Mandatory Listing Complisnce Investipation 5l » [ating Compliance (ngéix;iéﬁﬁiremgnt,_satisfaztién)
+ Recedpt and Revlew of Eaployer Lists 5l + Boployer Avacencea of -SESA Jervice Avillability
» Recelpt and Analyals of Employer Reports Al + Eployer Tnquizy..
+ Eaployer On-Site Solieitation/Enforcencat 55l » Enployer Job Order
+ Thone Solieltation/Enforcement 551l
i fabl Solleiation/Enforcement 511
Jab Creation Activitles Jb Creation Activity Qutputs
» Enployer Contact 7] + Restructured Job Content
« Job Reatrueturing 552l + Hodified Job Entrance Requirenents
o+ Job Hequirenent Modifleution 5l » Altered Job Benefits and Conditions
« Alterlng Job benefits and Condltions 5l + Subsidized Job - 0J7, P38, WIRU Bxperience
v Subsidlzed Job Development, e.g., OJ1, PSE, WE 552 + Job With Tax Credit
» Flnncdal Lncentdve Job Davelopoent, e.g., Tax Credit 511 « Enployer Avarennss of SESA Service Availability
« Enployer Inqulry
~+ Enployer Job Order
Fam Labor Employer Act{vities Farn Labor Employer Activity Outputs
» Inftlal SESA/Farm Labor Contractor (FLC) Infrrmation . + T1C Avareness of Reglstration Requirements
Exchange 6201 + TLC Reglstrant Accepted
+ lasue Fora ta FLC for Reglstration 6201 » TLC Regiatered with FSA
» Trangalt Reglatration Form to Employuent Standards + FLC Job Orders
Mdalnistration (ESH) .. 6201
, Wrlee FIC Job Order 6201
hvablable Job Identification Activities _hvailable Job [dentifieation Qutputs
« Reviey of Classified Ads, Trade Journals, CBC + SESA Avateness of Job Avallability
Announcenents, ete, 5521
+ Agency Assoclation, ete,, Contact 5521

SUBDRTALL
BAMD CODES

5511
51
Il
51l

3l
i
5
5521
552
1)1
3l
)

601
6201
6201
6201

Bl

2isd



APRENDIE D, CROSSHALK 0F ACTIVITIES AND SUBACTIVITIES
10 TR SUDETATL Pl copgs.

 (AUTERVATIVES IV, v i vp)

SUBDETATL

D AcnvnES SUBCTIVITIES LAKD QO

FROPOSED ACTIVITIES M0 SUBACTTVITIES oueyr

AR MATCHING PROCESS ACTIVITIES J J0B MATCHING AcTIVITy OUTPUTS
 Job Hatchin hotivitieg

o Hatehing Activit Qutputs

'+ Client File Search L1}  Client/Tob(a) Mateh Lige
+ Job Flle Searh 5312 « Job/Client(s) Mateh Ligt
-+ Hateh Seleetion 512 » Mateh
« Client Call-Iy 52 v Schedule of Plazegant Interviey
"o Selection Interviey 5312 + Order Referra) for Clearance
+ Clearance for Job Referral R0 + Interviev Scheduled
o Job Interviey Sthedulrg -

i Al + Refertal to Job Openingy
+ Referral to Job Opening 7 / m + Aecompanted Client/SESA Job Intervievs
« Cltent Job Tnterview Support vy 51 « Interviey L
' + dob Flacenent
« Job Veriieation Fory (Verified Job)
« Retained Job
Yerlfieation/Follow-ly Activities YestEleation/Followslp etivity Qutputs
©« Job Placenent Verdieat on/Pollov-lp -3l v dob Verlfieation Forn (Verifief Iob)
+ Employer/Applicant Support b1}, .+ Betalned Job

B SOVCLIBVE SPCTFIC eSOk ke vy FUNCRLOnS

LABOR MARKET INFORMATION ACTIVITY 1. LAROR MaRKeT INFORMATION OUTR{zS
o Dovelop and Dissentnate Lapor Ha

thet Information for: 3¢y « Labor Harket Inforuatin Reporg
= Applicants/Publie + Job Inforuation Syseen
* Euployers/Induatry + Speclal Labor Harket Reports
= Other Ageneles

+ Provide on Request Spectal Lapor Harket Infornation

3611
 FARN LABOR WAGE SURVEY ACTIVITIES 2 FAR LABOR Wact SuRvEy ACTIVITY OBy
' Conduce Agrieultues) Hage Survey by Crop 81 + SESA Avatenegs of Rege Levels by Crep
+ Cunvey Wage Levels to Applicants 3l + Appleant Avarpnesg of Woge Level by (rop
v TubLish Finding g5 Wage Standard by Grop 51l

+ Farm Labor Vage Standards by Crop Report

SUBDETAIL
B0 conis

5312
5119
531
3
512
512
51
31
5912
512
512

an
b

3l
3l
5611

5611
311
3l



EPEHDH D, CROSSHALK OF ACTIVITIES AND SUBACTIVITIES

10 THE SUBDETAIL BAND [ODES -

(ALTERNATLVES 19, ¥ ASH V1)

P SUBDETALL
 PROSED ACTIVITIES AND SUBACTIVITIES BAD CODES  PRIPOSED ACTIVITIES ARD SUBACTIVITLES OURUTS
1, EMFTOYEE (APPLICANT) PROTECTION ACTIVITIES 1, EMPLOYEE (APPLICANT) PROTECTION ACTIVITY OUTPUTS
» Publlsh SESA Employee Protection Services 6101 . Eaployer/Ruployee (Applicant) Auareness of SESA Employee
 Aceept Exployee Complaints bltl - Droteetdon Serviee
2, Regolve SESA Service Coaplalnts 6101 » Filed Emplovee Complaint
, Refer Employee Complalnts to Appropriate Ageacy 6101 » Taproved SESA Service
» Fullow-Up Hesolution of Conplalnta 6101 . Resolved Enployee Complaint
- Cur;eéted_"wr@ng"
\ = No "wrong"
+ Reported Complaint ,
.+ SESA sure of Complalnt Resolution
2. FARM )ABOR (APPLICANT) PROTECTION ACTIVITIES 2, TARM LABOR (APPLICANT) PROTECTION ACTIVITY OUTPUTS
", Beview Job Orders for Rage Level, Working Conddtiens, . Job Order in Compliance
Hioustng Standards Compliance 601  SESA Avarencss of Complisnce/Non-Compliance
Vnnf} Cumpliaﬂce with Randon On-3ite Visics 6201 . Repoeted Non=Coupliance
‘3, FUREICN TRADE ACTIVITLES (APPLICANT) % FORELGH TRADE ACT OUTRUTS
, Collect Data on ILAB on Firns/Unions Adversely Affected + SESA/ILAB Avareness of Firms/Unfons Adversely Affected by
by Trade Act 5611 Trade Act
, Deteruine Applicant Eligibility for Job SEBEEthElﬁEaEiﬁﬁ + hpplicant/Avareness of Allowence Ellglbility
AlLovances S611 o+ bpplicant /U1 Referral _
» Streen Applicants 5611
+ Refer Applicanta to U1 561l
4 EMPLOYER COMPLAINT ACTIVITIES b, EMLOYER CONPLAINT ACTIVITY OUTPUTS
i+, hecept Euplover Cowplaints Concerning SESA Services 6101  Mled Employer Complaint
+ Review Enployer Complainte 6101 ; Lesolved Emplover Corplulnt

SUBDETAIL
AMD CODES

6101
6101
, B0l
6101

6101
6101

620l
6201
6201

5611
511
5611

610l
6101

21d



APPEDIX D. - CAOSMALK OF ACTIVITIES AD SUBACTIVITIES
10 THE SUBDETALL BAND CODES
(ALTERATIVES 1Y, ¥ AND VI)

' SUBDETATL . SUBDETALL
PROTOSED ACTIVITIES AND SUBACTIVIIIES DD CODUS PROROSED ACTIVTTIES AD SUBACTIVITIES Qupus "B CoDES

