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Section 1:  Introduction

This 1999-2004 dtrategic plan has been
developed through an intensive and open
process of consultation with nationa, state, and
locd partners, and both the process and plan
fully embody the principles of continuous
improvement and shared accountability. The
drategic planning process will drive effective
integration of workforce development services
toward a streamlined, seamless One-Stop
ddivery sysem.

The new 1999-2004 plan emphasizes growth,
is built on the interdependence of its partners,
and reflects system thinking - not program
thinking.

One of the most important outcomes of this
gpproach to developing the dtrategic plan isthat
it will contribute to more effective and efficient
functioning of the U.S. labor market, and it will
drive more effective dignment of locd, date
and nationa workforce development systems.

It’s All About Alignment

system capacity

C Effective alignment will allow the use of resources for a more
powerful, efficient and effective system that supports the growth of

C Alignment will result in improved outcomes and satisfaction for the
customers of the workforce investment system
C Alignment of federal and state resources, including alignment among

federal agencies, will model the integration envisioned under the
Workforce Investment Act (WIA)

C Alignment will enable the more flexible use of resources and the
more effective integration of services

Mission I

The Employment and Training Adminigtration’s
misson is to contribute to the more efficient and

effective functioning of the U.S. [abor market
by providing high qudlity job training,
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employment, |abor market information, and
income maintenance services primarily through
gate and local workforce development

systems.

Vision I

We will be known by our customers and

investors as a workforce investment system that

provides a secure and stabilizing safety net for
individuals and economies, is
diverse, digned and accountable;

Guiding Principles I

Thisvison will be redized through the
commitment to the following guiding principles:

1.

effectively fosters economic growth and
employment opportunities, and continues to
attract new and returning customers through the
vaue and level of services provided.

Labor market efficiency: Ensure that
employers, educators and individuas
have labor market information and
services that support business growth,
partia wage replacement to workers
between jobs, and a labor exchange
that provides the workforce needed to
respond to employer requirements.

Satisfied customers. Ensure that
employers and individuds are highly
vaued and highly satisfied with
workforce development services.

Sabilizing effect for individuals and
the economy: Increase the number of

individuds achieving sdf-sufficiency by
assgting them to obtain and retain
gtable employment and aliving wage.
Increase employment and re-
employment in first, new and better
jobs, and, provide partid wage
replacement to individuals between
jobs.

4, Administrative quality and
efficiency: Use the workforce
development system’s available
resources in a cost-effective and
efficent manner and maximize return on
investment. Implement an integrated,
results-oriented system that is based on
the needs of customers, and
continuoudy improves the capability of
the system and its employees to deliver
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high qudity servicesto cusomers.

5. Workforce skills and jobs matched in
the economy and youth assisted in
their transition to the world of work:
Assg individudsin gaining the
academic, basic skills, workplace and
occupationa knowledge and skills
required for educationa advancement
or continuing success in meeting the
changing demands of the workplace.
Assg employersin developing their
workforces.

6. Business |eader ship engaged:
Increase the number of businesses and
business leaders fully engaged as
partners and customers of the
workforce development system.

Stakeholder participation: Engage
the full participation in the workforce
development system of worker and
community advocacy groupsto ensure
individuds equity of accessto
information, services and lifdong
learning opportunities.

ETA Operations I

The Employment and Training Adminigtration
(ETA) operates with eight distinct nationd
offices and ten regiond hub and affiliate offices
supporting the breadth of programs and
services ddlivered to America s workers and
employers.

They arethefallowing:

. Office of the Assistant Secretary for
Employment and Training

. Office of Financid & Adminidrative
Management

. Office of Policy & Research

. Office of Technology and Information
Services

. Office of Adult Services

. Office of Youth Services

Office of Apprenticeship Training,
Employer and Labor Services
Office of Workforce Security
Regiond Hub and Affiliate Offices
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In Fisca Year 2000, the budget appropriation
for the ETA totaded $10.1 hillion, of which $9.3
billion was for discretionary program spending
and $0.8 hillion for mandatory spending.

Thetota ETA budget appropriation for Fisca
Y ear 2000 was $1.25 hillion less than the total
for Fiscal Year 1999 because the Welfare-to-
Work Program did not recelve additional
funding. The Program, under a specid
Congressiona authorization, was gppropriated
$1.5 billion each year for Fiscal Years 1998
and 1999 only, and it is still operating on these
funds.

The Wedfare-to-Work Program aside, the
ETA’s budget appropriation increased by $0.2
billion from Fisca Y ear 1999 to 2000.

The President’ s budget request for Fiscal Year
2001 is $11 hillion, of which $10.1 hillion is
planned for discretionary spending, and $0.9
billion is for mandatory spending.
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Section 2: Key External FactorsInfluencing ETA Performance
The Economy

The American economy isin better hedth than it has been in three decades. Twenty-two million new
jobs have been created since 1993, and the unemployment rate fell to 3.9% in April 2000 (the lowest
rate in 30 years), yet inflation remains moderate. Redl median weekly earnings for both men and
women rose during the last three years. Further, the Bureau of Labor Statistics (BLS) reports that
81% of the new jobs created from 1993 to late-1999 were in categories paying above-median wages,
and 65% were in job categories with
wages in the highest-paying third of

Unemployment rate, Jan. 1990 - Aug, 2000 industry/ occupation categories. The
(scasomally adjusted) overdl level of occupationd injuries
andillnessisa andl timelow. The
number of welfare recipients has

declined by 49% since August 1996.

Thefirgt two years of this drategic
plan, 1999 and 2000, coincide with
the strong economy and higtoricaly
low unemployment rate. However, a
downturn in the economy and a
resulting increase in the unemployment
e e s Ty 1934t rchge o ey rate could greetly affect many of the

ETA’s programs.

For example, an economic downturn could dow Unemployment |nsurance program improvement
efforts as priority emphass shifts to the taking and processing of increased numbers of clams. A
downturn would also impact states trust fund solvency as funds are drawn down to make higher levels
of benefit payments.

Moreover, arise in the unemployment rate and reduction in job openings could increase the number of
individuas entering ETA-funded adult and youth employment and training programs while
smultaneoudy making it more difficult for these individuas to find work and increase their earnings.
Thiswould negatively affect the agency’ s ability to meet its performance gods.

The gtate of the economy affects the registered apprenticeship program because this training program is
an industry-driven training program voluntarily sponsored by joint employer and labor groups, individua
employers and/or employer associations. When there is a downturn in the economy, potentia or

current program sponsors will not invest in or expand registered apprenticeship training, which averages
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afour year span, because they want to ensure employment security for their current skilled workforce.
The Office of Apprenticeship Training, Employer and Labor Services (OATELS) isresponsble for the
adminigration of the Registered Nationad Apprenticeship System and is the regigtration authority for
training programs and apprentices in 23 sates. OATEL S delegates this registration authority through
its Federa-State partnership with State A pprenticeship CouncilsAgencies (SACs) in 27 dtates, the
Didtrict of Columbia, Puerto Rico and the Virgin Idands.

The Federd Government does not provide grants or other type of monetary assistance for these

training programs. However, OATELS staff provide free technica consultation servicesin dl the
States to potentia and current sponsors and apprentices, to its SAC partners, related instruction

education providers, community based organizations and other governmenta entities.

The Changing Workforce

The American workforce has undergone a dramatic transformation. Sixty percent of women 16 years
and over are now in the labor force and account for 47% of America's 140 million workers.
Three-fifths of women with children under age 3 were in the labor forcein 1999. While nearly
three-fourths of the labor force will remain non-Higpanic white by 2008, African Americans, Hispanics,
Asans and other minorities are projected to account for 59% of new workers between 1998 and
2008. Thelabor force will expand, abeit more dowly, but minorities and women will continue to
represent an ever increasing share.

Projected Labor Force Changes by Race and Ethnicity
Level* Percent Change | Percent of Total
Group

1998 2008 1998-2008 2008
Total 137,673 154,576 12.3 100.0
Black 15,982 19,101 195 124
Asian & other** 6,278 8,809 40.3 5.7
Hispanicorigin 14,317 19,585 36.8 12.7
White non-Hispanic 101,767 109,216 7.3 70.7

* Datain thousands
** Group includes (1) Asians and Pacific Islanders and (2) American Indians and Alaska Natives.
Note: Data do not sum to 100% because those of Hispanic origin may be of any race.

As shown above, the labor force is becoming increasingly diverse, with the grestest percent increasesin
the Asian and Hispanic labor force. The age distribution of the labor force is dso displayed,
demondtrating that the labor force isincreasingly becoming older.
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Projected Labor Force Changes by Age
Leve* Per cent Change Per cent of Total
Group

1998 2008 1998-2008 2008
Total 137,673 154,576 12.3 100.0
16to 24 years 21,894 25,210 151 16.3
25t0 54 years 98,718 104,133 55 67.4
55to 64 years 13,215 20,588 55.8 133
65 and older 3,847 4,645 20.7 3.0

* Datain thousands

The changing demographics of the United States will affect the ETA’s ahility to attain its goas over
time. Asthe population ages and becomes more diverse, the workforce development system needs to
remain flexible in desgning and providing services that meet the needs of women, senior citizens, and
individuas whose first language is not English. If the system does not address their needs gppropriadly,
these individuas may have difficulty finding employment and gaining skills thet lead to higher wages. In
turn, the ETA will have difficulty achieving itstargeted levels of performance.

The Changing Workplace

The nature of work isadso changing. It has become increasingly dominated by service and white-collar
occupations. Manufacturing employment as a share of our total workforce is projected to continue to
declinein the 21 century. Smdl business has become an ever more vita engine of job creation; in
1998, smadl firms with fewer than 500 workers employed 58% of private sector workers.

Since the late 1960's, there has been a dight increase in the proportion of jobsthat are part-time. Also,
agrowing portion of the workforceis paid for work done a home; in 1997, 3.6 million wage and sday
workers — about 3.3 percent of all wage and sdary workers —were paid for the work they did at

home, up from 1.9 million workersin 1991.

Technology will continue to transform jobs and require better skillsto do them. Wages and
employment opportunities will favor those who get higher levels of education and training. For
example, a Princeton University study found that workers who use computers earn 10-15% more than
those whose jobs do not require them. Workers with college degrees have higher earnings today than
in the early 1980's, while the earnings of those with only a high school education or less have stayed the
same or falen. Theresult isthat while the red earnings of college graduates has increased 16%, the
red earnings of high school graduatesfell 8%. High school dropouts are dso nearly four times more
likely to be unemployed than college graduates.
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The percentage of workers with private pension coverage remained satic at just below 50% from the
mid-1970s to the mid-1990s. The most recent survey data (Current Population Survey) indicate that
the proportion with pensions has increased by nearly 3 percentage points snce then. The fraction of
workers with employer-sponsored health insurance declined from 76% in 1987 to 72% in 1993. Since
then it has been increasing margindly each year, reaching 73% in 1998. BLS data suggest that this
adverse trend in total compensation (wages, fringes, and nonpecuniary factors such as hedth and
safety) has been particularly acute for low-skilled workers. The evidence shows that the gap between
lower-paid employees and those in more highly-paid positions has widened dramaticaly in terms of
these non-wage indices.

Technologicd changeislikdy to continue to increase the demand for skilled workers. The mgority of
jobs will continue to need workers who have acquired knowledge and skills via two-year colleges,
vocationd training, moderate to long-term on-the-job training and real work experience. While overal
employment is projected to rise by 14% during the period 1998-2008, the fastest growing broad
occupationa category will be professond occupations (27%), followed by technica occupations, such
as hedlth and engineering technicians (22%). Occupations requiring a bachelor’s degree are expected
to grow by 24%, while those requiring an associate' s degree will grow by 31%. Thetable, entitled
“Occupations with the Fastest Employment Growth, 1998-2008," highlights these projections.

Occupations with the fastest employment growth, 1998-2008*
Employment** Change 1998-2008
Occupation
1998 2008 Number** Per cent
Computer engineers 299 622 323 108
Computer support specialists 429 869 439 102
Systems analysts 617 1,194 577 A
Database administrators 87 155 67 77
Desktop publishing specialists 26 44 19 73
Paralegals and legal assistants 136 220 84 62
Personal care and home health aides 746 1179 433 58
Medical assistants 252 398 146 58
Social and human service assistants 268 410 141 53
Physician assistants 66 9% 32 48
*This information was obtained through the Bureau of Labor Statistics Website: www.bls.gov.
** Numbersin thousands
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The design of the Workforce Investment Act of 1998 isto test individuds first againgt the labor market
for employment through core services before providing intensive or training services that might provide
necessary skills. The workforce development system needs to be flexible when deding with the
changing labor market. At thelocd levd, training individuas in occupations with the fastest
employment growth would grestly increase the number of quaified individuds that would be placed
into employment. On the other hand, a bias toward employment first might mitigete againg this
training. The system must aso recognize that many of the occupations for which workers will be
trained in the years to come do not exist today and so must be alert and prepared for changing
employer needs as they evolve.

State Level Factors

In regard to the Unemployment Insurance Program, sate legidatures may have a different vision for
their state unemployment program or may have concern that equity, access, and solvency initiatives
trandate to higher taxes and therefore may not enact changes which would expand digibility and/or
benefit levels. Furthermore, Sgnificant computer failure in a date system would impact not only
program improvement efforts but aso basic program operations.

The Workforce Investment Act passes more control over the use of federal funds and design of the
One-Stop system of servicesto the dates. The Sates decisions affect the ETA’ s ability to mest its
performance gods.
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Section 3;: The Workforcelnvestment Act of 1998

America’ s Workforce Network

America’s Workforce Network is the nationwide system of workforce development organizations that
provide information and services to help Americans manage their careers and employers find skilled workers.
The Network was created by Secretary of Labor Alexis Herman as the framework for the implementation
of the Workforce Investment Act of 1998.

America’s Workforce Network is a partnership among Federal, State and local governments, the private
sector, labor organizations, educationa ingtitutions, and community- and faith-based organizations to provide
the full range of workforce development services. These services range from skills training and placement
sarvices to finding and certifying qualifying employees, from income maintenance services to incentive
programs for workers and employers aike, al of which are investments towards building effective local labor
markets to meet the needs of the 21% century economy.

The reorganized Employment and Training Administration is part of the Network. The One-Stop delivery
system is the core of America’s Workforce Network; customers may access its services directly through
the Internet aswell. America’s Job Bank, acritica part of the Network, isthe world's largest source of
jobligtings.

The Network includesaToll-Free Help Line (877-US2-JOBS) that is available to residents of all 50 states,
D.C., the Virgin Idands and Puerto Rico. This toll-free system increases worker and employer access to
public workforce service information, including location of workforce service providers, unemployment
claims procedures, employer-related information, and directions to DOL Internet sites, as well as state and
local One-Stop Career Center web sites.

Other web-based components of America’s Workforce Network include America’s Talent Bank and
O*Net. A mgor goa underlying the creation of the Network is to make every American job seeker,
worker, and employer aware that the new Workforce Investment System is here, open for business, and
easly accessible in person, by phone, or through the Internet.
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Workforce | nvestment Act of 1998 I

The Workforce Investment Act of 1998 isthe
cornerstone of ETA’ s 1999-2004 strategic
plan. The Act providesaclear vison for
building aworkforce investment infrastructure
that is customer-focused, business-led,
community-centered, and responsive to
shifting local labor market needs. The
reformed system, anchored by loca One-Stop
Career Centers, providesindividuaswith
access to the support they need to find,
prepare for, and keep sdf-sustaining
employment throughout their working lives.
Employers are provided with assstancein
finding the skilled workers they need to be
competitivein agloba economy.

The god of the Workforce Investment System
isto increase the employment, retention,
earnings and occupationd skill attainment of
participants, and, asaresult —

C improve the qudity of the workforce,

C reduce welfare dependency, and

C enhance the productivity and
comptitiveness of the Nation.

