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The Jacob France Institute of the University of Baltimore
(JFI) was asked to develop a post-placement employment,
earnings, and retention system to track and report on
graduates or completers of employment and training
programs supported by the Baltimore Workforce Funders
Collaborative (BWFC). This evaluation was funded by the
BWFC with grant support from The Harry and Jeanette
Weinberg Foundation, the Abell Foundation, and the Annie E.
Casey Foundation. Preliminary planning for this analysis
began in 2017 with the first data collection in the first
quarter of 2018. This third annual report includes data
collected from workforce training programs through the
fourth quarter of 2021 and programmatic data are matched
with employment and wage data also through the end of
2021. 

The COVID-19 pandemic affected program enrollment and
completion starting in 2020. Each workforce organization
was impacted differently by the pandemic due to differences
in technology access, options for moving program
operations as well as workforce training online, differential
access to technology and internet among the population
served, and economic conditions that impacted demand for
new workers trained in their industries. It is beyond the
scope of this report to gather and analyze all contributing
factors to altered program operations during the pandemic
and determine the specific impact of the pandemic on each
program given these different variables. Even if gathering
these data would be feasible, the full impact of the
pandemic on employment and wages of program
participants who had trained during the height of the
pandemic would still be unknown.
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The data and analyses presented in this report are
preliminary and are based on current data available.
Demographic data on individuals, such as gender, age,
and education, are not available for all individuals and
wage record data are currently only available for a
limited number of quarters post program completion.
Therefore, all data and analyses must be interpreted
with caution. As more data on individuals’
demographics and longitudinal wages become
available, results will become clearer in future
iterations of this report.

Twenty-two workforce organizations have submitted
data for 5,167 program participants, of which 4,642
participants had a reported SSN. Of these program
participants with an SSN, 2,956 completed their training
program with one of the 22 workforce organizations
between 2018 and 2021. Eighteen workforce
organizations submitted data for a combined 768
program non-completers. The remaining 918 program

However, with the next year of wage and employment data,
it will be possible to begin seeing whether training and
employment outcomes during the pandemic are a
temporary blip versus an ongoing trend. Additionally,
further data will help provide insight as to whether
individuals who completed training during the pandemic
are able to “catch up” in both employment and wages to
cohorts post-pandemic. 

Finally, this report aggregates results for all participants at
workforce organizations supported by the BWFC into single
metrics. This was done to allow the BWFC to share the
general findings of the report while also maximizing the
privacy of participants. 

The main highlights of this report include:

 

0 2

NOVEMBER 2022WAGE RECORD STUDY //



0 3

The demographic groups with the highest counts of
program completers for this analysis are: male (54.6
percent), Black/African American (83.2 percent), young
(<25 years, 38.8 percent), geographically concentrated
(50 percent in one of ten zip codes), and have a high
school diploma or less (65.5 percent). The
demographics for program non-completers are fairly
similar, with 53.2 percent male, 87.9 percent
Black/African American, 42.3 percent under 25 years,
and 56.7 percent in one of the top ten zip codes. The
biggest difference between the two groups is the highest
education level, with 73.7 percent of program non-
completers with a high school diploma or less. More
complete data on participant demographics would
improve the specificity of future reports.

Among program completers, the employment and
median earnings analyses generally show higher
employment rates and higher median earnings post-
program exit. The percent employed decreases over
time, but part of this decrease could be due to people
either moving out of the geographical area or switching
to employment not captured in the UI wage data. On
average, the gains in median wage tend to hold better
across time. More longitudinal data and a larger sample
size of program completers will help get more precise
findings in future reports.

participants without program exit information will be added to
future reports when information is submitted on their training
program exit. Additionally, future data collection will include
new training program enrollees and potentially also include
more training programs, so the sample size will increase with
each report.
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Analyses of continuous employment and continuous,
fulltime-equivalent employment show a much smaller
percent of program completers with continuous
employment at sustainable wages. More data, both over
time and with a higher sample size, will allow for a better
understanding of long-term employment outcomes of
program participants.

Employment of this population is relatively consolidated
within industry subsectors, with 89.2 percent of quarterly
employment occurring in one of the top ten NAICS
codes. Future reports with more data could look at
whether NAICS codes match the expected employment
of the training programs.