2, DPLOTER PROCESS RCTIVITIES - - EXPLOYER PROCESS ACTIVITY QUTRUTS

Cllent=Specitie Job Order Solieltation hotlsltes

Chtent-Specdfle Job Nrder Solicitation Outputs

« Employer On-51te Visits " A

! SSK Hatenss of Job vatlabi Ly 51
+ Phone Solicitation 3

« Employer Inquiry 2
+ Employer Job Order 511

| . Order Taking Activittes

Order Taking Activity Outputs

'+ Centeal Order Taking a + Recorded Order 531
+ Solleltation Order Taking 5311 v Job Bank, Order Idat 5l
+ Job Sunk Input 53 + Job Bank Output 53
v = Haual = List Printout
= Mutomated = List Distribulion

unployer Techaleal Assiatance Activities
» Work Force Selection Assistance | + Job Otders '
» Wotk Force Development Assistance 5l + Employer Avareness of SESA Service Avatlabildty 551
.« Work Force Utilization Asalstance 511 .. Loptaved Manpover Regource UeiHzation §5u
.+ Wotk: Force Stabilization Assistance 52 = Restructured Job Content
« lltelng Policy Assistance 552 = Modified Job Catrance Reguirements
+ Job Specifieation Asslstance 552 = Altered Job Benefits and Conditions
+ Functional Job Analysis Asslstance il = Subsidized Job
« Ldencifylng Trafnlng and Testlng Heeds 5521 .+ = Job VIth Tax Credit
» EEO Compliance Information Frovision | . = Enployer Auarcness of SESA Service Availability
« AfELmmative Action Plan Developnent 3l = Employer Inquiry
= Eaplover Job Order
v Asadated A Plan Developent )|
+ EE Complidnce :

Enployer Technieal Assistence Activity Outputs

b1




APPENDIX D,

TROTOSED ACLIVTIES &0 SURICIIVITIES

[¥P4iCRATION/ALTEN CERTTFICATION ACTIVITIES (AGENCY)
. Raceive Requests for Infornation Requasted o3 Occupations
Sought to be Filled by Tnmlgrants

. Lertify Alfen Application
., LEARNER CERTIFICATION ACTIVITIES (AGERCY)

, tollact bata for E5A on Experience Worker Availabillty
for Oscupatien and Indu,.ty

. Dateraine "Learner” Avallability

» Supply Certiffeation Information to ESA

1, UEFkiss YAHPOWER POLICY ISSUANCE [4 ACTIVIIIES (AGENCY)

. Nentlly tgh Unerployment Arevs Under LI
. Puplish Lisc of MY P t1ligihility Areas
+ Initial ES/INP #4 tmployar Contact
= fail Contact
= Purgonal Contact
. Revlew [reference Application
« Tasue Preference Certlileate
. Wotlfy Defense Contract Agency of Non-Compliance

\CTIVITLES AN SUBCTIVITLES

TR AL

(ALTERNATIVES 1V, ¥ AHb VI)

SUTDETAIL
B COUES FROTOSED ACTIVITIES AND SUBACTIVITIES QUPUTS
5. TYMLGRATION/ALIEN CEFTIFICATION ACTIVITY OUTPUTS
. SESA Mvareness of Imnlgrants Uceupational Demand
5531 + SESA/Temlpeation Avareness of Domestic Wotker Avallshility
551 . S5/ lmndgracton Avarevess of Affeer of lmigrant Rice
Hl « Certifcatlon/Retrctlon
551l
(. LEARNER CERTIFICATION ACTIVITY OUTHUTS
+ ESA avareness of Experlenced Worker Avallability
5611 + ESA Avareness of Learner Sunply
5611
5611
7. DEFENSE JANPOER POLICY LSEUANCE 84 ACTIVITY QUTFUTS
il + SESA Avareness of igh Unenployment Areas Under DHP #4
31l « P 14 Eldpible Area Publication
5l . NP 14 Emplover Avareness of Preference Certification
Requlrements
» hecopted/hejected Preference Application
il o P 14 Emplover Preference Certification
511 . SESA Awareneas of DN 44 Employer Compllance/on-Compliance
53l » Volacions Reported

. SUBDETATY,

B s

il
5511

313l

il

581
ibil

5311
sl

Bl
3l
5l
551



APPENDIX E

LISTING OF BASIC ESARS DATA ITEMS

Items are listed in the order in
which they appear in the manual.
Items are not repeated when the

item appears twice.

This listing of data items makes
up the universe of ESARS data
available to the PMS.



O

ERIC

Aruitoxt provided by Eic:

The application card is completed for all

new applicants, including partial applica-
tion. The form 1s designed for partial

The 511C is used to provide data omitted,
correct erroneous data, update certain

characteristics and record some changes of
status. No new items appear on this form.



O

ERIC

Aruitoxt provided by Eic:

*1.
*2,

3.
%6,
*7.

Si
*SC
*10.

lli

Social Security Number

Applicant Type

Summer Youth

Military Service

Citizenship Status

Number in Family
Family Income
Earned Farm

Applicant Has -

Willing to Relocate

Union Membership

Highest Grade Completed

Special Schooling

*Filled out on Partial Applicants

Z2av

Last, First, MI
Number, Name
Number
Male/Female
Month/Year

Month/Year Entered
Month/Year Released

U.S5. Citizen/No
Number

Annual, Dollars
Farm, Non Farm
Tools

Auto

Driver's License

Chauffer's License

Yes/No
Name/Number
Grade

Name

Course
Length

Date Ended

Degree

¥



DATA ITEMS

FORM ES 511 APPLICATION CARD

21. Occupational Title
22. Months Experience
23. Occupational Code
%24, County
*25. Ethnic Group
*#26. Spanish American
27. Handicapped
28. Acceptable Occupational Pay
29. Veat.ran
30. Other Veterans
31. Economically Disadvantaged
32. Welfare
33. Food Stamps
34, Seasonal/Migrant Worker

*Filled out on Partial Applicants

221

Primary/Secondary (3)

Number of Months (bv DOT code)
4,5,6 or 9 digits
Code/Rural or Urban
White

Black

American Indian

Other

Yes/No

No

Physically

Mentally Retarded
Mentally Restored
Dollars, Corresponding to
No

Recently Separated

By

Vietnam Disability

Other

As noted
Yes/No

No

Mandatory WIN
Voluntary WIN
Non WIN

Other

Yes/No

Yes/No

No

Farm Worker
Migrant Farm Worker

Migrant Food Processor



TCATION CARD

Claimant

Previous Job Data

Not Working

Job Attachment

No

E5 Prime

ES Subcontractor for Employment

ES Subcontractor not for Employment
No Contractual Agreement

Identity

Interviewer Identification

Employer Name

mployer Address

H =

'yvpe of Business

[~

uration of Employment
Ending Date

Pay

Reason for Leaving

Job Title

7 35.
*363
*37.
38.
39.
40.
O

ERIC

Aruitoxt provided by Eic:

*Filled out on Partial Applicants

252
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ES 508 - APPLICANT/JOB ORDER TRANSACTION

The job order transaction is used to report all referral and placement

=]
data (including mass placements). It is also used:

{1) to report the following transactions:
— job development contacts
~ referral to supportive services
= counseling
- testing
- applicants in training

- negative responses and results for food stamp applicants;

(2) record status changes:

(3) to report changes and corrections;
{4) to report local office contacts, including recontacts; and

(5) to delete inactivations.

ERIC

Aruitoxt provided by Eic:



O

ERIC

Aruitoxt provided by Eic:

FORM ES 508 APPLICANT/JOB ORDER

DATA ITEMS

TRANSACTION CARD

Date

Local Office
Station/Desk
Transaction Code

Job Order Number
Occupational Code
Appointment/Correction Date
Clearance

Results

Referred From

Social Security Number
Applicant's Name

Mass Transactions
Status

Job Development Contacts

Referred to Supportive Service

Counseling

Testing

In Training

Food Stamp Applicant

Current Date

4 Digit Code

Staff Member ID

Add or Delete Activity
Referral Number

6 Digit Code

Date of Action
Inter/Intrastate
Interview Outcome
Source of Job

9 Digits

Surname Plus

Code

Renew, Inactive, Suspense
Number

VIC Rehab, Other CETA
Individual, Group, Position
SATB, GATB, NATB
Proficiency BOLT, Other
CETA, Job Corps, Other
Yes/No



Designed to record job order information.

Completed by the appropriate staff member.
Should iaclude both agriecultural and non-

agricultural jobs.

ES=514C JOB ORDER CORRECTION is used to

correct or add data. This form has no
new data items. '

200



FORM ES 514 - JOB ORDER CARD

DATA TTEMS

i
»

10.
14,
15.
16.
17.
18.
23.
24.
25.
26.
27.
28.
29.