The key principles underlying the legislation are:

OO OO OO

Streamlining Services

Empowering Individuals
Universal Access
Increased Accountability
New Roles for Local Boards
State and Local Flexibility
Improved Youth Programs

U.S. Department of Labor
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Succesufnl

b New Workforce

Nt Boards

oca Elected

\the One-Stop
board is

representatives of busnesses (which must be
the mgority), loca education, labor
organizations, community-based organizations,
economic development agencies, al One-Stop
partners (see Figure 3-1), and other entities as
determined by locd officids.

The WIB develops and submits a 5-year loca
plan; selectsthe local One-Stop operators,
identifies digible providers of training services,
youth activities and intensive services,
negotiatesloca performance measures; asssts
in developing statewide employment Satistics
system; ensures effective connections with
employers,; and coordinates activities with
economic development agencies and
employers.

COne-Stop Services available to didocated
workers and adults include core services,
intengve services, training services, and
discretionary activities (see Figure 3-2 for
example of didocated worker service modd).

Core sarvicesinclude digibility determination;
outreach, intake, and orientation; initia
assessment; job search and placement
assistance; career counseling; employment

Figure 3-1

Required One-Stop Partners

o Adult, Dislocated Worker, and
Youth Activities under WIA

C Employment Service

C Adult Education under WIA

C Post secondary Voc Ed under
Perkins

C Vocational Rehabilitation under
WIA

o Welfare-to-Work

C Title V of Older Americans Act

C Trade Adjustment Assistance

C NAFTA-TAA

C Veterans Employment and
Training programs

C Community Services Block Grant

C HUD-Administered Employment
and Training

o Unemployment Insurance

C Indian and Native American
Programs under WIA

C Migrant and Seasonal Farm

Worker Programs under WIA

datigtics; performance and cost information on
training providers, and other information and
assistance.

Intensive services are provided to individuas
unable to obtain employment through core
services and employed individuals who need
intengve services to obtain or retain jobs
dlowing for sef-aufficiency (see Figure 3-3).

One-Stop Model for Dislocated Workers Figure 3-2
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. Supportive services while in training
. Training (including TAA) to provide skills targeted to

job requirements

—————————————————————————Temporary pattiatwage replacement————

. Worker Profiling

. Re-employment services

. America’s Career Kit/ One-Stops
. Rapid Response

. Toll-free number

Training Services are provided to digible adults
and didocated workers unable to obtain or
retain employment through intensive services
Types of training include occupationd kil
training, on-the-job training, skills upgrading,
entrepreneurid training, job readiness training,
adult education and literacy activities, and
customized training for employers who commit
to hiring the participants. The guiding principle
for the ddivery of training under the Act is
customer choice.

Training is provided through the use of
Individud Training Accounts (ITAS), and must
be in demand occupations.

Youth Programs include formula youth
programs, Y outh Opportunity Areas, Job
Corps, and sarvices for youth aso authorized
under Native American and Migrant and
Seasonal Farm worker programs. Formula
youth programs target low-income youth, ages
14-21, with abarrier to employment.

Eligible youth are provided services including
Figure 3-3 tutoring, study skills training, dropout
Examples of Intensive Services prevention counsdling, aternative secondary
c c hensi school services, summer employment
omprehensive assessments i+ ; ;

of skiﬁ)ls and serv_ice_ qeeds g?g?;&ﬁggaﬂi;nﬁ?tﬁﬁg and

C Development of individual . . . .
employment plan other services, including follow-up services.

C Group counseling

C Individual counseling and CPerformance Accountability for resultsisa
career planning halmark of the new legidation. States are

C Case management required to negotiate expected levels of

C Short-term pre-vocational .

Services performance with the Secretary of Labor and
submit annua reports on state and local
performance. The legidation sets core
indicators of performance for adults,
didocated workers and youth. Customer
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satisfaction indicators for both employers and
participants are also required under the Act.

Varying incentives, technical assstance, and
sanctions are in place (see Figure 3-4) to
support states and locas in the performance
accountability arena.

Criticd to success of this performance
accountability system isdl partners of the One-
Stop Career Center System sharing a common
vison around outcomes that are appropriate,
and providing appropriate programmatic credit
to the various partners and funding streams that
participate in the success of the One-Stop
Career Centers.

State and locd partners and stakeholders have
identified as an obgtadle the varying funding
sreams with differing ideas of gppropriate
outcomes for this system, and have requested
that the federd partners work closely together
to reduce the barriers to success that are
created by the varying and sometimes
conflicting policies and definitions for program
outcomes and success. The Employment and
Training Adminigtration will pursue an
aggressve outreach and communication role
with our other federa partnering agenciesto
addressthisissue,

Our approach will encompass three principa
drategies

C Building on the Workforce Devel opment
Performance Measures Initiative to
creste a common understanding of the
WIA Title| coreindicators (i.e. entered
employment, earnings, retention, etc.)
across programs for which these would

be relevant outcomes - and under
GPRA to create cross-cutting goas
with these partners.

Defining outcomes for the One-Stop
system based on these common
definitions

Creating a culture and framework of
continuous improvement and customer
satisfaction through commitment to a
process for learning and recognizing the
achievement of these principles.

Figure 3-
Incentives, Sanctions and
Technical Assistance

State failing to meet expected
levels of performance can
request DOL technical
assistance

State failing for second
consecutive year subject to 5%
reduction in funding

State exceeding state-adjusted
levels of performance for the
Department of Education’s Adult
Education and Literacy programs
under Title 1l of WIA and for its
Carl D. Perkins Vocational
Education receive an incentive
grant up to $3 million

Parallel process for setting local
performance levels exists
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Section 4: Management Strategiesto | mprove Organizational Effectiveness

Key to the ETA successfully meeting the
Secretary’ s drategic gods, aswell asitsown
agency-specific performance gods, isthe
effectiveness of the ETA as an organizationd
unit. The Workforce Investment Act supports
that need by mandating a reorganization of the
ETA to enable the agency to carry out the
duties and respongihilities of the Actinan
effective and efficient manner.

The ETA has further committed to enhancing
its effectiveness by incorporating the tenets of
the Badrige Criteriafor Performance
Excdlenceinto its operations and strategic
planning processes.

ETA Reorganization

The new ETA organization focuses on enabling
the ETA to use gaff more effectively and to
provide expert technica assstance, oversight,
and customer service to state and local
customers. The current ETA structureisas
follows:

Wor kfor ce Investment Policy Council

The Workforce Investment Policy Council
(WIPC), comprised of the executive |leaders of
the eight mgjor ETA Offices, servesasa
clearing house to assmilate, interpret, set and
disseminate policy; ensure the effective
management of dtrategic planning and
development; and direct the resolution of
and/or initiate cross-cutting issues for proactive
achievement of outcomes.

Office of the Assistant Secretary-Deputy for
Field Operations

The Deputy for Field Operations serves asthe
principa advisor to the Assistant Secretary for
implementation and operation of the Workforce
Investment Act, and provides leadership
interndly and externdly on the cregtion of the
Workforce Development System envisioned by
WIA.

Office of Youth Services

The new Office of Y outh Services provides
comprehensive services to youth as envisoned
inWIA, and provides afoca point for dl youth
activitieswithin DOL, as well as other public
and private organizations and groups. Included
in this new Office are School-to-Work, the
formula-funded programs, the Job Corps, and
the Y outh Opportunity Grants.

Office of Adult Services

The Office of Adult Services addresses the
magor requirements of WIA, the trangtion from
the Job Training Partnership Act to WIA, and
the common and unique functions of specific
programs and their legidative mandates. OAS
collaborates with regiond gaff for the alignment
of drategic plans, the development of joint
problem solving and decison making, and
monitoring and technica assstance drategies.

Office of Apprenticeship Training, Employer
and Labor Services
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The new Office of Apprenticeship Training,
Employer, and Labor Services (OATELS) isa
consolidation of the Bureau of Apprenticeship
and Training and the new responghilities of the
employer and labor liaison. OATELS engages
in partnership activities both interndly and
externdly, ensuring qudity service and
customer satisfaction.

Office of Workforce Security

The Office of Workforce Security (OWS) is
responsible for servicesthat are available to
the “universal customer”, i.e, dl labor market
participants. Legidative, budget, research, and
reporting functions for the unemployment
insurance, and employment service programs
and One-Stop system building are integrated.
The new dructure maintains program-specific
expertise where required. Divisons of Ul
Operations, Ul Information Technology, ES
Operations, Foreign Labor Certification and
performance accountability are staffed by
expertsin the respective program and
operationd areas. The office promotes
continued One-Stop system building and
supports the agency’ s new continuous
improvement strategy under WIA.

Office of Policy and Research

The Office of Policy and Research (OPR)
provides the primary support withinthe ETA
for coordinating and developing Agency-wide
policy and legidation for workforce
development system activities administered by
the ETA.

OPR’s unique ties within the Agency and to

the WIA supports efforts intended to help
ensure public accountability, improve accessto
and increase the qudity of employment and
training related services, and improve system
performance. OPR continues to produce and
broadly disseminate high quality customer
focused information produced from research,
evauation, pilot and demondtration efforts
about best practices and modelsto
practitioners, policy makers and the generd
public.

Office of Technology

The Office of Technology (OT) provides a 21
Century information technology infrastructure
supporting the Agency’ smisson and dl its
businesslines. OT deveops the information
technology strategy, provides the technica
infrastructure and support for the Agency’s
technology investments, and provides
programming support for internal and externd
business sysems, information technology
research, aswell as development functions.

Office of Financial and Administrative
Management

The new OFAM isresponsble for dl ETA
resources for programs and activities for which
funds are appropriated, and retains its previous
functions of accounting, budget and financid
system overgght. It aso includes functions
associated with adminidtrative services and the
management and coordination of the Agency’s
five year drategic plan and annua performance
plans and progress reports through the GPRA.

Regional Offices
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The pre-existing ten regions have been

front-line gaff.

consolidated into a structure of Six. With four
of the pre-exigting regions having alower
volume of business and a smdler gaff than
others, the Structureisrevised to pair eight
offices, forming four single regions consgting of
aHub and Affiliate Office. The two remaining
regions remain as sand-adoneregions. The
resulting structure is shown in Figure 4-1. Job
Corps and the Bureau of Apprenticeship and
Traning retain specified dedicated gaffing in
the Nationd Office and Regiond Offices.

Figure 4-1
Regional Offices

New York and Boston *

Philadelphia

Atlanta

Chicago (Hub) and Kansas City (Affiliate)
Dallas (Hub) and Denver (Affiliate)

San Francisco (Hub) and Seattle (Affiliate)

* A Hub and Affiliate have not been designated at this time

The regiond restructuring provides severd
benefits: more staff for front-line work by
pairing regions, aggregating adminidrative
functions, and reducing resources spent on
supervisors, better use of staff (i.e., not having
to maintain ten regiond expertsfor each
function); greater flexibility in focusng expertise
in response to new initiatives and chalenges,
and more consistent per-state service ratio of

Figure 4-2 illugtrates the ETA in its reorganized
dructure as an agency committed to digning
functions and staff to carry-out its
respongbilities. The structure is based upon
the current FY 2001 requested gtaffing levels.

Figure 4-2

ETA Nationwide Reorganization Structure

Daputy Asst. Secrztary
| Deputy Assr. Secretmy

__________________________________________________________________

Offica of Office
Administrativa| T ecearch
Management

_h
EJ

The BalgrigggapiEria
Sacrrity

Excellence
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thousands of U.S. organizations for improving
business results and responding to ever-
changing marketplaces and demands.

The Criteriaare particularly rlevant to the
ETA, given its commitment to partnering for a
results-oriented, customer-focused workforce
investment system through the One-Stop
career center system. Whether in amode of
drategic planning, designing the new
workforce investment system, implementing
sarvice drategies, or managing performance
for outcomes such as customer satisfaction or
earnings gans, the saven criteria provide the

opportunity of dignment to the agency.

Accordingly, the ETA isusing the 1999
Malcolm Badrige Criteriafor Performance
Excellence as the framework for designing its
overarching strategies to accomplishits gods.
The seven Bddrige Criteriaare:

* Leadership

* Strategic Planning

* Customer and Market Focus

* Information and Andysis

* Human Resource Focus

* Process Management

* Busness Reaults

Below are key drategies being employed by
the ETA to create dignment and improve
organizationa effectiveness, organized by
Bddrige Criteria

Leadership I

The Leadership Category examines how the
organization’s senior leaders address vaues
and performance expectations, aswel asa

focus on customers and other stakeholders,
empowerment, innovation, learning and
organizationd directions. Also examined is
how the organization addresses its
respongbilities to the public and supportsits
key communities.

Srategy One:

ETA isin the process of reorganizing its
executive level management, enhancing the
capability of the agency’s senior leve
management to guide and review the agency’s
performance.

Srategy Two:

ETA has created the Workforce Investment
Policy Council to provide aleadership round-
table for policy crestion, strategic planning, and
addressing cross-cutting issues that lead to
outcomes.

Srategy Three:

As part of its drategy to comply with the
Clinger-Cohen Act, ETA hascreated an
Investment Review Board (IRB) of senior
executives to coordinate its Information
Technology (IT) investments using continuous
Improvement cycles.

Strategic Planning I

The Strategic Planning Category examines the
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organization’s strategy development process,
including how the organization develops
strategic objectives, action plans, and related
human resource plans. Also examined are
how plans are deployed and how performance
istracked.

Srategy One:

ETA isincorporating the Badrige Criteriain its
drategic planning process to more effectively
develop outcome goas and align resources to
accomplish those goals.

Srategy Two:

Coordination of agency drategic planning in
ETA will be ashared responsiility of two
offices--the offices reponsble for policy and
legidation and for budget and management to
ensure that these related processes are
effectively aigned and deployed.

Customer and Market Focus I

The Customer and Market Focus Category
examines how the organization determines
requirements, expectations, and preferences of
customers and markets. Also examined is how
the organization builds relationship with
customers and determines their satisfaction.

Srategy One:

America’s Workforce Network isthe
Agency’s premier strategy for marketing its
sarvicesto customers. A mgor goa

underlying the cregtion of the Network isto
make every American job seeker, worker, and
employer aware that the new Workforce
Investment System is here, open for business,
and easlly accessble in person, by phone, or
through the Internet.

Srategy Two:

The Business Coalition for Workforce
Development isDOL’s preeminent cross-
cutting strategy focused on engaging the
business community as a partner in workforce
invesment. The organization isajoint effort
led by the U.S. Chamber of Commerce, the
Business Roundtable, the Nationd Alliance of
Business, the Nationd Association of
Manufacturers, and the Nationa Association of
Workforce Boards, and twenty-eight other
busi ness trade groups.

Srategy Three:

ETA has added measures of customer
satisfaction to its GPRA drategic plan to
enable the agency and the workforce
investment system to improveitslevd of
knowledge on the requirements, expectations,
and preference of customers and markets.

Strategy Four:

ETA has developed and will be executing a
customer satisfaction Strategy as part of its
WIA Implementation. States will report on the
level of customer satisfaction for individuas
and employers who recelve services through
the One-Stop ddlivery system.

Strategy Five:
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ETA will form working teamsto identify
drategies to improve interndly the way it does
business to give more timely and higher quaity
sarvices to its own employees and partners.

Strategy Sx:

Aswith this grategic planning process, the
ETA iscommitted to continued consultation
processes, gathering input and feedback from
stakeholders and its customers on issues of
planning, design and implementation.

Information & Analysis I

The Information and Anays's Category
examines the organization' s performance
measurement system and how the organization
andyzes performance data and information.

Srategy One:

ETA will utilize the World Wide Web and
related technology to make performance
information and data avallable to dl of its
employees, partners, and stakeholders to
facilitate accurate and timely andysis of
performance information and comparison of
sarvice providers.

Strategy Two:

ETA will ensure performance accountability in
the new Workforce Investment System through
negotiated levels of performance with states.
Core measures of performance for adult and
youth programsin the areas of program
outcomes and customer satisfaction have been
identified - and basdine datafor usein
managing performance is being devel oped.