Wage and employment results by demographic
subcategory follow typical employment patterns post
workforce training program participation. There are
drops in earnings near the time of program entry and
higher median wages and higher rates of employment
post-completion for programs whose participants had
higher median wages and employment rates pre-training.
Again, more data across time and with a higher sample
size will increase the precision of these findings.

This report is the second in the series to report results
for program non-completers. Although the relatively
small sample size limited the results, program non-
completers generally have lower wages and employment
rates post program exit than program completers. Most
years see an increase in employment rates near the exit
quarter, but rates drop to pre-program exit rates within a
quarter or two. Collecting more data on program non-
completers in the future would make these analyses
more robust.
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This report expands the foundation of this evaluation
and highlights many opportunities for future reports. The
JFI is excited to continue building upon these analyses
in collaboration with funders, training programs, and
other involved organizations.
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Data reported on program participation do not reflect all individuals enrolled in
training programs during the time period. Programs were initially only asked to
report program completers and not all programs currently report all program non-
completers. 
A “program completer” is defined as an enrollee who has completed one or more
program components or certificates that allow them to be employed in the field for
which they are training and has reached the job placement phase. A “program non-
completer” is defined as someone who enrolled in a program but has been deemed
to be a non-completer by the training program. Enrollees who are currently
participating in a training program are not categorized as completers or non-
completers until they exit the training program.

A wage record “match” during a quarter indicates any earned wages and does not
necessarily mean an individual worked continuously during that quarter.
No full-time or part-time designations or hourly pay rates are available.
Presence in the wage records is an imperfect proxy for employment. Individuals
may have had earnings not reflected in the data if they: 

Received payments not reported to the MD UI system;
Worked out of state or for the federal government; and/or
Were classified as an independent contractor.

If wage record data needed to calculate any figure in this report were only available
for fewer than five individuals, the results are censored, and an asterisk appears in
place of the employment percentage or dollar amount of wages.
If an individual had multiple employers within a single quarter, earnings are
aggregated into one wage figure per quarter.
Median wages are used (as opposed to average wages) to account for outliers.
Reported wages are pre-tax earnings and are adjusted for inflation to 2021 dollars.

Program Participation Data:

Wage Record Data:

Reporting Wage Record Results: 
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There are three data sources used in this report: participant
data submitted by BWFC-participating training programs,
Unemployment Insurance (UI) wage record data, and the
Quarterly Census of Employment and Wages (QCEW).

Twenty-two workforce training programs participating in the
BWFC evaluation submitted data at least once from the first
quarter in 2018 through the fourth quarter in 2021. Data
collection occurred approximately quarterly from the first
quarter in 2018 through the end of 2019, semi-annually in
2020, and annually in 2022. This year was the first year that
training programs submitted their data through the AGS
Prime portal. It is anticipated that all future submissions will
go through this portal. 

Submitted data include participant-level information
collected at intake and program exit, as well as cohort or
program cost and completion data. All 22 training programs
submitted data for individuals who had completed their
training program. Eighteen training programs submitted data
for “program non-completers,” defined as individuals who
exited the program either via drop-out or removal without
completing the training. Fifteen training programs also
submitted a written training program profile which includes
information like program objectives and requirements,
program length and budget, population served, tandem
services provided, and occupations and industries targeted.

The JFI has access to UI wage record data via a data
agreement with the Maryland Department of Labor (DOL).
DOL approved the research use of the data for this study.
Data include individuals’ quarterly earnings and employer
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identification code. However, these data do not include
federal government employees and only include Maryland
civilian workers who are covered under the UI law, thus
excluding independent contractors and other uncovered
employment. Additionally, these data only include aggregate
earnings and no indication of the type of employment (full-
time, part-time, seasonal, etc.) or the hours worked to
receive the reported earnings.

The QCEW database is administered by the Bureau of Labor
Statistics and publishes quarterly employment data for
approximately 95 percent of jobs in the US.*

Specific to the purposes of this report, QCEW can link the
employer code from the UI wage record data to the
employer’s North American Industry Classification System
(NAICS) code, which identifies the industry subsector of the
company at which the individuals are employed. For this
report, data on employment NAICS codes were only available
through Q3 of 2021.