30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42,
44,

Job Order Number
Occupational Code

Employer
Employer's Address
City

State

Zip Code

County

Occupational Job Title
Whom to See
Telephone Number
Order Taker
Order Time

Order Date

Loeal Office
Station/Desk
Category
Clearance

SIC Code

Delay Verification
Orenings

Number to Refer
Duration

Pay

Unit

Hours Worked
Experience
Minimum Age

Test By

Physical Demands
Working Conditions
Job Summary

DESCRIPTION

Local Office Number

Number, Name
Name

Name (abber.)

5 aigits

3 Digit Code
Title

Name

7 Digit

Name or Initial
Hour/Minute
Month/Day/Year
4 Digit Number
Name

Type of Opening
Interstate/Intrastate

4 Digit Code

Federal, State, Local, International,

Private Sector

Days, Specified Range
Minimums specified
Hour, Dav, etc.

Number

Minimum Months Required
Minimum Years Required
Years

Employer, ES, Other
Various

Describe, Ranges Given
Other Information



éEFENDTX F

This appendix contains the forms and

details the procedures used co collect
the PMS data on-site. This design has
incorporated refinements from the on~-
site datacollected in Georgia. It was

ect
used at two locations in New Jersey.

ERIC

Aruitoxt provided by Eic:



STUDY DESIGN

The study design ugiligés a combination of work ﬁeésgrement techniques
in order to both identify the distribution of time between a variety of
activities and to identify the specific increments of time spent to
process applicants. The distribution of time is required in order co

determine the output/input ratios of significant SESA activities. The

incremental times are required in order to relate services provided to
the value added to the elient receiving those services. This latter
data can serve as a basis for developing predictions of value added to

clients as a function of the services provided and the client profile.

The study design utilizes essentially three separate work measurement

techniques which in combination provide a comprehensive description of

the agency activities. The time ladder technique is widely utilized as
a Easis of ascertaining the distribution of time to various activities.
The job ticket technique is utilized to teach time expended on specifie
items or individuals as they flow through a system. The work sampling
technique is utilized to identify gaps or services which might not be
related to a specific item or individual but must be accounted for

never the less.

In establishing the study design for the SESA it is necessary to categorize
the major activities in order to better understand the role of the vaious
work measurement techniques. We have sequenced the services provided

into four major process groups. They are:

. Applicant Process
. Employer Process
» Job Matching Process

ther

(]

Within each of these groups are a variety of activities. A specific

techniques to be utilized for each activity.

248




ERIC

Aruitoxt provided by Eic:

In the data collection process the employees of local office must be

segmented much as described in the exhibit. Employees who deal pri-
marily with applicants will be required to utilize job tickets to identify

the time expended to provide various services. Employees who primarily
take job orders and who interact with the employers primarily by mail or
telephone will be required to utilize time ladders. Emp loyees who have
personal contact with employers primarily in providing technical assis-
tance will also use job tickets. Some might be required to utilize

both.

The entire office will be included in the work sampling study, however,

this is an independent effort and will require littl: i% anv assistance

on their part.

- The work measurement study requires a detailed structuring of SESA

activities. The structure established is similar to the functional
activity codes of the time distribution system but is in much greater
detail. In total 34 major activity codes are utilized. Several
additional codes are used to identify support and other activities.
The significant codes and the definitions are shown in Exhibit 2. A

detailed definitional structure corresponding to these codes is given

to each employee for reference during the measurement period.

The utilization of job tickets is quite simple. At some centralized

u
point, normally the reception desk a job ticket, shown in Exhibit 3

]

is attached to each 'applicant record card. Then as services are

provided in support of that applicant the appropriate time is recorded.

The significant factors to be kept in mind are first that it is not

a measurement of the applicants time to receive services but a measure-

ment of the time spent to provide services. Thus, if self filing is used,

the receptionist would Dnly record the time spent in explaining what was
more than one applicant

is processed Slmultaneously, i.e., group counseling, the total number of

individuals processed should be annotated.

2.y



TIME LADDERS

SJDEBE TICEETS

APPLICANT
PROCESS

JOB MATCH
PROCESS

[ ouTREACH
| MISC. INTAKE
| GROUP ORIENTATION

OTHER ACTIVITIES

ENPLOYER FILE
SEARCH

OTHER ACTIVITIES
JOB VERTFICATION

RECEPTION.
INTERVIEWING
COWSELING
TESTING

CASE CONFERENCES
EMPLOYABILITY
PLAYS
SELECTION FOR
TRAINING

APPLICANT FILE
SEARCH
SELECTION INTER-
VIEH

JOB REFERRAL

EMPLOYER
PROCESS

OUTREACH
JOB ORDER
JOB SOLICITATION
NANDATORY
CREATION
IDENTIFICATION
OTHER

APPLICANT JOB

CODE

TECHNICAL
ASSTSTANCE

Exhibit 1. Study Design Overview

MISCELLANEOUS
PROCESS

EMPLOYER
FARM LABOR
FTA
IMMIGRATION

LEARNER
CERTIFICATIONS

WP 14
Lt

| COMPLAINTS -

COMPLAINTS -
APPLICANT

DETY AWS TEOM

-



“3EREERES

CA
CE

FTA
ic
LCA

DMP

Page 1 of 9

ES_PRODUCTIVITY STUDY - NEW JERSEY

Exhibit 2.

Outreach
Registration
Interviewing
Miscellaneous Intake
Counseling

Testing

Case Conferences
Employability Plans
Group Orientation
Selection for Training
Other Applicant Activities

Applicant Related File Search
Employer Related File Search

Selection Interviewing

Job Referral

Job Verification

Other Job Matching Activities

Employer Outreach

Employer Job Order

Employer Job Seolicitation
Applicant Related Job Solicita
Mandatory Jcb Solicitation
Creation of Job Opportunity
Identification of Available Jo
Employer Technical Assistance
Other Employer Activities

Complaints -~ Applicants
Complaints - Employer

Farm Labor

Foreign Trade Act
Immigration/Alien Certificatio
Learner Certification

DMP #4

Labor Market Information
Community Services

tion

bs

n

237

Travel Time

Supervision

Staff Meetings

Routine Reports

Training and Self Development
Assistance to Other Agencies

Personal Time

Delay or Stand-by Time
Lunch

Nen=ES Work

Study Time



O

ERIC

Aruitoxt provided by Eic:

A0

Al

Page 2 of 9

APPLICANT PROCESS

Outreach Activities

- spent outside local offices, including initial contact and
follow-up; to reach and bring into local offices individuals
who do not come on their own initiative but who require
assistance to become employable.

Registration Activities

- spent receiving individuals who come into local offices,
making preliminary judgements as to the services needed,
and arranging for and scheduling services within the
offices.

Interviewin

- spent in initial or subsequent interviewing of registered,
partially registered and non-registered persons to determine
their needs for employment services, including completing

referring applicants to appropriate organizational units
and/or other agencies for necessary services, (does not
include selection interviewing related to employment which

Miscellaneocus Intake Activities

-~ spent on miscellaneous activities related to Intake, such
as answering telephone calls, referring to other agencies
persons who are not seeking employment services, giving
out borchures, and other printed materials, and performing
other work that involves incidental contacts with the
public.

General Counseling Activities

- ineludes all time spent in counseling individuals or groups,
and such related activities : recording interviews, re-
viewing and analyzing information on counseling cases,
arranging for and referring to supportive services, which
includes coaching, that are necessary to assure implementation
of the employability development plan and following activities
to determine the progress made by counselees in achieving
their planned objectives. -



L]
©

AG

AS

el
o]

Iy
W

Page Z

1nc1udes all time spent in scheduling, administering, monitoring
and scoring tests or work sample exercises, preparing reports

of test results for unit activity, and maintaining related files.
Also includes time spent advising ES staff as well as employers
on tests, testing techniques and related matters. (Includes

all time spent in interpreting test results.)

Case Conference Meetings

De

includes all time spent on case conference meetings (with or
without the client being present).

velop Employability Plans

includes all time spent in developing employability plans
(except counseling per se, between the counselor and the client).

Group Orientation

includes all time spent in orientation which is designed
generally to provide understanding of those attributes, other
then job skills, required to get and hold a job and is

normally conducted with groups and covers such matters as per-
sonal appearance and health, preparation of job application and
related forms, job hunting techniques, wages and taxes, and
similar matters of employment related concern. Also includes
time spent in group interviewing for the purpose of helping job
ready applicants and such special groups as candidates for the
summer youth program, to relate their skills to the job market.