Srategy Three:

The One-Stop Career Centers are designed to
be comprehensive information brokers to
employer and job-seeker customers of the
system. ETA will continue its support of
technologica approaches through the ALMIS,
O*NET, Web Site and internal intranet
systems to make available labor market
information, performance data on training
inditutions, and menus of the employment,
training, and education services - for job-
seekers, and labor exchange and customized
training services - for employers.

Strategy Four:

ETA will invegt in business andyticd tools for
itself and its partnersto quickly and easily
detect unexpected or abnorma conditions,
enabling early detection of problems/issues
and, hopefully, reduce time and effort for
corrective actions.

Strategy Five:
ETA isaddressng the issues of E-government

through a broadly representative work group.
A comprehensve E-government dtrategy is
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being developed based on the vison statement
drafted by the work group.

E-government is the framework for
collaborative web-based services that use
innovetive, multiple technology, ddivery
mechanisms to meet the needs of the labor
force, employers, and workforce investment
communities. It isan evolving sysem that
provides, through a network of partners, world
class services, assuring awell prepared,
secure, and competitive workforce able to
meet America’ s current and future needs.

Human Resource Focus I

The Human Resource Focus Category
examines how the organization enables
employees to develop and utilize ther full
potentia, aigned with the organization's
objectives. Also examined arethe
organization's efforts to build and maintain a
work environment and an employee support
climate conducive to performance excellence,
full participation, and persond and
organizaiona growth.

Srategy One:

ETA has created the Performance
Enhancement Resource Center (PERC) asan
Internet Web Site designed to enable staff to
reach ther full potentia through easy accessto
information, communication, training, and
support for continuous learning.

Strategy Two:

ETA will work in partnership with management
and union representatives to create an
employee development system that stresses
training and lifdong learning, dong with linking
performance to compensation.

Srategy Three:

ETA iscommitted to serving as a provider and
intermediary of capacity building and learning
opportunities that develop the human resources
of the front-line and adminidrative gaff of the
Workforce Investment System through
technical assistance, products and tools, and
workshops and conferences.

Process Management I

The Process Management Category

examines the key aspects of the organization’s
process management, including customer-
focused design, product and service delivery,
support, and supplier and partnering processes
involving dl work units.

Srategy One:

ETA will focus on improving its busness
processes and utilization of information
technology to enable its employees and
partners to provide more timely and qudity
sarvices to customers through the
implementation of a customer-driven
development process.

Srategy Two:
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ETA isadvancing its commitment to qudity
through development of a new interagency
leadership entity, the Workforce Excellence
Network, to find ways for sate and local
employment and training organizations to work
together to improve performance. The
Network is governed by the Workforce
Excedlence Board that will creste opportunities
for saff to improve professondly, ensure that
programs are providing trainees and employers
with excellent service, provide technica
assigtance, market training systems to private
employers and public officiads, and conduct
research and andyss amed at continuous
improvement of program performance.

Business Results I

The Business Results Category examinesthe
organization' s performance and improvement
in key business areas — customer satisfaction,
product and service performance, financia and
marketplace performance, human resource
results, supplier and partner results, and
operationd performance. Also examined are
performance levels rdative to competitors.

Srategy One:

ETA will focus on business results through
performance outcomes and satisfaction of
system customers as the lead agency in the
workforce development system’ s performance
accountability system, using core measures,
basdines for performance, and negotiated
sandards. Among the results to be examined
are levels of satisfaction with services,

employment rates, retention in employment,
wages earned, gainsin earnings, and wages
replaced, costs for service ddivery, timeliness
of payments, and reduced benefits exhaustion
rates.

Strategy Two:

Through its system-wide continuous
improvement strategy, organizations providing
sarvicesto America s employers and
employees will be given the opportunity to
seek third-party certification of quality
practices, processes, and outcomes as a
quality organization.

Srategy Three:

The resulting continuous improvement entity
will provide benchmarks for use in comparing
the workforce development system to agencies
within and outsde of the system.
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Section 5: DOL Strategic and Outcome Goals

The Department of Labor has devel oped three Strategic god's designed to align agency and system-
wide resources on addressing the needs of job-seekers, workers, families, and employersin the
changing workforce environment faced with the onset of the 213 Century economy.

DOL STRATEGIC GOALS
Goal 1 A Prepared Workforce
Enhance Opportunities for America’s Workforce
1.1 Increase employment, earnings and assistance
1.2 Increase the number of youth making a successful trangition to work
13 Improve the effectiveness of information and analyss on the U.S.
economy
Goal 2 A Secure Workforce
Promote the Economic Security of Workers and Families
2.1 Increase compliance with worker protection laws
2.2 Protect worker benefits
2.3 Increase employment and earnings for retrained workers
Goal 3 Quality Workplaces
Foster Quality Workplaces That Are Safe, Healthy, and Fair
31 Reduce workplace injuries, illnesses, and fatdities
3.2 Foster equal opportunity workplaces
3.3 Increase availability and effectiveness of programs that support a
greater balance between work and family
34 Reduce explaitation of child labor and address core international
labor standards issues

Section 6: ETA Strategic and Performance Goals
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Responsible for an effective, results-oriented workforce development system that is vaued by its
customers and investors, the Employment and Training Administration is directly involved in creating
drategies to achieve the Department’ s three Strategic God's outlined in Section 5. This section
provides specific information on ETA’s sirategies to address those three god's, organized by individua
outcome gods that are pecific to the Agency.

Shared accountability is one of the guiding principles of the Workforce Investment Act. Under this
principle, statewide gods for the performance indicators stipulated in the Act have been developed
through a process of negotiation between the states and the Department of Labor. The nationa
performance gods for the WIA performance indicators represent an amagamation of the gods
negotiated with the states. In addition to those gods directly impacted by the implementation of WIA,
other godls, including Job Corps, Wefare-to-Work and Labor Exchange gods are new, with
basdlines not yet established or with Program Y ear 2000 congtituting the basdline year.

Also new in the area of performance goasis customer satisfaction measurement of job seeker and
employer cusomers of the workforce investment syssiem. ETA is continuing to work with state and
loca partnersto establish common systems and basdline information for use throughout the workforce
sysemin PY 2001. For measurement purposes, three standard questions will be used for both
customer segments that address satisfaction with services, leve of expectations met by the services,
and the degree to which services compared with the ided service offering.

U.S. Department of Labor Page 23 Strategic Plan FY 1999-2004
Employment and Training Administration September 2000



STRATEGIC GOAL ONE: A Prepared Workforce

OUTCOME GOAL 1.1: Increase Employment, Earnings and Assistance
Performance Goals:

1.1A: By PY 2002, 70% of individuds registered under the WIA adult program will be employed in the
Quarter after program exit.

1.1B: By PY 2002, 80% of individuds registered under the WIA adult program will be employed in the
third quarter after program exit.

1.1C: By PY 2002, individuals registered under the WIA adult program who are employed in the third
quarter after program exit will have increased earnings of $3,423.

1.1D: By 2004, 69% of those Welfare-to-Work (WtW) participants placed in unsubsidized employment
will remain in the workforce for two consecutive quarters following the placement quarter.

1.1E: By 2004, those Wefare-to-Work (WtW) participants placed in unsubsidized employment will have
an average earnings increase of 9% by the second consecutive quarter following the placement
quarter.

1.1F: By PY 2002, 76% of job seekers registered by the Wagner-Peyser Act program will have
unsubsidized jobs Sx months efter initid entry into employment.

1.1G: By PY 2002, increase by 1% the total number of job openings listed with the public employment
sarvice, including both those listed with State Employment Security Agencies (SESAS) and those
listed directly with America s Job Bank (AJB) viathe Internet, over the PY 1999 basdline.

1.1H: By PY 2002, increase the number of new employers that register with America s Job Bank to
76,000.

1.11: By 2004, increase by 10% the number of newly registered civilian apprentices over the 1999
basdine.

1.1J: By 2004, increase by 15% the number of newly registered femae civilian apprentices over the 1999
basdine.

1.1K: By 2004, ensure that the level of new minority civilian participation in the Registered Apprenticeship
System does not drop below the FY 1999 basdine.
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OUTCOME GOAL 1.1: Increase Employment, Earnings and Assistance (cont’d.)

1.1L: By PY 2004, 56% of the Native Americans who exit the Indian and Native American (INA)
Program will get unsubsidized jobs.

1.1M: By PY 2004, 87% of the Native Americans who exit the Indian and Native American (INA)
Program will have pogitive outcomes.

1.1IN: By PY 2003, 64% of the Migrant and Seasona Farm Workers (M SFWs) who exit the M SFW
Program will get unsubsidized jobs.

1.10: By PY 2003, 80% of Migrant and Seasona Farm Workers (MSFWSs) will have jobs six months
after initid entry into unsubsidized employment.

1.1P: By 2004, the share of Senior Community Service Employment Program (SCSEP) enrolleeswho are
placed into unsubsidized jobs will be 26% of the number of authorized program postions.

1.1Q: By PY 2002, 70% of participants will be satisfied with services received from workforce investment
activities.

1.1R: By PY 2002, 68% of employers will be satisfied with services received from workforce investment
activities.

1.1S: By 2002, increase by 5% the number of people with disabilities registered in the workforce arex(s)
that receive Work Incentive Grants for FY 2001.

1.1T: By 2002, more than 70% of customers with disabilities registered in workforce ares(s) thet receive
Work Incentive Grants for FY 2001 will indicate they were satisfied with services received through
the One-Stop system.

1.1U: By 2004, in at least 10 communities, build employer and labor networks from among WIA partner
programs, resulting in more skilled workers in good jobs.

1.1V: By PY 2002, theinitid year of funding, at least 100 grants will be awarded and 40,000 non-
cugtodid fathers and 40,000 working poor families enrolled in the Fathers Work-Families Win
initigtive.
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STRATEGIESTO SUPPORT OUTCOME GOAL 1.1

STRATEGY PROGRAM(S)
INVOLVED
1.  Ensureaccessfor al workersto universa servicesthrough the Adult, MSFW, INA

Internet and One-Stop Centers, improve integration of toolsin
America s Career Kit, and fund technology resources of One-Stop

Centers Crosscutting

2. |dentify new ways and strategies to provide servicesto al workers, | Adult, Disability, INA,
focus on sharing of best practices; coordinate with non-ETA MSFW, OATELS
programs and agencies to identify crestive gpproaches to service
deivery; utilize PD&E Crosscutting

3.  Provide and support targeted technical assistance efforts, tools, and | Adult, Disability, WtW,
products and capacity building efforts that increase effectiveness of INA, MSFW
gtaff and service provider agencies to ensure new demands are met
Crosscutting

4.  Streamline systems by identifying non-legidative/regulatory barriers Adult, WtWw, SCSEP
to integrated service ddivery and increasing collaboration with
complementary federal, state and loca agencies and programs,
amend and re-authorize legidation to smplify program barriers and
strengthen outcomes for customers

Crosscutting

5.  Promote theinformation and servicesin the America s Workforce Adult

Network through extensve targeted outreach at community-based

organizations, community colleges and public interest groups and

through marketing opportunities such as the “Lifetime Learning Tax

Credit” Crosscutting
6.  Increase the opportunities available to job seekers through award of WtW, SCSEP

additiond formula and competitive grant funds Crosscutting
7. Conduct fiscd and programmatic monitoring of al granteeson a Wtw

periodic basis, and provide targeted assistance to grantees to

improve performance and achieve outcome goals. Crosscutting
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Provide technica assstance to WtW competitive and formula
grantees to facilitate the implementation of the WtW Amendments of
1999, which smplified the WtW digibility requirements and
increased the number of wefare recipients, low-income custodia
parents, and noncustodia parents eigible for services under WtwW

WtW

Expand and improve the integration of WtW and welfare reform
efforts with the nation’s Workforce Investment system established by
the Workforce Investment Act (WIA) of 1998.

WtwW

10.

Increase job opportunities by disseminating information about,
enlisting the support of and cresting stronger relationships with the
employer community through cooperative ventures with the Wefare-
to-Work Partnership and other private sector organizations.

Wtw, SCSEP

Crosscutting

11.

Produce targeted technical assistance products and activities to
expand the knowledge base to meet the specific needs of programs
in urban and rurd areas, as well as programs serving noncustodia
parents, individuals with disabilities, offenders and ex-offenders,
individuas with substance abuse issues, and other barriersto
employment.

Crosscutting

12.

Continue the use of statutory waivers to remove impediments to
providing higher qudity services.

Crosscutting

13.

Develop a comprehensive Labor Exchange Performance
Measurement System to provide performance information that will
support optimization of the delivery of labor exchange sarvicesto
employers and job seekers as part of State One-Stop delivery
gysems. Thisincludes a set of labor exchange performance
measures, procedures for establishing expected levels of
performance, and revised data collecting and reporting procedures.

Wagner-Peyser Act

14.

Fund capacity building efforts of state agencies that will enhance the
skills of front line workers in providing labor exchange servicesto
job seekers and employers.

Wagner-Peyser Act

15.

Enter into partnerships with large multi-state employersto provide
recruitment and specid technical services to assist them in meeting
their labor force needs.

Wagner-Peyser Act

Crosscutting
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16.

Increase use of the Work Opportunity and Welfare-to-Work
(WOTC/WtW) Tax Credits as effective tools that encourage the
hiring of disadvantaged job seekers by streamlining certification
procedures, engaging employer participation, and promoting use of
tax credits.

Wagner-Peyser Act

17.

Develop and implement new performance measures and standards
under WIA that accurately reflect accomplishments

INA

18.

Be advised by the Farmworkers Advisory Committee and other
partners on WIA post-implementation issues and other matters
raised by the Committee.

MSFW

19.

Support development and expand use of tools to better review,
andyze, and manage program and performance data for continuous
improvement of programs and services.

Crosscutting

20.

Provide technical assstance to registered gpprenticeship programs.

OATELS

21,

Promote and provide technical assstance to locd, state and multi-
date employers, employers associations and unions.

SCSEP, OATELS

22.

Participate actively in and encourage stakeholders to participate in
date and loca workforce investment boards as well as the planning
and operations of One-Stop Centers

OATELS

Crosscutting

23.

Promote registered apprenticeship programs to Workforce
Investment partners.

OATELS

24,

Improve the planning and management of the Registered
Apprenticeship System

OATELS

25.

Help customers with disabilities receive the appropriate level of
sarvice by financidly asssing states and local areas to continue
developing infrastructure, increasing system capacity, and improving
access to information and services that directly address their local
customers needs.

Work Incentive Grants

26.

Edtablish systematic collaboration in the workforce investment
system by marketing benefits to employer and labor management
groups for increased participation

OATELS
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27. Build and sustain networks that encourage linkage between dates, OATELS
local service providers, employers, labor, union organizations, and
community-based organizations

28.  Support exploration of multiple funding sources to replicate best OATELS
practices and promote continuous improvement in services and their
ddivery

29. Edablish an adminigrative and management system for employer and OATELS
labor services

30. Vidgtand provide operationa and technica assistance to Fathers Fathers Work/Families
Work/Families Win grantees to ensure that programs become fully Win Initiative
operationd in the shortest time period and to avoid potentialy
harmful issuesin program sart-up.
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OUTCOME GOAL 1.2: Increasethe Number of Youth Making a Successful Transtion to Work

Performance Goals

1.2A:

1.2B:

1.2C:

1.2D:

1.2E:

1.2F:

1.2G:

1.2H:

1.21:

By PY 2002, 53% of the 14-18 year-old youth registered under the WIA youth program will bein
employment, post-secondary education, advanced training, apprenticeships, or in the military in the
third quarter after program exit.

By PY 2002, 77% of the 19-21 year-old youth registered under the WIA youth program will be
employed in the third quarter after program exit.

By PY 2004, 85% of Job Corps graduates will get jobs or be enrolled in education.
By PY 2004, Job Corps graduates with jobs will be employed at average hourly wages of $8.50.

By PY 2004, 70% of Job Corps graduates will continue to be connected to a job, advanced
educationa program or the military six months after they obtain their first placement.