UI wage record data typically are not released until several
months after the end of the quarter. It is important to note
that when the wage record matching was completed for this
report, wage record data were available through the fourth
quarter of 2021. Because of this delay in QCEW data
reporting and because some individuals completed their
training program as recently as the fourth quarter of 2021,
some individuals did not have any wage records after
program exit when the analysis was completed. Table 1 lists
the quarters of possible wage record matches by the
calendar quarter of program exit. Fields shaded in gray
indicate quarters where wage record data were available at
the time of report writing, but are not included in this report
in order to have a consistent number of potential quarters of
wage record data across all program participants who exited
their program within the same calendar year.

* Available at: https://www.bls.gov/cew/home.htm.
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To better understand the context of the analysis
presented in Section 4.0, this section provides
general information on the types of workforce
training programs involved in the evaluation and
the demographics of program completers. 

3.1 Workforce Training Program Overview
Since the types of training programs included in
this evaluation vary widely, including program
training hours required, population served, and
industries targeted, Table 2 below contains an
overview of each of the fifteen workforce
organizations who submitted a training program
profile. 

3.2 Program Participant Overview
This analysis is limited to individuals who exited a
workforce training program during the 2018-2021
period and whose submitted data included a social
security number (SSN) and program exit date.
Twenty-two workforce training programs
submitted data for a total of 2,956 program
completers across the 2018-2021 time period.
Eighteen training programs submitted data for a
total of 768 individuals designated as program
non-completers, meaning they exited their training
program prior to program completion. Unless
otherwise noted, data are reported by the calendar
year of program completion. 
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This section has three tables: Table 3, which shows counts
of submitted data by participant characteristics; Table 4,
which presents a series of demographic cuts by program
completion status for all training programs combined; and
Table 5, which presents counts for completers (Table 5a)
and non-completers (Table 5b) for all training programs
combined. 

As mentioned previously, not all data for all individuals
submitted can be utilized in this analysis at this point. As
data become more complete and as more individuals finish
their training programs, they will be able to be added to
future reports. Table 3 shows the counts of individuals in the
data submitted for all training programs combined. The
2,956 program completers and 768 program non-completers
with a reported SSN and with program exit between 2018
and 2021 are the focus of this report. The remaining 918
individuals with a reported SSN and with unknown program
completion status will be added to future reports as further
data on program exit are received. 

Starting with Table 4, all analyses are limited to program
participants who exited their program in 2018 or later, who
had a reported SSN, and who were designated as either a
program completer or a program non-completer. Table 4a
shows a total of 2,956 program completions and 768
program non-completions during the specified time period. A
single person may be counted in the table more than once if
they had more than one program exit during the time period.
The greatest proportion of currently-reported program exits
is in 2019. The number of program exits is higher in 2019
than 2018 largely because many training programs did not
initially collect SSNs or did not have participants’ permission
to release their SSNs at the start of the evaluation.
Consequently, they had to delay participation in this analysis
until the proper consent forms were in place. Counts of
program exits are lower in both 2020 and 2021 than in 2019. 
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The COVID-19 pandemic is almost certainly playing a role in
this decrease, through decreased training programs offered,
decreased program participation, and decreased staff
capacity to report on training outcomes. Future reports will
be better able to show whether this is a temporary decline or
a continued trend.

Table 4b shows a program completer population that is
mostly male, comprising nearly 55 percent of program
completers. This is similar to that of program non-
completers, of which 53 percent are male. Starting with
2020, more females than males participated in training
programs, reversing prior trends. As more data become
available, it will become clearer whether this change in
gender composition was temporary—either due to the COVID-
19 pandemic or other economic changes—or whether it will
continue. Future iterations of this report could be able to
further breakdown the “Other” gender category. 

Table 4c shows that over 83 percent of program completers
and nearly 88 percent of program non-completers identify as
Black/African American. Table 4d breaks down program
completion status by race and gender, showing the largest
subcategory to be Black/African American males, which
accounts for 45.7 percent of all program completers and
46.5 percent of program non-completers. Only 2.5 percent of
program completers and 1.4 percent of program non-
completers identify as Hispanic/Latino. However,
approximately 12.9 percent of completers and 11.8 percent
of program non-completers have unknown ethnicity.

As shown in Table 4f, the program participants were
relatively young, with the largest group of participants under
the age of 25 (38.8 percent of program completers and 42.3
percent of program non-completers). People ages 19 to 29
have accounted for a declining proportion of program
completers and people ages 30 to 44 have accounted for an 
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increased proportion of program completers during the
2018-2021 time period. Again, this reverse in trends from the
previous report could be temporary due to COVID-19. 