Selectian, Referral and Faliéw-up for Trainin&

SElEEtlcﬂ and referral to a 5peclf1c t:alning oppartun;ty.r .
Includes time dEVOtEd tn develapment of satisfa:tary relatign-
;Qach;ng to assure satlsfactary ad;ustment or prngress in
training.

Other Applicant Activities

'%ﬁﬁs

includes time spent in support of the applicant processes in-
cluding filing registration cards, here the time cannot be
charged directly. For example filing cards pulled in support
of counseling and testing should be charged to A, however,
filing new registrations should be charged directly to AR.
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JOB MATCI!IING PROCESS

Applicant Related File Search

- = includes all time spent in searching existing job orders to

identify potential job opportunities for an applicant.

Employer Related File Search

- includes all time spent in searching applicant files to
identify potential applicants to fill a job order.

Selection Interviewing

- includes all time spent to determine if an applicant is
qualified for referral to a specific job opportunity. This
determination might be required because of jobs identified
by the JIS manual or computerized matchings or other sources.
Includes time to call in applicants when necessary.

Job Referral

- includes all time spent in clearing an applicant for referral,
scheduling the job interview and making the referral itself.

Verification

- includes all time spent in follow-up activities to establish
that a valid job placement has resulted and that the employer
is satisfied.

Other Job Matching Activities

- includes z1l time spent in support of the job matching process
that cannot be identified to a specific code.
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EMPLOYER PROCESS

Employer Qutreach

- includes time spent in developing and maintaining contacts
with employers, including employer and union organizations.
This includes personal, telephone, or mail contacts of a
general promotional nature to develop job opportunities for
all applicant groups or to promote acceptance of or partici-
pation in special manpower programs.

Employer Job Order

- inclues time spent in taking and transmitting a job order
which resulted solely on a voluntary basis from the employer.

Employer Job Solicitation

- includes time spent in contacting an employer for the purpose
of solicitating a job order not related to an applicant.

Appliggg;wﬁelatedegprgolicigat;on

- includes all time spent in contacting an employer to solicitate
a job order specifically for an applicant.

Mandatory Job Solicitation

- includes all time spent reviewing employer listings and reports,
contacting employers, taking and processing orders which may
result from contacts or otherwise in conjunction with mandatory
listing requirements.

Creation of Job Opportunities

- includes all time spent in creation of job opportunities with an
employer such as job restructuring requirement modifications,
altering job benefits and conditions, setting up subsidized or
financial incentive job opportunities.

Identification of Available Job Opportunity

- includes all time spent to review classified ads, trade journals,
CBC announcements on time spent contacting associations, etc.

Employer Technical Ass.stance

- includes all time to ide technical assistance to an employer
including work force ilization, development utilization and
selection assistance. iso inclues time spent assisting on
hiring policies, job s cifications, functional job analysis and
the identification of training and testing needs. Also includes
time for EEO compliance and affirmative action plan development.

£

2351

e



Page 6 of 9

E Other Employer Activities

.= includes time spent in support of the employer not
classified elsewhere.

~
-y
11

c
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]

OTHER PROGRAMS

t

Complaints - Applicants

- includes all time taken to investigate and resolve applicant =«
complaints related to the SESA services.

Complaints - - Employer

- includes all time taken to investigate and resolve employer
complaints related to SESA services.

Farm Labor

- includes all time spend in support of Farm Labor programs.

Foreign Trade Act

- includes time to collect and analyze data required to identify
firms or unions adversely affected by Trade Acts. Includes
time to determine applicant eligibility and other required
services.

Immigration/Alien Certification Activities

- 1ﬁcludes tlme to prgcess requests for occupat;onal 1n£brmat1an,
affects and cert;fy allen appllcat;ons.

Learner Certification Activity

- includes all time spent to collect data for ESA on experienced
worker availability by occupation and industry. Includes time
to determine learner availability and to supply certification
information.

Defense Manpower Policy Issuance #4 Activities

- includes time to identify and publish lists of areas eligible
under DMP #4. Includes time to review preference applications,
give out certifications, screen hire reports and other activities.

Labor Market Informat;nn

- includes time to develop LMI for the applicant, public and
employers, and to provide information by special request.

Community Services

- includes all time spent stimulating community actions, assisting

in industrial and deconomic development, establishing a continuing
and developmental working relationship with community action groups,

training other agency personnel, presenting information to groups,
participating in civic functions and dissemination of labor anu
economic information.

oo
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ACTIVITY CODE DEFINITIONS

Indirect Support

The following Indirect Support activity codes describe UI related admin-

istrative and training functions.

21

22

24

Travel Time

- the time spent for travel to and from a point separated
from the home offices for the transaction of UI-related
activities. Also includes the checking out and return of
car to motor pool and preparation prior to the trip and put
away after trip.

of quality of operations. Includes preparation of personnel
performance and records.

Staff Meetings

Routine Reports

- preparation and verification of activity reports for adminis-
trative purposes on a routine daily, weekly and/or monthly
basis. Includes preparing daily transmittals to Central
Office.

Training and Self-Development

- time spent in required review of literature, journals, and
books for self-development and effective performance. Atten-

law changes, etc.

Assistance to Other Agencies

- cooperation with other agencies such as giving explanations
on the phone regarding legal matters and all other activities.
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Personal and Delay

Charge your-time to a Personal or Delay activity code when you are not
engaged in work activity.

31 Personal Time

- scheduled or unscheduled periods of personal time, such as

EfoEE breaks, time away on personal business, etc.

32 Delay or Stand-by Time

- unscheduled periods of time when personnel are idle, as a
result of waiting for assignments, instructions or work to
arrive.

33 Lunch
- scheduled period of time away from work.when you normally
take your lunch hour. If you work during the usual lunch

time, do not use this code. Instead, charge your time to
the appropriate product or activity code.

Other
41 Non-ES Work

- time spent on non-ES5 activities.
42 Productivity Measurement Study Time

- significant amounts of time devoted to preparing time and/or
production count reports required for this Productivity
Measurement study.

NOTE: A trainee observing activities of a product code should charge
time to the product codes in the same manner as the individual
performing the product code.
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£.5, PRODUCTIVITY STUDY - NN JERSEY
APPLICANT JOB TICKET

1. Applicant Name _ 3 Regr.Date [ [ _

Exhibit 3, Job Ticket

B.S.. PRODUCTIVITY STUDY - NG JeRgEY
ENPLOYER JOB TICKET

1, Employer Name 3, Date / /

2, Employer Address R P - N

, 7 i -
' - B 7 —
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The completed job tickets can be picked up at the end of the measurement

period. To identify their location, however, it is necessary to maintain

a log of the job tickets shown in Exhibit 4. In this manner all job tickets

can be accounted for. Since all individuals processed generally go through

this is the case, the ticket must be recorded on the central log book.

Job tickets utilized for employer services provided outside the agency
must be controlled through a centralized point. Employees contacting
employers should initiate job tickets as required. Following completion
of the task the completed job tickets will be logged in the control

point.

Time ladders shown in Exhibit 5 are to be utilized by employees not
directly related to the applicant process. Those using time ladders
will be required to account for all of their time expenditures through-
out the study period. In using the time ladder a horizonal line is
drawn starting from the beginning time for an activity across the ''code"
column. When the task is completed a second line is drawn and the
appropriate code for the activity is written between the two lines. It
is not necessary to draw separate lines for each item processed. Other
activities including personal time, leave, lunch and coffee breaks must
also be accounted for. Detailed instructions, shown in Exhibit 6, on

the use of time ladders are provided to the employees.

e

Work sampling studies will also be conducted during the measurement
period. At randomly selected times during each day, each employee will
be observed and the specific activity being conducted at that instant
will be recorded. This may require some interaction between the work

measurement analyst and the employee to identify the activity. A



activity will be inserted into the box. The results will be summarized

and utilized to determine the distribution of time. Individuals utilizing

time ladders will not need to be work sampled.

work sampling are shown in Exhibit 8.

Instructions for the



Exhibit 4. Applicant Control Sheet

Control # Name SSN Reg. Date Comments

- - —
- i i A A N
— N R o -
— N B R .
- - S ) i -
- — N ,,,
— R . I -
—— I i I R N N
— S I SN SRS o
10 - 7T - | 1 -
- I
1z, : 1 Bl
13 - . -
S — —
— _ R _
—— I R
17 - T -
— _ ; S . -
- I P -
20 | ) I R N
21 | - BB T
22| T | | -
23 | - | 1T
24 | - B e ] ’7’**’
S RN R _ I I B




Exhibit 5. Time Ladder _
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Exhibit 6. Time Ladder Instructionms

During the next several days we will be conducting a productivity
- measurement study of all Employment Service activities in this office.
The purpose of this study is to determine the productivity of various
types of ES services in greater detail than is now available. This
data is necessary to establish an objective method to determine man-

power requirements in different labor market areas.