By PY 2002, 53% of 14-18 year old Y outh Opportunity Grant participants placed in employment,
the military, advanced training, post-secondary education, or gpprenticeships will be retained at Sx
months.

By PY 2002, 72% of 19-21 year old Y outh Opportunity Grant participants will be employed in the
third quarter after program exit.

By PY 2004, 64% of Indian and Native American (INA) youth participating in the supplemental
youth services program will atain a least two gods under established program outcomes relaing to
basic skills, work readiness, kill attainment, entered employment and skill training.

By PY 2004, 69% of Indian and Native American (INA) youth entering the INA supplementa
youth services program to obtain a secondary school diploma or its recognized equivaent (GED)
will earn a secondary school diplomaor GED.
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STRATEGIC GOAL ONE: A Prepared Workforce

OUTCOME GOAL 1.2: Increase the Number of Youth Making a Successful Transition to Work

(cont'd.)

1.2J:

1.2K:

1.2L:

1.2M:

1.2N:

1.20:

By PY 2004, 80% of youth exiting the Migrant and Seasona Farm Worker (MSFW) Y outh
Program will have attained at least one basic kill.

By PY 2004, 50% of youth exiting the Migrant and Seasond Farm Worker (MSFW) Y outh
Program after recaiving intengve or training services are placed or retained in post-secondary
educetion, placed or retained in other advanced training, placed or retained in qudified
apprenticeships, enter military service, or are placed in ajob.

By 2004, increase by 6% the number of youth (16-22 years) in registered apprenticeship programs
as apath to high skills, high wages, long-term employment and careers over the 2001 basdine.

By 2004, in 40 communities, Y outh Councils will build loca Safe SchoolsHedthy Students
partnerships with business, community organizations, and schools to improve opportunities for at-
risk youth, particularly out-of-school youth.

By 2004, 67% of Responsible Reintegration for Y oung Offenders program graduates will get jobs,
re-enroll in high school, or be enrolled in post-secondary education or training.

By PY 2000, engage 2 million youth in school-to-work activities.

STRATEGIESTO SUPPORT OUTCOME GOAL 1.2

STRATEGY PROGRAM(S)
INVOLVED

1.  Collaborate with local youth providers, partners and stakeholdersto Formula, OATELS
establish and support strong youth councils thet srategicaly aign and
leverage resourcesto link loca youth needs and labor market needs
and improve the efficiency and qudity of youth services

Crosscutting
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2. Collaborate with loca youth providers, partners and stakeholders to Formula
promote the provision of a sysemdtic offering of comprehensive
youth services that are based upon individual assessment and tailored
to the age and maturity level of each individua youth

Crosscutting

3.  Collaborate with loca youth providers, partners and stakeholders to Formula
encourage and promote youth connections to the One-Stop delivery
sysem. Crosscutting

4.  Collaborate with local youth providers, partners and stakeholdersto | Formula, Opportunity
invest in a performance accountability system where data from Grants, MSFW
performance measurement is built into a process for continuoudy
improving the provision of services and activities and promoting
customer satisfaction.

5.  Provide and support targeted technical assistance efforts, tools, and Opportunity Grants,
products and capacity building efforts that increase effectiveness of INA, MSFW
saff and service provider agencies to ensure new demands are met

Crosscutting

6.  Increase employer involvement in the development of education and Job Corps
training strategies, occupationd training programs and work-based
learning Stes

7. Coallaborate with other ETA youth programs, non-ETA federd Job Corps, INA,
programs, and other service providers to better coordinate services MSFW, OATELS
for al youth Crosscutting

8.  Consult with program grantee partners to discuss relevant INA, MSFW
programmatic and adminigrative issues

9.  Complete the modernization of vocationd classroomsto ensure Job Corps
students receive vocationd training better suited to meet employers
needs and labor market demands for new occupations.

10. Incorporate findings from long-term eva uation studies by Job Corps Job Corps
and externd entities, such as OIG and GAO, to enhance program
design. Crosscutting

11. Increase students use of technology in training, informeation access Job Corps
for jobs, or further education. Crosscutting
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12.  Set up partnerships with employersto customize training and provide Job Corps
work-based learning Sites. Crosscutting

13. Deveop Industry Councils on Centers and involve the use of |abor Job Corps
market information to determine the training needs.

14. Provideintendve technica assstance to youth opportunity grantees Opportunity Grants
that addressfiscal, project management, staff and core activity
capecity.

15. Promote and market youth in the registered gpprenticeship system to OATELS
employers, sponsors, educationa system intermediaries, school-age
students and parents, WIA Y outh Programs, other governmenta
entities and community-based organizations.

16. Provide consultation and technical assistance on the registered OATELS
gpprenticeship system to WIA Y outh Programs, sponsors and
educationa system intermediaries.

17. Encourage active sponsor participation on both WIA youth boards OATELS
and the Job Corps Y outh Advisory Council.

18. Support in collaboration with the Office of Y outh Development OATELS
Practitioner professional gpprenticeship occupation and certification.

Crosscutting

19. Improve the capacity to gather and analyze accurate, consistent, OATELS
timely and high-qudity information in support of youth in registered
apprenticeship. Crosscutting

20. Vigtand provide operationd and technica assstance to granteesfor | Safe Schools, Hedlthy
the Safe Schools, Hedlthy Students and Responsible Reintegration Students, Responsible
for Y oung Offenders programs to ensure that they become fully Reintegration for Y oung
operationa in the shortest time period and to avoid potentialy Offenders
harmful issuesin program start-up.

21. Addressthetrangtion from school to work for young peoplein School-to-Work
elementary and secondary schools.

22. Paceyouth of working agein jobs that will provide long-term career School-to-Work
paths.

23. Assg dropoutsto return to school. School-to-Work
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24.  Encourage school completion or advanced education. School-to-Work

25. Provide job and work-related skills that will prepare youth for the School-to-Work
rapidly changing labor market.

26. Promote apprenticeship occupations as a path to high skills, high School-to-Work
wage careers for youth, especidly minorities and women, and
encourage them to achieve good grades to compete for registered
gpprenticeship opportunities.

27. Continueto find, publicize and replicate promising and effective School-to-Work
programs for youth.
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STRATEGIC GOAL TWO: A SecureWorkforce

OUTCOME GOAL 2.2: Protect Worker Benefits

Performance Goals:

2.2A: Provide far benefit determinations and timely benefit payments to unemployed workers. By 2004
1. Increaseto 42 the number of states meeting the minimum performance standard for qudity in
handling digibility determinations with issues that must be adjudicated.

2. Increase to 48 the number of states meeting or exceeding the minimum performance criterion that
90% of al first payments will be made within 14/21 days.

2.2B: Increase employer compliance with state unemployment insurance (Ul) laws by the provision of
rapid and accurate service on Ul tax matters. By 2004:
1. Increaseto 51 the number of states meeting or exceeding the minimum performance criterion for
new employer satus determinations that at least 80% will be made within 90 days of quarter’s end.
2. Increase to 48 the number of states passing an employer status determination accuracy
acceptance sample with no more than 6 failed cases out of 60.

2.2C: Protect the integrity of employer unemployment tax contributions and reimbursements. By 2004:
1. Increase the speed of deposit of contributions into State Clearing Accounts. (Data gathered
using revised measure will be andyzed and minimum criterion set for FY 2002.)
2. Increase to 39 the number of states meeting or exceeding the minimum criterion for timely
transfer of funds to the state' s account in the Unemployment Trust Fund.

2.2D: Promote the Federa-State Ul system’s economic stabilization capecity. By 2004:
1. Maintain at/increase from 39% the share of the involuntary unemployed who receive benefits
(recipiency rate).
2. Increase to 13 the number of states with a maximum weekly benefit amount >= 2/3rds of the
sate' s average covered (wage replacement).
3. Maintain at/increase from 34 the number of states with reserves >= one year’ s benefits a the rate
experienced during the last three recessions (solvency).

2.2E: Facilitate the re-employment of Ul Claimants. By 2004:
1. Increase the Entered Employment Rate (EER) of Ul Claimants: OWS is exploring whether
dternatives to the EER measure can be devel oped.
2. Reduce the benefit exhaudtion rate of Ul Claimants from 32%.
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OUTCOME GOAL 2.2: Protect Worker Benefits (cont’ d)

Performance Goals;

2.2F: Promptly review applications for foreign labor certifications to ensure that aiens admitted will not
adversaly affect domestic workers wages or working conditions and send to INS for approval.
< By 2002, reduce the average time required in the Regiona Offices to process applications

for permanent aien residency to 6 months.

STRATEGIESTO SUPPORT OUTCOME GOAL 2.2

STRATEGY

PROGRAM(S)
INVOLVED

1.  Deveop and implement improvementsto Ul PERFORMS (Ul's
performance management system) to enhance performance planning,
facilitate performance achievement, and assess the effectiveness of
program performance efforts through capacity building, technica
assigtance, best practices sharing, and other key initiatives. Initidly
focus on raisng performance of states below performance criteria,
while continuing to develop and implement processes and systems
which support continuous improvement a dl levels. Eventudly dl
dates should meet minimum criteria, and improvement will be
reflected only in the system’s collective performance.

ul

2.  Explore new approaches, including increased use of technology, to
increase flexibility and/or reduce burden in processng workload or in
complying with requirements

ul

3. Provide leadership, technical assistance and resources to state efforts
to assure the continued functioning, maintenance, upgrading and
replacement of State systems over time

ul
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4.  Engagein continuing discussons with sates, employers, and ul
claimants to improve communication, identify issues and needs, and
promote input regarding structurd dements of the Ul programs
largely under the control of the state legidatures. Attempt to
advocate, facilitate, and promote state program design which
achieves a balance between worker benefits and employers, based
on common sense, sound research and reason. [ncentives may be
used to influence state action; Federa law does not permit the use of
sanctionsin thisarea

5.  Support gate initiatives to examine, ensure and/or enhance the ul
macroeconomic effectiveness of the Unemployment Insurance
programs.

6.  Support and work cooperatively with state and other Federa ul

partners efforts to build a strong, effective workforce system and
fadlitate Ul clamants re-employment by linking them with the re-
employment services available through the sysem

7. Support efforts to provide more effective job-finding services, thus Ul, ES
improving the stabilizing/job-growth tradeoff, and lowering benefit
exhaustions and the aggregate Ul tax burden. Crosscutting
8.  Forgealink with the Socid Security Adminigtration to identify and ul

implement improved processes for the verification of socid security
numbersin order to increase the accuracy of Ul claim determinations
and reduce benefit fraud Crosscutting

9.  Continue to work with the Treasury, the IRS, the Smal Business ul
Adminidration, SSA, and BLS on the Smplified Tax and Wage
Reporting System (STAWRS) to smplify tax reporting, and enhance
electronic reporting in order to reduce employers costs of submitting
forms, and improve the efficiency of governmenta operations

Crosscutting
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10. Continue to work cooperatively with ETA’s Office of Ingpector ul
Generd (OIG) and gates to reduce fraud and improve the integrity
of Ul tax and benefit programs through the development and
implementation of improved methods for the identification of fictitious
employer schemes, enhanced coordination with OIG involving
investigation of potentia high impact fraud cases, and prioritization of
workload to maximize the cost-effective use of integrity resources

Crosscutting

11. Continue to employ the backlog reduction strategy used in 1999 and Foreign Labor
2000 involving additiond funding for overtime for gaff in the ten Certification
States with largest backlogs and improved, streamlined processes.

12.  In 2001, OWS will phase out the two-tier certification processin Foreign Labor
which SESAsfirg review employers certification applications, Certification
confirm that the employer is paying a“prevailing wage’ and help
advertize the opening to ensure there are no domestic applicants for
the job opening. The DOL Regiond Office then reviews the cases
and if it determines there will be no adverse impact dlows the
employer to seek the dien’sadmission from the INS. In the
streamlined process, employerswill apply directly to either of two
DOL Regiond office Sites.

13. Issuearegulaionin FY 2001 which permits greater use of the Foreign Labor
Reduction in Recruitment procedure which relies more on Certification

employers previous recruitment efforts to establish the lack of
available domestic workers for the positions to befilled by foreign

labor.
14.  Seek legidation which will permit charging of fees which can be used Foreign Labor
to fund additiond staff postions. Certification
15. TheRegions areimplementing a data sysem which will enable Foreign Labor
tracking and reporting the time required to complete each Certification

application. Under the old “two-tier” system only the number of
cases on hand was available. The new datawill enable the process
to be managed not only by the number of cases on hand but aso by
the speed of the service being provided, permitting monitoring of
overd| timdiness and the identification of types of applications which
require additiona attention.
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STRATEGIC GOAL TWO: A SecureWorkforce

OUTCOME GOAL 2.3: Increase Employment and Earningsfor Retrained Workers
Performance Goals:

2.3A: By PY 2002, 75% of the individuas registered under the WIA didocated worker program will be
employed in the quarter after exit.

2.3B: By PY 2002, 85% of theindividuas registered under the WIA didocated worker program will be
employed in the third quarter after program exit.

2.3C: By PY 2002, theindividuals registered under the WIA didocated worker program who are
employed in the third quarter after program exit will have 92% of their pre-didocation earnings.

2.3D: By 2002, 75% of workers didocated in important part because of trade and who receive trade
adjustment assstance benefits will be employed in the quarter after program exit.

2.3E: By 2002, 85% of workers didocated in important part because of trade and who receive trade
adjustment assistance benefits will be employed in the third quarter after program exit.

2.3F: By 2002, workers didocated in important part because of trade and who receive trade adjustment
ass stance benefits, who are employed in the third quarter after program exit, will earn 92% of their
pre-didocation earnings.

2.3G: By PY 2002, the wages of the incumbent workers receiving training under the incumbent worker
initiative will be 5% higher than their pre-program wages, when measured in the first quarter after

program exit.
STRATEGIESTO SUPPORT OUTCOME GOAL 2.3
STRATEGY PROGRAM(S)
INVOLVED
1. Increase access to training and re-employment services to more Didocated Worker
didocated workers through increased formula and discretionary
emergency funds
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2. Educate didocated workers on services available and access points Didocated Worker

by continuing to support nationa toll-free telephone system TAA
Crosscutting

3. Assgindeveopment of communities economic adjusment Didocated Worker
drategies through continued work with other federd agencies Crosscutting

4.  Prevent didocations and upgrade workers skills by investing in Didocated Worker
technica assstance, demonstrations and other projects that include
the skills shortage initiative, partnerships with the private sector,
assgance to indugtries struggling to fill openings, and innovative Crosscutting
incumbent worker training Srategies.

5.  Improve system capacity by sharing lessons learned with service Didocated Worker
providers of the system through conferences, technology resources,
and other means available Crosscutting

6. Expandlocd areas capabilitiesin understanding business and labor Didocated Worker
market trends. Thisincludes gathering and sharing information on
methods to forecast loca job growth and decline (i.e., community Crosscutting
drategic planning, locdized labor market audits), which will help
communities prevent didocations, more effectively target their
training resources, and support business growth and worker welfare.

7.  Improve early intervention techniques to speed the delivery of Didocated Worker
readjustment services

8.  Improve servicesto didocated workers likely to exhaust Ul benefits Didocated Worker
under the Worker Profiling and Reemployment Services component
of the workforce system by providing re-employment services (eg.,
job search workshops, counsdling, referrals to suitable openings) and
other needed assistance.

9.  Enaurethat didocated workers are able to access comprehensive Didocated Worker
services through the One-Stop Center system Crosscutting

10. Continue to conduct region-based training sessonsfor dl TAA/NAFTA

TAA/NAFTA-TAA date saff. These sessions provide state staff
with al of the information they need to operate the Trade Act
programs effectively, efficiently, and in accord with the law and the
regulations. In addition, training programs & the sate leve will be
conducted as needed to compensate for staff turnover and other
changesin a particular state.
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11.  Continue to promote the co-enrollment policy in the context of One- TAA/NAFTA
Stop sarvice delivery methods under the Workforce Investment Act.
The Trade Act programs and the Didocated Worker program under
JTPA developed a palicy of co-enrolling digible didocated workers
in both programs. This policy amed at providing benefits and
services to workersin away that neither program could do aone.