Program non-completers had an even larger decrease in
proportion of program participants between ages 19 and 24,
dropping from 40.9 percent of all program non-completers in
2019 to 28.8 percent in 2021. Similar to program completers,
the 30 to 44 age group increased in proportion during this
same period. Again, future iterations of the report with more
longitudinal data will be better suited for identifying long-
term age trends in program participants.

Table 4g lists the counts by completion status and zip code,
with 50 percent of completers and nearly 57 percent of non-
completers with a known zip code residing in one of the top
ten most frequent zip codes. Refer to the Appendix for maps
of total participants, program completers, and program non-
completers by zip code. Also included are three other
demographic comparison maps, showing poverty rates,
unemployment rates, and commute time.

Lastly, Table 4h lists the counts of program completers and
non-completers by highest reported education level. These
data should be interpreted with caution as having a high
school diploma is frequently overreported. The most
frequently reported highest education level is a high school
diploma or equivalent, representing 58.4 percent of program
completers and 59.4 percent of program non-completers.
Fourteen percent of non-completers versus 7.1 percent of
program completers have less education than a high school
diploma. 

These differences in demographics between the groups of
program completers and non-completers can potentially
provide context to better understand reasons aside from
program completion that could impact employment and
wage outcomes. Additionally, these data could be useful to  
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the workforce organizations to increase information about
the populations served. For example, these data could help
training programs better understand who is more likely to
complete a training program, which could potentially impact
program recruitment. Additionally, the data could help
identify potential changes that could be made to the training
programs to reduce program non-completion among specific
demographic categories. 

Table 5 shows counts of training program exits for program
completers (Table 5a) and program non-completers (Table
5b) for each of the 2018 through 2021 program exit years.
There are no cell size reporting limitations for this table, so
all available data are displayed.

1 3
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The underlying methodology for wage record
matching for all tables in Section 4 is the same.
This same methodology is utilized in the
employment and wage analysis for program non-
completers in Section 5.

The data received from BWFC training programs
were cleaned, aggregated and then merged with
the UI wage record data described in Section 2.0
to match program completers with their quarterly
wages for each employer. People with incomplete
or missing SSNs were not able to be matched to
the UI wage record data. This file was then merged
with QCEW data, described in Section 2.0, to get
the NAICS code, or employment industry code, for
each program completer’s employer. If a program
completer had wages reported for multiple
employers within a quarter, the wages were
aggregated into a total quarterly wage and the
industry code was reported as the NAICS code for
the employer who paid the highest total wages in
that quarter. All wages were converted to 2021
dollars. Please refer to Section 2.0 for further
information about the UI wage record data and
QCEW data.

Confidentiality agreements with DOL require that a
minimum of five people represent each data point 
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on employment or wages that is made public. Data that are
censored due to sample size are marked with an asterisk.

Unless otherwise noted, the quarters in these analyses are
measured in terms of distance to the calendar quarter in
which the participant exited the training program. For
example, if an individual completed a training program in
February 2019, the exit quarter would be 2019Q1. The fourth
quarter of 2018 would be the quarter prior to program exit
and would be referred to as the “-1” quarter. Similarly, the
second quarter of 2019 would be the first quarter after
program exit and would be referred to as the “+1” quarter.
Because of sample size and reporting limitations, defining
quarters relative to the exit quarter allows for more efficient
utilization of available data. Finally, analyses run with
relative quarters (as opposed to calendar quarters) are
aggregated by calendar year of exit because of changing
economic conditions across time.

4.1 Percent of Program Completers Employed by Quarter
Table 6 shows the percent of program completers employed
by relative quarter and by calendar year of program exit for
2018 (Table 6a), 2019 (Table 6b), 2020 (Table 6c), and 2021
(Table 6d). As discussed in Section 2 and illustrated with
Table 1, not all participants exiting within the same calendar
year will have the same number of wage quarters post-
program exit. To increase the clarity of the results, the data
reported here are truncated at the “+12” quarter for 2018
program completers, the “+8” quarter for 2019 program
completers, the “+4” quarter for 2020 program completers,
and at the exit quarter for 2021 program completers. Thus,
for example, all individuals completing their training
programs in 2018 will have twelve quarters of post-exit wage
record data reported. Similarly, all individuals who
completed their programs in 2021 only have data reported
for quarters prior to program exit. 