You will participate in this study by identifying how you spend your
working hours during the study period. Time codes have been developed
which relate to either the products you work on (e.g., applicant
intake, counseling, etc.) or the activities you engage in. You will
be provided with time ladder forms to record your time during the

study period.

These are your detailed instructions for coding your time and filling

out the time ladder:

1. Familiarize yourself with the process codes and their defini-
tions. The codes are divided into product codes and activi-
tv codes. The product codes generally relate to work done
on a specific unit of production. Activity codes relate to
more generalized work (sorting mail), to indirect support

(staff meetings), and to personal and delay time (lunch).

2. Fill out the heading of the time Tadder cach day with your

name, classification, date, section, division, and unit

n,
1 in the total time spent

names. At the end of the day, fil

on the job, in minutes.

247
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Page 2 of

The time ladder begins at 7:00. If your starting time is after

i
8:00, but you actually begin working at 7:50, for example, draw

a line opposite the 7:50 time slot across the "Code" column.

Enter the proper product code or activity code in the code

column to describe how you spent your time.

When you change from one code to another, draw a line across
the code column (thus forming a ladder) and enter the new
code number you are working on. Draw a line across the code

column only when vou change from one code to another.

The time ladder is divided into five minute segments. Do

not try to record your time to codes that you work on for

less than three minutes. If you work on many different codes
for short periods of time (less than 3 minutes) see your
representative from the study team. He will help you estimate

the amount of time spent on each code.

Report the total time you spent on the job from the time you
arrive to the time you leave. If you start before 7:00 a.m.,
or work after 7:00 p.m., enter the times and codes worked on

the back of the time ladder form.

Pl:ase keep your time ladders current. The results of this

study depend heavily on accurately completed time ladders.

If you have any questions on filling out this tlwe ladder or
appropriate codes Lo be used, ask the representat ive Drom the

study team.

To assist your monitor, please keep your time ladder in plain

view,
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Exhibit 7. Work Sampling Worksheet _
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_Exhibit 8. Planning the Work Sampling

probability. The classic example of the law of probability is the
tossing of a coin. If a coin is tossad an infinite number of times,
the probability is that the number of heads versus tails will be equal.

However, using statistical sampling formulas, it is possible to

determine an approximate ratio of heads to tails after a limited

number of tosses (or samples). As the number of samples or chances
he

o
increase, we can have a higher degree of confidence that th

characteristiecs of the sample actually resemble the characteristics

of the whole.

Standard formulas are available so that we can calculate the sample

size required for a 95% confidence level. This means that if we

obtain a certain sample size, the answer will be correct in a calculable
range of error 95 times out of 100. The steps for preparation for

work sampling follow.

. Determine the number of observation cycles :eguiréd_
For our purposes, we wish to determine the pef:ent of
time the employees are engaged in specific activities.
If we estimate that the time will be no less than 30%
of the total time, it will be necessary to make a total
of 2,000 observations in each study office to give us
a confidence level of 95%, within + 2% absolute

accuracy.

It will be necessary to determine the number of
observation cycles per day required. First, determine

the number of employees in the organizational unit



Page 2 of

to be studied. Second, calculate the number of observa-

ion cycles required for a five day work sampling,

r

according to the following formula:

- 2,000 individual observations + by the number

of individuals to be studied = total number

i}

of observation cycles. This answer + 5 days

the number of observation cycles to be con-

ducted daily.

= Example:

2000 observations ,
16 individuals

1]
b
I
(W]
[yl

]
I
—
m
L1y]

125 cycles
5 days

[l
]
I

eycles per day

- Randomizing the times of observation. To accomodate the
law of probability there are two requirements related to

the observations. They are:

= the activity recorded should be based upon
the first impression at the instant the em-

ployee is observed, and

= the observations should be made at random

duriﬁg the work day.

To avoid biasing the study by making observations during
the busy times or slack times of the day the table of
random numbers should be used to select times of observa-
tion. It may be necessary to discard observation cycles
which fall outside of regular working hours, or those
which occur too close to permit performance. It will be
necessary to replace the deleted times in order to have

the full number of eyeles.

ERIC
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Recording the observations. Following is a brief summary

of the work sampling instructions.

be utilized. These elements are the codes you
will use to describe employees' activity. During
the observation cycles you will observe each
employee in the work area and code his activity

to one of these elements.
On your scheduled work sampling days, enter each
employee's name in the columns across the top

of the Work Sampling Worksheet. Enter all employees

who are utilizing job tickets (not time ladders).

Watch the clock closely so you do not miss any of

your scheduled observation cycle time.

When the time comes for an observation cycle, locate
each person at the top of your worksheet and ob-

serve his activity. Determine what he is doing the

in terms of the codes. It is extremely important

that you record what the employee is doing the

instant you see him. Do not record what he is

going to do, what he should do, or what you expect

him to do.

After you have recorded the first person's activity
locate the next person on the sheet and repeat the
procedure. Continue until all employees are accounted

for.

Page 3 of 5
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- Repeat the procedure for each observation cycle.

- Occasionally you will have observation cycles before
some employees are scheduled to arrive, or after
some employees have left for the day. 1If this
occurs, simply make observations of the employees
who are present. For those employees who have not
arrived or have left, enter code 0 in the box where

i
you would have normally recorded their activity.

= If an employee is out of the work area during an
observation cycle, you should code the observatioen
as element D, unless vou can determine the where-
abouts of the employee from the supervisor (for
example, at coffee break or lunch). Otherwise,
the following day after vecu have received each
employee's time ladder, you should check to see how
the employee charged his time each time you recorded
an () for him. If he coded his time to the activity
code for personal time, then change the () that you
recorded. If the employee was on his normally
scheduled lunch time, change the observation code
appropriately. Do not try to track employees down
in the lunch room, coffee shop or restroom during

your observation cycles.

- If the entire operation closes down for the lunch
period, it will not be necessary to make obsgervations
during that period. 1If the employees are on staggered

lunch periods, however, you will make a continuous work

e
it
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sampling. Use Code 33 when an employee is on his
normally scheduled lunch time. If he leaves early
or returns late, use the 33 to so indicate. It
will be necessary to stagger your own lunch break
on the days of the work sampling observations, to
avoid "missing'' the same clock time each day of the

study.

Cre
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As one result of the study it is desirable to identify unit times to
process applicants through the Employment Service. This can later be
utilized to identify the relationship of service provided and value
added to the client. To achieve this it is necessary to identify the
output units of the office. For each activity a specific unit of output
has been identified and described. Some are available from ESARS, others
must be collected through special count points. Exhibit 9 describes

the required workload counts and the collection poiﬁtsi Tally 'sheets
shall be given to each employee daily for collection of count informa-

tion.
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Lxhibit 9 Page 1 of 3
CODE DESCRIPTTON COUNT DESCRIPTION SOURCE

A |Outreach No specific output unit identified
AR |Registration Talley the number of individuals who register with the ES. ES 511
Identify partials, rencwals and new registrants.

Al | Interviewing Tally the nunber of individuals who are initially interviewed | Counted by employecs
as part of the registration process,

MM {Miscellaneous Intake No specific output unit identified -

AC | Counseling

Tally the number of individuals who are counseled by the ES, | Counted by employees
indicate if the counseling is a continuation of or initial ES 515

session and if the counseling is completed, Identify also the

type of counseling, . .

AT |Testing Tally the nunber of individuals who are tested and the number | Counted by employces
of tests adninistered by type. ES 515

CC |Case Conferences Tally the number of conferences held Counted by employees

G RES
Sk

AE  |Employability Plan Tally the number of employability plans developed, Counted by employees

AG  {Group Orientation Tally the number of group orientation sessions and the total | Counted by employee
nunber of applicants receiving orientation

AS |Selection for Training Tally the number of applicants processed for testing and the | Counted by employee
total number enrolled during this period. ES 515

A |Other Services No specific output unit identified -

207




DESCRIPTION

Lxnipit 9 ,
COUNT DESCRIPTION

rage 2 of 3
SOURCE

Applicant Related File
Search

Tally the number of applicants for which the job files are
searched,

Counted by employee

| Other Job Matching No specific output unit identified .
Activities
W Employer Outreach No specific output unit identified
EJ | Employer Job Order Count the number of job orders that were received without Employer Count
direct solicitation, £S 514

Employer Related File Search

Tally the number of employer job orders for which the
applicant files are searched :

Counted by employee

Selection Interviewing

Tally the number of appiiéaﬁfgrinterviewed to determine their
qualifications for a specific job, Tally also the total nun-
ber of jobs for which applicants were interviewed.