12.  Continue to collaborate with other Federa agencies, including TAA/NAFTA
Commerce, Agriculture, HUD, Treasury and SBA, aswell as state
and loca governments, in programs for economic development and
community adjustment assistance in aress affected by worker
didocations, including trade-impacted areas. These government
entities work with the Community Adjusment and Investment
Program (CAIP) and the North American Development Bank
(NADBank), crested by the implementing legidation for the North
American Free Trade Agreement, to increase business investment

opportunities and employment opportunities for didocated workers. Crosscutting
13. Vidt and provide operationa and technicd assstance to Incumbent Incumbent Worker
Worker grantees to ensure that they become fully operationa in the Program

shortest time period and to avoid potentialy harmful issuesin
program start-up.

14. Other crosscutting strategies as shown in Outcome God 1.1 Crosscutting
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STRATEGIC GOAL THREE: Quality Workplaces

OUTCOME GOAL 3.3: Increase Availability and Effectiveness of Programsthat Support Greater
Balance between Work And Family

Performance Goal:

3.3A: By 2004, the number of states with registered child care apprenticeship programs will increase to 49
and the number of newly registered child care gpprentices per year will increase by 200% over the

FY 1999 basdline.
STRATEGIESTO SUPPORT OUTCOME GOAL 3.3
STRATEGY PROGRAM(S)
INVOLVED
1. Increase the availability and use of child care by (1) providing OATELS

consultative and technica assistance in the maintenance and
expangon of child care programsin dl states, including the exchange
of the most current information and best practices; (2) maintaining, Crosscutting
improving, and sustaining collaborative relationships, including cross-
cutting linkages, and (3) continuing to increase the number of new
child care gpprentices registered in the system.

2. Improve the planning and management of the Registered OATELS
Apprenticeship System by improving the capacity to gather and
analyze accurate, consgtent, timely and high-qudity information in
support of registered child care gpprenticeship programs.
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Section 7: Consultation Process

As gated in the introduction, this 1999-2004 Employment and Training Adminigtration Strategic Plan
has been developed through an intensive and open process of consultation with nationa, state and
local partners. Consultations have occurred throughout al phases of the plan’s development, from
initid draftsto the current version, and the partners have had substantial impact on the shape of the
plan and on the performance goals presented. The mission, vison and guiding principles were
developed jointly with state partners, and State, loca and nationd partners have significantly influenced
virtualy every other part of the plan.

Inearly August 1999, ETA convened its key stakeholdersto review the draft plan that resulted from
theinitid consultations described above. Stakeholders were asked the following three basic questions,
which are presented below with a summary of their comments. This version of the plan attemptsto
address most of this feedback.

1. Does the Plan clearly articulate the shared vision of the new Workforce I nvestment
System, and does the Plan clearly articulate strategies for achieving the vision? How can
we improve clarity?

. The vison does not clearly articulate adesired future ate for the Workforce
Investment System

. The Plan does not fully develop the vision for the role of businessesin the new
Workforce System

. There needs to be a more explicit commitment to capacity building for workforce

investment saff at the locd, sate and nationd levels of the system. Success or falurein
achieving gods will depend on the skill level of our people.

. More work needs to be done on the integration of the various programs. The deeper
you get into the plan the more “siloized” it looks.

2. Does the Plan include all major activities that you envision ETA undertaking with its
state and local partnersin the Wor kforce Investment System? What's missing?
. There needs to be more emphasis on the issues related to the transition from JTPA to
the new Workforce Investment System

. The Plan should be more “up-front” about the difficulties that will be encountered in
building the new system

. The system is broader than ETA, Education, HHS etc. Private sector activities are not
adequately recognized.
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. The focus on specid populations, e.g., persons with disabilities, need to be sharpened
. There should be a greater focus on Apprenticeship

3. In many respects, the Strategic Plan represents the Workfor ce Investment System to
Congress, OMB, Sakeholders and the Public. Please review the Plan for its overall
guality to ensure that the image communicated by the Plan is one of quality and high
performance. What can we do to enhance the Plan’s overall quality?

. All groups mugt see themsdvesin the Plan

. Labor’ s role needs to be more clearly defined

. Asis, the Business Community would not read the plan - it'sa“dozer” of a documernt,
and needs an Executive Summary
. Pan should reflect a stronger commitment to Baldrige

. Plan needs to be understood and endorsed by al professonasin the syssem. This
cannot be a stand done document, but should be part of a strategic planning marketing
campaign for the entire system.

In addition to the large group discussion on the cross-cutting questions, the Stakeholders broke out
into workgroups to provide input on the specific measures and gods. The groups were Adult
Services, Youth Services, Unemployment Insurance, and Apprenticeship Training, Employer and
Labor Services. To the extent appropriate, the workgroup recommendations have been incorporated
into the goals and srategies presented in this version of the plan.
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Section 8: Program Evaluation

During the FY 1999 - 2004 period, ETA will
pursue an aggressive plan to enhance its
investments in research and evauation studies
as part of its srategy to achieve outcome and
performance gods. Program evauations
provide information for ETA to usein
measuring current program effectiveness, as
well aslong-range performance planning, goa
Setting and resource alocetion.

The WIA became fully effective July 1, 2000.
ETA commissoned an evauation of its
implementation, which tracked progress during
PY 1999 and examined the experiences of
early implementing Sates. The evauation will
provide guidance to the workforce
development system on successful WIA
drategies and -- along with other planned
evauations of WIA building on issuesidentified
during implementation -- will inform Congress
and others when WIA is due for re-
authorization in 2003.

ETA haslong searched for the best waysto
serve a-risk youth, and believes that helping
the nation’s mogt at-risk youth population get
high school diplomas, acquire basic and job-
specific skills, and find good-paying jobs with
futures will continue to be asgnificant and
chdlenging god. In furtherance of thisgod,
ETA is conducting anationd evauation of the
Job Corpsto assess itsimpact on the
employment-related outcomes of sudents. A
report on short-term results at 30 months was
released in February 2000 with positive
findings on increasing educationd attainment,
positive employment and earnings impacts, and
reductions in youth involvement in the crimind
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justice system. Longer-term follow-up,
scheduled for 48 months after digibility
determination, will be critica for drawing
conclusions about impacts and cost-
effectiveness of the Job Corps.

Other on-going evauations are testing new
models for serving disadvantaged youth. ETA
is evauating the Quantum Opportunity
Program, which providesintensve servicesto
predominantly minority youth in inner-city
schools with high dropout rates. The
evauation of the Quantum Opportunity
Program (QOP) will measure the impact of
intensive services on kegping youth in schooal,
increasing high school graduetion rates, and
increasing post-secondary school attendance
rates. The QOP evauation is estimated to be
completed in FY 2001.

Anacther on-going evauation serving
disadvantaged youth concerns the replication
of the successful modd developed by the
Center for Employment Training. The Center
for Employment Training (CET) providesa
combination of basic skillstraining thet is
closdly tied to private sector jobs. The
evauation of the CET mode will messure the
impact of replicating the mode on
disadvantaged youths employment and
eanings. The CET modd evaduation is
estimated to be completed in FY 2005.

The Y outh Opportunity Aressinitigtive is
currently undergoing eva uation focusing on the
initiative' simpact on youth employment in
targeted areas. ETA hired a contractor to
begin the evauation process in June 2000, and
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the processis expected to be completed in FY
2005.

In the areas of workforce-security services
avalable to the “universa customer”
(unemployment insurance (UI), employment
sarvice, and One-Stop system building), the
following research and evauation sudies have
recently been completed: 1) an evauation of
the Job Search Assistance Demondrtion,
which is testing different waysto provide re-
employment services, 2) an assessment of the
implications for Ul program coverage and trust
fund solvency of Independent Contractors as
an dternative work arrangement; and 5) an
evauation of remote daimsfiling (telephone
and Internet) on Ul operations.

Research and evauation studies underway for
workforce-security servicesinclude: 1) astudy
of Ul Exhaugtees, 2) astudy of program and
policy implications of variationsin Ul
recipiency rates across states, and 3) a cost-
benefit andyds of Sdf-Employment Assstance
as anew benefit program for Ul recipients.

ETA will aso continue to conduct the
evauation of Labor Exchange Servicesin a
One-Stop environment. The evauation will
assess the effectiveness and efficiency on
Labor Exchange Services. Moreover, it will
lead to an understanding of the way Americans
search for and find jobs, the incrementa effects
of the One-Stop system and the effectiveness
of eectronic |abor exchange products. Itis
expected to be completed in June 2001.

Other new studies underway include: 1)
evauation of the effects of Sgnificant

Improvement Grants to eleven satesto
enhance re-employment services for Ul
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clamants, 2) astudy of probable impacts of a
harmonized wage code on Ul revenues and
bendfits, 3) evaduating the implications of recent
changes in wdfare programs on Ul, and
developing a taxonomy that captures best
practices among One-Stop Centers
nationwide. These, dong with other
evauaions planned, total dmost $6 million.

The information generated through research
and evdudionsis asgnificant factor in the
development of ETA's Strategic plan.
Specificdly, evauations contribute to the
refinement of ETA’s objectives and drategies.
The results are dso used to recommend
measures to increase program effectiveness to
program administrators and to the Congress.
ETA budgets for program evduationsin its
Research and Evauation budget, and it also
uses resourcesin its Pilots and Demondrations
budget and the nationa reserve account of the
Didocated Workers program.
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Section 9: Data Capacity
Overview

ETA recognizes the need for an information
technology infragtructure that meetsits daily
operationd requirements and satisfies the data
collection, vaidation, andyss, and information
dissemination requirements that are centrd to
GPRA. ETA has made sgnificant progressin
improving its performance messurement, but it
is not yet consigtent across al program aress.
Chdlengesliein further enhancing three key
components of effective performance
measurement: 1) Measurable Basdlines, 2)
Timely Reporting, and 3) Data Vdidation.

Current Program Information Systems

DOL has many performance measurement
systemsin place that provide reliable data that
are used to: 1) establish basdline performance,
2) evauate current performance, and 3) set
gods for future performance. Theseinclude
the falowing:

1)  The Standardized Program Information
Report (SPIR) has been used by the
JTPA program to both evauate
program performance and to set future
performance goals. DOL had over five
years of SPIR data and has used this
performance data system to establish
basdlines for saverd of our current
performance goals. The 1998

enactment of WIA has required DOL to

make sgnificant changesto the SPIR
data systemstto reflect the new WIA
coreindicators of performance--
especidly reflecting the satutorily
required use of Unemployment

U.S. Department of Labor
Employment and Training Administration

Page 47

2)

Insurance wage records. ETA hasthe
new WIA Standardized Record Data
(WIASRD) which replaces the SPIR.
The main source of data for
performance will be wage records
rather than adminidtrative records and
urvey data. Datais cumuletive so the
data set resemblesthat of a
transactiond database rather than an
outcome database system. This new
system will require some developmenta
work in its deployment and refinement
among the dates aswell as the
development of new basdinesfor
performance measures beginning with
full implementation of the WIA program
in Program Y ear 2000. Whilethe
WIASRD will provide information on
an annud badis, key financid and
performance outcome information will
be provided on a quarterly basis.

The Job Corps Outcome Measurement
System (OMYS) is the accountability
tool used to measure the performance
of Job Corps contractors nationwide,
and isakey component in awarding
contracts. The OMS measures the
performance of 118 centersincluding
outreach and admissions (OA),
performance in the area of recruiting
efforts, and placement by measuring the
success of contractors responsible for
assding graduaesin finding
employment. Daais collected that
evaluates each student’ s progress
towards the ultimate god of finding a
job that leads to long term
sf-aufficiency. The meassuresin PY
1999 OMS, as mandated by the
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3)

U.S. Department of Labor

Workforce Investment Act
(WIA), include kegping a newly
recruited student in the
program, helping sudents gain
the necessary employment skills
while enrolled, and placing
program graduatesin
appropriate jobs that provide a
base for their continued
attachment to the labor market.
Currently, Job Corpsis 4)
conducting a comprehensive
evauation of OMS to ensure
that the three systems promote
the integration of OA, center,
and placement godls, and
encourages innovetions and
continuous improvement a the
nationa and local levels. The
results of this study will be used
in shaping find policy thet will
include long term direction in
assessing performance and for
establishing reasonable gods. 5)
The recommendetions are
expected to complement the
current OMS policy and teke
effect in PY 2000.

The U.S. Employment Service Program
Reporting System includes data from
the ETA 9002 quarterly report, by
which State Employment Security
Agencies report activities under the
Wagner-Peyser Act that describes the
outcomes of states’ public labor
exchange programs. States submit
quarterly reportsto ETA covering
activities provided by the Sate-
adminigtered public Employment
Service programs. Revision of this
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system began in FY 2000 for expected
deployment in PY 2001. Additiona
information to support the detalis
derived from Internet usage of
America' s Job Banks. In addition,
data on the WOTC/WtW program
includes the number and characterigtics
of individuds certified, and the wage
rates for jobs certified.

The Unemployment Insurance Service
maintains several systems that produce
reliable data that are used to set godls,
evauate results and improve
performance, e.g., the Workload
Vdidation System and the Benefit
Accuracy Measurement System. In
CY 2000, the Department will begin
implementing the new Data Vdidation
system which will vdidate mogt data
used for both workload calculations
and performance measurements.

In the Office of Apprenticeship
Training, Employer and Labor

Services, the collection and reporting of
data by State partners, the State
Apprenticeship Councils (SACy), is
voluntary. Thereareno OATELS
program monies to support data
collection and reporting by SACs. The
Apprenticeship Information
Management System (AIMS) isusad
to keep Satistica datalreports on
apprenticeship, such as the number of
gpprentices, minorities, and femaes by
industry and occupation. These reports
include regigrations, cancdllation,
suspensions, completions, and
reingtatements of apprentices and
program information. Statistics are
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6)

U.S. Department of Labor

updated and reported quarterly
and annudly. EEO compliance
reviews are monitored within
the sygem aswel. An
enhanced Nationa
Apprenticeship System is under
development.

To facilitate the design of an enhanced
Apprenticeship Information
Management System, OATELS has
started a project that will be
approached in three phases. (1)
Develop abusiness plan which serves
asthe blue print for the new system; (2)
Migrate the current sysem to a
Windows Environment to make it more
user-friendly; and, (3) Redesign the
current BAT Home Page to make it
Web accessible and useful for externd
gpprenticeship customers and
gakeholders. These enhancements will
dlow the nationd, regiond, and field
staff to have greater access to
generating datistica reports which will
dlow dl to be more customer and user
friendly. The new system will
incorporate a tracking system that can
be utilized for better time management
by staff. It isprojected that al three
phases will be completed within the next
18 months with the BAT Web Access
to be completed by the end of FY 2000
or early FY 2001. BAT isdsointhe
process of having dl Bureau services
gpprenticeship sponsor information
access ble to the public through their
web site.

The Divison of Trade Adjustment
Assgance (DTAA) hasimplemented a
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7)

performance measures and participant
outcomes data system, the Trade Act
Participant Report (TAPR), which is
very smilar tothe SPIR. The DTAA
system covers both the regular Trade
Adjustment Assistance (TAA) program
and the NAFTA Trangtiond
Adjustment Assistance (NAFTA-
TAA) program. All States are required
to report on program terminees every
quarter. Becausethe TAPR only
became effective beginning with the first
quarter of FY 1999, some States have
been unable to completely implement
the system.

However, DTAA hasa TAPR report
for FY 1999 which covers severd
thousand terminees, and can be used as
basdline data for future performance
gods.

Beginning in FY 2001, DTAA will
implement amodified TAPR in which
the outcomes data collected will match
the outcomes data collected for the
WIASRD system used by the
didocated worker program under
WIA. The performance measures
cdculaed from those data will aso be
the same as for the didocated worker
program. Because the data collected
to measure outcomes will be entirely
different from the present TAPR
system, setting goals for FY 2001 and
beyond is an uncertain process.