In order to better visualize these trends, Figures 1a through
1d are included, which are line graphs of the data from 
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Tables 6a through 6d. These data are reported as a single
mean employment rate. 

Because an individual may complete a training program early
enough in the calendar quarter that they are able to find and
start employment within their defined “exit quarter,” it is
expected that the quarter just prior to program exit (defined
as “-1”) would have the lowest rates of employment. Figures
1a and 1b so substantial gains in the employment rates
post-program exit. These gains remain elevated for several
quarters. Although the increase drops over time, the final
average employment rate is still higher in the final data
points than pre-program exit for both years. The effect of the
pandemic is evident in Figure 1c, with very moderate gains in
employment post-program exit. Again, more longitudinal
data will be needed to identify trends for 2021 program
completers. 

4.2 Median Wages of Program Completers by Quarter
The results of the median wage analysis are presented in the
same format as the employment analysis, with results by
quarter relative to the quarter of program exit. Median wages
are reported instead of average wages in order to limit the
bias of wage outliers on either end of the wage distribution. 
Among the population served there may be frequent entry
into and exit from the workforce. In order to better illustrate
this movement, both the median wages and the count of
individuals used in the median wage calculation for each
quarter are displayed in Table 7 below. Similar to Tables 6a
through 6d, Tables 7a, 7b, 7c, and 7d are for individuals who
exited their training programs in 2018, 2019, 2020, and 2021,
respectively.

Figures 2a through 2d present line graphs of the data in
Tables 7a through 7d, respectively. For people who
completed their training programs between 2018 and 2020,
there is a general trend of decreasing wages through the
program exit quarter. This is followed by continued
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increasing median wages throughout the entire monitoring
period post-program exit. People who exited their program in
2018 had the greatest median wage increase in the first four
quarters after program exit, while people who exited in 2020
had the smallest median wage increase. In aggregate, there
is smaller decline in median wages across the four quarters
leading to and including the program exit quarter for people
who completed training in 2020 or 2021. This combined with
the relative stability in percent employed seen in Figures 1c
and 1d could indicate that program completers in 2020 and
2021 were less likely to enroll in training programs due to
acute unemployment.

4.3 Program Completers Continuously Employed Post
Program Exit
As alluded to earlier in Section 4.2, there may be frequent
job entry and exit among the population served, so even if a
workforce organization had the same count of individuals
earning wages from quarter to quarter, the people earning
the wages may change completely each quarter. Since one
goal of workforce training programs is to help people find
stable, consistent employment, the analysis in this section
looks at continuous employment following program exit.
This analysis is limited to individuals who completed their
training program between 2018 and 2020 because there are
not yet consistent post-exit wages for individuals who
completed in 2021. Future iterations of the report will be
able to include more longitudinal data for these cohorts. 

Tables 8a through 8c below shows the percent of program
completers who were continuously employed starting in the
first quarter post program exit for completions in 2018,
2019, and 2020, respectively. This analysis did not require
that an individual stay with the same employer or have any
wage constraints; it simply defined an individual as
“continuously employed” as long as aggregate quarterly
wages were continuously greater than zero. Even with this
loose definition, there are considerable differences in the  
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percent continuously employed in Table 8 compared to the
percent employed in Table 6. 

In addition to moving individuals into employment, it is
important to know whether people are finding stable,
consistent employment that has the ability to bring people
out of poverty and into sustainable independence. Tables 9a
through 9c below are similar to Tables 8a through 8c except
that continuous employment is limited to people who have
worked the equivalent of full-time, minimum wage jobs. For
this analysis, the 2020 Maryland minimum hourly wage of
$10.10 was used, totaling $5,252 in minimum quarterly
earnings ($10.10*40 hours per week*13 weeks) to be
included.

As expected, the percent of program completers with
continuous, full-time, minimum wage employment in Table 9
is much smaller than the figures in Table 8. As it is difficult
for individual workforce training programs to track
longitudinal wages of their participants, it seems that these
data may be especially helpful in determining whether any
program adjustments can be made to help more individuals
find long-term stable employment. 