Céﬁﬁtédrby émﬁlajééi

Job Referrals

Tally the numbér of applicants referred tr jobs. Count each
referral separately, Talley placements,

Counted by employee
ES 515

Job Verification

Tally the number of placements verified. Tally the number
which could not be verified. '

Counted by employee
ES 515

Employer Job Solicitation

Count the number of employers contacted to solicite jobs
and the number of job orders received.

Employee Count i
ES 514

Applicant Related Job

i | Solicitation

he

T Count the number of employers contacted to selicitate job

orders for specific applicants and the number of job orders
received as a result,

Eﬁpiayeé_Count'
ES 514 .
25

Mandatory Job Solicitation

Count the number of job orders which are a direct result of
job creation activities.

Employee Count
ES 514

b
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DESCRIPTION

Exhibit 9
COUNT DESCRIPTTON

Page 3 of 3

SOURCE

Job Creation Count the nuaber of job orders which are a direct result of [mployee Count
of job creation activities. ES 514
Identification of Available | No specific output unit identified -
Jobs "
Enployer Technical Count the number of employers to which technical assistance Enployee count
Assistance was provided, identify services.
Other Employer Activities No specific output unit identified -
CA  |Complaints - Applicant Count the number of complaints processed Employee count
R — ; — - : — _
K3 Complaints - Employer Count the number of complaints processed | Employee Count
FL.  |Farm Labor Count the number of applicants processed | Employee Count
FTA |Foreign Trade Act Count the number-of investigations conducted and the nusber | Employee Count
of applicants prncessed
IC [Imnigration Certification Count the nusber of immigrants processed Enployee Count
LGA  |Learner Certification Count the number of applicants certified Enployee Count
DMP  DMP 14 Count the number of investigations conducted and count the

nunber of applicants processed

Employee Count

?‘ “‘ = KC

lahor Matket Information

No specific output wnit identified




Page 1 of 4

Exhibit I1-10. Talley Sheet

Date / /

Reglstratlgn Cnunt Total
New e —
Renewal - .
Partial __ _ e —_—
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= . Interview Count Total
T Interviews e — I
Counseling Cnunt : Total
T Initial Continuation Completion Initial Continuation Completion
Occupational __ _ — — - S
Vm‘:atiaﬁal e — — ——
Testlng Count © Total
Individuals _ e —
SATB __ _ )
GATB __ e N —
NATB __ ;: —
PROF - _ S
BOLT _ - e
Other _ _ -
Individuals e .
Case Canferem;es Count Total
Conferences e _ -
Emplcyab;llty Plans Ccumt Total
Plans . S—
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Sessions

Individuals

Applicants

Enrolled

Applicants ___ =~ = -

—eew- .. Employer Related File Search |
Employer Job Orders
T Tselection Interviews |
Inverviews
Job Orders __
ST Job Referrals | T
Referrals
Placements I
T Job Verifications |
Placements Verified _ -
Placements Not Verified
T yeb order Cownt |
Unsolicitated ___ = =~ _
Solicitated Job Orders
Soliciated Employers .
Applicant Related Solicitation
(Employer Contacts)
Applicant Related Solicitation
(Job Orders) —

" totan
e
e R e
"~ fotaa
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T 36b oxder Count (Continued) | Totat
Mandatory Listings Job Orders _ | _
Job Creation Related Job Orders 0 —
o Ewployer Technical Assistance Cc at | Total
a Sel@tian Assistance __
Development Aésistam:e o _
Utilization Assistance . 7 _
Stabilization Assistance . —
Hiring Policy Assistance ) _ -
Job Specification Assistance ____ - _
i Functional Job Analysis Assistance |
Identify Testing § Training Needs __ | -
EEO Compliance Assistance .
Affirmative Action Assistance
A e cmemAmMmemmmssmme— e memmmmmmmESSmmdsonessMsssmmmheesmcmeess—eeesem————————— = e el
Complaints Count Total
Applicant __ e
Employer _ 77 —
Applicants _ - —_—
T T roreign Trade Act Cownt | Total
~Investigations ___ _ —ee
Applications e — -
. Applicants __ -




Applicants

DMP #4
Investigations
Applicants




The productivity model requires the collection of additional data con-
cerning the characteristics of the applicants processed and the
characteristics of the employers serviced. Two distinct efforts are
required to collect this data primarily because no single source such

as ESARS is available on employer characteristics.

The ESARS data to be collected is two-fold. First it is necessary to
collect information on the characteristics of and level of service
provided to applicants who are served during the period. This data
will be used to establish the total value of services provided to
applicants. Cépies of the most recent ESARS reports have all the

required data. Specifically the following reports are required.

Table 03 Placement and Referral of Individuals

Table 04 Individuals enrolled in Training or Placed

in Special Class of Openings

Table 05 Applicants Provided Counseling, Testing and

Related Services
Table 11 Summary of Services

The utilization of job tickets allows the incremental times for services
to be related to the individuals to which it was provided. This then
can be related to the individual and characteristics and the benefits
resulting from the services themselves. To achieve this data from ESARS
individual registration forms makes a valuable data set. The ES 511

provides most of the essential data. Following completion of the test
period the ES 511 should either be copied or all essential data trans-
posed. This then should be matched with the services pravidedi Any

placement information subsequent to this period should also be obtained,

however, additional SESA services or outside services must be identified

and discounted.



The lack of basic employer data necessitates the utilization of a
comprehensive questionnaire for use with employer technical services.
All employers who receive services for which the job ticket is

utilized must be included. Exhibit 11 shows the employer questionnaire.
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Exhibit 11
EMPLOYER QUESTIONNAIRE

Employer - o i Date

1. What is the total number of employees at
.this location? o —

2. What is the distribution of workers?
Unskilled . -

Semi-skilled

Skilled I
Professional _ _

YA,

3. Does the employer use migrant workers?

-

Seasonal Workers

4, Are the workers affiliated with a union? - -

5. What is the average wage paid?
Unskilled
Semi-skilled
Skilled 7 -
Professional

6. What is the turnover rate? 7 -
Quit Rate

7. What is the organization's structure
( corporation, partnership, sole-
proprietership, nonprofit)? . _

8. Does the employer do government
contract work? ' - - -

9. How many years has the employer been in
business? o —

10. What is the employer SIC code? i 7,,";;,,

K 11. What is the size of the personnel staff? - a
12. What is the average wage paid for the
personnel department? . o _

cﬁ
-
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What is the estimated budget for the
-personnel department excluding staff?

Advertising

Agency Fees

Training
Other

Does the employer regularly use ES
services? "

r

15. For a job opeming what.percent of the
time is the job advertised with

ES -

Qutside Placement Agency

Advertised

Lo

6. What is the proximity to-the ES local
office in miles? —




Other data concerning the distribution of time and cos’ re required.

The Cost Center time report 03 provides the total hour paid and equiva-
lent positions by activities and should be obtained for the period being
studied. The Reports 61, 92 and 96 are required to compute the average

daily cost per position. .

These reports can be used to compute the average cost per man-year for
each program administered by the State agency. The cost per man-year

is equal to the Total Funded Costs (personal services excluding annual

taken divided by the number of man-years paid. However, this calculation
cannot be directly obtained using the information available. Instead,
cost per man-year can be calculated using the information contained in

these reports by annualizing the average daily cost per position. To

must first be computed using Reports 61, 92 and 96. The monthly cost
per position is obtained by dividing this month's Total Funded Costs
by this month's paid equivalent positions on Report 96. Because the
total Cﬁﬁnded) Costs" on Report 95 does not include the cost of annual
leave taken, this cost must be added from the appropriate fund ledger

in Report 61 to obtain the Total Funded Costs for the appropriation.

Total Funded Costs

Paid Monthly Equivalent Positions =  Monthly Cost Per Position
Monthly Cost Per Position = Average Daily Cost Per

Standard Number of Days in the Month Position

The cost per man-year is obtained by annualizing the average daily cost

per position.