The Division of WtW’s Internet-based
cumuléive quarterly financid datus
reporting system provides detailed
information on expenditures of WtW
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funds by WtW program activity,
and aso tracks sdlect
participant data, such as
placement, retention, and
earningsgains. Wtw
competitive grantees are dso
required to submit quarterly
narrative reports to their Grant
Officer’s Technical
Representative (GOTR).

M easur able Baselines

The establishment of basdinesisthe first step
in the performance measurement process. For
severd of ETA’sindicators, basdines have
been established or arein the process of being
established. However, for most indicators
effected by passage of WIA, new datais
currently unavailable or incomplete. Therefore,
the development of basdinesfor these
indicatorswill be achdlengefor ETA. InFY
2000, ETA program areas affected by WIA
began developing their measurement systems
for drategic and performance planning
purposes, including defining the measures they
will use and establishing basdlines for the goals
identified.

Timely Reporting

For some ETA indicators, thereisatimelag
between the activity, data collection, and
ataining the desired result. Additiondly, timing
of datais further complicated by GPRA'’s
requirement to track on afiscal year basis,
while many programs produce data on a
program year basis.

U.S. Department of Labor
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For example, the Standardized Program
Information Reporting (SPIR) system used by
the JTPA program and the replacement
Workforce Investment Act Standardized
Record Data (WIASRD) system provide the
basis both to evaluate program performance
and st future performance goal's cons stent
with the statutory program year, July 1 through
June 30. The program year was created to
forward fund programs and alow for advance
program planning. Accordingly, program year
data are only available gpproximately 15
months after thefiscal year. This Sgnificant
delay makes it difficult to technicaly meet the
GPRA requirements which are based upon a
fiscd year. WIA legidation did not address this
program year issue, but ETA will work to
develop quarterly reporting that will support
useful performance andysisin the spirit of the
GPRA requirements.

In addition, timeliness problems can arise when
information systems must rely upon collection
and reporting by external sources, such as
dates and locdities, snce collection methods
may vary and the timing of data submissonis
not controllable by the program offices. Efforts
to enhance the flow of data through eectronic
communication between ETA,, its partners, and
its customer community, may serve as a partia
answer to these problems.

One example of how the agency is addressing
some of these issues dedling with data from
externa sourcesisETA’s Enterprise
Information and Management System. ETA is
working to complete the design and implement
aweb-based agency-wide system which will
integrate its currently fragmented program and
financid reporting and tracking systems, alow
for the eectronic submission of datafrom
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external sources, provide greater and more
timely accessto information and dlow
performance evaluation of programs.
Ultimatdly, this system will dlow individua
program offices to access and anayze data
from other ETA programs and develop more
Cross cutting approaches to data andysis and
continuous improvement efforts. WIA find
designs will cause adjustments to be made to
the system, but it is anticipated that adjusments
will be madein atimely manner.

Ancther way ETA isaddressng these issuesis
through WIA implementation srategies. ETA
g&ff are conducting information sharing and
training sessions with state and locd service
delivery providers netionwide. By building the
new workforce investment system together, the
need for timely data should become important
to al partners. ETA dso plansto develop a
knowledge-based web-access system of
innovative WIA implementation rategies.

Strategy for Validation of Performance
Measures and Indicators

ETA will continue the implementation of a data
vaidation and qudity initictive designed to
improve the overd| vdidity, rdligbility and
timeliness of its program data. A mgor
impetus behind thisinitiative has been the
agency’s GPRA drategic and annud
performance plan endeavors. ETA’s effortsto
articulate quantitative GPRA outcomes have
highlighted the importance of producing religble
data. These dataare not only the foundation of
both basdlines and quantified performance
targets, but the basis for informed decison
making and rationd performance management.

Asareault, ETA will focus on vdideting the

U.S. Department of Labor
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accuracy of its GPRA outcomes and those
agency-wide measures which support these
GPRA gods ETA isfully aware of GPRA’s
requirements and understands the possible
fiscal consequences of not achieving its GPRA
goas. Consequently, the agency will pursue a
common, system-wide approach in order to
promote and test ETA’s GPRA data quality
and accuracy. This coordinated strategy will
encourage, to the extent possible, individua
program offices to talor data validation within a
common framework in order to meet unique
program requirements and, ultimately, will
provide more accurate information which ETA
can utilize to enhance its performance
management decison making in support of
GPRA. This grategy should aso be more
resource efficient, asit will eventualy replace
the separate vaidation methodologies of the
different ETA program offices.

In order to effectively test program data
accuracy and reliability, the agency will
continue to vigoroudy promote data quality
throughout the workforce devel opment system.
These cornerstone activities began in
1998/1999 and included: (1) developing
common data definitions and common deta
formats, (2) ddivering a consstent message
concerning these definitions to the system; and
(3) providing system-wide staff training, where
necessary.

In 2001 through 2003, ETA will continue these
important efforts and will significantly widen its
focusto include severd WIA partner programs
administered by ETA for which GPRA goas
are established. ETA has procured contractor
sarvicesto assg in thee efforts. This
gpproach is smilar to the method now
employed for vaidation of Ul data
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The efforts undertaken through these funded
activities will result in improved confidence in
data vaidity; expanded, updated, and more
cogt-efficient performance measurement
system; extensve collaboration with partners
and stakeholders, and increased manageria
and technica consultative services to grantees
and training contractorsin using such
information to improve program service
outcomes for system customers.

This gtrategy of (1) Promoting Qudity and (2)

U.S. Department of Labor
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Testing Accuracy will provide ETA a
consistent, step-by-step method to build upon
the efforts of established ETA performance
initiatives and dso raise the leve of the
agency’s GPRA performance management
decison making. Ultimatdly, these drategies
will cause ETA to focus on the new workforce
development system and the importance of
building a data validation component in the
front-end design of management information
systems, to the extent possible.
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Section 10: Strategic M anagement

ETA’s continuing god isto use information
resources to assst usto achieve both program
and management dtrategic goas. The
electronic tools will enable our employees and
partners to lower costs,

10.1 Financial M anagement Strategy

ETA’s continuing god will beto maintain
effective financid management practices within
the agency for budgeting, accounting and
financid reporting that support program
delivery, resource management and the

improve work processes and more effectively
usether tdents. It will dso increesethe
avalability, timeliness and usefulness of
performance information critical to measuring
progress in achieving our gods.

safeguarding of assets under our control. The
success of our effortswill be measured
primarily by the opinions of our auditors, and
interna reviews completed by the agency.

Outcome Goal: Maintain the integrity and stewardship of ETA’sfinancial resources

Performance goal: Either finandd sysgems
and procedures meet the “ substantial
compliance” standard as prescribed in the
FFMIA or corrective actions are scheduled to
promptly correct materia weaknesses
identified.

Strategiesto achieve goal:
ETA’smgor activitiesinclude:

Continuing the integration and
improvement of accounting and financid
management systems to provide more
timey and useful information to end
USers.

Upgrading the qudity of financid
management through increased
invetmentsin training of financid
management professionas, and more
effective recruitment srategies.

Increasing investments in technology to
improve efficiency and effectiveness of
employees, including more timely
processing and feedback on results of
efforts.

Providing for the orderly closeout of
JTPA and effective implementation of
WIA programs.

U.S. Department of Labor
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10.2 Information Technology M anagement Strategy

Outcome Goal: I mprove mission performance and communication through deployment of
information systems which are secure, compatible, and cost-effective

ETA’s continuing god isto use information Strategiesto achieve goal:

resources to assst usto achieve both program

and management drategic goas. The . Performance and financid management
electronic tools will enable our employees and reports for new legidation will be
partners to lower costs, improve work incorporated into the enhancement
processes and more effectively use their phase.

taents. It will dso increase the availahility,

timeiness and ussfulness of performance . Federa users and granteg/contractor
information critica to measuring progressin partners will continue to be provided
achieving our gods. the opportunity to participate in the

design of modules that gpply to them.
Performance goal: Complete development
and deployment of the enhancement phase of
the agency-wide information and management
system.
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10.3 Human Resour ces Management Strategy

The ETA drategy for accomplishing its
missions lays out a demanding and, in some
program aress, vaslly different role for ETA.
To meet its performance gods, ETA must
grow and change dong a number of mutudly
reinforcing dimensions including workforce
recruitment and human resource

development, work organization and practices,
and managing performance. Our human
resource drategies must ddiver adiverse
workforce that is skilled in core competencies
essentid to new and changing demands.

Outcomegoal: Establish ETA asa model workplace

Performancegoal: Increase over FY 2000
the overd| percentage of employees
participating in competency-based training.

Strategiesto achieve goal:

. ETA will continue to utilize the Qudity
Partnership and Employee Involvement
Quadlity Improvement groups to foster
increased communication of current
ETA initiatives and to provide aforum
for discusson of office issues.

. ETA will work to assess team |eader
and front line staff againgt recently
developed competency models and
develop training as needed. ETA will
aso work on training managers to write
Individud Development Plans for Saff
that focus on building skills.

U.S. Department of Labor
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Appendix A: Ligt of Acronyms

ACIN ......... America s Career InfoNet

AFOP ......... Association of Farm Worker Opportunity Programs
AHCM ........ Average High Cost Multiple

AB........... America’s Job Bank

AIMS ......... Apprenticeship Information Management System
ALMIS ........ America s Labor Market Information System

APP .......... Annua Performance Plan

ATB .......... America s Tdent Bank

AWBA ........ Average Weekly Benefit Amount

BAT .......... Bureau of Apprenticeship and Training
BLS........... Bureau of Labor Statistics

CBO .......... Community-Based Organization

CY ........... Caendar Year

DOJ .......... Department of Justice

DOL .......... U.S. Department of Labor

DOT .......... U. S. Department of Trangportation

DSS .......... Divison of Systems Support

EB............ Extended Benefits

ED............ U.S. Department of Education

EER........... Entered Employment Rate

ES............ U.S. Employment Service

ESS .......... Employment Security Systems Indtitute

ETA .......... Employment and Training Adminigration

EZIEC ......... Empowerment Zone/Enterprise Community

FFMIA ........ Federd Financid Management Improvement Act
FTE........... Full-time Equivaent

FY .o Fiscal Year

GAO .......... Generd Accounting Office

GED .......... Generd Equivdency Diploma

GPRA ......... Government Performance and Results Act

HHS .......... U.S. Department of Health and Human Services
HUD .......... U.S. Department of Housing and Urban Development
ICESA ........ Interstate Conference of Employment Security Agencies
IRS ........... Internal Revenue Service IT
............... Information Technology

JIPA ... Job Training Partnership Act

LAA .......... Learning Anytime, Anywhere
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Appendix A: List of Acronyms (cont’d.)

LMI ... Labor Market Information

MSFW ........ Migrant and Seasond Farm Workers

NAFTA ....... North American Free Trade Agreement

NORCT ....... Nationa Office Reorganization Consultation Team
OAS .......... Office of Adult Services

OATELS....... Office of Apprenticeship Training, Employer and Labor Services
OFAS ......... Office of Financid and Adminidrative Services
OG........... Office of the Inspector Generd

OMB ......... Office of Management and Budget

O*NET ........ Occupational Information Network

OPR .......... Office of Policy and Research

OoT ........... Office of Technology

OWS.......... Office of Workforce Security

OYO.......... Office of Y outh Opportunities

PD&E ......... Pilots Demondirations, and Evauations

P&F Schedule .. Program and Financing Schedule

PY ............ Program Y ear

R&E .......... Research and Evauation

SCSEP ........ Senior Community Service Employment Program
SDA ... Service Delivery Area

SPIR .......... Standardized Program Information Report

SBA ... Smdl Busness Adminigration

SESA ......... State Employment Security Agency

SPSU ......... Specid Program Services Unit

SSA ... Socid Security Adminidration

STW .......... School-to-Work

TAA .......... Trade Adjustment Assistance

TAG .......... Technicd Assstance Guide

U ............ Unemployment Insurance

USES ......... United States Employment Service

VETS ......... Veterans Employment and Training Service
WANTO ....... Women in Apprenticeship and Nontraditional Occupations
WIA. ........... Workforce Investment Act

WIASRD ...... Workforce Investment Act Standardized Record Data
WIPC ......... Workforce Investment Policy Council
WBA.......... Weekly Benefit Amount

WOTC ........ Work Opportunity Tax Credit

WP ........... Wagner-Peyser
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Appendix B

ETA PERFORMANCE GOALS

Strategic Goal One: A Prepared Workforce

Outcome Goal: 1.1 Increase Employment, Earnings and Assistance

Goal Performance Goal Indicator Baseline Data Source Comment
1.1A | By PY 2002, 70% of Percent of adults registered New Goal. PY 2000, thefirst Workforce Investment Act
individuals registered under the | under the WIA adult program full year of WIA Standardized Record Data
WIA adult program will be who are employed in the quarter | implementation for all states, (WIASRD); Ul Wage
employed in the quarter after after program exit. will constitute the baselineyear | Records.
program exit. for thismeasure. The
performance measure will be
derived from the agreed upon
levels of performancefor all
states.
1.1B | By PY 2002, 80% of Percent of adults registered New Goal. PY 2000, thefirst full Workforce Investment Act

individuals registered under the
WIA adult program will be
employed in the third quarter
after program exit.

under the WIA adult program
employed in the third quarter
after program exit.

year of WIA implementation for
all states, will constitute the
baseline year for this measure.
The performance measure will

be derived from the agreed upon
levels of performancefor all
states.

Standardized Record Data
(WIASRD); Ul Wage
Records.
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1.1C | By PY 2002, individuals Increased earnings for New God. PY 2000, thefirst Workforce Investment Act
registered under the WIA adult individuals registered under the | full year of WIA Standardized Record Data
program who are employed in WIA adult program and implementation for al states, (WIASRD); Ul Wage
the third quarter after program employed in the third quarter will constitute the baseline year Records.
exit will have increased after program exit. for thismeasure. The
earnings of $3,423. performance measure will be
derived from the agreed upon
levels of performancefor all
states.
1.1D | By 2004, 69% of those Welfare- Percent of participantsplacedin | Thebaselinefor this WItW Quarterly Financial This performance goal
to-Work (WtW) participants unsubsidized employment performance measure will be FY Status Report. assumes that the WtW
placed in unsubsidized remaining in the workforce for 2000. program will receive the
employment will remainin the six months (two consecutive two-year extension to
workforce for two consecutive quarters following placement). spend funds requested in
quartersfollowing the the Administration’s FY
placement quarter. 2001 budget proposal,
which would extend the
WtW program from 9/30/02
to 9/30/04. In the case that
the program is not extended
and endsin 2002, the
performance goal will be
revised appropriately.
1.1E | By 2004, those Welfare-to- Average earningsincrease for The baseline for this WtW Quarterly Financial This performance goal

Work (WtW) participants placed
in unsubsidized employment
will have an average earnings
increase of 9% by the second
consecutive quarter following
the placement quarter.

WIW participants in the second
consecutive quarter following
placement in unsubsidized
employment.

performance measure will be FY
2000.