4.4 Employment and Median Earnings by Sector of
Employment
In order to understand where individuals are finding
employment, the analysis presented in Table 10 below
reports the NAICS codes of top employment. The data
include all people who exited their workforce training
program at any point between 2018 and 2021 and is also
limited to quarters of wages earned in the quarters following
the program exit quarter. The ranking of NAICS codes was
determined by the total number of employee quarters of
earnings across the time period. Table 10 is the only table
that reports median earnings by calendar quarter instead of
quarter relative to exit quarter. Table 10 shows that 89.2
percent of program completers’ employment was in one
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of the top ten NAICS codes, suggesting high industry
consolidation in employment opportunities.
This analysis has some limitations. Not all quarters of wage
records can be matched to a NAICS code, so the counts of
employee quarters of earnings will not be the same as other
wage analyses presented in this report. Additionally, the
NAICS code corresponds to the industry of the employer and
not of the individual’s specific job, so the NAICS code is less
likely to match an employee’s actual job classification in
larger companies or organizations. 

4.5 Employment and Median Earnings by Selected
Demographic Subcategories
Table 11 below is similar to Tables 7a through 7c, but
instead of median wages and employment counts reported in
aggregate, Table 11 reports these data by participant
demographics. Subcategories with no reportable data were
removed from the table to increase readability. 
Panel One of Table 11 has cuts by gender. There seems to
be no dominant pattern of the relative wages between the
two genders. 

Panel Two has earnings and employment counts by race. In
all four years, there was little clear pattern of relative wages
across racial groups pre-exit. In 2018 through 2020, a
different racial category seemed to have the highest wages
post-exit: White/Caucasian in 2018, Asian in 2019, and
Unknown in 2020. However, the smaller sample sizes,
especially of the Asian and Unknown racial categories, could
lead to less reliable results, so this table should be
interpreted with caution. Future iterations of the report with
more longitudinal data will help clarify any relative wage
patterns.

Panel Three combines Panels One and Two and reports
figures by race and gender. Again, because this evaluation’s
population is mostly Black/African American, data reported
for other racial groups have much smaller sample sizes, thus
should be interpreted with greater caution. There appears to 
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be no consistent relative trend in female versus male wages
among Black/African American program participants in any
of the years. White males tend to have the highest median
wages among people who exited their program in 2018.
Males with a reported race of “other” had the highest median
wages among 2019 program completers. Asian males had
the highest median wages in 2020 post-program exit, but
these figures were only represented by five people.

Panel Four reports data by age category at the time of
program enrollment. Among people who exited their training
programs in 2018 and 2019, people between 25 and 29
tended to have the highest median wages post-exit. For
program completers in 2020, people ages 55 to 64 had the
highest median wages post-exit. Again, future reports can
help determine whether this was an impact of COVID-19 or
whether this signifies a change in trend. 

Panel Five reports earnings and employment by the highest
level of education. For 2018 through 2020, median wages
tended to be higher with higher levels of education,
specifically with either an AA degree, BA degree, or higher
degree. As explained in the discussion of Panel One, caution
should be utilized when drawing conclusions based small
sample sizes and relatively few complete quarters of wages
post-program exit. 
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R E S U L T S  F O R  P R O G R A M  N O N -
C O M P L E T E R S

Section 5 presents an identical analysis to Section
4 but for program non-completers instead of
program completers. Please refer back to
corresponding sections in Section 4 for details
about methodology and general guidance for
interpretation. Because the sample size is much
smaller for program non-completers, there is
limited interpretation of results provided. Greater
reporting of data for program non-completers as
well as more longitudinal data will increase the
precision of the results presented in this section.
 
5.1 Percent of Program Non-Completers
Employed by Quarter
Table 12 for program non-completers corresponds
to Table 6 for program completers and shows the
percent of program non-completers employed by
relative quarter and by calendar year of program
exit for 2018 (Table 12a), 2019 (Table 12b), 2020
(12c), and 2021 (Table 12d).

Figures 3a through 3d (compare with Figures 1a
through 1d) are included to visualize the trends of
the data reported in Table 12. Unlike Figures 1a
through 1d, which have a more obvious U-shape in
the employment and wages across the pre-
program, program, and post-program time period,
Figures 3a through 3d have more constant



employment across the time period. There is often the
bottoming out of employment and wages around the time of
program participation because individuals either do not have
time to be in a training program plus work full-time or
because they have entered a training program because they
have lost prior employment. Because there is not this same
obvious drop in employment for most program non-
completers, this could suggest that people who do not
complete the program choose to exit because they found
employment.