Average Daily Cost Per Position x

Standard Number of Days in a Year Cost Per Man-Year



To obtain the cost per man-year for a previous year, simply divide the
the year-to-date Total Funded Costs obtained from Reports 95 and 61 with
the paid YTD equivalent positions on Report 96.

Total Funded Costs

Paid YiD Equivalent Positions

Cost Per Man-Year
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ITI. INSTRUCTIONS FOR DATA COLLECTION, REDUCTION AND ANALYSIS

We discuss the specific techniques for data collection in the pages which
follow. The study plan has been separated into seven distinct steps.
These include: 7

- Orientation

- Preparation

= Measurement

- Data Recap

- Data Reduction

Report Preparation
Each of these steps are discussed in detail below:

1. Orientation

The importantce of a complete and comprehensive orientation cannot be
overemphasized. It is first necessary to brief the ES Director and
his staff. During this orientation the basic concepts of the model,
individual productivity ratios, value added, and E mponent weights
should be discussed. The solicitation of suppart;in terms of staff
participation would be valuable in the ultimate acceptance of the

project.

It is also necessary to select a local office site for the study. The
selection should consider three important points, type of service,
size of the office agﬁ typé of applicants. The considerations under
type of service should emphasize the selection of an office with a
full range of ES treatments. This is important in order to test the

model under all types of ES treatments.

The next step in the process is to orient the local office manager and

staff at the test site. This orientation should include the same

‘topics as the previous orientation for the ES Director but should include

a deatiled discussion of the measurement techniques and data requirements
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as well. Emphasis should be placed on the faet that the study does not

1d
emphasize individual productivity and that they should not change their

normal routine to accomodate the study.

During the orientation for the local office staff, a discussion should
be held concerning the use of time ladders, job tickets, and work

sampling in work measurement and the need for product counts.

Emphasize that the study is not to disrupt their normal activiites. Also
emphasize that it is desirable to keep their time ladders and job tickets
as current as possible and to contact the study monitor if they have
problems, -

2. Preparation

Every SESA agency operates differently. In fact, it is likely that

Qithiﬁ an agency individual local offices might operate differently to
accomodate the specific area labor market. Following the orientation,

the study team should review the specific operations to determine the
extent to which that operation corresponds to the system flow developed
for the project. This step is necessary to insure that the product

code structure established for use is compatible with the local office
operation. It is also necessary to e:iablish the specific product

counts. fhe product count descriptions and locations must be carefully
scrutinized to insure that the data is available at the local office,

Work in process must be monitored. For example, a system to differentiate
between the continuation of counseling activity as opposed to a new

counseling activity for an individual must be established.

In larger offices there exist some jobs which actually support a
variety of activities, for example, sorting mail. These must be identi-
fied and a system of sampling used as a basis to allocate that time
back against the proper activities. Special studies such as these

should be established at this time.
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- ESARS data from the most recent month must be obtained for the site
being measurad. Specifically ESARS reports number 03, 04, 05, 1l are

- necessary for the compilation of the value to be added for each output
unit produced. Cost data from the most recent month must also be
obtained. Specifically cost accounting reports 61, 92, 95 and 96 are
required. Arrangements for the availability of this data should be

made in advance.

3. Measurement

The measurement period will vary according to the schedules of indi-
vidual test sites. However, regardless of the length of the study
itself, it is imperative to account for all inputs and outputs for the
study period itself. ES staff members should record time for all

we:": performed even outside normal agency work hours. In addition,

all outputs produced during the period must be identified.

The study monitor must insure the time ladders and job tickets are
available to the study participants the day prior to the study. Study
in plain view. The monitor should position himself in view of the
participants if possible. In this manner his assistance can normally

be obtained without disrupting operations. The monitor should circulate
at least once per hour to view the ladders to insure their accuracy.
Emphasize that the participants should make notes on points of question

e
for resolution at a later time.

The importance of accurate product counts cannot be overemphasized.
The study monitor must clearly define each of the outputs prior to
" the measurement period. Once the study is underway the monitor must
" take time to determine that the count definitions are accurately adhered
to. There is often a tendency to over report product counts. No
one likes to admit it if they do not attain their expected output.
Credit, however, should not be taken for work not yet completed. This

is accounted for by the work in process adjustments.
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added process. This data will include pertinent characteristics of the
employers contacted during the measurement period. The data will be
collected by use of a questionnaire to be commleted where possible

for employers who recieve assistance during tie study.

4. Recap Daily Totals

In order to insure consistent reporting and t> readily and timely
identify problems, it is necessary to conduct a daily recap of the totals.
Each time ladders should be collected at the end of the day and re-

capped. The monitor should add the number of minutes charged to each

code and summarize the results at the bottom of the ladder. The total

charged during the day.

Following completion of the recap of the time ladders, the results
should be posted to the daily recap sheet, Exhibit 1. The total
minutes for each activity and product code whould be summarized
across the page. These totals can be summed down the page and cross-
checked against the total time charged by all employees. Errors must

be resolved.

The daily recap sheet should next be posted onto the MIS sheet,
Exhibit 2. The MIS sheet allows for a visual check of the time and
product counts for each day. The MIS sheet also provides for the
calculation of running totals. Again totals should be summed down

and cross-checked against the column totals. This prevents any errors

in posting or summation of totals.

The work sampling sheets should be summarized each day. The percentages,
however, should not . . calculated until the end of the measurement

period since daily totals have no significance.
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The job tickets are not collected until the end of the measurement period.
At this time each job ticket must be accounted for to insure all activities

are adequately accounted for.

5. Data Reduction

The flow of data through to the development of productivity ratios is
shown in Exhibit 3. The schematic illustration shows the role of each
of the data collection techniques and the adjustment factors. After
the data is accumulated the actual development of productivity ratios
can begin. The base amount of data processed makes it advantageous to
utilize dual data summarization techniques. This ensures that the
results are accurate since two distinct and separate techniques are
used. The results of the techniques will be the same provided as

clerical errors occur.

Step-down allocations allows the analyst to develop the prodluctivity
ratios working with total time values and total counts. All totals
are carried to the end where the ratios are then developed. Exhibit
4 shows the rale of the Work in Process (WIP) Adjustment and the Work
Sampling (WS) Adjustment. Exhibit 5 shows the summary sheet.

Product Time Summary (PTS) sheets allow the analyst to develop the
productivity ratios working with individual produstivity ratios and

mathematically combining them. Exhibit 6 shows the PTS sheet.

The net result of the Step-down allocation process and the Product Time

Summary Process is the same. At the completion of these tasks a produc-

per minute. This is the basis productivity measure or ratio.
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The next step in the PMS process is the assignment of a value for each
productivity ratio. The value "assigned" or "added" technique is dis-
cussed in detail in the section which follows. In essence, however, it

utilizes subjective and objective techniques to assign values to

or the difficulty of applying the services. This value can be applied
to each ratio in order to arrive at a valued productivity rat o.

These valued productivity ratios are then added to give a total valued
productivity ratio for each of the four distinct SESA processes; appli-
cant processes, employer processes, placement processes and legisla-

tively mandated processes.

These four distinct ratios are then weighted by the process by assigning
values to SESA objectives through the DELPHI technique and relating
the objectives to the four process areas. This is also discussed in

the following sections.
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CLLENT SPECIFTC LABOR MARKET AREA FUNCTIONS

INPUTS oUTPUTS VALUE ADDED FACTORS
ACTIVITY | OUTPUT UNIT | TABLE | CELL| DESCRIPTION ||TABLE [CELL [DESCRIPTION [POINTS .

| INTAKE

APPLICANTS
REGISTERED

11
11
11

110107
110150
110200

1 Hf{‘ I3

NEW REGIS.
NEW PARTIALS
RENEWALS

1

11
11

110100
110150
110200

NEW REGIS.
NEW PARTIALS
RENEWALS

*osog0n

HICHEST GRD.|

_6_[ssijaic o]~

061700

060350
06100D
06105D
06110D

06175D
06180D
061900

0-7
§-11

12
OVER 12

WHITE
BLACK
AM. IND.
OTHER

! o — ': ' o, ::_..:_ —_;_ ,_ —

MULTIPLIER

VALUE_ADDED REANGES

RANCE

- POINTS

0-1.5
1.6-3.0
3.1-4.5
4.6-6.0

25
.50
5
1.00

5 BEQF R
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As a first step in establishing the value for specific ES treatments,

we have identified characteristics of the applicant or employer which:

-make that specific treatment more necessary
(i.e., add a greater value to the client)
-make the application of that treatment more

difficult.

the valuation process. In the process it is noteworthy that charac-
teristics data for applicants is readily available through ESARS, however,
for the employer no data is currently available. During the study

period a questionnaire will be utilized to collect data concerning the

characteristics of the employers served.