Status Report.

assumes that the WtwW
program will receive the
two-year extension to
spend funds requested in
the Administration’s FY
2001 budget proposal,
which would extend the
WtW program from 9/30/02
to 9/30/04. In the case that
the program is not extended
and endsin 2002, the
performance goal will be
revised appropriately.
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1.1F By PY 2002, 76% of job seekers Percent of registered job seekers | New God. FY 2001 (PY 2001) State reports and Ul wage The proposed Labor
registered by the Wagner-Peyser | served by the Wagner-Peyser isthe baseline. records. Exchange Performance
Act program will have program that have unsubsidized Measurement System
unsubsidized jobs six months jobs six months after initial would contain a measure to
after initial entry into entry into employment. capturethisdata. DOL
employment. expects to implement this
new measurement system
during FY 2001 (PY 2001).
The goal may be revised
based on the initial
collection of baseline data.
1.1G | By PY 2002, increase by 1%the | Thetotal number of job Basdline will be FY 2000 (PY State reports.
total number of job openings openings listed with the public 1999) data.
listed with the public employment service, including
employment service, including both those listed with State
both those listed with State Employment Security Agencies
Employment Security Agencies (SESASs) and those listed
(SESASs) and those listed directly with America’ s Job
directly with America’ s Job Bank.
Bank (AJB) viathe Internet,
over the PY 1999 baseline.
1.1H | By PY 2002, increasethe Employersregistering to list Baseline will be PY 1999 data. America sJob Bank Service | Anemployer registers by
number of new employers that jobswith America’' s Job Bank. Center. completing the protocol for
register with America’s Job regularly placing job orders
Bank to 76,000. on America’s Job Bank.
1.11 By 2004, increase by 10% the Percent increase in newly The 1999 basdline was 109,251 Apprenticeship Information
number of newly registered registered apprentices over the newly registered apprentices. Management System
civilian apprentices over the 1999 basdline. (AIMS).
1999 basdline.
1.1 By 2004, increase by 15% the Percent increasein newly The 1999 baseline was 7,551 Apprenticeship Information

number of newly registered
female civilian apprentices over
the 1999 baseline.

registered female civilian
apprentices over the 1999
baseline.

newly registered female
apprentices.

Management System
(AIMS)
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1.1K | By 2004, ensure that the level Percentage of newly registered The FY 1999 new minority Apprenticeship Information
of new minority civilian civilian apprenticesin the civilian participation rate was Management System
participation in the Registered Registered Apprenticeship 24.7%. (AIMS)
Apprenticeship System doesnot | System that is new minority
drop below the FY 1999 civilian apprentices.
baseline.
1.1L By PY 2004, 56% of the Native Percent of Native Americansin Baselineis JTPA, 53.8% entered | Grantee Records.
Americanswho exit the Indian unsubsidized employment upon | employment rate.
and Native American (INA) exit from the INA Program.
Program will get unsubsidized
jobs.
1.1M | By PY 2004, 87% of the Native Percent of Native Americans Baseline (JTPA Positive Grantee Records. “Positive Outcomes” isa
Americanswho exit the Indian with positive outcomes upon Termination Rate of 84%) is general term used to
and Native American (INA) exit from the INA Program. based on analysis of current indicate the successful
Program will have positive data. completion of planned WIA
outcomes. section 166 program
activities, whether it
involves obtaining
unsubsidized employment,
completing awork
experience assignment, or
attaining atraining or
education certificate or
diploma
1.IN | By PY 2003, 64% of the Percent of Migrant and Seasonal | The goal of 64% wassetin Grantee Records (through Minimally acceptable
Migrant and Seasonal Farm Farm Workersin unsubsidized consideration of WIA SPIR or SPIR-like data). performanceis set at 80%
Workers (MSFWs) who exit the | employment upon exit from the implementation, especially the of planned goal.
MSFW Program will get MSFW Program One-Stop partnershipsto be
unsubsidized jobs. devel oped.
1.10 | By PY 2003, 80% of Migrant Percent of individuals The goal of 80% was setin Grantee Records (through Minimally acceptable

and Seasonal Farm Workers
(MSFWs) will have jobs six
months after initial entry into
unsubsidized employment.

employed in unsubsidized jobs
six months after initial entry
into employment.

consideration of the new six
month retention rate
reguirement.

SPIR or SPIR-like data)
and/or Ul Wage Dataasit
becomes available.

performance is 80% of
planned goal.
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1.1P

By 2004, the share of Senior
Community Service
Employment Program (SCSEP)
enrollees who are placed into
unsubsidized jobs will be 26%
of the number of authorized
program positions.

Ratio of nhumber of SCSEP
enrollees placed compared to
the number of authorized
positions.

Basdlineisbased on FY 1997
SCSEP enrollee unsubsidized
employment rate of 20%.

SCSEP reporting system.

The SCSEP is acommunity
service program. Important
unsubsidized employment
is not the primary objective
of the program. It should
be noted that the current
performance level for
unsubsidized employment
is higher than the projected
measure as aresult of an
unusually good economy.
A downturn in the economy
and/or proposed changesin
thelegislation may result in
fewer unsubsidized
placements. Current
versions of the proposed
legislation have established
20% as the unsubsidized
placement level and added
other non-employment
performance measures.

1.1Q

By PY 2002, 70% of
participants will be satisfied
with servicesreceived from
workforce investment activities.

Participant customer
satisfaction.

The goal was based upon
limited grantee experience
gathering participant customer
satisfaction information,
including pilot projects.

WIA state reports.

Theindicator isan index of
participant customer
satisfaction based upon
three questions that will be
asked of asample of WIA
program exiters. Theindex
is based upon the American
Customer Satisfaction
Index.
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1.1R | By PY 2002, 68% of employers Employer customer satisfaction. | The goal was based upon WIA state reports. Theindicator isan index of
will be satisfied with services limited grantee experience employer customer
received from workforce gathering participant customer satisfaction based upon
investment activities. satisfaction information, three questions that will be
including pilot projects. asked of a sample of
employersusing WIA
program exiters. Theindex
is based upon the American
Customer Satisfaction
Index.
1.1S | By 2002, increase by 5% the Number of people with New Goal. Thebaselineistobe | WIA datafrom state and/or | The WIG programis

number of people with
disabilities registered in the
workforce area(s) that receive
Work Incentive Grantsfor FY
2001.

disabilities registered under
Title| and Wagner-Peyser
programsin Work Incentive
Grant workforce areas.

established using PY 2000 WIA
data. The baseline will bethe
number of people with
disabilities, as of the beginning
of FY 2001 (10/2/00), registered
in the workforce area(s) that
receive Work Incentive Grants.

local areas receiving Work
Incentive Grants.

directed to systemic change
for people with disahilities
obtaining services under
WIA. Therefore, the
strategic goals are
established based upon the
extent to which the One-
Stop delivery system in the
workforce areas which
receive grantsincreases the
percent of people with
disabilities served and
these individuals feel
satisfied with the services
received.
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11T By 2002, more than 70% of Number of people with New Goal. The goal was based Customer satisfaction The WIG programis
customers with disabilities disabilities registered under upon limited grantee experience | survey to be conducted in directed to systemic change
registered in workforce area(s) Title | and Wagner-Peyser gathering participant customer state and/or local areas for people with disabilities
that receive Work Incentive programs who complete satisfaction information, receiving Work Incentive obtaining services under
Grantsfor FY 2001 will indicate customer satisfaction surveysin | including pilot projects. Grants. the WIA. Therefore, the
they were satisfied with services | Work Incentive Grant workforce strategic goalsare
received through the One-Stop areas and indicate they were established based upon the
system. satisfied with services received extent to which the One-
through the One-Stop system. Stop delivery systemin the
workforce areaswhich
receive grantsincreases the
percent of people with
disabilities served and
theseindividualsfeel
satisfied with the services
received.
1.1U | By 2004, inat least 10 The number of communitiesin New activity. Baselinewill be Pending inventory of The purpose of the
communities, build employer which employer and |abor established in FY 2001. employer/labor groups networksisto bring
and labor networks from among networks have been established. nationwide. Data source together employer and
WIA partner programs, resulting and baselinewill stem from | labor constituencies from
in more skilled workersin good results of inventory. among the WIA partner
jobs. programs so that employers
and labor will more broadly
understand and better
utilize the workforce
investment system.
Baseline changed from FY
2000 to provide for full
implementation of ETA
reorganization nationwide.
1.1V | By PY 2002, theinitial year of Grants awarded and persons Thereisno baseline sincethisis | Granteereporting. Thisoutput goal isfor PY

funding, at least 100 grants will
be awarded and 40,000 non-
custodial fathers and 40,000
working poor families enrolled
in the Fathers Work-Families
Wininitiative.

enrolled

anew initiative for which
funding is being requested in
the FY 2002 budget. The FY
2001 budget request for this
initiative was not granted.

2002, theinitial year of
operation. Outcome goals
will be proposed in
subsequent years.
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Strategic Goal One: A Prepared Workforce

Outcome Goal: 1.2 Increase the Number of Youth Making a Successful Transition to Work

God

Perfor mance Goal

Indicator

Baseline

Data Sour ce

Comment

1.2A

By PY 2002, 53% of the 14-18
year-old youth registered under
the WIA youth program will be
in employment, post-secondary
education, advanced training,
apprenticeships, or in the
military in the third quarter after
program exit.

Percent of exitersthat arein
employment, post-secondary
education, advanced training,
apprenticeships, or in the
military six months after initial
placement.

New Goal. PY 2000, thefirst
full year of WIA
implementation for all states,
will constitute the baseline year
for thismeasure. The
performance measure will be
derived from the agreed upon
levels of performancefor all
states.

Workforce Investment Act
Standardized Record Data
(WIASRD); Ul Wage
Records.
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1.2B By PY 2002, 77% of the 19-21 Percent of youth aged 19-21 New God. PY 2000, thefirst Workforce Investment Act
year-old youth registered under | employed six months after full year of WIA Standardized Record Data
the WIA youth program will be initial placement. implementation for al states, (WIASRD); Ul Wage
employed in the third quarter will constitute the baseline year Records.
after program exit. for thismeasure. The
performance measure will be
derived from the agreed upon
levels of performancefor all
states.
1.2C | By PY 2004, 85% of Job Corps Percent of Job Corps graduates The PY 1999 baseline was 88%. Job Corps Data Center. Baselineis PY 1999 data.
graduates will get jobs or be with jobs or enrolled in
enrolled in education. education.
1.2D | By PY 2004, Job Corps Average hourly wages for The PY 1999 baseline was Job Corps Data Center. Job Corps hasintroduced
graduates with jobs will be employed Job Corps graduates. $7.49. the Graduate definition,
employed at average hourly effective 7/99.
wages of $8.50.
1.2E | By PY 2004, 70% of Job Corps Percent of terminees connected The baseline will be established | Job Corps Data Center. New data elements
graduates will continueto be to ajob, advanced educational in PY 2000. reflecting six-month
connected to ajob, advanced program, or the military six retention collected
educational program or the months after initial placement. beginning 7/1/99, the
military six months after they beginning of PY 2000. PY
obtain their first placement. 2000 will be the baseline.
1.2F By PY 2002, 53% of 14-18 year Y outh Opportunity Grant The baseline for this program Grantee reports. The PY 2002 goal for the

old Y outh Opportunity Grant
participants placed in
employment, the military,
advanced training,
post-secondary education, or
apprenticeships will be retained
at six months.

participants placed in
employment, the military,
advanced training, post-
secondary education, or
apprenticeships retained at six
months.

will be established in PY 2000.

Y outh Opportunity Grants
is consistent with the goal
for the formulayouth

program.
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1.2G | By PY 2002, 72% of 19-21 year Percent of 19-21 year old Y outh The baseline for this program Grant reports. The PY 2002 goal for the
old Y outh Opportunity Grant Opportunity Grant participants will be established in PY 2000. Y outh Opportunity Grants
participants will be employed in employed in the third quarter is consistent with the goal
the third quarter after program after program exit. for the formulayouth
exit. program, but the goal is
slightly lower than the
formula program to reflect
the severe barriersfacing
older youthin Y outh
Opportunity Grant
communities.
1.2H | By PY 2004, 64% of Indian and Percent of INA youth No prior program dataavailable. | Grantee reports Baselinewill bereviewed
Native American (INA) youth participants that attained at Baseline based on analysis of at the completion of
participating in the least two goals under available information. Program Y ear 2000.
supplemental youth services established program activities.
program will attain at least two
goals under established program
outcomes relating to basic
skills, work readiness, skill
attainment, entered employment
and skill training.
1.21 By PY 2004, 69% of Indian and Percent of INA youth entering No prior program data available. | Grantee Records.
Native American (INA) youth the INA supplemental youth Baselineis based on analysis of
entering the INA supplemental services program to obtain a available information.
youth services program to secondary school diploma or
obtain a secondary school GED that earn a secondary
diplomaor its recognized school diplomaor GED.
equivalent (GED) will earna
secondary school diploma or
GED.
1.23 By PY 2004, 80% of youth Percent of MSFW youth that No prior program dataavailable. | Grantee Records (through

exiting the Migrant and
Seasonal Farm Worker (M SFW)
Y outh Program will have
attained at least one basic skill.

attained at least one basic skill
upon program exit.

Baselineis based on analysis of
availableinformation.

SPIR or SPIR-like data)
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1.2K | By PY 2004, 50% of youth Percent of MSFW youth that No prior program data available. | Grantee Records (through Thisgoal targets youth 14-
exiting the Migrant and were placed or retained in post Baselineisbased on analysisof | SPIR or SPIR-like data) 21 years of age with afocus
Seasonal Farm Worker (MSFW) | secondary education or available information. on in-school youth.

Y outh Program after receiving advanced training, were placed Minimally acceptable
intensive or training servicesare | or retained in qualified performanceis set at 80%
placed or retained in post- apprenticeships, entered of planned goal.
secondary education, placed or military service, or were placed

retained in other advanced in ajob after exiting the

training, placed or retained in program.

qualified apprenticeships, enter

military service, or are placed in

ajob.

1.2L By 2004, increase by 6% the Percent increase in the number Baseline to be established by Apprenticeship Information | Goal was revised from
number of youth (16-22 years) of youth (16-22 years) in the end of Fiscal Year 2001. and Management System increase in the number of
in registered apprenticeship registered apprenticeship (AIMS) school-to-apprenticeship
programs as a path to high programs as a path to high educational activitiesto
skills, high wages, long-term skills, high wages, long term reflect outcomes rather than
employment and careers over employment and careers over outputs. Baseline year was
the 2001 baseline. the FY 2001 basdline revised from FY 2000.

1.2M | By 2004, in 40 communities, Number of partnershipscreated. | The Department of Labor’s Project reports and Thisisacompetitively-

Y outh Councilswill build local
Safe Schools/Healthy Students
partnerships with business,
community organizations, and
schoolsto improve
opportunities for at-risk youth,
particularly out-of-school
youth.

involvement in thisinitiativeis
new. FY 2001 will constitute
the baseline year for this
measure.

documentation from local
grantees.

awarded system-building
initiative. Currently
administered by the
Departments of Justice,
Education, and HHS, DOL
will join this multi-agency
initiative. The purposeis
to promote healthy
childhood devel opment
and to prevent school
violence and al cohol and
drug abuse through a
community-wide approach.
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1.2N | By 2004, 67% of Responsible Percentage of program Thisisanew initiative. FY Y outhful Offender Program | Y outhful offendersarea
Reintegration for Y oung graduates who obtain placement | 2001 will constitute the Management Information particularly difficult
Offenders program graduates in employment or enrollment in baseline year for this measure. System. population to serve. Also,
will get jobs, re-enroll in high high school or post-secondary most employers do not
school, or be enrolled in post- education or training. readily hireindividuals
secondary education or training. with criminal records. The
President’ s White House
Council on Y outh Violence
isdeveloping a
performance measure to be
used by all departments
participating in the grant
initiative.
1.20 | By PY 2000, engage 2 million Number of in school youth 700,000 students wereinvolved Five-year School-to-Work Datacollection beginsin

youth in school-to-work
activities.

actively involved in school-to-
work activities.

in school-to-work classesin
which traditional academic

subj ects are complemented by
career-related instruction
(Progress M easures reported by
27 States through June 1996)

national evaluation and
program measures reported
annually by participating
states.

October of each year for the
school year that endsthe
previous June. Collection
of data can take until
December. Allowing for a
period of analysis, the data
are provided to the

National School-to-Work
Officethefollowing
Summer.

Thisisthefirst report that
represents activitiesin all
50 States. Thereport for FY
1999 (reflecting datafor PY
1997) contained datafrom
only the first 38 States that
received School-to-Work
Implementation Grants.