5.2 Median Wages of Program Non-Completers by Quarter
Tables 13a through 13d (compare with Tables 7a through
7d) present counts of employment and median wages for
program non-completers by relative quarter and program exit
year. 

Figures 4a through 4d present line graphs of the data in
Tables 13a through 13d. Compare to Figures 2a through 2d.
Figure 4a seems to support the theory that the people who
did not complete training programs in 2018 did so because
they opted to pursue employment secured at higher median
wages than pre-program wages. For program non-completers
in 2019 and 2020, post-exit median wages generally return to
pre-program wages. Especially when comparing to Figures
2b and 2c, it is clear that median wages tend to be higher for
program completers than program non-completers. 

5.3 Program Non-Completers Continuously Employed Post
Program Exit
Table 14 shows the percent of program completers who
were continuously employed starting in the first quarter post
program exit for completions in 2018 (14a), 2019 (14b), and
2020 (14c). Compare with Tables 8a through 8c presented in
Section 4.3. As expected, continuous employment rates are
much lower among program non-completers. 

2 2
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Tables 15a through 15c (compare with Tables 9a through 9c)
report continuous employment limited to those who have
worked the equivalent of full-time, minimum wage jobs.
These relatively lower continuous full-time equivalent
employment rates among program non-completers may
suggest that those who successfully complete a training
program are more likely to find stable employment at
sustainable wages. 

5.4 Program Non-Completer Employment and Median
Earnings by Sector of Employment
Table 16 reports the NAICS codes of top employment for
program non-completers. This table can be compared with
Table 10 for program completers. Similar to the results for
program completers, employment for program non-
completers is also highly concentrated, with 91.6 percent of
the employment quarters falling into one of the top ten
NAICS code industries.

5.5 Program Non-Completer Employment and Median
Earnings by Selected Demographic Subcategories
Table 17 below is comparable to Table 11 for program
completers and reports median wages and employment
counts by participant demographics. The relatively smaller
sample sizes for program non-completers results in fewer
demographic subgroups for which data can be reported and
realistically compared. Increasing the number of program
non-completers in future data reporting would increase the
precision and usefulness of these results.

2 3
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This report is the third in what is planned to be a series of regular reports on the
employment and wage outcomes of BWFC-supported workforce training program
participants. This report provides an example of what analyses are possible and
what can be expanded upon with additional longitudinal data for both the cohorts
represented in this report as well as future cohorts in workforce training programs
in the Baltimore area.

Based on the work done to collect data from workforce organizations, clean and
analyze the data, and write this report, the JFI suggests focusing on the following
to improve future reports:
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6 . 0  C O N C L U S I O N

Maintaining current efforts to increase data quality and consistency
through routine training of workforce organization staff responsible for
completing and submitting data templates. 

Even though switching to data submissions via AGS Prime will surely help
with data consistency going forward, it is imperative that training of
workforce organization staff continues to maximize data reliability. 

Encouraging workforce organizations to gather as much of the data in
the templates as possible. 
If more variables were reported consistently and fewer organizations
reported required variables as “Unknown,” there would be more
possibilities for analyses by subcategory, particularly because of sample
size reporting requirements.



NOVEMBER 2022WAGE RECORD STUDY //

Encouraging increased reporting of program non-completers.

Identifying any modifications needed to maximize this report’s
usefulness in coming years. 

2 5

Receiving more data on program non-completers would lead to a much
more robust Section 5 and could allow for much greater comparison
between program completers and non-completers. A better understanding
of the experiences of both groups would help training programs better
serve their participants’ needs.

In conjunction with the previous bullet,  identifying whether any
variables currently in the template are no longer of interest due to
overall  data availabil ity across training programs. 
If there are variables that are not feasible for a significant proportion of
training programs to gather, it might make sense to remove them from the
template to reduce the overall data burden on training programs and
hopefully increase data quality of the remaining requested variables.

Discussions with funders, training programs, and other involved
organizations could help identify which reports are the most useful and
how to potentially modify output to maximize impact. 
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7 . 0  T A B L E S  A N D  A P P E N D I X
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