The characteristics of the client served, either applicant or employer,
will be the basis of establishing the value. For example, counseling
activities for highly educated applicants will be less valuable th: .
those for those at a lower level of education. A typical worksheet

for intake activities is shown in Exhibit 9. The characteristics of
applicants who register serves as a basis for a multiplier. This
multiplier ranges between 0 and 1. If the characteristics of the
registrants is such that the multiplier is one, then the full value

is allowed for outreach activities. If the multiplier is less than one,

somewhat less value is allowed for outreach activities.

Exhibit 9 shows as well the ESARS cells from which the multiplier can
be calculated. In the study characteristics will be collected for all
applicants processed in the subject office, not by individual. Thus,
the most aﬁprapz;ate ESARS reports will be utilized and the points
allowed for specific characteristics will be devided by the total

applicants on the report.
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The individual productivity ratios and the composite ratios will be

- caleulated. The composite ratio is based on the weighting of the four

component parts, applicant, employer, job matching and other legis-
latively mandated programs. These weights are established based on

the emphasis desirable by USES in each area.

6. Report Results

After completion of the pilot studies, meetings will be conducted with
the ES Director and staff to discuss the results and to express fhe
appreciation for their cooperation and assistance. A formal summary
report will be prepared which outlines the results and identifies

the significant points of the study.



APPENDIX G

COMMENTS

BY
DR. FRED ENGLANDER

The following are comments by Dr. Fred
Englander, Assistant Profeasor of Econo-
mics at St. Peters College and Research
Economiat for the New Jersey Department
of Labor and Industry, who reviewed the
during and following the pllot test
phase. His remarks are carried with
only minor editorial changes. His com~
ments include discussions of two topies.
The first concerns needed areas of re-
search.
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The use of a regression methodology to eatimate the impact of the

various treatment or service outputs on the final value added does provide
a more objective means ﬁf'évaluatiﬂg tha relative economic continuation

of final placements and the support services that often lead to placements.
Also, the collapsing of the different input and activity codes should make

the PMS much more attractive.

With respect to the formulation of the dependenf variables, further
modifications, to the extent feasibile, are advisable. The PMS should
make a maximum effﬁrt to have the values added reflect true econocmic
values rather than modifled economic values which in turn must be
weighted by USES administrators. To the extent that the true economic
values of the varlous ES activities can be determined, these values

erformance

could be summed in order to calculate the numerator of the

index for an agency. The relative weighting of ES activities by USES
administrators necessarily introduces a subjective element which should

be avoided whenever possible. o

Though it may be true that the difference in wages before and after
placement 13 a reasonable proxy for the total value ddded to the appli-

cants when making interstate comparisons, it would be highly fortuitous

if the weights chosen by the USES for the four basic output categories

trating, for example, on applicant process outputs, would receive unsuffi-
gient'zfedit:(and funding) if the weight given to the applicant process
outputs relative to the other output catagories did not reflect t

economic value of the Applicant Process Outputs relative to the other out-

puts. Frey correctly identifies the increase in duration of employment,

4.1



the decrease in quits and the reﬁuctiqn in search costs as the other
elements in the valu2 added to the applicant by the ES. If I were to
take a semi-educated guess as to which of these sources .of economic
value added provided to applicants was most important under typical
conditions, I would opt for the reduction in the duration of unemploy-
ment. To the extent that the services of the various state agencies may
have a different emphasis in reducing the duration of unemployment
relative to increasing earnings capacity, it does not seem appropriate
to use the former as a proxy for the former and the latter as well as the

values generated by reducing quits and search costs for applicants.

To the extent that it is possible, I would think it appropriate to

at least develop separate régressian models using the value added from
reducing thre duration of unemployment as a dependent variable in one
model and the enhanced earnings capacity, as a dependent variable in a
gsecond equation. If the PMS were to become operational, it would be
worthwhile to estimate prediction equations for the 'decrease in-quits™

[RERE—

—....and the "reduction in applicant search costs' values added.

Regarding the enhanced earnings capaclity dependent variable, it is
correct, as you indicate, that the starting wage may not be representa-

tive, particularly (as Gary Becker L/ points out in Human Capital) if the

applicant's new job imvolves a training period. A comprehensive follow-
earnings resulting from placement would be the ideal method of measuring
this value added item, but a second best technique may be to use
established age earnings profiless for different occupations, demographic
characteristics, etc., in order to estimate value added. An example

of how such a technique might be applied is given in Chapter VIII of

the Berkowitz and Ander .un report on PADEC. This technique

might even provide direct estimates of value added (in terms of enhanced

eafﬂings'gapacity) on an ongoing basis which may eliminate the need to

[

/ Becker, Gary, Human Capital, 2nd Ed., New York City: Cglumbi§f

University Press, 1975.
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"predict" value added through the regression equation for those actually
placed by ES. The prediction equation would still be useful, however,

for estimating the impact on enhanced earnings capacity of such inter-
mediate outputs as counseling, testing, referrals, etc’

Turning to the dependent variable for value added to employers, I bealieve
that the, reduction in personnel costs and private placement agency
costs is appropriate. If the PMS becomes operational, the other
dependent variables affecting value added (such as reduced turnover
costs, less overtime costs, and reduced waste.due to bottlenecks)

should also be estimated in regression equations. Again, I believe

that assuming a relatively equal proportional value to employers of
these other ES services to the dependent variable that you are usiﬁg is

a very crude assumption.

Once again, if good estimates of true economic values are available,

welghting for the various outputs. Moreover, estimating the true

economic values of the various ES outputs should have considerable

utility in policy questions relacring to the overall directions of the ES.

My bias against a USES weighting scheme does not preclude the existence
of at least some subjective weights. In particular, it will be difficult
to evaluate. the value added as a result of legislatively mandated outputs.
In the event that the weighting scheme is maintained for the other Qutpué
categories, I believe that the USES should at least consider certain
guidelines (perhaps expressed in terms of minimum or maximum allowable
ratios between final outputs and intermediate outputs) to prevent,

for example, the inefficient office or agency which is not able to make
an adequate number of placements as a result of poor internal organiza-
tion or procedures from maintaining itself by providing gratuitous inter-

mediate outputs to applicants who would receive a negligible benefit.
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A good job has been done in enumerating the independent characteristics
variables to be considered in the regression models to predict enhanced

earnings capacity and lower personnel and placement agency costs.

In estimating enhanced earnings capaecity, consider variables for race,
willingness to change occupations, work experience, previous wage (as a
measure of applicant expectations and suitability of the applicant to ES

services), the employment status and income level of other family members,

offs, job vacancies or the féte of growth in employment), employer

concentration and the availability and-fees of private placement agencies.

It is not appropriate for the prediction equations for fgigggltggéii?
included variables to measure agency costs or unit service times. The
relationship between output and inputs is given ultimately in the per-
fofmaﬁce index. Inputs are given in the denominator of the performance
index. The-index should not be bilased by making inputs also a determinant

of the numerator.

In eszimaz;ng the dependent variable(s) for value added to the employer,
you may want to consider an independent variable to measure the labor

intensity of the firm's production function. Presumably, the less labor
intensive the prgdﬁctign process, the more disadvantaged the firm would

be as a result of an unfilled vacancy. I would also be interested to see

a dummy variable to acecount for whether the firm is under any affirmative

action pressure. - Perhaps the ES office would accomodate a verbal request

 for black or female applicants. The industry mix. vdafiable might be related




to the occupational composition of the applicant pool. Once again,
this would be to guage thé‘magniﬁude of the mismatch between labor supply

and demand.

In developing your model(s) simply to predict value added, the large
number of independent variables, even if there is co-linearity among
them, does not hurt the predictive value of the model(s) as a whole.
However, a large number of explanatory variables generally suggests the
advisability of using a larger sample size in order to maintain a
reasonable number of statistical degrees of freedom. If,as you indicate,
the model is also to be used for trying to determine the proper coeffi-
cients and significance of certain of the explanatory variables (which

as I stated above is a good idea in the case of tﬁé treatment variables),
then you would want to reduce the number of independent variables in

order to avoid co-linearity among them.
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