The sunset of the School -
to-Work Act and the end of
Federal funding are
scheduled to occur in
September 2001.
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Strategic Goal Two: A Secure Workforce

Outcome Goal: 2.2 Protect Worker Benefits

God

Performance Goal

Indicator Baseline

Data Source

Comment
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2.2A

Provide fair benefit
determinations and timely
benefit paymentsto
unemployed workers. By 2004:
1. Increaseto 42 the number of
states meeting the minimum
performance standard for
quality in handling eligibility
determinations with issues that
must be adjudicated.

2. Increase to 48 the number of
states meeting or exceeding the
minimum performance criterion
that 90% of all first payments
will be made within 14/21 days.

1. Benefit adjudication speed:
78% of Separation Issueswill be
made within 21 days of
detection (31 states meet
minimum criterion).

76% of Nonseparation Issues
will be made within 14 days of
detection (29 states meet
minimum criterion).

2. Benefit adjudication quality:
75% of all nonmonetary
adjudications score > 80 points
using standard review
instrument (31 states meet
minimum criterion).

3. Payment timeliness:

92% of intrastate 1% Payments
will be made within 14/21 days
(50 states meet minimum
criterion). 81% of interstate 1%
Payments will be made within
14/21 days (50 states meet
minimum criterion).

4. Appeal decision timeliness:
71% Lower Authority Appeals
decided within 30 days (51
states meet minimum criterion).
65% Higher Authority Appeals
decided within 45 days (48
states meet minimum criterion).
5. Appeal decision quality:
93% of cases scored > 85% of
potential points using standard
review instrument (49 states
meet minimum).

FY1999:

1. Benefit adjudication quality:
20 states meet the minimum
criteria: nationaly, 71% of all
nonmonetary adjudications
scored>80 points using the
standard review instrument
2. Payment timeliness:

46 states met the minimum
criterion; nationally, 90% of
intrastate 1% payments were
made within 14/21 days.

Benefit adjudication
quality: ETA 9056.
Payment timeliness: ETA
9050.

The ETA 9050 report is not
yet validated but the
Department plansto
validateit as part of the Ul
Data Validation system.
That system will also
validate the universe from
which the samples are
based. Some of the dataon
the ETA 9056 report are
validated in the course of
the quarterly quality review
process.
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2.2B Increase employer compliance 1. Employer status Fiscal Year 1999 Employer status At present, the status
with state unemployment determination timeliness 1. 47 states met the criterionfor | determination speed: ETA determination data on the
insurance (UI) laws by the The # of states meeting or status determination timeliness: 581 ETA 581 report are not
provision of rapid and accurate exceeding the minimum nationally, 79% of New Employer status validated. TheUl Data
service on Ul tax matters. By criterion that 60% of New Employer status determinations | determinations accuracy: Vadlidation program will
2004: Employer status be made within were made within 60 days. Acceptance Samplereports | validate the entire report.
1. Increaseto 51 the number of 90 days of the end of the quarter | 2. 23 states passed Employer To help ensure validity of
states meeting or exceeding the in which liability begins. status determinations accuracy acceptance sampl e results,
minimum performance criterion 2. Employer status acceptance sample (1998 data, Regional Office staff
for new employer status determinations accuracy latest available). annually review a sample of
determinationsthat at least 80% | The# of states passing, with no completed cases for
will be made within 90 days of more than 6 failed cases, the adherence to handbook
quarter’s end. annual review of a 60-case guidelines and coding;
2. Increase to 48 the number of acceptance sample using a every fourth year thisis
states passing an employer standard multi-part instrument done by afederal multi-
status determination accuracy to determine accuracy. regional team.
acceptance sample with no more
than 6 failed cases out of 60.

2.2C | Protect the integrity of 1. Timeliness of Deposit to Fisca Year 1999 Timeliness of deposit: The data from which these

employer unemployment tax
contributions and
reimbursements. By 2004:

1. Increase the speed of deposit
of contributionsinto State
Clearing Accounts. (Data
gathered using revised measure
will be analyzed and minimum
criterion set for FY 2002.)

2. Increase to 39 the number of
states meeting or exceeding the
minimum criterion for timely
transfer of fundsto the state’s
account in the Unemployment
Trust Fund.

Clearing Accounts

The # of states meeting or
exceeding aminimum % of $in
contributions deposited into
Clearing Account within 3 days
of receipt. Minimum criterion to
be set.

2. Timeliness of transfer of
funds: State Clearing Account
to Unemployment Trust Fund
(UTF)

The# of states meeting or
exceeding the minimum
criterion that depositsbein the
Clearing Account <2.0days
before transfer to UTF.

1. Timeliness of Deposit: Data
not available

2. Timeliness of transfer of
funds 29 states met minimum
criterion; nationally, 2.3 days of
funds were on hand before
transfer tothe UTF

Specia survey and report
(state data gathering
methods under
development)

Timeliness of transfer of
funds ETA 8414. States

reporting is being reviewed.

measures are taken are not
validated. Both are under
review by ETA to ensure
consistency of

methodol ogy and/or
reporting.
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2.2D | Promote the Federal-State Ul 1. Recipiency Rate Fiscal Year 1999 Recipiency Rate: Ul weeks The ETA 5159 data on
system’s economic stabilization | Theratio of the U.S. average 1. Recipiency Rate claimed data, ETA 5159; weeks claimed are
capacity. By 2004: weeks of Ul benefits claimed to Ul benefits were claimed for total unemployed in the validated through Ul’s
1. Maintain at/increase from average weeks of total 38.7% of weeks of total U.S., Current Population Workload Validation
39% the share of the unemployment measured by the | unemployment Survey (Bureau of Labor system. Dataon the ETA
involuntary unemployed who Current Population Survey. 2. Wage Replacement Statistics) 204 report are not
receive benefits (recipiency 2. Wage Replacement 10 states had Maximum Benefit Wage Replacement: State validated.
rate). The# of stateswhose maximum | Amount of >2/3 Average Ul laws Dataonthe ETA 2112
2. Increaseto 13 the number of weekly benefit amount is> Covered Wage AHCM: all balance, benefit report are considered
states with a maximum weekly 2/3rdsthe state’ s Average 3. Solvency payment, wage & tax highly valid and are
benefit amount >= 2/3rds of the | Weekly Covered Wage 34 stateshad AHCM' s at |east collection dataarereported | regularly checked as part of
state’ s average covered (wage 3. Reserve Adequacy/Solvency 1.0. The national average onthe ETA 2112 or the ES general ledger balancing.
replacement). The # of stateswith an Average | AHCM was0.94. (Preliminary 202 report The ES 202 data are based
3. Maintain at/increase from 34 High-Cost Multiple (AHCM) > estimates.) Experience-rating index: on data submitted by
the number of states with 1.0(i.e, reservesof at leastone | 4. Experience-rating index ETA 204 Report. contributory employers as
reserves >= one year’s benefits year's payments at the average Median ERI value of states part of their quarterly
at the rate experienced during yearly rate of benefits paid in reporting, 61%. (FY 1998, |atest contribution reports. States
the last three recessions the 3 previous recession years). data) subject the underlying data
(solvency). 4. Fairness of Taxes Paid to various computer edits
The median state Experience- and use BLS designed
rating index (ERI), the % of programsto prepare the
benefits paid in the state which data tapes submitted to
are effectively charged back to BLS.
employers causing the
unemployment.
2.2E | Fecilitate the re-employment of 1. Percentage of Ul Claimants Fisca Year 1999 Entered Employment Rate: At present, the entered
Ul Claimants. By 2004: reemployed 1. Percentage of Ul Claimants Under development asa employment rateis under
1. Increase the Entered Entered Employment Rate-UlI reemployed WIA core measure. It will development. The ETA

Employment Rate (EER) of Ul
Claimants: OWSis exploring
whether alternatives to the EER
measure can be developed.

2. Reduce the benefit
exhaustion rate of Ul Claimants
from 32%.

will use common measure being
developed for al WIA activities
2. Benefit exhaustion rate of Ul
Claimants

U.S. total # of claimants
receiving final payments as %
of # of claimantsreceiving first
payments 6 months earlier

Entered Employment rate: Data
Not Available

2. Benefit exhaustion rate of Ul
claimants:

Nationally, 32% of claimants
exhausted benefitsin FY 1999

be computed from Ul wage
records.

Benefit Exhaustion Rate:
ETA 5159

5159 data on payments are
not validated yet. The
business cycle dominates
both entered employment
and Ul benefit exhaustion
rates. Using unadjusted
ratesto identify
improvement due to Ul
program efforts must
assume that economic
conditions remain stable.
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2.2F Promptly review applications Average time (in months) the 24 months (FY 1999); estimated Regional Office Foreign At present, SESAsfirst
for foreign labor certifications Regional Officetakesto process | figure Labor Certification data process applications for
to ensure that aliens admitted an application system, being implemented permanent alien
will not adversely affect inearly FY 2001 certification to ensure
domestic workers' wages or absence of adverse impact;
working conditions and send to ETA Regional Offices
INSfor approval. complete the review, then
. Reduce the average time they goto INS. SESAsdo
required in the Regional not report processing times.
Officesto process Starting in FY 2001,
applications for permanent Regional Officesdo entire
alienresidency to 6 review of applications. The
months. new Regional data system
will enable tracking of
processing times and age of
unprocessed cases.
Strategic Goal Two: A Secure Workforce
Outcome Goal: 2.3 Increase Employment and Earningsfor Retrained Workers
Goal Performance Goal Indicator Baseline Data Source Comment
2.3A | By PY 2002, 75% of the Percentage of individuals New Goal. PY 2000, thefirst Workforce Investment Act

individuals registered under the
WIA dislocated worker program
will be employed in the quarter
after exit.

registered under the WIA
dislocated worker program who
are employed in the quarter after
exit.

full year of WIA
implementation for all states,
will constitute the baseline year
for thismeasure. The
performance measure will be
derived from the agreed upon
levels of performancefor all
states.

Standardized Record Data
(WIASRD); Ul Wage
Records.
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2.3B By PY 2002, 85% of the Percentage of individuals New God. PY 2000, thefirst Workforce Investment Act
individuals registered under the | registered under the WIA full year of WIA Standardized Record Data
WIA dislocated worker program | dislocated worker program who implementation for al states, (WIASRD); Ul Wage
will be employed in the third are employed in the third will constitute the baseline year Records.
quarter after program exit. quarter after program exit. for thismeasure. The
performance measure will be
derived from the agreed upon
levels of performancefor all
states.
2.3C | ByPY 2002, theindividuals Percentage, on average, of pre- New Goal. PY 2000, thefirst Workforce Investment Act
registered under the WIA dislocation earnings earned by full year of WIA Standardized Record Data
dislocated worker program who individuals registered under the | implementation for all states, (WIASRD); Ul Wage
areemployed in thethird WIA dislocated worker program | will constitute the baselineyear | Records.
quarter after program exit will who are employed in the third for thismeasure. The
have 92% of their pre- quarter after program exit. performance measure will be
dislocation earnings. derived from the agreed upon
levels of performancefor all
states.
2.3D | By 2002, 75% of workers Percent of workersdislocated as | New God. FY 2001 will TAPR (Trade Adjustment Beginning in FY 2001, the

dislocated in important part
because of trade and who
receive trade adjustment
assistance benefitswill be
employed in the quarter after
program exit.

aresult of trade who are
employed upon termination of
their trade adjustment assistance
benefits.

constitute the baseline year for
this measure.

Performance Report).

TAA/NAFTA program’'s
performance measures will
be revised to conform to
WIA and align more closely
with the dislocated worker
goals. These new goalsare
based upon aweighted
average of negotiated
levels of performancefor all
States.
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2.3E | By 2002, 85% of workers Workers dislocated asaresult of | New God. FY 2001 will TAPR (Trade Adjustment Beginning in FY 2001, the
dislocated in important part trade who are employed in the constitute the baseline year for Performance Report). TAA/NAFTA program’s
because of trade and who third quarter after program exit. this measure. performance measures will
receive trade adjustment be revised to conform to
assistance benefits will be WIA and align more closely
employed in the third quarter with the dislocated worker
after program exit. goals. These new goalsare
based upon aweighted
average of negotiated
levels of performancefor all
States.
2.3F By 2002, workers dislocated in The percentage of pre- New God. FY 2001 will TAPR (Trade Adjustment Beginning in FY 2001, the
important part because of trade dislocation earnings for those constitute the baseline year for Performance Report). TAA/NAFTA program’s
and who receive trade employed in the third quarter this measure. performance measures will
adjustment assi stance benefits, after program exit for workers be revised to conform to
who are employed in the third dislocated as aresult of trade. WIA and align more closely
quarter after program exit, will with the dislocated worker
earn 92% of their pre- goals. These new goalsare
dislocation earnings. based upon aweighted
average of negotiated
levels of performancefor all
States.
2.3G | By PY 2002, the wages of the Percentage, on average, of pre- New God. FY 2001 will Grantee records. This program provides

incumbent workers receiving
training under the incumbent
worker initiative will be 5%
higher than their pre-program
wages, when measured in the
first quarter after program exit.

program wages earned by
individuals registered under the
incumbent worker programin
thefirst quarter after program
exit.

constitute the baseline year for
this measure.

incumbent workers new
skillsto allow job retention
and wage advancement and
to improve employers
competitiveness.
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Strategic Goal Three: Quality Workplaces

Outcome Goal: 3.3 Increase Availability and Effectiveness of Programsthat Support Greater Balance between Work and Family

God

Perfor mance Goal

Indicator

Baseline

Data Source

Comment

3.3A

By 2004, the number of states
with registered child care
apprenticeship programs will
increase to 49 and the number
of newly registered child care
apprentices per year will
increase by 200% over the FY
1999 baseline.

Number of states with
apprenticeship programs for
child care providers and the
percent increase in newly
registered child care
apprentices.

Attheend of FY 1999, 29 states
had child care apprenticeship
programs. In FY 1999, the
number of child care
apprenticesincreased from
1,914 t0 2,116 (202 new
apprentices).

Apprenticeship Information
Management System
(AIMS).
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Appendix C: Relationship Between Goalsin the Annual
Performance Plan and the Strategic Plan

The Employment and Training Adminigration’s Strategic Plan includes outcome goa's which encompass dl mgor
agency program components and are linked to the overarching goas and priorities established by the Secretary.
The ETA’s Annua Performance Plan includes key performance goa's and measures (intermedi ate outcomes)
from each mgor program component. These gods and measures will reflect theindividud program’s
contribution toward achieving the Secretary’ s gods. Each Annud Performance Plan will accompany and be
linked to each year’ s agency budget submission and will be tracked at the agency level to monitor progress
toward achievement of gods and ultimately, results.

To provide the detall linking specific program activities and initiatives to the strategic gods listed in this Strategic
Pan, the Annud Performance Plan, with the performance measures/indicators, will recognize the broad outcomes
of ETA’s programs while setting objective and measurable targets for its Srategic gods.

Thus, appropriate indicators and numeric targets will indicate progress toward ETA’ s strategic gods. The ETA
has developed its own performance gods, linked to the Department’s Annua Performance Plan and Strategic
Plan. These performance gods may change over time. For example, if agod ismet and sustained, ETA may
shift its measures to address emerging chalenges. Furthermore, ETA may redize that there are better measures
of performance than it first selected.

Annua performance indicators and goaswill account for the span of time between intervention and results. By
the nature of ETA’ s programs, many outcomes occur beyond the year of funding. For example, grant programs
reech into the future. ETA’s measures will balance a near term and long term view, while reflecting to the greatest
extent possible resources expended.

ETA does not work done. Performance goaswill be developed with an appreciation for ETA’s partners.
Partnerships with other federal agencies, states and locdities, businesses, community-based organizations and
public interest groups are the essence of many programs. Performance godsin such programs will be developed
within this context.

In short, annual performance indicators and goas will reflect a high-leve, cross-cutting view of the ETA. Section

9, Data Capacity, describes ETA’ s gpproach to collecting data needed to measure performance against strategic
gods.
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